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About this HANDBOOK
The Government of Nunavut, Department of Education, in partnership with the Nunavut Teachers’ Association 
(NTA), is pleased to present the Professional Development Framework Handbook for School Leaders as 
a component of the Nunavut Professional Development Framework for the Educator Community initiative. 

This handbook is a valuable resource for school leaders as they undertake professional development activities 
throughout their career in Nunavut. 

The handbook will be updated as new information and resource materials become available.
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Effective Professional 
Development 
In education systems, professional development (PD) 
often refers to the steps taken by educators and school 
leaders to increase their proficiency and effectiveness 
in their role for the purpose of delivering and supporting 
high-quality instruction and positive student outcomes. 
PD includes the actions or initiatives undertaken by 
educators that serve to further develop their skills, 
knowledge, and expertise.1  School leaders focus 
on PD actions or initiatives relevant to a principal or 
vice‑principal role. 

Actions or initiatives that may constitute PD include,  
but are not limited to:

•	 In-service training;
•	 Conference and workshop participation;
•	 Mentorship;
•	 Educational courses;
•	 Resource sharing;
•	 Colleague shadowing; and
•	 �Academic research review (e.g., scholarly articles, 

books, and other publications)

Professional development activities may be formal  
or informal. For example:

Formal
•	 School-wide PD events;
•	 �Attending a department, NTA-, or PD Council-
sponsored workshop, conference, or in-service;

•	 Taking a course online;
•	 Action research.

Informal
•	 �Reading about a topic of interest to support your 
work online, through social media or journals;

•	 Attending local community cultural events;
•	 �Participating in a professional learning community 
or network; or

•	 Working with a colleague(s) to enhance a program.

While there is no one set of agreed-upon criteria for 
effective PD, there is increasing consensus that PD is 
most effective when it is:

•	 �Self-driven (based on personal interest, self-
reflection and assessment/feedback, goal setting); 

•	 Collaborative; 
•	 �Relevant to professional activities and practice; and 
•	 Ongoing throughout the career stages. 

PD that supports professional autonomy results in 
positive learning and improved teaching and leadership 
practice.2

Many education systems in Canada and internationally 
have established professional development frameworks 
to support effective professional development for 
educators, school leaders, and support-focused 
positions within their systems. In pursuit of effective 
best-practice professional development for the 
Nunavut education system, the Department of 
Education, in partnership with the Nunavut Teachers’ 
Association, began the Nunavut Professional 
Development Framework for the Educator Community 
initiative in 2016.
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1	�Timperley, H. (2011). A background paper to inform the development of a national professional development framework for teachers 
and school leaders, Australian Institute for Teaching and School Leadership, Melbourne. 

2	�Hunzicker, J. (2011). Effective professional development for teachers: A checklist. Professional Development in Education, 37(2), 
177‑179.
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Nunavut Professional 
Development Framework 
for the Educator 
Community
The Nunavut Professional Development Framework 
for the Educator Community is the overarching 
professional development framework for the Nunavut 
education system. The Nunavut Professional 
Development Framework for the Educator Community3 
is for teachers of all subjects, language specialists, 
principals, vice-principals, learning coaches, and 
student support teachers in every school. 

The components of the PD Framework provide 
guidance and support tailored to each of these 
important functions within Nunavut schools by 
illustrating the required skills, values, and behaviours 
for effective teaching, coaching, and leadership 
practice in Nunavut. These expectations, when 
combined with self‑reflection, constructive feedback, 
and goal setting, help raise awareness of professional 
areas for development, particularly in Nunavut schools 
where the majority of students are taught in their 
second language.

The overarching Nunavut Professional Development 
Framework for the Educator Community includes 
four distinct frameworks, one for each of the following 
groups:

1.	 �Classroom Teachers – teachers and language 
specialists;

2.	School Leaders – principals and vice-principals;
3.	 Teacher Support Focus – learning coaches; and 
4.	 Student Support Focus – student support teachers.

Nunavut Professional 
Development Framework 
for School LEaders
The Professional Development Framework for School 
Leaders applies to principals and vice-principals.

The components of the PD Framework for  
School Leaders include:

•	 Professional Standards 
•	 Professional Development Toolkit

»» Self-Reflection
»» Professional Development Plan
»» DEA/CSFN School Leader Monthly Report
»» DEA/CSFN School Leader Annual Assessment

 
Figure 1. Professional Development Framework 
for School Leaders
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The Nunavut Professional Development (PD) Framework for the Educator Community is for teachers of all 
subjects, language specialists, principals, vice-principals, learning coaches, and student support teachers in 
every school. It provides guidance and support tailored to each of these important functions within our schools 
by illustrating the required skills, values, and behaviours for effective teaching, coaching, and leadership, 
described throughout the stages of development for each of these groups. These expectations, when combined 
with self-reflection and constructive feedback, help raise awareness of practice areas to focus on and the 
benefits of continuous professional development.

The Nunavut Professional 
Standards for School 
Leaders clarify the roles and 
responsibilities of new and 
experienced principals and 
vice-principals.

School leaders reflect on 
their practice and receive 
constructive feedback 
throughout the school year.

School leaders and their 
immediate supervisor agree on 
the school leaders’ performance 
goals and plan for targeted 
professional development 
opportunities.

Ongoing feedback, reflection, 
and review ensures improved 
performance throughout 
a school leader’s career.

Nunavut Professional development Framework 
for the educator community

April 2018

3	 �The term Educator Community refers to the various individuals who provide and support education in schools such as teachers, 
language specialists, principals, vice-principals, learning coaches, and student support teachers.
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Nunavut Professional 
Standards for School 
lEaders
The Nunavut Professional Standards for School 
Leaders (Standards) provide school leaders with 
greater clarity, information, and understanding about 
the competencies required for effective school 
leadership in Nunavut. The Standards support career-
long learning by providing a benchmark to define 
the skills, values, and behaviours required of school 
leaders at various stages throughout their careers. 
The Standards were developed in consultation with 
teachers, language specialists, school leaders, and the 
NTA. 

These Standards are unique to the Nunavut teaching 
environment. At all levels across the career stages, the 
standards and focus area descriptions incorporate and 
reflect the Government of Nunavut guiding principles 
and values of Inuit Qaujimajatuqangit, Inuit Societal 
Values, the Education Act, and the provision of bilingual 
education in all schools.

There are five Professional Standards, organized  
into three domains of teaching:

Professional Knowledge
1.	 Know how to lead the management of the school

Professional Practice 
2.	 Leading teaching and learning
3.	 �Developing self and school staff professional 

learning
4.	� Leading improvement, innovation, and change

Professional Engagement 
5.	� Leading and working with the community

Each standard is broken down into four career stages:

•	 Transitional
•	 Confident
•	 Proficient 
•	 Lead

The Standards document is the foundational document 
for school leader professional practice in Nunavut. It 
is a companion document to the tools in the Toolkit: 
the School Leader Self-Reflection; the School Leader 
Professional Development Plan; the District Education 
Authority (DEA)/Commission scolaire francophone du 
Nunavut (CSFN) School Leader Monthly Report; and 
the DEA/CSFN School Leader Annual Assessment.

You can ensure that your professional practice  
in Nunavut reflects the Standards by:

•	 Familiarizing yourself with the Standards;
•	 �Comparing your current school leader practice, 
based on reflection and feedback provided by your 
immediate supervisor, to the benchmarks within 
each career stage; 

•	 Taking action by:
»» Determining areas for competency development;
»» �Identifying your professional goals to best meet 
the Standards;

»» �Planning for, and participating in, targeted  
PD activities that help meet your goals; 

»» �Implementing your PD learnings in the your 
leadership practice; 

»» �Illustrating through practice how professional 
goals have been met; and

»» �Engaging in continuous learning and 
development.

04



6 PRofessional Development Framework Handbook FOR School lEaders • APRIL 2018

Professional Development 
Toolkit 
The PD Toolkit for School Leaders is the applied 
component of the PD Framework. The Toolkit 
includes four tools. Two foundational tools assist 
the school leader and their immediate supervisor 
to understand the school leader’s level of practice 
against the Standards, support planned goal-setting for 
performance development, and record evidence of how 
these goals are being met. The Toolkit also includes 
two tools to support the responsibilities of school 
leaders and DEAs/CSFN.   

The Toolkit includes two foundational tools:

1.	School Leader Self-Reflection; and 

 

2.	 �School Leader Professional Development Plan.

Tool 1: School leader  
Self-Reflection
The School Leader Self-Reflection is the first tool that 
school leaders use to reflect on the effectiveness of 
their leadership practice based on the five Nunavut 
Professional Standards for School Leaders. 

The Self-Reflection assists school leaders to:

•	 �Identify the career stage that best describes 
their current level of leadership practice in each 
Standard; and

•	 �Identify areas of strength and areas requiring further 
development for each of the five Standards; then

•	 �Provide illustrations of practice as evidence  
of progress against goals.

The Self-Reflection aligns with and reflects  
the Standards. The Standards document is to be used 
as a companion document to the Self-Reflection. 

Initial Self-Reflection
All school leaders are required to conduct  
a self-reflection against the Standards when:

•	 �Initially employed in Nunavut as a principal or 
vice‑principal; or

•	 �Already employed as a principal or vice‑principal 
but have not yet been through the process of 
conducting a self-reflection against the Standards. 

Here are the steps in the initial Self-Reflection. 

School leaders will:

1.	 �Review the Standards to become familiar with the 
skills, behaviours, and values expected of school 
leaders in Nunavut;

2.	 �Use the Self-Reflection to review each Standard and 
answer the 92 questions related to your leadership 
practice. The results for each Standard indicate 
which of the four career stages best reflects your 
current level of practice:
•	 Transitional
•	 Confident
•	 Proficient
•	 Lead

05
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School leader Self-reflection

how do i use the 
School leader 
Self‑Reflection 
and what does it 
measure?

The School leader Self-Reflection tool measures your own assessment of how well you demonstrate specific leadership actions drawn 
from the nunavut professional Standards for School leaders. The School leader Self-Reflection identifies your leadership practice 
along the developmental pathway. To complete the assessment, please respond to the 92 questions found in the five Standards on the 
following pages using the scoring guides found at the top of each question set. Your assessment of your leadership behaviour through 
your responses to each of the questions indicates your point of current practice and future focus on each of the professional Standards. 
once you have completed all of the questions you will be able to view your current level of proficiency in each of the five professional 
Standards.

Standard Score career 
Stage interpretation

pRoFESSIonal KnowlEdgE

Standard 1:  Know how to lead the management of the school Refer to the descriptor at each career stage.

pRoFESSIonal pRacTIcE

Standard 2:  leading teaching and learning

Standard 3:  developing self and school staff professional 
learning

Standard 4: leading improvement, innovation, and change

pRoFESSIonal EngagEMEnT

Standard 5: leading and working with the community

career Stage StandaRd 1 Standard 2 Standard 3 Standard 4 StandaRd 5

Transitional 1-26 1-18 1-29 1-18 1-21

confident 27-52 19-37 30-59 19-37 22-42

proficient 53-74 38-56 60-89 38-56 43-63

lead 75-105 57-75 90-120 57-75 64-85



7PRofessional Development Framework Handbook FOR School lEaders • APRIL 2018

Your immediate supervisor (i.e., principal, 
superintendent, directeur général) will:

3.	 �Meet with you to review and discuss your  
Self-Reflection;

4.	� Consider your leadership against the Standards  
as well as their own observations of your leadership;

5.	� Discuss with you areas of strength and areas  
in need of development.

School leaders and their immediate supervisors will:

6.	�� Agree on and document your areas of strength  
and areas for development; 

7.	 �Sign the Self-Reflection. 

	� School leaders and superintendents/directeur 
général each keep a copy of the signed 
Self‑Reflection for their file.

It will take approximately 30 minutes to complete 
the Self-Reflection depending on your level of 
understanding of the Standards. This does not 
include the time for discussion between you and 
your immediate supervisor, which will vary.

Once this process is complete, the next tool in the 
Toolkit is used: the School Leader Professional 
Development Plan.

Tool 2: School lEader  
Professional Development  
Plan 
The School Leader Professional Development Plan 
(PDP) is the second foundational tool in the applied 
process. The PDP is a companion to the Self‑Reflection 
and is to be completed by school leaders based on 
self-reflection of their leadership practice and the 
feedback received from their immediate supervisor. 

The PDP assists school leaders to:

•	 �Align professional development goals with the 
Standards;

•	 �Determine professional development goals that 
are SMART; and

•	 �Undertake targeted professional development 
activities that help meet professional development 
goals.

School leaders will:

1.	�� Determine and document in the PDP the Standard 
that they wish to develop based on the completed 
Self-Reflection; 

2.	� Determine and document information for a small 
number of professional development goals for the 
school year that are:

•	  Specific
•	  Measurable
•	  Achievable
•	  Relevant
•	  Time-phased

	� It is important to develop professional development 
goals that also align with your school’s priorities and 
desired student outcomes.

3.	 �Identify any support(s) required to undertake 
professional development.

School leaders and their immediate supervisors will:

4.	� Discuss and agree on the professional development 
goals.

5.	� Sign and date the PDP. 

School leaders and superintendents/directeur général 
each keep a copy of the PDP for their file.

School leaders will:

6.	� Undertake professional development activities 
according to their PDP.
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Illustrations of Practice
The collection of illustrations of practice as evidence 
of progress against goals is vital. Evidence of practice 
provides the basis for ongoing feedback, reflection, and 
further development. The Self-Reflection is important, 
as it can be used to demonstrate your development 
to others. Collecting and reviewing evidence helps 
school leaders understand their progress with respect 
to their performance and professional development 
goals throughout the professional development cycle 
(see Figure 2). Importantly, it allows school leaders to 
identify any additional or different action that is required 
in order to achieve goals; or, alternatively, to recognize 
if there is a need to modify goals.4

Documenting illustrations of practice is an ongoing 
occurrence as and when the school leader progresses 
and meets their goal(s).

School leaders will:

7.	 �Use the signed Self-Reflection for the current period 
to document illustrations of practice as evidence of 
progress against goals throughout the year. 

 
Figure 2. Continuous Professional  
Development Cycle

Continuous Professional 
Development 
Performance and professional development is a 
continuous cycle. Ongoing feedback, reflection, and 
review will ensure the school leader makes the most of 
their ongoing professional development.

It involves school leaders and their immediate 
supervisors working together to establish key 
professional development goals and learning 
opportunities, monitor and collect evidence of 
progress, and provide formal and informal feedback 
and recognition for achievement against the Standards.

The self-reflection and professional development 
planning process is ongoing throughout the school 
year. To understand how well you are achieving your 
goals, it is important to regularly reflect on the goals 
you set in your PDP. All school leaders are encouraged 
to block off a small amount of time each week for self-
reflection. This regular practice will help school leaders 
gain invaluable insight in order to:

�	 �1. �Purposefully reflect on your own goal 
achievement:	

��	 	 �• � What activities have you undertaken to  
achieve your goal?

���	 	 �• � How did the activities show that you have 
progressed toward your goal?

	 	 • � What did you learn? 

	 	 • �� Is any modification required to your 
activities or source of evidence to fully 
meet your goal?

		  2. �Document illustrations of practice and 
evidence of progress against goals:

	 	 	 	 • �� Initiate regular formal and informal 
feedback on their practice; and

	 	 	 	 • �� Update professional development 
goals on an ongoing basis. 
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4	�Australian Institute for Teaching and School Leadership (AISTL). (2014). How Do I Evidence Progress Against My Goals. Retrieved 
from http://www.aitsl.edu.au/docs/default-source/professional-growth-resources/performance-and-development-resources/6-how-
do-i-evidence-progress-against-my-goals-final-20140130.pdf?sfvrsn=2. [Accessed Mar 27, 2017].

  PRACTICE
APPLYING YOUR TRAINING 
AND FEEDBACK IN YOUR 
LEADERSHIP PRACTICE

   ASSESSMENT
OBTAINING FEEDBACK 
ON YOUR LEADERSHIP 

PRACTICE 

    PLANNING
IDENTIFYING AND 

PRIORITIZING YOUR PD 
GOALS AND RELEVANT 

OPPORTUNITIES 

 LEARNING
ACQUIRING NEW SKILLS, 

KNOWLEDGE AND/OR 
EXPERTISE

     SELF-REFLECTION
REFLECTING ON YOUR 

PRACTICE AGAINST THE 
STANDARDS AND 

IDENTIFYING STRENGTHS 
AND AREAS FOR 
DEVELOPMENT

   IMPLEMENTATION
INCORPORATING NEW 
SKILLS, VALUES AND 

BEHAVIOURS IN YOUR 
LEADERSHIP PRACTICE

2

1

34

5

6



9PRofessional Development Framework Handbook FOR School lEaders • APRIL 2018

DEA/CSFN ASSESSMENT 
OF A SCHOOL LEADER 
The DEA/CSFN Assessment of a School Leader is an 
important component of the professional development 
process and the school leader’s annual review. 
Section 117(1) of the Education Act requires that an 
employee of the Department of Education appraises 
the performance of a principal/vice-principal at least 
once a year during the initial period of employment, 
and in the final year of the principal’s or vice-
principal’s contract. Section 117(2) stipulates that the 
Minister must ensure that the performance appraisal 
incorporates an assessment by the district education 
authority. 

This section applies only to school leaders employed in 
a principal role. Guidelines to support the DEA/CSFN 
performance appraisal process for vice-principals 
is included in the RSO Human Resources Manual 
(under development).

The following assessment process must be followed to 
ensure that all required actions and timelines are met 
throughout the process. 

The Toolkit includes two tools to assist the assessment 
process:

3.	 DEA/CSFN School Leader Monthly Report; and

4.	 DEA/CSFN School Leader Annual Assessment.

TOOL 3: DEA/CSFN SCHOOL LEADER 
MONTHLY REPORT
The DEA/CSFN School Leader Monthly Report 
(Monthly Report) is the third tool that school leaders 
use to reflect on the effectiveness of their practice 
based on the five Nunavut Professional Standards for 
School Leaders.        

The Monthly Report assists school leaders to:

•	 �Determine what school information is relevant and 
important to share with the DEA/CSFN on a monthly 
basis;

•	 �Document DEA/CSFN recommendations and 
motions; 

•	 �Document school leader advice provided 
and actions taken in response to DEA/CSFN 
recommendations and motions; and

•	 �Provide evidence of actions and performance over 
the past month in relation to the five priority areas.

The Monthly Report aligns with and reflects the 
Standards. The Standards are to be used as a 
companion document to the Monthly Report.

Here are the steps to complete the Monthly Report.

School leaders will:

1.	 �Review the Standards to become familiar with the 
skills, behaviours, and values expected of school 
leaders in Nunavut;

2.	 ��Review the Monthly Report to become familiar with 
the information expected to be shared;

3.	 �Respond to the eleven questions to inform the DEA/
CSFN of actions and performance over the past 
month relative to the five priority areas; 

07
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4.	 �Keep a copy of the unsigned Monthly Report; and
5.	 �Submit a copy of the unsigned Monthly Report to 

the DEA/CSFN in advance of the monthly DEA/
CSFN meeting. 

DEAs/CSFN will:

6.	 �Review the Nunavut Professional Standards for 
School Leaders to become familiar with the skills, 
behaviours, and values expected of school leaders;

7.	 �Review the Monthly Reports submitted by the 
school leader in preparation for monthly meetings;

8.	� Provide recommendations and motions to the 
school leader during the monthly meetings.

Here are the steps to follow as soon as possible after 
each monthly meeting.

School leaders will:

9.	 ��Complete the DEA/CSFN Recommendations and 
Motions section of the Monthly Report based on 
discussion during the monthly meeting;

10.	� Complete the School Leader Advice and Actions 
section of the Monthly Report as discussed during 
the monthly meeting;

11.	 �Sign and date the completed Monthly Report; and
12.	 Submit to a copy to the DEA/CSFN.

DEAs/CSFN will:

13.	 �Review the completed Monthly Report; 
14.	 �Sign and date the completed Monthly Report; 
15.	 �Keep a copy of the fully-signed Monthly Report; 

and
16.	 �Provide a fully-signed copy to the school leader 

and superintendent/directeur général for their 
records.

TOOL 4: DEA/CSFN SCHOOL LEADER 
ANNUAL ASSESSMENT
The DEA/CSFN School Leader Annual Assessment 
(Annual Assessment) is the fourth tool in the 
PD Framework for School Leaders. DEAs/CSFN use 
the Annual Assessment to reflect on the effectiveness 
of a school leader’s leadership practice over the past 
school year based on the five Nunavut Professional 
Standards for School Leaders.  

The Annual Assessment assists DEAs/CSFN to:

•	 �Understand how to assess a school leader’s 
performance through an appropriate, transparent, 
and standardized process; and

•	 �Provide a recommendation on re-appointment 
based on evidence provided and performance 
demonstrated throughout the school year.

The Annual Assessment aligns with the Monthly 
Reports and reflects the Standards. 

Here are the steps to complete the Annual Assessment.

DEAs/CSFN will:

1.	 �Review the Annual Assessment to become familiar 
with how to assess a school leader;

2.	 �Meet with the superintendent/directeur général 
and school leader at the start of the school year 
to discuss the PD Framework for School Leaders, 
Toolkit, expectations, and key milestones; 

3.	 �Complete and sign the Annual Assessment based 
on the school leader’s performance against the 
Standards and Monthly Reports;

4.	� Submit a copy of the completed Annual Assessment 
to the school leader and the superintendent/
directeur général for their records.

School leaders will:

5.	 Review the completed Annual Assessment;
6.	 Complete the comments section if desired;
7.	 Sign and date the completed Annual Assessment;
8.	 Retain a copy; and
9.	 �Submit a fully-signed copy to the DEA/CSFN.

DEAs/CSFN will:

10.	 Retain a fully-signed copy for their records; and
11.	 �Submit a fully-signed copy to the Minister of 

Education and the superintendent/directeur 
général. 

Once this process is complete, a determination will be 
made on the re-appointment of a school leader based 
on the RSO Human Resources Manual.  
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JANUARY

Within first 45  
days of school start

superintendent (dea)/ 
directeur GÉnÉral (csfn) 

and school leaders
• Orientation to review 
PD Framework, roles, 

and expectations 

Within 4 Weeks  
of the meetinG

immediate supervisor 
and school leader 
• Meet one-on-one to  

discuss intentions

Within 1 Week  
of one-on-one  

meetinG
school leader

• Completes  
Self-Reflection

Within 2 Weeks of  
one-on-one meetinG

immediate supervisor 
and school leader

• Meet to respond  
to Self-Reflection

• Sign Self-Reflection

Within 2 Weeks  
of siGned  

self-reflection
school leader

• Completes Professional 
Development Plan based on 

Self-Reflection 

Within 2 Weeks of  
completed professional 

development plan 
immediate supervisor 

and school leader
• Meet to respond to Professional  

Development Plan
• Sign Professional 

          Development Plan

throuGhout 
school year
school leader

• Completes illustrations of practice 
in Self-Reflection

• Completes and submits monthly 
reports to DEA/CSFN

Before end 
of school year

school leader
• Submits Self-Reflections and 

PDPs to superintendent/ 
directeur général

superintendent (dea)/ 
directeur GÉnÉral (csfn)

• Retains copies in school  
leader’s personnel file

• Submits PDP to Director, 
Educator Development

Before  
end of january

school leader
• Submits Self-Reflections and 

PDPs to superintendent/ 
directeur général

superintendent (dea)/ 
directeur GÉnÉral (csfn)

• Retains copies in school 
leader’s personnel file

• Submits PDP to Director, 
Educator Development

key milestones
for school leaders

Key Milestones and Timing 
Knowing who is involved, and their roles and expectations throughout the school year, is an important component 
of the professional development process and the school leader’s annual review. Key milestones and timing are 
highlighted in the following illustration to ensure that the required actions and timelines are met throughout the 
school year.
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September/OCTOBER
1.	� As part of orientation at the beginning of the 

school year, the superintendent/directeur général 
and DEA/CSFN will meet with the school leaders 
(both principal and vice-principal) within the first 
45 days of school start to:

•	 �Discuss the PD Framework, including the 
Standards and Toolkit;

•	 Review expectations of those involved;
•	 �Review key milestones and timing throughout 

the school year; and
•	 Answer any preliminary questions.

Additional informal meetings may be held throughout 
the year.

NOVEMBER
2.	� Within four weeks of the meeting, the immediate 

supervisor (i.e., principal for vice-principal; 
superintendent/directeur général for principal) and 
school leader will meet one‑on‑one to:

•	 �Discuss intentions of the school leader for 
professional development for the school year;

•	 �Discuss the requirement of the school leader 
to review the Standards, and complete the 
Self‑Reflection and Professional  
Development Plan; and 

•	 �Answer any questions the school leaders 
may have.

3.	 �Within one week of the one-on-one meeting 
between the immediate supervisor and school 
leader, the school leader must:

•	 Complete the Self-Reflection; and
•	 �Schedule a meeting with their immediate 

supervisor to review their Self-Reflection.

DECember
4.	 �Within two weeks of the one-on-one meeting 

between the immediate supervisor and school 
leader, the immediate supervisor and the school 
leader will meet one‑on‑one to:

•	 Review and respond to the Self-Reflection; and 
•	 Sign the Self-Reflection.

5.	� Within two weeks of signing the completed  
Self-Reflection, the school leader must:

•	 �Complete the Professional Development Plan; 
and 

•	 �Schedule a meeting with their immediate 
supervisor to review their Professional 
Development Plan.

January
6.	� Within two weeks of the school leader completing 

their Professional Development Plan, the immediate 
supervisor and the school leader will meet 
one‑on‑one to:

•	 �Review and respond to the Professional  
Development Plan; and

•	 Sign the Professional Development Plan.

7.	� Before the end of January, school leaders must:

•	 ��Submit a fully-signed copy of their Self-
Reflection and Professional Development Plan 
to their superintendent/directeur général.

•	 ��Submit a fully-signed copy of the Self-
Reflection and Professional Development Plan 
for their vice-principal to their superintendent/
directeur général.

	� The superintendent/directeur général keeps 
copies in the school leader’s personnel file and must 
submit a copy of the Professional Development 
Plans to the Director, Educator Development 
at EDUK‑12@gov.nu.ca.

May/June
8.	� Before summer holidays, school leaders must:

•	 �Submit a fully-signed copy of their Self-
Reflection and Professional Development Plan 
to their superintendent/directeur général.

•	 ��Submit a fully-signed copy of the Self-
Reflection and Professional Development Plan 
for their vice-principal to their superintendent/
directeur général.

	� The superintendent/directeur général keeps copies 
in the school leader’s personnel file and must 
submit a copy of the Professional Development 
Plans to the Director, Educator Development 
at EDUK‑12@gov.nu.ca.

Throughout the school year, school leaders 
must document illustrations of practice in their 
Self‑Reflection as evidence of meeting professional 
development goals. School leaders in a principal role 
must also complete and submit monthly reports to the 
DEA/CSFN.
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Professional Development 
Opportunities 
Professional development opportunities are  
available for school leaders through a variety of 
organizations within and outside the territory. Below  
are some resources that may be accessed by school 
leaders to support their PD goals.

Government of Nunavut  
Training Opportunities
•	 Department of Education

»» �The Educator Development division is 
mandated to provide professional development 
opportunities and training to address 
competencies that have been identified as 
requiring further development across the 
education system.

•	 �Department of Executive and Intergovernmental 
Affairs (EIA)
»» �EIA maintains a list of available 
training activities on its website:  
http://www.gov.nu.ca/training-calendar.

•	 Department of Culture and Heritage 
»» �Supports training on Inuit Societal Values:  
http://www.gov.nu.ca/training-calendar.

 

Professional Development  
Council Opportunities
A variety of professional development opportunities, 
supports, and resources are available to school leaders 
through the Professional Development Fund negotiated 
by the Nunavut Teachers’ Association on behalf of its 
members. The purpose of this fund is to support:

•	 Activities linked to supporting Inuit employment;
•	 �Activities linked to supporting Inuktut language 
development among teachers;

•	 �Activities in support of educators to progress 
in their careers in accordance with the Nunavut 
Professional Development Framework for the 
Educator Community; and

•	 �Activities linked to support educators who are new 
to the profession.

�Funding has typically been available for activities such 
as, but not limited to:

•	 School-based PD and/or PD week activities;
•	 Short-term reimbursement for courses;
•	 Education leave;
•	 Project Overseas;
•	 Action research;
•	 Inuktut instruction; and
•	 Specialist councils and special project funding.

School leaders are encouraged to visit the PD section  
of the Department of Education or NTA websites for 
more information about the opportunities listed above.

School leaders are also encouraged to review the 
most recent version of the PD Council Handbook, 
which offers a wealth of information on the various 
professional development opportunities available 
to school leaders. 

Contact the professional development coordinator 
at the PD Council if you require assistance or 
have questions about professional development 
opportunities available to you through the PD Fund. 
Contact information for professional development 
staff may be found on the Department of Education 
or NTA websites.
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