WOODFORD COUNTY BOARD OF EDUCATION
AGENDA ITEM

ITEM #: DATE: April 22, 2024
TOPIC/TITLE: Approval of 2024-25 CEP
PRESENTER: Susan Tracy
ORIGIN:
] TOPIC PRESENTED FOR INFORMATION ONLY (No board action required.)
=4 ACTION REQUESTED AT THIS MEETING
X ITEM IS ON THE CONSENT AGENDA FOR APPROVAL
] ACTION REQUESTED AT FUTURE MEETING: (DATE)
2 BOARD REVIEW REQUIRED BY

X STATE OR FEDERAL LAW OR REGULATION

X BOARD OF EDUCATION POLICY

] OTHER:
PREVIOUS REVIEW, DISCUSSION OR ACTION:
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] DATE:
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BACKGROUND INFORMATION:
Certified Evaluation Plan has been drafted and approved by the 50/50 committee.
SUMMARY OF MAJOR ELEMENTS:

Seeking board approval of the CEP for the 2024-25 school year.
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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:

Learning - The Woodford County Public Schools will provide opportunities and
experiences that prepare all students with academic and life skills to promote high
achievement.

Collaboration - The Woodford County Public Schools will foster respectful, honest, and
caring relationships among students, families, staff and the community to achieve
common goals.

Communication - The Woodford County Public Schools will effectively communicate in
order to meet the diverse needs of our students as well as to demonstrate
understanding of stakeholders’ perspectives, experiences, and culture.

Problem-Solving - The Woodford County Public Schools will evaluate challenges and
be innovative in decision making with high levels of integrity and in the best interest of
students.

Contribution - The Woodford County Public Schools will continually strive to make
positive contributions to the entire community.
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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 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
Superintendent Danny Adkins.



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 review 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 April 22, 2024.

Danny Adkins, Superintendent Date Angela McKale, 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.

DEFINITION OF ROLES/RESPONSIBILITIES

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

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

3. Certified Administrator: A certified school personnel, other than principal or
assistant principal, who devotes the majority of time in a position for which
administrative certification is required by EPSB.

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

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

6. 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 by the

Correction 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).

0 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).

11. Formal Mini Observation: When the evaluator conduction 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.

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

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

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

13.Job Category: A group or class of certified school personnel positions with
closely related functions.
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14.Observation: A data collection process conducted by a certified observer, in
person or through video, for the purpose of evaluation, including notes,
professional judgements, and examination of artifacts made during one (1) or
more classroom or worksite visits of any duration.

15. 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.

16.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.

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

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

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

20.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.

21.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.

22.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.

23.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.

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

25. 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
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pursuant to the requirements of Section 10(7) of this administrative regulation.
26. Summative Evaluation: |s defined by KRS 156.557(1)(d).
27.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
certified employees

As early as May 1 of the current school year, &
No later than 30 days after first day of
instruction.

Mid-year review no later than January 31.

2. Review Evaluation Plan, including Domains,
Standards, and Performance Criteria and
individual school's indicators for criteria

2.a. Give out applications for local evaluation
appeals panel

Within 30 calendar days of employee reporting
for employment.

By September 1

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 regarding performance of employee:

A. Classroom Teacherse: Non-Tenured

B. Classroom Teachers: Tenured

C. Other Professionals: Non-teaching
Certified Staff

A/BI/C. Classroom Teachers; Other Professionals:

Conferences are to follow classroom observations
by no mare than five (5) workdays.

A. 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.
- First two mini observations scheduled
before WINTER BREAK.
- The peer mini observation should be
completed by January 31.
- The full administrator observation will
occur no later than APRIL 10.

B. 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 an 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 2nd
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.

C. Conference AT LEAST ONCE EACH
SEMESTER for an update regarding Performance
Criteria and progress of Professional
Growth/Action Plans. Summative forms and
conference compled by the last working day in
April.

A/B/C. At Anytime, memos regarding outstanding




Non-teaching Certifiied Administrators performance may be written.

5. Continuous Informal Observations/ At any time; prior notice is not required.
Conferences/Corrective Action Plans

6.A. Assess results, review/revise if needed, the A. No later than the LAST STUDENT DAY OF
current year's Professional Growth Plan. THE SCHOOL YEAR.

B. Evaluator recommendation for non-renewal of | B. In writing to the Superintendent no later than
contract. 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:
e Observation data provided by a substitute observer is considered a valid source
of evidence only if the supervisor participated (passively) in the observation.

e 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.

e 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:

o 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 semester and no later than April 10 in the 2nd semester, with a mini-peer
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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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