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ASSURANCES
kERTIF!ED SCHOOL CERTIFIED EVALUATION PLAN

The <insert district nome here® hereby ossures the Commissianer of Education that:

Thiz evaluation plan was developed by an evalustion committee composzed of an equsl number of teachers and
administrators [KRS 156.557).

Mame: Title:
<insert names> Zinsert job roles®

The ewvaluation criteria 2nd pracess used to eveluate certified school personnel shzll be explained to and discussed with

the eyaluatez no later than the end of the ayaluatee’s first thirty {30) calendar dzys of reporting for employment zach
school year. (704 KAR 3:270)

All certified school personnel who have not attained continuing service status shall receiva an annual summative
evaluation and shall incorporate the formative dats collected during the Kentucky Teacher Internship Pragram (if
funded). (KRS 156.557)

All certified school personnel who have attsined continuing service status shall receive a summative evaluation at least
ance every three (3) years. [KRS 156,557)

Each evsluator will be trained, testad, and zpproved in the use of appropriate evaluation techniques (KRS 156.557).

Thizs plan requires a summative evaluation of certified scheol parsennel to b documentead in writing end to be included
in the eyaluates’s official parsonnel record. (704 KAR 3:370)

The local evaluation plar provides for the right ta 2 hearing 25 to every appeal, an opportunity to review all doetumants

The evalustion plan process will not discriminate on the basiz of age, race, color, national origin, religion, s=x, diszhility,
ar any other protected characteristic, as required by =/l applicabla federal, state, and local law.

The loczl bozrd of 2ducation shall review, as nesded, the district’s certified evaluation plan to ensurs compliance with
KR& 156.557 =nd this administrative regulation. If a source of evidence is added or removad from the certified
evalustion plan or if 2 decision rule or calculation is changed in the summative rating fermulz, tha revised certified
evaluztion plan shall be reviewed and approved by the loczl board of education. If the local board of education
detarmines the changes do not mest the raquirements of KRS 156.557, the certified evaluation plan shall ba returned to
the certified evaluation committee for revision.

The local bosrd of education spproved the evaluation plan as recorded in the minutes of the mesting held on
=date=. (704 KAR 3:370)

Signature of District Superintendent Date

Signature of Chairperson, Bozrd of Education Date
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Certified Evaluation Plan Teachers & Other Professionals

The goal of the Certified Evaluation Plan (CEP) is for every student to be taught by an effective
teacher/other professional (OP) and every school led by an effective leader. The CEP is designed to create
a fair and equitable system to measure teacher/OP and leader effectiveness and act as a catalyst for
professional growth.

Roles and Definitions

1.

10.
11.

12.

13.

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
the Education Professional Standards Board pursuant to 16 KAR Chapter 3.

Certified Administrator: A certified school personnel, other than principal or assistant
principal, who devotes the majority of employed time in a position for which
administrative certification is required by the Education Professional Standards Board
pursuant to 16 KAR Chapter 3.

Certified Evaluation Plan: The procedures and forms for evaluation of certified
personnel below the level of superintendent developed by an evaluation committee and
meeting all requirements of the Kentucky Framework for Personnel Evaluation.

Certified School Personnel: A certified school emplayee, below the level of
superintendent, who devotes the majority of employed time in a position in a district for
which certification is required by the Education Professional Standards Board pursuant to
Title 16 KAR and includes certified administrators, assistant principals, principals, other
professionals, and teachers.

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 growthplan.

Evaluatee: A certified school personnel who is being evaluated.

Evaluation committee: means a group, consisting of an equal number of teachers and
administrators, who develop personnel evaluation procedures and forms for a local
school district pursuant to KRS 156.557(5){c}(1).

Evaluator; The primary evaluator as described in KRS 156,557(5)(c)2.

Evaluator Certification: The successful completion of certified evaluation training to
ensure that certified school personnel who serve as observers of evaluatees
demonstrate proficiency in rating teachers and other professionals for the purposes of
evaluation and feedback.

Formative Evaluation: Is defined by KRS 156.557{1}{a).

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

Kentucky Framework for Personnel Evaluation: The statewide framework a school
district uses to develop a local certified school personnel evaluation system.

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




14,

15.

16.

17.

18.

19.

20.

21.

22,
23.

24,

Other Professionals: Certified school personnel, except for teachers, administrators,
assistant principals, or principals for which certification is required by EPSB pursuant to
Title 16 KAR.

Peer observation: The observation and documentation by certified school personnel
below the level of principal or assistant principal and trained to perform such observations.

Performance Criteria: The areas, skills, or outcomes on which certified school personnel
are evaluated as described in KRS 156.557 {4).

Performance Measure: One (1} of four (4) measures defined in the Kentucky
Framework for. Personnel Evaluation. Measures include planning, environment,
instruction, and professionalism.

Performance Rating: The rating for each performance measure for a teacher, other
professional, principal, or assistant principal as determined by the local district certified
plan. Ratings include exemplary, accomplished, developing, and ineffective.

Personnel Evaluation System: An evaluation system to support and improve the
performance of certified school personnel that meets the requirements of KRS 156.557
and that uses clear and timely formative feedback to guide professional growth.

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 Title 16 KAR.

Sources of Evidence: The district-approved evidence aligned to the performance
measure and used by evaluators to inform performance measure ratings listed in Section
8 of this administrative regulation.

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

Summative Rating: The overall rating for certified school personnel helow the level of
superintendent as determined by the district certified evaluation plan aligned to the
Kentucky Framework for Personnel Evaluation.

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.



Assignment of Primary Evaluator/Summative Evaluation Training

The immediate supervisor will ensure that summative evaluation training and assignment of
the primary evaluator for each certified staff member will occur no later than 30 calendar days
of reporting for employment. Late hires will have summative evaluation training and an
evaluator assigned within the first 30 days of employment.

Evaluator Evaluation & Observer Training

In order to evaluate teachers and other professionals, all evaluators are required to be trained in
the initial certified evaluation training by KDE or the approved provider, as well as the district
certified observation and evaluation training. Thereafter, a minimum of annual six-hour
ohservation/evaluation training is required. The district observation/evaluation training will use the
district selected or state observation training platform. Evaluators shall be provided with district
support, resources, and EtlLA-approved training. Evaluators shall meet the CEP requirements prior
to conducting formative or summative evaluations.

Table 1: Observer/Evaluator Training

Evaluator Support

Activity

Resources

Staff Responsible

Timeline

Successfuily complete the state evaluator training

KDE er Other
Approved Training

New Evaluator

Prior to evaluating teachers and other
professionals

Study the Framework for Teaching {FfT)

Framework for
Teaching (FIT)

New Evaluztor

Within 30 calendar days of
employment

District observation/evaluation 6 hr. minimum training

Observation
Training Platform

Personnel Director All
Observer/Evaluators

Prior ta the start of school or within 30
days of emplayment

Serving Dual Roles

Educators serving dual roles shall be evaluated on the job role as determined by the evaluator.

Kentucky Teacher Intern Program {KTIP)}

Teacher interns shall follow the KTIP process. KFIP data shall be used to inform the district performance
measure for the summative rating if applicable.

The Kentucky Framework for Teaching

Specialist Frameworks for Other Professionals

The Kentucky Framework for Teaching is designed to support student achievement and professional
practice for teachers and other professionals to include librarians, guidance counselors, instructional

coaches, therapeutic specialists, and school psychologists through the demains of:

Framework for Teaching
Domainl: Planning & Preparation
Domain 2: Classroom Environment
Domain 3: Instruction
Domain 4: Professional Responsibilities

Specialist Frameworks for Other Professionals

Domaini: Planning & Preparation

Domain 2: Environment

Domain 3: Delivery of Service
Domain 4: Professional Responsibilities

All domains will be considered in determining the evaluatee’s professianal performance measure of
Planning, Environment, Instruction, and Professionalistm. Domains 1 and 4 will be measured through
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artifacts, conferencing, and/or observations. Domains 2 and 3 will be measured through obhservation and
conferencing.

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

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

Required Saurces of Evidence: self-reflection, professional growth planning (PGP), and observation.
Sources of evidence supporting an educator’s professional practice shall be collected and documented by
the evaluator. The district personnel file shall maintain the summative and PGP for evaluates in the
summative year.

Products of Practice/Other Sources of Evidence

Products of practice include Observations by the evaluator, Self-Reflection, Professional Growth Plan, and

other sources of evidence. Teachers and Other Professionals shall provide evidence to support their
professional practice.
Other sources of evidence may include:

» Evidence as identified in Domains 1-4 of the Performance based measures with rubrics
Framewark for Teaching » Formative and/or summative data

» Walk-throughs ¥  Trend data

» Use of professional feedback » Student academic data

»  Curriculum units ¥ Student work samples

» lesson plans ¥ Meaningful student feedback

» PLCs contribution »  Student voice surveys & parent surveys

> Self-reflections » Community engagement

» Professional conversations » Communication logs

> Fulfillment of duties » Evidence Tool for Planning & Preparation

> Rfecords of attendance » Letters/memos of perfarmance both

»  Video lessons . .

S Action research outstanding or needs improvement

» Committee participation »  Other sources of evidence agreed upan by

» Engagement in professional organizations the evaluatee & evaluator

>



SOURCES OF EVIDENCE/FRAMEWORK FOR TEACHING ALIGNMENT
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Self-Reflection & Professional Growth Plan
The self-reflection provides the educator an opportunity to reflect on professional practices and set focused
goals through the development of a Professional Growth Plan (PGP). The PGP addresses realistic, focused,
and measurable professional goals. The plan connects data from multiple sources including professional

growth needs identified through self-assessment, classroom observation feedback, and student
achievement. In collaboration with the evaluator, explicit goals are identified to drive the focus of
professional growth activities, support, and on-going reflection. Teachers and other professionals shall
participate in self-reflection and PGP each year, which serve as sources of evidence for the summative
evaluation.

The teachers and other professionals shall:

(1) Reflect on current growth needs based on multiple sources of data and identify areas of focus
aligned with the school/district improvement plans;

(2) Collaborate with the evaluator to develop a PGP;

(3) Implement the plan;

(4) Regularly reflect on the impact of the PGP making modifications as needed;

(5) Collaborate with the evaluator to conduct an annual summative reflection, the degree of goal
attainment, and next steps; document the PGAG’s completion or continuation.

Table 2: Self-Reflection

Self- Reflection Teachers & OP

Activity Timeline Evaluatee Role Procedure/Documentation Evaluator Role
Components Monitoring
Initial Self-Reflection Annually by September 15th Complete Framework for Teaching for | Monitor completion of Initial Self-
current level of practice Reflections
Ongoing Reflection Post conference doc. or as heeded Review make modifications as needed Provide opportunity
on injtial reflection document

Protocol for Late Hires:

Evaluatees hired after the first instructional day shall complete the Initial Self-Reflection within the timeline of the CEP or after 30 days of employment
and follow the iterative process.
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Table 3: Professional Growth Plan (PGP}

Professional Growth Plan for Teachers & OP
PGP Components Timeline Evaluatee Role Evaluator Role
PGP Developmeant Submit by Oct. 154 »  Create a draft PGP document ¥ Collahorate with evaluatee for PGP development
> Approve PGP
Approval by Oct. 31q »  Submit ic evaluator
for collaboration &
approval
PGP Ongoing Reflection During ¥  Review the PGP; make ¥ Collaborate with evaluatee to monitor and
post-conference madifications as needed provide feedback
or as needed
PGP End-of-Year By April 15w ¥  Review the PGP for goal ¥  Conference with evaluatee ta determine the PGP
Refiection summative year achievement or next steps status for:
. Continuation
By May 15 . Revisicn
for teachers not in ¢  Completion
summative year %  Inthe summative year, submit PGP to the district
Protocel for Late Hires:
Evaluatees hired after the first instructional day shall complete the PGP within the timeline of the CEP or within 45 days of employment and follow the
iterative process.

Observation

The ohservation process is one source of evidence to determine educator effectiveness, The evaluator
observation provides documentation and feedback to measure the effectiveness of professional practice.
Observations may begin after the teacher/ather professional (OP) has participated in evaluation training,
which must occur within 30 calendar days of reporting for employment.
» Mini observations may be announced or unannounced; full observations must be announced.
¥ All observations (mini/full) shall be documented in the district electronic platform.
¥ In the summative year, signed and dated copies of the written summative evaluations and PGPs
shall be placed in the employee’s personnel file at the district office.
» Al observation documents must be provided to the employee through electronic access or hard
copy.
» Employees shall have an apportunity to provide a written response to all evaluations which shall be
placed in the employee’s personnel file.
¥ The required number of ohservations is the minimum requirement. Additional ohservation(s) may
be conducted if deemed necessary by the primary evaluator.,

Timeline for Late Hires

Employees hired after the first instructional day during the first semester shall complete all components of
the observation schedule, Employees hired during the second semester shall receive, at a minimum, ohe
full observation.

Pre-conference for Observation(s)
A pre-conference is only required for announced mini ohservations or OP mini site-visits. The
evaluator shall determine if the conference will be in person or electronic,

Table 4: Observation Pre-conference
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Observation Pre-conference for Teachers & OP

And
Full Ohservations

Evidence Tool for Performance
Measures: Planning &
Prafessionaiism

Teachet's Lesson Plan &
Instructional Documents

Observer Observation Type Resource Timeline Pre-Conference Format
Evaluator Anrounced Mini Pre-observation Document Prior to Observaticn Evaluator’s Chaice:

¥ in-person or by email

Unannounced Mini

N/A

N/A

N/A

One-Year Summative Cycle

Non-tenured teachers and other professionals are on a one {1} year cycle for evaluation. Walk-
through observations and other observations may be conducted to inform professional practice.
Other evidence and professional judgement may be used to inform performance measures. Tenured
teachers and other professionals on an Intensive Assistance Plan shall follow the one-year summative
observation model.

Table 6: One-Year Summative Cycle
One-Year Cycle Summative Observation Model for Teachers & QP

Observer Observation Type Observation Documentation Observation Timeline
Time
Evaluator Minimum District First Semester
20 Minutes electronic platform
*OP-Mini o Site Visit
Evaluator 2ng Mini Minimum District Prior To Full
20 Minutes electronic platform Observation
*0OP-Mini or Site Visit
Evaluator Full Full Class/Lesson District By April 15
electronic platform
*0OP-Full or Site Visit

Summative Evaluation

The evaluator shall complete the Summative Evaluation annually in the district electronic platform by Aprii
15w, and provide a signed and dated hard copy to the Director of Personne! for the employee’s personnel fite.

20



Three-Year Summative Cycle

Tenured teachers and other professionals on a three (3} year summative cycle are required to have a
minimum of two mini one full observation from the evaluator during each the three (3) year cycle.
Walk-through observations and other observations may be conducted to infarm professional
practice. Other evidence and professional judgement may be used to inform perfermance measures.

Table 7: Three-Year Summative Cycle

Three-Year Cycle Summative Observation Mode! for Teachers & OP

Observer Observation Type Observation Time Documentation Observation Timeline
Evaiuator Year 1: Minimum 20 District electronic April 35,
Mini Observation Minutes platform
Evaluator Year 2: Minimum 20 District electronic April 154
Mini Observaticn Minutes platform
Evajuator Year 3: Full Class/tesson District electronic Aprit 154
Full platform 34 Cycle Year
*0P-Full or Site Visit

Summative Evaluation Document
The avaluator shall complete the Summative Evaluation document in the district electronic piatform by May 1. 0n a 3-year
cycle and provide a signed and dated hard copy to the Director of Personnel for the employee’s personnel file.

Performance Measures to Determine Ratings

Four performance measures along with other evidence and professional judgement are used for each

component within the domains of the Framework to determine a performance measure rating.
The four performance measures are as follows:

¥ Exemplary rating consistently exceeds expectations for effective performance.

» Accompiished rating consistently meets expectations for effective performance.

» Developing rating inconsistently meets expectations for effective performance.

» Ineffective rating consistently fails to meet expectations for effective performance

Post Conference for Observation(s) & Summative Evaluation

In preparation for the post conference for mini, full, and OP site visits, the evaluatee shall answer and
submit the Post Conference Document reflective questions and The Evidence Tool for Performance
Measures: Planning & Professionalism to the evaluator. The post conference shall be in person and must
occur within five (5) working days following each observation/site visit. The evaluatee shail be provided

access to the Post Conference Docliment.
Table 2: Post Conference Resources & Timelines

Resources Post-conference
Timeline
¥  Pre-chservation Document for 5 Working Days of
announced ohservations Observation
¥  Teacher’s Lesson Plan
»  Observation evidence
»  KY Framework
»  Evidence Tool for Performance
Measures: Planning &
Professionalism
»  Other evidence
¥  Post Conference Document
¥ Summative Conference Non-tenured April 154
Dacument Tenured May 1s
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Determining the Overall Rating for Summative Evaluation

The Kentucky Framework for Teaching stands as the critical rubric for providing educators with concrete
descriptions of practice associated with specific domains. The summative process concludes with the
evaluator’s analysis of evidence and the final assessment of practice in relation to Performance Measures
of Planning, Environment, Instruction, and Professionalism for a summative rating.

PERFORMANCE MEASURE RATINGS

EVIDENCES TO INFORM A
PERFORMANCE MEASURE RATINGS

A { PLANNING: [I,D,A,E] ‘\
{ _______ — I ‘\ INSTRUCTION: [I,D,A,E]
REQUIRED PROFESSIONAL
Self-Reflection JUDGMENT ENVIRONMENT: [I,D,A,E]
Professional Growth Plan
Observation(s) PROFESSIONALISM: [I,D,A,E]
Summative Evaluation
OPTIONAL

Other Teacher & Professiona

Evidence

Summative Evaluation Process

» The summative evaluation conference and documentation shall be completed in the districtelectronic
platform by April 15* for one-year cycle process and by May 1= for three-year cycle process.

» The observation results from mini and full observations for teachers and observations or site visits for OPs
and other evidence in the cycle will be reviewed to assign an Overall Performance Rating for: Planning,
Environment, Instruction, and Professionalism. Then, the Criteria for Determining Overall Performance
Measure for a Summative Rating will be applied to determine the overall summative rating.

»  All evaluatees shall be provided a copy of the summative form through electronic access or a hard copy.

» Ahard copy shall be signed and dated by both the evaluator and evaluatee and submitted to
the district for the evaluatee’s personnel file.

> In addition to the appropriate KTIP forms, KTIP interns shall receive performance measures on the district’s
summative evaluation document in the summative conference.

20



Performance Ratings

Performance rating means the rating (Exemplary, Accomplished, Developing, or Ineffective) for each
performance measure aligned to the Kentucky Frameworks for Personnel Evaluation, Principal Standards
and District Administration Standards for all certified personnel below the level of superintendent.

Requirements:

O The process for assignment of a rating for each performance measure: Planning,
Environment, Instruction, Professionalism

O Evaluators use evidences in combination with professional judgment to informthe
evaluatee’s rating for each performance measure as:

" “Exemplary”: consistently exceed expectations for effective performance

®  “Accomplished”: consistently meets expectations for effective performance
B “Developing”: inconsistently meets expectations for effective performance
n

“Imeffective” consistently fails to meet expectations for effective
performance

Table 9: Performance Measure Criteria for a Summative Rating

Criteria for Determining Overall Performuance Measure for a Summative Rating

IF THEN
If Environment and Instruction are both rated ineffective The Summative Rating is ineffective.
If Environment or Instruction is rated ineffective The Summative Rating is developing or ineffective
If Planning or Professionalism is rated ineffective The Summative Rating shall not be exemplary.
If two Performance Measures are rated developing and two are rated The Summative Rating shall be accomplished only if Environment or
accomplished Instruction is rated accomplished.
If two Performance Measuras are rated developing and two are rated The Summative Rating shall be accomplished only if Environment or
exemplary Instruction is rated exemplary.
if two Performance Measures are rated accomplished and two are The Summative Rating shall he exemplary only if Environment or
rated exemplary. Instruction is rated exemplary

Professional Growth Plan

Assistance & Intensive Assistance Plan

The Professional Growth Plan for Assistance/Intensive Assistance will be implemented for alt certified staff
members that require such support for assistance and/or correction. See the Professional Growth Plan for
Assistance/Intensive Assistance located in the Appendix.
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Appeals

Pursuant to KRS 156.557, certified employees who think they were not evaluated fairly may submit an
appeal to the panel for a timely review of their evaluation. The purpose of the Appeals Panel Hearing
is to review the summative evaluation of the employee. Confidentiality and fairness shall be the
primary concerns of the panel. The Local Board of Education Evaluation Policy 03.18 and
Administrative Procedure 03.18 AP.11 are located in the Appendix. (Page 74)

20
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Directions: Highlight descriptors under each component that describe your teaching practice. Match your highlighted

Initial Self-Reflection for Teachers

descriptors to the corresponding descriptors In the Kentucky Framework for Teaching. Select the overall

performance level for each component as identified by the Framework for Teaching {Ineffective, Developing Accomplished,

und Exemplary). Pravide a rationale for each component you identified as Ineffective or Developing.

Teacher: Date: School:

| Performan

teLevel | |-

L]

1A - Demonstrating Knowledge of Content and Pedagogy

In planning and practice, teacher makes content errors or does not correct errors made by

The teacher also purposefully seeks knowledge from several sources of students’
backgrounds, cultures, skills, language proficiency, interests, and speciat needs and attains
this knowledge about groups of students.

Teacher actively see