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District Professional Growth and Effectiveness Plan

Professional Growth and Effectiveness System

The vision for the Professional Growth and Effectiveness System (PGES) is to have every student taught
by an effective teacher and every school led by an effective leader. The goal is to create a fair and
equitable system to measure teacher and leader effectiveness and act as a catalyst for professional
growth.

Roles and Definitions

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

2. Assistant Principal: A certified school personnel who devotes the majority of employed
time in the role of assistant principal, for which administrative certification is required by
EPSB.

3. Certified Administrator: A certified school personnel, other than principal or assistant

principal, who devotes the majority of time in a position for which administrative
certification is required by EPSB.

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

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

Evaluatee: A certified school personnel who is being evaluated.

Evaluator: The primary evaluator as described in KRS 156.557(5)(c)2.
Formative Evaluation: Is defined by KRS 156.557(1)(a).

Improvement Plan: A plan for improvement up to twelve months in duration for:

a. Teachers and other professionals who are rated ineffective in professional practice

and have a low overall student growth rating.

b. Principals who are rated ineffective in professional practice and have high, expected,

or low overall student growth rating.

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

11. Local Contribution: A rating based on the degree to which a teacher, other professional,
principal, or assistant principal meets student growth goals and is used for the student
growth measure.

12. Local Formative Growth Measures: Is defined by KRS 156.557(1)(b).

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

14. Observer Certification: A process of training and ensuring that certified school personnel
who serve as observers of evaluatees have demonstrated proficiency in rating teachers
and other professionals for the purposes of evaluation and feedback.
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15.

16.
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18.
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22.

23.

24,

25.

26.

Observer calibration: The process of ensuring that certified school personnel have
maintained proficiency and accuracy in observing teachers and other professionals for
the purposes of evaluation and providing feedback.

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

Overall Student growth Rating: The rating that is calculated for a teacher or other
professional evaluatee pursuant to the requirements of Section 7(9) and (10) of this
administrative regulation and that is calculated for an assistant principal or principal
evaluatee pursuant to the requirements of Section 10(8) of this administrative

regulation.

Peer observation: Observation and documentation by trained certified school personnel
below the level of principal or assistant principal.

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

Performance Rating: The summative description of a teacher, other professional,
principal, or assistant principal evaluatee’s performance, including the ratings listed in
Section 7(8) of this administrative regulation.

Principal: A certified school personnel who devotes the majority of employed time in
the role of principal, for which administrative certification is required by the Education
Professional Standards Board pursuant to 16 KAR 3:050.

Professional Growth and Effectiveness System: An evaluation system to support and
improve the performance of certified school personnel that meets the requirements of
KRS 156.557(1)(c), (2), and (3) and that uses clear and timely feedback to guide
professional development.

Professional Growth Plan: An individualized plan for a certified personnel that is
focused on improving professional practice and leadership skills, aligned with
performance standards and the specific goals and objectives of the school
improvement plan or the district improvement plan, built using a variety of sources and
types of data that reflect student needs and strengths, evaluatee data, and school and
district data, produced in consultation with the evaluator as described in Section 9(1),
(2), (3), and (4) and Section 12(1), (2), (3), and (4) of this administrative regulation, and
includes: (a) Goals for enrichment and development that are established by the
evaluatee in consultation with the evaluator; (b) Objectives or targets aligned to the
goals; (c) An action plan for achieving the objectives or targets and a plan for
monitoring progress; (d) A method for evaluating success; and (e) The identification,
prioritization, and coordination of presently available school and district resources to
accomplish the goals.

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

Professional Practice Rating: The rating that is calculated for a teacher or other
professional evaluatee pursuant to Section 7(8) of this administrative regulation and
that is calculated for a principal or assistant principal evaluatee pursuant to the
requirements of Section 10(7) of this administrative regulation.

Self-Reflection: The process by which certified personnel assesses the effectiveness and
adequacy of their knowledge and performance for the purpose of identifying areas for
professional learning and growth.
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27.

28.

29.
30.

31.

32.

33.
34.

35.

Sources of Evidence: The multiple measures listed in KRS 156.557(4) and in Sections 7
and 10 of this administrative regulation.

State Contribution: The student growth percentiles, as defined in 703 KAR 5:200,
Section 1(11), for teachers and other professionals, and the next generation learners
goal for principals and assistant principals.

Student Growth: Is defined by KRS 156.557(1)(c).

Student Growth Goal: A goal focused on learning, that is specific, appropriate, realistic,
and time-bound, that is developed collaboratively and agreed upon by the evaluatee
and evaluator, and that uses local formative growth measures.

Student Growth Percentile: each student's rate of change compared to other students
with a similar test score history.

Student Voice Survey: The student perception survey provided by the department that
is administered annually to a minimum of one (1) district-designated group of students
per teacher evaluatee or a district designated selection of students and provides data on
specific aspects of the instructional environment and professional practice of the teacher
or other professional evaluatee.

Summative Evaluation: Is defined by KRS 156.557(1)(d).

Teacher: A certified school personnel who has been assigned the lead responsibility for
student learning in a classroom, grade level, subject, or course and holds a teaching
certificate under 16 KAR 2:010 or 16 KAR 2:020.

Working Condition’s Survey Goal: a school improvement goal set by a principal or
assistant principal every two (2) years with the use of data from the department-
approved working conditions survey.

For Additional Definitions and Roles, please see 704KAR 3:370 Professional Growth and Effectiveness

System

Intensive Support: At any time, when significant deficiencies in work performance have been observed,

an employee may be placed in Intensive Support, as specified in the JCBE-JCTA labor agreement. At that

time, the district-designed process will be instituted which includes a specific timeline for observations,

support, and conferences. At the end of the specified timeline, the evaluator will provide a written
summary of the conferences to the employee.
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The Kentucky Framework for Teaching with
Specialist Frameworks for Other Professionals

The Kentucky Framework for Teaching is designed to support student achievement and professional
practice through the domains of:

Framework for Teaching Specialist Frameworks for Other Professionals
Planning and Preparation Planning and Preparation

Classroom Environment Environment

Instruction Instruction/Delivery of Service

Professional Responsibilities Professional Responsibilities

The Frameworks also include themes such as equity, cultural competence, high expectations,
developmental appropriateness, accommodating individual needs, effective technology integration, and
student assumption of responsibility. They provide structure for feedback for continuous improvement
through individual goals that target student and professional growth, thus supporting overall school
improvement. Evidence documenting professional practice is situated within one or more of the four
domains of the framework. Performance is rated for each component according to four performance
levels: Ineffective, Developing, Accomplished, and Exemplary. The summative rating is a holistic
representation of performance, combining data from multiple sources of evidence across each domain.

The use of professional judgment based on multiple sources of evidence promotes a holistic and
comprehensive analysis of practice, rather than over-reliance on one individual data point or rote
calculation of practice based on predetermined formulas. Evaluators also take into account how
educators respond to or apply additional supports and resources designed to promote student learning,
as well as their own professional growth and development. Finally, professional judgment gives
evaluators the flexibility to account for a wide variety of factors related to individual educator
performance, such as: school-specific priorities that may drive practice in one domain, an educator’s
number of goals, experience level and/or leadership opportunities, and contextual variables that may
impact the learning environment, such as unanticipated outside events or traumas.

Evaluators must use the following categories of evidence in determining overall ratings:

Required Sources of Evidence
o Professional Growth Planning and Self-Reflection
o Observation
o Student Voice
o Student Growth Goals and/or Median Student Growth Percentiles (4-8 - Math & ELA)

Local District Decision

¥v"  Other Measures of Student Learning

¥" Products of Practice

¥v" Other Sources
All components and sources of evidence related supporting an educator’s professional practice and
student growth ratings will be completed and documented to inform the Overall Performance Category.
All Summative Ratings will be recorded in the department-approved technology platform.

JCPS Certified Evaluation Plan 5.0
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SOURCES OF EVIDENCE/FRAMEWORK FOR TEACHING ALIGNMENT
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Professional Practice

Self-Reflection and Professional Growth Planning

Reflective practices and professional growth planning are iterative processes. The teacher (1) reflects on his or her current growth needs based on multiple
sources of data and identifies an area or areas for focus; (2) collaborates with his or her administrator to develop a professional growth plan and action steps; (3)
implements the plan; (4) regularly reflects on the progress and impact of the plan on his or her professional practice; (5) modifies the plan as appropriate; (6)
continues implementation and ongoing reflection; (7) and, finally, conducts a summative reflection on the degree of goal attainment and the implications for next
steps.

The Professional Growth Plan addresses realistic, focused, and measurable professional goals. The plan connects data from multiple sources including classroom
observation feedback, data on student growth and achievement, and professional growth needs identified through self-assessment and reflection. In
collaboration with the administrators, teachers identify explicit goals which drive the focus of professional growth activities, support, and on-going reflection.

Required
+ All Teachers and Other Professionals participate in self-reflection and professional growth planning each year.

Local District Decision

v Describe the process the district will use to document the development, approval and monitoring of self-reflection and the professional growth
plan.

v Describe any differences for other professionals.

v" Establish a timeline for ongoing Self-Reflection (include information to address late hires).

v Establish a timeline for the Professional Growth Plan (include information to address late hires).

+ All teachers and other professionals will complete a Self-Reflection and Professional Growth Plan (PGP), the latter of which is produced in
consultation with the evaluator. Both shall be completed within the first 30 calendar days of employment. This includes late hires. While self-
reflection is ongoing, it shall occur formally in the Fall and in the Spring. The PGP must be recorded and approved via the department-approved
technology platform. A paper copy of the PGP shall be provided to the evaluatee by the evaluator. The PGP may be revised and re-submitted for
approval. This process will be completed on an annual basis.

JCPS Certified Evaluation Plan 5.0



Observation

The observation process is one source of evidence to determine educator effectiveness that includes supervisor and peer observation for each certified teacher
and other professional. Both peer and supervisor observations use the same instruments. The supervisor observation provides documentation and feedback to
measure the effectiveness of professional practice. Only the supervisor observation will be used to inform a summative rating. Peer observation is used only for

formative feedback on professional practice in a collegial atmosphere of trust and common purpose. NO ratings are given by the peer observer. The rationale for
each type of observation is to encourage continued professional learning in teaching and learning through critical reflection.

Observation Model

The observation model must fulfill the following minimum criteria:

Required
¢ Four observations in the summative cycle. A minimum of three observations conducted by the supervisor and one observation conducted by
the peer.
¢+ The required peer observation must occur in the final year of the summative cycle.
+ Final observation is conducted by the supervisor and is a full observation.
¢ Address any differences for Other Professionals.

Local District Decision

v Describe how the evidences of observations will be documented.

* Observers will conduct three mini observations (two by the supervisor and one by the peer observer) of approximately 20-30 minutes each.
Because these are shorter sessions, the supervisor will make note of the components observed in order to identify "look fors" in the next mini
observation by the supervisor. The final observation is a formal observation conducted by the supervisor consisting of a full class or lesson
observation.

¢ Other professionals may use a similar process above to those in TPGES or may use modified “site-visit” approach if more fitting to the appropriate
OPGES framework and the role of the observee.

+ All observations must be documented (evidence, feedback) on district-approved observation forms.

Observation Schedule
Required

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

JCPS Certified Evaluation Plan 5.0
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Local District Decision

v Clearly define the observation schedule for Teachers and Other Professionals on a one year summative cycle.
v Clearly define the observation schedule for Teachers and Other Professionals on a three year summative cycle.

v Describe the observation schedule or process to address late hires.

¢ All observations are conducted openly and with full knowledge of the teacher or other professional being observed.

® At least one full observation by the evaluator will be scheduled.

®  The peer observation will always be scheduled between the peer observer and observee.

®  The peer observation must occur during Observation Windows 2 or early in Window 3 before the full observation by the supervisor.

®  Teachers or other professionals who miss 60 or more consecutive contract days (late hires/individuals on leave) may have one fewer evaluator mini-
observation.

*

Teachers or other professionals who miss 90 or more consecutive contract days (late hires/individuals on leave) may have their summative evaluation
postponed until the following year.

For those teachers or other professionals on a continuing (tenured) contract, the cycle is a three (3) year cycle, consisting of at least the following:

CHART 1.0 Tenured Teachers or Other Professionals

Year 1 Mini Observation Supervisor Observation Window - October 1% — April 15™
Year 2 Mini Observation Supervisor Observation Window - October 1% — April 15"
. Mini Observation Peer Observer Observation Window - December 1% — February 14"
Year 3 — Summative . . . . th .1 acth
Full Observation Supervisor Observation Window - February 15 — April 15

For those teachers or other professionals on a limited (non-tenured) contract or those teachers whose most recent overall performance rating places them on
a one year PGP and evaluation cycle, the cycle is a one (1) year cycle, consisting of at least the following:

CHART 1.1 Non-Tenured Teachers (or Tenured Teachers or Other Professionals on One Year PGP and Summative Cycle)

Every Year Mini Observation Supervisor Observation Window 1 - October 1% — November 30"
Mini Observation Supervisor
Every Year Mini Observation P Observation Window 2 - December 1% — February 14™

Peer Observer

Every Year Full Observation Supervisor Observation Window 3 - February 15— April 15th

*QObservations by evaluators must be documented on district-approved observation forms.

JCPS Certified Evaluation Plan 5.0
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Peer Observation

A Peer Observer observes, collects, shares evidence, and provides feedback for formative purposes only. Peer Observers do not score a teacher’s practice, nor is
peer observation data shared with anyone other than the observee unless permission is granted. A peer observer is trained certified school personnel.

Required

+ All Teachers and Other Professionals will receive a peer observation in their summative year.
+ All Peer Observers participating during the summative year observations will complete the department approved training once every three years.
+ All peer observation documentation will be accessed only by the observee.

Local District Decision

v Describe how the evidences of Peer Observations will be documented.
v Describe how Peer Observers will be identified and complete department approved training.
v Describe how Peer Observers will be assigned to teachers and other professionals.

v Identify any differences for other professionals or alternative settings.

e All teachers or other professionals are eligible to participate in the department-approved peer observation certification training to increase
understanding of the peer observation component.

e Peer observers must have completed a minimum of three years of teaching or other professional experience.

e Peer observers must complete the state approved peer observation certification training. Completion of training will be monitored by the building
principal or designee.

e Each year the principal, in collaboration with the school PGES Teacher Leader Implementation Team, will select and assign peer observers.

e Peer observers shall have no more than five teachers to observe, and the recommendation is three or fewer.

e Peer observers will be in the same PGES framework as the peer observee.

e Peer Observers for other professionals may use a similar process to those in TPGES or may use a modified “site-visit” approach if more fitting to the
appropriate OPGES framework and the role of the observee.

e Only time and date of peer observations and conferences must be recorded on the department-approved technology platform.

e All peer observation documentation (evidence, feedback, communications) will be shared between, and accessed only by, the observee and peer
observer.

e Peer observation feedback must not be shared with the administrator and is never used as part of the evaluation.

JCPS Certified Evaluation Plan 5.0
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Observation Conferencing

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

Required

*

Conduct observation post-conference within five working days following each observation.

Local District Decision

*

2

If pre-conference is required, describe the expectations.
o Describe the differences that may exist in pre-conferencing expectations for mini or full observations (include differences for peer
observations).
Identify any differences that may exist for in pre-conference expectations for Other Professionals observations.
Identify timelines for any required pre-conferences.

Describe the post-observation conference requirements.
o Describe the differences that may exist in post-conferencing expectations for mini or full observations (include differences for peer
observations).
o Identify any differences that may exist for in post-conference expectations for Other Professionals observations.

The summative evaluation conference shall be held at the end of the summative evaluation cycle prior to May 1.
A post-observation conference is not a summative evaluation conference.

Pre-observation conferences, between the administrator and teacher, if conducted, will be held one to three school days prior to the observation. The
pre-observation conference may be conducted in person, electronically, or not at all. Post-observation conferences with the administrator and the
teacher will be conducted in person within five school days after the observation.

Either teacher or administrator may request a pre-observation conference that must be conducted if requested.

The peer observer’s pre-observation conference must be conducted in person or electronically one to three school days prior to the observation. Post-
observation conferences with the peer observer and the teacher will be conducted in person within five school days after the observation.

All of this information will be included in the initial meeting regarding the evaluation process each year so that all participants are aware of the evaluation
process for their school. Each teacher will sign an evaluation statement indicating they have received and understand the evaluation procedures
(Evaluation Form). Principals will maintain records of this meeting to include a teacher sign-in sheet, a meeting agenda, and the evaluation statement
signed by each teacher.

JCPS Certified Evaluation Plan 5.0
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Observer Certification

All administrators serving as a primary evaluator must complete the Initial Certified Evaluation Training prior to conducting observations for the purpose of

evaluation.

To ensure consistency of observations, evaluators must also be trained, tested and approved using the Proficiency Observation Training for the current approved
state platform. The system allows observers to develop a deep understanding of how the four domains of the Kentucky Framework for Teaching (FfT) are applied
in observation. There are three sections of the proficiency system:

e Framework for Teaching Observer Training
e Framework for Teaching Scoring Practice

e Framework for Teaching Proficiency Assessment
Required

The established cycle for observation certification is as follows:

Year 1 Certification
Year 2 Calibration
Year 3 Calibration
Year 4 Recertification

¢ Only supervisors who have passed the proficiency assessment can conduct mini and full observations for the purpose of evaluation. In the event that
a supervisor has yet to complete the proficiency assessment, or if the supervisor does not pass the assessment, the district will provide the following
supports:
o Observation data provided by a substitute observer is considered a valid source of evidence only if the supervisor is present in the
observation.
o In cases where the supervisor is not certified through the proficiency system and is therefore unable to conduct observations during the
observation window, the district will determine how to ensure teachers and other professionals have access to observations by making the
following local decisions:

Local District Decision

v Describe the process to ensure all supervisors obtain the initial certified evaluation training.
v Describe the process used to ensure all supervisors obtain observation certification.
v Describe support procedures for individuals who are not certified.

v Describe the process used to ensure teachers will have access to certified observers in cases where the supervisor is not certified.
JCPS Certified Evaluation Plan 5.0
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v Describe the process used to ensure late hire supervisors obtain certification.

e All certified evaluation supervisors will complete observation certification and initial certified evaluation training. The completion of this certification and
training will be monitored by the Director of Administrator Recruitment & Development and the Achievement Area Assistant Superintendents.

e All late hire, certified evaluation supervisors will complete observation certification and initial certified evaluation training within the first 45 calendar
days of employment.

e If the building supervisor is not certified, the Achievement Area Assistant Superintendent will assign a certified observer to a school until the building
supervisor completes certification.

e The district will provide technology support and make available study partners for the uncertified observers to aid in the successful completion of the
certification process.

Observer Calibration

As certified observers may tend to experience “drift” in rating accuracy, the district completes a calibration process each year where certification is not required
(see chart under Observer Certification). This calibration process is completed in years two and three after certification. Calibration ensures ongoing accuracy in
scoring teaching practice; an awareness of the potential risk for rater bias; and ensures observers refresh their knowledge of the training and scoring practice. All
calibration processes must be conducted through the state approved technology platform.

Required

¢ Observer calibration during years two and three of the Observer Certification process based on the department approved platform.
* Re-certification after year three.

Local District Decision

v Explain processes that the district will use for observer calibration to adhere to the requirements.

v Describe the process for how the district will address the scoring of calibration. (Will the district require additional support for those with a Red or
Yellow rating?)

The district will provide recalibration training in principal and assistant principal sub-groups and PLCs before Oct. 1 each school year. For administrators who
have difficulty with consistent scoring during calibration, additional support and training will be provided.

JCPS Certified Evaluation Plan 5.0
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Student Voice

The Student Voice Survey is a confidential, on-line survey collecting student feedback on specific aspects of the classroom experience and teaching practice.

Required
+ All teachers will participate in the state-approved Student Voice Survey annually with a minimum of one identified group of students.
+ Student selection for participation must be consistent across the district.
+ Results will be used as a source of evidence for Professional Practice.
* Formative years’ data will be used to inform Professional Practice in the summative year.
+ All teachers and appropriate administrative staff will read, understand, and sign the district’s Student Voice Ethics Statement.
¢ The Student Voice Survey will be administered between the hours of 7:00 AM and 5:00 PM local time.
¢ The survey will be administered in the school.
* Survey data will be considered only when ten or more students are respondents.

Local District Decision

v Identify a District Student Voice Survey Point-of-Contact.

v Identify the process for determining the student group(s) who will participate in the survey.

v Describe the process for ensuring equal access to all students.

v Identify the timeline for administration of the state approved Student Voice Survey.

v Describe process for cases where there are less than ten students.

v Identify any differences in processes for other professionals or alternative settings.

* & ¢ 6 0 0 o

The District Student Voice Survey Point-of-Contact will be the Chief of Data Management/Designee.

The Student Voice Teacher Leader with the assistance of the school TPGES Implementation Team will schedule student groups for the student voice
surveys and ensure equal access to all students, with necessary IEP/504 accommodations.

Only one class/section per teacher will participate in the survey, through as it fits the school schedule.

Schools will monitor to ensure each student has the opportunity to participate, but no one student is overburdened with surveys on multiple teachers.
The survey will be completed each year by April 30™,

Teachers will only have access to their own student voice survey data.

Principals and assistant principals will have access to all student voice survey data.

Only certified staff members with ten or more students will have student voice survey results, which may be utilized as a source of evidence.

Due to the variations in services provided by other professionals and by teachers in alternative settings, administration of the student voice survey is at
the discretion of the employee, in consultation with the supervisor.

JCPS Certified Evaluation Plan 5.0
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Products of Practice/Other Sources of Evidence

Teachers and Other Professionals may provide additional evidences to support assessment of their own professional practice. These evidences should yield

information related to the teacher’s practice within the domains.

Required
+ observations conducted by certified supervisor observer(s)
+ student voice survey(s)
¢ self-reflection and professional growth plans

Local District Decision

v Identify other sources of evidence that can be used to support educator practice.

Teachers may provide additional evidence to support assessment of their own professional practice. The evidence should yield information related to the
teacher’s practice within the domains of the Kentucky Framework for Teaching. Products of practice/other sources of evidence may include, but are not
limited to:

program review evidence

team-developed curriculum units

lesson plans

communication logs

timely, targeted feedback from mini or informal observations
student data records

student work

student formative and/or summative course evaluations/feedback
minutes from PLCs

teacher reflections and/or self-reflections

teacher interviews

teacher committee or team contributions

student perception/voice survey(s) or data

student/parent engagement surveys

records of student and/or teacher attendance

video lessons

engagement in professional organizations

action research

self-reflection and professional growth plans

other: sources of evidence determined through collaboration between the teacher and administrator.

JCPS Certified Evaluation Plan 5.0
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Student Growth

The student growth measure is comprised of two possible contributions: a state contribution and a local contribution. The state contribution pertains only to

teachers in the following content areas and grade levels participating in state assessments:
o 4"-8"Grade
e Reading
e Math

The state contribution is reported as Median Student Growth Percentiles (MSGP).

The local contribution uses the Student Growth Goal Setting Process and applies to all teachers and other professionals in the district, including those who receive
MSGP.

The following graphic provides a roadmap for determining which teachers receive which contributions:

Do you teach students
in grades 4-8?

YES |

Do you teach in the
— Math or ELA
content areas? NO

.

YES

p
Do your students
participate in the

Math or ELA NO

K-PREP Assessment?
(.

YES

e ~N

LOCAL
LOCAL & STATE
| CONTRIBUTION CONTgﬁgT'ON

.
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State Contribution - Median Student Growth Percentiles (MSGP) — (Math/ELA, Grades 4-8)

The state contribution for student growth is a rating based on each student’s rate of change compared to other students with a similar test score history
(“academic peers”) expressed as a percentile. The rating will be calculated using the MSGPs for the students attributed the teacher of grades 4-8 math and ELA
classes. The scale for determining acceptable growth will be determined by the Kentucky Board of Education and provided to the district by the Kentucky
Department of Education.

Local Contribution - student Growth Goals (SGG) —All teachers and Other Professionals

The local contribution for the student growth measure is a rating based on the degree to which a teacher or other professional meets the growth goal for a set of
students over an identified interval of instruction (i.e. trimester, semester, year-long) as indicated in the teacher’s Student Growth Goal (SGG). All teachers and
other professionals will develop an SGG for inclusion in the student growth measure. All Student Growth Goals will be determined by the teacher or other
professional in collaboration with the principal and will be grounded in the fundamentals of assessment quality (Clear Purpose, Clear Targets, Sound Design,
Effective Communication, and Student Involvement). SGGs should address:

Rigor-congruency to the Kentucky Core Academic Standards

Comparability- Data collected for the Student Growth Goal must use comparable criteria across similar classrooms (classrooms that address the same standards)
to determine progress toward mastery of standards/enduring skills. Examples of similar classrooms might be 6™ grade science classrooms, 3™ grade classrooms,
English 1 classrooms, band or art classes. For similar classrooms, teachers would be expected to use common measures or rubrics to determine competency in
performance at the level intended by the standards being assessed. Although specific assessments may vary, the close alighment to the intent of the standard is
comparable.

To fulfill the criteria of measuring student growth at the local level, a protocol must be established to ensure rigorous and comparable growth measures used for
all teachers.

Required
+ Identify all criteria for Student Growth Goals.
¢ All teachers and other professionals will write a Student Growth Goal based on the criteria.
¢ Protocol for ensuring rigor
*

Protocol for ensuring comparability

JCPS Certified Evaluation Plan 5.0
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Local District Decision

v Identify any differences for:
o Other Professionals
o Alternative Settings
o Preschool

v Describe an administration protocol for:
o Identifying the measures used for determining student growth.
o Ensuring expectations are rigorous and comparable using baseline data to set low, expected and high measurable growth.

JCPS Protocol for Ensuring Rigor and Comparability of Student Growth Goals
The district adopted a rubric that addresses both rigor and comparability of criteria. Teachers and administrators will apply the rubric to assist them in creating
teacher-developed rubrics and SGGs .

Teacher PLC/Grade-Level/Group/Department teams utilize the JCPS Rubric for Student Growth Goals (see below), for assessing the rigor and comparability of
each teacher’s SGG(s). Teacher teams may consult with district/other support staff/documents to ensure the rubric assesses the following:

e The SGG is congruent with core academic standards and appropriate for the grade level and content area for which it was developed.
e The SGG represents or encompasses an enduring skill, process, understanding, or concept that students are expected to master by taking a particular
course(s) in school.

e The SGG will allow high and low achieving students to adequately demonstrate their knowledge.
e The SGG provides access and opportunity for all students, including students with disabilities, ELLs, and gifted/talented students.

Teacher teams (PLC/Grade-Level/Group/Department) will implement a Peer Review Process to ensure each teacher’s SGG(s) and rubric(s) is/are rigorous and
comparable.

Supervisors will approve the teacher-developed and peer-reviewed SGG(s).

The JCPS Rubric and Peer Review Process will ensure the rigor, comparability, and quality of student growth goals across teachers and classrooms in the district.
Teacher teams (PLC/Grade-Level/Group/Department) will also ensure comparable scoring processes and data collection by collaborating/reaching consensus on:

e What student mastery of the enduring skills looks like using approved scoring measures identified in teacher SGG statements.
e Calibration of scoring, to ensure consistency using the measures/rubrics indentified in growth goal statements, in order to determine baseline
data, interim growth data, and student progress toward mastery of the identified enduring skills in teacher SGG statements.

OPGES teams who deliver instruction to students will operate using the same process. However, due to the variations in services provided by other professionals
and the variance in the amount of regular contact they have with a consistent group of students, how the student growth component is implemented will be
collaboratively decided between evaluatee and evaluator.

JCPS Certified Evaluation Plan 5.0
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JCPS Rubric for Student Growth Goals

Structure of the Goal

Requirements: The Student Growth Goal

is acceptable ifit . . .

needs revision if it. . .

Focuses on a standards-based enduring skill
which students are expected to master.

Identifies an area of need pertaining to current
students’ abilities.

Includes growth and proficiency targets that
establish and differentiate expected
performance for ALL students.

Identifies appropriate sources and kinds of
evidence for base-line, mid-course, and end-
of-year/course data collection.

Explicitly states year-long/course-long interval
of instruction.

focuses on a standards-based enduring skill.

identifies a specific area of need related to the enduring skill,
supported by evidence for current students.

includes a growth target for ALL students and a proficiency target
that establishes the mastery expectation for students.

identifies appropriate sources and kinds of evidence for collecting
baseline, mid-course, and end-of-year/course data that matches
the skill being assessed.

specifies a year-long/course-long interval of instruction.

[J  Contains a skill that is not standards-based or does not match
enduring skill criteria.

[1  does not identify a specific area of need or the area of need is
not related to the enduring skill.

[]  is missing one of the targets or fails to differentiate expected
performance for one or both targets.

[J  fails to identify appropriate sources and kinds of evidence for
data collection, or they are not well-matched to the skill being
assessed.

[J  fails to specify an interval of instruction, or the interval is less
than year-long/course-long.

Rigor of the Goal and Sources and Kinds of Evidence

Requirements: The rigor of the Student
Growth Goal

is acceptable if it . . .

needs revision if it. . .

It Is congruent to KCAS grade level/content
area standards for which it was developed.

The growth and proficiency targets are
challenging for students, but attainable with
support.

The identified sources and kinds of evidence of
learning/growth allow for students to
demonstrate where they are in meeting or
exceeding the intent of the standards in which
the enduring skill is being assessed.

[J  is congruent and appropriate for grade level/content area
standards

[1  has growth and proficiency targets that are doable, but stretch
the outer bounds of what is attainable.

[ hasidentified sources and kinds of evidence that allow
students to demonstrate their competency in performing at
the level intended by the standards in which the enduring skill
is being assessed.

[1 is congruent to content but not to grade level standards, or it is
not congruent

[1  has growth and proficiency targets that are not achievable or
the targets are achievable, but fail to stretch attainability
expectations

O has identified sources and kinds of evidence that only allow
students to demonstrate competency of a portion or none of
the aspects intended by the standards being assessed in which
the enduring skill is being assessed.

Comparability of Data and Evidences of Student Learning/Growth

Requirements: The comparability of the
Student Growth Goal

is acceptable if it. . .

needs revision if . . .

Uses comparable criteria across similar
classrooms (addressing the same standards) to
determine progress toward mastery of the
standards-based enduring skill being assessed

d

reflects collaborative development of common criteria (sources
and kinds of evidence/rubrics) to determine competency in
performance at the level intended by the standards in which the
enduring skill is being assessed.

it does not reflect common criteria used to determine progress.

JCPS Certified Evaluation Plan 5.0
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Determining Growth for a Single Student Growth Goal

Determining Growth for a Single Student Growth Goal (SGG)

The process for determining the result of student growth (high, expected, low) requires districts to

explain how they will use rigorous and comparable (see above) goals and assessments for that rating.
Districts have several options to consider — none of which are mutually exclusive — for determining
student growth.

Required

¢ Describe the protocol or process for using multiple sources of data and evidence to determine
student growth ratings as low, expected, and high for both growth and proficiency.

¢ Describe the protocol or process for using multiple sources of data and evidence to determine
student growth ratings as low, expected, and high for other professionals and alternative
settings.

Local District Decision

v Describe the comparable process for combining the growth target and proficiency (when
applicable) for determining overall local student growth as high, expected, or low (matrix,
assigning of points, etc.)

v Determine the comparable process that will be used to determine student growth if other
professionals or alternative settings do not have a growth and proficiency target.

PROCESS TO IDENTIFY GROWTH AND PROFICIENCY TARGET RATINGS

The proficiency target rating the growth target rating will be combined for one overall local student
growth goal rating. The decision rule charts below provide information on the criteria for the ratings
and combined overall local student growth goal rating. ALL STUDENTS (100%) ARE EXPECTED TO SHOW
GROWTH TOWARD AN ENDURING SKILL FOCUSED STUDENT GROWTH GOAL. Showing demonstrable
growth, however, is not the same as all students reaching the student growth goal target. To keep the
SGG target meaningful and challenging and not reduce the SGG target to something so easy that all
children will reach it with minimal effort, a high percentage window (70% - < 85) is used in our SGG target
rating matrix.

GROWTH TARGET RATING
LOW HIGH
<70% of students meet growth 70% - < 85% of students meet > 85% of students meet growth

target growth target target
PROFICIENCY TARGET RATING

LOW HIGH

Does not meet proficiency target Meets proficiency target within .
L . Exceeds proficiency target

within 10% 10% (of the established target)

JCPS Certified Evaluation Plan 5.0
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LOCAL STUDENT GROWTH GOAL DECISION RULES MATRIX AND OVERALL STUDENT GROWTH RATING
Growth TARGET Proficiency TARGET OVERALL SG RATING

High High

High High
Low
High High
Low
High

Low
Low Low

Sources and Kinds of Evidence for Determining Student Growth:

Teachers will utilize multiple sources and kinds of evidence to demonstrate student growth by
implementing one or more choices, as decided by the teacher, to be reviewed and approved by her/his
administrator. Likely sources and kinds of evidence may include, but are not limited to, the use of pre-
/post-assessments, running records/repeated measures, analytical/holistic growth rubrics, and/or any
combination therein or evidence source that addresses criteria on the JCPS Rubric for Student Growth
Goals when the SGGs are developed. Sources of evidence that reach the rigor and comparability criteria
can be used as a measure to determine student growth. Three likely categories of measures are
described below.

Pre-/Post-Assessments

Teachers may use pre-/post-assessments to determine the student growth identified in the SGG.

These assessments can be identical or comparable versions. Assessment used in this option

must meet the district assurance of rigor and comparability as defined in the previous section.

Repeated Measures Design

Teachers may maintain a record of results on short measures, demonstrations, and/or
performances that allow students to act on the information obtained from each measure,
repeated throughout the length of the SGG. These measures will accompany descriptive
feedback rather than evaluative feedback, student involvement in the assessment process, and
opportunities for students to communicate their evolving learning while the teaching is in
progress. The teacher and principal will then look at the pattern across the repeated
administrations, illustrating change over time, to determine the growth rating for the SGG.
Teachers will not utilize repeated measures on which students may demonstrate improvement
over time simply due to familiarity with the assessment.

Holistic Evaluation
Teachers may use peer-reviewed developed, adopted and/or adapted “growth rubrics” for a
holistic evaluation designed to compare two or more examples of student work.

JCPS Certified Evaluation Plan 5.0
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Determining Growth for Multiple Student Growth Goals
[Please complete this section ONLY if the district has determined teachers may/shall use multiple local
SGG as a part of their local growth contribution.]

A district-[developed] [adapted] [approved] holistic SGG growth assessment designed to evaluate two
SGGs and determine a final rating of high, expected, or low growth.

Local District Decision

v Describe the comparable process for combining the multiple SGGs for determining overall
local student growth as high, expected, or low (matrix, assigning of points, etc.).

Determining the Overall Performance Cateqgory

Supervisors are responsible for determining an Overall Performance Category for each teacher at the
conclusion of the summative evaluation year.* The Overall Performance Category is informed by the
educator’s ratings on professional practice and student growth. The evaluator determines the Overall
Performance Category based on professional judgment informed by evidence that demonstrates the
educator's performance against the Domains, district-developed rubrics (see local contribution for
student growth), and decision rules that establish a common understanding of performance thresholds
to which all educators are held.

Rating Professional Practice

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

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

Required
¢ Provide a summative rating for each domain based on evidence.
* All ratings must be recorded in the department-approved technology platform.

*At any time, when significant deficiencies in work performance have been observed, an employee may be placed
in Intensive Support, as specified in the JCBE-JCTA labor agreement. At that time, the district-designed process will
be instituted which includes a specific timeline for observations, support, and conference. At the end of the
specified timeline, the evaluator will provide a written summary of the conferences to the employee.

JCPS Certified Evaluation Plan 5.0
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DOMAIN RATINGS
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SOURCES OF EVIDENCE TO INFORM A

PROFESSIONAL PRACTICE

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

{ REQUIRED \ DOMAIN 2: [1,D,A,E]
-‘ *  Observation PROFESSIONAL
e Student Voice
*  Professional Growth Plans and Self JUDGMEN, DOMALLSLDAE
Reflection
OPTIONAL DOMAIN 4: [1,D,A,E]

e Other: District-Determined — Must
be identified in the CEP

e Other Teacher Evidence/Other
Professional

=

Rating Overall Student Growth

The overall Student Growth Rating is a result of a combination of professional judgment and the district-

developed instrument for summative student growth ratings. The designed instrument aids the
supervisor in applying professional judgment to multiple evidences of student growth over time. The
Student Growth Rating must include data from SGG and MSGP (where available), and will be considered
in a three year cycle (when available).

Required
¢ SGG and MSGP (when available) will be used to determine overall Student Growth Rating.
+ Determine the process for using up to three years of student growth data (when available) to
determine overall Student Growth Rating for teachers.

Local District Decision

v Describe the process and/or instrument to be used to combine state contribution for teachers
that have both Math and ELA MSGP.

v Describe the process and/or instrument to be used to rate overall student growth as low,
expected or high. (MSGP individual years, Combined 3-year MSGP, Matrix, Average of

assigned numbers.)
el
STU SOURCES OF EVIDENCE TO INFORM
DE STUDENT GROWTH
NT A STUDENT GROWTH RATING
GR { STATE \ PROFESSIONAL
ow __J e MSGPs JUDGMENT AND STUDENT GROWTH [H,E,LIDOMAIN
TH *  State Predefined Cut Scores DISTRICT-
LOCAL DETERMINED
o SGG RUBRICS
* Maintain current process
—
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COMBINED LOCAL AND STATE CONTRIBUTION STUDENT GROWTH RATING
(Applies only to teachers of Math/ELA grades 4-8)

LOCAL SGG RATING

STATE MSGP RATING

(provided by the state) OVERALL SG RATING

High High
High High
Low
High High
Low
High
Low
Low Low

* Ifateacher has both Math and ELA MGSP scores, the highest of the two ratings will be used to

determine MSGP rating.

¢ When determining an overall student growth rating, professional judgment will be used. This

determination is made in collaboration with the teacher.

Determining the Overall Performance Cateqory

An educator’s Overall Performance Category is determined using the following steps:

¢ Determine the individual domain ratings through the use of sources of evidence and professional

judgment.

* Apply State Decisions Rules for determining an educator’s Professional Practice rating.
¢ Use Local Student Growth Goal instrument to determine overall Student Growth Rating.

CRITERIA FOR DETERMINING A TEACHER’S PROFESSIONAL PRACTICE RATING

IF...

THEN...

Two Domains are rated ACCOMPLISHED and two Domains
are rated EXEMPLARY

Professional Practice Rating shall be Exemplary

Two Domains are rated DEVELOPING and two Domains are
rated EXEMPLARY

Professional Practice Rating shall be Accomplished

Two Domains are rated DEVELOPING and two Domains are
rated ACCOMPLISHED

Professional Practice Rating shall be Accomplished

Domains 1 OR 4 are rated INEFFECTIVE

Professional Practice Rating shall NOT be Exemplary

Domains 2 OR 3 are rated INEFFECTIVE

Professional Practice Rating shall be Developing or
Ineffective

Domains 2 and 3 are rated INEFFECTIVE

Professional Practice Rating shall be Ineffective
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LOCAL STUDENT GROWTH GOAL DECISION RULES MATRIX AND OVERALL STUDENT GROWTH RATING

Growth TARGET Proficiency TARGET OVERALL SG RATING

COMBINED LOCAL AND STATE CONTRIBUTION STUDENT GROWTH RATING
(Applies only to teachers of Math/ELA grades 4-8)

LOCAL SGG RATING STATE MSGP RATING OVERALL SG RATING
(provided by the state)

+ Apply State Overall Decision Rules for determining educator’s Overall Performance Category.

Required
¢ All summative ratings must be recorded in the department-approved technology
platform.
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Criteria for Determining a Teacher’s Overall Performance Category

TEACHER OVERALL PERFORMANCE CATEGORY

PROFESSIONAL PRACTICE RATING

STUDENT GROWTH RATING

OVERALL PERFORMANCE RATING

EXEMPLARY

DEVELOPING

Required

High Exemplary

Exemplary
Low Developing
High Exemplary
Low Developing
High

Developing
Low Developing
High Developing
Low

+ Implement the Overall Performance Category process for determining effectiveness.
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Professional Growth Plan and Summative Cycle

Based on the overall Professional Practice rating and Student Growth rating, the type of Professional
Growth Plan and the length of the summative cycle is determined using the chart below.

PROFESSIONAL GROWTH PLAN AND CYCLE FOR TENURED TEACHERS AND OTHER PROFESSIONALS

E

X

E

M

Pl THREE-YEAR CYCLE THREE-YEAR CYCLE

L] SELF-DIRECTED GROWTH SELF-DIRECTED GROWTH PLAN

Al PLAN

XS e Goal set by teacher with Goals set by teacher with evaluator input
”L evaluator input Plan ac_tivities_are teacher directed and implemented with colleagues.
° * One goal must focus on gﬁinmnigt\i/\?eri\éf:\r/sa;tntﬁael Ie?/nd of year 3

c low student growth y '

g outcome

M e Formative review annually

P

L

I

S

H

E
l!?ll SERNRRRRRNRNRNRRRRRRRRRRRRR

D | ONE-YEAR CYCLE THREE-YEAR CYCLE i THREE-YEAR CYCLE

E | DIRECTED GROWTH PLAN SELF-DIRECTED GROWTH PLAN { SELF-DIRECTED GROWTH PLAN
\4 «  Goal(s) Determined by

E Evaluator *  Goal(s) set by teacher with H +  Goal(s) set by educator with
L - Goals focus on professional evaluator input; one must evaluator input

@) practice and student growth address professional practice  § +  Formative review annually
P «  Plan activities designed by or student growth.

1 evaluator with teacher input *  Formative review annually.

N «  Summative review

G annually H

e e e e e LR EE LR E TR LT EY )

|

N

E UP TO 12-MONTH ONE YEAR DIRECTED GROWTH PLAN

i IMPROVEMENT PLAN - Goal determined by evaluator

E Goal(s) determined by « Goals focused on low performance/outcome area

c Sl «  Plan activities designed by evaluator with educator input

Focus on low performance . . .

T - - Formative review at midpoint

\'/ Summative at end of plan - Summative at end of plan

E

LOW EXPECTED HIGH
| : | J
|

STUDENT GROWTH RATING
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PRINCIPAL AND ASSISTANT PRINCIPAL
PROFESSIONAL GROWTH AND EFFECTIVENESS
SYSTEM
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PROFESSIOMNAL PRACTICE

STUDENT GROWTH

]|

KENTUCKY PROFESSIONAL GROWTH AND EFFECTIVENESS SYSTEM! MODEL FOR SUMMATIVE EVALUATION OF

SOURCES OF

ASSISTANT PRINCIPALS AND PRINCIPALS

EVIDENCE TO
IKFORM
PROFESS0OMAL
FRACTICE RATING

See CRITERMA FOW DETERMIMING &
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I. 1 ETANDARD RATINGS . i
Site visits o \ + PROFESSIONAL -
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SDURCES OF EVIDENCE TO INFORM STUWDENT
GROANTH RATING

|

|
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* 3 Years of Duta (when svilablz]
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(556

=  District-Defined High/'Expected/Low

* 3 Years of Duta (when svilablz]
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OVERALL
PERFORMANCE

CATEGORY

See CRITERM FOR DETERMINING A
FRIWOPAL OR ASSIETANT
PRINCIFAL’S OVERALL

PERFORMANIE CATEGDWRY
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SOURCES OF EVIDENCE/FRAMEWORK FOR PRINCIPAL/ASST PRINCIPAL ALIGNMENT
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Principal Professional Growth and Effectiveness System Components

Overview and Summative Model
The following graphic outlines the summative model for the Principal Professional Growth and
Effectiveness System.
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Evaluators will look for trends and patterns in practice across multiple types of evidence and apply their
professional judgment based on this evidence when evaluating a principal. The role of evidence and
professional judgment in the determination of ratings on standards and an overall rating is paramount in
this process. However, professional judgment must be grounded in the common framework identified:
The Principal Performance Standards.
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Principal Performance Standards

The Principal Performance Standards are designed to support student achievement and professional
best-practice through the standards of Instructional Leadership; School Climate; Human Resource
Management; Organizational Management; Communication & Community Relations; and
Professionalism. Included in the Performance Standards are Performance Indicators that provide
examples of observable, tangible behaviors that provide evidence of each standard. The Performance
Standards provide the structure for feedback for continuous improvement through individual goals that
target professional growth, thus supporting overall student achievement and school improvement.
Evidence supporting a principal’s or assistant principal’s professional practice will be situated within one
or more of the six standards. Performance will be rated for each standard according to the four
performance levels: Ineffective, Developing, Accomplished, and Exemplary. It is projected that most
principals or assistant principals will maintain an Accomplished rating, but will occasionally have
exemplary performance on standards at any given time. The summative rating will be a holistic
representation of performance, combining data from multiple sources of evidence across each standard.

The use of professional judgment based on multiple sources of evidence promotes a more holistic and
comprehensive analysis of practice, rather than over-reliance on one individual data point or rote
calculation of practice based on predetermined formulas. Evaluators will also take into account how
principals respond to or apply additional supports and resources designed to promote student learning,
as well as their own professional growth and development. Finally, professional judgment gives
evaluators the flexibility to account for a wide variety of factors related to individual principal
performance. These factors may include school-specific priorities that may drive practice in one
standard, an educator’s number of goals, experience level and/or leadership opportunities. Contextual
variables may also impact the learning environment, such as unanticipated outside events or traumas.

Evaluators must use the following categories of evidence in determining overall ratings:

Required Sources of Evidence
¢ Professional Growth Planning and Self-Reflection
* Site-Visits
+ Val-Ed 360°
¢ Working Conditions Goal
¢ State and Local Student Growth Goal data

Evaluators may use the following categories of evidence in determining overall ratings:

v’ Other Measures of Student Learning
v Products of Practice
v Other Sources

JCPS Certified Evaluation Plan 5.0
34



Professional Practice

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

Professional Growth Planning and Self-Reflection
Completed by principals & assistant principals

The Professional Growth Plan will address realistic, focused, and measurable professional goals. The
plan will connect data from multiple sources including site-visit conferences, data on student growth
and achievement, and professional growth needs identified through self-assessment and reflection. Self-
reflection improves principal practice through ongoing, careful consideration of the impact of leadership

practice on student growth and achievement.

Required:

+ All principals will participate in self-reflection and professional growth planning each year.
+ All assistant principals will participate in self-reflection and professional growth planning
each year.

Local District Decision:

v Explain the timeline for submission of Self-Reflection for principals/assistant principals.

v Explain the timeline for submission of PGP for principals/assistant principals.

v Describe how late hires will be addressed.

v Describe the process the district will use to document the development, approval and
monitoring of self-reflection and the professional growth plan.

Administrator and Superintendent/Designee will work together to implement the steps for self-
reflection/PGP as indicated on the timeline below.

Timeline for Self-Reflection/PGP/Site Visits

Timeline

Action

First 30 work days

Evaluation criteria and process used to evaluate shall be explained

By Oct. 15*

Develop PGP and SGG-

Administrator reflects on his/her current growth needs and collaborates with supervisor to
develop growth plan.

*New hires will complete PGP and SGG within 30 calendar days of employment.

Fall semester

Site visit(s), ongoing self-reflection

Mid-Year Review

Review progress/reflections on growth and modify plan as appropriate

Spring Semester

Site visit(s), ongoing self-reflection

By June 1

Summative reflection and Evaluation — annual summative evaluation submitted for official
personnel record, copy provided to employee who may include written response
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Site-Visits

Completed by supervisor of principal — formal site visits are not required for assistant principals
Site visits are a method by which the superintendent may gain insight into the principal’s practice in
relation to the standards. During a site visit, the superintendent will discuss various aspects of the job
with the principal, and will use the principal’s responses to determine issues to further explore with the
faculty and staff. Additionally, the principal may explain the successes and trials the school community
has experienced in relation to school improvement.

Required:
¢ Conducted at least twice each year. (Formal site-visits are not required for the assistant
principal.)

Local District Decision:

v Identify timeline for site-visits. (See Timeline for Self-Reflection/PGP/Site Visits above)
v Describe conference expectations following site visits.

v Describe site-visit connections to Principal Performance Standards.

v’ Describe how late hires will be addressed.

v Describe how the evidences of site-visits will be documented.

Site-visits conducted twice during the instructional year, regardless of hire date.
During the post-visit conference professional growth plan progress, evidence toward
Principal Performance Standards, as well as student growth goal monitoring will be
reviewed.

¢ The template, adapted from the form provided by the state, will be used during the
conferences and mid-year review to guide and document the reflections and any
modifications to the plan.

Val-Ed 360°

Completed for principals — not completed for assistant principals
The VAL-ED 360° is an assessment that provides feedback on a principal’s learning-centered behaviors

by using input from the principal, his/her supervisor, and teachers. All teachers will participate in the
Val-Ed 360°. The results of the survey will be included as a source of data to inform each principal’s
professional practice rating.

Required:

¢ Conducted at least once every two years in the school year that TELL Kentucky is not
administered.
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Local District Decision:

v Identify a point of contact for overseeing and administering Val-Ed 360°.
v Identify the frequency of Val-Ed 360° administration.

v Identify the timeline for administration of Val-Ed 360°.

v Describe how Val-Ed 360° results will be used.

v Identify who will have access to Val-Ed 360°.

v Describe how late hires will be addressed.

¢ Director of Administrator Recruitment & Development will oversee the administration of
Val-Ed 360° in the year opposite the administration of the TELL survey.

¢ The Val-Ed Survey will be administered once per year in the Spring, in the years that it is
administered, and completed by April 1.

+ Val-Ed 360° results will be analyzed by the principal and supervisor.

¢ The Superintendent, Chief Academic Officer, Assistant Superintendents, and Director of
Administrator Recruitment & Development will also have access to Val-Ed 360° results.

Working Conditions Goal

Goal inherited by Assistant Principal

Principals are responsible for setting a two-year Working Conditions Growth Goal based on the most
recent TELL Kentucky Survey. The principal’s effort to accomplish the Working Conditions Growth Goal is
a powerful way to enhance professional performance and, in turn, positively impact school culture and

student success.

Required:
+ Developed following the completion of the TELL Kentucky Survey.
¢  Minimum of one two-year goal.

Local District Decision:

AN

Identify the number of Working Conditions Goals that will be required.

Describe the process used to establish the Working Conditions Goal rubric.

Identify any additional surveys or evidence that will be used to inform the Working

v

v Describe how a mid-point review will be conducted.

v
Conditions Goal(s).

v

Describe how the evidences of the Working Conditions Goal will be documented.

A minimum of one Working Conditions Goal will be developed in collaboration with the
supervisor of the principal.

e The Working Conditions Goal template will be used to guide mid-point review.

e Additional surveys and/or evidence may be used to inform the Working Conditions Goal.
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Working Conditions Growth Goal Ratings

LOW

Does not meet goal within 10%

Meets goal within 10% (of the
established goal)

HIGH

Exceeds goal

Products of Practice/Other Sources of Evidence

Principals/Assistant principals may provide additional evidences to support assessment of their own

professional practice. These evidences should yield information related to the principal’s/assistant

principal’s practice within the standards.

Local District Decision:

Identify other sources of evidence that can be used to support educator practice.

Products of Practice may include, but are not limited to:

AN NANA N Y Y N N N N N N NN

SBDM Minutes

Faculty Meeting Agendas and Minutes

Principal and/or school PLC Agendas and Minutes
Delivery Planning

CSIP

Department/Grade Level Agendas and Minutes
Leadership Team Agendas and Minutes
Walk-through documentation

Budgets

EILA/Professional Learning Experience Documentation
Other Surveys

Professional/Community Organization Memberships
Parent/Community Events

School Schedules
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Student Growth

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

Student Growth Ratings. At least one of the Student Growth Goals set by the principal must address gap
populations. Assistant principals will inherit the SGG (both state and local contributions) of the Principal.

State Contribution

ASSIST/Next Generation Learners (NGL) Goal Based on Trajectory - Goal inherited by Assistant
Principal

Principals are responsible for setting at least one Student Growth Goal that is tied directly to the
Comprehensive School Improvement Plan located in ASSIST. The superintendent and the principal will
meet to discuss the trajectory for the goal and to establish the year’s goal that will help reach the long-
term trajectory target. New goals are identified each year based on the ASSIST goals. The goal should be
customized for the school year with the intent of helping improve student achievement and reaching

the long term goals through on-going improvement.
Required:

+ Selection based on ASSIST/NGL trajectory.
+ Based on Gap population unless local goal is based on Gap population.

Local District Decision:

v Describe process for determining interim trajectory goals.

v Describe process for determining high, expected, low growth.

Local Contribution

Based on School Need - Goal inherited by Assistant Principal

The local goal for student growth should be based on school need. It may be developed to parallel the
State Contribution or it may be developed with a different focus.

Required:
+ Based on gap population unless State goal is based on Gap population.

Local District Decision:
v Identify the number of local goals for principal
v Describe process to develop local goals.

v Describe process for determining high, expected, low growth.
o Describe process for determining high, expected, low growth if multiple local
student growth goals are required.

Each Principal will create a minimum of one local growth goal, developed in collaboration with, and
approved by, his/her supervisor. The process of determining high, expected, or low growth will be set by
the superintendent or designee and the principal.
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GAP GOAL RUBRIC
(Can be used for State and/or Local Goal)

Low Expected High
No forward progress or progress Meets goal or forward progress Exceeds goal
declines toward goal with at least a 50%
gain toward goal.

NON-GAP GOAL RUBRIC
(Cannot be used for both State and Local Goal)

Low Expected High
No forward progress or progress Meets goal or forward progress Exceeds goal
declines toward goal with at least a 50% gain
toward goal.

PR
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Determining the Overall Performance Cateqgory

Superintendents/designees are responsible for determining an Overall Performance Category for each
principal at the conclusion of their summative evaluation year. The Overall Performance Category is
informed by the principal’s ratings on professional practice and student growth.

Rating Overall Professional Practice
Required:

¢ Use decision rules to determine an overall rating.
+ Record ratings in the department-approved technology platform.

Local District Decision:

v Describe timelines for rating professional practice.
STANDARDS RATINGS

punm—
SOURCES OF EVIDENCE TO INFORM A
PROFESSIONAL PRACTICE { \
A STANDARD 1: [I,D,A,E]
{ REQUIRED \ STANDARD 2: [I,D,A,E]
*  Professional Growth Plans PROFESSIONAL
— and Self-Reflection JUDGMENT STANDARD 3: [I,D,A,E]
* Site-Visit
° Val-Ed 360°/Work|ng STANDARD 4: [|,D,A,E]
Conditions
OPTIONAL
e Other: District-Determined —
Must be identified in the CEP

+ Professional practice ratings will be discussed during site visits. Evidence and feedback for
professional practice ratings will occur at each site visit, and at the midyear growth plan
reflection meeting.
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A principal’s/assistant principal’s Overall Performance Category is determined by the evaluator
based on the principal’s ratings on each standard, as well as student growth. Using the sources
of evidence for principals/assistant principals, evaluators will use professional judgment to
determine a rating for each standard. Next, the evaluator will use the following decision rules
for determining the Professional Practice Category:

Determining Professional Practice

+ Apply the State Decision Rules for determining an Overall Professional Practice Rating.

CRITERIA FOR DETERMINING A PRINICPAL OR OTHER BUILDING-LEVEL ADMINISTRATOR'S
PROFESSIONAL PRACTICE RATING

IF... THEN...

Principal or other building level administrator is Professional Practice Rating shall be Exemplary
rated Exemplary in at least four of the standards
and no standard is rated Developing or

Ineffective

Principal or other building level administrator is Professional Practice Rating shall be

rated Accomplished in at least four of the Accomplished

standards and no standard is rated Ineffective

Principal or other building level administrator is Professional Practice Rating shall be Developing

rated Developing in at least five standards

Principal or other building level administrator is Professional Practice Rating shall be Ineffective
rated Ineffective in two or more standards

Rating Overall Student Growth

Overall Student Growth Rating results from a combination of professional judgment and the district-

developed instrument. The instrument is designed to aid the evaluator in applying professional
judgment to multiple evidences of student growth over time. Student growth ratings must include data
from both the local and state contributions.

Required:
¢+ Determine the rating using both state and local growth.

+ Determine the rating using multiple years of data up to 3 years (when available).
+ Record ratings in the department-approved technology platform.
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Local District Decision:

v Describe the process used to rate student growth including both state and local
contributions.

™ SOURCES OF EVIDENCE TO INFORM

STU
:: STUDENT GROWTH STUDENT GROWTH RATING
GR STATE PROFESSIONAL
TUDEN TH [H.E,L
‘;‘: — e ASSIST/NGL Goal JUDGMENT SO ROV L L
LOCAL AND DISTRICT-

* Based on school need DETERMINED

Districts will determine the process for determining the rating for High, Expected, and Low
growth. Supervisors will use a Local Student Growth Goal instrument to determine overall

Student Growth Rating. How will 3 years of data be used if available?

PRINCIPAL AND ASSISTANT PRINCIPAL COMBINED STUDENT GROWTH RATING

STATE ASSIST/NGL
LOCAL SGG RATING GOAL RATING OVERALL SG RATING

High High
High

High

& When determining an overall student growth rating, professional judgment will be used. This
determination is made in collaboration with the principal/assistant principal.
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Determining the Overall Performance Category

A principal’s/assistant principal’s Overall Performance Category is determined by the evaluator based on

the principal’s ratings on Professional Practice and Student Growth. Next, the evaluator will use the
following decision rules for determining the Overall Performance Category.

* Apply State Overall Decision Rules for determining a principal’s/assistant principal’s Overall
Performance Category.

Required

¢ All summative ratings must be recorded in the department-approved technology
platform.

CRITERIA FOR DETERMINING A BUILDING LEVEL ADMINISTRATOR’S OVERALL PERFORMANCE CATEGORY

PRINCIPAL AND ASSISTANT PRINCIPAL OVERALL PERFORMANCE CATEGORY

PROFESSIONAL PRACTICE RATING STUDENT GROWTH RATING OVERALL PERFORMANCE RATING

High Exemplary

EXEMPLARY Exemplary
Low Developing
High Exemplary
Low Developing
High

DEVELOPING Developing
Low Developing
High
Low
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Professional Growth Plan and Summative Cycle

Based on the overall Professional Practice rating and Student Growth rating, supervisors will determine
the type of Professional Growth Plan required of the principal.

GROWTH PLAN MODEL FOR ASSISTANT PRINCIPALS AMND PRINCIPALS

Shall have a minimum of a Shall have a minimum of a Professional Growth Plan developed
g Professional Growth Plan by Evaluatee
E developed by Evaluator

Shall have a minimum of a Professional Growth Plan developed Shall have a minimum of a
jby Evaluator Professional Growth Plan
developed by Evaluatee

PROFESIONAL PRACTICE RATING
|
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Other District Certified Personnel

Include a section for explaining the evaluation process for other district certified personnel.

INSTRUCTIONS FOR EVALUATION OF DISTRICT LEVEL ADMINISTRATORS

AND OTHER CERTIFIED AND CLASSIFIED MANAGERIAL/SUPERVISORY DISTRICT PERSONNEL

I.  Purpose

The job performance evaluation is designed to be a growth-oriented process to meet the
following objectives:

A. promote improved job performance and job satisfaction,

B.

C.

recognize employees whose performance warrants commendation,

identify employees who need assistance, and

D. establish documentation for personnel action.

The Evaluation Process and Instructions

A

An annual, formal, written summative evaluation of the performance of all administrative
personnel will normally be completed near the end of the academic year.

The evaluation will be made by the supervisor to whom the administrator reports as
indicated in the administrator's current job description.

1.

Near the beginning of the work year, a pre-observation conference is to be held with
each administrator to discuss job expectations and applicable evaluation criteria,
forms and procedures. The conference is to be summarized on the Formative
Evaluation Form E-2.

A Professional Growth Plan (a plan for personal professional growth related to the
assignment or to characteristics of effective leadership and the criteria for assessing
the degree to which progress is made), which the administrator has helped develop,
is to be established for each administrator during the year.

The Professional Growth Plan may be either for professional enrichment or for
professional skill growth. The evaluative criteria or characteristic of effective
leadership in which growth is desired, the specific performance objective/desired
outcome, the procedures/strategies for reaching the objective, the method for
appraising when the objective is reached, and the timelines/target dates for reaching
the objective or parts of the objective are to be clearly stated in narrative style on the
Growth Plan Form G.

At mid-year, a conference will be held to identify strengths and areas needing
improvement and to review performance standards, objectives, and progress on the
Growth Plan. The conference is to be summarized on Formative Evaluation Form E-2
(properly checked in upper left corner).
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C. When the supervisor determines that there is sufficient discrepancy between the
administrative standards (JCPS policies and/or State procedures), the job description, and
the administrator's performance, the Intensive Support process will be initiated, insuring
that due process procedures are followed.

1. The Intensive Support process is initiated by the supervisor based on administrative
standards and responsibilities outlined in the job description. The supervisor will have
a conference with the administrator to identify substandard performance in writing
and discuss significant deficiencies. Deficiencies and suggested corrective action will
be noted in writing. Form A will be completed to document this conference.

2. The supervisor will assign two (2) qualified, professional staff members with
evaluative authority to assist the administrator during the Intensive Support period.

3. The evaluators will conduct a conference with the administrator within the first ten
(10) days of the Intensive Support period. During this conference, a process will be
determined by the team to address the areas of concern as outlined in Form A. Form
E-2 will be completed to document this conference. Another conference will be
conducted before recommendations are made available to the supervisor. The
administrator or the evaluators may request additional conferences between the
initial conference and the final conference. Such requests will be honored and
conferences will be documented on Form E-2.

4. |tis expected that support for the administrator during the Intensive Support process
could come from a collegial team or from sources of the administrator's choosing.
Support will be provided to the administrator to improve in areas that are identified
as deficient.

5. Recommendations will be made by the evaluators within twelve (12) weeks of the
initial conference. Depending on the nature of the deficiency, recommendations may
be for a resumption of the normal evaluation process, an extension of time for the
Intensive Support process or disciplinary action up to and including demotion or
termination. The supervisor will complete the summative evaluation, utilizing Form
A.2.

6. Confidentiality will be maintained within the bounds of statues and regulations
pertaining to professional evaluation.

D. A conference is to be held to discuss the summative evaluation, documented on Form
A.2, when it is received by the administrator, focusing on strengths and areas needing
improvement.

E. Evaluation forms are to be completed in triplicate--one(1) form retained by the evaluator,
one(1) form to the administrator, and one(1) form for inclusion in the personnel file
forwarded first to the appropriate department head for review. The evaluation will be
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used for job-related purposes such as commendations, promotions, improvement of
performance, reassignment, retention, demotion, or other appropriate personnel action.

Ill. Review and Appeal Instructions

A. All deficient work performance evaluations are to be reviewed by the unit director/school
center head/or next in authority relationship, before presentation to the administrator to
ensure that:

1. Evaluations are based upon job performance and related activities,

2. Any deficiencies noted have been brought to the attention of the employee and
supporting documentation is available, and

3. The instructions in the evaluation process have been followed.

@

All unsatisfactory evaluations used as a basis for discharge/demotion of an administrator
are to be submitted to the appropriate department head for informational purposes.

C. Evaluations with a recommendation of RETENTION are to be reviewed by the next higher
supervisor to ensure that performance of all employees is properly reported and that
evaluations within the department are consistent.

D. An administrator may submit a written response within ten (10) days of the receipt of the
evaluation to Personnel Services. The response is to be attached to the evaluation.

E. An administrator may appeal an evaluation through the JCPS Local Evaluation Appeal
Panel (LEAP) according to the procedures set forth in the JCPS Certified Evaluation Plan.
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Appeals

Required

+ Districts shall have an appeals process established.

According to 156.557 Section 9,
Section 9. (1) A certified employee who feels that the local district is not properly implementing the

evaluation plan according to the way it was approved by the Kentucky Department of Education shall have the
opportunity to appeal to the Kentucky Board of Education.

(2) The appeal procedures shall be as follows:

(a) The Kentucky Board of Education shall appoint a committee of three (3) state board members to serve
on the State Evaluation Appeals Panel. Its jurisdiction shall be limited to procedural matters already addressed
by the local appeals panel required by KRS 156.557(5). The panel shall not have jurisdiction relative to a
complaint involving the professional judgmental conclusion of an evaluation, and the panel's review shall be
limited to the record of proceedings at the local district level.

(b) No later than thirty (30) days after the final action or decision at the local district level, the certified
employee may submit a written request to the chief state school officer for a review before the State
Evaluation Appeals Panel. An appeal not filed in a timely manner shall not be considered. A specific description
of the complaint and grounds for appeal shall be submitted with this request.

(c) A brief, written statement, and other document which a party wants considered by the State Evaluation
Appeals Panel shall be filed with the panel and served on the opposing party at least twenty (20) days prior to
the scheduled review.

(d) A decision of the appeals panel shall be rendered within fifteen (15) working days after the review.

(e) A determination of noncompliance shall render the evaluation void, and the employee shall have the
right to be reevaluated. (11 Ky.R. 1107; Am. 1268; eff. 3-12-85; 12 Ky.R. 1638; 1837; eff. 6-10-86; 15 Ky.R.
1561; 1849; eff. 3-23-89; 17 Ky.R. 116; eff. 9-13-90; 19 Ky.R. 515; 947; 1081; eff. 11-9-92; 20 Ky.R. 845; eff. 12-
6-93; 23 Ky.R. 2277; 2732; eff. 1-9-97; 27 Ky.R. 1874; 2778; eff. 4-9-2001.)

NOTICE: 7his Local Evaluation Appeals Procedure is merely a sample that districts may consider as they
develop their own PGES system plan. Districts are responsible for developing procedures for a local evaluation
appeals panel that are consistent with the requirements of KRS 156.557 and 704 KAR 3:370. Districts are
advised to review the requirements of KRS 156.557 and 704 KAR 3:370 as they develop procedures for
evaluation appeals. KDE reserves the right to revise or amend this sample Local Evaluation Appeals Procedure
at any time.

Appeals/Hearings

All certified employees shall have the right to appeal a summative evaluation to the Local Evaluation Appeals
Panel (“LEAP”).

Formation of LEAP
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A LEAP shall be established in accordance with KRS Chapter 156 and 704 KAR 3:345. The responsibility of the
LEAP is to review and/or hear appeals from certified employees in reference to employees’ summative
evaluations. Two (2) members of the LEAP shall be elected by the certified employees of the District. One (1)
member shall be appointed by the Board, and that person shall be a certified employee of the District. The
Superintendent shall appoint one (1) of the three (3) members as LEAP Chairperson. Alternate membership to
the LEAP shall be elected and appointed as stated above. LEAP elections and appointments will be held before
September 15 of each school year. The names and positions of members, alternates, and chairperson shall be
posted in each school and on file at the Central Office.

An alternate will serve on the LEAP under the following circumstances:
1. A member of the LEAP wishes to make an appeal,;
2. lliness or circumstances beyond a member’s control prevents attendance;
3. Avrelative of a panel member is appealing; or
4. A member has been prejudiced in the appeal being considered.

Appeals Procedure

All certified school personnel shall receive written notice of their right to appeal, including applicable
deadlines and the right to request a hearing, at the time summative evaluation results are provided to the
certified school personnel.

1. Certified personnel shall have the right to appeal within twenty (20) working days after
receiving a summative evaluation. The LEAP will have no jurisdiction unless an appeal is filed
with the LEAP. Appeals must be submitted in writing to the Superintendent.

2. Certified personnel shall submit their written appeals to the Superintendent using the
Certified Evaluation Appeals Form. As directed by the Certified Evaluation Appeals Form,
Certified school personnel shall specifically indicate whether or not a hearing is requested. If
a hearing is not requested by the certified personnel, the LEAP will decide the matter on
written documents submitted by the evaluatee and evaluator.

3. Upon receipt of an appeal from a certified personnel, the Superintendent shall notify the
LEAP. The Certified Evaluation Appeals Form, along with any accompanying documentation,
will be reviewed by the LEAP within ten (10) working days of receipt by the Superintendent.
At the time the LEAP conducts its initial review within ten (10) working days of receipt by the
Superintendent, the LEAP shall do the following:

e If a hearing is requested, the LEAP shall set a hearing date not to exceed forty-
five (45) calendar days from the date the appeal was received by the
Superintendent and notify all parties in writing of the hearing date.
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e The LEAP shall send written notification to all parties regarding the appeal
procedure, including all applicable submission deadlines.

e If a hearing is requested, the LEAP shall send written notification of the hearing
procedures, including all applicable submission deadlines and the right to have a
chosen representative present at the hearing.

e The LEAP shall advise in writing the evaluatee and the evaluator to submit a
copy of all documentation that concerns the summative evaluation.

e If a hearing is requested, the LEAP shall advise in writing the evaluatee and the
evaluator to submit lists of persons who may be called as witnesses at a hearing.

4. If a hearing is requested, all documentation, including a list of witnesses, must be submitted
to the LEAP Chairperson no later than five (5) working days prior to the scheduled hearing.
Copies of all documentation, including a list of witnesses, must also be made available to all
parties to the appeal no later than five (5) working days prior to any scheduled hearing.

Hearing

1. Any hearing will be held within forty-five (45) calendar days from receipt of appeal by the
Superintendent.

2. The evaluatee and evaluator have the right to have a chosen representative, including an
attorney, present at the hearing.

3. The hearing will adhere to the following format:
e Reading of the written appeal by the LEAP Chairperson.
e Questioning of the evaluatee and/or evaluator by the panel.

e Presentation of relevant evidence and witnesses by the evaluatee in support of the
appeal.

e Presentation of relevant evidence and witnesses by the evaluator in support of the
summative evaluation.

e Follow-up questioning by panel of any witnesses, evaluatee, and/or evaluator.
e Dismissal of hearing.

4. No party shall be allowed to present any documentation that has not been submitted to the
LEAP Chairperson and made available to the other parties at least five (5) working days prior
to the hearing. Nor shall the parties call any witnesses whose names were not submitted to
the LEAP Chairperson and made available to all other parties at least five (5) working days
prior to the hearing.
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At any time, either the appellant or the evaluator may concede in writing to the LEAP
Chairperson, and the LEAP process will be terminated.

Based on the issues identified in the certified personnel’s appeal documentation and
presented during the hearing, the LEAP shall determine whether the employee has
demonstrated that a procedural violation has occurred under the District’s evaluation plan
and whether the summative evaluation is supported by the evidence. The LEAP may decide
to:

e Rule in favor of the appellant, either in whole or in part;
e Uphold the evaluation; or
e Call for a second evaluation by a trained evaluator.
The Superintendent must take appropriate action consistent with the Appeal Panel’s decision.

The decision of the LEAP shall be given in writing to both the appellant and the evaluator
within thirty (30) working days of the hearing date. The decision of the LEAP shall include
written notification of the right to appeal to the State Evaluation Appeals Panel pursuant to
KRS Chapter 156 and 704 KAR 3:345, including the applicable timeline for such an appeal.

The Appeal Panel’s decision and the original summative evaluation form shall be placed in the
employee’s evaluation file. In the case of a new evaluation, both evaluations shall be included
in the employee’s personnel file.

Appeal Without A Hearing

1.

If a hearing is not requested by the certified personnel on the Certified Evaluation Appeals
Form, the LEAP will decide the matter based on written documents submitted by the
evaluatee and evaluator.

At any time, either the appellant or the evaluator may concede in writing to the LEAP
Chairperson, and the LEAP process will be terminated.

Based on the issues identified in the certified personnel’s appeal documentation the LEAP
shall determine whether the employee has demonstrated that a procedural violation has
occurred under the District’s evaluation plan and whether the summative evaluation is
supported by the evidence. The LEAP may decide to:

e Rule in favor of the appellant, either in whole or in part;
e Uphold the evaluation; or
e (Call for a second evaluation by a trained evaluator.
The Superintendent must take appropriate action consistent with the Appeal Panel’s decision.
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5. The decision of the LEAP shall be given in writing to both the appellant and the evaluator
within forty-five (45) working days from receipt of appeal by the Superintendent. The
decision of the LEAP shall include written notification of the right to appeal to the State
Evaluation Appeals Panel pursuant to KRS Chapter 156 and 704 KAR 3:345, including the
applicable timeline for such an appeal.

The Appeal Panel’s decision and the original summative evaluation form shall be placed in the employee’s

evaluation file. In the case of a new evaluation, both evaluations shall be included in the employee’s personnel
file.
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JCPS Local Evaluation Appeals Panels (LEAPS)

LEAPs shall have the responsibility to review and/or hear appeals from certified employees regarding
their summative evaluations. The names and positions of individuals elected to serve on LEAPs shall be
maintained on the JCPS web site.

Certified Personnel (non-administrative):

The pool of employees for the certified personnel (non-administrative) LEAP shall consist of 12
individuals elected from and by employees eligible for JCTA membership and 6 certified employees
appointed by the superintendent/designee.

e  Four of the 12 certified employees elected from the JCTA employee group shall be elected
each year by the end of September. Once elected, employees will serve on the LEAP pool
for three years or until the individual is no longer employed by JCPS in a JCTA eligible
employee group.

e Two of the 6 certified employees appointed by the superintendent/designee shall be
appointed each year by the end of September. Once appointed, employees will serve on
the LEAP pool for three years or until the individual is no longer employed by JCPS.

e All LEAP members will be jointly trained by JCPS and JCTA.

Formation of a 3-person LEAP when a certified personnel (non-administrative) evaluation is appealed:

e The LEAP will consist of 3 individuals chosen mutually from the elected LEAP pool by the
JCPS superintendent/designee and the JCTA president.
o One member of the 3-person LEAP shall be chosen from the 6 appointed to the
pool by the superintendent/designee.
o Two members of the 3-person LEAP shall be chosen from the 12 elected to the
pool by eligible JCTA members.

e No individual shall be selected for a specific 3 person LEAP if the evaluation appeal is made
by an employee at the individual’s school/site, the appeal is made by a relative of the
evaluatee or the evaluator (as defined by JCBE policy 3.11), or the individual has been
prejudiced in the appeal being considered.

e Once the 3-member panel is constituted, the LEAP shall select a chairperson.

Certified Personnel (administrative):

The pool of employees for the certified personnel (administrative) LEAP shall consist of 12 certified
employees elected by employees eligible for JCASA membership and 6 certified employees appointed by
the superintendent/designee.
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Four of the 12 certified employees in the LEAP pool elected from the JCASA employee group
shall be elected each year by the end of September. Once elected, employees will serve on
the LEAP pool for three years or until the individual is no longer employed by JCPS in a
JCASA eligible employee group.

Two of the 6 certified employees in the LEAP pool who are appointed by the
superintendent/designee shall be appointed each year by the end of September. Once
appointed, employees will serve on the LEAP pool for three years or until the individual is no
longer employed by JCPS.

All LEAP members will be jointly trained by JCPS and JCASA.

Formation of a 3-person LEAP when a certified personnel (administrative) evaluation is appealed:

The LEAP will consist of 3 individuals chosen mutually from the pool by the JCPS
superintendent/designee and the JCASA president.
o One member of the 3-person LEAP shall be chosen from the 6 certified employees
appointed to the pool by the superintendent/designee.
o Two members of the 3-person LEAP shall be chosen from the 12 certified
employees elected to the pool by eligible JCASA members.
No individual shall be selected for a specific 3 person LEAP if the evaluation appeal is made
by an employee at the individual’s school/site, the appeal is made by a relative of the
evaluatee or the evaluator (as defined by JCBE policy 3.11), or the individual has been
prejudiced in the appeal being considered.
Once the 3-member panel is constituted, the LEAP shall select a chairperson.

Appeals Procedure

All certified school personnel shall receive written notice of their right to appeal, including applicable

deadlines and the right to request a hearing, at the time summative evaluation results are provided to
the certified school personnel.

1.

Certified personnel shall have the right to appeal to a LEAP within fourteen (14) calendar days
after receiving a summative evaluation. The LEAP will have no jurisdiction unless an appeal is
filed with the LEAP. Appeals must be submitted in writing to the superintendent/designee.

If an employee chooses to appeal an evaluation via a LEAP, the employee shall not be eligible
to grieve the evaluation.

If an employee chooses to grieve an evaluation, the employee shall not be eligible to appeal
the evaluation via a LEAP and the contractual timeline for grievances must be followed.
Appeals to a LEAP may be based upon evaluation process or evaluation content concerns.

An employee placed in “Intensive Support” may appeal the resulting summative evaluation to
LEAP at the conclusion of the Intensive Support process, but employment decisions based on
the Intensive Support process cannot be appealed to a LEAP.

Certified personnel shall submit their written appeals to the superintendent/designee using
the Certified Evaluation Appeals Form. As directed by the Certified Evaluation Appeals Form,
Certified school personnel shall specifically indicate whether or not a hearing is requested. If
a hearing is not requested by the certified personnel, the LEAP will decide the matter on
written documents submitted by the evaluatee and evaluator.
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Hearing

1.

Upon receipt of an appeal from a certified employee, the superintendent/designee shall
notify the appropriately-constituted LEAP. The Certified Evaluation Appeals Form, along with
any accompanying documentation, will be reviewed by the LEAP within fourteen (14)
calendar days of receipt by the superintendent/designee. At the time the LEAP conducts its
initial review within fourteen (14) calendar days of receipt by the superintendent/designee,
the following shall occur:

e [f a hearingis requested, a hearing date not to exceed forty-five (45) calendar
days from the date the appeal was received by the superintendent/designee
shall be set and all parties shall be notified in writing of the hearing date.

e  Written notification to all parties regarding the appeal procedure, including all
applicable submission deadlines shall be sent.

e [f a hearing is requested, written notification of the hearing procedures,
including all applicable submission deadlines and the right to have a chosen
representative, including an attorney, present at the hearing shall be sent.

e The evaluatee and the evaluator shall be advised in writing to submit a copy of
all documentation that concerns the summative evaluation.

If a hearing is requested, all documentation, including witness statements, must be submitted
to the superintendent/designee no later than ten (10) calendar days prior to the scheduled
hearing. Copies of all documentation, including witness statements, must also be made
available to all parties to the appeal no later than five (5) calendar days prior to any scheduled
hearing.
Any hearing will be held within forty-five (45) calendar days from receipt of appeal by the
superintendent/designee unless the timeline is extended by mutual agreement of both
parties (JCPS and JCTA or JCASA).
The evaluatee and evaluator have the right to have a chosen representative, including an
attorney, present at the hearing.
The hearing will adhere to the following format and order:

a. Reading of the written appeal by the LEAP Chairperson.

b. Presentation of relevant evidence by the evaluatee in support of the appeal (up to 45

minutes).
c. Presentation of relevant evidence by the evaluator in support of the summative
evaluation (up to 45 minutes).

d. Questioning by panel of the evaluatee and/or evaluator.

e. Closing arguments by the evaluator (up to 30 minutes).

f. Closing arguments by the evaluatee (up to 30 minutes).

g. Conclusion of hearing.
No party shall be allowed to present any documentation that has not been submitted to the
superintendent/designee at least ten (10) calendar days prior to the hearing.
At any time, either the appellant or the evaluator may concede in writing to the LEAP
Chairperson, and the LEAP process will be terminated.
Based on the issues identified in the certified personnel’s appeal documentation and
presented during the hearing, the LEAP shall determine whether the employee has
demonstrated that a procedural violation has occurred under the District’s evaluation plan
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and/or whether the summative evaluation is supported by the evidence. The LEAP may
decide to do one or more of the following:
e Uphold the evaluation; or
e (Call for an additional or a replacement evaluation by the same or a different trained
evaluator; or
e Rule in favor of the appellant; either in whole or in part. (If the LEAP rules in favor of
the appellant, the LEAP shall have the authority to modify the evaluation or to
delete/remove some or all of the evaluation.)
The superintendent/designee must take appropriate action consistent with the Appeal
Panel’s decision.
The decision of the LEAP shall be given in writing to both the appellant and the evaluator
within thirty (30) calendar days of the hearing date. The decision of the LEAP shall include
written notification of the right to appeal to the State Evaluation Appeals Panel pursuant to
KRS Chapter 156 and 704 KAR 3:345, including the applicable timeline for such an appeal.

Appeal Without A Hearing

1.

Within five (5) calendar days of the filing of the appeal, the superintendent/designee shall
request all supporting document for the evaluatee and the evaluator. All such supporting
documentation must be submitted within five (5) calendar days of notification.
If a hearing is not requested by the certified personnel on the Certified Evaluation Appeals
Form, the LEAP will decide the matter based on written documents submitted by the
evaluatee and evaluator.
At any time, either the appellant or the evaluator may concede in writing to the
superintendent/designee, and the LEAP process will be terminated.
Based on the issues identified in the certified personnel’s appeal documentation the LEAP
shall determine whether the employee has demonstrated that a procedural violation has
occurred under the District’s evaluation plan and/or whether the summative evaluation is
supported by the evidence. The LEAP may decide to do one or more of the following:
e Uphold the evaluation; or
e (Call for an additional or a replacement evaluation by the same or a different trained
evaluator; or
e Rule in favor of the appellant; either in whole or in part. (If the LEAP rules in favor of
the appellant, the LEAP shall have the authority to modify the evaluation or to
delete/remove some or all of the evaluation.)
The superintendent/designee must take appropriate action consistent with the Appeal
Panel’s decision.
The decision of the LEAP shall be given in writing to both the appellant and the evaluator
within thirty (30) calendar days from receipt of appeal by the superintendent/designee. The
decision of the LEAP shall include written notification of the right to appeal to the State
Evaluation Appeals Panel pursuant to KRS Chapter 156 and 704 KAR 3:345, including the
applicable timeline for such an appeal.
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Appendix

Forthcoming documents related to the implementation and administration of the JCPS CEP.
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