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COMPETENCY 3E 
EVALUATION AND ASSESSMENT IN ATHLETICS LEADERSHIP PRACTICE
Competency Demonstration Introduction
Evaluation competency requires more than familiarity with assessment tools or a general understanding of evaluation theory. It requires the capacity to apply evaluative reasoning in real professional contexts by collecting evidence, interpreting findings, and using that information to guide leadership decisions and program improvement.
This competency reflection demonstrates the development and application of evaluation and assessment practices across my professional experiences in education and athletics leadership. Over the course of my career, I have served for 17 years as a K–12 teacher and 7 years as a college and university professor, while also holding leadership responsibilities in athletics administration and organizational supervision. 
In each of these contexts, evaluation and assessment have been integral components of professional practice. These experiences involved evaluating student learning outcomes, conducting program evaluations within athletics departments, participating in leadership assessments, evaluating applicants during hiring processes, and implementing personnel evaluation systems such as Professional Improvement Plans.
The purpose of this reflection is to demonstrate how evaluation processes informed leadership decisions and contributed to organizational learning and improvement. Rather than simply describing evaluation tools, this paper examines how evaluation findings were interpreted and applied in leadership practice. 
The artifacts included in this competency portfolio, therefore, serve as evidence of evaluative reasoning in action. These artifacts illustrate how assessment data were analyzed, how evaluation findings informed instructional and organizational decisions, and how evaluation processes supported improvement across multiple institutional contexts.
The reflection also situates these professional experiences within the broader field of evaluation theory. Evaluation scholars emphasize that effective evaluation systems provide leaders with the information necessary to understand how programs function and how organizational practices influence outcomes (Patton, 2015; Rossi, Lipsey, & Freeman, 2019). 
Frameworks such as the Context–Input–Process–Product model (Stufflebeam, 1971), responsive evaluation (Stake, 1975), and utilization-focused evaluation (Patton, 2015) provide conceptual tools for understanding how evaluation systems can guide leadership decisions and support program development.
By integrating evaluation theory with professional practice, this reflection demonstrates that evaluation and assessment are not merely administrative requirements but essential leadership practices. Through systematic evaluation, leaders gain insight into program effectiveness, identify opportunities for improvement, and promote accountability within organizations. 
The experiences described throughout this paper, therefore, illustrate the evaluative competence expected within Competency 3E and demonstrate how evaluation processes can strengthen leadership practice in educational and athletic contexts.
Purpose of the Reflection
Evaluation and assessment are central components of effective leadership in educational institutions. Leaders who are responsible for guiding programs, supervising personnel, and stewarding institutional resources must rely on systematic methods for gathering, analyzing, and interpreting evidence to make responsible decisions. Evaluation, therefore, serves not merely as a technical measurement process but as a leadership practice that enables organizations to learn from experience, improve program effectiveness, and remain accountable to their mission and stakeholders.
Reflecting on my professional journey, I recognize that evaluation and assessment have gradually become foundational to my understanding of leadership. Early in my career, my leadership approach was largely operational. I focused primarily on ensuring that programs functioned smoothly, that staff members were supported in their work, and that students or athletes received the opportunities necessary to succeed. 
While these responsibilities were important, my early leadership practice did not fully appreciate the role that systematic evaluation plays in guiding leadership decisions.
Over time, my understanding of evaluation has evolved significantly. Through both professional experience and doctoral study, I came to recognize that evaluation provides leaders with a structured means of understanding organizational realities. 
Evaluation processes reveal patterns in performance, illuminate strengths and weaknesses in programs, and provide insight into individuals' experiences within an organization. These insights allow leaders to move beyond assumptions and base decisions on evidence.
My professional career spans more than two decades in educational environments. I served seventeen years as a K–12 teacher and seven years as a college and university professor, while also serving in leadership roles in athletics administration and personnel supervision. 
Across these professional contexts, evaluation and assessment have been consistent responsibilities. I have designed and implemented evaluation systems for student learning, course effectiveness, athletic program development, leadership performance, hiring processes, and professional improvement plans for staff members.
Participation in the Andrews University PhD in Leadership program provided an opportunity to examine these experiences through the lens of leadership theory and evaluation scholarship. Competency 3E focuses specifically on evaluation and assessment as leadership practices. 
This reflection serves as both a professional narrative and a demonstration of competency. It examines how evaluation processes have shaped my leadership practice and demonstrates my ability to design, interpret, and apply evaluation systems to support learning, accountability, and organizational improvement.
Evaluation scholars emphasize that evaluation systems allow organizations to understand the gap between current performance and desired outcomes (Patton, 2015). When leaders engage intentionally with evaluation findings, they gain insight into the strengths and limitations of programs and can make more informed decisions about improvement strategies. In this sense, evaluation becomes an essential component of responsible leadership practice.
Personal Context for Competency Development
My leadership journey developed gradually through multiple professional roles within educational institutions. Each role contributed to a deeper understanding of evaluation as a leadership practice.
For seventeen years, I served as a K–12 educator. During this time, evaluation of student learning outcomes was a fundamental part of instructional practice. Designing tests, quizzes, assignments, and performance assessments required aligning evaluation methods with instructional objectives. Assessment results provided insight into how well students understood course concepts and whether instructional strategies supported learning.
Classroom evaluation often revealed patterns in student understanding that were not immediately visible during instruction. For example, students sometimes demonstrated the ability to recall definitions and terminology but struggled to apply concepts in analytical contexts. These patterns suggested that instructional approaches needed to provide additional opportunities for applied learning.
Educational research supports the importance of formative assessment in improving student learning outcomes. Black and Wiliam (1998) emphasize that formative assessment strengthens learning when instructors use evaluation findings to guide instructional adjustments. Similarly, Hattie’s (2009) synthesis of educational research identifies feedback and formative assessment among the most powerful influences on student achievement.
My experience as a university professor further expanded this evaluative perspective. In higher education contexts, evaluation extends beyond student learning assessment to include course evaluations, program reviews, and faculty performance evaluations. These systems contribute to institutional accountability and continuous improvement.
Leadership roles in athletics administration introduced additional dimensions of evaluation practice. Supervising athletics programs required evaluating coaching leadership, team culture, and student-athlete experiences. Surveys and interviews with athletes provided valuable insight into how participants experienced athletics programs.
Evaluation also played an important role in personnel leadership. Hiring processes required evaluating resumes, applications, and interview performance to determine whether candidates possessed the qualifications necessary for institutional roles. When staff performance required improvement, Professional Improvement Plans were implemented to establish clear expectations and monitor progress.
Through these diverse experiences, I came to understand that evaluation is not simply a technical measurement process but a leadership practice that supports learning and improvement.
Theoretical Foundations of Evaluation and Assessment
Evaluation and assessment have become essential components of responsible leadership in education and organizational management. Leaders must rely on systematic methods for collecting, analyzing, and interpreting evidence to determine whether programs, policies, and initiatives are achieving their intended purposes. 
Evaluation, therefore, functions not simply as a measurement process but as a critical leadership tool that enables organizations to learn, adapt, and improve. The theoretical foundations of evaluation provide conceptual frameworks that guide the design, interpretation, and application of evaluation systems within institutional contexts.
Evaluation theory has evolved significantly over the past century, moving from early models that focused primarily on measurement and outcomes to more comprehensive frameworks that emphasize learning, stakeholder engagement, and program improvement. Understanding these theoretical perspectives is essential for leaders who seek to implement evaluation processes that support organizational development and informed decision-making.
One of the earliest influential contributors to evaluation theory was Ralph Tyler. Tyler’s objectives-oriented evaluation model emphasized that educational programs should be evaluated according to whether they achieve clearly defined learning objectives (Tyler, 1949). Tyler argued that effective evaluation requires aligning instructional goals, teaching strategies, and assessment methods. 
This approach became foundational within educational assessment, particularly in the development of curriculum evaluation systems. Tyler’s work emphasized that evaluation should focus on the extent to which instructional experiences enable students to achieve intended learning outcomes.
Although Tyler’s model provided an important starting point for educational evaluation, later scholars expanded evaluation theory by emphasizing that evaluation should serve broader purposes beyond measuring goal attainment. Lee Cronbach (1963) argued that evaluation should focus on improving programs rather than simply determining success or failure. 
Cronbach emphasized that evaluation findings should provide information that leaders can use to strengthen programs and improve organizational effectiveness. This perspective shifted evaluation away from a narrow focus on outcomes toward a broader emphasis on learning and improvement.
Michael Scriven further advanced evaluation theory by introducing the distinction between formative and summative evaluation (Scriven, 1967). Formative evaluation focuses on providing feedback to improve programs during implementation, while summative evaluation examines outcomes after a program has been completed. 
This distinction has become central within educational and organizational evaluation practices. Formative evaluation allows leaders to identify emerging issues and make adjustments before problems become entrenched, while summative evaluation provides information on overall program effectiveness.
The importance of formative evaluation is particularly evident in educational contexts. Research on assessment practices demonstrates that formative assessment significantly improves student learning when instructors use evaluation findings to guide instructional decisions and provide feedback to learners (Black & Wiliam, 1998). 
Similarly, Hattie’s (2009) synthesis of educational research highlights feedback and formative assessment among the most powerful influences on student achievement. These findings reinforce the idea that evaluation should function as a continuous process that supports learning and improvement.
Another influential framework in evaluation theory is the Context–Input–Process–Product (CIPP) model developed by Daniel Stufflebeam (1971). The CIPP model encourages evaluators to examine programs through four interconnected dimensions. Context evaluation examines the environment in which a program operates and identifies needs that the program seeks to address. 
Input evaluation examines the resources, strategies, and plans used to implement the program. Process evaluation examines how the program is implemented in practice and monitors whether activities are carried out as intended. Product evaluation examines the outcomes and impacts of the program.
The CIPP model is particularly useful for leaders because it emphasizes that evaluation should not focus exclusively on outcomes. Instead, evaluation should examine the broader systems that influence program effectiveness. By examining context, inputs, processes, and outcomes, leaders can gain a more comprehensive understanding of how programs function and where improvements may be necessary.
Robert Stake contributed another important perspective through responsive evaluation. Stake (1975) emphasized that evaluation should focus on the experiences and perspectives of stakeholders who participate in programs. Rather than relying exclusively on quantitative measures, responsive evaluation encourages evaluators to gather qualitative information about how participants experience programs. 
This approach recognizes that program effectiveness cannot always be fully understood through numerical indicators alone.
Stakeholder perspectives are particularly important in educational and athletic contexts, where the experiences of students, athletes, and staff provide valuable insight into program effectiveness. Surveys, interviews, and reflective discussions allow leaders to understand how policies and practices influence individuals within the organization.
Michael Quinn Patton further expanded evaluation theory by developing utilization-focused evaluation (Patton, 2015). Patton argued that evaluation should be designed with the explicit goal of ensuring that decision-makers use findings. 
According to this perspective, evaluation is meaningful only when it informs action. Evaluation processes should therefore be designed collaboratively with stakeholders who will use the findings to guide program improvement.
Utilization-focused evaluation emphasizes several important principles. First, evaluation systems should be designed to address questions that are meaningful to decision-makers. Second, stakeholders should be involved in the evaluation process to increase the likelihood that the findings will be used. Third, evaluation findings should be presented in ways that support practical decision-making rather than simply documenting outcomes.
Another important concept within contemporary evaluation theory is evaluation capacity building. Preskill and Torres (1999) argue that organizations become more effective when evaluation practices are integrated into everyday decision-making processes. 
Rather than treating evaluation as an occasional activity conducted by external experts, organizations should develop cultures of inquiry in which evaluation becomes a routine component of leadership practice.
Evaluation capacity building encourages leaders and staff members to engage regularly with evaluation findings and to reflect on how those findings can inform organizational improvement. When evaluation practices become embedded within organizational culture, evaluation contributes to continuous learning and adaptive leadership.
Evaluation theory also emphasizes the ethical responsibilities associated with evaluation processes. Rossi, Lipsey, and Freeman (2019) emphasize that evaluators must ensure that evaluation systems are conducted with transparency, fairness, and respect for participants. Ethical evaluation requires careful consideration of how data are collected, interpreted, and used. Participants must trust that evaluation findings will be used constructively rather than punitively.
Ethical considerations are particularly important in personnel evaluation contexts. Performance evaluations, leadership assessments, and Professional Improvement Plans must be conducted in ways that respect individuals' dignity while maintaining accountability for professional responsibilities.
Evaluation systems also contain inherent limitations that leaders must recognize. Surveys may reflect subjective perceptions, assessment instruments may not fully capture complex phenomena, and interpersonal dynamics may influence performance evaluations. Responsible evaluative reasoning, therefore, requires acknowledging these limitations and interpreting evaluation findings with caution.
Together, these theoretical perspectives provide a comprehensive foundation for understanding evaluation as a leadership practice. Evaluation theory demonstrates that evaluation is not merely a technical measurement process but a multidimensional practice that supports learning, accountability, and organizational improvement.
For leaders in educational and athletic contexts, evaluation frameworks provide valuable guidance for designing systems that gather meaningful information and support responsible decision-making. By integrating insights from evaluation theory with practical leadership experience, leaders can create evaluation systems that strengthen programs, support professional development, and enhance organizational effectiveness.
Applying Evaluation Theory to the Artifacts in This Portfolio
The artifacts in this competency portfolio are practical examples of evaluation systems implemented across multiple professional contexts. However, the significance of these artifacts becomes clearer when they are interpreted through the theoretical frameworks discussed earlier. 
Evaluation theory provides conceptual tools that allow leaders to design meaningful evaluation systems and interpret findings in ways that support organizational learning and improvement. Examining the artifacts through these frameworks demonstrates that the evaluation practices described throughout this reflection are consistent with established evaluation principles.
One theoretical framework that helps illuminate these artifacts is the Context–Input–Process–Product (CIPP) evaluation model developed by Stufflebeam (1971). The CIPP model encourages evaluators to examine programs from several perspectives rather than focusing solely on outcomes. 
This multidimensional approach is particularly useful in educational and athletic contexts because program effectiveness is influenced not only by results but also by the environments, resources, and implementation processes that shape them.
Several artifacts within this portfolio reflect the principles of context evaluation. Context evaluation focuses on understanding the environment in which a program operates and identifying the needs that the program seeks to address. 
In athletics leadership contexts, student-athlete surveys provided valuable insights into the environment experienced by athletes in athletics programs. These surveys examined athlete perceptions of team culture, communication practices, and the balance between academic responsibilities and athletic participation. By gathering feedback directly from student-athletes, these surveys provided leaders with information about whether athletics programs were supporting student development in ways consistent with institutional mission.
Input evaluation examines the resources, leadership practices, and organizational strategies used to implement programs. Leadership evaluation tools such as the Emotional and Social Competency Inventory 360 assessment provide insight into leadership behaviors that influence program culture. 
Leadership competencies such as empathy, collaboration, and communication significantly affect how teams function and how individuals experience organizational environments (Boyatzis & Goleman, 2007). Feedback gathered through the ESCI assessment, therefore, provided important information about leadership inputs that influence the overall functioning of athletics programs and administrative teams.
Process evaluation focuses on examining how programs are implemented in practice. Several artifacts in this portfolio represent process evaluation, as they monitor how activities occur within organizational settings. 
For example, surveys conducted with student-athletes during athletics seasons allowed leadership to monitor communication patterns between coaches and athletes. These surveys provided feedback regarding how team practices were experienced during the implementation of athletics programs. Monitoring program processes allowed leaders to identify potential issues early and initiate conversations with coaching staff regarding possible adjustments.
Product evaluation focuses on the outcomes and impacts associated with programs. Several artifacts in this portfolio represent product evaluation, as they examine measurable outcomes aligned with institutional goals. Compliance reporting systems, such as the Equity in Athletics Disclosure Act, provided data regarding athletics participation and financial allocations across men’s and women’s programs. 
Financial analysis tools such as the NAIA Return on Athletics model examined how athletics programs influenced broader institutional outcomes, including enrollment and retention patterns. These evaluation processes provided insight into whether athletics programs contributed positively to institutional sustainability and mission fulfillment.
The CIPP model, therefore, provides a helpful framework for understanding how evaluation systems implemented in athletics leadership contexts address multiple dimensions of program effectiveness. Rather than focusing solely on outcomes, these evaluation systems examined the environments, leadership practices, implementation processes, and outcomes that shaped program success.
Another important theoretical lens for understanding the artifacts presented in this portfolio is the distinction between formative and summative evaluation introduced by Scriven (1967). Formative evaluation focuses on improving programs during their implementation, while summative evaluation assesses program outcomes after implementation.
Many of the evaluation processes implemented within my professional roles functioned as formative evaluation tools. For example, classroom assessments in teaching contexts were designed not only to measure student learning but also to provide feedback to guide instructional adjustments. 
When assessment results indicated that students struggled with specific concepts, instructional strategies were adjusted to provide additional support and opportunities for applied learning. These adjustments illustrate how formative evaluation supports continuous improvement in teaching and learning environments.
Similarly, student-athlete surveys conducted during athletics seasons functioned as formative evaluation tools. By gathering feedback during program implementation, these surveys enabled leadership to identify emerging issues in communication, team culture, and athlete support systems. Addressing these issues during the season allowed leadership to improve program experiences before the season concluded.
Summative evaluation also played an important role in several artifacts. End-of-season program reviews, institutional compliance reports, and final course evaluations represent examples of summative evaluation processes. These evaluations examined program outcomes after a program cycle was completed and provided information to inform planning for future program cycles.
Understanding the relationship between formative and summative evaluation highlights the importance of using multiple evaluation strategies. Formative evaluation supports continuous improvement, while summative evaluation provides accountability and broader program assessment.
Utilization-focused evaluation provides another important framework for interpreting the artifacts presented in this portfolio. According to Patton (2015), evaluation is meaningful only when decision-makers use findings. Evaluation systems should therefore be designed to generate information that informs leadership decisions and program improvement.
The evaluation practices described throughout this portfolio were implemented to support leadership reflection and decision-making. Student learning assessments informed instructional adjustments designed to improve learning outcomes. Student-athlete survey findings informed conversations with coaching staff regarding communication practices and team expectations. Leadership assessment tools, such as the ESCI, encouraged reflective dialogue about leadership behaviors and team dynamics. Personnel evaluation systems inform hiring decisions and professional development plans for staff members.
These examples demonstrate that evaluation findings were not simply collected for documentation purposes. Instead, evaluation data were actively used to inform leadership decisions and program improvement efforts. This application of evaluation findings reflects the principles of utilization-focused evaluation and demonstrates evaluative reasoning in leadership practice.
Evaluation capacity building provides another useful lens for interpreting these artifacts. Preskill and Torres (1999) argue that organizations become more effective when evaluation practices are integrated into everyday decision-making processes. Rather than treating evaluation as an occasional activity conducted by external experts, organizations develop cultures of inquiry in which evaluation supports continuous learning.
Reflecting on my professional experiences, I gradually integrated evaluation into routine leadership practice. Surveys, assessments, and feedback systems were not isolated projects but recurring practices for understanding how programs were functioning. Over time, these practices encouraged a culture of reflection within athletics programs and educational environments.
Integrating evaluation theory with artifact evidence demonstrates that the evaluation practices implemented across my professional roles align with established evaluation frameworks. Viewing these artifacts through the lenses of the CIPP model, formative and summative evaluation, utilization-focused evaluation, and evaluation capacity building clarifies that evaluation competency involves both theoretical understanding and practical application.
These frameworks provide a conceptual foundation for interpreting the artifacts included in this competency portfolio. They demonstrate that the evaluation practices described throughout this reflection represent intentional leadership strategies designed to support learning, improvement, and accountability within educational organizations.
Ethics and Accountability in Evaluation
Evaluation and assessment practices carry significant ethical responsibilities for leaders within educational institutions. Because evaluation findings often influence decisions related to student learning, personnel development, program continuation, and institutional accountability, leaders must ensure that evaluation processes are conducted with fairness, transparency, and integrity. Ethical evaluation requires careful consideration of how information is collected, interpreted, and applied within organizational contexts.
Evaluation scholars emphasize that the ethical use of evaluation data is essential to maintaining trust among stakeholders. Rossi, Lipsey, and Freeman (2019) note that evaluation findings can influence critical organizational decisions, including personnel evaluations, program funding, and policy changes. 
For this reason, evaluators must ensure that data are collected responsibly, interpreted accurately, and communicated transparently. Ethical evaluation practices require leaders to avoid misrepresenting data, drawing unsupported conclusions, or using evaluation findings in ways that unfairly disadvantage individuals or groups.
In educational settings, ethical evaluation is closely connected to the concept of fairness. Assessments used to evaluate student learning must be designed to accurately measure learning outcomes while providing equal opportunities for students to demonstrate their knowledge. 
Educational researchers emphasize that fair assessment practices require aligning evaluation methods with learning objectives and ensuring that assessments measure intended competencies rather than unrelated factors (Brookhart, 2013). When assessments are poorly designed or misaligned with instructional objectives, they may produce misleading results that do not accurately reflect student learning.
Similarly, ethical considerations are critical in personnel evaluation processes. Performance evaluations, leadership assessments, and professional improvement plans must be conducted with transparency and consistency. Aguinis (2013) emphasizes that performance evaluation systems should include clear expectations, measurable criteria, and opportunities for feedback and professional development. 
Employees must understand the criteria by which they are evaluated and have opportunities to respond to evaluation findings. When evaluation processes lack transparency or consistency, they can undermine trust within organizations and create perceptions of unfairness.
Another important ethical dimension of evaluation involves the responsible interpretation of data. Evaluation findings must be interpreted within appropriate contextual frameworks rather than viewed as isolated indicators of success or failure. Patton (2015) emphasizes that evaluation data should be examined carefully to account for potential biases, limitations of measurement instruments, and contextual factors that may influence results. 
For example, survey responses may reflect subjective perceptions rather than objective measures of performance. Similarly, assessment results may be influenced by external factors such as student motivation, prior preparation, or environmental conditions.
Recognizing these limitations requires leaders to approach evaluation findings with humility and critical reflection. Responsible evaluative reasoning involves asking questions such as whether the evaluation instruments used were appropriate, whether the data collected accurately reflect the phenomenon being examined, and whether alternative interpretations of the data should be considered.
Ethical evaluation also involves protecting the confidentiality and dignity of individuals who participate in evaluation processes. Survey responses, leadership feedback, and personnel evaluations often contain sensitive information. 
Leaders must ensure that such information is handled responsibly and that the disclosure of confidential data does not harm individuals. Evaluation standards developed by professional organizations emphasize the importance of protecting participant confidentiality and ensuring that evaluation processes respect the rights of all participants (Joint Committee on Standards for Educational Evaluation, 2011).
Accountability is another key dimension of ethical evaluation. Educational institutions are accountable to multiple stakeholders, including students, parents, faculty, governing boards, accrediting bodies, and the broader community. Evaluation processes provide mechanisms for demonstrating that programs are functioning effectively and fulfilling institutional responsibilities.
Within athletics leadership contexts, accountability is particularly important because athletics programs involve significant institutional resources and public visibility. Compliance reporting systems, such as the Equity in Athletics Disclosure Act, require institutions to report data related to athletics participation and financial allocations across men’s and women’s programs. 
These reporting requirements promote transparency and help ensure that athletics programs operate in ways consistent with principles of equity and institutional responsibility.
Financial evaluation tools such as the NAIA Return on Athletics model also contribute to accountability by examining how athletics programs influence broader institutional outcomes, including enrollment and retention patterns. These evaluations provide institutional leaders with information to assess whether athletics programs contribute positively to institutional sustainability.
Another dimension of ethical evaluation involves using evaluation findings to support learning rather than to punish. Preskill and Torres (1999) argue that evaluation systems are most effective when they encourage reflection and organizational learning rather than simply identifying problems or assigning blame. When evaluation processes are framed as opportunities for improvement, individuals are more likely to engage constructively with evaluation findings.
Reflecting on my own leadership experiences, ethical evaluation practices required maintaining a balance between accountability and support. When evaluation findings revealed areas for improvement, the goal was not simply to identify deficiencies but to provide opportunities for growth and development. Professional Improvement Plans, for example, were designed to help staff members improve their performance through clear expectations and ongoing feedback.
Ultimately, ethical evaluation requires leaders to approach evaluation with integrity, fairness, and respect for those involved in the evaluation process. Evaluation findings should be used responsibly to inform decision-making, promote improvement, and strengthen organizational effectiveness. 
When evaluation systems are conducted ethically and transparently, they contribute to a culture of trust, learning, and accountability within educational institutions.
Artifacts Demonstrating Competency 3E Through Evaluative Reasoning
The artifacts included in this competency portfolio demonstrate the application of evaluation and assessment processes across multiple professional contexts. These artifacts represent evaluation activities implemented in classroom instruction, athletics leadership, leadership development, personnel supervision, and organizational hiring processes. 
While evaluation tools such as surveys, assessments, and performance reviews are common in educational organizations, the significance of these artifacts lies not simply in the tools themselves but in the evaluative reasoning used to interpret findings and guide leadership decisions.
Evaluation competency requires leaders to move beyond collecting data. Leaders must analyze patterns in evaluation findings, recognize the limitations of evaluation instruments, and apply insights to improve programs and support organizational learning. 
The artifacts described below, therefore, illustrate how evaluation data were collected, interpreted, and used to guide decisions in educational and athletic leadership contexts.
Artifact 1: Student Learning Assessment and Instructional Improvement
One of the most consistent forms of evaluation in my professional career has been assessing student learning outcomes. Over the course of seventeen years as a K–12 educator and seven years as a university professor, evaluation of student learning was a continuous and systematic process that informed instructional decision-making.
Data collected
Student learning data were gathered through a variety of assessment methods, including written examinations, quizzes, essays, classroom presentations, and project-based assignments. These assessments were designed to measure both conceptual understanding and higher-order cognitive skills such as analysis and application.
During several instructional units, assessment results revealed patterns in student performance that required closer examination. For example, in one unit, exam results indicated that students could recall theoretical concepts accurately but struggled to apply them in case-study analysis or problem-solving scenarios.
Data interpretation
When evaluating assessment results, it is important to examine patterns across the entire class rather than focusing solely on individual performance. When a large percentage of students demonstrate similar difficulties in applying concepts, the pattern may indicate that instructional strategies are not fully aligned with learning objectives.
Bloom’s taxonomy emphasizes that higher-level cognitive learning requires instructional experiences that support analysis, evaluation, and application of knowledge (Bloom, 1956). If instruction emphasizes conceptual explanation without providing sufficient opportunities for applied practice, students may struggle to develop higher-level reasoning skills.
Instructional decisions informed by evaluation findings
In response to these findings, instructional strategies were revised to include more opportunities for applied learning. Classroom activities were redesigned to incorporate case study discussions that required students to analyze real-world scenarios using course concepts. Collaborative group exercises were introduced to encourage students to apply theoretical ideas in practical contexts.
Additional formative assessments were implemented during the instructional unit to monitor whether these instructional adjustments improved student comprehension.
Observed outcomes
Subsequent assessments demonstrated improvements in students’ ability to analyze scenarios and apply theoretical concepts in written assignments and discussions. Students participated more actively in classroom dialogue and demonstrated greater confidence in explaining their reasoning.
Educational research supports the use of formative assessment practices to improve learning outcomes when instructors use assessment findings to guide instructional adjustments (Black & Wiliam, 1998; Hattie, 2009). This artifact, therefore, illustrates how evaluation findings informed instructional decisions that contributed to improved student learning.
Artifact 2: Student-Athlete Survey Evaluation and Athletics Program Improvement
Evaluation processes within athletics leadership contexts provided another important opportunity to apply evaluative reasoning. Surveys were conducted to gather feedback from student-athletes about their experiences in athletics programs.
Data collected
Student-athlete surveys were designed to evaluate several dimensions of athletics program experience, including communication between coaches and athletes, perceptions of fairness and respect within teams, satisfaction with program organization, and the balance between athletics participation and academic responsibilities.
The surveys included both quantitative rating scales and open-ended response questions. Quantitative questions enabled analysis of patterns in athletes' perceptions, while open-ended responses provided qualitative insights into specific concerns or suggestions from athletes.
Data interpretation
Analysis of survey results revealed several recurring themes related to communication practices within athletics programs. While many athletes reported positive relationships with coaches, some responses indicated uncertainty about expectations for practice schedules, team roles, and performance feedback.
Identifying these patterns required careful interpretation of survey responses. Individual comments may represent isolated experiences, but recurring themes across multiple responses suggest broader program patterns that require leadership attention.
Leadership decisions informed by evaluation findings
In response to these findings, structured discussions were held with the coaching staff on communication strategies. Coaches were encouraged to establish clearer expectations regarding team roles, practice schedules, and performance feedback. Additional opportunities were created for athletes to ask questions and provide feedback during team meetings.
Follow-up evaluation
Follow-up surveys conducted in subsequent seasons indicated improvement in several areas related to communication clarity and athlete satisfaction. Athletes reported a greater understanding of team expectations and increased comfort discussing concerns with the coaching staff.
Responsive evaluation emphasizes the importance of gathering stakeholder feedback in order to understand program effectiveness (Stake, 1975). This artifact demonstrates how survey findings informed leadership decisions that strengthened athletics program communication practices.
Artifact 3: Evaluation of Coaches and Athletics Staff
The evaluation of coaching staff was another important artifact demonstrating evaluative reasoning in athletics leadership.
Data collected
Evaluation of coaches and athletics staff was conducted using several sources of information, including student-athlete feedback surveys, direct observation of coaching practices, and discussions with athletics administrators. These evaluation processes examined areas such as leadership communication, mentorship of student-athletes, organizational management of practices and competitions, and adherence to institutional expectations.
Data interpretation
Student-athlete feedback provided valuable insight into how athletes experienced coaching leadership. Survey responses were analyzed to identify patterns related to leadership strengths and areas where coaching practices could be improved.
Leadership decisions informed by evaluation findings
Evaluation findings served as the basis for constructive discussions with coaching staff about leadership practices. These discussions focused on strengthening communication with athletes, improving organization of practices, and ensuring that coaching approaches supported both athletic development and student well-being.
Observed outcomes
In many cases, these conversations resulted in improved communication practices and stronger relationships between coaches and athletes. Coaches reported greater awareness of how their leadership behaviors influenced athlete experiences.
These evaluation processes illustrate how leadership evaluation can support professional growth and strengthen program effectiveness.
Artifact 4: Leadership Evaluation through Emotional Intelligence Assessment
Leadership evaluation also occurred through participation in the Emotional and Social Competency Inventory 360 assessment.
Data collected
The ESCI 360 assessment gathered feedback from colleagues, supervisors, and peers on leadership behaviors associated with emotional intelligence competencies, including empathy, collaboration, adaptability, and communication (Boyatzis & Goleman, 2007).
Data interpretation
Comparing self-assessment results with feedback from others revealed areas where leadership behaviors aligned with expectations and areas where perceptions differed.
Leadership research suggests that multi-source feedback systems are valuable tools for leadership development because they reveal how others experience leadership behaviors (London & Smither, 2002).
Leadership development decisions
Reflecting on ESCI findings encouraged intentional efforts to strengthen relational leadership practices, including active listening, clearer communication, and more collaborative decision-making.
Observed outcomes
These efforts contributed to stronger team communication and greater openness among staff members during leadership discussions.
Artifact 5: Hiring Evaluation and HR Decision-Making
Evaluation processes also occurred within human resources and hiring contexts.
Data collected
During the hiring process, applicants' resumes, professional experience, and interview responses were evaluated using structured criteria to identify candidates who demonstrated both professional competence and alignment with institutional values.
Data interpretation
Evaluation of candidate qualifications required comparing multiple applicants and identifying patterns in experience, leadership ability, and communication skills.
Leadership decisions informed by evaluation findings
Hiring decisions were made based on a systematic evaluation of candidates’ qualifications rather than on subjective impressions. Structured evaluation criteria helped ensure fairness and consistency during the hiring process.
Observed outcomes
Structured evaluation processes improved the transparency and consistency of hiring decisions while helping identify candidates who were well aligned with institutional expectations.
Artifact 6: Personnel Evaluation and Professional Improvement Plans
Personnel evaluation processes also require evaluative reasoning when supervising staff members and supporting professional development.
Data collected
Performance evaluations conducted by supervisors examined job performance, communication effectiveness, and adherence to institutional responsibilities.
Data interpretation
When evaluation findings revealed performance gaps, the goal was to identify opportunities for professional development rather than simply document deficiencies.
Leadership decisions informed by evaluation findings
Professional Improvement Plans were implemented to help staff members improve their performance. These plans included clearly defined expectations, measurable goals, and follow-up evaluation meetings to monitor progress.
Observed outcomes
In several cases, these improvement plans helped staff members strengthen their performance and meet institutional expectations more consistently.
Performance management research emphasizes that evaluation systems are most effective when they combine accountability with opportunities for professional growth (Aguinis, 2013).
Synthesis of Artifact Evidence
Taken together, these artifacts demonstrate that evaluation processes informed leadership decisions across multiple professional contexts. Evaluation findings revealed patterns in student learning outcomes, athletics program experiences, leadership behaviors, hiring decisions, and staff performance.
By interpreting these findings and applying insights to leadership practice, evaluation became a tool for continuous improvement rather than simply a reporting mechanism. These experiences illustrate the evaluative reasoning required for Competency 3E and demonstrate the ability to apply evaluation theory within real leadership contexts. (see Table with all Artifacts at the end of this reflection paper, on pages 48 and 49)
Analysis of Student Learning Assessment Artifacts
One of the longest-standing forms of evaluation in my professional career has been the assessment of student learning outcomes. During my seventeen years as a K–12 teacher and seven years as a college and university professor, evaluation of student learning was a continuous and systematic process. Assessments were designed not only to measure whether students understood the course material but also to provide feedback to guide instructional adjustments and improve learning outcomes.
Student learning artifacts included a range of evaluation tools such as written examinations, quizzes, project-based assessments, reflective assignments, and classroom discussions designed to assess comprehension of course concepts. These assessments generated valuable data regarding how students engaged with course material and where additional instructional support might be necessary.
For example, during one instructional unit, examination results revealed that a large proportion of students could recall theoretical definitions but struggled to apply those concepts in analytical scenarios. This pattern suggested that instructional methods may have emphasized conceptual explanation but provided fewer opportunities for applied learning. Recognizing this pattern required careful interpretation of evaluation data rather than simply recording assessment scores.
In response to this finding, instructional strategies were modified in several ways. Classroom instruction incorporated additional case-study discussions to encourage students to apply theoretical knowledge in real-world contexts. Collaborative problem-solving exercises were introduced to allow students to engage with concepts in practical ways. Additional formative assessments were introduced during the instructional unit to monitor whether these changes improved comprehension.
The outcomes of these adjustments were observable in subsequent assessments. Students demonstrated improved ability to analyze case-based scenarios and apply theoretical concepts in written assignments. Classroom discussions also reflected deeper engagement with the course material.
Educational research strongly supports the effectiveness of formative assessment practices in improving student learning outcomes. Black and Wiliam (1998) emphasize that formative assessment significantly improves learning when instructors use assessment findings to guide instructional decisions. Similarly, Hattie’s (2009) meta-analysis of educational research identifies feedback and formative assessment as among the most powerful influences on student achievement.
These artifacts, therefore, demonstrate evaluative competence by showing that assessment data were interpreted thoughtfully and used to guide instructional improvement.
Analysis of Athletics Program Evaluation Artifacts
Another significant category of artifacts involves evaluation systems implemented within athletics leadership contexts. While serving in athletics administration roles at Forest Lake Academy, Union Adventist University, and Walla Walla University, evaluation processes were developed to gather feedback from student-athletes and to examine program culture.
Student-athlete survey instruments were designed to gather feedback on several aspects of the program experience. These areas included communication between coaches and athletes, perceptions of fairness within teams, satisfaction with the organization of the athletics program, and the balance between athletics participation and academic responsibilities.
Prior to implementing these surveys, feedback from athletes was often gathered informally through conversations during practices or team meetings. While these conversations provided helpful insights, they did not always capture the full range of athlete experiences. Surveys provided a more systematic and confidential method for gathering feedback.
Analysis of survey results frequently revealed patterns that might not have been visible through informal conversation alone. For example, when reviewing survey responses across several teams, recurring comments appeared regarding communication clarity between coaches and athletes. Some athletes expressed uncertainty about expectations for practice schedules, team roles, and performance feedback.
Recognizing these patterns required careful interpretation of evaluation data. Individual responses might reflect personal experiences, but recurring patterns across multiple teams suggested broader structural issues within program communication practices.
In response to these findings, structured conversations were initiated with coaching staff. These conversations focused on strategies to improve communication clarity and strengthen relationships between coaches and athletes. Coaches were encouraged to implement regular team meetings designed to clarify expectations and provide opportunities for athletes to ask questions.
Follow-up surveys conducted in subsequent seasons suggested improvement in several areas related to communication clarity. Student-athletes reported a greater understanding of team expectations and improved access to coaches for feedback conversations.
Evaluation scholars emphasize the importance of stakeholder feedback in understanding program effectiveness. Stake (1975) argues that responsive evaluation focuses on the perspectives of program participants and provides insight into how programs are experienced by those directly involved.
These athletics program artifacts, therefore, demonstrate evaluative reasoning by showing how survey findings informed leadership decisions and contributed to program improvement.
Analysis of Leadership Development Evaluation Artifacts
Leadership evaluation also played an important role in my professional development through participation in the Emotional and Social Competency Inventory 360 assessment. The ESCI 360 is a multi-rater leadership evaluation tool designed to measure competencies associated with emotional intelligence, including empathy, collaboration, adaptability, and leadership communication (Boyatzis & Goleman, 2007).
The ESCI assessment gathered feedback from colleagues, supervisors, and peers regarding leadership behaviors observed within professional contexts. This multi-rater approach provided a more comprehensive perspective on leadership effectiveness than self-assessment alone.
One of the most valuable aspects of the ESCI process was the opportunity to compare self-perceptions of leadership behavior with others' feedback. In some areas, feedback aligned closely with self-assessment, confirming strengths in leadership practices. In other areas, differences between self-perception and external feedback revealed growth opportunities.
Leadership research emphasizes that multi-rater feedback systems are particularly valuable for leadership development because they reveal how leadership behaviors are experienced by others (London & Smither, 2002). Reflecting on this feedback encouraged greater attentiveness to relational leadership practices such as active listening, empathy, and collaborative decision-making.
Because the ESCI assessment proved valuable for my own leadership development, I later encouraged members of athletics leadership teams to participate in similar assessments. These conversations created opportunities for reflective dialogue regarding leadership behaviors and team dynamics.
These artifacts demonstrate that evaluation can support leadership development by providing structured feedback that encourages reflective practice.
Analysis of Personnel Evaluation and Professional Improvement Plans
Personnel evaluation processes provided another important example of evaluative reasoning in leadership practice. Hiring processes required a systematic evaluation of candidates’ qualifications, professional experience, and alignment with the institutional mission.
Structured hiring evaluations included reviewing resumes, conducting interviews, and comparing candidate qualifications using clearly defined criteria. These evaluation processes helped ensure that hiring decisions were based on consistent standards rather than subjective impressions.
In situations where staff performance required improvement, Professional Improvement Plans were implemented. These plans involved several stages of evaluation, including identifying performance gaps, establishing measurable improvement goals, and conducting follow-up evaluations to monitor progress.
Performance management research emphasizes that evaluation systems are most effective when feedback is linked with opportunities for professional development (Aguinis, 2013). Professional Improvement Plans, therefore, functioned not only as accountability mechanisms but also as developmental tools designed to support employee growth.
Analysis of Institutional Accountability Evaluation Artifacts
Institutional evaluation processes also played an important role in athletic leadership contexts. Compliance reporting systems, such as the Equity in Athletics Disclosure Act, require the collection and interpretation of data related to athletic participation and financial allocations.
Financial evaluation models such as the NAIA Return on Athletics framework provided additional insight into how athletics programs influenced institutional enrollment and retention patterns. These analyses demonstrated that athletic participation often contributed to broader institutional outcomes beyond athletic performance alone.
These evaluation systems reinforced the understanding that athletics leadership requires careful stewardship of institutional resources and accountability to regulatory expectations.
Leadership Identity and Reflective Evaluation
Engagement with evaluation and assessment practices has significantly shaped my understanding of leadership and my development as an educational leader. Over time, I have come to recognize that evaluation is not simply a technical process for measuring outcomes. 
Rather, evaluation serves as a reflective leadership tool that enables leaders to understand how programs function, how individuals experience organizational environments, and how decisions influence institutional effectiveness.
Earlier in my professional career, my understanding of leadership was primarily task-oriented. I focused on ensuring that programs operated smoothly, that responsibilities were fulfilled, and that institutional expectations were met. While these responsibilities were important, this perspective did not fully capture the reflective dimension of leadership that evaluation makes possible. 
Through experiences with assessment processes, surveys, leadership feedback, and institutional evaluation systems, I gradually came to understand that evaluation provides leaders with an opportunity to examine their own assumptions about how organizations function.
Reflective leadership involves the ability to examine one’s own practices critically and to learn from evidence that emerges through evaluation processes. Schön (1983) describes reflective practitioners as professionals who engage in continuous learning through reflection on experience. 
Evaluation systems support this form of reflection by providing structured information that leaders can analyze and interpret. When leaders engage thoughtfully with evaluation findings, they develop deeper insight into how their decisions influence organizational outcomes.
Leadership evaluation tools such as the Emotional and Social Competency Inventory 360 assessment provided valuable opportunities for this type of reflective learning. Multi-rater feedback assessments allow leaders to examine how colleagues and team members perceive their behaviors. 
Research on leadership development suggests that multi-source feedback systems are particularly effective in promoting leadership growth because they provide perspectives that leaders might not otherwise recognize (London & Smither, 2002).
Through participation in the ESCI leadership assessment process, I gained insight into how relational leadership behaviors influence organizational culture. Emotional intelligence competencies such as empathy, collaboration, and effective communication play a significant role in shaping how teams function and how individuals experience leadership environments (Goleman, 1998; Boyatzis, 2018). Reflecting on feedback from colleagues encouraged greater attentiveness to these relational dimensions of leadership.
Evaluation practices also shaped my understanding of leadership responsibility within educational institutions. Leaders are entrusted with the responsibility of guiding programs that influence student development, staff professional growth, and institutional sustainability. Evaluation systems provide leaders with evidence to assess whether programs are fulfilling these responsibilities effectively.
Within teaching contexts, evaluation of student learning outcomes reinforced the importance of aligning instructional strategies with learning objectives. Assessment results provided insight into how students engaged with course material and where additional support might be necessary. Reflecting on these patterns encouraged continuous refinement of instructional approaches.
Within athletics leadership contexts, evaluation processes such as student-athlete surveys provided valuable insight into program culture and participant experiences. These surveys revealed patterns related to communication, team expectations, and athlete support systems. Engaging with this feedback reinforced the understanding that leadership decisions shape the experiences of participants in institutional programs.
Personnel evaluation processes also contributed to leadership reflection. Performance evaluations and professional improvement plans required careful consideration of how leadership decisions influence employee development. These evaluation processes reinforced the importance of providing clear expectations, constructive feedback, and opportunities for professional growth.
Another important dimension of reflective leadership involves recognizing the limitations of evaluation systems. Evaluation findings must always be interpreted within context, and leaders must remain aware that evaluation tools cannot capture every dimension of organizational life. Surveys may reflect subjective perceptions and interpersonal dynamics, may influence performance evaluations, and assessment instruments may not fully capture complex learning outcomes.
Responsible leadership, therefore, requires approaching evaluation findings with humility and openness to learning. Leaders must be willing to examine multiple sources of evidence, consider alternative interpretations of data, and engage stakeholders in conversations about improvement. Patton (2015) emphasizes that evaluation systems are most valuable when they support learning and dialogue among stakeholders rather than serving solely as mechanisms for accountability.
Evaluation practices also contributed to the development of a leadership identity grounded in evidence-based decision-making. Evidence-based leadership involves integrating professional experience with research findings and evaluation data to guide organizational decisions (Pfeffer & Sutton, 2006). Through engagement with evaluation systems across teaching, athletics administration, and personnel supervision, I came to appreciate the importance of grounding leadership decisions in evidence rather than relying solely on intuition.
Over time, evaluation practices also fostered a culture of inquiry within the environments where I served. Evaluation capacity building occurs when organizations integrate evaluation practices into everyday decision-making processes (Preskill & Torres, 1999). When leaders encourage reflection on evidence and invite stakeholders to participate in evaluation conversations, evaluation becomes a shared process of organizational learning.
Reflecting on my leadership journey, I now view evaluation and assessment as integral components of responsible leadership practice. Evaluation provides the information necessary for leaders to understand how programs function, how individuals experience organizational environments, and where opportunities for improvement exist. Through systematic evaluation, leaders gain the insight necessary to guide meaningful change and strengthen institutional effectiveness.
In this sense, evaluation has become a central component of my leadership identity. Rather than viewing evaluation as an external requirement or administrative task, I now understand evaluation as a reflective leadership practice that supports learning, accountability, and continuous improvement within educational institutions.
Competency Demonstration Summary
Competency 3E emphasizes leaders' ability to design, implement, interpret, and apply evaluation and assessment processes to support organizational learning, accountability, and continuous improvement. Demonstrating this competency requires more than describing evaluation tools or explaining the importance of assessment. Rather, it requires showing how evaluation findings inform leadership decisions and contribute to meaningful improvements within organizational contexts.
The artifacts and experiences described throughout this reflection illustrate how evaluation and assessment practices have been integrated into my professional roles across teaching, athletics leadership, and personnel supervision. These experiences demonstrate that evaluation processes were not implemented merely as administrative requirements but as tools to understand program effectiveness and guide leadership action.
In classroom contexts, student learning assessments provided important information on how effectively instructional strategies supported students’ understanding. Analysis of assessment results revealed patterns in student comprehension. When assessments revealed that students struggled with applying theoretical concepts in analytical contexts, instructional approaches were adjusted to incorporate more applied learning opportunities. 
These changes reflect the principles of formative assessment, which research has shown to significantly improve student learning outcomes when instructors use feedback to guide instructional decisions (Black & Wiliam, 1998; Hattie, 2009). In this way, evaluation findings contributed directly to instructional improvement.
In athletics leadership contexts, survey-based evaluations provided insight into the experiences of student-athletes within athletics programs. These surveys examined dimensions of program culture such as communication between coaches and athletes, perceptions of fairness, and satisfaction with program organization. 
Analysis of survey findings revealed patterns related to communication clarity and athlete expectations. These findings informed leadership discussions with coaching staff and encouraged adjustments in communication practices and team management strategies.
Stakeholder feedback is an important component of responsive evaluation, which emphasizes understanding the experiences of program participants to assess program effectiveness (Stake, 1975). By gathering feedback from student-athletes, the evaluation process provided leadership with valuable insights that informed program improvement efforts.
Leadership evaluation also contributed to the development of evaluative competence. Participation in the Emotional and Social Competency Inventory 360 assessment provided feedback regarding leadership behaviors associated with emotional intelligence competencies such as empathy, collaboration, and communication. 
Research on leadership development suggests that multi-source feedback systems are particularly valuable for leadership growth because they provide leaders with perspectives that might otherwise remain unrecognized (London & Smither, 2002). Reflecting on this feedback encouraged intentional development of relational leadership practices that support effective team dynamics.
Personnel evaluation processes provided additional examples of evaluation informing leadership practice. Hiring evaluations required a systematic assessment of candidate qualifications and alignment with the institutional mission. In cases where staff performance required improvement, Professional Improvement Plans were implemented to establish clear expectations and measurable goals. 
Performance management research emphasizes that evaluation systems are most effective when they combine accountability with opportunities for professional development (Aguinis, 2013). Through these processes, evaluation supported both accountability and employee growth.
Institutional evaluation systems also played an important role in athletic leadership contexts. Compliance reporting processes, such as the Equity in Athletics Disclosure Act, require the collection and analysis of data on athletic participation and financial allocations across men’s and women’s programs. These reports support institutional accountability by ensuring transparency in athletics program operations.
Financial evaluation tools, such as the NAIA Return on Athletics framework, provided insight into how athletic participation influenced broader institutional outcomes, including enrollment and retention patterns. These analyses demonstrate how evaluation systems can support strategic decision-making by providing leaders with evidence regarding program impact.
These experiences illustrate the application of evaluation theory in leadership practice. The Context–Input–Process–Product evaluation model provides a useful framework for interpreting these evaluation processes because it emphasizes examining not only program outcomes but also the contexts, resources, and implementation processes that influence those outcomes (Stufflebeam, 1971). 
Similarly, utilization-focused evaluation emphasizes that evaluation systems should be designed so that findings inform leadership decisions and program improvement (Patton, 2015).
Through engagement with evaluation processes across multiple professional contexts, I developed the ability to interpret evaluation findings, consider their limitations, and apply insights to guide leadership decisions. These experiences demonstrate the evaluative reasoning required for Competency 3E and illustrate how evaluation practices can support organizational learning and improvement.
Conclusion
Reflecting on Competency 3E has allowed me to examine how evaluation and assessment practices have shaped my leadership journey across teaching, athletic administration, and personnel supervision. Through these experiences, evaluation gradually evolved from a procedural requirement into a central leadership discipline that informs decision-making, organizational learning, and program improvement.
One of the most significant insights that emerged from this reflection is that evaluation is not merely about measuring outcomes. Rather, evaluation provides leaders with a structured means of understanding how programs function and how individuals experience organizational environments. Evaluation enables leaders to identify performance patterns, recognize strengths and limitations within programs, and design strategies to support improvement.
Educational research consistently emphasizes that evaluation practices play a critical role in improving learning outcomes and strengthening organizational effectiveness. Formative assessment practices improve student learning when instructors use feedback to guide instructional decisions (Black & Wiliam, 1998; Hattie, 2009). 
Similarly, evaluation systems within organizations support learning and improvement when leaders engage thoughtfully with evaluation findings and use them to guide decision-making (Patton, 2015).
The artifacts presented throughout this portfolio demonstrate how evaluation processes informed leadership decisions in real professional contexts. Student learning assessments informed instructional adjustments designed to improve learning outcomes. Student-athlete surveys revealed patterns in program culture that informed leadership discussions with coaching staff. 
Leadership assessments provided insight into relational leadership behaviors and encouraged professional development. Personnel evaluations and Professional Improvement Plans supported staff growth and accountability. Institutional reporting systems provided transparency and accountability for athletics program operations.
Evaluation theory provides important frameworks for understanding these practices. The CIPP model emphasizes the importance of examining context, inputs, processes, and outcomes when evaluating programs (Stufflebeam, 1971). 
Responsive evaluation highlights the importance of understanding stakeholder experiences in assessing program effectiveness (Stake, 1975). Utilization-focused evaluation emphasizes that evaluation findings must inform decision-making to support improvement (Patton, 2015).
Reflecting on these frameworks reinforces the understanding that evaluation competency involves both theoretical knowledge and practical application. Evaluation systems must be designed intentionally, interpreted carefully, and applied thoughtfully in order to contribute to meaningful organizational improvement.
Evaluation practices also played an important role in shaping my leadership identity. Engaging with evaluation findings encouraged reflection on how leadership behaviors influence organizational environments. Feedback from students, athletes, colleagues, and supervisors provided valuable insights into how leadership decisions affect others' experiences. These experiences reinforced the importance of humility, openness to feedback, and willingness to learn from evidence.
Evaluation capacity building also emerged as an important leadership goal. Preskill and Torres (1999) emphasize that organizations become more effective when evaluation practices are integrated into everyday decision-making processes. When leaders encourage reflection on evidence and invite stakeholders to participate in evaluation conversations, evaluation becomes a shared process of organizational learning.
Looking forward, evaluation will remain an integral component of my leadership practice. Whether assessing student learning outcomes, evaluating program effectiveness, supervising personnel, or interpreting institutional data, evaluation processes provide the information necessary to guide responsible leadership decisions.
Competency 3E, therefore, represents more than an academic requirement within my doctoral program. It represents a framework for leadership practice grounded in evidence, reflection, and continuous improvement. Through systematic evaluation, leaders gain the insight necessary to strengthen programs, support professional development, and ensure that educational institutions fulfill their mission of serving students and communities.
Ultimately, evaluation and assessment function as instruments of reflective leadership. By engaging thoughtfully with evidence, I can guide meaningful change, strengthen organizational culture, and promote continuous learning within the institutions they serve.
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	Artifact
	Evaluation Method
	Data Collected
	Analysis Conducted
	Leadership Decisions
	Outcomes / Impact

	Student Learning Assessments
	Classroom tests, quizzes, assignments, and project-based assessments
	Student performance data including exam scores, written assignments, and participation
	Compared patterns of student understanding across assessments to identify areas where students struggled with application of concepts
	Adjusted instructional strategies by incorporating case studies, collaborative learning activities, and additional formative assessments
	Improved student engagement and stronger ability to apply theoretical concepts in later assessments

	Student-Athlete Program Surveys
	Surveys distributed to student-athletes evaluating athletics program experiences
	Quantitative ratings and qualitative feedback regarding coaching communication, team culture, expectations, and academic balance
	Identified recurring themes across survey responses related to communication clarity and program organization
	Conducted leadership conversations with coaching staff and encouraged clearer communication structures within teams
	Improved communication practices between coaches and athletes and increased clarity regarding team expectations

	Evaluation of Coaches and Athletics Staff
	Athlete feedback surveys, leadership observations, and administrative review
	Athlete perceptions of coaching leadership, mentoring, team management, and program culture
	Reviewed patterns in athlete feedback and compared with leadership observations
	Provided feedback and leadership coaching to athletics staff to improve communication, organization, and mentorship
	Strengthened relationships between coaches and athletes and improved leadership awareness among staff

	Leadership Evaluation (ESCI 360)
	Emotional and Social Competency Inventory multi-rater leadership assessment
	Feedback from supervisors, peers, and colleagues regarding leadership competencies such as empathy, communication, and collaboration
	Compared self-assessment results with external feedback to identify leadership strengths and development areas
	Implemented intentional improvements in relational leadership practices including active listening and collaborative communication
	Improved leadership effectiveness and stronger team communication within athletics administration

	Hiring Evaluation and HR Processes
	Structured review of resumes, applications, and interviews during hiring processes
	Candidate qualifications, professional experience, leadership competencies, and communication abilities
	Compared candidate profiles using structured criteria aligned with institutional expectations
	Selected candidates based on systematic evaluation rather than subjective impressions
	Improved transparency and fairness in hiring decisions and stronger alignment between staff qualifications and institutional needs

	Personnel Evaluation and Professional Improvement Plans
	Staff performance evaluations conducted by supervisors
	Performance indicators including job responsibilities, communication effectiveness, and professional conduct
	Identified performance gaps and areas requiring development through evaluation findings
	Implemented Professional Improvement Plans with measurable goals and follow-up evaluation meetings
	Staff members improved performance and achieved clearer alignment with institutional expectations






