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LAWRENCE COUNTY SCHOOLS
CERTIFIED PERSONNEL EVALUATION PLAN 2016

Evaluation is the process of determining the effectiveness of the performance of the certified employee
in given teaching and learning or leadership and management situations, based upon predetermined
criteria, through periodic observation and other documentation such as peer reviews, products, or
performances. Evaluation shall also include the establishment, review and monitoring of individual
professional growth plans. The evaluation process serves three purposes: to promote continuation of
professional competencies that maximize teacher growth and effectiveness; to identify areas for
professional growth; and to assist in making personnel decisions for the purpose of improving
instruction, curriculum, assessment, and other professional responsibilities-all focused on helping
students learn and succeed.

The current evaluation plan establishes high expectations for the professional excellence of teachers,
administrators and other school staff members. The success of Lawrence County’s initiatives for
professional educators is judged on the basis of their effect on improving student learning. Teacher
effectiveness in Lawrence County must continue to improve if we are to reach every student,
substantially improve achievement outcomes and increase high school graduation rates.

Development of Plan:

In June 2015, the Superintendent recommended for approval of the Lawrence County Board of
Education and Kentucky Department of Education an evaluation plan for all certified employees (below
the level of superintendent) that is in compliance with applicable statutes and regulations. An
evaluation committee, consisting of an equal number of teachers and administrators (listed below),
developed evaluation procedures and forms for certified positions below the level of the district
superintendent. The evaluation procedures and forms are designed to foster professional growth and
to support individual personnel decisions.

Evaluation Committee:

LeeAnn Cyrus, Teacher Carmella Rose, Teacher Cassandra Webb, Chief Academic Officer
Christy Moore, Principal Debbie Delong, Principal Shawn Jennings, Principal

Rebecca McCoy, Teacher Jennifer Dheel, Teacher Mary Hall, Principal

Lee Jewell, Teacher Chuck Newman, Teacher Vernon Hall, DPP & District Personnel

Superintendent Evaluation:

The Superintendent’s evaluation process was developed and adopted by the Lawrence County Board of
Education and includes provisions for assistance for professional growth of the Superintendent,
pursuant to KRS 156.111. This evaluation shall occur annually.

Liaison:
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(8)
(h)
(i)
(i)

The Superintendent designated a district office employee, Vernon Hall, to serve as the evaluation
contact person. This individual serves as liaison between the district and the Kentucky Department of
Education concerning the district’s evaluation process.

Communication:

In July of each school year, the district trains primary evaluators in the local evaluation process with the
expectation that they will make fair and consistent assessments of performance against established
standards and provide constructive feedback and differentiated support to individual staff. The
evaluation criteria and process used to evaluate certified school personnel is explained to and discussed
with certified school personnel no later than the end of the first month of reporting for, or within thirty
(30) calendar days of the start of employment for each school year (704 KAR 3:345; LCBOE policy 03.18).
Amendments approved by the Kentucky Department of Education to Lawrence County’s plan of certified
personnel evaluation, that occur after the end of the certified employees’ first school month, shall not
apply to the employee until the following school year.

Performance Criteria:

Lawrence County’s evaluation forms are specific for each position or job category. The forms include a
list of performance criteria characteristic of effective teaching or administrative practices. Under each
criterion are listed, specific descriptors or indicators that can be measured or observed and recorded.
Additionally, standards of performance are established for each criterion. The performance criteria
include those that apply to the employee being evaluated and that are identified within KRS 156.557 (2).
The performance criteria on which teachers and administrators shall be evaluated shall include, but are
not limited to:

Performance of professional responsibilities related to his or her assignment, including attendance and
punctuality and evaluating results;

Demonstration of effective planning of curricula, classroom instruction, and classroom management,
based on research-based instructional practices, or school management skills based on validated
managerial practices;

Demonstration of knowledge and understanding of subject matter content or administrative functions
and effective leadership techniques;

Promotion and incorporation of instructional strategies or management techniques that are fair and
respect diversity and individual differences;

Demonstration of effective interpersonal communication and collaboration skills among peers, students,
parents, and others;

Performance of duties consistent with goals for Kentucky students and mission of the school, the local
community, laws, and administrative regulations;

Demonstration of the effective use of resources, including technology;

Demonstration of professional growth;

Adherence to the professional code of ethics; and

Attainment of teacher standards or the administrator standards as established by the Education
Professional Standards Board
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Kentucky Teacher Internship Program (KTIP)

Procedures used for interns are stipulated by 16 KAR 7:010 (Kentucky Teacher Internship Program) and
are for certification purposes only. However, interns are subject to the local district evaluation
guidelines as stipulated in 704 KAR 3:345 and KRS 156.557. Evaluation with multiple observations
occurs annually for each non-tenured certified employee. The formative data collected during the
beginning teacher internship period is utilized in a summative evaluation of the intern (on District/KDE
approved forms). Similarly, formative data collected during the beginning principal internship period is
utilized in a summative evaluation of the intern (on District/KDE approved forms). Summative evaluation
occurs annually for an administrator.

The evaluatee has an opportunity for a written response to the evaluation, and the response becomes a
part of the official personnel record.

Teacher Induction:

Teachers with zero to one year experience, will actively participate in TARGET, Training and Resources
for Growing Effective Teachers. Additional support may be requested by the principal for teachers who
have more years of experience. This induction model provides teachers new to the profession and/or
district needed support. During this time, induction teachers will meet with district resource teachers to
formulate a system of networking, resources and professional growth.

Supports for those failing to meet the standard of expectation include, but are not limited to:
Principal coaching

Peer assistance

Resource teacher mentoring

Regional Center consultants

Outside agencies

Corrective Action Plan:

An Individual Corrective Action Plan is developed when an evaluatee receives an “ineffective” or a “does
not meet” rating(s) on any one Standard on the employee’s Formative or Summative Evaluation or when
an immediate change in behavior is required. The evaluator and evaluatee complete the Corrective
Action Plan identifying corrective action goals and objectives, strategies designed to achieve the goals,
and targeted dates for appraising the evaluatee’s improvement of the standard. It is the evaluator’s
responsibility to document all actions taken to assist the evaluatee in improving his/her performance.

Appeals Process:

The Lawrence County Board of Education has established an evaluation appeals panel (two-year term
from July 1 to June 30) for certified personnel that consists of two (2) members and one (1) alternate
elected by the certified employees of the district and one (1) member and one (1) alternate appointed
by the Lawrence County Board of Education who is a certified employee of the board. Members may be
reelected and/or reappointed.

Whenever a panel member or a panel member’s immediate family appeals to the panel, the member
will not serve for that appeal. Immediate family includes father, mother, brother, sister, husband, wife,
son, daughter, uncle, aunt, nephew, niece, grandparent, and corresponding in-laws. No panel member
will serve on any appeals panel considering an appeal for which he/she was the evaluator. A panel
member will not hear an appeal filed by his/her immediate supervisor.
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(a)

(b)

(c)

(d)
(e)

Submitting Appeal:

Certified employees who think they were not fairly evaluated on the summative evaluation may submit
a written appeal to the panel within five (5) working days of the receipt of the summative evaluation.
The evaluator and evaluatee will be given reasonable opportunity in advance of the hearing (maximum
of five (5) working days) to adequately review all documents that are to be presented to the evaluation
appeals panel. The evaluatee has the right to the presence of his/her chosen representative at the
hearing.

The certified employee appealing to the panel has the burden of proof. The evaluator may respond to
any statements made by the employee and may present written records which support the summative
evaluation.

A certified employee who feels that the local district is not properly implementing the evaluation plan
according to the way it was approved by the Kentucky Department of Education has the opportunity to
appeal to the Kentucky Board of Education.

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

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

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

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

A determination of noncompliance shall render the evaluation void, and the employee shall have the
right to be reevaluated.

Hearings:
The employee has a right to a hearing as to every appeal. The appeals panel will hold necessary
hearings in accordance with Lawrence County Board of Education Policy and Procedures 03.18AP.11

Revision of the Evaluation Plan:

The Superintendent/evaluation contact will submit revisions to the evaluation plan to the Lawrence
County Board of Education for review to ensure compliance with KRS 156.557 and 704 KAR 3:345. Upon
approval, all revisions to the plan will be submitted to the Kentucky Department of Education for
approval.

References:

KRS 156.55, 704 KAR 3:345

Related Policies and Procedures: LCBOE P 03.18
LCBOE 03.18 AP 11

Lawrence County Board of Education does not discriminate on the basis of race, color, national origin, religion, marital status, sex, genetic
information or disability in employment, educational programs, or activities as set forth in Title IX, Title VI, or Section 504.
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District Professional Growth and Effectiveness Plan

Professional Growth and Effectiveness System

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

growth.

Roles and Definitions

1.

© © N

11.

12.

13.
14.

Back to TOC

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.
Classroom Visit: A formative visit to the classroom, observation, or learning walk.
Conference: A meeting between the evaluator and the evaluatee for the purposes of
providing feedback, analyzing the results of an observation or observations, reviewing
other evidence to determine the evaluatee’s accomplishments and areas for growth, and
leading to the establishment or revision of a professional growth plan.
Evaluatee: A certified school personnel who is being evaluated.
Evaluator: The primary evaluator as described in KRS 156.557(5)(c)2.
Formative Evaluation: Is defined by KRS 156.557(1)(a).
Improvement Plan: A plan for improvement up to twelve months in duration for:

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

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

Job Category: A group or class of certified school personnel positions with closely related
functions.
Local Contribution: A rating based on the degree to which a teacher, other professional,
principal, or assistant principal meets student growth goals and is used for the student
growth measure.
Local Formative Growth Measures: Is defined by KRS 156.557(1)(b).
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.
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15.

16.

17.

18.

19.
20.

21.

22.

23.

24,

25.

26.

27.

Back to TOC

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.

Overall Student growth Rating: The rating that is calculated for a teacher or other
professional evaluatee pursuant to the requirements of Section 7(9) and (10) of this
administrative regulation and that is calculated for an assistant principal or principal
evaluatee pursuant to the requirements of Section 10(8) of this administrative regulation.
Peer observation: Observation and documentation by trained certified school personnel
below the level of principal or assistant principal.

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

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

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

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

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

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

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

Self-Reflection: The process by which certified personnel assesses the effectiveness and
adequacy of their knowledge and performance for the purpose of identifying areas for
professional learning and growth.
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28.

29.

30.
31.

32.

33.

34.
35.

36.

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

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

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

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

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

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

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

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

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

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

System

Back to TOC
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PGES RESPONSIBILITIES:
Teachers play an important role in their own evaluations. As such, they must understand the Professional
Growth and Effectiveness System and the tools used within the system to evaluate practice. Teachers will:

RESPONSIBILITY OF

TIMELINE ACTIVITY TASK OR DOCUMENT
TEACHER EVALUATOR
Annually, within 30 PGES Orientation Orientation Meeting
calendar days of the start Sign-in documentation
of employment X X
Within 15 instructional Identify an area of need Teacher Self-Reflection
days of the first day of X
pupil attendance Develop two student growth Teacher Student Growth Goal Draft
goals (SGG)
Student Growth Goal (SGG) Rigor and
Self-assess the SGG Comparability Rubric: Self-Assessment
Annually, within 25 Analyze Rigor and Student Growth Goal (SGG) Rigor and
instructional days of the Comparability of SGG Comparability Rubric: Professional
first day of pupil Learning Community Peer Review
attendance
Annually, within 30 Approval of SGG by Principal Teacher Student Growth Goal Final X
instructional days of the
first day of pupil
attendance
Annually, within 45 Evaluation Planning Session Teacher Professional Growth Plan
instructional days of the (Formative Review) (PGP, SGG, and professional growth
first day of pupil Professional Growth Planning strategies and support needed to achieve
attendance (PGP) those goals) X X
Annually, Fall Student Voice Student Voice Survey X X
As determined by Observations Pre-Observation Document
educator plan cycle (as determined by educator
plan observation cycle) Summative Evaluation and Observation
Document
Minimum of 4 observations per cycle
(1 or 3 years) X X
e Minimum of one Full Observation
e  Minimum of 3 Mini Observation (2
Supervisor and 1 Peer)
e  Peer and Full Observation must occur in
final year of summative cycle
e  last Observation must be Full and
conducted by the evaluator
[ ]
Within 5 days of Post Observation Conference Post Observation Document X X
observation

Back to TOC
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By end of last Self-Reflection Ongoing (mid-year) Teacher Reflection
instructional day in (One-Year Cycle) X
December or

Ongoing (mid-year) Teacher Reflection
(Three-Year Cycle)

By end of last Summative Evaluations of One- Summative Evaluation and Observation

instructional day in April Year Cycle Certified teachers Document
PGP, annually

By end of last Summative Evaluation of Summative Evaluation and Observation

instructional day in April Three-Year Cycle Certified Document

Teachers
PGP, annually
Back to TOC Lawrence County Schools CEP 16-17
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The Kentucky Framework for Teaching with
Specialist Frameworks for Other Professionals

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

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

Classroom Environment Environment

Instruction Instruction/Delivery of Service

Professional Responsibilities Professional Responsibilities

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

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

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

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

Local District Decision

¥" Measures of Academic Progress (MAP), STAR, Kentucky Occupational Skills

Standards Assessment (KOSSA), College Readiness Assessments

¥" Products of Practice

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

Back to TOC Lawrence County Schools CEP 16-17
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SOURCES OF EVIDENCE/FRAMEWORK FOR TEACHING ALIGNMENT

Professional
Responsibilities

wis||euolssaj04d SuImoys-jp

Ajjeuoissajoud Suidojanaq 3 Suimouan-ay

‘wwo) Sujuaed ‘ssdjoad ui Sunedpied-py

saljiwe4 yuM Sunedjunwwo)-dy

SpJ0d3y 91e4nddy SuluiejuieN-qp

Suiyaea] up Sund9jyay-ey

Evidence
(pre and post conferences)

anisuodsay 1@ Aljiqixa)4 Sunesisuowaq-ag

c
= Sujuaea ul yuswssassy 3uisn-pg .m
2 9
=
3 Sujusea up squapnis Suidedu3z-og n_vv... 1
g 2 3
= sanbiuysa] uoissnasiq 1 Suiuonsany-qg ﬁ &
(%] T
5 S & 5
sjuapnis yum Sunedlunwwo)d-eg = W ) =
v n - v
< Q c <
aoeds |edisAyd SuiziuesiQ-ag m = £ m
(o) & a o
= > =
£ w Joineyag uapnis SuideueN-pe < M
-] ] o
o= £ 2
= 5 $94npPadoid woousse|) Sulejuie|p-dg k3 ©
N (5]
o = c
o m Suluiea jo ainyyn) ysijqeisi-qe .m
= (7]
()
yoddey '3 109dsay jo *Auj Suneasd-eg ,m
Q.
JuUdWISSassy Juapnis Suiusisaq -4T
= iy
S uonoNnJIsu| Jualdayo) Sujusisaqg-at @
= o
m $324Nn0S3J JO 33pajmouy| sajesisuowaq-pt o 2
(=
£ € S
M saw0231nQ |euoidniisul Sulyas -ot 5
&0 5
= T
= sjuapnis Jo aSpajmouy| jessuowaqg-qt £
g v
-y &
A3o3epad/iuajuod jo adpasjmou)- e
= 56 = < S
g g 25 |Ee |SE| .28 .%
£ S 2882 |a3| 8|88
g 2 15|13 |£8| 82| 2§
A o 53 |& [ K 2
o “w o o o

(134) ONIHOV3L 404 YHOMINV YA

3d130e1( |[BUOISSJ0.d WIOU| O]
JON3AIAT 40 S3IDUNOS

Lawrence County Schools CEP 16-17

Back to TOC

14



Professional Practice

Self-Reflection and Professional Growth Planning

Reflective practices and professional growth planning are iterative processes. The teacher (1) reflects on

his or her current growth needs based on multiple sources of data and identifies an area or areas for focus;
(2) collaborates with his or her administrator to develop a professional growth plan and action steps; (3)
implements the plan; (4) regularly reflects on the progress and impact of the plan on his or her
professional practice; (5) modifies the plan as appropriate; (6) continues implementation and ongoing
reflection; (7) and, finally, conducts a summative reflection on the degree of goal attainment and the
implications for next steps (Appendix: Ongoing Reflection (One & Three Year Cycles).

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

Required

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

+ Self-Reflection and Professional Growth Planning will be documented via state approved
technology platform and/or district approved forms.

Required Timeline for Self-Reflection and Professional Growth Planning and Approval for Teachers
and Other Professionals

Annually, within 15 instructional days of the first
day of pupil attendance.

Teacher reflects on his/her current growth needs
on data and identifies an area of focus.

Late hires: within 30 instructional days of the
first day of pupil attendance.

Teacher reflects on his/her current growth needs
on data and identifies an area of focus

Annually, within 45 instructional days of first day
of pupil attendance.

Collaborates with his/her evaluator, develops
growth plan and action steps, and obtains
approval.

Late hires: within 45 instructional days of first
day of pupil attendance.

Collaborates with his/her evaluator, develops
growth plan and action steps, and obtains
approval.

By end of last instructional day in December

Implementation/Reflection on progress and
impact of the plan on his/her professional
practice.
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By end of last instructional day in April Summative reflection on the degree of goal

attainment and implications for next steps.

Late hires will adhere to established timelines for Implementation/Reflection on progress and impact
of the plan on his/her professional practice (if employed prior to last day of December) and

Summative reflection on the degree of goal attainment and implications for next steps.

All certified personnel are required by law to prepare a professional growth plan annually and to revisit
it as the need arises for the purposes of review and revision. All professional growth plans will align with
the goals and priorities of the school/district improvement plans. It is important to emphasize that
professional growth is an ongoing process that will facilitate the progress of the individual toward
improving instruction for student achievement. The superintendent professional growth will be
developed and implemented pursuant to KRS 156.111.

All certified employees will develop a Professional Growth Plan by within 45 calendar days of the first
day of school. The growth plan is to be submitted to and reviewed by the building principal and/or
primary evaluator, or, in the case of district employees, the superintendent/designee. The professional
growth planning process affords the evaluate and his/her primary evaluator an opportunity to discuss,
develop, and ultimately agree upon a professional growth plan aligned with specific goals and objectives
of the school or district of the school or district improvement plans. A well-developed professional
growth plan guides the evaluation process leading to enhanced performance on the part of the
employee.

There are three levels of performance that guide professional growth plans for tenured teachers as
identified in the Type and Length of Educator Plan Matrix included in this plan. Non-tenured teachers at
a minimum follow the guidelines of the Tenured Teachers Type and Length of Educator Plan except for
the duration of the plan, which is a minimum of one year (if put on level 3 it could be less than one
year). The three levels of PGP plans are: 1. Self-Directed Professional Growth, 2. Directed Professional
Growth Plan, 3. Up to a 12-month improvement plan. The professional practice rating and the student
growth goal rating determine the specific guidelines on the requirements within the PGP.

Back to TOC Lawrence County Schools CEP 16-17
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Level 1: Self-Directed Professional Growth Plan (3 year cycle)

Low SGG Rating Expected SGG Rating High SGG Rating Expected or High SGG
with Accomplished or with Developing with Developing Rating

Exemplary Professional | Professional Practice Professional with Accomplished or
Practice Rating Rating Practice Rating Exemplary Professional

Practice Rating

* Goal set by educator ¢ Goals set by educator | * Goal set by * Goals set by educator with
with evaluator input with evaluator input; educator with evaluator input
¢ One goal must focus * One goal must evaluator input * Plan activities are teacher
on low student growth address low * One goal must directed and implemented
outcome performance or focus on low with colleagues.
* Formative review outcomes outcome * Formative review annually
annually ¢ Plan activities * Formative review

designed by educator annually

with evaluator input.
* Formative Review

annually
Level 2: One-Year Cycle Level 3: Up to 12-Month
Directed Professional Growth Plan Improvement Plan

Low SGG Rating with Developing Professional Practice Rating Low SGG Rating with
Or, Expected or High SGG Rating with Ineffective Professional Practice Rating
Ineffective Professional Practice Rating

. Goal Determined by Evaluator . Goal determined by evaluator
. Goals focus on low performance/outcome area . Focus on low performance area
. Plan activities designed by evaluator with educator input | * Summative at end of plan
J Formative review at mid-point
. Summative at end of plan
Observation

The observation process is one source of evidence to determine educator effectiveness that includes
supervisor and peer observation for each certified teacher and other professional. Both peer and
supervisor observations use the same instruments. The supervisor observation provides documentation
and feedback to measure the effectiveness of professional practice. Only the supervisor observation will
be used to inform a summative rating. Peer observation is used only for formative feedback on
professional practice in a collegial atmosphere of trust and common purpose. NO ratings are given by
the peer observer. The rationale for each type of observation is to encourage continued professional
learning in teaching and learning through critical reflection.

KTIP Teacher observations will be conducted according to criteria set forth by the Education Professional
Standards Board (EPSB).

Back to TOC Lawrence County Schools CEP 16-17
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Observation Model

The observation model must fulfill the following minimum criteria:

Required

*

Four observations in the summative cycle. A minimum of three observations conducted
by the supervisor and one observation conducted by the peer.
The required peer observation must occur in the final year of the summative cycle.
Final observation is conducted by the supervisor and is a full observation.
Supervisors may choose to record observation data using one of the following methods
o Observation data is recorded in the State Approved Technology Platform.
o Observation data is recorded in district approved data tool.
Other Professionals will adhere to the same Observation Model as Teachers.

Local District Decision

All observation types are defined as follows:
1. A full observation consists of a full class period or lesson observation scheduled and
conducted by the evaluator.
2. Mini-observations are shorter sessions, approximately 20-30 minutes each, the observer will
make note of the components observed in order to identify “look fors” in the next mini
observation session, scheduled and conducted by the peer observer and evaluator.

Lawrence County Observation Model:
Three (3) Evaluator Observations and One (1) Peer Observation

There will be a minimum of four (4) observations in the summative cycle identified as a
minimum of three observations conducted by the evaluator and one observation
conducted by the peer.

The evaluator will conduct three (3) observations; a minimum of one of these
observations a full observation conducted in the summative year of the educator plan
cycle. At the discretion of the evaluator or upon teacher request, the observation type of
the remaining two required observations could be two mini-observations or one full
observation and one mini-observation. All observations shall be conducted openly and
with the full knowledge of the teacher.

The peer observer will conduct one (1) mini-observation in the summative year of the
educator plan cycle.

Observation Schedule

Required

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

Back to TOC

Lawrence County Schools CEP 16-17
18



Local District Decision

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

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

Observations may begin after the evaluation training takes place within the first 30 calendar days of
employment.

The Lawrence County observation schedule is determined by the type and length of educator plan:

One Year Educator Plan Schedule (Non-tenured teachers and teachers identified by the Type and
Length of Educator Plan for Tenured Teachers Matrix

First Semester Observation Schedule: Two mini observations by supervisor will be conducted in
the first semester (last instructional day in December).

Second Semester Observation Schedule: The final two observations, mini peer observation and
full observation by supervisor, will be conducted prior to last instructional day in April. The
minimum required full observation must be the final observation. Summative evaluation shall
be held prior to the last instructional day in April.

Three Year Educator Plan Schedule (as defined by the Type and Length of Educator Plan for Tenured
Teachers Matrix):

Below is the recommended observation schedule an evaluator should follow for a three-year
summative cycle (these are minimum requirements):

e Year One- (1) Mini Observation to be completed prior to the last instructional day in
April.

e Year Two — (1) Mini Observation to be completed prior to the last instructional day in
April.

e Year Three — (1) Peer Observation and (1) Full Observation to be completed prior to the
last instructional day in April.

e The summative evaluation shall be held prior to the last instructional day in April.

Late Hires/Absenteeism
Any one year cycle teacher hired before the 60th consecutive day of instruction will have all observations
conducted. Please see observation schedule in above section.

An evaluator may eliminate one of the required mini observations by the evaluator on a teacher hired
after the 60th consecutive day of instruction. The peer observation and full observation cannot be
omitted in this case.

If a teacher misses 60 consecutive school days throughout the year then the supervisor may eliminate one
of the required observations.
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Peer Observation

A Peer Observer observes, collects, shares evidence, and provides feedback for formative purposes only.

Peer Observers do not score a teacher’s practice, nor is peer observation data shared with anyone other
than the observee unless permission is granted. A peer observer is trained certified school personnel.

Required

+ All Teachers and Other Professionals will receive a peer observation in their summative year.

+ All Peer Observers participating during the summative year observations will complete the
department approved training once every three years.

+ All peer observation documentation will be accessed only by the evaluatee.

Peer observations will be documented via state approved technology platform and/or district
approved forms.

Local District Decision

Peers may record observation data using one of the following methods:
¢ Observation data is recorded in the State Approved Technology Platform
+ Observation data is recorded in district approved data tool.

All teachers will be placed in the pool as potential peer observers. Principals may utilize peer observers
to serve within or across departments. They may also decide to utilize peer observers in more of a
mentoring capacity where teachers with identified weaknesses observe other teachers who are strong
in those areas.

All teachers will complete the department approved observation training at least every three years. The
training is to be completed prior to participating in any peer observations. (This is for the observer and
the observee.) Failure to complete training will result in a professional growth goal developed in this
area.

Peer observers will be assigned at the school level by the building level administration.
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Observation Conferencing
Observers will adhere to the following observation conferencing requirements for teachers and other
professionals:

Required

¢ Conduct mini and full observation post-conferences within five working days following each
observation

Pre-Observation

Prior to mini and full observations, pre-observation conference will be held with teacher by the
evaluator at least twenty-four (24) hours prior to observation, including completed pre-
observation document (Appendix A: Pre-Observation Document) and lesson plan made available
to evaluator twenty-four (24) hours prior to pre-observation conference. Alternative forms are
provided for educators who fit the Other Professionals Category (Appendix C).

Post-observation

Post-conferences will, at a minimum, address the questions and topics of the post-observation
conferencing form. Appendix: Post-Observation Conference Document. Alternative forms are
provided for educators who fit the Other Professionals category.

Post-observation conferencing after a mini observation may focus on a particular
domain/component within the Framework for Teaching that provides “look fors” for the next
walkthrough or mini-observation.

The summative evaluation conference shall be held at the end of the summative evaluation
cycle.

Observer Certification

All administrators serving as a primary evaluator must complete the Initial Certified Evaluation Training

prior to conducting observations for the purpose of evaluation.

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

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

e Framework for Teaching Proficiency Assessment

Back to TOC Lawrence County Schools CEP 16-17
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Required

The established cycle for observation certification is as follows:

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

Only evaluators who have passed the proficiency assessment can conduct mini and full observations
for the purpose of evaluation. In the event that a evaluator has yet to complete the proficiency
assessment, or if the evaluator 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 evaluator is present in the observation.
= |nthe event an evaluator is on leave and unable to complete evaluations due
to an emergency situation such as prolonged illness, death of a significant
other, etc., the district office can waive the presence of the evaluator.
In cases where the evaluator is not certified through the proficiency system and is therefore
unable to conduct observations during the observation window, the Director of District
Personnel will determine how to ensure teachers and other professionals have access to
observations by making the following local decisions:
e Upon hiring, the district will purchase a Teachscape License for a evaluator who does not
have certification.
e The evaluator will have 45 instructional days to take the proficiency assessments via
Teachscape.

Local District Decision

In the event a supervisor is not successful in completing/passing the assessments.
e Supervisor will be assigned a mentor, by the Director of District Personnel, who has already
passed Teachscape, if possible.
e Mentor will provide guidance and support as requested. It is not permissible for the mentor to
take the exam with the supervisor.
e The mentor will review assessment results with the supervisor and will target areas of weakness.
e Go back through appropriate sections of training to establish understanding.

Support for those unable to pass the assessment after the second attempt and are subsequently locked
out of the system will be supported by:

e Evaluator will be assigned a mentor, by the Director of District Personnel, who has already
passed Teachscape, if possible.
e The mentor will review assessment results with the supervisor and will target areas of weakness.
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e Go back through appropriate sections of training to establish understanding.
e Study sessions focusing on the four domains of the Kentucky Adapted Framework for
Teaching, and the four performance levels

Lawrence County teachers will have access to certified observers for observations and feedback in cases
where their evaluator is not certified through the proficiency system and therefore unable to conduct
the observation. In the event the building principal is unable to evaluate teachers due to not being
certified through the proficiency system, the Superintendent will designate district-level personnel or
principals from other buildings (certified through the proficiency system) to conduct the observations
with the principal, modeling the process and provide mentorship of the proficiency system for the
principal. Observation data provided by a substitute observer is considered a valid source of evidence
only if the principal participated (passively) in the observation. Passive involvement will be waived in cases
where a supervisor is unable to participate (long-term leave or other extenuating circumstances). In the event an
evaluator is employed after the beginning of the school year, he/she will be provided thirty (30) days to
obtain observation certification as an evaluator. If necessary, a substitute observer will conduct
observations in which principal will participate (passively) in the observation.

The superintendent will be provided a list of evaluator certification and a chart of when calibration and
recertification must occur.

Observer Calibration

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

Required

¢ Observer calibration during years two and three of the Observer Certification process based on
the department approved platform.

All building level evaluators must complete calibration by September 1 each year. Successful
completion of calibration is determined by obtaining a score of Demonstrated Accuracy.

Any evaluator who scores, Needs Practice or Needs Remediation, will be assigned a mentor
and have a two week window to successfully complete calibration.

* Re-certification after year three.

All evaluators will be recertified via KDE approved platform to maintain evaluation certification.
Recertification is to be completed by September 1.

If evaluator fails to complete recertification successfully by September 1st, he/she will be assigned a
mentor and have a two week window to successfully complete recertification. Any evaluator
receiving a red or yellow rating will receive additional support through training and mentoring
opportunities.
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Any late hire throughout the school year who do not have appropriate documentation of ongoing
calibration and recertification must be brought current within the first 45 days of being assigned a
Teachscape license.

Student Voice

The Student Voice Survey is a confidential, on-line survey collecting student feedback on specific aspects

of the classroom experience and teaching practice.

Required

L 4

* & o o

Teachers and other professionals will participate in the state-approved Student Voice Survey
annually with a minimum of one identified group of students, if applicable.

Student selection for participation must be consistent across the district.

Results will be used as a source of evidence for Professional Practice.

Formative years’ data will be used to inform Professional Practice in the summative year.
Appropriate teachers and administrative staff will read, understand, and sign the district’s
Student Voice Ethics Statement.

The Student Voice Survey will be administered between the hours of 7:00 AM and 5:00 PM local
time.

The survey will be administered in the school.

Survey data will be considered only when ten or more students are respondents.

Local District Decision

Lawrence County School District will implement the Student Voice Survey in a consistent
manner for all teachers in the district with a minimum of one section per eligible teacher.

Building principals will determine the section(s) participating in the Student Voice Survey. The
rules for selection must be applied in a consistent manner to the entire school. For example;
the principal would determine that the survey will be administered during the second period
class.

All participating teachers who do not have a class during the designated period would give the
survey during another period designated by the building student voice survey coordinator. For
example, all participating teachers who did not have a third period class could give the survey to
their fourth period class on the same day. For this reason, some students may take the survey
more than once.

For classes that are participating in the survey, only students whose parents return the signed
letter will be exempt from the survey. The percentage of a teacher’s students who respond is
not a factor; no minimum percentage is required.

Back to TOC Lawrence County Schools CEP 16-17
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e For teachers who work in collaborative classrooms, there are several scenarios on how their
students may be surveyed, providing students have been engaged in the teacher’s instruction
for no less than 15 classroom days and within the last 15 calendar days.

1. Ina collaborative classroom, the principal might choose for one of the
collaborating teachers to have their students take the survey during another
period when that teacher is the only teacher in the class.

2. Another option for collaborative teachers, especially when neither teacher has a
class where he/she is the only teacher, is for all of the students in the class to take
the survey for one teacher in one class period and then take the survey for the
second time during a different period.

e Ateacher who has students in more than one category of survey questions (3-5, 6-12) will
determine only one level of survey to administer to all students in that section. This
information must be communicated to the district IC person who will make the
appropriate designation in Infinite Campus.

e Students with IEPs or 504 Plans participating in the Student Voice Survey will receive the
requisite supports to ensure equal access. [Guidance from individual student’s IEP or 504
plans will ensure the survey is implemented with fidelity and student responses are
confidential, regardless of the modification or additional supports required.]

e All students, identified by the Kentucky Department of Education, will have the opportunity to
participate in the survey.

e Inthe event a teacher cannot get the minimum of ten students they must still administer the
survey in order for the results to be tracked back to school-wide trend data and may be utilized
to inform professional growth plan.

e In some circumstances, classes may be combined in order to gather at least 10 data points. (e.g.
special education, AP courses)

e The Student Voice Survey shall be administered during the state specified window.

e Inthe event that a teacher does not work directly with students on a regular basis the student
voice survey will not be conducted.

e Students who are absent on the date of administration will have until the end of the survey
window to complete their survey. It is each school’s responsibility to monitor attendance
records during this time frame in order to ensure the opportunity for students to complete the
survey.

Products of Practice/Other Sources of Evidence
Teachers and Other Professionals may provide additional evidences to support assessment of their own

professional practice. These evidences should yield information related to the teacher’s practice within
the domains. Both teachers and evaluators share responsibility for determining appropriate and relevant
evidence. All evidence must be “products of an educator’s work that demonstrates knowledge and skills
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of the educator”. In other words, evidence must be naturally occurring products related to the day-to-
day work of teaching and learning.

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

Local District Decision

Classroom Visits and Coaching Feedback

Evaluator will routinely visit teacher classrooms and provide coaching feedback. Coaching may consist
of the following steps: specific Focus, data/evidence. conducting coaching session, action steps, and
monitoring of action steps.

Additional Products of Practice-- evidence provided in support of educator practice may include, but
not limited to:
e Program Review evidence
e team-developed curriculum units
e |esson plans
e communication logs
e timely, targeted feedback from classroom observations
e student data records
e student work
e student formative and/or summative course evaluations/feedback
e minutes from PLCs
e teacher reflections and/or self-reflections
e teacher interviews
teacher committee or team contributions
parent engagement surveys
records of student and/or teacher attendance
video lessons
e engagement in professional organizations
e action research
e Others---as agreed upon by supervisor and evaluatee
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Student Growth

The student growth measure is comprised of two possible contributions: a state contribution and a local
contribution. The state contribution pertains only to teachers in the following content areas and grade
levels participating in state assessments:

o 4th—_8"Grade

e Reading

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

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

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

Do you teach students
in grades 4-8?

YES | -~

Do you teach in the
— Math or ELA
content areas?

YES
P
Do your students
participate in the
] Math or ELA NO
K-PREP Assessment?
(&
YES

LOCAL
LOCAL & STATE
— CONTRIBUTION
CONTRIBUTION ONLY

.

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

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

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

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

Rigor-congruency to appropriate grade level standards or job responsibilities.

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

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

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

Local District Decision

Teacher Professional Growth and Effectiveness System & Others Professional Growth and
Effectiveness System

The following categories have been identified by KDE as Other Professionals:
e Library Media Specialist
e Therapeutic Specialist/Speech
e School Guidance Counselor
e School Psychologist
¢ School Instructional Specialist/Coach
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Other Professionals who work with classes of students on a daily, weekly, or other re-occurring schedule
must follow the protocols of the TPGES Student Growth.

Other Professionals who are in a role that does not work with students on a regular basis or are
administrative in nature will follow the OPGES Student Growth Guidance.

TPGES Student Growth Goal Criteria
Required

e Teachers will write a student growth goal based on the following criteria:

e The SGG is congruent with appropriate grade level and content area standards for which it was
developed.

e The SGG represents or encompasses an enduring skill, process, understanding, or concept that
students are expected to master by taking a particular course (or courses) in school.

e The SGG will allow high- and low-achieving students to adequately demonstrate their
knowledge.

e The SGG provides access and opportunity for all students, including students with disabilities,
ELLs, and gifted/talented students.

e The SGG shall NOT be based on a student’s progress on identified goals, objectives, or
benchmarks on the individualized education program (IEP); doing so may compromise the
integrity of the IEP.

e The SGG will include all students that have been enrolled a minimum of 100 instruction days or
60% of the instructional time allocated to the course in the event that the course does not last
the entire school year or has irregular scheduling.

Process for Assessing the Rigor and Comparability of Student Growth Goals
For the purpose of goal-setting for student growth goals:

Rigor means congruency to the standards. In other words, the sources of evidence demonstrate where
students are in meeting or exceeding the intent of the standard(s) being assessed. Additionally, growth
and proficiency targets included in a student growth goal are challenging for students, but attainable
with support. The district developed rigor rubric is organized around the key components of the
S.M.A.R.T. goal setting process. The Rigor Rubric provides descriptors that the SGG itself is a Specific,
Measurable goal that is Appropriately aligned with identified standards, that the SGG is Relevant,
results-oriented growth goal for all students and is Timebound to a particular instructional interval
(course, year). Comparability means that data generated from similar classrooms (i.e., those
addressing the same standards) would be interpreted in a comparable way (i.e., use of common
success criteria/rubric/performance expectations/performance levels) with respect to the intent of the
standard. Assessments used to inform the development of, as well as those used to determine the
degree to which the goal was met, are not necessarily comparable in terms of structure. Rather they are
comparable in terms of the criteria used to determine progress toward attainment of the standard.
Rubrics based on standards and developed by teams of teachers is a best practice for meeting
comparability. The Lawrence County Schools Student Growth Goal Assessment Data Rubric, a standards-
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congruent rubric, will provide an aggregate tool that is comparable and rigorous across grades and
subjects within the district.

1. Within 15 instructional days of the first day of pupil attendance, all teachers will write one student
growth goal (SGG) as directed below:
A. identify an area of need based on baseline data of current students that is aligned to content
standards or job-specific duties.
B. develop one student growth goal (SGG) anchored in baseline data that includes:
1) a growth target — describe the growth target set for 100% of students
2) a proficiency target — identify goal for the percentage of students to reach proficiency
C. self-assess the SGG using the Lawrence County Schools SGG Rigor and Comparability Rubric
(see Appendix A)

2. Within 25 days of the first day of pupil attendance, peer review will be conducted within a
Professional Learning Community (PLC) assigned by principal, will review the rigor and comparability of
the SGG utilizing the SGG Rigor and Comparability Rubric (see Appendix) prior to principal approval to:
1) determine that the SGG fits the “acceptable” criteria of rigor
2) determine that the SGG fits the “acceptable” criteria for comparability.

3. Within 25 days of the first day of pupil attendance, peer review protocol will have been applied to
the SGG and submitted to the principal.

3. Within 30 days of the first day of pupil attendance, principals will approve or request revisions to
SGGs.

4. Throughout the duration of the SGG, the teacher:
a. provides a variety of opportunities for students to demonstrate understanding of the content
and their progress (rubrics, scoring guides, specific feedback etc.).
b. analyze formative assessments that evidence student growth throughout the interval of
instruction
c. assesses student attainment of SGG a minimum of three times (pre, mid-course, and post)

5. Meet with principal to determine annual student growth by last instructional day in April.

Determining Growth for a Single Student Growth Goal (SGG)

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

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

Required
¢ Describe the protocol or process for using multiple sources of data and evidence to determine

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

Teachers will develop two local student growth goals:

e Pre-Test/Post-Test with Repeated Measures based on Enduring Skills and
e Local Student Growth Proficiency Goal based on Lawrence County Schools Pathway to
Proficiency Accountability Dashboard or designated by principal

Student Growth Pre-Test/Post Test with Repeated Measures

Teachers will use pre- and post-tests results will be utilized as evidence to determine the growth
identified in their goal. Teachers will maintain a record of results on interim measures throughout the
duration of the SGG that allow students to act on the information provided. These measures will
accompany descriptive feedback rather than evaluative feedback, student involvement in the
assessment process, and opportunities for students to communicate their evolving learning while the
teaching is in progress. The teacher and supervisor will then look at the pattern across the repeated
administrations to determine the growth rating for the SGG.

Teachers will not utilize repeated measures on which students may demonstrate improvement over
time simply due to familiarity with the assessment.

Measures in Determining Student Growth Rating as Low, Expected, or High

Growth portion of the goal

HIGH: Teacher has 90-100% of students meeting the growth portion of the goal
EXPECTED: Teacher has 80 to less than 90% of students meeting the growth portion of the goal

LOW: Teacher has less than 80% of their students meet the growth portion of the goal

Proficiency portion of the goal

EXPECTED: Teacher's number of students meeting this goal is within a +/- 10% range of the proficiency
goal

HIGH: Teacher's number of students meeting proficiency exceeds their goal by more than 10%

LOW: Teacher's number of students meeting proficiency is more than 10% below the proficiency goal
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OVERALL STUDENT GROWTH RATING

HIGH Expected High High
© EXPECTED Expected Expected High
2
:?:_: LOow Low Expected Expected
o
E LOwW EXPECTED HIGH
2
o PROFICIENCY RATING

**If a goal is approved that only contains a growth portion or only a proficiency portion then that rating will
stand as the overall rating.

**If a teacher or other professional is in a class/grade level that does not have K-Prep data contributing to their
overall goal this rating WILL constitute their rating for that year.

**|n an instance where the supervisor provides a rating that is not consistent with the chart; rational shall be
written and approved at the district level.

OPGES Student Growth Goal: Local Contribution — Based on School Need
Required

e Develop a minimum of one local goal for student growth and is based on school need.
e The SGG is aligned to the job expectations of the professional.

e Other professionals will use relevant data at various levels (classroom, grade level, school-
wide, etc.) in order to target an area of need.

e Upon completion of writing the goal, other professionals will develop their own benchmarks
for determining goal attainment. See chart below.

e Goals and benchmark measures must be approved by the evaluator.
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OTHER PROFESSIONALS STUDENT GROWTH GOAL (As evidenced from OPGES SGG)

Other Professionals Student Growth Goal

Student Growth
Goal

Low Growth

Expected Growth

High Growth

%

Below %

_%-_ K

Above %

**In an instance where the supervisor provides a rating that is not consistent with the chart; rationale

shall be written and approved at the district level.

Combining State and Local Goals

If a teacher has BOTH K-Prep and local data they shall follow the below guidance:

e The local goal will account for 70% of rating
e The state goal will account for 30% of rating
e If a teacher has more than one MSGP attributed to them then an average combination of the two will be

utilized for the MSGP portion. (Commonly pertains to self-contained 4th and 5th grade)

Ratings will be converted to numerical value: High = 3; Expected =2; Low =1

These ratings will then be calculated to determine the yearly growth rating for teachers with local and state

growth goals.

The formula below shall be used to determine (in conjunction with the rating chart below) the final SGR:

(Local Goal x .70) + (State Goal x .30) = Yearly Growth Rating

This measure will then be applied to the following chart to determine final rating

Scale Rating
2.5-3.0 High
1.5-2.49 Expected
1.0-1.49 Low
Back to TOC
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**|n an instance where the supervisor provides a rating that is not consistent with the chart; rational shall
be written and approved at the district level.

Determining Growth for Multiple Student Growth Goals

The two local student growth goals and one state student growth goal will be of equal weight. Each rating
will coincide with a numerical value.

High=3

Expected=2

Low=1.

Example: If a teacher receives a rating of high on the state growth goal and low rating on the two local
goals, these three ratings would be averaged: High (3) + Low (1) + Low (1) = 5. Divide this total by three
and the resulting score for this school year is a 1.67. Based on the average, the rating would be EXPECTED
(see chart).

You will apply this average to the chart below.

Scale Rating
2.5-3.0 High
1.5-2.49
Expected
1.0-1.49 Low

Rating Professional Practice

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

The process concludes with the evaluator’s analysis of evidence and the final assessment of practice in
relation to performance described under each Domain at the culmination of an educator’s cycle.
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Required
¢ Provide a summative rating for each domain based on evidence.

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

DOMAINRATINGS
p—
SOURCESEDFEVIDEN CEETOANFORMEPROFESSIONALZ
PRACTICE
A (DOMAINEL:EI,D,A,E] \
" REQUIRED DOMAIN®:I,D,A,E]
E Observation@
2 ituge”fWOiE PlansandEel PROFESSIONALE
& roj ess_lona row! ansian elr? JUDGMENT
I - Reflection®
3 OPTIONAL DOMAIN®B:{I,D,A,E]
g Other:Mistrict-Determined@Mustibel
Iy identified@n@heTEPE
g Othereacher@videncel
DOMAINB:dI,D,A,E]

Determining the Overall Performance Category

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

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

¢ Determine the individual domain ratings through the use of sources of evidence and professional
judgment.
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¢ Apply State Decisions Rules for determining an educator’s Professional Practice rating.

CRITERIA FOR DETERMINING A TEACHER’S PROFESSIONAL

PRACTICE RATING

IF...
Domains 2 AND 3 are rated
INEFFECTIVE

THEN...

Professional Practice
Rating shall be
INEFFECTIVE

Domains 2 OR 3 are rated
INEFFECTIVE

Professional Practice
Rating shall be
DEVELOPING OR
INEFFECTIVE

Domains 1 OR 4 are rated
INEFFECTIVE

Professional Practice
Rating shall NOT be
EXEMPLARY

Two Domains are rated
DEVELOPING, and two Domains are
rated ACCOMPLISHED

Professional Practice
Rating shall be
ACCOMPLISHED

Two Domains are rated
DEVELOPING, and two Domains are
rated EXEMPLARY

Professional Practice
Rating shall be
ACCOMPLISHED

Two Domains are rated
ACCOMPLISHED, and two Domains
are rated EXEMPLARY

Professional Practice
Rating shall be
EXEMPLARY

Rating Overall Student Growth

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

developed instrument for summative student growth ratings.

The designed instrument aids the

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

STUDENTIGROWTH

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

Local District Decision

Required
* SGG and MSGP (when available) will be used to determine overall Student Growth Rating.

¢ Uptothree years of student growth data (when available) will be used to determine overall Student Growth
Rating regardless of the type and length of educator plan.

The overall student growth rating will be determined by each rating receiving a numerical weighting:
LOW=1

EXPECTED =2

HIGH=3

Each year’s rating (up to three years) will be combined through averaging. The average of all SGG ratings will result
in an overall student growth rating as follows:

Example: | Year #1 High=3 | Year#2low=1 | 3+1=4 4/2=2 Overall SGG= Expected

LOW=1.0-1.49
EXPECTED = 1.5 -2.49
HIGH =2.5-3.0

Overall Performance Category
Required

Apply State Overall Decision Rules for determining educator’s Overall Performance Category.
e Implement the Overall Performance Category process for determining
effectiveness.
e All ratings must be recorded in the department-approved technology platform.
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CRITERIA FOR DETERMINING A TEACHER’S OR OTHER PROFESSIONAL'S
OVERALL PERFORMANCE CATEGORY

STUDENT
PROFESSIONAL GROWTH OVERALL PERFORMANCE CATEGORY
PRACTICE RATING
RATING
High OR Expected EXEMPLARY
Exemplary
Low DEVELOPING
High EXEMPLARY
Accomplished Expected ACCOMPLISHED
Low DEVELOPING
High ACCOMPLISHED
Developing
Expected OR Low DEVELOPING
High DEVELOPING
Ineffective
Expected OR Low INEFFECTIVE

Back to TOC
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Professional Growth Plan and Summative Cycle

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

PROFESIONALDPACTICEE‘ATING

[

Type and Length Educator Plan Matrix

PROFESSIONALEIGROWTH@PLANBANDZYCLEFORZTENUREDETEACHERS

THREE-YEAREYCLE

THREE-YEAREYCLE

z BELF-DIRECTEDGGROWTH®PLAN SELF-DIRECTEDEGROWTH®LAN
g GoalBetlyeacher@vith@ GoalsBetlbyReacher@vith@valuatorinput
% evaluatorfinput® Plan@ctivities@re@eacher@irected@ndi@mplemented@vit
% o colleagues.
i ne@oal@nustfocusdni X 5
lowdtudent tha Formative@eview@nnually
LSRR Summative®ccurs@t®heR®ndDyear.
""" outcometld
Formative@eviewd
o annually®@
%
-
o
=
o
O
Q
<
ONE-YEARLYCLE THREE-YEARIYCLE THREE-YEARBELF-DIRECTEDEYCLE
DIRECTEDEEROWTHPLAN SELF-DIRECTEDEGROWTHEPLAN +  Goal(s)BetibyRducatord
*  Goal(s)Determinediby +  Goal(s)BettbydeacherBwith( with@valuator@nput®
Evaluator evaluatorinput;Bne@nusta ¢  Formative@eview@nnually®
*  Goalsffocus®ni address@rofessionall
S professionaliracticefnde? practice®rBtudent@rowth.B
= student@rowtht «  Formative@eviewEnnually.®
S *  Plan@ctivities@lesigned®
w
> by®Rvaluator@ith@
o teachernput
*  Summative@eviewl
annually®
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UPETOEL2-MONTH®
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PRINCIPAL AND ASSISTANT PRINCIPAL
PROFESSIONAL GROWTH AND EFFECTIVENESS
SYSTEM
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PPGES TIMELINE PRINCIPAL RESPONSIBILITIES:

Principals play an important role in their own evaluations. As such, they must understand the 1)

Principal Professional Growth and Effectiveness System, 2) Principal Performance Standards and the

tools used within the system to evaluate practice. Principals will:

Timeline Activity Task or Document Responsibility of
Superintendent Principal
By August 1 e Superintendent reviews | Fulfills the 30 calendar
expectations of PPGES day requirement for
evaluation X
e Observer Calibration State-approved format of
By September 1 training
X X
e Principals conduct self- | Principal/Assistant
reflection on survey Principal Reflection, Goal
results and Setting and Professional
performance standards | Growth Plan
e Principal and
superintendent X X
By September 30th collaboratively develop
PGP
e Principal and
superintendent
collaboratively set
student growth goal
e Possible location for
. Val-Ed Survey (can be
By Mid-October schedule at any point
during the year) X
Prior to mid-year Superintendents conduct Site Visit/Mid-Year X
review observation/site visit Performance Review
Documentation Template
Mid-Year Conference with | Principal/Assistant
the principal including Principal Reflection, Goal
review of student growth | Setting and Professional
B 1
y January 3 goal, PGP, and Growth Plan X X
documentation Site Visit/Mid-Year
Performance Review
Documentation Template
Teachers, principals and
superintendents complete
March TELL KENTUCKY (another X
possible location for Val-
Ed)
Back to TOC Lawrence County Schools CEP 16-17
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By last instructional
day in April

Superintendents conduct
observation/site visit

Site Visit/Mid-Year
Performance Review
Documentation Template

By last instructional

End-of-Year
Review/Summative of all
Principals including review

Principal/Assistant
Principal Reflection, Goal
Setting and Professional
Growth Plan

day in April
of student growth goal, Principal/Assistant
PGP, and documentation | professional Growth and
Effectiveness Summative
Document
Back to TOC Lawrence County Schools CEP 16-17
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PPGES TIMELINE ASSISTANT PRINCIPAL RESPONSIBILITIES:

Assistant Principals also play an important role in their own evaluations. As such, they must understand
the 1) Principal Professional Growth and Effectiveness System, 2) Principal Performance Standards and
the tools used within the system to evaluate practice. Assistant Principals will:

Timeline Activity Task or Document e
Princival Assistant
P Principal
e Principal reviews Fulfills the 30 calendar
By August 1 expectations of PPGES day reql.urementfor
evaluation
e Observer Calibration State-approved format of
By September 1 training
X
e Asst. Principals conduct | Principal/Assistant
self-reflection on survey | Principal Reflection, Goal
results and Setting and Professional
performance standards | Growth Plan X
By September 30th e Asst. Principal and
Principal collaboratively
develop PGP
e Asst. Principal inherits
principal growth goals
Prior to mid-year Principal completes data Data Collection/Mid-Year
review collection/observation Performance Review
Documentation Template
Mid-Year Conference with | Principal/Assistant
the assistant principal Principal Reflection, Goal
including review of Setting and Professional X
By January 31 student growth goal, PGP, Growth Plan
and documentation Data Collection/Mid-Year
Performance Review
Documentation Template
Teachers, principals,
assistant principals, and
March ) princtp X
superintendents complete
TELL KENTUCKY
By last instructional Principals conduct data Data Co//ect/on/M/d—Year
day in April . . Performance Review
collection/observation .
Documentation Template
By last instructional End-of-Year o )
dav in Aoril Review/Summative of Principal/Assistant
v P . o Principal Reflection, Goal
Assistant Principal
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including review of Setting and Professional X X
student growth goal, PGP, | Growth Plan

and documentation
Principal/Assistant
Principal Professional
Growth and Effectiveness
Summative Document
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PROFESSIONAL PRACTICE

STUDENT GROWTH

]|

KENTUCKY PROFESSIONAL GROWTH AND EFFECTIVENESS SYSTEM MODEL FOR SUMMATIVE EVALUATION OF

SOLRCES OF
EVIDEMNCE TO
IKFORM
PROFESS0OMAL
FRALCTICE RATING

Sibe vidts

350 survey, [princpal

— ¥ |PAnCp FROEESSIONAL
Warking Conditions Ll
oo

Professional Snowth
Plans and Seif
Refiection

Dptional: Districk-
De=tErmined

SOURCES OF EVIDENCE TD INFORRM STUDENT

SROMWTH RATING

|

State Contribukion — Kt Sereretion Lesmiers

poals
= State-Defined High/Expected/Low
*  3'Years of Duts (when availabie]

|

ASSISTANT PRINCIPALS AND PRINCIPALS

STANDARD RATIMNGS

.

Stmndard 1o Instrochiceesl
Lesdershin

Standand 2: School Climets
Stndand 3 Hurran Rasources
Managemankt

Standard 4: Crganizational
Managemank

Siandand 3: Commurecation and
Community Reltions

Standand & Professionakzm

V

PROFESSIOMAL
JUDGEMENT &

> STATE-
DETERMIMED |
., DECISION RULES .

El

PROFESSIONAL JUDGMENT & DISTRICT-

s o s e [

AND

Lol Contribution — Student Srowth Goals
[5GGEs)

= [District-Defined High/Expected/Low

= 3 ¥ears of Data {when availabiz]
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SOURCES OF EVIDENCE/FRAMEWORK FOR PRINCIPAL/ASST PRINCIPAL ALIGNMENT

Instructional
Leadership

School Oimate

Human Resources
Management

Organizational
Management

Commmnication
and Community
Relations

Professionalism

The principal fosters tha
sworass of oN studants by

Tha prircipal fosters
b sworass of o

Thi prindpai fostars

The principal fostars b
surcess off all shucherts by

Thw principe! fosters tha
surogss of ail shidents

The primcipal fostors b
sworass off ol studants by

E feciloting the devalopment, | shwdents by fective Fuman supporting, managing, and | by communicahing ord demorstroting
o COHTTUNICERIo, developing. FESOUICRS manGEamet ovarsesing e sohool's colchorating affechivaly profiessional shendards
g impiamentation, and odvocoting. and by assishimg with organizotion, oparaticn, WiEN stokeholdars. ord SIS, angeging in
avaiugtion of o shored vision | susfaining an saiection and incuchion, anG e off FRESoUIRE. continuous profiersional
off temching and isarming that | acccericaily cnd by supporhing, lewrrming, owd contrituhing
ieod's to Student Gromamic FIGOVEES, POsive, mvrlmating, omd refaining to the profession.
growhh ong sohood and saje school fuality imstruchions! oo
improvamant civmate for ol supporT DEoTnel
shokaineicars.
Site Visits identified Evidence Observation District [dentified Evidence
|confersnces)
|confereno=s)
Professicnal _
Erewih Professional Growth Planning and Self Reflection
- Sert- | sl Lemele-v=hiige School Ch Human Resouros=s Organizationsl Cﬂl‘ﬂml.l'_lm‘tl]n ?nd Professicralism
w B Fezflection Management Management Community Relations
E _E TELL Kentucky & Other District ldentified Feedbacdk
= n PE—— " —
& -E l.l.ln:-r.ll.ir'a: Time; ; & Support; Fadlities & | Facilities & Resowurces; rl'md:::liwn'l;
] Cenetion: | Duypelopment; Instructional | Time; Mansging . Community Suppart - _
e iSoal Practices & 5 Student Cond Resources; Temscher Teacher Leadership; & beech Facilities & Hesources;
] z _ Lemdership; Mew School Leadership Teacher Leadership;
E B L Tescher Support New Teacher Support
.- Superintendent & Teacher Feedback
-
Cult § Cultwre of Learning &
. ure o . .
High Standards for Student Quality Instruction; Profess I
vaigazs | Fligh g Figrarones Leamning & B " : B L Culture of Learning &
Suresy Learning; Rigo Professi riormance = =0T . .
Curriculurm; Quality ional Accountability CQuality Instruction Connections to Professional Behawior
Inestruction r External Communities
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Principal/Assistant Principal Professional Growth and Effectiveness

System Components

Overview and Summative Model

The following graphic outlines the summative model for the Principal Professional Growth and
Effectiveness System.

SOURCESIDFE STANDARDMRATINGS
EVIDENCETOR A
INFORME { \
PROFESSIONALE STANDARDE :Anstructional®
Leadership
w PRACTICE
E STANDARD:BchoolElimate
Q
= STANDARDB:BHuman(Resourcel
g Management
§
o Professional@rowth( STANDARD-Drganizationald
@ Plans@ndBelf-Reflectionl HgOFESSIONAL Management
i Site-Visitsa UDGMENT PROFESSIONAL®
g Val-EdB60°E JUDGMENTER:
a Workingfonditionsl STATE-
Growth@Goall DETERMINEDZ
DECISIONRULESE
establishing@E OVERALLE
common®
— Bhderstanding®fa PERFORMANCE®
- SOURCESEDFE performancefl CATEGORY
EVIDENCEETOR thresholds@o@vhichi
all@ducators@rer
INFORMBTUDENTE STUDENTEEROWTHIRATINGS heldll
GROWTH
E | — A
Statelontribution
= PERFORMANCE®
e [RSSIST/NGLEGoal STATETONTRIBUTION: @i
:[High,|
— TOWARDE
E RAJECTORY Expected,dowiGrowthiRating
w
[=} AND
=1
27, Localontribution3
Student@rowth@soalsms P ROFESSIONALR
(SGGs)asedmBnBchooll JUDGMENTRANDE LOCALELONTRIBUTION:MHigh,B
need DISTRICT- Expected,Aow@GrowthRating
DETERMINEDE
— RUBRICS

Evaluators will look for trends and patterns in practice across multiple types of evidence and apply their
professional judgment based on this evidence when evaluating a principal. The role of evidence and
professional judgment in the determination of ratings on standards and an overall rating is paramount in
this process. However, professional judgment must be grounded in the common framework identified:
The Principal Performance Standards.
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Principal/Assistant Principal Performance Standards

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

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

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

PRINCIPALS

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

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

v Products of Practice

Principals may provide additional evidences to support assessment of their own
professional practice. These evidences should yield information related to the
principal’s practice within the standards. These evidences should be part of the regular

Back to TOC Lawrence County Schools CEP 16-17
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practice of the principal and not created solely for use as evidence. In other words,
evidence must be naturally occurring products related to the day-to-day work of
principal leadership and learning.

v Other Sources

ASSISTANT PRINCIPALS

Required Sources of Evidence

+ Professional Growth Planning and Self-Reflection

+ Data Collection (twice per year)

+ Working Conditions Goal (inherited by assistant principal from principal)

+ State and Local Student Growth Goal data (inherited by assistant principal from
principal)

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

Back to TOC

v Other Measures of Student Learning

v Products of Practice

Principals may provide additional evidences to support assessment of their own
professional practice. These evidences should yield information related to the
principal’s practice within the standards. These evidences should be part of the regular
practice of the principal and not created solely for use as evidence. In other words,
evidence must be naturally occurring products related to the day-to-day work of
principal leadership and learning.

v Other Sources
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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 and Self-Reflection

Completed by principals & assistant principals

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

Required:

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

Local District Decision:

e Self-reflection and Professional Growth Planning for principals/assistant principals shall be
completed by September 30 annually

e For principals/assistant principals employed after the beginning of the school year, self-
reflection and professional growth planning shall be completed within the first thirty (30)
instructional days of employment.

e Principal and Assistant principals will submit their self-reflection and professional growth
plans via the state approved technology platform or using a district approved form.

e At a minimum the progress toward meeting the professional growth plan will be monitored
during each site visit conducted by the superintendent/designee. Additional monitoring
protocols may be put in place if the principal is not progressing adequately.

e Itis the responsibility of the building level principal to monitor and track the attainment of
the assistant principal.

The Professional Growth Plan is the vehicle through which the outcomes of self-reflection are organized,
articulated as specific goals, contextualized in a support framework, and monitored through pre-
determined methods. Together, the multiple measures of self-reflection and professional growth
planning provide critical information in determining a rating for each standard. Self-reflection
improves principal practice through ongoing, careful consideration of the impact of leadership practice
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on student growth and achievement. Reflective practices and professional growth planning are iterative
processes. The principal/assistant principal:

(1) reflects on his or her current growth needs based on multiple sources of data and
identifies an area or areas for focus;

(2) collaborates with his or her supervisor to develop a professional growth plan and action
steps;

(3) documents the plan;

(4) implements the plan;

(5) regularly reflects on the progress and impact of the plan on his or her professional
practice;

(6) modifies the plan as appropriate;

(7) continues implementation and ongoing reflection;

(8) and, finally, conducts a summative reflection on the degree of goal attainment and the
implications for next steps.

Required Timeline for PGP Development, Approval and Self-Reflection

e By September 30, principals and assistant principals will conduct self-reflection on
survey results and performance standards.

e By September 30, principals/assistant principals will meet with their evaluator to
collaboratively develop the Professional Growth Plan and set student growth goals.

e By January 31, principals/assistant principals will review student growth goals,
professional growth plan, and documentation of professional practice.

e By January 31, principals/assistant principals will reflect on the progress and impact of
the plan on his or her professional practice as part of the mid-year performance review.

e By last instructional day in April principals and assistant principals conduct a summative
reflection (Part E, Section 3) on the degree of professional growth goal attainment and
the implications for next steps on the Principal Reflection, Goal Setting and Professional
Growth Plan (Appendix B).

e Late hires will be addressed using the same timelines stated above.

Site-Visits - For Principals

Completed by superintendent/designee of principal
Site visits are a method by which the superintendent/designee may gain insight into the principal’s

practice in relation to the standards. During a site visit, the superintendent/designee will discuss various
aspects of the job with the principal, and will use the principal’s responses to determine issues to further
explore with the faculty and staff. Additionally, the principal may explain the successes and trials the
school community has experienced in relation to school improvement.

Required:
¢ Conducted at least twice each year.
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Local District Decision:

e Formal site visits will be conducted by of principal at least twice each year.

e The first site visit will occur prior to mid-year performance review. Mid-year performance
review will occur prior to January 31. The second site visit will occur between January 31 and the
last instructional day in April.

e The summative evaluation shall be held by last instructional day in April.

e Conferences shall occur with the principal within five working days of the site visit.

o Self-Reflection

PGP Progress

SGG Progress

Working Conditions Goal Progress

Evidences relevant to the 6 principal standards

TELL and/or ValED results

O O O O O

e Site visits will include all six principal standards.
e Any administrator hired after January 1 will only be required to have one formal site visit
completed.
e Classroom visits, discussions with personnel and students, parent involvement, review of survey
data, may occur during visits.
e Sjte visits will be documented on Site Visit/Mid-Year Performance Review Documentation Form
and be recorded using one of the following two options:
o Kentucky Department of Education approved technology platform
o District approved forms/documents

Data Collection - For Assistant Principals

Completed by principal
Data Collection is a method by which the principal may gain insight into the assistant principal’s practice

in relation to the standards. During data collection, the principal will discuss various aspects of the job
with the assistant principal, and will use the assistant principal’s responses to determine issues to further
explore with the faculty and staff.

Required:
¢ Conducted at least twice each year.
*

Local District Decision:

e Data Collection will be conducted by the principal of the assistant principal at least twice each
year.

e The first data collection will occur prior to mid-year performance review. Mid-year performance
review will occur prior to January 31. The second data collection will occur between January 31
and the last instructional day in April.

e The summative evaluation shall be held by last instructional day in April.

e Conferences shall occur with the assistant principal within five working days of the site visit.
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Self-Reflection

PGP Progress

SGG Progress

Working Conditions Goal Progress

Evidences relevant to the 6 principal standards
TELL results

O O O O O O

Data Collection will include all six principal standards or those specifically assigned to the
assistant principal.
Any administrator hired after January 1 will only be required to have one data collection
completed.
Classroom visits, discussions with personnel and students, parent involvement, review of survey
data, may occur during data collection.
Data Collection will be documented on Data Collection/Mid-Year Performance Review
Documentation Form and be recorded using one of the following two options:

o Kentucky Department of Education approved technology platform

o District approved forms/documents

Mid-Year Performance Review — For Principals and Assistant Principals

Mid-year performance review will be held by January 31.

Mid-year conference with the principal/assistant will include review of student growth goal,
PGP, and documentation.

Conference shall occur with the principal/assistant within five working days of the mid-year
performance review.

Performance ratings based on six principal standards will be identified and reviewed with
principal/assistant during mid-year conference.

Mid Year Performance Review will be documented on Mid-Year Performance Review template
and included on the Principal/Assistant Principal Professional Growth and Effectiveness
Summative Document.

Any administrator hired after October 1 will not be required to have a mid-year performance
review, but will be required to have a site visit or data collection completed by January 31.

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

Local District Decision:
Required:

e The Director of District Personnel will serve as point of contact for Val-Ed 360 administration.

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

e The Superintendent/designee will ensure all teachers and appropriate administrative staff are
provided training on the completion of Val-Ed 360°.

e The Superintendent/designee will ensure that all Val-Ed 360° survey letters are distributed prior
to or at the beginning of the administration window in March of the alternating year that The
TELL Kentucky survey is administered.

e Val-Ed 360° will be administered at least once every two years that TELL Kentucky is not
administered.

e The Superintendent/designee will ensure that results from the Val-Ed 360° are used to inform
principal growth and that the results are connected to the Principal Performance Standards. The
intended use of Val-Ed 360° results is to inform and develop Principal Professional Growth
Planning, Mid-Year Performance Review, Site-Visit conferencing, Working Conditions Growth
Goal support, etc.

e The Superintendent/designee will ensure that results from the Val-Ed 360° will only be available
to the principal and the superintendent/designee.

e A principal who is hired must be in position for at least 60 working days in order to have the Val-
Ed survey completed.

Working Conditions Goal

Goal inherited by Assistant Principal

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

student success.

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

Connecting TELL Kentucky data to principal performance involves building the capacity for
principals and their superintendents to interpret and use TELL Kentucky data to set a target goal
for Working Conditions improvement that connects to the Principal Performance Standards and
impacts the working conditions within their building. Setting goals—not just any goals, but goals
based on whole staff feedback—is a powerful way to enhance professional performance and, in
turn, positively impact school culture and student success. Principals are responsible for setting
a 2-year Working Conditions Growth Goal that is based on the most recent TELL Kentucky
Survey.

WORKING CONDITIONS GOAL REQUIRED:

e Working Condition Growth Goal developed following the completion of the TELL Kentucky
Survey.

e A minimum of one Working Condition Goal for each 2-year period.

e  Utilizing the TELL Survey Results the Principal and Superintendent in collaboration will develop
the Working Conditions Goal rubric.

e A mid-year review will be conducted in conjunction with the superintendent/designee following
the guidance of the Lawrence County Schools Professional Growth Planning document at the
mid-year performance review.

e Teacher/staff surveys and/or reflection may be used to inform the Working Conditions Goal(s).

e Evidences of the Work Conditions Goal will be documented on the Principal Reflective Practice,
Student Growth, TELL Working Conditions, and Professional Growth Template

Principals are responsible for setting a 2-year Working Conditions Growth Goal based on the most
recent TELL Kentucky Survey www.tellkentucky.org. The principal’s effort to accomplish the Working
Conditions Growth Goal is a powerful way to enhance professional performance and, in turn, positively

impact school culture and student success.

Connecting TELL Kentucky data to principal performance involves building the capacity for principals and
their superintendents to interpret and use TELL Kentucky data to set a target goal for Working
Conditions improvement that connects to the Principal Performance Standards and impacts the working
conditions within their building. Setting goals—not just any goals, but goals based on whole staff
feedback—is a powerful way to enhance professional performance and, in turn, positively impact school
culture and student success. Principals are responsible for setting a 2-year Working Conditions Growth
Goal that is based on the most recent TELL Kentucky Survey and targeted to the appropriate TELL

category:
1. Time
2. Facilities and Resources
3. Community Support and Involvement
4. Managing Student Conduct
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Teacher Leadership

School Leadership

Professional Learning

Instructional Practices and Support

PN w

Following a review of TELL Kentucky results, the principal, in collaboration with the
superintendent/designee, will:

e identify questions that signify areas of growth that the principal can address that will impact
school culture and ultimately student success.

The principal will:

e connect the Target Questions to the appropriate Performance Standard, which becomes the
Target Performance Standard for the Working Conditions Growth Goal.

e The Working Conditions Growth Goal statement should be specific to the principal (and
supported by the assistant principal) and should identify the specific growth that the principal
plans to accomplish in the 2-year cycle of TELL Kentucky.

The rubric is established when setting the Working Conditions Growth Goal in collaboration with the
superintendent/designee. An “Accomplished” result is the expected outcome from the goal. To achieve
“Exemplary” the goal must be exceeded. A mid-year review shall be conducted with the
superintendent/designee. Documentation of the principal’s growth goals will be evidenced through the
Lawrence County Schools Principal/Assistant Principal Professional Growth Plan document.

Principals will write one local Working Conditions Growth Goal in collaboration with the
Superintendent/designee. Growth will be measured as follows:

Expected Growth: + or — 10%
High Growth: More than 10% above goal
Low Growth: More than 10% below goal

PRINCIPAL’S WORKING CONDITIONS GROWTH GOAL (As evidenced from Principal PGP Plan
Appendix)

(Two Year Goal Based on Tell Kentucky Survey Results)

WORKING CONDITIONS GROWTH GOAL RUBRIC

Ineffective Developing Accomplished Exemplary
% and below % to % % to % and above
%
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The administrator will complete an action plan that outlines specific steps and processes that will be
implemented in working toward reaching the goal. This must be submitted to the
superintendent/designee for approval.

Progress of working condition goal will be addressed in each site visit conference. Principal should be
prepared with formative data to show how he/she is progressing toward goal attainment.

Support Dialogue

The Support Dialogue Process is initiated by superintendents or principals at any point during the school
year for use with personnel whose professional practice would benefit from additional support. This is
an optional component designed to facilitate discussion about the area(s) of concern and ways to
address those concerns. The Support Dialogue process should not be construed as applying to poor
performing principals. The option for a Support Dialogue is open to any principal who desires assistance
in a particular area.

During the initial conference, both parties share what each will do to support the principal’s growth and
decide when to meet again. To facilitate the improvements, they may choose to fill out the optional
Support Dialogue Form in Part lll. After the agreed-upon time to receive support and implement
changes in professional practice has elapsed, the superintendent and principal meet again to discuss the
impact of the changes.

The entire Support Dialogue process is intended to be completed in a relatively short time period (for
example, within a six-week period) as it offers targeted support. If the Support Dialogue was initiated by
a principal seeking self-improvement, the superintendent and the principal may decide at any time
either to conclude the process or to continue the support and allocate additional time or resources.

Products of Practice/Other Sources of Evidence

Principals/Assistant principals may provide additional evidences to support assessment of their own
professional practice. These evidences should yield information related to the principal’s/assistant
principal’s practice within the standards.

Local District Decision:

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 practice within
the standards. These evidences should be part of the regular practice of the principal and not created
solely for use as evidence. In other words, evidence must be naturally occurring products related to the
day-to-day work of principal leadership and learning. Evidence may include, but not limited to:

e SBDM Minutes
e Faculty Meeting Agendas and Minutes
e Department/Grade Level Agendas and Minutes
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e PLC Agendas and Minutes
Leadership Team Agendas and Minutes

e Learning Walk/Walk-through documentation

e Budgets

e EILA/Professional Learning experience documentation
e Surveys

e Professional Organization memberships

e Parent/Community engagement surveys

e Parent/Community engagement events documentation
e School schedules

e Others: as agreed upon by supervisor and principal

Student Growth

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

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

State Contribution

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

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

Required:

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

Local District Decision:

The principal will collaborate with the Superintendent/designee to determine assist goal and the interim
trajectory with the state target as a minimum. Principals are responsible for setting at least one student
growth goal that is tied directly to the Comprehensive School Improvement Plan located in ASSIST. The
school report card reports trajectory data under the Delivery Target Tab and also through the link to
School Trend data. The superintendent/designee and the principal will meet to discuss the trajectory
for the goal and to establish the year’s goal that will help reach the long-term trajectory target. New
goals are identified each year based on the ASSIST goals. The goal should be customized for the school
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year with the intent of helping improve student achievement and reaching the long term goals through
on-going improvement.

The goal should be:

e based on actions that can be taken by the principal to impact results as opposed to actions that
can be assigned by the principal to teachers

e connected to other school/district initiatives where appropriate

e based on Gap population unless local goal is based on Gap population

e |[fthe school does not receive state level data, the principal will construct two local student growth
goals.

Rubric for Determining High, Expected or Low Growth with State SGG

Determining the high, expected, or low growth for the principal’s student growth goals will be based on the following
information:

High: Reaching or exceeding the trajectory percentage P/D
Expected Growth: Growth that is at least half way to, but does not reach the trajectory percentage
Low: Growth that is less than 50% towards attainment of the student growth goal target

For example:
v if our current proficiency/distinguished percentage for all students was at 56%
v the state trajectory data shows that we should be at 66% at the end of this year

v These two data points would provide the basis for the rubric.

Example of H,E,L Growth (If Trajectory Target was to move from 56% P/D to 66% P/D)
High

Low Expected

Less than 61% 61% to 66% Greater than 66%

This would indicate that the
principal did not even make it

half way to the trajectory goal.

This would indicate the
principal made it more than
half way, but did not reach the
trajectory goal.

This would indicate that the
principal reached or exceeded
the trajectory goal.
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Local Contribution

Based on School Need - Goal inherited by Assistant Principal
The local goal for student growth should be based on school need. It may be developed to parallel the
State Contribution or it may be developed with a different focus.

Required:

+ Based on gap population unless State goal is based on Gap population.
+ Based on Lawrence County Schools Pathway to Proficiency Accountability Dashboard

Local District Decision:

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

e The principal will develop two local student growth goals.
e Describe process to develop local goals.
e Describe process for determining high, expected, low growth.

Principals, in collaboration with superintendent/designee, will develop a minimum of two local student
growth goals based on school need.

Principals will develop local student growth goals based on student/school need that may be developed
to parallel the State Contribution or it may be developed with a different focus. The goal should be:

e based on actions that can be taken by the principal to impact results as opposed to actions that
can be assigned by the principal to teachers;

e connected to other school/district initiatives where appropriate in regards to student growth.

e If a principal does NOT have state data then he/she must develop 2 local student growth goals.

The following chart will be completed by the principal and submitted along with the creation of their local
student growth goals for approval. A chart should be completed for each local goal.

An “open rubric” is provided to encompass various scenarios for writing goals. Examples: Principal my
write in perspective of increasing proficiency, reduction in novice, increase in distinguished, etc.

PRINCIPAL LOCAL STUDENT GROWTH GOAL
GOAL:
Principal Local Student Growth Goal
Student Growth Goal Low Growth Expected Growth High Growth
% Below % _ %-_ % Above %
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**In an instance where the evaluator provides a rating that is not consistent with the chart; rationale shall be
written and approved at the district level.

Determining the Overall Performance Category

Superintendents are responsible for determining an Overall Performance Category for each principal at

the conclusion of their summative evaluation year. The Overall Performance Category is informed by the
principal’s ratings on professional practice and student growth.

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

Rating Overall Professional Practice
Required:

¢ Use decision rules to determine an overall rating.
¢ Record ratings in the Kentucky Department of Education approved technology platform.

Local District Decision:

Timeline for rating Professional Practice will be a minimum of two reviews conducted annually.
The mid-year performance review for the principal will be conducted by the
superintendent/designee by January 31 and the summative review will be conducted by last
instructional day in April of each year. The mid-year performance review for the assistant
principal will be conducted by the superintendent/designee by January 31 and the summative
review will be conducted by last instructional day in April of each year.

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

SOURCESEOFEEVIDEN CEFTOANFORME
PROFESSIONAL®PRACTICE

DOMAINRATINGS

A

=
alGrowth®Plans@ndSelf- \
PROFESSIONAL®

#UDGMENT

STANDARDB:[I,D,A,E]

STANDARDR:{I,D,A,E] ‘
STANDARD®:I,D,A,E] ‘

Determining Professional Practice

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

CRITERIA FOR DETERMIMIMNG A PRINCIPAL or
ASSISTANT PRIMNCIPAL'S PROFESSIONAL PRACTICE

RATING

Principal or Assistant Principal is
rated Exemplary in at least four of
the standards and no standard is
rated Developing or Ineffective

i | Professional Practice

Rating shall be
Exemplany

Principal or Assistant Principal is
rated Accomplished in at least fouwr
standards and no standard is rated
Ineffective

Professional Practice
Rating shall be
sccomplished

Principal or Assistant Principal is

Professional Practice

rated Developing in at least five Rating shall be
standards Developing
Principal or Assistant Principal is Professzional Practice
rated Ineffective in two or more Rating shall be
standards Ineffective

Rating Overall Student Growth

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

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

Required:

¢ Determine the rating using both state and local growth.
+ Determine the rating using multiple years of data up to 3 years (when available).
¢ Record ratings in the department-approved technology platform.

Local District Decision:

Student Growth Ratings for One Year of Data

The State SGG, the Local Gap SGG, and the Local Proficiency SGG will be of equal weight. Each rating will
coincide with a numerical value.

High=3

Expected=2

Low=1.

Example: If a principal gets a high rating on the state growth goal, a low rating on the local gap goal, and
a low rating on the local proficiency goal, these three ratings would be averaged: High (3) + Low (1) + Low
(1) = 5. Divide this total by three and the resulting score for this school year is a 1.67. Based on the
average, the rating would be EXPECTED (see chart).

You will apply this average to the chart below.

Scale Rating
2.5-3.0 High
1.5-2.49
Expected
1.0-1.49 Low

Student Growth Ratings for Multiple Years of Data
As principals compile multiple years of data they will combine these (up to three years) to obtain their
overall rating.

Each year will be weighted equally, the ratings will be converted to numerical values, averaged, and
applied to the rating chart below.

Example:

In 2013-2014 the principal’s student growth rating for the year was EXPECTED(2)
In 2014-2015 the principal’s student growth rating for the year was LOW(1)
Expected (2) + Low (1) =3
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Since this is two years of data we will divide by two for a resulting score of 1.5
Applied to the chart below, the principal will receive an overall student growth rating of EXPECTED

You will apply this average to the chart below.

Scale Rating
2.5-3.0 High
1.5-2.49 Expected
1.0-1.49 Low

™ SOURCES OF EVIDENCE TO INFORM
STUBENT GROWTH

E STUDENT GROWTH RATING
s ) A
C]

STATE = PROFESSIONAL {
L

_ o ASEST/NGL Goal JUDGMENT STUDENT GROWTH [H,E,L]
LOCAL = AND DISTRICT-
+  Based on school need DETERMINED
RUBRICS
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Determining the Overall Performance Category

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

the principal’s ratings on Professional Practice and Student Growth. Next, the evaluator will use the

following decision rules for determining the Overall Performance Category.

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

Performance Category.

Required

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

platform.

CRITERIA FOR DETERMINING A PRINCIPAL'S OVERALL PERFORMANCE

CATEGORY

PROFESSIONAL STUDENT

PRACTICE RATING GROWTH RATING

OVERALL PERFORMANCE CATEGORY

High OR Expected Exemplary
Exemplary
Low Developing
High Exemplary
Accomplished Expected Accomplished
Low Developing
High Accomplished
Developing
Low OR Expected Developing
. Low, Expected OR .
Ineffective High Ineffective
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Professional Growth Plan and Summative Cycle

Based on the overall Professional Practice rating and Student Growth rating, supervisors will determine

the type of Professional Growth Plan required of the principal.

KENTUCKY PROFESSIONAL GROWTH PLAN MODEL FOR ASSISTANT PRINCIPALS AND PRINCIPALS

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

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

PROFESIONAL PRACTICE RATING
i
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District Certified Personnel

District Certified Personnel including the positions of Guidance Counselor, Librarian/Media Specialist,
School Pychologist, Therapeutic Specialist, and Instructional Specialist will be evaluated in accordance
with the Teacher Observation Schedule and Plan following the One Year Educator Plan Schedule for
Non-Tenured Teachers and Three Year Educator Plan Schedule for tenured teachers.

Distict Adminstrators including the positions of Chief Academic Officer, Director of Finance, Director of
Pupil Personnel and District Personnel, Director of Pupil Intervention, Director of Special Education, and
District Technology Coordinator will be evaluated annually in accordance with the Job Description, Data
Collection, and Conferencing Tool included in Appendix D.
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Appeals/Hearings

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

Formation of LEAP

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

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

Appeals Procedure

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

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

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

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

If a hearing is requested, the LEAP shall set a hearing date not to exceed forty-five (45) calendar
days from the date the appeal was received by the Superintendent and notify all parties in
writing of the hearing date.

The LEAP shall send written notification to all parties regarding the appeal procedure, including
all applicable submission deadlines.

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

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

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

4. If a hearing is requested, all documentation, including a list of witnesses, must be submitted
to the LEAP Chairperson no later than five (5) working days prior to the scheduled hearing.
Copies of all documentation, including a list of witnesses, must also be made available to all
parties to the appeal no later than five (5) working days prior to any scheduled hearing.
Hearing
e Any hearing will be held within forty-five (45) calendar days from receipt of appeal by
the Superintendent.
e The evaluatee and evaluator have the right to have a chosen representative, including
an attorney, present at the hearing.
e The hearing will adhere to the following format:
e Reading of the written appeal by the LEAP Chairperson.
e Questioning of the evaluatee and/or evaluator by the panel.
e Presentation of relevant evidence and witnesses by the evaluatee in support of the
appeal.
e Presentation of relevant evidence and witnesses by the evaluator in support of the
summative evaluation.
e Follow-up questioning by panel of any witnesses, evaluatee, and/or evaluator.
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Dismissal of hearing.

No party shall be allowed to present any documentation that has not been submitted
to the LEAP Chairperson and made available to the other parties at least five (5)
working days prior to the hearing. Nor shall the parties call any witnesses whose
names were not submitted to the LEAP Chairperson and made available to all other
parties at least five (5) working days prior to the hearing.

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

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

1. Rulein favor of the appellant, either in whole or in part;

2. Uphold the evaluation; or

3. Callfor a second evaluation by a trained evaluator.

The Superintendent must take appropriate action consistent with the Appeal Panel’s
decision.

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

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

Appeal Without A Hearing

Back to TOC

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

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

Lawrence County Schools CEP 16-17
70



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

4. Rule in favor of the appellant, either in whole or in part;

5. Uphold the evaluation; or

6. Call for a second evaluation by a trained evaluator.

The Superintendent must take appropriate action consistent with the Appeal
Panel’s decision.

The decision of the LEAP shall be given in writing to both the appellant and the
evaluator within forty-five (45) working days from receipt of appeal by the
Superintendent. The decision of the LEAP shall include written notification of
the right to appeal to the State Evaluation Appeals Panel pursuant to KRS
Chapter 156 and 704 KAR 3:345, including the applicable timeline for such an
appeal.

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

file.
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