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Woodford County Public Schools

Mission Statement

The Woodford County Public Schools, in partnership with families and the community, will provide
challenging learning opportunities for all students, promote student growth and achievement, and
prepare students to strive for excellence.

Core Values

The Woodford County Public Schools believes these core values are an essential foundation to
achieving the mission of the district.

Partnership — The Woodford County Public Schools will foster respectful, honest and caring
relationships among students, families, staff and the community. We will establish a collaborative
effort by all to achieve our common mission.

Respect — The Woodford County Public Schools will show consideration for all. We will seek to
understand and accept our students’ diverse needs while maintaining high expectations.

Integrity — The Woodford County Public Schools is committed to making decisions based on what is
best for students. We will have the courage to do what is right.

Determination — The Woodford County Public Schools will serve our students with an intentional
purpose and tireless focus on student achievement. We are committed to preparing our students
for productive citizenship.

Excellence — the Woodford County Public Schools is dedicated to achieving the highest standard in
all that we do. Each employee will provide exemplary service to support student achievement.
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EVALUATION PLAN REVIEW COMMITTEE
704 KAR 3:370 (revised) requires a committee composed of equal numbers of administrators and
teachers to develop evaluation procedures and forms. The purposes of Woodford County’s
Evaluation Plan Review Committee shall be: (1) to review the certified employee evaluation plan as
adopted by the Board of Education; and (2) recommend improvements/changes.

A teacher and/or an administrator representing each school, and central office personnel will serve
on the evaluation plan review committee. The evaluator of each school will designate the teacher
representative.

The committee is advisory only: It neither complements nor supplements that which is
required of the Board.

PURPOSE FOR EVALUATION
The purposes of the Woodford County Schools’ Performance Evaluation are to:
A: Improve instruction for all learners.
B: Provide a system of performance accountability of all certified employees.
C: Provide a means for certified employees to improve their performance.
D: Support individual personnel decisions.

The Woodford County Contact Person for Certified Evaluation is
D. Scott Hawkins, Superintendent.




ASSURANCES
CERTIFIED EVALUATION PLAN

The Woodford County School District hereby assures the Commissioner of Education that:

An evaluation committee composed of an equal number of teachers and administrators developed this evaluation plan.
The evaluation process and criteria for evaluation will be explained to and discussed with all certified personnel
annually within one month of reporting for employment. This shall occur prior to the implementation of the plan. The
evaluation of each certified staff member would be conducted or supervised by the immediate supervisor of the
employee.

All certified employees shall develop an Individual Professional Growth Plan (PGP) that shall be aligned with the
school/district improvement plan and comply with the requirements of 704 KAR 3:345. The PGP will be reviewed
annually.

All administrators, to include the superintendent and non-tenured teachers, will be evaluated annually.

All tenured teachers will be evaluated a minimum of once every three years.

Each evaluator will be trained and approved in the use of the appropriate evaluation techniques and the use of local
instruments and procedures.

Each person evaluated will have both formative and summative evaluations with the evaluator regarding his/her
performance.

Each evaluatee shall be given a copy of his/her summative evaluations with the evaluator regarding his/her
performance.

Each evaluatee shall be given a copy of his/her summative evaluation and the summative evaluation shall be filed with
the official personnel records.

The local evaluation plan provides for the right to a hearing as to every appeal, an opportunity to review all documents
presented to the evaluation appeals panel, and a right to presence of evaluatee’s chosen representative.

The evaluation plan will not discriminate on the basis of race, national origin, religion, marital status, sex, or disability.

This evaluation plan will be reviewed as needed and any substantive revisions will be submitted to the Department of
Education for approval.

The Woodford County Board of Education approved the evaluation plan as recorded in the minutes of the meeting

held on May 21, 2020.

Scott Hawkins, Superintendent Date Debbie Edelen, Chairperson Date
Woodford County School District Woodford County School District




ROLES IN EVALUATION PROCESS

704 KAR 3:345; Section 4; (2) (a)

The immediate supervisor of the certified school employee shall be designated the primary
evaluator. Additional trained administrative personnel may be used to observe and provide
information to the primary evaluator.
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DEFINITION OF ROLES/RESPONSIBILITIES
Artifact: A product of a certified school personnel’s work that demonstrates knowledge and
skills.
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.
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.
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.
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.
Corrective Action Plan: A plan for improving any deficiencies that shall be developed by the

evaluatee and evaluator at any time during the school year. Specific timelines and follow-

up observations shall be determined on the Corrective Action Plan form.

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).

Formal Full Observation or Summative Observation: When the evaluator conducts an
observation for the full class period utilizing the KY Framework for Teaching with the

purpose of gathering evidence for the evaluatee’s summative evaluation. This is the last in

the sequence of observations. The performance ratings are entered into the state
approved technology platform (currently CIITS).
Formal Mini Observation: When the evaluator conducts an observation, for a minimum of

20 minutes, during a class period utilizing the KY Framework for Teaching with the purpose
of gathering evidence for the evaluatee’s on-going evaluation. This is one in a series of four
observations. The performance levels are entered into the state approved technology
platform.

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

Teachers and other professionals who are rated ineffective in professional practice and have a
low overall student growth rating.

Principals who are rated ineffective in professional practice and have high, expected, or low
overall student growth rating.

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

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.

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.

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.

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.




28. 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.

EVALUATION CYCLE TIMELINE FOR
MANAGEMENT DATA COLLECTION

STEP TIMELINE

1. Complete Professional Growth Plan — all ® Asearly as MAY 1 of the current school year, &

certified employees No later than 30 days after first day of instruction.
*  Mid-year review no later than JANUARY 31.

2. Review Evaluation Plan, including Domains, e  Within 30 calendar days of employee reporting
Standards, and Performance Criteria and for employment.

individual school’s indicators for criteria

2a. Give out applications for local evaluation e BySEPTEMBER 1
appeals panel
3. Implement Action Plans ® Teachers will put the PGP in State Approved

Technology Platform. Begins as soon as the
Professional Growth Plan (or Individual Corrective
Action Plan, if needed) is signed.

4. Observations and conferences for data collection | Conferences are to follow classroom observations
regarding performance of employee: by no more than five (§) workdays.

4A. Classroom Teachers: Non-Tenured 4A. Minimum of four (4) scheduled observations
followed by face-to-face conferences per school
year. The peer observation will follow the two mini-
observations completed by the evaluator. The final
of the four observations will be the evaluator full

observation.

1. First two mini observations scheduled before
WINTER BREAK.

2. The peer mini observation should be completed
by January 31%.

3. The full administrator observation will occur no
later than APRIL 10.

4B. Classroom Teachers: Tenured 4B. Minimum of one (1) scheduled observation per
school year no later than APRIL 10. Year 1 and
Year 2 will be mini-observations by the evaluator.
Year 3 will be a peer mini observation by January 31
followed by an evaluator full observation. During
the third year of the evaluation cycle, the summative
evaluation conference will take place during the 2™
semester of that year. All evaluations must be put
into the State Approved Technology Platform. The
summative evaluation is due to Central Office by the
last working day in April.

4C. Conference AT LEAST ONCE EACH

4C. Other Professionals: Non-teaching SEMESTER for an update regarding
Certified Staff Performance Criteria and progress of

Professional Growth/Action Plans. Summative

forms and conference completed by the last

working day in April.




4A/B/C. Classroom Teachers; Other 4A/B/C. At any time, memos regarding
Professionals: Non-teaching outstanding performance may be written.
Certified Administrators At any time, additional observations and/or
conferences may be conducted and Individual
Corrective Action Plans (ICAP) and/or memos
written to note areas of concern. These become
part of the evaluation folder.

5. Continuous Informal Observations/ 5. At any time; prior notice is not required.
Conferences/Corrective Action Plans
6A. Assess results, review/revise if needed, 6A. No later than the LAST STUDENT DAY OF
the current year’s Professional Growth Plan THE SCHOOL YEAR.
6B. Evaluator recommendation for non-renewal 6B. In writing to the Superintendent no later
of contract. than the last working day in April.

**Timelines may need to be adjusted if the instructional calendar is changed due to inclement weather or other
reasons

Note: Only evaluators who have passed the proficiency assessment can conduct formal
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:

» Observation data provided by a substitute observer is considered a valid source of evidence only
if the supervisor participated (passively) in the observation.

» The Superintendent and/or the Chief Academic Officer (CAO) will provide individualized training
for the supervisor on the KY Framework for Teaching. In addition, the CAO and/or
superintendent may schedule the supervisor for professional development offerings in the
needed areas.

+ In cases where the supervisor is not certified through the state approved proficiency system and
is therefore unable to conduct observations during the observation window, the district will use
the following process to ensure teachers have access to observations and feedback:

District level personnel and/or evaluators from other schools in the district (where
certification applies), who have passed the proficiency certification system, will conduct the
observations and scoring with the supervisor present. These observations and scoring will
count as the teacher’s official evaluation.




THE EVALUATION PROCESS - HOW IT WORKS

EMPLOYEE ORIENTATION TO EVALUATION PLAN

Annually, evaluators are to familiarize certified personnel whom they will be evaluating with the
district’s evaluation system within first 30 calendar days of reporting for employment. This includes
providing a copy of the handbook to all employees. The contents of the evaluation plan handbook
must be reviewed with each employee prior to any observation/evaluation. All certified personnel
must have immediate notice of any changes made, and appropriately approved, to the evaluation
process.

The annual review shall be an explanation of the contents of the evaluation plan handbook,
including the Evaluation Standards/Domains and Performance Criteria for Teachers/
Administrators. Prior to the first observation, each building evaluator is responsible annually for

developing and explaining to building personnel the Indicators (or “Look-Fors”) for Performance

Criteria that are building-specific, based on the school’s comprehensive improvement plan goals,

professional development training the staff has taken, or other factors. Each building evaluator
will ensure that teachers are familiar with the expectations outlined in the Kentucky Framework for
Teaching. The building evaluator is responsible for providing, upon employee request, a copy of any
additional job description, which is not included in the Appendix of the Evaluation Plan Handbook.

EVALUATION STANDARDS AND PERFORMANCE CRITERIA

The Evaluation Criteria for Teachers/Administrators shall be considered the standard the evaluatee
is expected to meet. It is important that these criteria (and other performance expectations
covered by the criteria such as; descriptions, applicable local Board policies, and the Kentucky
School Personnel Code of Ethics) be understood by all parties.

FORMATIVE EVALUATION

Formative evaluation is a continuous cycle of collecting evaluation information and interacting and
providing feedback with suggestions regarding the certified employee’s professional growth and
performance. The 3 & 1 Progressive model will be used in Woodford County. Formative
observations must be scheduled with the evaluatee not less than 24 hours in advance of the
observation time.

For tenured teachers in the formative evaluation cycle, observations/conferences will be done by
the evaluator once each year. Conferences are to follow classroom observations by no more than
five (5) workdays.

For non-tenured teachers in the formative phase of the annual evaluation cycle, formative
observations/conferences will be done four (4) times a year, with one being a peer observation.
Non-tenured teachers must be observed twice before the scheduled winter break in the 1st
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semester and no later than April 10 in the 2nd semester, with a mini-peer observation followed by a
full formal observation by the evaluator. For all employees, tenured and non-tenured, the
observations will be scheduled. All observations will be conducted openly with full knowledge by
the evaluatee. A face-to-face feedback conference should follow a formal observation by no more
than five (5) workdays. A summative conference will be held by the last working day in April.

Unannounced informal walkthrough observations (drop-in visits of less than a full observation) may
be made at any time by the evaluator. An employee who is experiencing problems in any area of
expectation may have as many observations, conferences, and/or corrective action plans or memos
as are necessary to document the situation - including assistance offered by the evaluator. These
observations do not require prior notice.

During the formative evaluation cycle, data is collected on the four domains of the Kentucky
Framework for Teaching. After a classroom observation is made, the observer will analyze data
taken during the observation. In identifying areas (strengths, enrichment, and/or improvement) to
be recognized on the Post-Observation Conference Formative Report Form, there is no set number.
Sometimes more areas will be identified than actually will be targeted. The evaluator will decide
the most important priorities and key the emphasis upon them. The priorities could be areas of
strength, enrichment, and/or improvement.

SUMMATIVE EVALUATION

Summative evaluation means the summary of, and conclusions from, all evaluation data, including
formative evaluation data. Summative evaluation occurs at the end of an evaluation cycle; annually
for non-tenured certified personnel, annually for administrators, and every third year for tenured
certified personnel. The summative evaluation process includes: a conference between the
evaluator and the evaluated certified employee, and an evaluation report turned into Central
Office, and shall include all applicable Professional Growth and Effectiveness Data.

Tenured teachers are in summative evaluation every three (3) years. During the third year of the
evaluation cycle, the formal full observation by the evaluator and conference will take place. In the
2 semester of the summative year, a summative conference must be held. The observations will
be entered into an approved technology platform.

The evaluator will assess results, reviewing all data collected during the evaluation cycle under
which the evaluatee falls. This is done so the evaluator can make a determination on performance
ratings (Exemplary, Accomplished, Developing, Ineffective).

For those employees whose summative evaluation will result in a termination of employment, the

written recommendation for non-renewal of contract accompanied by supporting documentation,
must be given to the Superintendent no later than the last working day in April.
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INDIVIDUAL CORRECTIVE ACTION PLAN

If an area of improvement from the classroom observation is noted on the Formative Report Form,
the item must have a corresponding written prescription, or action plan, to remediate or assist.
This may be specifically noted and written on the Formative Report Form in the Data Collection
space, or an Individual Corrective Action Plan (ICAP) may be established.

The ICAP may then be written to any of the domains from the Kentucky Framework for Teaching or
standards for Non-teaching Other Professionals which evidence shows need correction/ attention.

During the conference, once an area of improvement, with corresponding procedures, has been
noted on either a Formative Report Form or an ICAP, its implementation begins immediately. The
primary responsibility for initiating activities and procedures in either an ICAP or Formative Report
Form, is with the evaluatee, except as written otherwise and agreed upon during conferencing.

To make the evaluation process successful, a high level of commitment is needed by both the
evaluatee and evaluator. The evaluatee is expected to proceed with the action plan in a self-
directed way, and the evaluator is expected to provide assistance and regular monitoring of
progress. If satisfactory progress is being achieved, few modifications, if any, will be needed. In this
case, continue with the implementation process. For those evaluatees experiencing problems, it is
important for additional time and support to be given by both evaluatee and evaluator to intensify
efforts toward attainment of objectives/goals. Contacts other than the first and subsequent
formative observations/ conferences shall be documented by the evaluator and a copy given to the
evaluatee. It is recommended that short, information conferences be held following these contacts.
Lines of communication between evaluator(s) and evaluatee must be kept open in all phases of the
evaluation process.

The evaluator will be expected to make additional observations, as appropriate, so that meaningful
feedback can be given in a clinical way based on evidence- emphasizing objectivity in data collection
and collaboration in its interpretations. Administrators in Woodford County, who will be primary
evaluators, have been and are trained in the state-approved certified evaluator training.
Documentation of the state-approved evaluation training will be kept in the appropriate database
in the Professional Development Coordinator’s Office.

DOES NOT RECOMMEND FOR RE-EMPLOYMENT

Failure, either through unwillingness or inability, to make satisfactory progress as previously
documented by the evaluator on Formative Report Forms, Individual Corrective Action Plan,
memos, or other forms of documentation, does indicate overall unsatisfactory performance. When
this is the case, the evaluator must so indicate in the appropriate place on the Summative




Evaluation Form. When a “Does not recommend for re-employment” is made, this must be
communicated to the evaluatee during the summative evaluation conference.

ADMINISTRATORS ANNUAL EVALUATIONS

Administrators who receive annual summative evaluations are: Central Office administrators,
principals and assistant principals. These administrators must have a Professional Growth Plan and
a summative evaluation each year, whether they are tenured or non-tenured.

The principal conducts the evaluation of counselors and assistant principals. The Superintendent or
designee conducts principal evaluations.

The Superintendent is evaluated by the Board of Education. The Superintendent or designee
conducts other central office administrator evaluations.

OPPORTUNITY FOR RESPONSE

Both parties in the Woodford County evaluation system shall have the opportunity to make written
comments in spaces provided on Individual Corrective Action Plans and the Summative Evaluation
form. Additional written responses may also be made and attached. Signatures on evaluation
forms merely indicate that the evaluation process has been executed and do not necessarily
indicate an agreement.

A copy of the evaluation shall be provided to the evaluatee.

OFFICIAL FORMS

All evaluations of certified staff in the Woodford County Schools will be recorded on official forms
indicated in this plan, and all summative evaluation forms will be filed in the employee’s personnel
file at the Board Office.




System Components — System Overview and Summative Model

There are neither numbers nor percentages that dictate ratings on measures and overall
performance category for an individual educator. Rather, 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 an educator. The role of evidence and professional judgment in
the determination of ratings on domains and an overall rating is paramount in this process.
However, professional judgment is grounded in a common framework: The Kentucky Framework for
Teaching. The overall performance ratings will be entered into an approved technology platform.

The Kentucky Framework for Teaching

The Framework for Teaching is designed to support student achievement and professional best
practice through the performance measures of Planning, Environment, Instruction, and
Professionalism. The Framework also includes themes such as: equity, cultural competence, high
expectations, developmental appropriateness, accommodating individual needs, effective
technology integration, and student assumption of responsibility. It provides the structure for
feedback for continuous improvement through individual goals that target student and professional
growth, thus supporting overall school improvement. Evidence supporting a teacher’s professional
practice will be situated within one or more of the four domains of the framework.

Performance will be rated for each component according to four performance levels: Ineffective,
Developing, Accomplished, and Exemplary. The expected performance level is “Accomplished”. [A
good rule of thumb is that it is expected for a teacher to “live in Accomplished but occasionally visit
Exemplary”.] Exemplary is purposefully designed to be difficult to achieve. The summative rating
will be a holistic representation of performance, combining data from multiple sources of evidence
across each domain. If mutually agreed upon by both the evaluator and evaluatee, evaluation can
be based on specific components within a domain. All domains must be scored and rated.

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 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 when determining overall ratings:
O Professional Growth Planning
O Observation
O Reflection on Peer Observation

Evaluators may use the following categories of evidence in determining overall ratings:
® Other Measures of Student Learning
14




® Products of Practice

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

(a) Professional Growth Planning
The Professional Growth Plan will address realistic, focused, and measurable professional
goals. The plan will connect data from multiple sources, including: classroom observation
feedback, data and achievement, and professional growth needs identified through self-
assessment and reflection. In collaboration with the administrators, teachers and other
professionals will identify explicit goals, which will drive the focus of professional growth
activities, support, and on-going reflection.

Reflective practices and professional growth planning are iterative processes. The teacher
and other professionals will (1) reflect on his or her current growth needs based on multiple
sources of data and identifies an area or areas for focus; (2) collaborate with his or her
administrator to develop a Professional Growth Plan and action steps; (3) implement the
plan; (4) regularly reflect on the progress and impact of the plan on his or her professional
practice; (5) modify the plan as appropriate; (6) continue implementation and ongoing
reflection; (7) and, finally, conduct a summative reflection on the degree of goal attainment
and the implications for next steps.

All certified teachers and those classified as other professionals will participate in
Professional Growth Planning each year as required by the state. All teachers shall complete
and submit the Professional Growth Plan to their building evaluator via an agreed upon
method. The Professional Growth Plan can be completed as early as May 1 of the current
year for continuing employees, but must be completed within the first 30 days of
instruction. The advantage of including the PGP in the spring for the next school year is that
professional development activities tied to growth objectives will be available for the
certified employee during the summer before the next school year. The PGP must be
aligned with school/district improvement plans and completed with employees new to a
building (newly hired or transferred employees) and all other employees no later than
within 30 working days (following first instructional day). For those hired after September 1,
PGP and self reflection will be completed within 30 instructional days of hire. Each building
will determine an appropriate platform for submission.

e Professional Growth Plans should be completed by January 31

e With each submission, the evaluator will either
(A) APPROVE the PGP as written.
(B) Request revisions to the PGP and send it back with
instructions via state approved technology platform.
(C) Reject the PGP and request a conference with the teacher.




Implementation of the Professional Growth Plan is to begin as soon as the plan is completed
and signed by both the evaluator and evaluatee. Signatures indicate knowledge of
expectations.

Some Growth Objectives may be long-range or ongoing and may be continued with little or
no revision during the evaluation cycle. When new growth objectives for a PGP are
appropriate, they may be developed during the end-of-year conference for the succeeding
school year.

(b) Observation

The observation process includes supervisor and peer observation for each certified teacher
and other professional. A pre-observation conference is not required for a mini observation,
but may be requested by either the principal or teacher 72 hours in advance. A pre-
observation conference is required for a full observation, either face to face or via email.
This conference will occur at least six hours prior to the observation. The evaluator
observation will provide documentation and feedback to measure the effectiveness of a
teacher’s professional practice. Only the supervisor observation will be used to calculate a
summative rating. Peer observation will only be used for formative feedback. NO
summative ratings will be given by the peer observer. The purpose of peer observation is to
provide formative feedback on teaching practice in a collegial atmosphere of trust and
common purpose. Peer observations will use Form W found in appendix. The underlying
rationale for each type of observation is to encourage continued professional learning in
teaching and learning through critical reflection.

The district will use the following model for supervisor observations:

Observation Model (3&1 model)

Four (4) observations in the summative cycle. A minimum of three (3) observations
conducted by the evaluator and one observation conducted by the peer. Three (3) mini
observations of a minimum of 20 minutes each will be conducted during the evaluation
cycle. The third of the three minis is completed by the peer by January 31+ of the
summative year. Because these are shorter sessions, the evaluator will be aware of the
Professional Growth Plan goals and will make note of the components observed related to
professional goals, as well as other components, in order to identify points of emphasis in
the next mini observation session. The final observation is a formal-full observation
consisting of a full class or lesson observation completed by the evaluator. If mutually
agreed upon by BOTH the evaluator and evaluate, observation does not have to be
comprehensive and include all components of the domain. The evaluator may conduct
additional mini or full observations as he/she sees needed. Observations may begin after
the evaluation training takes place within 30 calendar days of reporting for employment
each school year.

(1) Observation Conferencing
Evaluatee and observers will adhere to the following observation conferencing
protocols:
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Evaluator and observers shall conduct a face-to-face post-observation
conference within five working days of all mini and full observations. The
post-observation conference form will be completed and kept on file by the
evaluator.

Observation Schedule for Classroom Teachers and Other Professionals:
Non-Tenured (one year cycle)

Minimum of four (4) scheduled observations followed by face-to-face
conferences per school year. The peer observation will follow the two mini-
observations completed by the evaluator. The final of the four observations
will be the evaluator full observation.

1) First two mini observations scheduled before WINTER BREAK.

2) The peer mini observation should be completed by JANUARY 31s.

3) The full administrator observation will occur no later than APRIL 10.

Observation Schedule for Classroom Teachers and Other Professionals:
Tenured (3 year cycle)

Minimum of one (1) scheduled and completed observation per school year no
later than APRIL 10. Year 1 and Year 2 will be mini-observations by the
evaluator. Year 3 will be a peer observation by January 31 followed by an
evaluator full observation. During the third year of the evaluation cycle, the
summative evaluation conference will take place during the 2~ semester of
that year. All evaluations must be put into the District Approved Technology
Platform. The summative evaluation is due to Central Office by the last
working day in April.

If mutually agreed upon by BOTH the evaluator and evaluate, observation
does not have to be comprehensive and include all components of the
domain.

Observation Schedule for Classroom Teachers: Late Hires

Any employee hired after 60 instructional days, or any employee who misses
60 consecutive days, will have a minimum of three (3) scheduled observations
followed by face-to-face conferences. The peer observation will follow the
mini-observations completed by the evaluator. The final of the three
observations will be the evaluator full observation.

4) First mini observations scheduled within 30 days of hire.

5) The peer mini observation should be completed after the first mini.

6) The full administrator observation will occur no later than APRIL 10.

(2) Observer Certification

To ensure consistency of observations, evaluators must complete the district-
approved certified evaluator Proficiency Observation. Given that high-stakes
personnel decisions will be made using the data from the observations, the standard
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required is quite challenging. Observers must be accurate and consistent in applying
the rubric and be able to demonstrate this at a high level.

The cycle for observation certification is detailed below and complies with 704 KAR
3:370.

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

Only evaluators who have passed the proficiency assessment can conduct formal
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:

The Superintendent and/or the Chief Academic Officer (CAO) will provide
individualized training for the supervisor on the KY Framework for Teaching and the
designated district approved Observation Proficiency Scoring. In addition, the CAO
and/or superintendent may schedule the supervisor for professional development
offerings in the needed areas.

In cases where the supervisor is not certified through the state-approved proficiency
system, and is therefore unable to conduct observations during the observation
window, the Superintendent will use the following process to ensure teachers have
access to observations and feedback:

District level personnel and/or evaluators from other schools in the district who have
passed the proficiency certification system will conduct the observations and scoring
with the supervisor participating passively. These observations and scoring will
count as the teachers’ official evaluation. Observation data provided by a substitute
observer is considered a valid source of evidence only if the supervisor is present in
the observation.

(3) Observer Calibration
As certified observers may tend to experience “drift” in rating accuracy, the district
will establish a calibration process to be completed each year where certification is
not required (see chart under Observer Certification). This calibration process will be
completed in years two (2) and three (3) after certification, and will ensure:

® ongoing accuracy in scoring teaching practice,

® observers refresh their knowledge of the training and scoring

practice
® an awareness of the potential risk for rater bias

The Chief Academic Officer shall ensure that all evaluators in years two (2) and
three (3) after the District Approved Training, complete the observer calibration
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process prior to the first day of conducting observations Re-certification will
occur after year three (3).

(4) Peer Observation

All teachers and other professionals shall receive a peer observation in their
summative evaluation cycle by a peer observer who has successfully completed the
state approved training. A Peer Observer will observe, collect, share evidence, and
provide feedback for formative purposes only. Peer Observers will not score a
teacher’s practice, nor will peer observation data be shared with anyone other than
the Observee unless the Observee grants prior permission to do so. In such
instances, only the portions permitted by the Observee may be shared, and only with
whom the Observee has specified.

All teachers and other professionals will complete the state developed training for
Peer Observers the once every three years. The evaluator of each school shall select
and assign each teacher in their summative year a trained peer observer from within
the district.

At the conclusion of the peer observation, the evaluatee will submit a peer
observation reflection sheet (Form W pg. 75) The reflection will be used as evidence
for Domain 4 of the Danielson Framework.

(c) Products of Practice

Teachers 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.

Evidence provided in support of educator practice must include data from the following:
O observations conducted by certified supervisor observer(s)
O reflection of peer observation
O Professional Growth Plans

Additional evidence provided in support of educator practice may include anything from the
following list (not a comprehensive list):
® 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
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teacher reflections and/or Self-Reflections
teacher interviews

teacher committee or team contributions
parent engagement surveys

records of student and/or teacher attendance
video lessons

engagement in professional organizations
action research

stakeholder feedback

Both teachers and evaluators share responsibility for determining appropriate and relevant
evidence, and the above list is not comprehensive. All evidence must be "products of an
educator’s work that demonstrate knowledge and skills of the educator.” In other words,
evidence must be naturally occurring products related to the day-to-day work of teaching
and learning.

Supervisors and educators will be engaged in ongoing dialogue throughout the evaluation cycle.
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.

® Provide a summative rating for each measure based on evidence.

e Staff in Alternative Settings and Other Professionals with approval from the supervisor may have
one component of the student growth goal or can be a programmatic goal based around their
primary responsibilities.

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

® Determine the individual measures ratings through the use of sources of evidence and
professional judgment.

e Apply State Decisions Rules for determining an educator’s Professional Practice rating.

CRITERIA FOR DETERMINING A TEACHER’S PROFESSIONAL PRACTICE RATING

IF... THEN...

Two performance measures are rated Professional Practice Rating shall be
ACCOMPLISHED and two measures are rated Exemplary

EXEMPLARY

Two performance measures are rated Professional Practice Rating shall be

DEVELOPING and two performance measures | Accomplished
are rated EXEMPLARY

Two performance measures are rated Professional Practice Rating shall be
DEVELOPING and two performance measures | Accomplished
are rated ACCOMPLISHED

Performance measure planning OR Professional Practice Rating shall NOT be
professionalism are rated INEFFECTIVE Exemplary
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Measures of environment or instruction are
rated INEFFECTIVE

Professional Practice Rating shall be
Ineffective or developing

Measures of environment and instruction are
rated INEFFECTIVE

Professional Practice Rating shall be
Ineffective

PROFESSIONAL PORTFOLIO

At the discretion of the School Evaluator, a working portfolio may be required of all certified
employees within the school. The working portfolio for teachers is a notebook that contains
information that gives evidence of meeting professional responsibilities. It is reviewed annually by

the evaluator.
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APPEALS PROCESS

For appeals to the local evaluation appeals panel, certified personnel shall have the:

1. Right to a hearing as to every appeal; and

2. Opportunity reasonably in advance of the hearing for the evaluator and evaluatee to
adequately review all documents that are to be presented to the evaluation appeals panel; and

3. Right to presence of evaluatee’s chosen representative.

l. PROCEDURE FOR CERTIFIED PERSONNEL WISHING TO APPEAL AN EVALUATION
A. Summative

1. No more than ten (10) work days after receipt of the summative
evaluation form, the certified employee must present a request on the
appropriate form for a review of the evaluation to the Appeals
Panel c/o the Superintendent. The request must:

a. Be attached to a copy of the summative evaluation form.

b. Include a written statement which details both the
disagreement and the reason(s) for his/her disagreement
(procedural and/or qualitative).

2, The Chair will convene the Appeals Panel and it will complete its
review of the evaluation data no more than five (5) work days after
receipt of the request for review. The panel may issue, to both
appealee and evaluator, no more than two (2) work days after
meeting to review the appeal, an invitation to meet with the panel
(separately, not together). The purpose of this review will be to
obtain additional information needed to prepare for a hearing.

a. All documentation obtained to this point is made available
to both the evaluator and evaluatee, and both parties are
notified of the hearing date by the Chair of the Appeals Panel.

b. This hearing is to take place no more than five (5) work
days after receipt of the notification.

C. Both the appellant and the evaluator are notified of the right
to be accompanied by a chosen representative.

d. After reviewing all documents and interviewing both

evaluator and appellant, the local appeals panel will reach
its decision by consensus.

e. The panel shall issue its written opinion to the Superin-
tendent, within three (3) work days. A copy of the results
of the hearing shall be placed in the appellant’s official
file, attached to the Summative evaluation in question.

f. The entire process, from the time the appeal is filed until
the panel issues its recommendation to the Superintendent,
must be completed within fifteen (15) work days.

3. The Superintendent must respond to the appellant no more than fourteen (14)
calendar days after receipt of the written statement from the Appeals Panel’s Chair.
In cases involving dismissal, the Superintendent’s decision, under law, is final for
non-tenured appealees.
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4, (For tenured appellants only.) Under the law, tenured employees facing
dismissal may appeal a Superintendent’s decision to a tribunal created for this
purpose. Note that tribunal members are not employed by the district which
employs the appellant.

5. Opportunity to Appeal: Any certified staff member who feels that the
local district is not properly implementing the evaluation plan according
to the way it was approved by the Department of Education shall have the
opportunity to appeal his/her “evaluation” to the State Board of Education.

Il THE SELECTION PROCEDURE FOR ELECTED MEMBERS OF THE LOCAL CERTIFIED EVALUATION
APPEALS PANEL

A. Before September 1, yearly, all certified employees shall be given an application
to serve as a member of the Certified Employee Appeal Panels, if elected.

B. Employees interested in serving, if elected, are to return their completed
application to the Central Office within one week of receipt.

€ By September 15, the Central Office will prepare and distribute to all certified
employees a ballot listing alphabetically all applicants, along with their position title and
work location.

D. Completed ballots are to be returned to the Central Office by the next school day.

E. Central Office personnel will tabulate ballots and the applicant receiving the
greatest number of votes shall be elected for a two-year term. The applicant
receiving the second greatest number of votes shall be designated as an alternate
member in case one of the regular members cannot serve on the panel. The
alternate member will serve a one year term.

F. Annually, the names of the elected applicants shall be presented to the Board at
its next meeting so that the Board may appoint them to serve on the panel.

G. Every two years the superintendent will present to the Board, one certified
member and one alternate from central office staff to serve a two year term on
the panel.

Once elected and appointed to the Local Evaluation Appeals Panel, a certified employee shall not serve a
subsequent term, which is successive.
EVALUATION FOLDER

The evaluatee and evaluator shall each set up a school evaluation folder which will hold
the following:

-- Professional Growth Plan(s)

-- Post-Observation Conference Formative Report Forms, as required
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-- Individual Corrective Action Plan(s), as needed

-- Evaluatee or evaluator notes that may have a bearing upon the evaluation
process

- Summative Evaluation for Teachers/other Professionals/Administrators
Form

The above items will constitute the basic information which will be used to complete the
Summative Evaluation Report. The school evaluation folder will assist in keeping all evaluative
information or data in good order.

At the end of the evaluatee’s evaluation cycle, as required, evaluators will cause to be placed in
evaluatee’s folders at the Central Office, the originals of the Summative Evaluation Form created
during the evaluation cycle. This form is to be considered the official copy of the evaluatee’s
performance report.

Notes:

(1) For areas of strength, enrichment, and/or improvement, specific Domains or
Standards and Criteria will be noted in the Formative Report form; either in narrative
or by listing number and letter.

(2) Prescription - Action plan, procedures, or activities for any area of

improvement shall be written on the applicable form or attached to it.

(3) No item regarding poor or unacceptable performance, may
be listed on either Formative or Summative Form(sinless it iswritten
and a copy given to the evaluatee.

(4) The evaluator’s notes, at his/her option, may be attached to Formative
Forms. Where they are, they become part of the official record and
must be legible to both evaluator and evaluatee.

(5) Records retention of the school (evaluator’s working) evaluation folder
should be as follows:

(a) Seven years, including four years of annual evaluation data for
non-tenured employees, and three years data from the evaluation
cycle after employee has gone on tenure;

(b) Thereafter six years, which includes data from two evaluation
cycles for tenured certified employees.
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. CONFIDENTIALITY OF RECORDS

The personnel evaluation records, specifically the personnel evaluation folder and its contents, will
be treated with the same confidentiality as other personnel records.

The records will be accessible only to the evaluatee and administrators who supervise, or share the
supervision of, the evaluatee. Generally, this will include the Evaluator and Assistant Evaluator in
evaluatee’s building, the Superintendent, Assistant Superintendents, and Program Coordinators.

Records may be subpoenaed in cases where litigation occurs. The records will be kept in the office
of the Superintendent. Supportive data to the evaluation, which may be housed in the employee’s
school folder and which has already been copied for the evaluator and evaluatee, may be
subpoenaed in cases where litigation occurs.

Each evaluator is responsible for maintaining complete and timely records for all individuals under
his/her supervision.
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PRINCIPAL AND ASSISTANT PRINCIPAL
PROFESSIONAL GROWTH AND
EFFECTIVENESS SYSTEM
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Professional Growth and Effectiveness System — Principal and Assistant Principal

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

Roles and Definitions

1. Administrator: means an EPSB certified administrator 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

2. Directed Professional Growth Plan: Professional Growth Plans developed under the direction of
the primary evaluator for those evaluates needing additional guidance, assistance, support and
oversight for professional growth.

3. Evaluatee: District/School personnel is being evaluated

4. Evaluator: the immediate supervisor of certified personnel, who has satisfactorily completed all
required evaluation training and, if evaluating teachers, observation certification training.

5. Professional Growth Plan: An individualized plan that is focused on improving professional
practice, using a variety of evidences that reflect student, educator, and school/district data,
produced in consultation with the evaluator.

6. Self-Directed Professional Growth Plan: plans and goals are developed by the evaluate and the
primary evaluator

7. Val-Ed 360°: An assessment that provides feedback of a principal’s learning-centered behaviors
by using input from the principal, his/her supervisor, and teachers.

8. TELL Kentucky: A working conditions survey of all school staff conducted every two years to
provide feedback on specific aspects of the school’s work environment. Results may be used to
assist in goal setting for improving the learning environment and principal practice.

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

Effectiveness System

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.

Principal Performance Standards

The Professional Standards for Educational Leaders are designed to support student achievement and

professional best-practice through the standards: Mission, vision and core values, ethics and professional

norms, equity and cultural responsiveness, curriculum, instruction and assessment, community of care and

support for students, professional capacity of school personnel, professional community for teachers and

staff, meaningful engagement for family and community, operations management, and school improvement.
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In practice, these domains do not function independently but as an interdependent system that propels each
student to academic and personal success. They, and the Standards that represent them, can be understood
in three related clusters. The first cluster is Curriculum, Instruction and Assessment, and Community of Care
and Support for Students. The second cluster is Professional Capacity of School Personnel, Professional
Community for Teachers and Staff, Meaningful Engagement of Families and Community, and Operations and
Management. The third cluster is Mission, Vision and Core Values, Ethics and Professional Norms, and Equity
and Cultural Responsiveness. The domain of School Improvement affects all of the clusters, which together
reflect a theory of how educational leader practice influences student achievement.

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
O Professional Growth Planning
O Site-Visits
O Val-Ed 360°
O Working Condition Goals

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

® Other Measures of Student Learning

® Products of Practice (See page 34)
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Professional Practice
The following sections provide a detailed overview of the various sources of evidence used to inform

Professional Practice Ratings.

Professional Growth Planning— 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 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:

|
|

Site-Visits
principals

All principals will participate in Professional Growth Planning each year.

All assistant principals will participate in Self-Reflection and Professional Growth Planning each
year.

Principals/assistant principals will submit their PGP prior to the first instructional day of the
school year, or within their first 30 days of employment.

The progress of professional growth planning will be reviewed between the principal and
evaluator during a mid-year review.

An end-of-year review on the Professional Growth Plan shall be held between the principal and
evaluator prior to or during the summative conference.

The self-reflection and PGP using the district designated forms and/or electronic system

— completed by supervisor of principal — formal site visits are not required for assistant

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:

O

o d

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

The first visit will occur prior to Dec. 1

The second visit will occur after Dec. 1 and prior to April 15

Evidence to support the Principal Performance Standards will be gathered during the site visit to
assist the evaluator in assigning a rating.

The conference will occur within 5 working days following the site visit.
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During the post visit conference progress on the PGP, evidence toward Principal Performance
Standards, as well as monitoring SGG 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.
The Principal and Superintendent will collaborate to choose two of the Principal Performance
Standards to focus on during each site visit, based upon the Principal Self-Reflection.

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:

O

O

Conducted at least once every two years in the school year that TELL Kentucky is not
administered.

The Director of Student Achievement will oversee and administering Val-Ed 360°.

Val-Ed 360° administration will be administered once every two years, in the year when the Tell
Survey is not being administered.

Val-Ed will be administered between January 1 and March 30.

Val-Ed 360° results will be used for Professional Growth Planning and evidence to inform the
rating on the Principal Performance Standards.

The principal, superintendent, superintendent designee, and any additional administrators who
completed the survey for that administrator will have access to Val-Ed 360°

Any employee hired after Nov. 1 will not participate in Val-Ed.

Products of 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.

Sources of evidence that can be used to support educator practice include:

00 SBDM Minutes

Faculty Meeting Agendas and Minutes
Department/Grade Level Agendas and Minutes
PLC Agendas and Minutes

Leadership Team Agendas and Minutes
Instructional Round/Walk-through documentation

Budgets

Ooo0oooooao

EILA/Professional Learning experience documentation
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Surveys

Professional Organization memberships
Parent/Community engagement surveys
Parent/Community engagement events documentation
School schedules

Data Notebooks/Analysis of Data
Documentation of recent events at the school

OO0 0D O @D O

Required:

® Use decision rules to determine an overall rating.

® Record ratings in state approved technology platform.

Rating for professional practice shall be determined prior to or during end-of-year conference which will take
place no later than June 30.

A principal’s Overall Performance Category is determined by the evaluator based on the principal’s
ratings on each standard. Using the sources of evidence for principals/assistant principals,
evaluators will use professional judgment to determine a rating for each performance measure.
Next, the evaluator will use the following decision rules for determining the Professional Practice
Category:

Professional Practice Decision Rules

Apply the District Decision Rules for determining an Overall Professional Practice Rating

IF..... THEN...

Principal or Assistant Principal is rated

Exemplary in at least four (4) of the measures and | Professional Practice Rating Shall be Exemplary
no measure is rated Developing or Ineffective

Principal or Assistant Principal is rated
Accomplished in at least four (4) measure and no
measure is rated Ineffective

Professional Practice Rating Shall be
Accomplished

Principal or Assistant Principal is Rated . . . .
Developing in at least five (5) measures Professional Practice Rating Shall be Developing
Principal or Assistant Principal is Rated

Ineffective in two (2) or more measures Professional Practice Rating Shall be Ineffective

Professional Growth Plan and Summative Cycle
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Based on the overall Professional Practice rating, supervisors will determine the type of Professional

Growth Plan required of the principal. All summative ratings must be recorded in the department

approved technology platform.

APPEALS PROCESS

For appeals to the local evaluation appeals panel, certified personnel shall have the:

1.
2.

Right to a hearing as to every appeal; and

Opportunity reasonably in advance of the hearing for the evaluator and evaluatee to
adequately review all documents that are to be presented to the evaluation appeals panel; and
Right to presence of evaluatee’s chosen representative.

PROCEDURE FOR CERTIFIED PERSONNEL WISHING TO APPEAL AN EVALUATION
A. Summative

1. No more than ten (10) work days after receipt of the summative
evaluation form, the certified employee must present a request on the
appropriate form for a review of the evaluation to the Appeals
Panel c/o the Superintendent. The request must:

a. Be attached to a copy of the summative evaluation form.

b. Include a written statement which details both the
disagreement and the reason(s) for his/her disagreement
(procedural and/or qualitative).

2, The Chair will convene the Appeals Panel and it will complete its
review of the evaluation data no more than five (5) work days after
receipt of the request for review. The panel may issue, to both
appealee and evaluator, no more than two (2) work days after
meeting to review the appeal, an invitation to meet with the panel
(separately, not together). The purpose of this review will be to
obtain additional information needed to prepare for a hearing.
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a. All documentation obtained to this point is made available
to both the evaluator and evaluatee, and both parties are
notified of the hearing date by the Chair of the Appeals Panel.

b. This hearing is to take place no more than five (5) work
days after receipt of the notification.

(¢4 Both the appellant and the evaluator are notified of the right
to be accompanied by a chosen representative.

d. After reviewing all documents and interviewing both

evaluator and appellant, the local appeals panel will reach
its decision by consensus.

e. The panel shall issue its written opinion to the Superin-
tendent, within three (3) work days. A copy of the results
of the hearing shall be placed in the appellant’s official
file, attached to the Summative evaluation in question.

fs The entire process, from the time the appeal is filed until
the panel issues its recommendation to the Superintendent,
must be completed within fifteen (15) work days.

3 The superintendent must respond to the appellant no more than fourteen (14)
calendar days after receipt of the written statement from the Appeals Panel’s Chair.
In cases involving dismissal, the Superintendent’s decision, under law, is final for
non-tenured appealees.

4. (For tenured appellants only.) Under the law, tenured employees facing
dismissal may appeal a Superintendent’s decision to a tribunal created for this
purpose. Note that tribunal members are not employed by the district which
employs the appellant.

5. Opportunity to Appeal: Any certified staff member who feels that the
local district is not properly implementing the evaluation plan according
to the way it was approved by the Department of Education shall have the
opportunity to appeal his/her “evaluation” to the State Board of Education.

THE SELECTION PROCEDURE FOR ELECTED MEMBERS OF THE LOCAL CERTIFIED EVALUATION
APPEALS PANEL

A.

Before September 1, yearly, all certified employees shall be given an application
to serve as a member of the Certified Employee Appeal Panels, if elected.

Employees interested in serving, if elected, are to return their completed
application to the Central Office within one week of receipt.

By September 15, the Central Office will prepare and distribute to all certified
employees a ballot listing alphabetically all applicants, along with their position title and
work location.

Completed ballots are to be returned to the Central Office by the next school day.

Central Office personnel will tabulate ballots and the applicant receiving the
greatest number of votes shall be elected for a two-year term. The applicant
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receiving the second greatest number of votes shall be designated as an alternate
member in case one of the regular members cannot serve on the panel. The
alternate member will serve a one year term.

F. Annually, the names of the elected applicants shall be presented to the Board at
its next meeting so that the Board may appoint them to serve on the panel.

G. Every two years the superintendent will present to the Board, one certified
member and one alternate from central office staff to serve a two year term on
the panel.

Once elected and appointed to the Local Evaluation Appeals Panel, a certified employee shall not serve a
subsequent term, which is successive.

EVALUATION FOLDER

The evaluatee and evaluator shall each set up a school evaluation folder which will hold
the following:

-- Professional Growth Plan(s)
-- Post-Observation Conference Formative Report Forms, as required
-- Individual Corrective Action Plan(s), as needed

-- Evaluatee or evaluator notes that may have a bearing upon the evaluation
process

-- Summative Evaluation for Teachers/other Professionals/Administrators
Form

The above items will constitute the basic information which will be used to complete the
Summative Evaluation Report. The school evaluation folder will assist in keeping all evaluative
information or data in good order.

At the end of the evaluatee’s evaluation cycle, as required, evaluators will cause to be placed in
evaluatee’s folders at the Central Office, the originals of the Summative Evaluation Form created
during the evaluation cycle. This form is to be considered the official copy of the evaluatee’s

performance report.

Notes:
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(1) For areas of strength, enrichment, and/or improvement, specific Domains or
Standards and Criteria will be noted in the Formative Report form; either in narrative
or by listing number and letter.

(2) Prescription - Action plan, procedures, or activities for any area of
improvement shall be written on the applicable form or attached to it.

(3) No item regarding poor or unacceptable performance, may
be listed on either Formative or Summative Form(s) unless it is written
and a copy given to the evaluatee.

(4) The evaluator’s notes, at his/her option, may be attached to Formative
Forms. Where they are, they become part of the official record and
must be legible to both evaluator and evaluatee.
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(5) Records retention of the school (evaluator’s working) evaluation folder
should be as follows:

(a) Seven years, including four years of annual evaluation data for
non-tenured employees, and three years data from the evaluation
cycle after employee has gone on tenure;

(b) Thereafter six years, which includes data from two evaluation
cycles for tenured certified employees.

M. CONFIDENTIALITY OF RECORDS

The personnel evaluation records, specifically the personnel evaluation folder and its contents, will
be treated with the same confidentiality as other personnel records.

The records will be accessible only to the evaluatee and administrators who supervise, or share the
supervision of, the evaluatee. Generally, this will include the Evaluator and Assistant Evaluator in
evaluatee’s building, the Superintendent, Assistant Superintendents, and Program Coordinators.

Records may be subpoenaed in cases where litigation occurs. The records will be kept in the office
of the Superintendent. Supportive data to the evaluation, which may be housed in the employee’s
school folder and which has already been copied for the evaluator and evaluatee, may be
subpoenaed in cases where litigation occurs.

Each evaluator is responsible for maintaining complete and timely records for all individuals under
his/her supervision.
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APPENDICES

Kentucky’s School Certified Personnel Code of Ethics Appendix A

Woodford County Schools Evaluation Forms for Central Office Appendix B
Directors and Other Professionals

All Woodford County Schools job descriptions are available at Central Office.
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Appendix A
PROFESSIONAL CODE OF ETHICS
FOR KENTUCKY SCHOOL CERTIFIED PERSONNEL
16 KAR 1:020

Certified personnel in the Commonwealth:

1. Shall strive toward excellence, recognize the importance of the pursuit of truth, nurture democratic citizenship, and
safeguard the freedom to learn and to teach;

2. Shall believe in the worth and dignity of each human being and in educational opportunities for all;

3. Shall strive to uphold the responsibilities of the education profession, including the following obligations to
students, to parents, and to the education profession:

STUDENTS

-Shall provide students with professional education services in a non-discriminatory manner and in consonance with
accepted best practice known to the educator.

-Shall respect the constitutional rights of all students.

-Shall take reasonable measures to protect the health, safety, and emotional well-being of students.

-Shall not use professional relationships or authority with students for personal advantage.

-Shall keep in confidence information about students which has been obtained in the course of professional service,
unless disclosure serves professional purposes or is required by law.

-Shall not knowingly make false or malicious statements about students or colleagues.

-Shall refrain from subjecting students to embarrassment or disparagement.

-Shall not engage in any sexually related behavior with a student with or without consent, but shall maintain a
professional

approach with students. Sexually related behavior shall include such behaviors as

sexual jokes; sexual remarks; sexual kidding or teasing; sexual innuendo; pressure for dates or sexual favors;
inappropriate physical touching, kissing,

or grabbing; rape; threats of physical harm; and sexual assault.

THE PARENTS

-Shall make reasonable effort to communicate to parents information which should be revealed in the interest of the
student.

-Shall endeavor to understand community cultures and diverse home environments of students.

-Shall not knowingly distort or misrepresent facts concerning educational issues.

-Shall distinguish between personal views and the views of the employing educational agency.

-Shall not interfere in the exercise of political and citizenship rights and responsibilities of others.

-Shall not use institutional privileges for private gain, for the promotion of political candidates, or for partisan political
activities.

-Shall not accept gratuities, gifts, or favors that might impair or appear to impair professional judgment, and shall not
offer any of these to obtain special advantage.

EDUCATION PROFESSION

-Shall exemplify behaviors which maintain the dignity and integrity of the profession.

-Shall accord just and equitable treatment to all members of the profession in the exercise of their professional rights
and responsibilities.

-Shall keep in confidence information acquired about colleagues in the course of employment, unless disclosure serves
professional purposes or is required by law.

-Shall not use coercive means or give special treatment in order to influence professional decisions.

-Shall apply for, accept, offer, or assign a position or responsibility only on the basis of professional preparation and
legal qualifications.

-Shall not knowingly falsify or misrepresent records of facts relating to the educator’s own qualifications or those of
other professionals.
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WOODFORD COUNTY PUBLIC SCHOOLS
EVALUATION PLAN FORMS

Individual Corrective Action Plan

Local Evaluation Appeals Form

Application for Election to Membership Local Evaluation Appeals Panel

TPGES Summative Evaluation 2017-2020 School Year

PPGES Summative Evaluation 2017-2020 School Year

Woodford County Public Schools Summative Conference Form for Central Office Administrators
Woodford County Public Schools Summative Conference Form for School Librarians & Media Specialist
Woodford County Public Schools Summative Conference Form for School Guidance Counselors
Woodford County Public Schools Summative Conference Form for School Psychologists

Woodford County Public Schools Summative Conference Form for School Speech Pathologists
Woodford County Public Schools Summative Conference Form for Social Worker

Woodford County Public Schools Summative Conference Form for Curriculum Coach

Woodford County Public Schools Summative Conference Form for Technology Integration Specialist
Woodford County Public Schools Summative Evaluation Form for Central Office Administrators
Woodford County Public Schools Summative Evaluation Form for School Librarians & Media Specialist
Woodford County Public Schools Summative Evaluation Form for School Guidance Counselors
Woodford County Public Schools Summative Evaluation Form for School Psychologists

Woodford County Public Schools Summative Evaluation Form for School Speech Pathologists
Woodford County Public Schools Summative Evaluation Form for Social Worker

Woodford County Public Schools Summative Evaluation Form for Curriculum Coach

Woodford County Public Schools Summative Evaluation Form for Technology Integration Specialist

Woodford County Public Schools Professional Growth Plan
Peer Observation Reflection Form

Woodford County Public Schools Signature Page
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Form B

Form C

Form D

Form E

Form F

Form G

Form H

Form |

FormJ

Form K

Form L

Form M

Form N

Form O

Form P

Form Q

Form R

Form S

Form T

Form U

FormV

Form W

Form X

Appendix B



School Year

WOODFORD COUNTY SCHOOLS

INDIVIDUAL CORRECTIVE ACTION PLAN

Form A

Name
Date
Work Site
Standard/ Growth Procedures and Activities Evidence of Growth
Performance Objective/Goal(s) for Achieving Goals and And Target Dates
Measure (describe desired Objectives (including

outcomes)

support personnel)

Individual Corrective Action Plan Developed:

Review Status:
Achieved

Not Achieved

(Evaluatee’s Signature) (Date) (Evaluatee’s Signature) (Date)
(Evaluator’s Signature) (Date) (Evaluator’s Signature) (Date)
Additional Dates Met To:

Review/Discuss/Plan
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Form B

WOODFORD COUNTY SCHOOLS
LOCAL EVALUATION APPEALS FORM

Evaluation records may be presented to and reviewed by the Appeals Panel.

Reason for the appeal of Summative Evaluation: (Attach pages as needed)

Submit this form no more than ten (10) work days after receipt of the Summative Evaluation
being appealed to the Certified Evaluation Appeals Panel c¢/o the Superintendent.

Signature of Appellant Date Appeal is Filed
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Form C

WOODFORD COUNTY SCHOOLS
APPLICATION FOR ELECTION TO MEMBERSHIP
LOCAL EVALUATION APPEALS PANEL

EVALUATION PLAN

l, , am willing to serve as a member of the Local
Evaluation Appeals Panel, if elected to do so by the District’s certified employees.

Signature Date

School Grade/Subject Area

Appendix B
Form D
WOODFORD COUNTY SCHOOLS TPGES SUMMATIVE EVALUATION FORM

Evaluatee’s Name Date School
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WOODFORD COUNTY SCHOOLS
SUMMATIVE CONFERENCE FORM
FOR CENTRAL OFFICE ADMINISTRATORS

ANALYSIS OF PERFORMANCE AND BASIS FOR INDIVIDUAL
PROFESSIONAL GROWTH PLAN/SUMMATIVE EVALUATION

Form F

(Evaluator and evaluatee discuss and complete prior to developing the teacher’s Professional Growth Plan and summative
evaluation instruments. This analysis document is the summary of data collected for formative purposes. This could
include observations, professional development activities, evaluation folder entries, products, units of study, etc. One

overall score per measure)

Evaluatee/Observee Content Area Grade(s)
Evaluator/Observer Position
Date of Conference (analysis) School
Standards Performance Criteria
Performance Measure: Instruction : Developin ;
Standard 1: Instructional Leadership daiieetise g agtemiplahad | Exemplary

1.1 Leads the collaborative development and
sustainment of a shared vision for educational
improvement and works with staff, students,
parents, school councils and other
stakeholders to develop a mission and
programs consistent with the school and
district improvement plan.

1.2 Collaboratively plans, implements,
supports, monitors, and evaluates instructional
programs that enhance teaching and student
academic progress, and lead to continuous
school improvement.

1.3 Analyzes current academic achievement
data and instructional strategies to make
appropriate educational decisions to improve
classroom instruction, increase student
achievement, and improve overall school
effectiveness.

1.4 Demonstrates knowledge of research-
based instructional best practices

1.5 Works collaboratively with staff to
identify student needs and to design, revise,
and monitor instruction to ensure effective
delivery of the required curriculum.

1.6 Supports teachers to access resources
(e.g., time, fiscal, human) for the successful
implementation of effective instructional
strategies.

1.7. Monitors and evaluates the use of
assessment of and for learning (e.g.,
diagnostic, formative, summative
assessments) to inform instructional practices
and to provide timely and accurate feedback
to students and parents.*

1.8. Works with school council to design and
implement effective and efficient schedules
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that protect and maximize instructional time.

1.9 Provides the instructional focus and
creates the culture for continuous learning of
all members of the school community.

1.10 Supports professional learning and
instructional practices that incorporate the use
of multiple sources of data and result in
increased student growth

1.11. Participates, as appropriate, in
professional learning alongside teachers when
instructional strategies are being taught for
future implementation.

1.12. Demonstrates the importance of
professional growth by providing adequate
time and resources for teachers and staff to
participate in professional learning (i.e., peer
observation, mentoring, coaching, study
groups, learning teams).

1.13. Evaluates the impact professional
learning has on the staff/school improvement
and student academic progress.

Standards Performance Criteria

Performance Measure: Environment
Standard 2: School Climate

Ineffective

Developin
g

Accomplished

Exemplary

2.1 Incorporates knowledge of the social,
cultural, leadership, and political dynamics of
the school community to cultivate a positive
academic learning environment.

2.2 Consistently models and collaboratively
promotes high expectations, mutual respect,
concern, and empathy for students, staff,
parents, and community.

2.3. Uses shared decision-making and
collaboration to build relationships with all
stakeholders and maintain positive school
morale.

2.4. Promotes a culture of collaboration, trust
and shared leadership.

2.5. Supports the staff through continuous
improvement efforts

2.6. Addresses barriers to teacher and staff
performance and provides positive working
conditions to encourage retention of highly
effective personnel.

2.7 In collaboration with the school council,
as appropriate, ensures a school safety plan is
developed and implemented in alignment with
district policy.

2.8. Involves students, staff, parents, and the
community to create and sustain a positive,
safe, and healthy learning environment which
reflects state, district, and local school
policies, and procedures.

2.9. In collaboration with the school council,
leads the development and/or implements best
practices in school-wide behavior
management that are effective within the
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school community and communicates
behavior management expectations to
students, teachers, and parents.

2.10. Is visible, approachable, and dedicates
time to listen to the concerns of students,
teachers, and other stakeholders.

2.11. Maintains a positive, inviting school
environment that celebrates, promotes and
assists in the development of the whole
child/student, and values every child/student
as an important member of the school
community.

Performance Measure: Environment
Standard 5: Communication and
Community Relations

5.1 Plans for and solicits staff, parent, and
stakeholder input to promote effective
decision-making and communication when
appropriate.

5.2 Communicates the mission and shared
vision, long-and short-term goals, and the
school improvement plan to all stakeholders.

5.3 Disseminates information to staff,
parents, and other stakeholders in a timely
manner through multiple channels and
sources.

5.4 Involves students, parents, staff and other
stakeholders in a collaborative effort to
establish positive relationships.

5.5 Maintains visibility and accessibility to
students, parents, staff, and other
stakeholders.

5.6 Speaks and writes in an explicit and
professional manner to students, parents, staff,
and other stakeholders.

5.7 Provides a variety of opportunities for
parent and family involvement in school
activities.

5.8 Collaborates and networks with
colleagues and stakeholders to effectively
utilize the resources and expertise available in
the local community.

5.9 Advocates for students and acts to
influence local, district, and state decisions
affecting student learning

5.10 Assesses, plans for, responds to, and
interacts with the larger political, social,
economic, legal, and cultural context that
affects schooling based on relevant evidence.

Performance Measure: Planning
Standard 3: Human Resource
Management

Ineffective

Developin
g

Accomplished

Exemplary

3.1. Actively participates in an effective and
efficient selection process in consultation with
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the school council

3.2. Assigns highly-effective staff in a fair
and equitable manner based on student and
school needs, assessment data, and local and
state requirements.

3.3. Supports formal building-level employee
induction processes and informal procedures
to support and assist all new personnel.

3.4. Provides a mentoring process for all new
and targeted instructional personnel.

3.5. Manages the supervision and evaluation
of staff in accordance with local and state
requirements.

3.6. Properly implements the teacher and
staff effectiveness systems, supports the
important role evaluation plays in teacher and
staff learning, and evaluates performance of
personnel using multiple data sources.

3.7 Documents evidence of teacher
effectiveness, provides timely, on-going
formal and informal feedback on strengths
and areas of growth, and provides support,
access to resources, and professional learning
opportunities for teachers and staff to improve
job effectiveness.

3.8. Makes appropriate recommendations
relative to personnel transfer, retention,
promotion, and dismissal consistent with
established policies and procedures and with
student academic growth as a significant
consideration.

3.9. Recognizes and supports highly effective
teachers and staff and cultivates their
leadership potential.

3.10.  Maximizes human resources by
building on the strengths of teachers and staff
members through the collaborative
development and implementation of the
professional growth plan that aligns with the
school and/or district plan.

Performance Measure: Planning
Standard 4: Organizational Management

4.1. Demonstrates and communicates a
working knowledge and understanding of
Kentucky school laws and regulations, and
school/district policies and procedure.

4.2. Establishes, in collaboration with the
school council, and enforces policies and
procedures to ensure a safe, secure, efficient,
and orderly facility and grounds

4.3 Monitors and provides efficient
supervision for all physical plant and related
activities through an appropriate process

4.4 Identifies potential organizational,
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operational, or resource-related problems and
addresses them in a timely, consistent, and
effective manner.

4.5 Reviews fiscal records regularly to ensure
accountability for all funds.

4.6 In collaboration with the school council,
plans and prepares a fiscally responsible
budget to support the school’s mission and
both long- and short-term goals through
effective resource allocation.

4.7 Follows state and local policies with
regard to finances, school accountability, and
reporting

4.8 Implements strategies for the inclusion of
staff and stakeholders in various planning
processes, shares in management decisions,
and delegates duties as applicable, resulting in
an effective and efficient workplace

Performance Measure: Professionalism
Standard 6: Professionalism

Ineffective

Developin
g

Accomplished

Exemplary

6.1 Creates a culture of respect,
understanding, sensitivity, and appreciation
for students, staff, and other stakeholders, and
models these attributes on a daily basis.

6.2 Works within professional and ethical
guidelines to improve student learning and to meet
school, district, and state requirements.

6.3 Maintains a professional appearance and
demeanor.

6.4 Models professional behavior and cultural
competency to students, staff, and other
stakeholders.

6.5 Maintains confidentiality.

6.6 Maintains a positive, optimistic, and
straight-forward attitude.

6.7 Provides leadership in the exchange of
ideas and information with staff and other
professionals.

6.8 Works in a collegial and collaborative
manner with other administrators, school
personnel, and other stakeholders to
communicate, promote, and support the
shared vision, mission, and goals of the
school district.

6.9 Assumes responsibility for personal
professional growth through accurate self-
reflection on professional practice, and
engages in continuous learning.

6.10 Contributes and supports the
development of the profession through service
as an instructor, mentor, coach, presenter,
and/or researcher.

6.11 Remains current with research related to
educational issues, trends, and practices and
maintains a high level of technical and
professional knowledge.
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Ineffective Developing Accomplished Exemplary
Planning
Environment
Instruction
Professionalism
Overall Performance Rating | Rated “E” in 4 Evaluatee Evaluator Comments: O |agree with
O EXEMPLARY or more; no Comments: evaluation.
O  ACCOMPLISHED | “D”or“l"= o | disagree with
O DEVELOPING E evaluation.
O INEFFECTIVE *Any Performance
Standard rating of
“ineffective” requires
development of an
ICAP.
Form G
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WOODFORD COUNTY SCHOOLS
SUMMATIVE CONFERENCE FORM
FOR LIBRARIANS & MEDIA SPECIALIST
ANALYSIS OF PERFORMANCE AND BASIS FOR INDIVIDUAL
PROFESSIONAL GROWTH PLAN/SUMMATIVE EVALUATION




Teacher

Grade Level / Subject(s)

Observer

Post-Observation Conference Date

Domain 1: Planning & Preparation

Domain 2: The Library

Rating A Rating
Environment
1A4 - Demonstrating Knowledge of 2A4- Creating an environment of
Content Curriculum and Process D| A respect and rapport D A
1B - Demonstrating Knowledge of 2B - Establishing a Culture for
Students D| A Learning D A
1C- Supporting Instructional Goals D| A 2C - Managing Library Procedures D A
1D - Demonstrating Knowledge and 2D - Managing student behavior
Use of Resources D| A D A
1E - Demonstrating a Knowledge of 2FE - Organizing physical space
Literature and Lifelong Learning pl A D A
IF - Collaborating in the Design of
Instructional Experiences D| A
Domain 1 Rating Dl A Domain 2 Rating D A
Domain 3: Instruction/Delivery of : Domain 4: Professional :
. Rating R Rating
Service Responsibilities
3A4 - Communicating Clearly and 4A4 - Reflecting on Practice
Accurately D| A D A
3B - Using Questioning and Research 4B - Maintaining Accurate
Techniques D| A Records D A
3C - Engaging Students in Learning 4C - Communicating with School
D| A 2 D A
Staff and Community
3D - Assessment in Instruction (whole 4D - Participating in a Professional
class, one-on-one and small group) D| A Community D A
3E - Demonstrating Flexibility and 4E - Growing and Developing
Responsiveness D| A Professionally D A
4F Collection Development and
Maintenance D A
4G- Managing the Library Budget D
4H- Managing Personnel D A
4I- Professional ethics D
D| A Domain 4 D
Domain 3 Rating
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Professional Practice Rating

Overall Performance Category

Rating

Professional Practice Rating |

Comments/Notes

Recommendations

Continue Employment

Corrective Action

Non-Renewal

Signatures |

Teacher

Date

|

*Signature of employee denotes sharing of results, not necessarily agreement with the ratings

WOODFORD COUNTY SCHOOLS
SUMMATIVE CONFERENCE FORM

FOR SCHOOL GUIDANCE COUNSELORS/SOCIAL WORKERS
ANALYSIS OF PERFORMANCE AND BASIS FOR INDIVIDUAL
PROFESSIONAL GROWTH PLAN/ SUMMATIVE EVALUATION
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Form H




Teacher

Grade Level / Subject(s)

Observer

Post-Observation Conference Date

Domain 1: Planning & Preparation

Domain 2: The

Ragns Environment Batloe
1A - Demonstrating knowledge of 2A - creating an
counseling theory and techniques D | A environment of D
respect and rapport
1B - Demonstrating knowledge of 2B - Establishing a
child and adolescent development culture for
D | A : D
productive
communication
1C - Establishing goals for the 2C - Managing
counseling program appropriate to the N routines and D
setting and the students served procedures
1D - Demonstrating knowledge of 2D - Establishing
state and federal regulations and of standards of conduct
resources both within and beyond the and contributing to
school and district D| A the culture for D
student behavior
throughout the
school
1E - Plan in the counseling program 2E - Organizing
integrated with the regular school p | A physical space D
program
IF - Developing a plan to evaluate the
counseling program Dl A
Domain 1 Rating D | A Domain 2 Rating D
Domain 3: Delivery of Service Domain 4:
Rating Professional Rating
Responsibilities
34 - Assessing student needs 4A - Reflecting on
D | A practice D
3B - Assisting students and teachers in 4B - Maintaining
the formulation of academic personal records and
social and career plans based on D | A submitting them in a D
knowledge of student needs timely fashion
3C - Using counseling techniques is 4C -
individual and classroom programs D | A Communicating D
with families
3D - Brokering resources to meet 4D - Participating in
needs D | A a profess.ional D
community
3E - : Demonstrating flexibility and 4E - Engaging in
responsiveness D | A professional D
development
4F - Showing D
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professionalism

Domain 3 Rating 1 D|A|E Domain 4 I D A
Professional Practice Rating I D A
Overall Performance Category
Rating
Professional Practice Rating I D A E
Overall Performance I b A E
Category
Comments/Notes
Recommendations
Continue Employment Corrective Action Non-Renewal
Signatures
Teacher Date fvaluato Date

*Signature of employee denotes sharing of results, not necessarily agreement with the ratings

Form |
WOODFORD COUNTY SCHOOLS
SUMMATIVE CONFERENCE FORM
FOR SCHOOL PSYCHOLOGISTS
ANALYSIS OF PERFORMANCE AND BASIS FOR INDIVIDUAL
PROFESSIONAL GROWTH PLAN/ SUMMATIVE EVALUATION
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(Evaluator and evaluatee discuss and complete prior to developing the teacher’s Professional Growth Plan and
summative evaluation instruments. This analysis document is the summary of data collected for formative purposes.
This could include observations, professional development activities, evaluation folder entries, products, units of study,

etc.)

Teacher

Grade Level / Subject(s)

Observer

Post-Observation Conference Date

Domain 1: Planning & Preparation Rating Domfln 2: The Rating
Environment
1A - Demonstrating knowledge of skill 2A4 — Establishing
in using psychological instruments to D | A rapport with D A E
evaluate students. students
1B - Demonstrating knowledge of 2B - Establishing a
child and adolescent development and culture for positive
psychopathology D | A mental health D A E
throughout the
school
1C - Establishing goals for the 2C - Establishing
psychology program appropriate to the Dl A and maintaining D & E
setting and the students served clear procedures for
referrals
1D - Demonstrating knowledge of 2D — Establishing
state and federal regulations and of standards of conduct
resources both within and beyond the D | A in the testing center D A E
school and district
1E — Planning the psychology program 2E - Organizing
integrated with the regular school physical space for
program to meet the needs of D | A testing the students D A E
individual students, including and storage of
prevention materials
1F - Developing a plan to evaluate the
psychology program Dl A
Domain 1 Rating D | A Domain 2 Rating D A E
Domain 3: Delivery of Service Domain 4:
Rating Professional Rating
Responsibilities
34 — Responding to referrals, 4A - Reflecting on
cons.ul.ting with teachers and D | A practice D A E
administrators
3B — Evaluating student needs and 4B -
compliance with National Association Communicating
of School Psychologist (NASP) D | A with families D A E
guidelines
3C — Chairing Evaluation team 4C — Maintaining
accurate records D E
3D — Planning interventions to 4D - Participating in A E
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maximize student’s likelihood of a professional
success. community
3E - : Maintaining contact with 4E - Engaging in
physicians and community mental professional
health service providers TiBpa)® development L b 4 E
3F—D§monstrate flexibility and I1lplalE 4F - Shpwmg I D A E
responsiveness professionalism
Domain 3 Rating I | D|A|E Domain 4 I D A E
Professional Practice Rating I D A E
Overall Performance Category
Rating
Professional Practice Rating I D A E
Overall Performance I D A E
Category
Comments/Notes
Recommendations
Continue Employment Corrective Action Non-Renewal
Signatures
Teacher Date Evaluato Date
*Signature of employee denotes sharing of results, not necessarily agreement with the ratings
Form

WOODFORD COUNTY SCHOOLS
SUMMATIVE CONFERENCE FORM
FOR RELATED SERVICE PROVIDERS (Speech, OT/PT, etc...)
ANALYSIS OF PERFORMANCE AND BASIS FOR INDIVIDUAL
PROFESSIONAL GROWTH PLAN/ SUMMATIVE EVALUATION
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(Evaluator and evaluatee discuss and complete prior to developing the teacher’s Professional Growth Plan and

summative evaluation instruments. This analysis document is the summary of data collected for formative purposes.
This could include observations, professional development activities, evaluation folder entries, products, units of study,

etc.)

Teacher

Grade Level / Subject(s)

Observer

Post-Observation Conference Date

Domain 1: Planning & Preparation

Domain 2: The

Rahtne Environment el
14 - Demonstrating knowledge of skill 2A — Establishing
in the specialist therapy area holding p | A rapport with D E
the relevant certificate or license. students
1B — Establishing goals for the therapy 2B — Organizing
program appropriate to the setting and time effectively
D | A D E
student served
1C Demonstrating knowledge of 2C - Establishing
district, state, and federal regulations and maintaining
T i D | A D E
and guidelines. clear procedures for
referrals
1D — Demonstrating knowledge of 2D — Establishing
resources both within and beyond the Dl A standards of conduct D E
school and district. in the treatment
center
1E — Planning the therapy program 2E - Organizing
integrated with the regular school physical space for
program to meet the needs of D | A testing the students D E
individual students. and storage of
materials
1F - Developing a plan to evaluate the
therapy program Dl A
Domain 1 Rating D| A Domain 2 Rating D E
Domain 3: Delivery of Service Domain 4:
Rating Professional Rating
Responsibilities
34 — Responding to referrals and 4A4 - Reflecting on
evaluating student needs D | A practice D E
3B — Developing and implementing 4B — Collaborating
treatment plans to maximize student with teachers and
success D | A administrators D E
3C — Communicating with families 4C — Maintaining an
D | A effective data D E
management system
3D — Collecting information, writing 4D - Participating in
reports Dl A a profess.ional D E
community
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3E - Demonstrate flexibility and 4E - Engaging in
responsiveness I | D | A | E | professional I D A E
development
4F - Showing
professionalism
including integrity I D A E
advocacy and
maintaining
confidentiality
Domain 3 Rating I | D|A|E Domain 4 I D A E
Professional Practice Rating I D A E
Overall Performance Category
Rating
Professional Practice Rating I D A E
Overall Performance I D & Ik
Category
Comments/Notes
Recommendations
Continue Employment Corrective Action Non-Renewal
Signatures
Teacher Date fvaluato Date
*Signature of employee denotes sharing of results, not necessarily agreement with the ratings
FormL

WOODFORD COUNTY SCHOOLS
POST-OBSERVATION CONFERENCE AND
FORMATIVE REPORT FORM FOR CURRICULUM COACH
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Teacher
Grade Level / Subject(s)
Observer
Post-Observation Conference Date
Domain 1: Planning & Preparation Rating Domz.un 2: The Rating
Environment
1A - Demonstrating knowledge of 2A — Creating an
current trends in specialty area and environment of trust
; D | A D A E
professional development and respect
1B — Demonstrating knowledge of the 2B — Establishing a
school’s program and levels of teacher Dl A culture for ongoing D A E
skill in delivering that program instructional
improvement
1C--. Establishing goals for the 2C — Establishing
instructional support program clear procedures for
appropriate to the setting and the D| A teachers to gain D A E
teachers served access to the
instructional support
1D —. Demonstrating knowledge of 2D — Establishing
resources both within and beyond the and maintaining
school and district D | A norms of behavior D A E
for professional
interactions
1E — Planning the instructional 2E - Organizing
support program integrated with the physical space for
D | A D A E
overall school program workshops or
training
1F - Developing a plan to evaluate the
instructional support program D | A
Domain 1 Rating D | A Domain 2 Rating D A E
Domain 3: Delivery of Service Domain 4:
Rating Professional Rating
Responsibilities
34 — Collaborating with teachers in 4A - Reflecting on
the design of instructional units and D | A practice D A E
lessons
3B — Engaging teachers in learning 4B - Preparing and
new instructional skills submitting budgets
D | A and reports D A E
3C - Sharing expertise with staff 4C — Coordinating
Dl A yvork w'ith other D A E
instructional
specialists
3D — Locating resources for teachers to 4D - Participating in
support instructional improvement Dl A a profess_ional D % E
community
3E - Demonstrate flexibility and 4E - Engaging in
responsiveness D | A professional D A E
development
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4F - Showing
profes.smn.allsm_ I D A
including integrity
confidentiality
Domain 3 Rating I1 | D] A Domain 4 1 D A
Professional Practice Rating i | D A
Overall Performance Category
Rating
Professional Practice Rating D A E
Overall Performance D A E
Category
Comments/Notes
Recommendations
Continue Employment Corrective Action Non-Renewal
Signatures
Teacher Date ll?valuato Date

*Signature of employee denotes sharing of results, not necessarily agreement with the ratings
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Form M

WOODFORD COUNTY SCHOOLS
POST-OBSERVATION CONFERENCE AND FORMATIVE REPORT FORM
FOR TECHNOLOGY INTEGRATION SPECIALIST

Teacher Date of Observation School
Subject Area Period / Time Grade / Level
Teacher Standards Meets | Growth Comments/
Needed and/or

Prescription for Growth

Standard 1: The Teacher Demonstrates
Applied Content Knowledge
1.1 Communicates concepts, processes, and
knowledge.

1.2 Connects content to life experiences of
students.

1.3 Demonstrates instructional strategies that
are appropriate content.

1.4 Guides students to understand content from
various, diverse, multi-cultural, and/or
global perspectives.

1.5 Identifies and addresses student’s
misconceptions of content.

Standard 2: The Teacher Designs and Plans
Instruction
2.1 Plans assessments to guide instruction and
measure learner outcomes.

2.2 Develops significant learner outcomes
aligned with Program of Studies and Core

Content for Assessment.

2.3 Plans instructional strategies and activities

that address learner outcomes for all
students.

Standard 3: The Teacher Creates and

Maintains Learning Climate
3.1 Communicates high expectations.

3.2 Establishes and maintains a safe, positive
and productive learning environment.

3.3 Values and supports student diversity by
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addressing individual needs.

Standard 4: The Teacher Implements and
Manages Instruction
4.1 Uses a variety of instructional strategies
that support and accomplish learner
outcomes, actively engage students, and
facilitate higher order thinking.

4.2 Implements instruction based diverse
student needs and assessment data.

4.3 Uses time and resources effectively.

Meets

Growth
Needed

Standard 5: The Teacher Assesses and
Communicates Learning
Results
5.1 Frequently uses pre-assessments on-going
formative and summative assessments to
analyze and evaluate student performance
data.

5.2 Communicates learning results to students
and parents.

5.3 Allows opportunity for student self-
assessment and improved academic
performance.

Standard 6: The Teacher Demonstrates the
Implementation of Technology

6.1 Uses available technology to design, plan
instruction, and implement instruction that
facilitates student learning.

6.2 Integrates student use of available

technology into instruction.

6.3 Uses available technology to assess and
communicate student learning.

6.4 Demonstrates ethical and legal use of
technology.

Standard 7: Reflects on and Evaluates
Teaching and Learning
7.1 Uses data to reflect on and evaluate student

Meets

Growth
Needed

learning.
7.2 Uses data to reflect on and evaluate
instructional practice.
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7.3 Uses data to reflect on and identify areas
for professional growth.

Standard 8: Collaborates with Colleagues/
Parents/Others
8.1 Uses collaboration to enhance student
learning.

8.2 Designs a plan to enhance student learning
that includes appropriate parties in the
collaborative efforts.

8.3 Implements planned activities that enhance
student learning and engage all appropriate
parties.

8.4 Analyzes data to evaluate the outcomes of
collaborative efforts.

Standard 9: Evaluates Teaching and Imple-
ments Professional Development
9.1 Identifies priorities for professional
development based on self-assessment,
student performance data and feedback
through Professional Learning
Communities.

9.2 Designs a Professional Growth Plan that
addresses identified priorities.

9.3 Shows evidence of professional growth and
reflection on the identified priority areas

and impact on instructional effectiveness
and student learning.

Standard 10: Provides Leadership Within
School/Community/Profession
10.1 Collaborates with a school administrator
to
identify leadership opportunities that

enhance student learning and/or
professional environment of the school.

10.2Engages in leadership activities.

10.3Evaluates executed leadership efforts.

Standard 11: Professional Responsibilities

11.1 The teacher demonstrates professional
leadership within the school, community,
and education profession to improve
student learning and well-being.

REFLECTION

AT A— OO TF AT AT
AITA CULLECIIUIV

(Areas of Strength, Enrichment and/or Improvement)

TEACHER REFLECTION
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Evaluatee: Agree with this formative

evaluation Evaluatee’s Signature Date

Disagree with this formative

evaluation Evaluator’s Signature Date
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Form N

Tenured
Non-Tenured

WOODFORD COUNTY SCHOOLS
SUMMATIVE EVALUATION FOR CENTRAL OFFICE ADMINISTRATORS

(This summarizes all the evaluation data including formative data, products and performances, evaluation folder
materials, professional development activities, conferences, and other documentation.)

Evaluatee Grade/Content Area

Evaluator Position

School

Domain Overall Rating

Planning I D A E
Environment | D A E
Instruction | D A E
Professionalism I D A E

Individual Professional Growth Plan reflects a desire/need to acquire further knowledge/skills in the standard number(s)
checked below:
Il 2, 3. 4, 5. 6.

Evaluatee’s comments:

Evaluator’s comments:

ITo be signed after all information above has been completed and discussed: I
Evaluatee: Agree with this summative evaluation
Disagree with this summative evaluation Signature Date

Opportunities for appeal processes at both the local and state levels are a part of Woodford County Public Schools
evaluation plan.

Employment Recommendation to Central Office:
Recommends for re-employment
Does not recommend for re-employment Evaluator’s Signature Date

Certified employees must make their appeals to this summative evaluation within the time frames, mandated in 704 KAR
3:345 Sections 7, 8, 9, and the local district plan.

*Any rating in the “does not meet” column, requires the development of an Individual Corrective Action Plan.
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Form O
WOODFORD COUNTY SCHOOLS
SUMMATIVE EVALUATION FOR LIBRARIANS & MEDIA SPECIALISTS

(This summarizes all the evaluation data including formative data, products and performances, evaluation folder
materials, professional development activities, conferences and other documentation.)

Evaluatee Grade/Content Area

Evaluator Position

School

Domain Overall Rating

Planning and | D A E
Preparation

The | D A E
Environment

Delivery of | D A E
Service

Professional | D A E
Responsibilities

Individual Professional Growth Plan reflects a desire/need to acquire further knowledge/skills in the standard number(s)
checked below:

1. 2. 3 4, 5. 6.

Evaluatee’s comments:

Evaluator’s comments:

To be signed after all information above has been completed and discussed.

Evaluatee: Agree with this summative evaluation
Disagree with this summative evaluation Signature Date

Opportunities for appeal processes at both the local and state levels are a part of the Woodford County Schools
evaluation plan.

Employment Recommendation to Central Office:
Recommends for re-employment
Does not recommend for re-employment Supervisor’s Signature Date

Certified employees must make their appeals to this summative evaluation within the time frames, mandated in 704
KAR 3:345 Sections 7, 8, 9 and the local district plan.
*Any rating in the “does not meet” column requires the development of an Individual Corrective Action Plan.
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Form P
Tenured
Non-Tenured

WOODFORD COUNTY SCHOOLS
SUMMATIVE EVALUATION FOR SCHOOL GUIDANCE COUNSELORS/SOCIAL WORKERS

(This summarizes all the evaluation data including formative data, products and performances, evaluation folder
materials, professional development activities, conferences, and other documentation.)

Evaluatee Grade/Content Area
Evaluator Position
School

Domain Overall Rating

Planning and I D A E
Preparation

The | D A E
Environment

Delivery of | D A E
Service

Professional | D A E
Responsibilities

Individual Professional Growth Plan reflects a desire/ need to acquire further knowledge/ skills in the standard
number(s) checked below:
1. 2. 3. 4.

Evaluatee’s comments:

Evaluator’s comments:

To be signed after all information above has been completed and discussed.

Evaluatee: Agree with this summative evaluation
Disagree with this summative evaluation Signature Date

Opportunities for appeal processes at both the local and state levels are a part of the Woodford County Schools
evaluation plan.

Employment Recommendation to Central Office:
Recommends for re-employment
Does not recommend for re-employment Supervisor’s Signature Date

Certified employees must make their appeals to this summative evaluation within the time frames, mandated in 704
KAR 3:345 Sections 7, 8,9, and the local district plan.
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* Any rating in the “does not meet” column requires the development of an Individual Corrective Action Plan.

Form Q
WOODFORD COUNTY SCHOOLS
SUMMATIVE EVALUATION FOR SCHOOL PSYCHOLOGISTS
(This summarizes all the evaluation data including formative data, products and performances, evaluation folder
materials, professional development activities, conferences, and other documentation.)

Evaluatee
Evaluator Position
School

Domain Overall Rating

Planning and I D A E
Preparation

The | D A E
Environment

Delivery of I D A E
Service

Professional | D A E
Responsibilities

Individual Professional Growth Plan reflects a desire/ need to acquire further knowledge/ skills in the standard
number(s) checked below:
1. 2. 3. 4, 5. 6. 7 8. 9.

Evaluatee’s comments:

Evaluator’s comments:

To be signed after all information above has been completed and discussed.

Evaluatee: Agree with this summative evaluation
Disagree with this summative evaluation Signature Date

Opportunities for appeal processes at both the local and state levels are a part of the Woodford County Schools
evaluation plan.

Employment Recommendation to Central Office:
Recommends for re-employment
Does not recommend for re-employment Supervisor’s Signature Date

Certified employees must make their appeals to this summative evaluation within the time frames, mandated in 704
KAR 3:345 Sections 7, 8, 9, and the local district plan.

* Any rating in the “does not meet” column requires the development of an Individual Corrective Action Plan.
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Form R
WOODFORD COUNTY SCHOOLS
SUMMATIVE EVALUATION FOR SCHOOL SPEECH PATHOLOGISTS

(This summarizes all the evaluation data including formative data, products and performances, evaluation folder
materials, professional development activities, conferences, and other documentation.)

Evaluatee School
Evaluator Position

Domain Overall Rating

Planning and | D A E
Preparation

The | D A E
Environment

Delivery of | D A E
Service

Professional | D A E
Responsibilities

Individual Professional Growth Plan reflects a desire/need to acquire further knowledge/skills in the standard number(s)
checked below:
1. 2. 3. 4. 5. 6. 7. 8. 9, 10. 11. 12.

Evaluatee’s comments:

Evaluator’s comments:

To be signed after all information above has been completed and discussed.

Evaluatee: Agree with this summative evaluation
Disagree with this summative evaluation Signature Date

Opportunities for appeal processes at both local and state levels are a part of Woodford County Schools evaluation
plan.

Employment Recommendation to Central Office:
Recommends for re-employment
Does not recommend for re-employment Supervisor’s Signature Date

Certified employees must make their appeals to this summative evaluation within the time frames, mandated in 704
KAR 3:345 Sections 7, 8, 9, and the local district plan.
* Any rating in the “does not meet” column requires the development of an Individual Corrective Action Plan.
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Form T
Tenured
Non-Tenured

WOODFORD COUNTY SCHOOLS
SUMMATIVE EVALUATION FOR CURRICULUM COACH

(This summarizes all the evaluation data including formative data, products and performances, evaluation
folder materials, professional development activities, conferences, and other documentation.)

Evaluatee Grade/Content Area

Evaluator
School

Domain Overall Rating

Planning and I D A E
Preparation

The | D A E
Environment

Delivery of I D A E
Service

Professional | D A E
Responsibilities

Evaluatee’s comments:

Evaluator’s comments:

Individual Professional Growth Plan reflects a desire/need to acquire further knowledge/skills in the standard number(s)
checked below:
1. 2, 3, 4, 5, 6. 7. 8. 9. 10. 11.

lTo be signed after all information above has been completed and discussed:

Evaluatee: Agree with this summative evaluation
Disagree with this summative evaluation Signature Date

Employment Recommendation to Central Office:
Recommends for re-employment
Does not recommend for re-employment ~ Principal’s Signature Date

Opportunities for appeal processes at both the local and state levels are a part of Woodford County Public Schools
evaluation plan.

Certified employees must make their appeals to this summative evaluation within the time frames,
mandated in 704 KAR 3:345 Sections 7, 8, 9, and the local district plan.

* Any rating in the “does not meet” column, requires the development of an Individual Corrective Action Plan.
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WOODFORD COUNTY SCHOOLS
SUMMATIVE EVALUATION FOR TECHNOLOGY INTEGRATION SPECIALIST

(This summarizes all the evaluation data including formative data, products and performances, evaluation
folder materials, professional development activities, conferences, and other documentation.)

Evaluatee Grade/Content Area

Evaluator
School

Teacher Standards

Meets Job Expectations/Descriptions

The Teacher Demonstrates Applied Content Knowledge

The Teacher Designs and Plans Instruction

The Teacher Creates and Maintains Learning Climate

The Teacher Implements and Manages Instruction

The Teacher Assesses and Communicates Learning Results
The Teacher Demonstrates the Implementation of Technology
Reflects On and Evaluates Teaching and Learning
Collaborates with Colleagues/Parents/Others

. Evaluates Teaching and Implements Professional Development
0. Provides Leadership within School/Community/Profession

1. Professional Responsibilities

SIS0 RN LA W

Evaluatee’s comments:

Non-Tenured

Meets

T

Form U

*Does not Meet

T

Evaluator’s comments:

Individual Professional Growth Plan reflects a desire/need to acquire further knowledge/skills in the standard number(s)

checked below:
1. 2 3. 4, 5. 6. 7, 8.

=

ITo be signed after all information above has been completed and discussed:

Evaluatee: Agree with this summative evaluation
Disagree with this summative evaluation Signature Date
Employment Recommendation to Central Office:
Recommends for re-employment
Does not recommend for re-employment ~ Principal’s Signature Date

Opportunities for appeal processes at both the local and state levels are a part of Woodford County Public Schools

evaluation plan.

Certified employees must make their appeals to this summative evaluation within the time frames,
mandated in 704 KAR 3:345 Sections 7, 8, 9, and the local district plan.

*Any rating in the “does not meet” column, requires the development of an Individual Corrective Action Plan.
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School Year Form V

WOODFORD COUNTY SCHOOLS

PROFESSIONAL GROWTH PLAN
(FOR THOSE WITHOUT ACCESS TO PROFESSIONAL GROWTH PLAN IN CIITS.)

Evaluatee Date Work Site

Standard:

Performance Criteria:

Present Stage of Development:

Awareness Preparation Implementation Refinement

Procedures &/or Activities for Achieving Objective(s):

Evidence of Growth:

Evaluatee’s Reflection:

Date Plan Developed
Signatures: Evaluatee Date
Evaluator Date
End of Year Review  Plan was: Achieved Revised ___ Continued
Signatures: Evaluatee Date
Evaluator Date
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This Plan is aligned with the professional development and other components of the School & District Comprehensive Plan

Form W
ARSI ervation Reflection Form PR SO
SN “Learners need endless feedback more than they SN
sfis need endless teaching”’ —Grant Wiggins efje
Were Gueat Misds Meel: Whewe Great Much Meet:
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Form X

Signature Page

My signature below indicates that:

® | have been given access to an electronic copy and have been notified that |
may request a hard copy of the Evaluation Plan for Certified Personnel 2017-

2020
® The evaluation process has been explained to me and | understand the

components of the process.

Printed Name Certified Employee Signature

School Date
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