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ANDERSON COUNTY SCHOOLS ASSURANCES
CERTIFIED EVALUATION PLAN

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

This evaluation plan was developed by an evaluation committee composed of anequal number
of teachersand administrators.

The evaluation process and criteria for evaluation will be explained to and discussed with all
certified personnel annually within one month of reporting for employment. This shall occur
priorto the implementation of the plan.

All certified employees shall develop an Individual Professional Growth Plan (PGP) that shall be
aligned with the school/district improvement plan and comply with the requirements of 704
KAR3:345. The PGP will be reviewed annually.

All administrators, toincludethe superintendentand non-tenured teachers will be evaluated
annually.

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

Each evaluatorwill be trained and approved in the use of the appropriate evaluation techniqu es
and the use of local instruments and procedures.

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

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

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

The local evaluation plan provides forthe rightto a hearingasto everyappeal,an opportunity
to review all documents presented to the evaluation appeals panel,and aright to presence of
evaluatee’s chosen representative.

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

The evaluation plan will be reviewed as needed and any substantiverevisions willbe submitted
to the Department of Education forapproval.

The local board of education approved the evaluation plan as recorded in the minutes of the meeting
held on March 14, 2016.

Sheila Mitchell, Superintendent Date
Lee Hahn, Chairperson Date
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PROFESSIONALCODE OF ETHICS
FOR KENTUCKY SCHOOL CERTIFIED PERSONNEL
16 KAR 20:680
Certified personnel inthe Commonwealth:
e Shall strivetoward excellence, recognize the importance of the pursuitof truth, nurture democratic
citizenship,and safeguard the freedom to learnandto teach;
e Shall believeinthe worth and dignity of each human being andin educational opportunities for all;
e Shall striveto upholdthe responsibilities of the education profession, including the following obligations
to students, to parents, and to the education profession:

THE STUDENTS

Shall provide students with
professional education services
in a non-discriminatory manner
and in consonance with
accepted bestpractice known
to the educator.
Shallrespect the constitutional
rights ofall students.
Shalltake reasonable measures
to protectthe health, safety,
and emotional well-being of
students.

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

Shall keep in confidence
information about students
whichhasbeenobtainedin the
course of professional service,
unless disclosure serves
professional purposes oris
required bylaw.

Shallnot knowingly make false
or malicious statements abo ut
students or colleagues.
Shallrefrainfrom subjecting
students to embarrassment or
disparagement.

Shall not engage in any
sexuallyrelated behavior with
a student with or without
consent, butshallmaintain a
professional approach with
students. Sexually related
behavior shall include such
behaviors as sexual jokes;
sexual remarks; sexual kidding
orteasing;sexual innuendo;
pressurefordates or sexual
favors;inappropriate physical
touching, kissing, orgrabbing;
rape;threats of physical harm;
and sexual assault

THE PARENTS

Shallmake reasonable effort to
communicate to parents
information which should be
revealedin theinterest of the
student.

Shallendeavorto understand
community cultures and
diversehome environments o f
students.

Shallnot knowinglydistort or
misrepresent facts concerning
educational issues.

Shall distinguish between
personalviews and the views of
the employing educational
agency.

Shall not interfere in the
exercise of political and
citizenship rights and
responsibilities of others.
Shall not use institutional
privilegesfor private gain, for
the promotion of political
candidates, or for partisan
politicalactivities.
Shallnot accept gratuities, gifts,
orfavors that mightimpair or
appearto impair professional
judgment, andshall not offer
anyoftheseto obtain special
advantage.

EDUCATION PROFESSION

Shallexemplify behaviors which
maintain the dignity and
integrity ofthe profession.
Shallaccordjustandequitable
treatment toall members of the
profession in the exercise of
theirprofessional rights and
responsibilities.

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

Shallnot usecoercive means or
give specialtreatmentin order
to influence professional
decisions.

Shallapplyfor, accept, offer, or
assign a position or
responsibilityonlyonthe basis
of professional preparationa nd
legal qualifications.

Shallnot knowingly falsify or
misrepresent records of facts
relatingto the educator’s own
qualificationsor thoseof other
professionals.
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ANDERSON COUNTY CERTIFIED EVALUATION PLAN COMMITTEE

Teachers Administrators
Nick Cann Anderson Middle School Chris Glass Anderson County High School
Casey Coulter Anderson County High School SharonJackman Instructional Supervisor
Jerilyn Hanks Anderson County High School Jeanna Kidd Anderson MiddleSchool
Scott Jones Anderson County High School Beth Morgan-Cook Director of Special Education
Leslie Mitchell Anderson MiddleSchool Janice Meredith Sparrow Early Childhood Center
Robin Ratliff Sparrow Early Childhood Center Bobby Murphy Emma B. Ward Elementary
Jane Thompson Emma B. Ward Elementary Wayne Reese Robert B. Turner Elementary
Shannon Wells Robert B. Turner Elementary Steve Swank APEX Academy
Erin Woods Saffell Street Elementary Todd Wooldridge Saffell Street Elementary

EVALUATION PLAN REVIEW COMMITTEE
704 KAR 3:345 (revised) requires a committee composed of equal numbers of administrators and
teachersto develop evaluation procedures and forms. The purposes of Anderson County’s Evaluation
Plan Review Committeeshall be: (1) toreview the certified employee evaluation plan (and subsequent
amendments) adopted Fall of 1999, revised in 2006, 2007, 2008, 2010, 2012, 2014, 2015, and 2016 and
by the Board of Education; and (2) recommend revisions.

The Evaluation Plan Review Committee shall consist of ateacher and an administrator representing each
school. Each school will be responsible for the selection of its teacher and administrative
representative. The committee shall also include the Alternative School Principal, Instructional
Supervisor and Special Education Director as well as an additional teacherfrom the middle school and
two additional teachers fromthe high school.

The committee isadvisory only: It neither complements norsupplements that whichisrequired of the
Board insection 8, 704 KAR 3:345, revised.

This evaluation plan process willnot discriminate on the basis of race, national origin, religion, marital
status, sex, or disability.

For additional information about the Anderson County Certified Personnel Evaluation Plan, please
contact:
SharonJackman
Instructional Supervisor
1160 By-Pass North
Lawrenceburg, Kentucky 40342
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ANDERSON COUNTY SCHOOLS
EVALUATION CYCLE TIMELINE FOR TEACHERS,
OTHER PROFESSIONALS,AND ADMINISTRATORS

PROCESS TIMELINE
1. Self-Reflection (for teachers atthe beginning of each summative 1. Asearlyas MAY 1 ofthe current school year and
cycle) and develop Professional Growth Plan (PGP) with no later than OCTOBER 1 of the ensuing school year. Those
administratorand sign for all certified employees hired after first day of school, PGP due within 30 calendar days
of reporting for employment. Administrators hired afterfirst
day of school, PGP due within 60 calendar days of reporting
for employment
la. Evaluatorand Evaluatee mustreview twice (mid-yearand at end of | 1a. Nolater thanJanuary 31andno laterthan CLOSING DAY
year.)
2. Review Evaluation Plan, including Domains and Performance Criteria | 2.  Within 30calendardays of employee reporting for
and individual school’s indicators for criteria. employment
A copy of the evaluation plan is made available tothe certified
staff members. Staff members review the evaluation plan and ask
for questions to be clarified before the first observation.
2a. Give out applications for local evaluationappeals panel. 2a. By SEPTEMBER 1
2b. Pool of peerobservers selected for each school. 2b. By SEPTEMBER 1
3. Implement ActionPlans 3. Implement and monitor action plans for PGP orICAP.
As soon as Professional Growth Plan (or Individual Corrective
Action Plan, if needed) is signed.
Additions to Professional Growth Planor Corrective Action Plan are
createdwith administrator. (Additional professional growthplans
orindividual corrective action plans maybe added during the
year.)
4. Pre-conferences, observations and conferences for data collection 4. Pre-observation conference not required, but may be
regarding performances of employee requested by eitherprincipal or teacher. Whenrequested,
pre-observation conference occurs a minimum of one (1) day
prior to a formative observation. Most pre-observation
conferences are conducted face-to-face. If principal or
teacher requests a face-to-face pre-conference, a face-to-face
meeting is conducted. Observations may begin after 30
calendardays of employment.
Post- conferences must follow classroom observations by no
more thanfive (5) working days.
4a. Teachersand other professionals: Non-tenured teacher interns 4a. Three formal observations and post-observation conferences
per schoolyear, following KTIP requirements:
e Firstby: 1-60days (NOVEMBER 15)
e Second by: 61-110days (FEBRUARY 15)
e Third by: 111-140 days (APRIL10)
A Summative Evaluationis requiredto be completed and sent
to Central Office by MAY 1. (All observations shouldbe
concluded by APRIL 25.)
4b. Teachersandotherprofessionals: One Year Cycle 4b. Minimum of four (4) observations and face-to-face
conferences per school year. The third observation will be
onductedby the peer observer.
e Firsttwo (2) observations (by evaluator) before
CHRISTMAS BREAK.
e Third observation (by peer observer) no laterthan
February 15 followed by fourth observation (by
evaluator) no later than April 25. ASummative
Evaluation is requiredto be completedand sent to
Central Office by
May 1.
4c. Teachers and other professionals: Three Year Cycle 4c. Minimum of one (1) observation perschool year. Year 1 and

4d. Other district professionals: non-teaching certified staff

Year 2 will be mini-observations (by evaluator) completed no
later than CHRISTMAS BREAK. Year 3 willbe a mini-
observation (peerobserver) completed no laterthan February
15, followed by a full observation conducted by the evaluator
no later thanApril 25. ASummative Evaluation is required to
be completed and sent to Central Office by May 1.
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4a/b/c/d. Teachers, otherprofessionals, and other district professionals

4d. Complete atleasttwosite visits, 1 mid-year review andone
summative evaluationand conference each yearfor an
update regarding standards and progress of Growth/Action
Plan by APRIL 30.

4a/b/c/d. At anytime, memos regarding outstanding performance

may be written. At any time, conferences may be conducted
and Individual Corrective Action Plans/or memos written to
note areas of concern. These memos become part of the
evaluation folder.

5. Student growth goals written, revised (if necessary) andapproved by
supervisor

5. Submitted infall semesterto supervisor, reviewed and approved
by supervisor

6. Continuous observations/conferences/corrective plans

6. At any time; priornotice is not required.
At any time, teachercan be moved from 3 yearcycleto 1
year cycle.

7. Mid-year review of student growth goals and PGP

7. DecemberthruApril, teachers and other professionals complete
the mid-year reflections, making revisions to PGPs, collecting
evidence around progress toward meeting professional
growth planning goals.

8. Assessresults; review/reviseif needed, the currentyear’s 8. Nolater than CLOSING DAY.
Professional Growth Plan.
8a. Evaluator recommendations for non-renewal of contractfor non- 8a. The principal willsend in writing with supporting
tenured teachers anddiscussesina conference with employee. A documentation tothe Superintendentno later than May 1.
written notification from the Superintendent willbe sent tothe The staff memberwill be notified no later than MAY 15 of
employee by MAY 15. non-renewal for non-tenured staff.
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Professional Growth and Effectiveness Plan

Professional Growth and Effectiveness System

The vision forthe 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.

Rolesinthe Evaluation Process

704 KAR 3:345; Section 4; (2)(a) The immediate supervisor of the certified school employee shall be
designated the primary evaluator. Additional trained administrative personnel, selected by the primary
evaluator, may be used to observe and provide information to the primary evaluator.

10.
11.
12.

13.

14.

Back to TOC

Roles and Definitions
Artifact: A product of a certified school personnel’swork that demonstrates knowledge
and skills.
Assistant Principal: A certifiedschool personnel who devotesthe majority of employed
time inthe role of assistant principal, for which administrative certification is required by
EPSB.
Certified Administrator: A certified school personnel,otherthan principal or assistant
principal, who devotesthe majority of timein a position for which administrative
certificationis required by EPSB.
Certified School Personnel: A certified employee, below the level of superintendent,
who devotesthe majority of timein a positionin a district for which certificationis
requiredby EPSB.
Contributor: One who holds a positionin relation to the evaluatee that makes it possible
to provide consultation and assistance to the evaluatee and/or evaluator.
Conference: A meeting betweenthe evaluator and the evaluatee for the purposes of
providing feedback, analyzing the results of an observation or observations, reviewing
otherevidenceto determinethe evaluatee’saccomplishments and areas for growth, and
leadingto the establishment orrevision of a professional growth plan.
Corrective Action Plan (CAP): A plan developed by the evaluator, in collaboration with
evaluatee asaresult of one ormore “Does Not Meet” or “Ineffective” rating(s) on the
summative evaluation or documented unsatisfactory performance observed atany time
during the schoolyear. Specificassistance and activities are identifiedand progress
monitored.
Evaluatee: A certified school personnel whois being evaluated.
Evaluator: The primary evaluatorasdescribedin KRS 156.557(5)(c)2.
Evidence: Documents ordemonstrations thatindicate proof of a particular descriptor.
Formative Evaluation: Is definedin KRS 156.557(1)(a).
Formal Observation: A process of gathering factualinformation in the performance of
duty, based upon predetermined criteriain the district evaluation plan. Aformal
observation will be conducted openly and the evaluate will have fullknowledge of the
observation.
Full Observation: An observation conducted by a certified observerthatis conductedfor
the length of afull classperiod or fulllesson.
Improvement Plan: A plan forimprovement up to twelve monthsin duration for:
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15.

16.

17.

18.

19.

20.

21.

22,

23.

24.

25.

26.

27.

28.

29.

Back to TOC

a. Teachersand otherprofessionalswho are rated ineffective in professional practice

and have a low overall student growthrating.
b. Principals who are rated ineffectivein professional practice and have high, expected,
or low overallstudent growthrating.

Job Category: A group or class of certified school personnel positions with closely related
functions.
Local Contribution: A rating based on the degree to whichateacher, other professional,
principal, orassistant 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).
Mini Observation: An observation conducted by a certified observerfor 20-30minutesin
length.
Observation: A data collection process conducted by a certified observer, in person or
throughvideo, forthe purpose of evaluation, including notes, professional judgments,
and examination of artifacts made during one (1) or more classroom or worksite visits of
any duration.
Observer Certification: A process of training and ensuring that certified school personnel
who serve as observersof evaluatees have demonstrated proficiency in rating teachers
and other professionals forthe purposesof evaluation and feedback.
Observer Calibration: The processof ensuring that certified school personnel have
maintained proficiency and accuracy in observing teachersand other professionals for
the purposes of evaluationand providing feedback.
OtherProfessionals: Certified school personnel, except forteachers, administrators,
assistant principals, or principals.
Overall Student Growth Rating: The rating that is calculated forateacherorother
professional evaluatee pursuant to the requirements of Section 7(9) and (10) of this
administrative regulation and that s calculatedforan assistant principal or principal
evaluatee pursuant to the requirements of Section 10(8) of this administrative
regulation.
PeerObservation: Observation and documentation by trained certified school personnel
below the level of principal orassistant 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, orassistant principal evaluatee’s performance, including the ratings listed in
Section 7(8) of thisadministrativeregulation.
Principal: A certified school personnel who devotes the majority of employed time in
the role of principal, for which administrative certificationis required by the Education
Professional Standards Board pursuantto 16 KAR 3:050.
Professional Growth and Effectiveness System: An evaluation system to support and
improve the performance of certified school personnelthat meets the requirements of
KRS 156.557(1)(c), (2), and (3) and that uses clear and timely feedback to guide
professionaldevelopment.
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
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30.

31.

32.

33.

34.

35.
36.

37.

38.

39.
40.

41.

improvement plan orthe districtimprovement plan, built using avariety of sources and
types of data that reflect student needs and strengths, evaluatee data, and school and
district data, produced in consultation with the evaluatoras described in Section 9(1),
(2), (3), and (4) and Section 12(1), (2), (3), and (4) of this administrativeregulation, 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
accomplishthe 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 theirknowledge and performanceforthe purpose of identifying areas for
professional learning and growth.

Sources of Evidence: The multiple measures listed in KRS 156.557(4) and inSections 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, thatis specific, appropriate, realistic,
and time-bound, thatis 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 otherstudents
with a similartestscore history.

Student Voice Survey: The student perceptionsurvey providedby the departmentthat
isadministered annuallyto aminimumof one (1) district-designatedgroup of students
perteacherevaluatee oradistrict designated selection of students and providesdata on
specificaspectsof the instructional environmentand 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 704 KAR 3:370 Professional Growth and Effectiveness

System

Back to TOC
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NOTE: Evaluators are asked, from time to time, for their appraisal of a current or former employee’s
performance; i.e., recommendations. They are to respond only if they did have or currently have
responsibility for the employee’s evaluation. If not, they are to refer the request to the appropriate
evaluatororto the Central Office for verification of employment.

Employee Orientation
Annually, the evaluation criteriaand process used to evaluate a certified employee shallbe explained to

and discussed with the employee no laterthan the end of the first thirty (30) calendar days of reporting
for employment unlessthe time needs to be extended for good cause shown in writing.

A copy of the handbook will be made available to all employees. The handbook may be given to staff
members via email in an attached document. A written copy will be provided to all employees who
requestone. Questions concerning the contents of the evaluation plan handbook must be raised by the
employee prior to the first observation. The contents of the evaluation plan handbook must be
reviewed with each employee priorto any observation/evaluation. All certified personnel must have
immediate notice of any changes made to the evaluation process.

The annual review shall include an explanation of the contents of the evaluation plan handbook,
including the Domains and Components. Prior to the first observation, each building principal may
annually develop and explain to building personnel the Critical Attributes (look-fors) for Domains that
are building-specific, based on the school’s comprehensive plan goals, professional development, or
otherfactors. The building principal is responsible for providing, upon employeerequest, acopy of any
additional job description, whichis notincluded inthe Appendix of the Evaluation Plan Handbook.

Written Evaluations and Performance Standard
All evaluations of certified employees below the level of the district superintendentshall be in writing
and documented on approved forms to become part of official personnel record. An opportunity for
written response to evaluations shall be included in the official personnel record. A copy of the
evaluationis provided to evaluatee.

The domains and components from the Kentucky Frameworks shall be considered the standard the
evaluatee isexpected to meet. Itisimportantthat these criteria(and other performance expectations
covered by the criteria such as, descriptions, applicable local board policies and Kentucky School
Personnel Code of Ethics) be understood by all parties.

Back to TOC RevisedJuly 2016
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ANDERSON COUNTY SCHOOLS
CERTIFIED EVALUATEE-EVALUATORLIST

Teacher Professional Growth and Effectiveness System (TPGES)

Certified Position
Alternative School Teacher
ESL Teacher/Coordinator
Gifted and Talented Teacher/Coordinator
HearingImpaired Teacher
Homebound Teacher

PASS Teacher

Preschool Teacher

Special Education Teacher
Teacher

Visually Impaired Teacher

Primary Evaluator*

Alternative School Principal
Instructional Supervisor (Principal)
Instructional Supervisor (Principal)
Director of Special Education (Principal)
Director of Student Services (Principal)
Principal

Principal

Principal (Assistant Principal)

Principal (Assistant Principal)

Director of Special Education (Principal)

Other Professional Growth and Effectiveness System (OPGES)

Certified Position

Counselor

Instructional Coach

Media Specialist

Occupational Therapist

Physical Therapist

Speech Pathologist(School-Based)
Speech Pathologist (District-Wide)

Primary Evaluator*

Principal

Principal (Instructional Supervisor)
Principal

Director of Special Education (Principal)
Director of Special Education (Principal)
Principal

Director of Special Education (Principal)

Principal Professional Growth and Effectiveness System (PPGES)

Certified Position
Alternative School Principal
AssistantPrincipal
Principal

Primary Evaluator*
Superintendent
Principal
Superintendent

District Certified Personnel

Certified Position

Adult Community Education Coordinator
Adult Education Director

Chief Information Officer

Director of Special Education

Director of District-Wide Programs and Operations
Nutrition Service Coordinator

Director of Student Services

Director of Transportation

Technology Integration Specialist

Drop Out Prevention Coordinator
Family Resource Center Director
Finance Officer

Instructional Supervisor

Interpreter (Sign Language)
Maintenance Director

Regional Training Center Director

School Psychologist (School-Based)
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Primary Evaluator*

Superintendent

Superintendent

Superintendent

Superintendent

Superintendent

Superintendent

Superintendent

Superintendent

Chief Information Officer

High School Principal (Middle School Principal)
Director of Student Services (Principal)
Superintendent

Superintendent

Director of Special Education (Principal)
Superintendent

Superintendent

Principal
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School Psychologist (District-Wide) Director of Special Education (Principal)

Superintendent Board of Education
Transportation Director Superintendent
Youth Service Center Director Director of Student Services (Principal)

*Or Designee decided by the Principal or Immediate Supervisor. (Contributors are noted in parenthesis). Immediate
Supervisor will sign the Summative Evaluation Form.
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The Kentucky Framework for Teaching

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

Framework for Teaching Specialist Frameworks for Other Professionals
Planningand 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 technologyintegration, and
student assumption of responsibility. They provide structure forfeedback for continuousimprovement
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 studentlearning,
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/orleadership opportunities, and contextualvariables that may
impactthe learning environment, such as unanticipated outside events ortraumas.

Evaluators must use the following categories of evidence in determining overall ratings:
e Professional Growth Planning and Self-Reflection
e Observation
e StudentVoice
e StudentGrowth Goals and/or Median Student Growth Percentiles (4-8- Math & ELA)

Evaluators may use the following categories of evidence in determining overallratings.

e OtherMeasures of Student Learning

e Products of Practice

e Walk-through Observations documenting trends of a minimum of three classroom visits. Walk-
through forms may include building-specific look-fors from Rigor/Relevance Framework,
Domains form FfT, Collaborative Instructional Review, Instructional Rounds data or other
professional development. Justintime feedbackis shared withteachers.

e OtherSources (e.g.surveys)

All components and sources of evidence supporting an educator’s professional practice and student
growth ratings will be completed and documented toinformthe Overall Performance Category.
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All Summative Ratings will be recorded in the department-approved technology platform.
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PROFESSIONAL PRACTICE
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SOURCES OF EVIDENCE/FRAMEWORKFOR TEACHING ALIGNMENT
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Professional Practice

Self-Reflection and Professional Growth Planning
Reflective practices and professional growth planning are iterative processes. The teacher (1) reflects

on hisor her current growth needs based on multiple sources of dataand identifiesanareaor 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) continuesimplementation and ongoing
reflection; (7) and, finally, conducts a summative reflection on the degree of goal attainment and the
implications for next steps.

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

e Allteachersand other professionals will participate in self-reflection and professional growth
planning eachyear.

e Allteachersand other professionals shall completeand submit the self-reflectionand
professionalgrowth plantotheirbuilding evaluator forfeedback and approval.

e Thereisan annual review of the professional growth plans.

Self-Reflection and Professional Growth Planning Timeline

As early as May of the current year for continuing | The initial teacher and other professional self-reflection will be
employees and no later than October 1 completed based on multiplesources of data (examples: state,
local, teacher developed assessmentresults; student voice
survey data;learningwalk/observation data from
administrators, peers);areas of focus will beidentifiedand a
professional growth planincludingspecificaction steps will be
developed. Initial self-reflection occurswhen a teacher or
other professionalis hired and atthe beginning of each three-
year summative cycle. Self-reflection and professional growth
plan will bedocumented on the district-approved form.

Fall semester Principals/designees review and approve professional growth
plans (PGP)and provide feedback to Teachers and Other
Professionals.

December — April Teachers and Other Professionals will completethe mid-year
reflections by self-assessing, reviewing principal feedback
(may involveface-to-face conversation), makingrevisions to
PGPs as needed, collectingevidence (digital or printformat)
around progress toward meeting professional growth planning
goals;the self-assessmentprocess mayincludecollaboration
with peers.

By closing day Teachers and Other Professionals will completefinal review.

o The PGP must be completed by teachers and other professionals new to a building (newly hired
or transferred employees) nolaterthan October1 of the new school year or within 30 calendar
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days for those hired after September 1 unless the time needs to be extended for good cause
showninwriting.

There are two levels of professional growth planningincludedin this plan.

o Self-Directed Professional Growth plans are developed collaboratively by the teacher/
other professionaland the primary evaluator.

o Directed Professional Growth Plans developed under the direction of the primary
evaluator for those evaluatees needing additional guidance, assistance, support and
oversightforprofessional growth. The Directed Professional Growth Planmay be used
in conjunction with an Improvement Assistance Plan.

Implementation of the PGP begins as soon as the planis completed and signed by both the
teacheror other professional and the supervisor.

When an evaluatee is rated “developing” in one of the domains, the primary evaluator may
deemitnecessary toimplementan Improvement Assistance Plan (IAP). AnlAP can beinitiated
by a primary evaluator as proactive intervention providing the evaluatee guidance, assistance,
supportand oversight necessary to be rated “accomplished.” If the certified personnel does not
meet the goals on the IAP, an Individual Corrective Action Plan (ICAP) can be initiated by the
evaluator. The IAP will be developed under the direction of the primary evaluator and should be
usedin conjunction with the Directed Professional Growth Plan. Primary evaluatorinitiates the
IAP for any evaluatee whose formative “mini” observations demonstrate a potential need for a
corrective action planinthe near future. The evaluatee and primary evaluatorwill complete a
Directed Professional Growth Plan in conjunction with the IAP. A summative conference and
evaluation will be conducted forany evaluatee placed onan IAP. The purpose of this phase of
evaluationisto provide the evaluatee with focused guidance assistance, supportand oversight
for professional growth enhancing student achievement as well as proactive interventions,
prevention/avoidance of the need foran ICAP.

In the event that an evaluatee is rated “ineffective” on one of the domains or an immediate
need forchange is observed, an ICAP shall be instituted. The ICAP originates with the evaluator
in discussion with the evaluatee, whereas the Professional Growth Plan originates with the
evalutee in discussion with the evaluator. The evaluator assumes the responsibility also of
monitoring the objectives, activities, resource persons and appraisals delineatedinthe ICAP. In
the eventthereisan area(s) in whichthe evaluateeis severely deficientand these areas do not
affect the performance rating on an entire standard, an evaluator at his/her discretion may
institute an ICAP. The ICAP may supplantor workin conjunction with the Professional Growth
Plan.

Multiple observations of all certified personnel (tenured and non-tenured) may occurwhen any
observation (formal and/orinformal) is unsatisfactory.

Observation

The observation processis one source of evidence to determine educator effectiveness thatincludes
supervisorand peerobservation foreach certified teacher and other professional. Both peerand
supervisorobservations use the same instruments. The supervisor observation provides documentation
and feedback to measure the effectiveness of professional practice. Only the supervisorobservation will
be usedto inform a summative rating. Peerobservation is used only for formative feedback on
professional practice inacollegial atmosphere of trustand common purpose. NOratings are given by
the peerobserver. The rationale foreach type of observationisto encourage continued professional
learninginteachingand learning through critical reflection.
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Observation Model
For all employees, the full observation willbe scheduled. All observations willbe conducted
openly with full knowledge by the evaluatee.
There will be a minimum of four (4) observations completed during the summative cycle. A
minimum of three observations will be conducted by the supervisorand one mini-observation
will be conducted by the peer. The peerobservation must be completed on the final year of the
summative.
Final observationis conducted by the supervisorandisa full class period or complete lesson.
All observations are documented on appropriate district form.
The supervisor may conduct additional mini-orfull observations as he/she sees needed.

One-Year Summative Cycle (Traditional Model)
Annual evaluations with multiple observations are required for non-tenured teachers and other
professionals and any tenured teacher/other professional on a Directed Growth Plan or Improvement

Plan:

The summative cycle will be one yearinlength. Non-tenured teachers willfollow the one-year
cycle every school year until they obtain tenured status.

The required peerobservation must occur priorto final formal observation by the principal.

A minimum of two (2) full observations conducted by the supervisor will involve a full class
period or a complete lesson. A minimum of one (1) mini-observation, of approximately 20-30
minutes each will be conducted by the supervisor and one mini-observation willbe conducted
by the peer.

Three-Year Summative Cycle (Progressive Model)
Anderson County Schools will observe the following minimum requirements fortenured teachers and
other professionals:

The summative evaluations for tenured teachers shall occur at least once every three years
unlessthe teacher/other professional is on a Directed Growth Plan or Improvement Plan.

A minimum of two mini-observations, of approximately 20-30minutes each will be conducted
by the supervisorand one observation conducted by the peer.

The required peerobservation must occurin the final year of the summative cycleand prior to
the final formal observation by the principal.

If an areaof concernis found, the teacher may be placed on the one-yearcycleatanytime and
shall receive written notification. Multiple observations may occurfortenuredteachers when
observationresults yield an “ineffective” rating.

The three-year cycle may be accelerated at the mutual agreement of the teacher and
supervisor. (This will be especially important during the first two years of implementationin
orderto staggerthe workload.)

For Teachers and Other Professionals hired after 60 consecutive days of the beginning of school year

or after break in service

The summative cycle will be from the date of hire through the end of the school year.

There will be a minimum of three (3) observations completed during the summative cycle. A
minimum of two (2) observations will be conducted by the supervisor and one (1) mini-
observation will be conducted by the peer.

The required peerobservation must occur priorto final full observation by the principal.
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A minimum of two (2) full observations conducted by the supervisor will involve a full class

period or a complete lesson. A minimum of one (1) mini-observation, of approximately 20-30
minutes e will be conducted by the peer.

A request may be made for the supervisorto conducta full observation ratherthan a mini-observation.
The request shall be in writing within the first 30 calendar days of reporting for employment. If such
requestis made, the principal must conduct the full observation.

Observation Schedule

For Teachers and Other Professionals on a one-year summative cycle:

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

Supervisors will conduct a full observation, followed by a mini-observation before Christmas
break.

The peerobserverwill conducta mini-observation by February 15, followed by afull observation
conducted by the evaluator.

All observations must be concluded by April 25.

For Teachers and Other Professionals on a three-year summative cycle:

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

In the firstand second year of the summative cycle, supervisors will conduct a mini-observation
before Christmas break.

Duringthe third year of the summative cycle, the peerobserverwill conducta mini-observation
before February 15, followed by a full observation conducted by the supervisor.

All observations must be concluded by April 25.

For Teachers and Other Professionals hired after 60 consecutive days of the beginning of school year

or after break in service

Observations may begin after the evaluation training takes place within 30 calendar days of
reporting for employment each school year unless the time needs to be extended for good
cause shown in writing.

Supervisors will conduct a full observation, followed by a peer observation, and then the
supervisorwillconduct asecond full observation by the principal.

All observations must be concluded by April 25.

* The district may adapt the closing dates to accommodate forany inclement weather.

Peer Observation

A peerobserverobserves, collects, shares evidence, and provides feedback for formative purposes only.
Peerobservers donotscore a teacher’s practice, noris peerobservation datashared with anyone other
than the observee unless permissionis granted. A peerobserveris atrained certified school personnel.

All teachersand other professionals will receive a peerobservationin theirsummative year.

All peerobservers participating during the summative year observations will complete the
departmentapproved training once every three years.

All peerobservation documentation will be accessed only by the teacher orother professional.
Peerobservation will be documented on appropriate district form with date, time and evidence
and accessed only by the observee.
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e A peer observation completion form with time and date of pre-observation, observation and
conference willbe signed by the peerobserverand the observeeindicatingthat the peer pre-
conference, observation and post-conference have been completed. A copy will be provided to
the teacher, principal/supervisor and peer observer. No evidence and no ratings are to be
included on this form.

e In collaboration withthe superintendent, principals will selectapool of certified staff assigned
to each school by September 1 of each school year. In collaboration with supervisor and
observee, peerobservers will be selected from the pool of certified peerobservers. This may
include peerobservers fromanotherschool.

Observation Conferencing

Observers will adhere to the following observation conferencing requirementsforteachers and other
professionals:

Pre-observation conferences for mini-observations and full observations by supervisors:

Pre-observation conferences are not required but may be requested by either the principal
or the teacher/other professional. When requested, the pre-observation conference occurs
one (1) to five (5) working days prior to the formal observation at a time mutually agreed
upon by the teacher/other professional and supervisor.

While pre-observation communication may occur through written electronic
correspondence, most are conducted face-to-face. If the principal or teacher/other
professional requests aface- to-face pre-conference, aface-to-face meetingis required.

The optional “Pre-Observation Form” may be used to fulfill that purpose.

Pre-observation conferences for mini-observations by peer observers:
Peerobserversshall conducta pre-conference one to five working days prior of the observation
as part of the coaching process and document using the appropriate district form.

Post-conferences by supervisors and peerobservers:
e Conductface-to-face observation post-conference within five (5) working days following each
observation unlessthe time needs to be extended for good cause shown in writing.

Summative conferences by supervisors:

e Summative evaluation conference shall be held in face-to-face meetings at the end of the
summative evaluation cycle and shall include all applicable Professional Growth and
Effectiveness data. All summative evaluations are due to the central office by May 1.

Observer Certification

All administrators serving as a primary evaluator must complete the Initial Certified Evaluation Training
priorto conducting observations forthe purpose of evaluation.

To ensure consistency of observations, evaluators shall be trained and tested, and shall be approved by
the department upon completion of the required evaluation training program and successful completion
of testing 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:
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e FrameworkforTeaching ObserverTraining
e FrameworkforTeachingScoring Practice
e FrameworkforTeachingProficiency Assessment

The established cycle for observation certification is as follows:

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

¢ Only supervisors who have passed the proficiency assessment can conduct mini and full
observations forthe purpose of evaluation. Inthe eventthata supervisorhasyetto complete
the proficiency assessment, orif the supervisordoes not pass the assessment, the district will
provide the following supports:

o Observation data provided by a substitute observer is considered a valid source of
evidence onlyifthe supervisoris presentin the observation.

o In cases where the supervisor is not certified through the proficiency system and is
therefore unableto conduct observations during the observation window, the district
will ensure teacherand other professionals have access to observations by arranging for
a certified substitute observer. Substitute observers will be assigned by the
superintendent from a pool of certified and available observers. That pool will consist of
district-level personnel, retired administrators, or principals from another building when
reasonable.

¢ The superintendent will assign a certified mentor supervisor to all supervisors who have not
passed the proficiency assessment to provide support, review training modules, discuss scoring
practice ratingsin preparation forthe assessment.

¢ Allsupervisors (including late hires) will complete certification within 60calendar days of first
day of reporting foremployment.

¢ Supervisors who do not pass after one attempt will collaborate with instructional supervisor
and/orpeers on scoring practice examples.

+ In caseswhere the supervisorfails to successfully complete certification (within 60days of first
day of employment) and is therefore unable to conduct observations during the observation
window, a substitute observer will be assigned by the superintendent to conduct the
observation with the supervisor.* The uncertified supervisor must accompany the certified
substitute supervisorto all observations, post-conferences and discussion of the PGP. Once the
uncertified supervisor obtains certification, he/she will assumeall duties of the supervisor’s role.

*QObservation data provided by asubstitute observeris considered avalid source of evidenceonly if

the supervisor participated (passively) in the observation.

Observer Calibration
As certified observers may tend to experience “drift” in rating accuracy, the district completes a

calibration process each year where certificationis not required (see chart under Observer Certification).
This calibration process is completed in years two and three after certification. Calibration ensures
ongoing accuracy in scoring teaching practice; an awareness of the potential risk for rater bias; and
ensures observers refresh their knowledge of the training and scoring practice. All calibration processes
must be conducted through the state approved technology platform.
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Observer calibration during years two and three of the Observer Certification process based on
the department approved platform.

Re-certification afteryearthree.

Each year all supervisors will receive calibration or recertification training using the state
approved certification platform materials to ensure completion of the calibration process. The
Instructional Supervisor will keep proper documentation of the certification, calibration and
recertification datesin orderto provide timely training.

Additional support will be provided for those supervisors with a red or yellow rating by the
instructional supervisor. Additional calibration may be required.

Student Voice

The Student Voice Surveyis a confidential, on-linesurvey collecting student feedback on specificaspects
of the classroom experience and teaching practice. The Student Voice Survey has been created by the
Kentucky Department of Education. Surveys can be foundinappendix.

All teachers will participate in the state-approved Student Voice Survey annually witha
minimum of one identified group of students.

Studentselection for participation must be consistent across the district. Forconsistency
purposes, the principal shallselect one class period to administer the surveyin conjunction with
the school point-of-contact.

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

Formative years’ datawill be used toinform Professional Practice in the summativeyear.

All teachers and appropriate administrative staff will read, understand, and sign the district’s
Student Voice Ethics Statement.

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

The survey will be administeredin the school.

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

In cases where a teacherdoes not have a sufficientrostersize to participate in the survey
(minimum of 10), student voice datawill not be used as a source of evidencetoinformthe
teacher’s professional practice rating. If possible rosters will be combined forateacherto
increase rostersize.

Other professionals will follow the protocol for OPGES, using a paperor survey such as Survey
Monkey if the other professional canidentify ten students they served overthe school year.
Accommodations shall be made availableto students according to their IEP, 504 or PSP during
the Student Voice Survey.

Student Voice District Point-of-Contact will be the Instructional Supervisor.

StudentVoice Building Point-of-Contact will be the Instructional Coachin each building.

Products of Practice /Other Sources of Evidence

Teachersand Other Professionals may provide additional evidences to supportassessment of their own
professional practice. These evidences should yield information related to the teacher’s practice within
the domains.

Evidence provided in support of educator practice mustinclude datafrom:

e observations conducted by certified supervisor observer(s)
e studentvoice survey(s)
e self-reflection and professional growth plans
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Othersources of evidence mayinclude:
e Program Review evidence
e Walk-through observations of trends overa minimum of three classroom visits
e Team-developed curriculum units
e Lessonplans
e Communicationlogs
e Timely, targeted feedback from mini-observations
e Studentdatarecords
e Studentwork
e Studentformative and/or summative assessments/feedback
e MinutesformPLCs
e Teacherreflections and/orself-reflections
e Teacherinterviews
e Teachercommittee orteam contributions
e Parentengagementsurveys
e Records of studentand/orteacherattendance
e Videolessons
e Engagementin professional organizations
e Actionresearch
e Progress Monitoring Data
e MAP Data

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 teachersin the following contentareasand grade
levels participating in state assessments:

e 4 —gh Grade

e Reading

e Math
The state contributionisreported 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 aroadmap for determining which teachers receive which contributions:
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Do you teach students
ingrades 4-87
NO

D you teach (n the
— Math or ELA

content areas? NO

YES

Do your students
participate in the
Math or ELA NO
K-PREP Assessment?

W

YES

LOCAL
LOCAL & STATE | CONTRIBUTION

CONTRIBUTION | ONLY

State Contribution —Median Student Growth Percentiles (MSGP) —(Applies to teachers of
Math/ELA, Grades4-8)

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

Local Contribution —Student Growth Goals (SGG) —Appliesto all teachers and Other Professionals
The local contribution for the student growth measure is a rating based on the degree to which a
teacheror other professional meets the growth goal fora set of students overan identified interval of
instruction (i.e. trimester, semester, year-long) asindicated in the teacher’s Student Growth Goal (SGG).
Allteachers and other professionals will develop an SGG forinclusioninthe student growth measure.
All Student Growth Goals will be determined by the teacher orother professional in collaboration with
the principal and will be grounded in the fundamentals of assessment quality (Clear Purpose, Clear
Targets, Sound Design, Effective Communication, and Student Involvement). SGGs should address:

Rigor-congruency to the Kentucky Core AcademicStandards

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 orart classes. Forsimilarclassrooms,
teachers would be expected to use common measures or rubrics to determine competency in
performance atthe level intended by the standards being assessed. Although specificassessments
may vary, the close alignmentto the intent of the standardis comparable.

e Allteachersandotherprofessionals will write a student growth goal based on the criteria.
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Student Growth Goal Criteria

e The SGG is congruent with Kentucky Core Academic Standards and/or National Standards and
appropriate forthe grade level and contentareafor which it was developed.

e The SGG represents orencompasses an enduringskill, process, understanding, or conceptthat
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 forall students, including students with disabilities,
English language learners and gifted/talented students.

To fulfill the criteria of measuring student growth, a protocol has been established to ensure rigorous
and comparable growth measures used forall teachers.

Protocol for Ensuring Rigor
e Teachersand otherprofessionals, in collaboration with their principal, willuse the Rigor Rubric
as they develop and write their SGGs.
e Grade level/departmentteams, PLC’s, or other collaborative groups may be utilized as support
when developing the SGGs for submission to Principal for approval.
e AllSGGs must meetthe acceptable levelforstructure, rigor, and comparability.

Protocol for Ensuring Comparability

Teachersand other professionals, in collaboration with their principal, willapply the rubricto create
SGGs to assessthe structure and rigor sothey meet comparable criteria. This process ensures
comparability across teachers and schoolsin the district so that SGG are consistently:

e CongruenttoKentucky Core AcademicStandards and/or National Standards

e Appropriate forgrade level and content

e Encompassingan enduringskill, process, understanding or concept that the studentsare

expected to master by takinga particular course (or courses) in school
e Allowingforhighandlow achieving students to demonstrate knowledge

e Providingaccess and opportunity forall students, including students with disabilities, English
Learnersand gifted/talented students.

Determining Growth for a Single Student Growth Goal (SGG)
The process for determining the result of student growth (high, expected, low) requires districts to

explainhow they willuse rigorous and comparable (seeabove)goalsand assessments for that rating.

Districts have several options to consider — none of which are mutually exclusive — for determining
student growth.

The growth target rating will be used as overall local student growth goal rating.

LOCAL GROWTH TARGET RATING

LOwW EXPECTED HIGH
< 74% of students meet growth All students make measureable All students make measurable
target growth with 75% - 89% of students growth with > 90% of students
meeting growth target meeting growth target
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Measures for Determining Student Growth

Teachersand other professionals will utilize multiple sources of evidence to measure studentgrowth by
implementing one or more choices as collaboratively decided by the teacherorotherprofessional and
administrator. Sources of evidence will be acombination of use of pre-and post-assessments, and/or
running records/repeated measures, and/or holistic “growth rubrics”. These measures will be vetted by
Instructional Coaches and teacherleaders usingthe Anderson County Schools Rigor Rubricfor Student
Growth Goal when the SGGs are developed. Measuresthatreach the rigorand comparability criterion
can be used asa measure to determine student growth. The three categories of measures are described
below.

Pre-Test/Post-Test

Teachers may use pre- and post-tests to determine the growth identified in their goal. These
assessments can be identical or comparable versions. Assessment used in this option must meet the
district assurance of rigor and comparability as defined in the previous section. Assessments will be
vetted againstthe Anderson County Rigor Rubricfor Student Growth. Existingassessments developed
by school-based PLCs will be vetted by Instructional Coaches and teacher leaders using the Anderson
County Rigor Rubric for Student Growth. Such assessments that reach the criterion can be used as a
measure to determine student growth.

Repeated Measures

Teachers may maintain a record of results on short measures that allow students to act on the
information obtained from each measure, repeated throughout the length of the SGG. These measures
will accompany descriptive feedback rather than evaluative feedback, student involvement in the
assessment process, and opportunities for students to communicate theirevolvinglearning white the
teaching is in progress. The teacher and principal will then look at the pattern across the repeated
administrations to determinethe growth ratingforthe SGG. Forexample, earlyreading teachers may
complete weekly running records to track the number of errors that a student makes when reading a
text. These repeated measures serve a similar function to a pre- and post-test by illustrating change
over time in student learning or performance. Teachers will not utilize repeated measures on which
students may demonstrate improvement over time simply due to familiarity with the assessment.

Holistic Evaluation

Teachers may use district developed, adopted and/oradapted “growth rubrics” fora holisticevaluation
designed to compare two or more examples of student work. Growth rubrics that reach the criterion
can be used asa measure todetermine student growth.

Determining the Overall Performance Category

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

Rating Professional Practice
The Kentucky Framework for Teaching stands as the critical rubric for providing educators and

evaluators with concrete descriptions of practice associated with specific domains. Each element
describes adiscrete behaviororrelated set of behaviors that educators and evaluators can prioritize for
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evidence-gathering, feedback, and eventually, evaluation. Supervisors organize andanalyze evidence
for eachindividualeducatorbased onthese 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.

e Provide asummative rating foreach domain based on evidence.

e Allratings mustbe recordedinthe department-approved technology platform.

EVIDENCE TO INFORM

&. PROFESSIONAL PRACTICE
2
)
vy
"c'g { Based on school needREQUIRED \
Q *  Observation SIONAL
a =N -
T e StudentVoice JUDGMENT
E ¢ Professional Growth Plans
8 and Self Reflection
(G) OPTIONAL

¢ Other:District-Determined —

Must be identified inthe CEP
- * OtherTeacher

Evidence/Other Professional

Rating Overall Student Growth

RATINGS

A

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

DOMAIN 2: [I,D, A, E]

DOMAIN 3: [I,D,A,E]

DOMAIN 4: [I,D,A,E]

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

developed instrument for summative student growth ratings.

The designed instrument aids the

supervisorinapplying professional judgment to multiple evidences of studentgrowth over time. The
Student Growth Rating mustinclude datafrom SGG and MSGP (where available), and will be considered

ina three yearcycle (whenavailable).

™ SOURCES OF EVIDENCE TO INFORM
T STUDENT GROWTH
e
g \
(@]
o
(U)
'E { STATE \ PROFESSIONAL
ud . MSGPs JUDGMENT
g
E ¢ State Predefined Cut AND DISTRICT-
Scores DETERMINED
LOCAL RUBRICS
* SGG
* Maintaincurrent process
e Rate onH/E/L
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e SGG and MSGP (when available)willbe used to determine overall Student Growth Rating.

e Determine the process for using up to three years of student growth data (when available) to
determine overall Student Growth Rating for teachers.

COMBINED STUDENT GROWTH RATING

LOCAL STUDENT GROWTH RATING STATE STUDENT GROWTH OVERALL STUDENT GROWTH
PERCENTILE (SGP) RATING RATING
High High
High Expected High
Low Expected
High High
Expected Expected Expected
Low Expected
High Expected
Low Expected Expected
Low Low

For teachersintheirsummative year, the district will use aweighted average to determine the overall
student growth rating. When multiple years of data are available, the data from the current year will
comprise 50% of the overall rating as follows. When multiple years of data are not available, the
student growth rating for the summative yearwill be used for the overallstudent growth rating.

Three Years of Data Weight Two Years of Data Weight
Current Year 50% Current Year 50%
Prior Year 25% Prior Year 50%
Prior Year 25%

To determine the weighted average, a numerical point value will be assigned to each year’s student
growthrating and then multiplied by the weighted percentage.

Student Growth Rating | Numerical Point Value
High 3
Expected 2
Low 1

The resulting weighted points are then added together to determine the total numerical score. This
score will determine the overallstudent growth rating forthe summative cycle as follows.

Summative Cycle Overall Student

Growth Rating Numerical Score

High 2.50-3.0
Expected 1.50-2.49
Low 1.0-1.49

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

e Determine the individual domain ratings through the use of sources of evidence and
professional judgment.
e ApplyState Decisions Rules for determining an educator’s Professional Practice rating.
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CRITERIA FOR DETERMINING A TEACHER’S AND OTHER
PROFESSIONALS PROFESSIONAL PRACTICE RATING

Domains 2 AND 3 are rated
INEFFECTIVE

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 Domalns 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 EXEMFLARY

Proftessional Practice
Rating shall be
ACCOMPLISHED

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

Professional Practice
Rating shall be
EXEMPLARY

® Use Local Student Growth Goal instrument to determine overall Student Growth Rating.

LOCAL STUDENT GROWTH RATING

Low

EXPECTED

HIGH

< 74% of students meet growth

target

All students make measureable
growth with 75% - 89% of students
meeting growth target

All students make measurable
growth with > 90% of students
meeting growth target
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Criteria for Determining Overall Student Growth Rating

COMBINED STUDENT GROWTH RATING

LOCAL STUDENT GROWTH RATING STATE STUDENT GROWTH OVERALL STUDENT GROWTH
PERCENTILE (SGP) RATING RATING
High High
High Expected High
Low Expected
High High
Expected Expected Expected
Low Expected
High Expected
Low Expected Expected
Low Low

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

® Allsummative ratings must be recorded in the department-approved technology platform.

CRITERIA FOR DETERMINING A TEACHER’S OR OTHER PROFESSIONAL’S
OVERALL PERFORMANCE CATEGORY

STUDENT
PROFESSIONAL GROWTH OVERALL PERFORMANCE CATEGORY
PRACTICE RATING
RATING
High O 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

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

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

PROFESSIONAL GROWTH PLAN AND CYCLE FOR TENURED TEACHERS AND OTHER PROFESSIONALS

THREE-YEAR CYCLE
SELF-DIRECTED GROWTH
PLAN
e (oal setby teacher with
evaluator input
e One goal must focus on
low student growth
outcome

e Formative review annually

ONE-YEAR CYCLE
DIRECTED GROWTH PLAN
o Goal(s) Determined by
Evaluator
» Goals focus on professional
practice and student growth
» Plan activities designed by
evaluator with teacher input
o Summative review
annually

UP TO 12-MONTH
IMPROVEMENT PLAN

Goal(s) determined by
evaluator

Focus on low performance
area

Summative at end of plan

THREE-YEAR CYCLE
SELF-DIRECTED GROWTH PLAN

Goals set by teacher with evaluator input
Plan activities are teacher directed and implemented with colleagues.
Formative review annually

Summative occurs at the end of year 3.

! THREE-YEAR CYCLE { THREE-YEAR CYCLE
i SELF-DIRECTED GROWTH PLAN i SEIF-DIRECTED GROWTH PLAN
»  Goal(s) setby teacherwith +  Goal(s) setby educatorwith
evaluator input; one must H evaluator input
address professional practice i «  Formative review annually
or student growth. :

+  Formative review annually.

i
e s n R EE R RRE R RRR R RRR R RRR R RRR R RRRnn .

ONE YEAR DIRECTED GROWTH PLAN
«  Goal determined by evaluator
« Goals focusedon low performance/outcome area
- Plan activities designed by evaluator with educator input
« Formative review at midpoint

« Summative atend of plan

'—(:W EXPECTED HIGH
1
STUDENT GROWTH RATING
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PRINCIPAL AND ASSISTANT PRINCIPAL
PROFESSIONAL GROWTH AND EFFECTIVENESS
SYSTEM
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Professional Growth and Effectiveness System - Principals and Assistant
Principals

The vision forthe Professional Growth and Effectiveness System (PGES) is to have every school led by an
effectiveprincipal. The goal isto create a fairand equitable system to measure principaleffectiveness
and act as a catalyst for professional growth.
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PROFESSIONAL PRACTICE

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

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

gu—
SOURCES OF
EVIDENCE TO STANDARD RATINGS
S INFORM |
5 PROFESSIONAL | |
§ PRACTICE STANDARD 1: Instructional
o Leadership
-
<Zt-‘ { \ STANDARD 2: School Climate
9 Professional Growth STANDARD 3: Human
& Plans and Self- PROFESSIONAL Resource Management PROFESSIONAL
T Reflection JUDGMENT ~  STANDARD 4: Organizational  JUDGMENT &
2 Site-Visits Management STATE
o Val-Ed 360° STANDARD 5: -
. . o DETERMINED
WorkingConditions Communication &
Growth Goal CommunityRelations DECISISINhRULES OVERALL
establishing a
: STANDARD 6: Professionalism PERFORMANCE
SOURCES OF common
EVIDENCE TO understanding of CATEGORY
- INFORM STUDENT STUDENT GROWTH pherfor:mlznce
t t
= GROWTH RATINGS resnoids to
; which all
2 ( S C ) educators are held
tate Contribution— { \
E_‘ ASSIST/NGL Goal PERFORMANCE STATE CONTRIBUTION: High;
P TOWARD Expected, Low Growth Rating
a AND TRAJECTORY
o
= Local Contribution —
(7)) PROFESSIONAL
Student Growth Goals JUDGMENT LOCAL CONTRIBUTION: High,
(SGGs) based on school Expected, Low Growth Rating
need AND DISTRICT-
— DETERMINED
RUBRICS

Evaluators will look fortrends and patternsin practice across multiple types of evidence and apply their
professional judgment based on this evidence when evaluating a principal. The role of evidence and
professionaljudgmentinthe determination of ratings on standards and an overall ratingis paramountin
this process. However, professional judgment must be grounded inthe common framework identified:
The Principal Performance Standards.

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
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examples of observable, tangible behaviors that provide evidence of each standard. The Performance
Standards provide the structure forfeedback for continuous improvement through individual g oals that
target professional growth, thus supporting overall student achievement and school improvement.
Evidence supportinga principal’s orassistant 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. Itis projected that most
principals orassistant principals will maintain an Accomplished rating, but willoccasionally have
exemplary performance on standards at any given time. The summative rating will be a holistic
representation of performance, combining data from multiple sources of evidence across each standard.

The use of professional judgment based on multiple sources of evidence promotes a more holisticand
comprehensive analysis of practice, ratherthan over-relianceon one individual data point or rote
calculation of practice based on predetermined formulas. Evaluators willalso take into account how
principals respond to orapply additional supports and resources designed to promote studentlearning,
as well as their own professional growth and development. Finally, professional judgment gives
evaluators the flexibility to account fora 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 alsoimpactthe learning environment, such as unanticipated outside events or traumas.

Evaluators must use the following categories of evidence in determining overall ratings:
e Professional Growth Planning and Self-Reflection
e Site-Visits
e Val-Ed360°
e Working Conditions Goal
e State and Local Student Growth Goal data

Evaluators may use the following categories of evidence in determining overallratings:
e OtherMeasures of Student Learning
e Products of Practice
e OtherSources
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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.

Self-Reflection and Professional Growth Planning
(Completed by principals and assistantprincipals)

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-
reflectionimproves principal practice through ongoing, careful consideration of the impact of leadership
practice on student growth and achievement.

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

Self-Reflection and Professional Growth Planning Timeline

As early as May of the current year for continuing | Administrator reflects on his/her current growth needs and
employees and no later than October 1 collaborates with supervisor to develop growth planand
student growth goals. Self-reflections, PGPs and student
growth goals aredocumented on districtapproved forms and
submitted to supervisor.

February 1 Site visits, on-goingself-reflection

Mid-Year Review Review progress/reflections on growth and modify planas
appropriate

Spring Semester Site visits, on-going self-reflections

By June 15 Summative reflection and evaluation —annual summative

evaluation submitted for official personnel record, copy
provided to employee who may include written response

e Late hires will submit self-reflection and professional growth plan within 60 calendar days of
employmentunless the time needs to be extended for good cause shown in writing.

Site-Visits
(Completed by supervisor of principal - formalsite visits are not required for assistant principals)

Site visits are a method by which the superintendent may gain insight into the principal’s practice in
relationtothe standards. Duringa site visit, the superintendent will discuss various aspects of the job
with the principal, and will use the principal’s responses to determine issues to further explore with the
faculty and staff. Additionally, the principal may explain the successes and trials the schoolcommunity
has experienced inrelation to school improvement.

e Sitevisitsforprincipalsare conducted atleast twice each year by superintendent. (Formal site-
visits are not required forthe assistant principal.)

e Formative evaluation visits will occur by February 1 and summative evaluation will occur
annually nolaterthan June 15.

e Each site visit will include discussion of various aspects of the principal’s work, including the
successes and challenges associated with on-going school improvement as these successes and
challengesrelateto performance standards.
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Post-visit conferences with the principal will be conducted by the Superintendent within five
school days following the site visit.

Documented on appropriate districtapproved form.

Late hire site visits will begin after 60 calendar days of employment. Two site visits must be
conducted.

Val-Ed 360°
(Completed for principals - notcompleted for assistant principals)

The VAL-ED 360° is an assessment that provides feedback onaprincipal’s learning-centered behaviors
by usinginput fromthe principal, his/hersupervisor, and teachers. Allteacherswill 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.

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

Survey results will be included as a source of data to inform each principals professional practice
rating.

The Val-Ed 360 survey will be conducted by October 1duringthose years whenthe TELL survey
isnot utilized.

Notrequired forassistant principals

Instructional Supervisorwill serve asthe Val-Ed point of contact.

If possible through Val-Ed, late hires will participate in the assessment.

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 performanceand, inturn, positively impact school culture and
student success.

Principals are responsible for setting one two-year Working Conditions Growth Goal based on
the most recent TELL Kentucky Survey.

Principals, in collaboration with the superintendent will establish a baseline for the Working
Conditions Growth Goal.

Assistant principals adopt this goal.

The purpose is to positively impact school culture and student success.

Discussion of progress toward meeting this goal will be documented as part of the mid-yearsite
visitconducted forthe principal.

Results may be informed by referencing other survey results and anecdotal data.

Principals will identify a Working Conditions Goal area based on school TELL Survey results.
Goalswill be structured around increasing agreement on survey questionsin the identified area.
Quality of principal/assistant principal performance in meeting established Working Conditions
Goals will be determined using the following rubric. All information will be documented on
district-approved forms.
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Working Conditions Growth Goal Rubric

Ineffective Developing Accomplished Exemplary
Below 10% (of the WC Meets goal within 10%
. . . . Exceeds goal or 90% or
Below established goal) without going (of the established goal)
. . above agreement on
baseline below established or 80-90% agreement . .
. . e identified goal
baseline on identified goal

Products of Practice/Other Sources of Evidence
Principals/assistant principals may provide additional evidences to support assessment of their own

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

e May be provided by principals, assistant principals, and superintendent to provide additional
evidence to support assessment of professional practice. This evidence should be directly
related to performance standards.

e Examples:

SBDM minutes

Faculty meeting agendas, notes

Department/grade level agendas, notes

Three-year plan/strategic plan agendas, notes

PLC agendas, notes

Leadership team agendas, notes

Learning walk documentation

Budgets

EILA/Professionallearning experience documentation

Professional organization memberships

Parent/community engagement survey results, events documentation

Other (mustestablishadirectrelationtoworkin performance standard areas.)

VVVVVVYVYVVVYVYY

Student Growth

The following sections provide a detailed overview of the various sources of evidence used to inform
Student Growth Ratings. Atleast one of the Student Growth Goals set by the principal mustaddressgap
populations. Assistant principals willinherit 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 superintendentand the principal will
meet to discuss the trajectory forthe goal and to establish the year’s goal that will helpreach the long-
termtrajectory target. New goals are identified each year based on the ASSIST goals. The goal shouldbe
customized for the school year with the intent of helping improve student achievement and reaching
the long-term goals through on-goingimprovement.

e By October15, principal will review goals and objectivesinthe School Report Cardand select a
goal to use as the State contribution of the Student Growth Goal. The goal statements are
already set by Kentucky Board of Education (KBE) with a 2017 ASSIST/NGL trajectory. Principal
will collaborate with the superintendent to determine what percentage of the overall trajectory
will be targeted for student growth during the current school year. The principal and
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superintendent mustthen agree tothe specificstrategies the principal willimplement to reach
the objective percentage. These are strategies, which the principal will himself/herself
implement. These strategies are addressedinthe original CSIP document.

If the school does not receive state level data, the principal will construct two local student
growth goals.

The principal will collaborate with the superintendent to determineinterim trajectory goals.

At least one of the Student Growth Goals set by the principal must be based on Gap population
unlesslocal goal is based on Gap population.

Assistant principals will inherit the Student Growth Goals (both state and local contributions) of
the principal.

State Contribution Growth Goal Rubric

Low Expected High
No f M | or f
o forward prog.ress or progress eets goal or forward progress Exceeds goal
declines toward goal
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 orit may be developed with adifferent focus.

By October 15, principals will develop one local growth goal based on gap population (unless
state goal isbased on Gap population) in collaboration with the superintendent.

Local contribution goals will be based on MAP grade level performance of elementary and
middle school students and on common assessment EOC grade level performance of high school
students.

Principals will create and implement leadership and management strategies and monitor
progress through on-going data collection.

Local Contribution Growth Goal Rubric

Low Expected High

No forward progress or progress Meets goal or forward progress

i Exceeds goal
declines toward goal &

Determining the Overall Performance Category
Superintendents are responsiblefor determining an Overall Performance Category foreach principal at
the conclusion of their summative evaluation year. The Overall Performance Category isinformed by the
principal’s ratings on professional practice and student growth.

Rating Overall Professional Practice

A 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,
evaluators will use professional judgmentto determine arating foreach standard. Nextthe evaluator
will use the following decision rules for determining the Professional Practice Category. This is
completed by June 15 each year.

Use decisionrulesto determine an overallrating.
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SOURCES OF EVIDENCE TO INFORM

Record ratingsin the department-approved technology platform

STANDARDS RATINGS

A

s PROFESSIONAL PRACTICE (
= STANDARD 1: [I,D,A,E]
Q
E | |
o REQUIRED STANDARD 2: [I,D,A, E]
<zf~ ¢ Professional Growth Plans PROFESSIONAL
g — and Self-Reflection JUDGMENT STANDARD 3: [I,D,A, E]
@ e Sjte-Visit
™ . _ o :
o Val-Ed 360°/Working STANDARD 4: [1,D,A, E]
& Conditions
OPTIONAL STANDARDS: [I,D,A,E
e Other:District-Determined +[LD,AE]
EEI\SUSt beidentifiedinthe STANDARDG: [I,D,A E]

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. Usingthe sources
of evidence for principals/assistant principals, evaluators will use professional judgment to
determine aratingforeach standard. Next, the evaluator will use the following decision rules

for determiningthe Professional Practice Category:

Determining Professional Practice

To determine the principal’s/assistant principal’s Professional Practice, the evaluator will apply the State
Decision Rules fordeterminingan Overall Professional Practice Rating.

CRITERIA FOR DETERMINING A PRINCIPAL or
ASSISTANT PRINCIPALS 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

Professional Practice
rating shall b

Exemplary

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

Professional Practice
rating shall be
Accomplished

Principal or Assistant Principal is

Professional Practice

rated Developing in at least five Rating shall be
standards Developing

Principal or Assistant Principal is Professional Practice
rated Ineffective in two or more ! rating shall be
standards I Ineffective
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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
judgmentto multiple evidences of student growth overtime. Student growth ratings mustinclude data
from both the local and state contributions.

e Determinethe rating using both state and local growth.
e Determine the rating using multipleyears of data up to three (3) years (when available).

™ SOURCES OF EVIDENCE TO INFORM
STUDENT GROWTHSOURCES OF
STUDENT GROWTH RATINGDOMAIN
= A A
2
Ll
g { STATE \ PROFESSIONAL{
|—
n _ e ASSIST/NGL Goal JUDGMENT STUDENT GROWTH [H,E,L]DOMAIN
LOCAL AND DISTRICT-
DETERMINED
RUBRICSPROFES
Districts will determinethe process for determining the rating for High, Expected, and Low
growth. Supervisors will use a Local Student Growth Goal instrumentto determine overall
Student Growth Rating.
PRINCIPALS AND ASSISTANT PRINCIPALS COMBINED STUDENT GROWTH RATING
LOCAL STATE ASSIST/NGL OVERAL STUDENT GROWTH
STUDENT GROWTH GOAL RATING STUDENT GROWTH GOAL GOAL RATING
RATING
High High
High Expected High
Low Expected
High High
Expected Expected Expected
Low Expected
High Expected
Low Expected Expected
Low Low
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Three Years of Data Weight
Current Year 50%
Prior Year 25%
Prior Year 25%

Two Years of Data Weight
Current Year 50%
Prior Year 50%

To determine the weighted average, a numerical point value will be assigned to each year’s student
growthrating and then multiplied by the weighted percentage.

Student Growth Rating

Numerical Point Value

High 3
Expected 2
Low 1

The resulting weighted points are then added together to determine the total numerical score. This
score will determine the overallstudent growth rating forthe summative cycle as follows.

Summative Cycle Overall Student

X Numerical Score
Growth Rating

High 2.50-3.0
Expected 1.50-2.49
Low 1.0-1.49

The ratings will be recorded in adepartment approved technology platform.

Determining the Overall Performance Category

A principal’s/assistant principal’s Overall Performance Category is determined by the evaluatorbased on
the principal’s ratings on Professional Practice and Student Growth. Next, the evaluator will apply the
State Overall Decision Rules for determining a principal’s/assistant principal’s Overall Performance
Category.

CRITERIA FOR DETERMINING A PRINCIPAL’S OVERALL
PERFORMANCE CATEGORY

PROFESSIONAL STUDENT

'] p I -
PRACTICE RATING  GROWTH RATING i e

High OF Expected Exemplary
Exgmplary
Low Developing
High Exemplary
Accomplished Expected Accomplished
Low Developing
High Accompished
Developing
Low OR Expected Developing
. Lovw, Expected OR ;
Ineffective . Ineffective
High
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All summative ratings must be recorded in the department-approved technology platform.

Professional Growth Plan and Summative Cycle
Based on the overall Professional Practice rating and Student Growth rating, supervisors willdetermine
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

- § Professional Growth Plan by Evaluatee
E developed by Evaluator

o
x llllllllllllllllll
=] S
E Shall have a minimum of a
§- fby Evaluator Professional Growth Plan
S developed by Evaluatee
7
u:
2
B
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DISTRICT CERTIFIED PERSONNEL
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District Certified Personnel, not currently under PGES will continue followingthe CEP adopted May
2013.

In an effortto move toward the PGES system in the 2016-2017 school year, central office directors
will inherit the superintendent’s goals. Central office directorswill complete a self-reflectionas
they develop their professional growth goals and plans. In addition, central office directors’
formative and summative forms have been revised to include the superintendent’s standards under
SPGES. However,impact goals and site visits will not be used for summative decisions in 2016-

2017 school year for district certified personnel.

Back to TOC Revised July 2015

48



APPEALS PROCESS

According to 156.557 Section9,

Section 9. (1) A certified employee who feels that the local district is not properly implementing the
evaluation plan according to the way it was approved by the Kentucky Department of Education shall
have the opportunity to appeal to the Kentucky Board of Education.

(2) The appeal procedures shall be as follows:

(a) The Kentucky Board of Education shall appointacommittee of three (3) state board members
to serve onthe State Evaluation Appeals Panel. Its jurisdiction shallbe 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 atthe local districtlevel.

(b) No later than thirty (30) days after the final action or decision at the local district level, the
certified employee may submitawritten requestto the chief state school officerforareview
before the State Evaluation Appeals Panel. An appeal notfiled inatimely mannershall not be
considered. A specificdescription of the complaintand grounds forappeal shall be submitted
with thisrequest.

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

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

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

For appealstothe local evaluation appeals panel, certified personnel shall have the:
1. Rightto a hearingasto everyappeal;and
2. Opportunity reasonablyin advance of the hearingforthe evaluatorand evaluatee to adequately
review all documents that are to be presented tothe evaluation appeals panel; and
3. Both parties have therightto the presence of chosen representation.

Purpose: AnAppealsPanelshall be established in accordance with KRS Chapter 156 and 704 KAR 3.345.
Based on issuesidentified inan employee’s appeal documentation, the Panelshall determine whether
the employee has demonstrated that a procedural violation has occurred under the District’s evaluation
planand whetherthe summative evaluationis supported by the evidence.

The burden of proof that an employee was not fairly and/or correctly evaluated on the summative
evaluation rests with the employee who appeals to the Panel.

Appeals: Pursuant to Board Policy 03.18, any certified employee who believes that he or she was not
fairly evaluated on the summative evaluation may appeal to the Evaluation Appeals Panel in
accordance with the following procedures:

|. PROCEDURE FOR CERTIFIED PERSONNELWISHINGTO APPEALAN EVALUATION
A. Summative
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. No more thanfive (5) work days afterthe final evaluation the certifiedemployee must

present a request, on the appropriate form (Form E), for a review of the evaluation to
the Appeals Panel chairand give a copy to the Superintendent. The request must:
a. Be attachedto a copy of the final evaluation form (FormE).
b. Include a written statement, which details both the disagreement and the
reason(s) forhis/herdisagreement (proceduraland/or substantive).

. Both the evaluatee and evaluator shall submit three (3) copies of any appropriate

documentation to be reviewed by members of the Appeals Panelinthe presence of all
three (3) members. The parties will exchange copies of documentation by or before the
day it is submitted to the Panel. The members of the Appeals Panel will be the only
persons to review the documentation. All documentation will be located in a secure
place inthe Central Office exceptduring Appeals Panel meetings. Confidentiality will be
maintained. Copies of the documentation as submitted to the Panel shall notbe carried
away fromthe established meeting by either partiesinvolved orthe Panel members.

. The Panel will meet, reviewall documents, discuss and prepare questions to be asked of

each party by the Chairperson. Additional questions may be posed by panel members
during the hearing.

. The Panel will set a time and place for the hearing and the Chairperson will provide

written notification to the appealingemployee and his/herevaluator of the date, time
and place to appearbefore the panel to answer questions.

. The Chair will convene the Appeals Panel and it will complete its review of the

evaluation datano more than five (5) work days afterthe date the evaluatee gives the
appeal to the Chairperson of the Appeal’s Committee unless more time is needed for
good cause shown in writing.

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

b. This hearing is to take place no more than five (5) work days, unless the time
needs to be extended for good cause shown in writing, to the date the chair of
the panel meets with the appeals panel to review documentation.

c. Both the evaluatee andthe evaluatorare notified of the right to be accompanied
by a chosenrepresentative, legal counsel.

d. Only Panel members, the evaluatee and the evaluator, legal counsel, witnesses
and the employee’s chosen representative will be present at the hearing.

e. Witnesses may be present, but will be called one at a time and will not be
allowed to observe the proceedings.

f. The hearingwill be audio taped anda copy providedto both partiesif requested
inwriting. The original will be maintained by the District.

g. After reviewing all documents and interviewing both evaluator and evaluatee,
the local appeals panel will reach its decision by majority.

h. The panel shallissue its written opinion to the Superintendent, within three (3)
work days following the conclusion of the hearing. A copy of the hearing
decisionshall be placedin the evaluatee’s official file, attached to the Summative
evaluationin question.

i. The entire process, from the time the appeal is filed until the panel issues its
recommendation tothe Superintendent, must be completed within fifteen (15)
work days unless the time needs to be extended for good cause showed in
writing. This Appeals Panel has no authority to make a recommendation

Revised July 2015
50



6.

constituting personnel action which remains at the discretion of the
Superintendent.
The superintendent mustrespond to the evaluatee no more than fourteen (14) calendar
days, unless the time needs to be extended for good cause shown in writing, after
receivingthe statementfrom the Appeals Panel’s Chair. In casesinvolving dismissal, the
Superintendent’s decision, under law, is final for non-tenured evaluatees.
(For tenured evaluatees only.) Under the law, tenured employees facing adverse
personnel action may appeal aSuperintendent’s decision to a tribunal created for this
purpose. Note thattribunal members are notemployed by the district which employs
the evaluatee.

Hearing Procedures
The following procedures will be implemented during the hearings:

1.

N

oA W

o

10.
11.

12.
13.

14.

The Chairperson of the Appeals Panel will convene the hearing, review procedures, and

clarify the Panel’s responsibilities.

Each party will be allowed to make a statement of respective position regarding the

evaluation. The evaluatee willbegin.

The evaluatee may presentrelevant evidence in support of the appeal.

The evaluator may present evidence in support of the summative evaluation.

The Panel may question the evaluatee and evaluator.

The Chairperson may disallow materials and/orinformation to be presented orused in

the hearing when he/she determines that such materials and/or information is not

relevanttothe appeal or whenthe materials were not exchanged between the parties

as providedinthis procedure.

Each party (evaluatorand evaluatee) will be asked to make closing remarks.

The chairperson of the Panel will make concluding remarks.

The decision of the Panel, after sufficiently reviewing all evidence, mayinclude, but not

be limited to, the following:

a. Upholdingall parts of the original evaluation.

b. Voidingthe original evaluation or parts of it.

c. Ordering a new evaluation by another certified evaluator who shall be a trained
evaluator.

A copy of the Panels written findings will be placed in the evalutee’s file.

The chairperson of the Panel shall present the Panel’s decision to the evaluatee,

evaluator, and the Superintendent within fifteen (15) working days from the date the

appealisfiled.

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

The Panel’s decision, the Panel’s, and the original summative evaluation form shall be

placed in the employee’s evaluation file. In the case of a new evaluation, both

evaluationsshallbe included in the employee’s personnel file.

The Panel’s decision may be appealed to the Kentucky Board of Education based on

procedural issues contained in statute and regulation within the timeallowed for such

an appeal.

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

A. By September1l, yearly, all certified employees shallbe given an applicationto serve as a
member of the Certified Employee Appeal Panels, if elected.
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B. Employeesinterestedinservingare toreturntheircompleted applicationto the Central
Office within one week following the date of the application.

C. By September 15, the Central Office will prepare and distribute to all certifiedemployees
under contract a ballotlisting alphabetically all applicants, along with their position, title,
and work location.

D. Completedballots are to be returned tothe Central Office by the nextschool day.

E. Central Office personnel will tabulate ballots. Two (2) members of the panel shall be
elected by and from the certified employees under contract of the District. Two (2)
alternates shall also be elected by and from the certified employees under contract, to
serve inthe eventan elected membercannotserve.

F. Everyyearthe Board will appointone certified employee and one alternatetoserve aone
(1) yeartermto serve on the panel.

G. Thechairperson of the panelshall be the certified employee appointed by the Board.

All terms of panel members and alternates shall be for one (1) year and run from October 1 to
September30th. Members may be reappointed orreelected.

Conflicts of Interest: See board policy: Personnel03.18

THIRD PARTY OBSERVERS PROCESS

(This processisfollowed if the certified school employeerequests an additional evaluation
following their primary evaluation)

The immediate supervisor of the certified schoolemployee shallbe designated the primary evaluator.
Additional trained administrative personnel may be used to observe and provide information to the
primary evaluator. If requested by the teacher, observations by anotherteachertrainedinthe teacher’s
content area or by curriculum content specialists shall be provided. The selection of the third party
observer shall, if possible, be determined through mutual agreement by evaluator and evaluatee. A
teacherwho exercises this option shall do so, in writingto the evaluator, by no later than February 15 of
the academic year in which the summative evaluation occurs. If the evaluator and evaluate have not
agreed uponthe selection of the third party observer within five working days of the teacher’s written
request, the evaluatorshall select the third party observer.

EVALUATION FOLDER

The evaluatee and evaluator shall each set up a school evaluation folder, which will hold the following:
e Professional Growth Plan(s)(As describedin 704 KAR 3:345, Section 1)
e Post-Observation Conference Formative Report Forms, asrequired
e Individual Corrective Action Plan(s),as needed
e Evaluatee orevaluatornotes that may have a bearing upon the evaluation process
e Summative Conference Form, asrequired
e Summative Evaluation for Teacher/Administrators Form
e Signature Sheet

The above items will constitute the basicinformation which will be used to complete the Summative
Evaluation Report. The school evaluation folder willassistin keepingall evaluative information or data
ingood order.
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At the end of the evaluatee’s evaluation cycle, as required, evaluators will place inthe evaluatee’s folder
at Central Office, the originals of the Summative Evaluation Form and all Professional Growth Plan pages
created during the evaluation cycle. This formis to be considered the official copy of the evaluatee’s
performance report. (All KTIP and KPIP data is to be returned to the KTIP and KPIP District
Coordinator(s), where it willbecome part of the evaluatee’s folder at Central Office.)

Notes:

(1) For areas of exceeds, meets, growth needed and does not meet, specific Standards and
Criteriawill be notedinthe Formative Report form; eitherin narrative orby listing number
and letter.

(2) Prescription — Action plan, procedures, or activities for any area of improvement shall be
written onthe applicable from orattached to it.

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

(4) The evaluator’s notes, athis/heroption, may be attached to Formative Forms. When they
are, they become part of the official record and must be legible to both evaluator and
evaluatee.

(5) Recordsretention of the school (principal’s working) evaluation folder should be as follows:

(a) Sevenyears,includingfouryearsof annual evaluation datafornon-tenured employees,
and three years data from the evaluation cycle afteremployee has gone ontenure.

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

CONFIDENTIALITY OF RECORDS

The personnel evaluation records, specifically the personnel evaluation folderanditscontents,
will be treated with the same confidentiality as other personnelrecords.

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

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

Each evaluator is responsible for maintaining complete and timely records for all individuals
underhis/hersupervision.
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TEACHER AND OTHER PROFESSIONALS
FORMS
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ANDERSON COUNTY SCHOOLS
KENTUCKY FRAMEWORKFOR TEACHING SELF-REFLECTION - Teacher

Name Date School Year
Component Self-Assessment Rationale
1A —DemonstratingKnowledge of Content
| D A E
o and Pedagogy
(]
2| 1B-— Demonstrating Knowledge of Students | D A E
3
éi'f 1C — Selecting Instructional Outcomes | D A E
2
3 1D — Demonstrating Knowledge of Resources | D A E
'E
S| 1E —Designing Coherent Instruction | D A E
1F — DesigningStudent Assessment | D A E
2A —CreatinganEnvironment of Respect
| D A E
and Rapport
é 2B — Establishing a Culture for Learning | D A E
C
.g 2C-ManagingClassroom Procedures | D A E
5
é 2D — Managing Student Be havior | D | A E
2E —Organizing Physical Space | D A E
3A —Communicatingwith Students | D A E
,§ 3B — Using Questioning and Discussion | D A E
o Techniques
(%]
9| 3C-Engaging StudentsinlLearning | D A E
g
5| 3D —Using AssessmentinInstruction | D A E
a
3E —Demonstrating Flexibilityand | D A £
Responsiveness
" 4A —Reflecting on Teaching | D A E
(]
% 4B — Maintaining Accurate Records | D A E
2
§ 4C - Communicating with Families | D A E
]
&l 4D - Participatingina Professional
© . | D A E
5 Community
g 4E —Growing and Developing Professionally | D A E
S
g . o
4F — Demonstrating Professionalism | D A E
Employee Signature: Date:
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ANDERSON COUNTY SCHOOLS
KENTUCKY FRAMEWORKFOR SPECIALISTS SELF-REFLECTION - Instructional Coach

Name Date School Year
Component Self-Assessment Rationale
1A —DemonstratingKnowledge of Current Trends
in Specialty Area and Professional | D | A E
Development
s 1B — Demonstrating Knowledge of the School’s
s Program and Levels of Teacher Skill in | D | A E
o DeliveringThat Program
;_,3 1C - Establishing Goals for the Instructional
g SupportProgram Appropriate to the Setting | DI A E
© and the Teachers Served
%q 1D — Demonstrating Knowledge of Resources Both | bl A £
C
= Withinand Beyond the School and District
o] 1E —Planningtheinstructional Support Program | ol a E
Integrated with the Regular School Program
1F — Developing a Planto Evaluate the
. | D A E
Instructional Support Program
2A —Creatingan Environment of Respectand
| D A E
Rapport
‘€| 2B — Establishing a Culture for Instructional
] | D A E
£ Improvement
S| 2C - Establishing Clear Proceduresfor Teachers to i lola £
2 GainAccess to the Instructional Support
L:, 2D — Establishing and MaintainingNorms of
< ) . . | D A E
= Behavior for Professional Interactions
2E —Organizing Physical Space forthe Workshops | Dl A £
orTraining
3A —Collaborating with Teachers inthe Design of | oDl a £
Instructional Units and Lessons
_8 3B— Engaging TeachersinLearning New
2 . . | D A E
o Instructional Skills
(%]
E 3C - SharingExpertise with Staff | DA E
.g 3D - Locating Resources for Teachers to Support | b A £
& Instructional Improvement
3E —Demonstrating Flexibilityand Responsiveness | | D | A E
4A —Reflecting on Practice | D | A E
(%]
B[ 4B—Preparingand SubmittingBudgets and
= | D A E
g Reports
S| 4C— Coordinating Work with Other Instructional | bl A £
5 Specialists
o
r_Cu 4D - Participatingin a Professional Community | D| A E
O
>
§ 4E —EngaginginProfessional Development | D | A E
]
&| 4F — ShowingProfessionalism Including I ntegrity | ol a E
and Confidentiality
Employee Signature: Date:
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ANDERSON COUNTY SCHOOLS
KENTUCKY FRAMEWORKFOR SPECIALISTS SELF-REFLECTION - Library Media Specialist

Name Date School Year
Component Self-Assessment Rationale
1A —DemonstratingKnowledge of Content
. | D A E
s Curriculum and Process
‘E 1B — Demonstrating Knowledge of Students | D E
@ 1C —Supporting Instructional Goals | D E
o .
o 1D — Demonstrating Knowledge and Use of | D A E
| Resources
£| 1E -De monstrating a Knowledge of Literature and
< . . | D A E
= LifelongLearning
&| 1F- Collaboratinginthe Design of Instructional | D A E
Experiences
2A —CreatinganEnvironment of Respectand
| D A E
- Rapport
C
GEJ 2B — Establishing a Culture for Learning | D A E
|
]
E 2C— ManagingLlibrary Procedures | D A E
w
g 2D —Managing Student Behavior | D A E
2E —Organizing Physical Space | D A E
3A —CommunicatingClearlyand Accurately | D A E
(]
§ 3B -UsingQuestioningand Research Techniques | D A E
~m5 3C—-Engaging Studentsin Learning | D A E
S| 3D —Assessmentin Instruction (whole class, one-on- | D A £
% one and small group)
o
3E —Demonstrating Flexibility and Responsiveness | D A E
4A —Reflecting on Practice | D E
4B — Maintaining Accurate Records | D| A E
(%]
& ac- Communicating with School Staffand
= . | D| A E
9 Community
(%]
é 4D - Participatingina Professional Community | D A E
& 4E —Growing and Developing Professionally | D A E
,5 4F — Collection Development and Maintenance | D A E
(%]
“aé 4G - Managingthe Library Budget | D| A E
o
4H - Managing Personnel | D A E
41 - Professional Ethics | D| A E

Employee Signature:

Date:
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ANDERSON COUNTY SCHOOLS
KENTUCKY FRAMEWORKFOR SPECIALISTS SELF-REFLECTION- School Guidance Counselor

Social Worker
Name Date School Year
Component Self-Assessment Rationale
1A —DemonstratingKnowledge of Counseling | ol a £
TheoryandTechniques
1B — Demonstrating Knowledge of Child and | ol a £
,S Adolescent Development
g 1C - Establishing Goals for the Counseling
93- Program Appropriate to the Setting and the | DA E
o Students Served
;% 1D - Demonstrating Knowledge of State and
w FederalRegulations and of Resources Both | D| A E
g WithinandBeyond the School and District
g 1E —Planinthe CounselingProgram Integrated | ola £
with the Regular School Program
1F — Developing a Planto Evaluate the Counseling | ol a E
Program
2A —Creatingan Environment of Respectand
| D A E
Rapport
+ | 2B - Establishing a Culture for Productive
o . | D A E
£ Communication
c
2 | 2C-ManagingRoutines and Procedures | D| A E
>
& | 2D - Establishing Standards of Conductand
,'OEJ Contributingto the Culture for Student | D | A E
Behavior Throughout the School
2E —OrganizingPhysical Space | DI A E
3A —Assessing Student Needs | D| A E
3B — Assisting Students and Teachers in the
g Formulation of Academic, Personal, Social | bl A £
QE, and Career Plans Based on Knowledge of
:g Student Needs
> | 3C-Using Counseling Techniquesin Individual | ola £
g and Classroom Programs
a8 3D - Brokering Resources to Meet Needs | DA E
3E —Demonstrating Flexibilityand
. | D A E
Responsiveness
w | 4A —Reflecting on Practice | DA E
% 4B — Maintaining Records and Submitting Them in | ola E
‘a a Timely Fashion
o
5 4C - Communicating with Families I | D] A E
o
‘_S" 4D - Participatingina Professional Community | D| A E
‘@ . .
é 4E —EngaginginProfessional Development | D| A E
o
& | 4F - ShowingProfessionalism | D|A E

Employee Signature:

Date:
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ANDERSON COUNTY SCHOOLS
KENTUCKY FRAMEWORKFOR SPECIALISTS SELF-REFLECTION - Speech Pathologist

Name Date School Year
Component Self-Assessment Rationale
1A —DemonstratingKnowledge and Skillinthe
Specialist Therapy Area Holding the Relevant | | DA E
Certificate or License
1B — Establishing Goals forthe Therapy Program
5 Appropriate to the Setting and the Students | D | A E
© Served
©
2 | 1C- Demonstrating Knowledge of District, State | D | A £
a and Federal Regulations and Guidelines
-(% 1D — Demonstrating Knowledge of Resources
0 Both Within and Beyond the School and | D[ A E
g District
2| 1E —Planningthe TherapyProgram Integrated
with the Regular School Programto Meet | D[ A E
the Needs ofIndividual Students
1F — Developing a Planto Evaluate the Therapy
| D A E
Program
2A —Establishing Rapport with Students | D | A E
& | 2B-Organizing Time Effectively | D | A E
£
S | 2C-Esta blishing and Maintaining Clear
= | D A E
Z Procedures for Referrals
";,' 2D — Establishing Standards of Conductinthe
< | D A E
[= Treatment Center
2E —OrganizingPhysical Space for Testingof | D | A E
Students and Providing Therapy
3A —Responding to Referrals and Evaluating | D | A E
Student Needs
,§ 3B — Developing and implementing Treatment | o | A £
S Plans to Maximize Student’s Success
(%]
”g 3C - Communicating with Families I || alcE
[}
% 3D - Collecting Information; Writing Reports | DA E
a
3E —Demonstrating Flexibilityand
. | D A E
Responsiveness
«» | 4A —Reflecting onPractice | D | A E
()
£ | 4B - Collaboratingwith Teachersand
a L | D A E
- Administrators
c R .. R
§ 4C — Maintaining an Effective Data Ma nagement | D A E
g System
‘s | 4D - Participatingina Professional Community | D | A E
o
g 4E —EngaginginProfessional Development | D A E
;9__ 4F — Showing Professionalism Including Integrity | b | a £
Advocacyand Maintaining Confidentiality

Employee Signature:

Date:

Back to TOC
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ANDERSON COUNTY SCHOOLS
PROFESSIONAL GROWTH PLAN - Teacher

Teacher

EPSB ID#

School

Grade Level/Subject(s)

Professional Growth Goal:

. What do | want tochange about my instruction that will effectively

impact student learning?

. What is my personal learning necessaryto make that change?
. What are the measures of success?

Action Plan
Measures of Goal E:tz?jit:f Targeted
Professional Learning Strategies/Activities Resources/Support Attainment Growth Completion
(Tools/Instruments): Date
Impact

Identify the documentation intended to demonstrate your professional growth.

Demonstrable:

o Artifacts

o Self-Assessment

O OngoingSelf-Reflection

O PLC Documents

O Certificate of Completion

0 Teamingwith Colleague

O Observation Data

O Logs

O Other: (please specify)

Teacher Signature:

Date:

Administrator Signature:

Date:

Back to TOC
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Mid-Year Review - Progress Toward Professional Growth Goal

Date: Status of Professional Growth Goal:

Revisions/Modifications:

Teacher Signature:

Date:

Administrator Signature:

Date:

Summative Reflection - Level of Attainment for Professional Growth Goal

Date:

End of Year Reflection:

The target was: Achieved

Revised

Continued

Next Steps:

Teacher Signature:

Date:

Administrator Signature:

Date:

Back to TOC
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ANDERSON COUNTY SCHOOLS
PROFESSIONAL GROWTH PLAN - Other Professionals

Teacher
EPSB ID#
School
Grade Level/Subject(s)
Professional Growth Goal:
. What do | want tochange about my practice that will effectively
impact student learning?
. What is my personal learning necessaryto make that change?
. What are the measures of success?
Action Plan
Expected
Measures of Goal Strt:dent Targeted
Professional Learning Strategies/Activities Resources/Support Attainment Growth Completion
(Tools/Instruments): Date
Impact
Demonstrable:
Identify the documentation intended to demonstrate your professional growth.
O Artifacts O Self-Assessment O OngoingSelf-Reflection o PLC Documents
O Certificate of Completion 0 Teamingwith Colleague O Observation Data O Logs

O Other: (please specify)

Teacher Signature:

Date:

Administrator Signature:

Date:

Back to TOC
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Mid-Year Review - Progress Toward Professional Growth Goal

Date: Status of Professional Growth Goal:

Revisions/Modifications:

Teacher Signature:

Date:

Administrator Signature:

Date:

Summative Reflection - Level of Attainment for Professional Growth Goal

Date:

End of Year Reflection:

The target was: Achieved

Revised

Continued

Next Steps:

Teacher Signature:

Date:

Administrator Signature:

Date:

Back to TOC
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ANDERSON COUNTY SCHOOLS
STUDENT GROWTH GOAL - Teacher and Other Professionals
Directions: Completed byother professional. Usingthe feedback provided byyour prindpal, type your final answersineachboxand

submit to your principal for finalapproval.
Teacher/Other Professional: Click hereto entertext. Date: Click here to entertext. School: Click hereto entertext.

Describe the context, including student population.

What student needs have been identified? What are the related content area essential/enduring skills, concepts and/or processes?

What sources of evidence/measures will you use to establish baseline data and measure student growth?

What is the course-long interval of instruction (i.e. trimester, semester, one school year, etc.)?

What is/are the target/targets for expected growth for all students? Keep in mind the growth goal should challenge students to exceed
typical expectations. (For example, "During this school year all of my students will improve by one performance level ?.")

What is the proficiency target? What percentage of students will meet or exceed that target? (For example, 80% of my students will
meet or exceed level 3 of the rubric?"

Write your complete goal statement here.

Explain the rationale for the goal.

Do | need professional learning in order to support my students in attaining this goal? If yes, does my PGP will reflect the support | will
need to meet this goal?

What, specifically, will you do instructionally, to assure your students make gains projected in your student growth goal?

Teacher/Other Professional Signature: Date:
Administrator Signature: Date:
Back to TOC Revised July 2015
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ANDERSON COUNTY SCHOOLS
PRE-OBSERVATION - Teacher

Teacher

EPSB ID#

School

Grade Level/Subject(s)

Observer

Date of Conference

Pre-Observation Conference

Questions for Discussion:

Notes:

What is your identified student learningtarget(s)?

To which partof your curriculum (standard) does this
lessonrelate?

How does this learningfitin the sequence of learning
for this class?

Briefly describethe students inthis class, including
those with special needs.

How will you engage the students inthe learning? What
will youdo? What will the students do? Will the
students work in groups, or individually,oras alarge
group? Provide any materials thatthe students will be
using.

How will you differentiate instruction for individuals or
groups of students?

How and when will you know whether the students
have achieved the learningtarget(s)?

Is there anythingthat you would like me to specifically
observe duringthe lesson? ListDomain and Component,
please.

Teacher Signature:

Date:

Administrator Signature:

Date:

Back to TOC
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ANDERSON COUNTY SCHOOLS
PRE-OBSERVATION - Other Professionals

Other Professional

EPSB ID#

School

Grade Level/Subject(s)

Observer

Date of Conference

Pre-Observation Conference

Questions for Discussion:

Notes:

What areyour overall goals this year for your
program(s) to supportachievement?

Whatis the purpose of the activity/visit/observation
impacting student learning?

How will you monitor to ensure that progress is made?

What arethe obstacles tothese areas thatyou might
liketo discuss?

Is there anythingthat you would like me to specifically
observe? List Domain and Component, please.

Other Professional Signature:

Date:

Administrator Signature:

Date:

Back to TOC
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ANDERSON COUNTY SCHOOLS
FORMATIVE MINI-OBSERVATION - Teacher

Teacher

EPSB ID#

School

Grade Level/Subject(s)

Observer

Date and Time of Observation

Date of Conference

Evaluator’s Formative Observation Rating:

Domain 2: The Classroom . . . .
. Rating: Domain 3: Instruction Rating:
Environment
A: Creating an Environment of
' | D|A| E| N/O | A Communicatingwith Students | | | D | A | E | N/O
Respect and Rapport
B: Establishinga Culturefor | plalel|nNo B: Using Questioningand | plale]|nNo
Learning Discussion Techniques
C: ManagingClassroom
gine I | D| A| E| N/O | c:Engaging Students in Learning | | | D | A | E | N/O
Procedures
D: Using Assessmentin
D: Managing Student Behavior | D|A]| E|N/O g Il | D|A| E|N/O
Instruction
E: Organizing Physical Space | D|{A| E|N/O|E Demonstrating Flexibility | D|A| E|N/O

Areas of Strength

Areas of Growth

Evaluator Comments

Evaluatee Comments

Professional Growth Plan Standards Reviewed

| agree with this formative evaluation.

| do not agree with this formativeevaluation.

*Denotes sharing of results, not necessarily agreement with the formative rating

Teacher Signature:

Date:

Administrator Signature:

Date:

Back to TOC
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ANDERSON COUNTY SCHOOLS
FORMATIVE FULL OBSERVATION - Teacher

Teacher

EPSB ID#

School

Grade Level/Subject(s)

Observer

Date and Time of Observation

Date of Conference

Evaluator’s Formative Observation Rating:

Domain 2: The Classroom

. Rating: Domain 3: Instruction Rating:
Environment
A: Creating an Environment of | D A A: Communicating with | D A
Respect and Rapport Students
B: Establishinga Culturefor | D A B: Using Questioningand | D A
Learning Discussion Techniques
C: ManagingClassroom
I D A : i i i I D A
Procedures C: Engaging Students in Learning
. . D: Using A ti
D: Managing Student Behavior I D A sIngAssessmentin | D A
Instruction
E: Organizing Physical Space I D A E: Demonstrating Flexibility I D A

Areas of Strength

Areas of Growth

Evaluator Comments

Evaluatee Comments

Professional Growth Plan Standards Reviewed

| agree with this formative evaluation.

| do not agree with this formative evaluation.

*Denotes sharing of results, not necessarily agreement with the formative rating

Teacher Signature:

Date:

Administrator Signature:

Date:

Back to TOC
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ANDERSON COUNTY SCHOOLS
FORMATIVE MINI-OBSERVATION FORM - Instructional Coach

Teacher

EPSB ID#

School

Grade Level/Subject(s)

Observer

Date and Time of Observation

Date of Conference

Evaluator’s Formative Observation Rating:

Domain 2: The Environment Rating: Domain 3: Delivery of Service Rating:
A: Creating an Environment of plalel|nN/o A CoIIa.boratlngW|th Teacher§ |1 |D|A]|E|N/O
Respect and Rapport the Design of Instructional units

and Lessons

B: Establishinga Culturefor b|alE]|N/O B: Engaging Teachers inlearning I | D|A| E|N/O
Instructional Improvement New Instructional Skills
C: Establishing Clear Procedures I D|A|E|N/O
for Teachers to Gain Access to the D| A| E| N/O | c:SharingExpertisewith Staff
Instructional Support
D: Establishingand Maintaining D: Locating Resources for | plale]|No
norms of Behavior for D| A| E| N/O | Teachers to Support Instructional
Professional Interactions improvement
E: Organizing Physical Spacefor plal| el nN/o E: Demonstrating Flexibility and I [ D|A| E|N/O
the Workshops or Training Responsiveness

Areas of Strength

Areas of Growth

Evaluator Comments

Evaluatee Comments

Professional Growth Plan Standards Reviewed

| agree with this formative evaluation.

| do not agree with this formativeevaluation.

*Denotes sharing of results, not necessarily agreement with the formative rating

Instructional Coach Signature:

Date:

Administrator Signature:

Date:

Back to TOC
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ANDERSON COUNTY SCHOOLS
FORMATIVE FULL OBSERVATION - Instructional Coach

Teacher

EPSB ID#

School

Grade Level/Subject(s)

Observer

Date and Time of Observation

Date of Conference

Evaluator’s Formative Observation Rating:

Domain 3: Delivery of

Domain 2: The Environment Rating: . Rating:
Service
. . A: Collaborating with Teachers

A: Creating an Environment of . . .

D A inthe Design of Instructional I D A
Respect and Rapport .

units and Lessons

B: Establishinga Culturefor D A B: Engaging Teachersinlearning | D A
Instructional Improvement New Instructional Skills
C: Establishing Clear Procedures
for Teachers to Gain Access to D A C: Sharing Expertise with Staff I D A
the Instructional Support
D: Establishingand Maintaining D: Locating Resources for
norms of Behavior for D A Teachers to Support | D A
Professional Interactions Instructional improvement
E: Organizing Physical Spacefor D A E: Demonstrating Flexibilityand | D A
the Workshops or Training Responsiveness

Areas of Strength

Areas of Growth

Evaluator Comments

Evaluatee Comments

Professional Growth Plan Standards Reviewed

| agree with this formative evaluation.

| do not agree with this formativeevaluation.

*Denotes sharing of results, not necessarily agreement with the formative rating

Instructional Coach Signature:

Date:

Administrator Signature:

Date:

Back to TOC
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ANDERSON COUNTY SCHOOLS
FORMATIVE MINI-OBSERVATION FORM - Library Media Specialist

Teacher

EPSB ID#

School

Grade Level/Subject(s)

Observer

Date and Time of Observation

Date of Conference

Evaluator’s Formative Observation Rating:

Domain 2: The Environment Rating: Domain 3: Delivery of Service Rating:
A: Creating an Environment of plalel|No A: Communicating Clearlyand I {D|A| E]|N/O
Respect and Rapport Accurately
B: Est?bllshlnga Culturefor b|alE]|N/O B: UsmgQuest@nmgand I | D|A| E|N/O
Learning Research Techniques
C: ManagingLibrary Procedures D| A| E| N/O | C:Engaging Students in Learning | DA EIN/O
D: Assessmentin Instruction
I | D|A]| E| N/O
D: Managing Student Behavior D| A| E| N/O | (wholeclass,one-on-one and /
small group)
: i ibili I | D|A]| E| N/O
E: Organizing Physical Space p|lAal|E|N/O E: Demor?stratlng Flexibilityand /
Responsiveness

Areas of Strength

Areas of Growth

Evaluator Comments

Evaluatee Comments

Professional Growth Plan Standards Reviewed

| agree with this formative evaluation.

| do not agree with this formative evaluation.

*Denotes sharing of results, not necessarily agreement with the formative rating

Library Media Specialist Signature:

Date:

Administrator Signature:

Date:

Back to TOC

72

RevisedJuly 2015




FORMATIVE FULLOBSERVATION - Library Media Specialist

ANDERSON COUNTY SCHOOLS

Teacher

EPSB ID#

School

Grade Level/Subject(s)

Observer

Date and Time of Observation

Date of Conference

Evaluator’s Formative Observation Rating:

Domain 3: Delivery of

Domain 2: The Environment Rating: . Rating:
Service

A: Creating an Environment of D A A: Communicating Clearlyand | D A

Respect and Rapport Accurately

B: Establishinga Culturefor D A B: Using Questioningand | D A

Learning Research Techniques

C: ManagingLibrary Procedures D A C: Engaging Students in Learning I D A
D: AssessmentinInstruction

D: Managing Student Behavior D A (whole class, one-on-one and I D A
small group)
E:D trating Flexibilityand

E: Organizing Physical Space D A emonstrating Fiexibility an I D A
Responsiveness

Areas of Strength

Areas of Growth

Evaluator Comments

Evaluatee Comments

Professional Growth Plan Standards Reviewed

| agree with this formative evaluation.

I do not agree with this formative evaluation.

*Denotes sharing of results, not necessarily agreement with the formative rating

Library Media Specialist Signature:

Date:

Administrator Signature:

Date:

Back to TOC
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ANDERSON COUNTY SCHOOLS
FORMATIVE MINI-OBSERVATION FORM - School Guidance Counselor/Social Worker

Teacher

EPSB ID#

School

Grade Level/Subject(s)

Observer

Date and Time of Observation

Date of Conference

Evaluator’s Formative Observation Rating:

Domain 2: The Environment Rating: Domain 3: Delivery of Service Rating:

: i Envi I | D|A]| E| N/O
A: Creating an Environment of D| A| E| N/O | A: AssessingStudent Needs /
Respect and Rapport

B: Assisting Students and
Teachers inthe Formulation of

: ishi I | D|A]| E| N/O
B Estab_llshlngaCuIFurgfor D|A| E| N/O | Academic, Personal,Social and /
Productive Communication

Career Plans Based on Knowledge
of Student Needs
. . C: Using Counseling Techniques

M R I | D|A]| E| N/O
C: Managing Routines and D| A| E| N/O | inIndividualand Classroom /
Procedures

Programs
D: Establishing Standards of
Conduct and Contributingin the plale]|nNo D: Brokering Resources to Meet I | D|A| E| N/O
Culture for Student Behavior Needs
Throughout the School
: i ibili I | D|A]| E| N/O
E: Organizing Physical Space D|A|E]|N/O E Demor?stratlng Flexibilityand /
Responsiveness

Areas of Strength

Areas of Growth

Evaluator Comments

Evaluatee Comments

Professional Growth Plan Standards Reviewed

| agree with this formative evaluation.

| do not agree with this formative evaluation.

*Denotes sharing of results, not necessarily agreementwith the formative rating

School Guidance Counselor/Social Worker Signature:

Date:

Administrator Signature:

Date:

Back to TOC
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ANDERSON COUNTYSCHOOLS
FORMATIVE FULL OBSERVATION - School Guidance Counselor/Social Worker

Teacher

EPSB ID#

School

Grade Level/Subject(s)

Observer

Date and Time of Observation

Date of Conference

Evaluator’s Formative Observation Rating:

Domain 3: Delivery of

Domain 2: The Environment Rating: Service Rating:
A: Creating an Environment of D A A: Assessing Student Needs | D A
Respect and Rapport
B: Assisting Students and
fehi Teachers inthe F lati f
B: Establishinga Culturefor cac er.s th the Formu a.lono
. . D A Academic, Personal, Social and I D A
Productive Communication Career Plans Based on
Knowledge of Student Needs
M ing Rout q C: Using Counseling Techniques
- vianaging Routines an D A inIndividualand Classroom I D A
Procedures Programs
D: Establishing Standards of
Conduct and Contributingin the D A D: Brokering Resources to Meet I D A
Culture for Student Behavior Needs
Throughout the School
. . E:D trating Flexibilityand
E: Organizing Physical Space D A Ress;()s?\je;aeslzg exibiity an I D A

Areas of Strength

Areas of Growth

Evaluator Comments

Evaluatee Comments

Professional Growth Plan Standards Reviewed

| agree with this formative evaluation.

| do not agree with this formative evaluation.

*Denotes sharing of results, not necessarily agreement with the formative rating

School Guidance Counselor/Social Worker Signature:

Date:

Administrator Signature:

Date:

Back to TOC
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FORMATIVE MINI-OBSERVATION FORM - Speech Pathologist

ANDERSON COUNTY SCHOOLS

Teacher

EPSB ID#

School

Grade Level/Subject(s)

Observer

Date and Time of Observation

Date of Conference

Evaluator’s Formative Observation Rating:

Domain 2: The Environment Rating: Domain 3: Delivery of Service Rating:
A: EstablishingRapportwith p|AalE]|N/O A: Responding to Referrals and I | D|A| E|N/O
Students Evaluating Student Needs
B: Developing and implementing | Dl Al EIlN/O
B: Organizing Time Effectively D| A| E| N/O | Treatment Plans to maximize /
Student’s Success
C: Establishing and Maintainin I | D|A| E| N/O
& & D| A| E| N/O | c: communicatingwith Families /
Clear Procedures for Referrals
D: Establishing Standards of o|alE]|N/O D: Collecting Information; Writing | | | D| A | E | N/O
Conduct inthe Treatment Center Reports
E: Organizing Physical Spacefor . . - | Dl Al E|N/O
Testing of Students and Providing D|A|E]|N/O E: Demor?stratlng Flexibilityand /
Responsiveness
Therapy

Areas of Strength

Areas of Growth

Evaluator Comments

Evaluatee Comments

Professional Growth Plan Standards Reviewed

| agree with this formative evaluation.

| do not agree with this formative evaluation.

*Denotes sharing of results, not necessarily agreement with the formative rating

Speech Pathologist Signature:

Date:

Administrator Signature:

Date:

Back to TOC
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ANDERSON COUNTY SCHOOLS
FORMATIVE FULLOBSERVATION - Speech Pathologist

Teacher

EPSB ID#

School

Grade Level/Subject(s)

Observer

Date and Time of Observation

Date of Conference

Evaluator’s Formative Observation Rating:

. . . Domain 3: Delivery of .

Domain 2: The Environment Rating: . . Rating:
Service

A: Establishing Rapportwith | D A E A: Establishing Rapportwith | D A
Students Students
B: Organizing Time Effectively I D A E || B: Organizing Time Effectively I D A
C: Establishingand Maintaining I D A E C: Establishingand Maintaining I D A
Clear Procedures for Referrals Clear Procedures for Referrals
D: Establishing Standards of D: Establishing Standards of
Conductinthe Treatment I D A E || Conductinthe Treatment I D A
Center Center
E: Organizing Physical Spacefor E: Organizing Physical Spacefor
Testing of Students and I D A E || Testing of Students and I D A
Providing Therapy Providing Therapy

Areas of Strength

Areas of Growth

Evaluator Comments

Evaluatee Comments

Professional Growth Plan Standards Reviewed

| agree with this formative evaluation.

| do not agree with this formativeevaluation.

*Denotes sharing of results, not necessarily agreement with the formative rating

Speech Pathologist Signature: Date:
Administrator Signature: Date:
Back to TOC RevisedJuly 2015
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ANDERSON COUNTY SCHOOLS
PEER OBSERVATION

Teacher

EPSB ID#

School

Grade Level/Subject(s)

Peer Observer

Date of Pre-Observation
Conference

Date of Observation

Date of Post-Conference

Teacher Signature: Date:

Peer Observer Signature: Date:

Afterthe conference is completed, a copy of this form must be provided to the teacheror other professional,
principal/supervisorand peerobserver.

Back to TOC RevisedJuly 2015
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ANDERSON COUNTY SCHOOLS
SUMMATIVEEVALUATION -Teacher

Circle One

EXEMPLARY

ACCOMPLISHED

DEVELOPING

INEFFECTIVE

CRITERIA FOR DETERMINING A TEACHER’S OVERALL
PERFORMANCE CATEGORY
PROFESSIONAL STUDENT GROWTH OVERALL
PRACTICE RATING PERFORMANCE

RATING CATEGORY

Low ACCOMPLISHED
ACCOMPLISHED

Developing ACCOMPLISHED
Ineffective DEVELOPING

Circle One

EXEMPLARY

ACCOMPLISHED

DEVELOPING

INEFFECTIVE

CRITERIA FOR DETERMINING A TEACHER’S OVERALL
PROFESSIONAL PRACTICE RATING

Domains 2 OR 3 are rated Professional Practice Rating
INEFFECTIVE shall be DEVELOPING OR
INEFFECTIVE

Professional Practice Rating
shall be ACCOMPLISHED

Two Domainsarerated
DEVELOPING and two
Domains are rated
ACCOMPLISHED

Circle one for eachdomain

| D A E
| D A E
| D A E
| D A E Two Domainsarerated Professional Practice Rating
ACCOMPLISHED and two shall be EXEMPLARY
Domains are rate
EXPEMPLARY
Circle one COMBINED STUDENT GROWTH RATING
Local Student State Student Overall Student
HIGH Growth Goal Growth Goal Growth Goal
Rating Rating Rating
EXPECTED
Expected High High
LOW Expected Expected

79
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Summative Student Growth Goal Rating Circle one
High 2.50-3.0
Instructions: Based on Local Student Growth HIGH Expected 1.50-2.49
Target Rating for up tothree years of data, Low 1.0-1.49
assign numerical point values and weightyears EXPECTED
using tables. Calculateand usetablesto
determine Summative Cycle Overall Student LOW
Growth Rating Expected 2
Low 1
Growth Rating | Point Value Weight Total
Prior Year Current Year 50%
Prior Year Prior Year 25%
Summative Cycle OverallLocal Student Growth Rating Prior Year 25%
Current Year 50%
Prior Year 50%
Student Growth—Local Contribution Circle one
HIGH Low Expected High
Instructions: Based on Local Student Growth < 74% of students | All students make | All students make
use table todetermine growth targetrating. EXPECTED meet growth measureable measureable
target growth with growth with
LOW 75% -89% of > 90% of students
students meeting [ meeting growth
growth target target
Student Growth State Contribution Circle one
HIGH High Above 65%
Instructions: Based on State Student Growth EXPECTED Expected 30-65%
Percentile, use table to determine rating. LOW Low Less than30%

NOT APPLICABLE

] Professional Growth Plan reviewed.
Ol agree with this evaluation.

Ol disagree with this evaluation.

Teacher Signature:

Date:

Administrator Signature:

Date:

] Recommended for re-employment

Back to TOC

L] Not recommended for re-employment
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ANDERSON COUNTY SCHOOLS
SUMMATIVEEVALUATION - Other Professionals

Employee’s Name

School
School Year
Supervisor
Date
Overall Performance Category Circle One CRITERIA FOR DETERMINING A TEACHER’S OVERALL
PERFORMANCE CATEGORY
EXEMPLARY PROFESSIONAL STUDENT GROWTH OVERALL
PRACTICE RATING RATING PERFORMANCE
CATEGORY
ACCOMPLISHED Exemplary High OR Expected EXEMPLARY
Low ACCOMPLISHED
Accomplished High EXEMPLARY
DEVELOPING Expected ACCOMPLISHED
Low DEVELOPING
Developing High ACCOMPLISHED
INEFFECTIVE Expected or Low DEVELOPING
Ineffective High DEVELOPING
Expected or Low INEFFECTIVE
Overall Professional Practice Rating Circle One CRITERIA FOR DETERMINING A TEACHER’S OVERALL
PROFESSIONAL PRACTICE RATING
EXEMPLARY IF... THEN...
Domains 2 AND 3 arerated Professional Practice Rating shall
ACCOMPLISHED INEFFECTIVE be INEFFECTIVE
Domains 2 OR 3 are rated Professional Practice Rating shall
DEVELOPING INEFFECTIVE be DEVELOPING OR INEFFECTIVE
Domains 1 OR 4 are rated Professional Practice Rating shall
INEFFECTIVE INEFFECTIVE NOT be EXEMPLARY
Two Domainsarerated
. Professional Practice Rating shall
. . DEVELOPING and two Domains
Circle one for eachdomain are rated ACCOMPLISHED be ACCOMPLISHED
Domain 1: Planningand Preparation | D A E Two Domains are rated S
Domain 2: The Environment I D A E DEVLOPING and two Domains o es;;o:zcor:/lplerSHeésngs .
Domain 3: Delivery of Service I D A E are rated EXEMPLARY
Domain 4: Professional Responsibilities | D A E Two Domains are rated . . .
Professional Practice Rating shall
ACCOMPLISHED and two be EXEMPLARY
Domains are rate EXPEMPLARY
Summative Student Growth Goal Rating Circle one ative e Overall Loca de 0 a
High 2.50-3.0
Instructions: Based on Local Student Growth HIGH Expected 1.50-2.49
Target Rating for up tothree years of data, Low 1.0-1.49
assign numerical point values and weightyears EXPECTED
using tables. Calculateand usetablesto de 0 Rating arical Po
determineS.ummative Cycle Overall Student LOW High 3
Growth Rating Expected 2
Low 1
Growth Rating | Point Value Weight Total
Current Year Three Years of Data | Weight
Prior Year Current Year 50%
Prior Year Prior Year 25%
Summative Cycle Overall Local Student Growth Rating Prior Year 25%
Two Years of Data | Weight
Current Year 50%
Prior Year 50%
Back to TOC RevisedJuly 2015

81



Student Growth —Local Contribution | Circle one GROWTH TARGET RATING
Low Expected High
Instructions: Based on Local Student HIGH <74% of All students All students make
Growth usetabletodetermine growth students meet make measureable growth
target rating. EXPECTED growth target measureable with 290% of students
growth with meeting growth target
LOW 75% -89% of
students
meeting growth
target

] Professional Growth Plan reviewed.
Ol agree with this evaluation.
L disagree with this evaluation.
Other Professional Signature: Date:
Administrator Signature: Date:

L] Recommended for re-employment L] Not recommended for re-employment




PRINCIPALS AND ASSISTANT PRINCIPALS
FORMS



ANDERSON COUNTY SCHOOLS
REFLECTIVE PRACTICE,STUDENT GROWTH, AND PROFESSIONAL GROWTH PLAN
Principals and AssistantPrincipals

Principal

EPSB ID#

School

Level

Part A: Reflection on the Standards in the Kentucky Principal Professional Growth and Effectiveness System
Reflect on the effectiveness and adequacy of your practice in each of the performance standards. Provide a rating

(I = Ineffective;, D = Developing; A = Accomplished; E=Exemplary) on each performance standard and list your
strengths and areas for growth. A complete listing of performance standards and indicators can be found at the end
of this form.

Standard Self-Assessment Strengths and areas for growth

1. Instructional Leadership

The principal fosters the success of all students by
facilitating the development, communication,
implementation, and evaluation of a shared vision
of teaching and learning that leads to student
academic growth and school improvement.

2. School Climate

The principal fosters the success of all students by
developing, advocating, and sustaining an D A E
academically rigorous, positive, and safe school
climate for all stakeholders.

3. Human Resource Management

The principal fosters effective human resources
management by assisting with selection and
induction, and by supporting, evaluating, and
retaining quality instructional and support
personnel.

4. Organizational Management

The principal fosters the success of all students by
supporting, managing, and overseeing the D A E
school’s organization, operation, and use of
resources.

5. Communication and Community Relationship
The principal fosters the success of all students by
communicating and collaborating effectively with
stakeholders.

6. Professionalism

The principal fosters the success of all students by
demonstrating professional standards and ethics, D A E
engaging in continuous professional learning, and
contributing to the profession.

Examine additional relevant data sources to make aninformed decision on growth needs. Selectan area of growth from the
above self-reflectionto focus your professional growth goals.




Part B-1: State Student Growth

State Student Growth Goal Statement
(Based on one of the State goals within your CSIP.)

Process or Rubric for Determining High, Expected
or Low Growth.

Principal’s Student Growth Plan
This plan will outline what the principal will do to impact the student growth goal.
(Should be different than the school CSIP plan strategies/actions

Strategies/Actions
What strategies/actions will | need to do in order to
assistmyschool inreachingthe goal?
How will l accomplish my goal?

Resources/Support
What resources will | need to complete
my plan?
What supportwill | need?

Targeted Completion Date
When will | complete each
identified strategy/ action?

Part B-2: Local Student Growth

Local Student Growth Goal Statement
(Based on School Need

Process or Rubric for Determining High, Expected
or Low Growth

Principal’s Student Growth Plan
This plan will outline what the principal will do to impact the student growth goal.
(Should be different than the school CSIP plan strategies/actions

Strategies/Actions
What strategies/actions will | need to do inorder to
assistmyschool inreachingthe goal?
How will  accomplish my goal?

Resources/Support
What resources will | need to complete
my plan?
What supportwill | need?

Targeted Completion Date
When will | complete each
identified strategy/ action?

Part C: Principal’s TELL Kentucky Working Conditions Goal

Target Question(s) from TELL Kentucky Results:

Followinga review of TELL Kentucky results,the principal,in collaboration with the superintendent, will identify questions that
signify areas of growth that the principal canaddressthatwill impactschool cultureand ultimately student success.

Target Performance Standard:

The principalwill connect the Target Questions to the appropriate Performance Standard, which becomes the Target

Performance Standard for the WC Growth Goal.




Working Conditions Growth Goal Statement:
The WC Growth Goal statement should be specific tothe principaland shouldidentify the specific growth that the principalplans
to accomplishinthe2-year cycle of TELL Kentucky.

Working Conditions Growth Goal Rubric:
The rubricis established when setting the WC Growth Goal in collaboration with the Superintendent. An “Accomplished” result is
the expected outcome from the goal.To achieve “Exemplary” the goal must be exceeded.

Ineffective Developing Accomplished Exemplary

Lessthan 50% agreement 50%-64% agreement 65%-79% agreement 80% and above

Working Conditions Goal Action Plan

Working Conditions
Targeted
What do | want to . . .
change about m Strategies/Actions Completion
8 . Y What will I need to do inorder to impact the Resources/Support Date
leadership orrolethat . . .
. - . target standard and target question(s)? What resources will I need to When will |
will effectively impact .
. L . How will l apply what!| have learned? complete my plan? complete each
working conditionsin . . . . .
; How will  accomplish my goal? What supportwill | need? identified
my school and their
. strategy/
impacton student .
i action?
learning?
Part D: Professional Growth & Effectiveness Data Reflection
What do | need to learnto meet my Student Growth Goal?
What do | need to learnto meet my Working Conditions Goal?
Other Information on which to Reflect
Survey Results [ VAL-ED 360 L] Other:
Number of Completed Surveys Percentage of Completed Surveys

N f Distri
umber of Surveys Distributed Returned Returned

Questions to Consider:

What did teachers/staff perceive as major strengths?
What did teachers/staff perceive as major weaknesses?
Listfactors that might have influenced the results.

OtherData [ Student Achievement Data [ Non-Academic Data [ Supervisor Feedback
L] Other

Data Selected Results

Questions to Consider:
How does the additional data informyour decision aboutyour learning needs?

Part E: Connecting Priority Growth Needs to Professional Growth Planning
1) Initial Reflection: Based on the areas of growth identified in Self-Reflection and Parts B, C, and/or D complete this section at
the beginning of the school year.
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Professional Growth Goal:
e What do | want to change about my practices
that will effectively impact student learning?
e How can I develop a plan of action to address
my professional learning?
o  How will | know if | accomplished my
objective?

Connection to Standards

The Principal should connectthe PGP Goal to the appropriate performancestandardandlistthatstandard below.

Action Plan
Professional Learnin
B Targeted
What do | want to . . .
Strategies/Actions Completion
change about my . .
leadershio or rolethat What will I need to do inorder to learn my Resources/Support Date
. p . identified skill or content? What resources will | need to When will |
will effectivelyimpact .
. How will I apply whatl have learned? complete my plan? complete each
student learning? . . . . .
. How will I accomplish my goal? What supportwill | need? identified
Whatis my personal
. strategy/
learning necessary to .
action?
make that change?
Administrator’s Signature: Date:
Superintendent’s Signature: Date:

2) On-going Reflection: Complete this section at mid-year to identify progress toward each Student Growth/Working
Conditions/Professional Growth Goal

Principal Growth Goals-Review

(Describegoal progress and other relevant
data.)
Mid-year review conducted on _ Initials
Principal’s Superintendent
Date Status of Growth Goal(s) — SGG, WC, Revisions/Modifications of Strategies or Action Plans
PGP
Administrator’s Signature: Date:
Superintendent’s Signature: Date:
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3) Summative Reflection: Complete this section at the end of the year to describe the level of attainment for each Professional
Growth Goal

Date: End of Year Student Growth Reflection:

End-of-Year Data Results
(Accomplishments at the end of year.)

[ Data attached

Date: End of Year TELL KY Working Conditions Growth Reflection:
Date: End of Year Professional Growth Reflection:
Next Steps:
Administrator’s Signature: Date:
Superintendent’s Signature: Date:
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Safe, Pre/mre/, %J‘/)omiéfe

PRINCIPAL SITE VISIT ‘—(YEAR)

Kentucky
This form may be sed by the evaluator in conductingthe Principal Site Visitand Principal
ervien Growth and
Effectiveness
System
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Performance Standard 1. Instructional Leadership
The principal fosters the success of all students by facilitating the development, communication, implementation, and evaluation of a

shared vision of teaching and learning that leads to student academic growth and school improvement.

Sample Performance Indicators: Examples may include, but are not limited to:

The principal:

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

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

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

1.4 Demonstrates knowledge of research-basedinstructional best practices

1.5 Works collaboratively with staff to identify student needs and todesign, revise, and monitor instruction to ensure effective delivery of the

requiredcurriculum.

1.6 Supports teachers toaccess resources (e.g., time, fiscal, human) for the successfulim plementation of effective instructional strategies.

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

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

1.9 Providestheinstructional focus and creates the culture for continuous learing of all members of the school community.

professionallearning (i.e., peer observation, mentoring, coaching, study groups, learmning teams).

1.10
growth.
1.11
implementation.
1.12
1.13

Suggested Guiding Questions/Prompts:
00 Please describe any innovative and effective leadership strategies that you have used this year.

Oooooao

What opportunities have you created this year for collaboration among teachers?
How have you strived this yearto improve the teachers’ effective instructional practices associated with different subject areas?
How do you make sure curriculum standards are taught by the teachers and mastered by the students?
How do you monitorteachers’performance and provide constructive feedback tothem?

What types of teacher learning and development activities or programs have you participated in this year? What have you learned?
How do you involve the expertise of teacher leaders?

Supports professional leaming and instructional practices thatincorporate the use of multiple sources of dataand resultin increased student
Participates, as appropriate, in professionallearning alongside teachers when instructional strategies are being taughtfor future
Demonstrates the importance of professional growth by providing adequate time and resources for teachers and staff to participate in

Evaluates the impact professionallearning has on the staff/schoolimprovement and student academic progress.

Ineffective

Developing

Accomplished
isthe expected level of performance

Exemplary
In additionto meeting the
requirements for Accomplished

The principal rarely fosters the
success ofall students by
facilitatingthe development,
communication,
implementation, or evaluation
of a shared vision of teaching
and learning that leads to
studentacademicgrowthand
school improvement.

The principal inconsistently
fosters the success of all
students byfacilitating the
development, communication,
implementation orevaluation
of a shared vision of teaching
and learning that leads to
studentacademicgrowthand
school improvement.

The principal fosters the
success of all students by
facilitating the development,
communication,
implementation, and
evaluation of a shared vision
of teaching and learning that
leads to student academic
growth and school
improvement.

The principal activelyand
consistently employs i nnovative
and effective leadership
strategies that maximize
studentacademicgrowthand
resultin a sharedvision of
teaching andlearningthat
reflects excellence.

Principal’s Response(s):

Evidence requested by the evaluator or provided by the principal: Indicate contributor with an (E) or (P).

Evaluator’s Feedback:
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Performance Standard 2: School Climate
The principal fosters the success of all students by developing, advocating, and sustaining an academically rigorous, positive,
and safe school climate for all stakeholders.

Sample Performance Indicators : Examples may include, but are not limited to:
The principal:
2.1 Incorporates knowledge of the social, cultural, leadership, and political dynamics of the school community to cultivate a positive academic
learning environment.
2.2 Consistently models and collaboratively promotes high expectations, mutual respect, concem, and empathyfor students, staff, parents, and
community.
2.3 Uses shareddecision-making and collaboration to build relationships with all stake holders and maintain positive school morale.
2.4  Promotesa culture of collaboration, trust and shared leadership.
2.5 Supports the staff through continuous improvement efforts.
2.6  Addressesbarriersto teacher and staff performance and provides positive working conditions to encourage retention of highly effective
personnel.
2.7 Incollaborationwith the school council, as appropriate, ensures a school safety planis developedandimplemented i nalignment with district
policy.
2.8 Involvesstudents, staff, parents, and the community to create and sustain a positive, safe, and healthy learning environment whichreflects
state, district, andlocal school policies, and procedures.
2.9 Incollaborationwith the school council, leads the developmentand/orimplements best practices inschool -wide behavior management that
are effective within the school community and communicates behavior management expectations to students, teachers, and parents.
2.10 Isvisible,approachable, and dedicates time tolistento the concerns of students, teachers, and other stakeholders.
2.11 Maintainsa positive, inviting school environmentthatcelebrates, promotes and assists in the development of the whole child /student, and

values every child/studentas animportant member of the school community.

Suggested Guiding Questions/Prompts:

[J  Please give some examples of where you have sought out new opportunities or improved existing programs to create an environment where
students and stakeholders thrive.
[J Please give some examples of the strategies you usedto create and sustain a positive and safe learning environmentin yourschool.
[J  What arethe strategies you use to nurture and sustain a climate of trustin your school?
L1 Please provide a few examples of howyou model care for children or model other desired characteristics for teachers and staff.
[J  What aretheinternal and external factors thatyou perceive are affecting yourschool?
[J  How haveyou strived this year to make the school environment more academically rigorous?
Ineffective Developing Accomplished Exemplary
isthe expected level of performance In additionto meeting the
requirements for Accomplished
The principal rarely promotes The principal inconsistently The principal fosters the The principal seeks out new
the success ofall students by promotes the success ofall success of all students by opportunitiesor substantially
developing, advocating, or students by developing, developing, advocating, or improves existing programs to
sustaininganacademically advocating, orsustaining an sustaining an academically create an environment where
rigorous, positive, or safe school | academicallyrigorous, positive, | rigorous, positive, or safe students and stakeholders
climate forall stakeholders. orsafeschool climate forall school climate for all thrive and therigor of academic
stakeholders. stakeholders. expectations has significantly
increased as evident through
results.

Principal’s Response(s):

Evidence requested by the evaluator or provided by the principal: Indicate contributor with an (E) or (P).

Evaluator’s Feedback:

Back to TOC RevisedJuly 2015

91




Performance Standard 3: Human Resources Management
The principal fosters effective human resources management by assisting with selection and induction, and by supporting,
evaluating, and retaining quality instructional and support personnel.

Sample Performance Indicators : Examples may include, but are not limited to:

The principal:
3.1
3.2

requirements.
33
3.4
3.5
3.6

Actively participatesinaneffective and efficient selection process in consultation with the school council.
Assigns highly-effective staff in a fair and equitable mannerbased onstudentand school needs, assessment data, andlocal and state

and evaluates performance of personnel using multiple data sources.

3.7

Supports formal building-level employee induction processes andinformal procedures to support and assist all new personnel.
Providesa mentoring process for all new andtargeted instructional personnel.

Manages the supervisionand evaluation of staff in accordance with local and state requirements.
Properly implements the teacher and staff effectiveness systems, supports the important role evaluation plays i nteacher and staff leaming,

Documents evidence of teacher effectiveness, provides timely, on-going formal and informal feedbackon strengths and areas of growth, and

provides support,access toresources,and professional learning opportunities for teachers andstaff to improve job effectiveness.

3.8

and procedures and with studentacademic growth as a significantconsideration.

3.9
3.10

Recognizes and supports highly effective teachers and staff and cultivates their leadership potential.
Maximizes human resources by building on the strengths of teachers and staff members through the collaborative developmentand

implementation of the professional growth planthat aligns withthe school and/or district plan.

Suggested Guiding Questions/Prompts:

0 Please give examples of ways you have helped your teachers and staff to become more effective this year.

Please give examples of professional learning implemented and/or continued this school year toimprove teacher performance.
In what ways do you supportthe achievements of high-performing teachers?

How do you ensure newteachers and staff receive the support they need during their first year?
How do you foster an atmosphere of professional learning among staff?

What are the most difficult human resources management decisions you have made this year? What aspects went well and what aspects were

Oooooao

challenging?

Makes appropriate recommendations relative to personnel transfer, retention, promotion, and dismissal consistent with establi shed policies

Ineffective

Developing

Accomplished
isthe expected level of performance

Exemplary
In additionto meeting the
requirements for Accomplished

The principal inadequately
assists with selectionand
induction, orinadequately
supports, evaluates, andretains
qualityinstructionaland
support personnel.

The principal inconsistently
assists with selectionand
induction, orinadequately
supports, evaluates, andretains
qualityinstructionaland
supportpersonnel.

The principal fosters effective
human resources management
by assisting with selection and
induction, and by supporting,
evaluating, and retaining
quality instructional and
support personnel.

The principal consistently
demonstrates expertise in
human resources management,
which resultsina highly-
effective workforce (e.g. high
teacherandstaff efficacy,
increased student |earning,
teacherleaders.)

Principal’s Response(s):

Evidence requested by the evaluator or provided by the principal: Indicate contributor with an (E) or (P).

Evaluator’s Feedback:
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Performance Standard 4: Organizational Management
The principal fosters the success of all students by supporting, managing, and overseeing the school’s organization, operation,
and use of resources.

Sample Performance Indicators: Examples may include, but are not limited to:
The principal:
4.1 Demonstrates and communicates a working knowledge and understanding of Kentuckyschool laws andregulations, and school/district policies
and procedures.
4.2 Establishes, in collaboration with the school council, and enforces policies and procedures toensure a safe, secure, efficie nt,and orderly facility
and grounds.
4.3 Monitors and provides efficient supervision for all physical plant and related activities through anappropriate process.
4.4 ldentifies potential organizational, operational, or resource-related problems and addresses them ina timely, consistent, and effective manner.
4.5 Reviewsfiscal recordsregularly toensure accountability for all funds.
4.6 In collaborationwith the school council, plans and prepares a fiscally responsible budget tosupport the school’s missionand both long-and
short-termgoals through effective resource allocation.
4.7 Follows state and local policies with regard to finances, schoolaccountability, and reporting.
4.8 Implements strategies for the inclusion of staff and stakeholders in various planning processes, shares in management decisions, and delegates
duties asapplicable, resulting in an effective and efficient workplace.

Suggested Guiding Questions/Prompts:

[J  Please explainthe ways in which you have demonstrated proactive decision-making this year.
[J  Please provide anexample of howyou have been able to maximize your available resources.
[J  How do you establish routines and procedures for the smooth running of the school that staff members understand and follow?
[0  What information is usedto inform the decisions related to organizational management?
[J  Instructional time is one of the most essential resources for student success inlearning. What are you doing to protectinstructional time?
]  What are the strengths, weaknesses, opportunities, and challenges you have perceived in your school’s organizational management ?
Ineffective Developing Accomplished Exemplary
isthe expected level of performance In additionto meeting the
requirements for Accomplished
The principal inadequately The principal inconsistently The principal fosters the The principal excelsat
supports, manages, or oversees | supports, manages, oroversees | success of all students by organizationalmanagement,
the school’s organization, the school’s organization, supporting, managing, and demonstrating proactive
operation, oruse of resources. operation, oruse of resources. overseeing the school’s decisionOmaking, coordinating
organization, operation, or use efficient operations, and
of resources. maximizing available resources.

Principal’s Response(s):

Evidence requested by the evaluator or provided by the principal: Indicate contributor with an (E) or (P).

Evaluator’s Feedback:
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Performance Standard 5: Communication and Community Relations
The principal fosters the success of all students by communicating and collaborating effectively with stakeholders.

Sample Performance Indicators: Examples may include, but are not limited to:
The principal:

5.1
5.2
5.3
5.4
5.5
5.6
5.7
5.8
5.9
5.10

Plans for and solicits staff, parent, and stakeholderinput to promote effective decision-making and communication when appropriate.
Communicates the mission and shared vision, long-and short-term goals, and the school improvement planto all stakeholders.

Disseminates information to staff, parents, and other stakeholders in a timely mannerthrough multiple channels andsources.

Involves students, parents, staff and other stakeholdersin a collaborative effort to establish positive relationships.

Maintains visibility and accessibility tostudents, parents, staff, and other stakeholders.

Speaks and writesinan explicit and professional manner to students, parents, staff, and otherstakeholders.

Provides a variety of opportunities for parent and family involvementin school activities.

Collaborates and networks with colleagues and stakeholders to effectively utilize the resources and expertise available in th e local community.
Advocates for students and acts to influence local, district, and state decisions affecting student learning.

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

Suggested Guiding Questions/Prompts:

0 Please describe how you promote the success of all students through communication.
m] How do you engage inopen dialogue with multiple stakeholders from the larger school community?
O How do you involve parents and families in student leaming?
0 How do you disseminate needed information (such as student academic progress) to students, staff, parents, and the greater learning
community?
O Please give an example of how you network with individuals and groups outside the school (e.g., business and government organizations) to build
partnerships for pursuing shared goals.
Ineffective Developing Accomplished Exemplary
isthe expected level of performance In additionto meeting the
requirements for Accomplished
The principal demonstrates The principal demonstrates The principal fosters the The principal seeks and
inadequate and/ordetrimental | inconsistently and/or success of all students by effectively engagesstakeholders
communicationor collaboration | infrequently collaborateswith communicating and inorderto promote the success
with stakeholders. stakeholders. collaborating effectively with of all students through
stakeholders. productive and frequent
communication.

Principal’s Response(s):

Evidence requested by the evaluator or provided by the principal: Indicate contributor with an (E) or (P).

Evaluator’s Feedback:
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Performance Standard 6: Professionalism
The principal fosters the success of all students by demonstrating professional standards and ethics, engaging in continuous
professional learning, and contributing to the profession.

Sample Performance Indicators: Examples may include, but are not limited to:

The principal:

6.1 Createsaculture of respect, understanding, sensitivity, and appreciation for students, staff, and other stakeholders,and models these

attributes ona daily basis.

6.2  Works within professional and ethical guidelines toimprove student learning and to meet school, district, and state requirem ents.
6.3  Maintains a professional appearance and demeanor.
6.4  Models professional behaviorand cultural competencyto students, staff, and otherstakeholders.

6.5 Maintains confidentiality.

6.6 Maintainsa positive, optimistic, and straight-forward attitude.
6.7  Providesleadership inthe exchange ofideas and information with staffand other professionals.
6.8  Works in a collegial and collaborative mannerwith otheradministrators, school personnel, and other stakeholders tocommunicate, promote,

and support the shared vision, mission, and goals of the school district.
6.9  Assumesresponsibility for personal professional growth through accurate self-reflection on professional practice, and engagesin continuous

learning.
6.10

Contributes and supports the development of the profession through service asaninstructor, mentor, coach, presenter, and/orresearcher.

6.11 Remainscurrentwithresearch related to educationalissues, trends, and practices and maintains a high level of technical an d professional

knowledge.

Suggested Guiding Questions/Prompts:
00 Please give an example of a way in which you have demonstrated your professionalism in activities outside the school district.

Oooooao

How do you communicate professional beliefs and values to all stakeholders?
Give an example of a skill that you learned during professional interactions with colleagues that you have used successfullyin yourschool.
What professionallearning have you sought out this year?
In what ways have you observed a change inyourrole as a school leader and yourleadership style?
In what ways do you take an active role in professional organizations?

Ineffective

Developing

Accomplished
isthe expected level of performance

Exemplary
In additionto meeting the
requirements for Accomplished

The principal shows disregard
for professional standards and
ethics, engaging in continuous
professional learningor

contributing to the profession.

The principal is inconsistentin
demonstrating professional
standards, engagingin
continuous professional
learning orin contributingto
the profession.

The principal fosters the
success of students by
demonstrating professional
standards, and ethics, engaging
in continuous professional
learning and contributing to
the profession.

The principal demonstrates
professionalism beyond the
school district through
published works, formal
presentation(s), involvementin
state and national committees
and/orleadership opportunities
and/orformal recognition(s) or
award(s).

Principal’s Response(s):

Evidence requested by the evaluator or provided by the principal: Indicate contributor with an (E) or (P).

Evaluator’s Feedback:

Principal’s Name:

Principal’s Signature:

Date:

Superintendent’s Name:

Superintendent’s Signature:

Date:
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Safe, Prepared, Responsible

ASSISTANT PRINCIPAL | ——(YEAR)
OBSERVATION

Kentucky
This form may be used by the evaluator in conductingthe AssistantPrincipal P r|nC|pa|
Observation.
Growth and
Effectiveness
System
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Performance Standard 1. Instructional Leadership
The principal fosters the success of all students by facilitating the development, communication, implementation, and
evaluation of a shared vision of teaching and learning that leads to student academic growth and school improvement.

Sample Performance Indicators: Examples may include, but are not limited to:
The principal:

1.1 Leadsthecollaborative developmentand sustainment of a shared vision for educational improvement and works with staff,
students, parents, school councils and other stakeholders to develop a missionand programs consistent with the s chool and
districtimprovement plan.

1.2 Collaboratively plans, implements, supports, monitors, and evaluates instructional programs that enhance teachingand
studentacademic progress, and lead to continuous school i mprove ment.

1.3 Analyzes currentacademic achievement data andinstructional strategiesto make appropriate educational decisions to i mprove
classroominstruction, increase student achievement, and improve overall school effectiveness.

1.4 Demonstrates knowledge of research-basedinstructionalbest practices

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

1.6 Supportsteachers to accessresources (e.g., time, fiscal, human) for the successful implementation of effe ctive instructional
strategies.

1.7 Monitorsandevaluatesthe use of assessment of and forlearning (e.g., diagnostic, formative, summative assessments) to
inform instructional practicesandto provide timelyandaccurate feedback to students and parents.*

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

1.9 Providestheinstructional focus and creates the culture for continuous learning of all members ofthe school comm unity.

1.10 Supports professional learning and instructional practices thatincorporate the use of multiple sources ofdata andresultin
increased student growth.

1.11 Participates, as appropriate, in professionallearning alongside teachers when instructional strategies are beingtaught for
future implementation.

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

1.13 Evaluatesthe impact professional earning has onthe staff/school improvement and student academic progress.

Suggested Guiding Questions/Prompts:

]

Ooo00ooao

O

Please describe any innovative and effective leadership strategies that you have used this year.

What opportunities have you created this year for collaboration among teachers?

How have you strived this year to improve the teachers’ effective instructional practices associated with different subject areas?
How do you make sure curriculum standards are taught by the teachers and mastered by the students?

How do you monitor teachers’ performance and provide constructive feedback to them?

What types of teacher learning and development activities or programs have you participated in this year? What have you
learned?

How do you involve the expertise of teacher leaders?

Assistant Principal’s Response(s):

Evidence requested by the evaluator or provided by the principal: Indicate contributor with an (E) or (P).

Evaluator’s Feedback:
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Performance Standard 2: School Climate
The principal fosters the success of all students by developing, advocating, and sustaining an academically rigorous,
positive, and safe school climate for all stakeholders.

Sample Performance Indicators: Examples may include, but are not limited to:
The principal:

2.1
2.2
2.3
2.4
2.5
2.6
2.7
2.8
2.9

2.10
2.11

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

Consistently models and collaboratively promotes high expectations, mutual respect, concem, and empathyfor students, staff, parents, and
community.

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

Promotesa culture of collaboration, trust and shared leadership.

Supports the staff through continuous improvement efforts.

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

In collaborationwith the school council, as appropriate, ensures a school safety planis developed andimplemented inalignm ent with district
policy.

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

In collaborationwith the school council, leads the developmentand/orimplements best practices inschool-wide behavior management that
are effective within the school community and communicates behavior management expectations to students, teachers, and parents.

Is visible, approachable, and dedicates time tolistento the concerns of students, teachers, and other stakeholders.

Maintains a positive, inviting school environmentthat celebrates, promotes and assists in the development of the whole child /student, and
values every child/studentas animportant member of the school community.

Suggested Guiding Questions/Prompts:

O

Ooooogao

Please give some examples of where you have sought out new opportunities or improved existing programs to create an environment where
students and stakeholders thrive.

Please give some examples of the strategies you used to create and sustain a positive and safe learning environmentin yourschool.

What are the strategies you use to nurture and sustain a climate of trustin your school?

Please provide a few examples of howyou model care for children or model other desired characteristics for teachers and staff.

What are the internal and external factors that you perceive are affecting your school?

How have you strived this yearto make the school environment more academically rigorous?

Assistant Principal’s Response(s):

Evidence requested by the evaluator or provided by the principal: Indicate contributor with an (E) or (P).

Evaluator’s Feedback:
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Performance Standard 3: Human Resources Management
The principal fosters effective human resources management by assisting with selection and induction, and by
supporting, evaluating, and retaining quality instructional and support personnel.

Sample Performance Indicators: Examples may include, but are not limited to:
The principal:

3.1
3.2

3.3
3.4
3.5
3.6
3.7
3.8

3.9
3.10

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

Assigns highly-effective staff in a fair and equitable mannerbased onstudentand school needs, assessment data,andlocal and state
requirements.

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

Providesa mentoring process for all new andtargeted instructional personnel.

Manages the supervisionand evaluation of staff in accordance withlocal and state requirements.

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

Documents evidence of teacher effectiveness, provides timely, on-going formal andinformal feedbackon strengths and areas of growth, and
provides support,access toresources,and professional learning opportunities for teachers andstaff to improve job effectiveness.

Makes appropriate recommendations relative to personnel transfer, retention, promotion, and dismissal consistent with establi shed policies
and procedures and with studentacademic growth as a significantconsideration.

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

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

Suggested Guiding Questions/Prompts:

O

Oooooao

Please give examples of ways you have helped your teachers and staff to become more effective this year.

Please give examples of professional learning implemented and/or continued this school year toimprove teacher performance.

In what ways do you supportthe achievements of high-performing teachers?

How do you ensure newteachers and staff receive the support they need during their first year?

How do you foster an atmosphere of professional learning among staff?

What are the most difficult human resources management decisions you have made this year? What aspects went well and what aspects were
challenging?

Assistant Principal’s Response(s):

Evidence requested by the evaluator or provided by the principal: Indicate contributor with an (E) or (P).

Evaluator’s Feedback:
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Performance Standard 4: Organizational Management
The principal fosters the success of all students by supporting, managing, and overseeing the school’s organization,
operation, and use of resources.

Sample Performance Indicators: Examples may include, but are not limited to:
The principal:

4.1

4.2

4.3
4.4
4.5
4.6

4.7
4.8

Demonstrates and communicates a working knowledge and understanding of Kentuckyschool laws and regulations, and school/district policies
and procedures.

Establishes, in collaboration with the school council, and enforces policies and procedures toensure a safe, secure, efficie nt,and orderly facility
and grounds.

Monitors and provides efficient supervisionfor all physical plant and related activities through anappropriate process.

Identifies potential organizational, operational, or resource-related problems and addresses them ina timely, consistent, and effective manner.
Reviews fiscal records regularly to ensure accountability for all funds.

In collaborationwith the school council, plans and prepares a fiscally responsible budget tosupport the school’s missionand both long-and
short-termgoals through effective resource allocation.

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

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

Suggested Guiding Questions/Prompts:

O

Ooooogao

Please explainthe ways in which you have demonstrated proactive decision-making this year.

Please provide anexample of howyou have been able to maximize your available resources.

How do you establish routines and procedures for the smooth running of the school that staff members understand and follow?

What information is used to inform the decisions related to organizational management?

Instructional time is one of the most essential resources for student success inlearning. What are you doing to protectinstructional time?
What are the strengths, weaknesses, opportunities, and challenges you have perceived in your school’s organizational management ?

Assistant Principal’s Response(s):

Evidence requested by the evaluator or provided by the principal: Indicate contributor with an (E) or (P).

Evaluator’s Feedback:
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Performance Standard 5: Communication and Community Relations
The principal fosters the success of all students by communicating and collaborating effectively with stakeholders.

Sample Performance Indicators: Examples may include, but are not limited to:
The principal:

5.1
5.2
5.3
5.4
5.5
5.6
5.7
5.8
5.9
5.10

Plans for and solicits staff, parent, and stakeholderinput to promote effective decision-making and communication whenappropriate.
Communicates the mission and shared vision, long-and short-term goals, and the school improvementplanto all stakeholders.

Disseminates information to staff, parents, and other stakeholders in a timely mannerthrough multiple channels andsources.

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

Maintains visibility and accessibility tostudents, parents, staff, and other stakeholders.

Speaks and writesinan explicit and professional manner to students, parents, staff, and otherstakeholders.

Provides a variety of opportunities for parent and family involvementin school activities.

Collaborates and networks with colleagues and stakeholders to effectively utilize the resources and expertise available in th e local community.
Advocates for students and acts to influence local, district, and state decisions affecting student learning.

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

Suggested Guiding Questions/Prompts:

O

Oooo

O

Please describe how you promote the success of all students through communication.

How do you engage inopendialogue with multiple stakeholders from the larger school community?

How do you involve parents and families in student learmning?

How do you disseminate needed information (such as student academic progress) to students, staff, parents, and the greater learning
community?

Please give an example of how you network with individuals and groups outside the school (e.g., business and government organizations) to build
partnerships for pursuing shared goals.

Assistant Principal’s Response(s):

Evidence requested by the evaluator or provided by the principal: Indicate contributor with an (E) or (P).

Evaluator’s Feedback:
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Performance Standard 6: Professionalism
The principal fosters the success of all students by demonstrating professional standards and ethics, engaging in
continuous professional learning, and contributing to the profession.

Sample Performance Indicators: Examples may include, but are not limited to:
The principal:
6.1 Createsaculture of respect, understanding, sensitivity, and appreciation for students, staff, and other stakeholders,and models these
attributes ona daily basis.
6.2  Works within professional and ethical guidelines toimprove student learning and to meet school, district, and state requirements.
6.3 Maintainsa professional appearance and demeanor.
6.4 Models professional behaviorand cultural competencyto students, staff, and otherstakeholders.
6.5 Maintains confidentiality.
6.6 Maintainsa positive, optimistic, and straight-forward attitude.
6.7  Providesleadership inthe exchange of ideas and information with staff and other professionals.
6.8 Works in a collegial and collaborative mannerwith otheradministrators, school personnel, and other stakeholders tocommunicate, promote,
and support the shared vision, mission, and goals of the school district.
6.9 Assumesresponsibility for personal professional growth through accurate self-reflection on professional practice, and engages in continuous
learning.
6.10 Contributesand supports the development of the professionthrough service asaninstructor, mentor, coach, presenter, and/or researcher.
6.11 Remains currentwithresearch relatedto educationalissues, trends, and practices and maintains a high level of technical and professional
knowledge.

Suggested Guiding Questions/Prompts:

Please give an example of a way in which you have demonstrated your professionalism in activities outside the school district.

How do you communicate professional beliefs and values to all stakeholders?

Give an example of a skill that you learned during professional interactions with colleagues that you have used successfully in yourschool.
What professional leaming have you sought out this year?

In what ways have you observed a change inyourrole as a school leader and yourleadership style?

ooooono

In what ways do you take an active role in professional organizations?

Assistant Principal’s Response(s):

Evidence requested by the evaluator or provided by the principal: Indicate contributor with an (E) or (P).

Evaluator’s Feedback:

Assistant Principal’s Name:

Assistant Principal’s Signature: Date:
Principal’s Name:
Principal’s Signature: Date:
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ANDERSON COUNTY SCHOOLS

FORMATIVE EVALUATION - Principal and AssistantPrincipal

Director

EPSB ID# (if applicable)

Worksite/School

School Year
Date
Performance Standards Performance Level Evidence
1: Instructional Leadership | D A E
2: School Climate | D A E
3: HumanResources Management | D A E
4: Organizational Management | D A E
5: Communlcatlon and Community | D A E
Relations
6: Professionalism | D A E

] Professional Growth Plan Reviewed

Ol agree with this evaluation.

Ol disagree with this evaluation.

Principal/Assistant Principal Comments:

Superintendent Comments:

Principal/Assistant Principal Signature:

Date:

Superintendent Signature:

Date:




ANDERSON COUNTY SCHOOLS
SUMMATIVEEVALUATION - Principal and Assistant Principal

Circle One

EXEMPLARY

ACCOMPLISHED

CRITERIA FOR DETERMINING A PRINCIPAL or ASSISTANT
PRINCIPAL’S OVERALL PERFORMANCE CATEGORY

PROFESSIONAL
PRACTICE
RATING

STUDENT GROWTH
RATING

OVERALL
PERFORMANCE
CATEGORY

Low ACCOMPLISHED

Circle one for eachdomain

Principal or Assistant

Principalisrated
Accomplished in atleast

four of the standards and no
standard is rated Ineffective

Principal or Assistant

| D A E
| D A E
| D A E
| D A E
| D A E
| D A E

PrincipalisratedIneffective
in two or more standards

DEVELOPING ACCOMPLISHED
Developin ACCOMPLISHED
INEFFECTIVE ping
Ineffective Low, Expected OR | |\ eeeeerve
High
Circle One CRITERIA FOR DETERMINING A PRINCIPAL or ASSISTANT
EXEMPLARY PRINCIPAL’S OVERALL PRACTICE RATING
ACCOMPLISHED | . |  THEN.. |
DEVELOPING
INEFFECTIVE

Professional Practice Rating
shall be ACCOMPLISHED

Professional Practice Rating
shall be INEFFECTIVE

Working Conditions Goal

WORKING CONDITIONS GROWTH GOAL

INEFFECTIVE DEVELOPING ACCOMPLISHED EXEMPLARY




Overall Student Growth Circle one
Local Student State Student Overall Student
Instructions: Based onthe Summative Student HIGH Growth Goal Growth Goal Rating Growth Goal
Growth Rating and the State Student Growth Rating Rating
Rating usethetable to determine the High High
Combined Student Growth Rating EXPECTED High Expected High
Low Expected
High High
LOW Expected Expected Expected
Low Expected
High Expected
Low Expected Expected
Low Low
Summative Student Growth Goal Rating Circle one e Overall Loca de 0 Ra
High 2.50-3.0
Instructions: Based on Local Student Growth HIGH Expected 1.50-2.49
Target Rating for up tothree years of data, Low 1.0-1.49
assign numerical point values and weightyears
usingtables. Calculate and usetablesto EXPECTED o g al Po
determine Summative Cycle Overall Student High 3
Growth Rating LOW Expected 2
Low 1
Growth Rating | Point Value Weight Total
Prior Year Current Year 50%
Prior Year Prior Year 25%
Summative Cycle OverallLocal Student Growth Rating Prior Year 25%
Two Years of Data \ Weight
Current Year 50%
Prior Year 50%
Student Growth —Local Contribution Circle one LOCAL CONTRIBUTION
HIGH Low Expected High
Instructions: Based on Local Student Growth
(MAP, common.assessments) useappropria.te EXPECTED No forward isis meelier
table to determinelocal student growth rating.
LOW progress or forward progress Exceeds goal
Note: Either the state or the local growth goal must et e s e e
be a gap goal.
Student Growth - State Contribution Circle one STATE CONTRIBUTION
Low Expected High
Instructions: Based onK-PREP or EOC andthe HIGH
2017 trgjectory, use appropria'te table to No forward s el
determine studentgrowth rating. EXPECTED
progressor forward progress Exceeds goal
Note: Either the state or the local growth goal must LOW PR e Joran Eeel
be a gap goal.
] Professional Growth Plan reviewed.
Ol agree with this evaluation.
L disagree with this evaluation.
Principal/Assistant Principal Signature: Date:
Superintendent/Principal Signature: Date:

] Recommended for re-employment
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FORMS
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ANDERSON COUNTY SCHOOLS
REFLECTIVE PRACTICE AND PROFESSIONAL GROWTH PLANNING

DISTRICT CERTIFIED PERSONNEL

Employee’s Name

Worksite/School

School Year

Supervisor

Date

Instructions: Reflect on your strengths and areas of growth using the standards below. Provide a rating of (I — Ineffective; D
— Developing, A — Accomplished, E — Exemplary) for each performance that is assigned by the superintendent. Provide a
rationale for strength areas and/or growth areas.

used in the evaluation and which standards are N/A.)

(Superintendent and employee will determine which standards will be

Component

Self-Assessment

Rationale

Domainl: Strategic Leadership

1A Collaborates withthe superintendent in creating

a working relationship withthe localboard of
education, clearly defining roles and mutual
expectations, thatresults ina shared vision for
the district which assists the schools in
preparingstudents to enterthe changingworld
of the 21stcentury

N/A

1B

Models andreinforces the culture and vision of
the district by participating in open discussions
with teachers, school executives, staff, board
members and other stakeholders regarding the
strategicdirection ofthe districtand
encouragingtheir feedbackon how to better
attain the district’s vision, mission and goals

N/A

1C

Assists the superintendent in creating processes
to ensure the district’s identity (vision, mission,
values, beliefs and goals)actuallydrives
decisions and reflects the culture of the district

N/A

1D

Collaborates with the superintendentin
facilitatingthe collaborative development and
implementation of a district strategicplanor
districtimprovement plan, aligned to the
missionandgoals set bythe Kentucky Board of
Education and local priorities, usingmultiple
sources of data

N/A

1E.

Collaborateswith superintendentin
determining financial prioritiesin concert with
the local board of education based on the
District Comprehensive Improvement Plan

N/A

1F

Assists the superintendent infacilitatingthe
implementation of federal, state and local
educationpolicies

N/A

1G

Collaborateswith the superintendent to
facilitate the establishment of high, academic
goals forall, ensures effective monitoring
protocols,and modelsthe expectation that
instructionalleaders respond frequently and
strategicallyto progress data

N/A

Domain 2: Instructional Leadership

2A

Assists the superintendentin leading the
district’s philosophy of education-setting
specificachievement targets for schools and

N/A
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students of all ability levels, and monitors
progress toward those targets

2B Models andapplieslearning forstaffand
students

N/A

2C Communicateshigh expectations for student
achievement by establishingand sustaininga
systemthat operates as a collaborative learning
organization through structures that support
improvedinstructionand studentlearningon
alllevels.

N/A

2D Collaborates with the superintendentin
facilitatingthe establishment of high, academic
goals forall, ensures effective monitoring
protocols,and modelsthe expectation that
instructionalleaders respond frequently and
strategicallyto progress data.

N/A

2E Demonstrates awareness ofallaspects of
instructionalprograms

N/A

2F Collaborates with superintendentto be adriving
force behind major initiatives that help
students acquire 21st centuryskills including the
application of instructional technology

N/A

Domain 3: Cultural Leadership

3A Collaborateswith the superintendent to
communicate strong ideals and beliefs about
teaching andlearningwith all stakeholders and
operatesfrom those beliefs

N/A

3B Assists the superintendentinbuilding
community understanding of what is necessary
forallstudents to graduate college and career
readyand to be successful in the globally
competitive 215t century.

N/A

3C Assists the superintendentin creating a unified
school system (not a systemof individual
schools) with shared vision and equitable
practices

N/A

3D Buildstrustand promotes a sense of well-being
between all stakeholders

N/A

3E Routinelycelebrates and acknowledges district
successes as well as areasneedinggrowth

N/A

3F Supportsandengagesinthe positive cultural
traditions of the community

N/A

3G Assists the superintendentincreating
opportunitiesforstaff involvementinthe
communityand communityinvolvementinthe
schools

N/A

3H Assists the superintendentincreating an
environment thatvalues and promotes
diversity

N/A

Domain 4: Human Resource Leadership

4A Assists the superintendent to ensure that
necessaryresources, includingtime and
personnel, are allocated to achieve the district's
goals forachievementandinstruction

N/A

4B Assists the superintendentin creating and
monitoringprocesses for educators to assume
leadership and decision-makingroles

N/A
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4C Assists the superintendent in ensuring processes
for hiring, inducting and mentoring new
teachers, new school executives and other staff
thatresultin the recruitment and retention of
highly qualified and diverse personnel; develops
appropriate succession plans for key district
roles and placesstaff in strategically effective
positions

N/A

4D Uses datato create and maintaina positive
work environment

N/A

4E Provides forresults-oriented professional
growth andlearning thatis aligned with
identified 21st centurycurricular, instructional,
and assessment needs, is connected to district
improvement goals, andis differentiated based
on staff needs

N/A

4F Assists the superintendentinensuringthatall
staffis evaluatedin afairand equitable manner
and thatthe results ofevaluations are used to
improve performance; holds high standards for
performance andtakes necessary personnel
actions to ensure effective school operations

N/A

Domain 5: Managerial Leadership

5A Preparesand overseesa budget thataligns
resources with the district’s vision and needs

N/A

5B Collaborates withthe superintendent to identify
and planforfacilityandtechnology needs

N/A

5C Assists superintendentin continually assessing
programs and resource allocation

N/A

5D Collaborates withthe superintendentin
developing and enforcing clear expectations for
efficient operation of the district including the
efficient use of technology

N/A

5E Builds consensus and resolves conflicts
effectively

N/A

5F Assures aneffective systemof district-wide
communication

N/A

5G Continuallyassesses the systeminplace that
ensures the safety of students and staff

N/A

5H Works with local and state agenciesto develop
and implement emergency plans

N/A

Domain 6: Collaborative Leadership

6A Assiststhe superintendentin developing
collaborative partnerships with the greater
communityto supportthe 21st centuryleaming
priorities of the school district and its schools

N/A

6B Assists the superintendentinensuring systems
thatengagethelocal board andall community
stakeholdersina shared responsibility for
achieving district goalsforstudents and school
success

N/A

6C Assists the superintendent inimplementing
proactive partnerships that remove barriers,
thus ensuringall students have accessto
college/career coursesin high school

N/A

6D Assists the superintendentinimplementing
proactive partnerships that remove barriers
thus ensuringall students have accessto

N/A
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college/career coursesin high school

Domain 7: Influential Leadership

7A Understands the political systems involving the
district

G D A E [ N/A

7B Defines, understands, and communicatesthe
impacton proposed legislation

G D A E [ N/A

7C Applieslaws, policies, and proceduresfairly,
wiselyandconsiderately

G D A E | N/A

7D Utilizes legal systems to protect the rights of
students andstaff andto improve learning
opportunities

G D A E | N/A

7E Accesseslocal, state and national political
systems to provide input on critical educational
issues

G D A E | N/A

Step 1:

Component:

Circle Professional Growth Components below that
were ranked as priority domains for
growth/professionallearning.

Step 2:

Selecttwo components fromDomains 1-7 from those circled for the
focused professional growth goal development to create two professional
growth goals onthe professional growth planform.

1A | 1B 1C 1D 1E 1F 1G

2A | 2B 2C 2D 2E 2F

3A | 3B 3C 3D 3E 3F 3G 3H

an |48 [ac [4ap |4 | 4F

Domain Selected for growth goal 1:

5A | 5B 5C 5D 5E 5F 5G 5H

6A | 6B 6C 6D

7A [ 7B 7C 7D 7E

Domain Selected for growth goal 2:

Employee Signature:

Date:
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ANDERSON COUNTY SCHOOLS
SELF-REFLECTION - SchoolPsychologist

Name Date School Year
Component Self- Rationale
Assessment
1A —Demonstrating Knowledge and Skillin Using | ol ale
Psychological Instruments to Evaluate Students
1B — Demonstrating Knowledge of Child and | ol ale
5 Adolescent Development and Psychopathology
‘2| 1C- Establishing Goals for the Psychology Program
g Appropriate to the Setting and the Students | D| A|E
g Served
ke 1D — Demonstrating Knowledge of State and Federal
g Regulations and of Resources Both Within and | D| A|E
g Beyond the School and District
E 1E —Planinthe Psychology Program Integrated with
o the RegularSchool Program to Meet the Needs | | D| A|E
of Individual Students and Including Prevention
1F — Developing a Plan to Evaluate the Psychology ol ale
Program
2A —EstablishingRapport With Students | D| A|E
= | 2B - Establishing a Culture for Positive Mental
c I [D|A|E
€ Health Throughout the School
S| 2C - Establishing and Maintaining Clear Procedures Clolale
= forReferrals
"; 2D — Establishing Standards of Conduct In the | ol alce
= TestingCenter
2E —OrganizingPhysical Space for Testingthe | ol alce
Students and Storage of Materials
3A —Responding to Referrals Consultingwith | ol ale
Teachers and Administrators
3B — Evaluating Student Needs and Compliance with
g National Association of School Psychologists | D| A|E
s NASP Guidelines
(%]
% | 3C—Chairing Evaluation Team I [D| A|E
5 3D - Planning Interventions to Maximize Student’s
= S | D|A|E
3 Likelihood of Success
2| 3E —Maintaining Contact with Physicians and Clolale
Community Mental Health Service Providers
3F — Demonstrating Flexibility and Responsive ness | D| A|E
@ | 4A —Reflecting onPractice | D| A|E
;_§ 4B — Communicating with Families | D|A|E
w
c
% 4C — Maintaining Accurate Records | D| A|E
(]
o
= | 4D — Participatingina Professional Community | D|A|E
c
(]
g 4E —Engagingin Professional Development | D| A|E
bS]
& | 4F — ShowingProfessionalism | D| A|E

Employee Signature:

Date:

Back to TOC

111

Revised July 2015




Back to TOC Revised July 2015
112



ANDERSON COUNTY SCHOOLS
PROFESSIONAL GROWTH PLAN - DISTRICT CERTIFIED PERSONNEL

Director

EPSB ID# (if applicable)

Worksite/School

School Year

Date

Professional Growth Goal:

. What do | want tochange about my practice that will
effectively impactstudentlearning?

e  Whatis my personal learning necessaryto make that
change?

e  Whatarethe measures of success?

Action Plan

Professional

. Strategies/Activities
Learning

Resources/Support

Measures of Goal
Attainment
(Tools/Instruments)

Expected Student Targeted
Growth Impact Completion Date

Demonstratable

Identify the documentation intended to demonstrate professional growth.

] Artifacts ] Self-Assessment

[ On-Going Self-Reflection

] PLC Documents

[ Certificate of Completion [J Teaming with Colleague

[0 Observation Data

[J Strategic Plan Documents

] Other: (please specify)

Mid-Year Review — Progress Toward Professional Growth Goal

Date Status of Professional Growth Goal:

Revisions/Modifications:

Director Signature:

Date:




Superintendent Signature: Date:

Summative Reflection - Level of Attainment for Professional Growth Goal

Date End of Year Reflection
The target was: Achieved Revised Continued

Director Signature: Date:
Superintendent Signature: Date:
Next Steps:

Director Signature: Date:
Superintendent Signature: Date:
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ANDERSON COUNTY SCHOOLS

FORMATIVE EVALUATION
DISTRICT CERTIFIED PERSONNEL - Central Office Director
Director
EPSB ID# (if applicable)
Worksite/School
School Year
Date

Performance Standards Performance Level Evidence
1: Strategic Leadership G D A E
2: Instructional Leadership G D A E
3: Cultural Leadership G D A E
4: Human Resource Leadership G D A E
5: Managerial Leadership G D A E
6: Collaborative Leadership G D A E
7: Influential Leadership G D A E

[ professional Growth Plan reviewed.
L agree with this evaluation.

Ol disagree with this evaluation.
Director Comments:

Superintendent Comments:

Director Signature:

Date:

Superintendent Signature:

Date:




ANDERSON COUNTY SCHOOLS

SUMMATIVEEVALUATION - DISTRICT CERTIFIED PERSONNEL - Central Office Director

Director

EPSB ID# (if applicable)

Worksite/School

School Year
Date
Performance Standards Performance Level Evidence

1: Strategic Leadership G D A E

2: Instructional Leadership G D A E

3: Cultural Leadership G D A E

4: Human Resource Leadership G D A E

5: Managerial Leadership G D A E

6: Collaborative Leadership G D A E

7: Influential Leadership G D A E

* Any rating in the “Growth Needed” columnrequires the development of an Individual Corrective ActionPlan

Director Comments:

Superintendent Comments:

Ol agree with this evaluation.

Ol disagree with this evaluation.

] professional Growth Plan reviewed.

Director Signature:

Date:

Superintendent Signature:

Date:

[] Meets standards for re-employment
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ANDERSON COUNTY SCHOOLS
FORMATIVE OBSERVATION - School Psychologist

Teacher

EPSB ID#

School

Grade Level/Subject(s)

Observer

Date and Time of Observation

Date of Conference

Evaluator’s Formative Observation Rating:

Domain 3: Delivery of

Domain 2: The Environment Rating: . Rating:
Service
i . 3A —Responding to Referrals
2A —EstablishingRapport With D A Consulting with Teachers and D A
Students .
Administrators
2B — Establishing a Culture for 38-Eval ua_tlng Stu.dent Ngeds and
- Compliance with National
Positive Mental Health D A . D A
Association of School
Throughoutthe School . -
Psychologists NASP Guidelines
2C — Establishing and Maintainin
& & D A 3C- Chairing Evaluation Team D A
ClearProcedures for Referrals
- 3D - Planning Interventions to
2D — Establishing Standards of
shing . D A Maxi mize Student’s Likelihood D A
ConductIn the Testing Center
of Success
2E —Organizing Physical Space for 3 ~Mai n.tzinnlng Contactwﬂh
. Physicians and Community
Testingthe Students and D A ) D A
. Mental Health Service
Storage of Materials )
Providers

Areas of Strength

Areas of Growth

Evaluator Comments

Evaluatee Comments

Professional Growth Plan Standards Reviewed

| agree with this formative evaluation.

I do not agree with this formative evaluation.

*Denotes sharing of results, not necessarily agreement with the formative rating

School Psychologist Signature:

Date:

supervisor Signature:

Date:




ANDERSON COUNTY SCHOOLS
SUMMATIVEEVALUATION - DISTRICT CERTIFIED PERSONNEL - School Psychologist

Director
EPSB ID# (if applicable)
Worksite/School
School Year
Date
Performance Standards Performance Level Evidence
1: Planning and Preparation | D A E
2: The Environment | D A E
3: Deliveryof Service | D A E
4: Professional Responsibilities | D A E

* Any rating in the “Ineffective” column requires the development of an Individual Corrective Action Plan

[ Professional Growth Plan reviewed.
Ol agree with this evaluation.
Ol disagree with this evaluation.

School Psychologist Comments:

Supervisor Comments:

School Psychologist Signature: Date:

Supervisor Signature: Date:

L Meets standards for re-employment ] Does not meet standards for re-employment
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ANDERSON COUNTY SCHOOLS
RIGOR RUBRIC

Structure of the Goal

Requirements

Acceptable

Needs Revision

The student growth goal:

Follows the S.M.AR.T. goal format (Specific, Measurable, Appropriate,
Realistic, Time-bound)

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

Identifies an area of need pertaining to current students’ abilities

Includes growth and proficiency targets that establish and
differentiate expected performance for ALLstudents

Identifies appropriate measure(s) allowing for consistent and
comparable base-line, mid-course, and end of year/course data
collection

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

If the student growth goal:

Includes allelements of the S.M.A.R.T. goalformat

Focuseson astandards-based enduring skill

Identifies a specific area of need related to the enduring skill
Includes a growth target for ALLstudents and proficiency target that
establishes the mastery expectation for students

Identifies measure(s) for collecting baseline, mid-course, and end of

year/course data that matches the skill being assessed

Specifies ayear-long/course-long interval of instruction

If the student growth goal:

Does notincludeall elements of the S.M.A.R.T. goal format

Containsaskillthatis not standards-based or does not match
enduringskill criteria

Does not identify a specific area of need, or the area of needis not
related to the enduring skill

Is missing one of the targets orfails to differentiate expected
performance

Fails to identify measure for data collection, or the measure is not
well-matchedto the skill being assessed.

Fails to specify aninterval of instruction, or the intervalis less than
year-long/course-long

Rigor of the Goal

Requirements

Acceptable

Needs Revision

The student growth goal:

Is congruent to KCAS grade level standards for whichit was developed

Baseline/pre-assessmentand otherdata justify the selection of the
enduring skill and specificarea of need

Baseline/pre-assessmentand otherdata justify the selection of the
growth and proficiency targets

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

The identified measurementinstrument(s) allows for students to
demonstrate where they arein meeting or exceeding the intent of the
standard(s) being assessed

Ifthe student growth goal:

Is congruent and appropriate for grade level/contentarea standards

Selection of the enduring skill and specificarea of need is supported
by multiple data sources for current students

Selection of the growth and proficiency targets is supported by
multiple data sources for current students

The growth and proficiency targets are attainable but stretch the
outer bounds of whatis attainable.

The identified measures allow students to demonstrate their
competencyin performing atthe level intendedin the standards
being assessed

Ifthe student growth goal:

Is not congruentor itis congruentto contentbutnot grade level
standards

Selection of the enduring skill and specificarea of need is supported
by only one data source for current students, orno data were use

Selection of the growth and proficiency targetsis supported by one
data source for currentstudents, or nodata were used

The growth and proficiency targets are notachievable or the targets
are achievable but fail tostretch attainability expectations

The identified measures onlyallow students to demonstrate
competencyofa portion or none of the aspects of the standards
being assessed

Comparability of Data

Requirements

Acceptable

Needs Revision

Data collected for the student growth goal:

Uses comparable criteria across similar classrooms (classrooms that
address the same standards) to determine progress toward mastery
of standards/enduring skills

For similar classrooms, data collected for the student growth goal:

Reflects collaboration on the development of common
measures/rubrics todetermine competency in performance atthe
level intended by the standard(s) being assessed

For similar classrooms, data collected for the student growth goal:

Does not reflect common criteria used to determine progress
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ANDERSON COUNTY SCHOOLS
STUDENT GROWTH GOALWORKSHEET

Teacher
State Contribution Local Contribution
School Year State State Student Growth Rating Growth Goal/ Local Student Growth Goal
Growth Percentile Low/Expected/High Actual Data Rating

Low/Expected/High




The performance indicators are provided as samples ofactivitiesthat address the standard. The list of performance indicators is not
exhaustive, is not intended to be prescriptive, and is not intended to be a checklist. Furthermore, principals are not expected to

PRINCIPALPERFORMANCE STANDARDS

demonstrate each performance indicator.

Clearlydefined professional responsibilities for principals constitute the foundation for the Principal Professional Growth and
Effectiveness System. Performance standards define the criteria expectedwhenprincipals perform their major duties. For all
principals, there are six performance standards that guide the performance of the principal. The PPGES provides principals with an
assessment of their performance on these standards as viewed through Student Growth, Val-Ed and Working Conditions Growth Goals.
Each source of evidence that comprises the effective ness system is aligned to andanchoredby these standards. While decisions
aroundsummative ratings have not been made atthistime, princpals willeventually receive their summative rating based on the
measures. The standards willalso inform professional growth planning, superintendent site visits/observations, conversations for

feedback and formative, on-going assessments ofthe princdpal’s performance.

Performance Standard 1: Instructional Leadership
The principal fosters the success of all students by facilitating the development, communication, implementation, and evaluation of a
shared vision of teaching and learning that leads to student academic growth and school improvement.

1.1

1.2

1.3

1.4
1.5

1.6

1.7

1.8

1.9
1.10

Sample Performance Indicators
Examples may include, but are not limited to:

The principal:

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

Collaboratively plans, implements, supports, monitors, and evaluates instructional programs that enhance teaching and student
academicprogress, andleadto continuous schoolimprovement.

Analyzes currentacademic achievement data and instructional strategies to make appropriate educational decisions to improve
classroom instruction, increase studentachievement, andimprove overall school effectiveness.

Demonstrates knowledge of research-based instructional best practices

Works collaboratively with staff to identify student needs and todesign, revise, and monitor instruction to ensure effective
deliveryofthe required curriculum.

Supports teachers toaccess resources (e.g., time, fiscal, human) for the successfulimplementation of effective instructional
strategies.

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

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

Providestheinstructional focus and creates the culture for continuous learing of all members of the school community.
Supports professional leaming and instructional practices thatincorporate the use of multiple sources of dataand resultin
increased student growth.

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

Demonstrates the importance of professional growth by providing adequate time and resources for teachers and staff to
participatein professionallearning (i.e., peer observation, mentoring, coaching, studygroups, leaming teams).

Evaluates the impact professionallearning has on the staff/schoolimprovement and student academic progress.




Performance Standard 2: School Climate
The principal fosters the success of all students by developing, advocating, and sustaining an academically rigorous, positive, a nd safe
school climate for all stakeholders.

Sample Performance Indicators
Examples may include, but are not limited to:
The principal:

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

2.2 Consistently models and collaboratively promotes high expectations, mutual respect, concem, and empathyfor students, staff,
parents, and community.

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

2.4  Promotesa culture of collaboration, trust and sharedleadership.

2.5 Supports the staff through continuous improvement efforts.

2.6  Addressesbarriers to teacher andstaff performance and provides positive working conditions to encourage retention of highly
effective personnel.

2.7 Incollaborationwith the school council, as appropriate, ensures a school safety planis developedandimplemented inalignment
with district policy.

2.8 Involvesstudents, staff, parents, and the community to create andsustain a positive, safe, and healthy learni ng environment
which reflects state, district,andlocal school policies, and procedures.

2.9 Incollaborationwith the school council, leads the developmentand/orimplements best practices inschool -wide behavior
management that are effective withinthe school communityand communicates behavior management expectations to students,
teachers, and parents.

2.10 |Isvisible,approachable, and dedicates time tolistento the concerns of students, teachers, and other stakeholders.

2.11 Maintainsa positive, inviting school environmentthat celebrates, promotes and assists in the development of the whole
child/student, and values every child/student as animportant member of the school community.

Performance Standard 3: Human Resources Management
The principal fosters effective human resources management by assisting with selection andinduction, and by supporting, evaluating, and
retaining qualityinstructional and supportpersonnel.

Sample Performance Indicators
Examples may include, but are not limited to:
The principal:

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

3.2 Assigns highly-effective staffin a fair and equitable mannerbased onstudentand school needs, assessment data, andlocal and
state requirements.

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

3.4 Providesa mentoring process for all new andtargeted instructional personnel.

3.5 Managesthesupervisionand evaluation of staff in accordance withlocal and state requirements.

3.6  Properly implements the teacher and staff effectiveness systems, supports theimportant role evaluation playsinteacher and
staff leaming, and evaluates performance of personnel using multiple data sources.

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

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

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

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




Performance Standard 4: Organizational Management
The principal fosters the success of all students by supporting, managing, and overseeing the school’s organization, operation, and use of
resources.

Sample Performance Indicators
Examples may include, but are not limited to:
The principal:
4.1 Demonstrates and communicates a working knowledge and understanding of Kentuckyschool laws and regulations, and
school/district policies and procedures.
4.2 Establishes, in collaboration with the school council, and enforces policies and procedures toensure a safe, secure, efficie nt,and
orderly facility and grounds.
4.3 Monitors and provides efficient supervisionfor all physical plant and related activities through anappropriate process.
4.4 ldentifies potential organizational, operational, or resource-related problems and addresses them ina timely, consistent, and
effective manner.
4.5 Reviewsfiscal recordsregularly to ensure accountability for all funds.
4.6 In collaborationwith the school council, plans and prepares a fiscally responsible budget tosupport the school’s missionand both
long-and short-termgoals through effective resource allocation.
4.7 Follows state and local policies with regard to finances, school accountability, and reporting.
4.8 Implements strategies for the inclusion of staff and stakeholders in various planning processes, shares in managementdecisions,
and delegates duties as applicable, resulting in an effective and efficient workplace.

Performance Standard 5: Communicationand Community Relations
The principal fosters the success of all students by communicating and collaborating effectively with stakeholders.

Sample Performance Indicators
Examples may include, but are not limited to:

The principal:
5.1  Plans for and solicits staff, parent, and stakeholderinput to promote effective decision-making and communication when
appropriate.

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

5.3  Disseminatesinformationto staff, parents, and other stakeholders in a timely mannerthrough multiple channels andsources.

5.4 Involvesstudents, parents, staff and other stakeholdersin a collaborative effort to establish positive relationships.

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

5.6 Speaks and writesinan explicit and professional manner to students, parents, staff, and otherstakeholders.

5.7  Providesa variety of opportunities for parent and family involvementin school activities.

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

5.9 Advocatesfor studentsand acts to influence local, district, and state decisions affecting student learning.

5.10 Assesses, plans for, responds to, andinteracts with the larger political, social, economic, legal, and cult ural context thataffects
schooling based on relevant evidence.

Performance Standard 6: Professionalism
The principal fosters the success of all students by demonstrating professional standards and ethics, engaging in continuous professional
learning, and contributing to the profession.

Sample Performance Indicators
Examples may include, but are not limited to:
The principal:
6.1 Createsaculture of respect, understanding, sensitivity, and appreciation for students, staff, and other stakeholders,and m odels
these attributes on a daily basis.
6.2  Works within professional and ethical guidelines toimprove student learning and to meet school, district, and state
requirements.
6.3 Maintains a professional appearance and demeanor.
6.4 Models professional behaviorand cultural competencyto students, staff, and otherstakeholders.
6.5 Maintains confidentiality.
6.6 Maintainsa positive, optimistic, and straight-forward attitude.
6.7  Providesleadership inthe exchange of ideas and information with staff and other professionals.
6.8 Works in a collegial and collaborative mannerwith otheradministrators, school personnel, and other stakeholders to
communicate, promote, and supportthe shared vision, mission, and goals of the school district.
6.9 Assumesresponsibility for personal professional growth through accurate self-reflection on professional practice, and engagesin
continuous leaming.
6.10 Contributesand supports the development of the professionthrough service as aninstructor, mentor, coach, presenter, and/or
researcher.
6.11 Remainscurrentwithresearch relatedto educationalissues, trends, and practices and maintains a high level of technical and
professional knowledge.
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ANDERSON COUNTY SCHOOLS
APPLICATIONFOR ELECTION TOMEMBERSHIP
LOCAL EVALUATION APPEALS PANEL

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

Signature Date

School: Grade Level/Subject Area:



ANDERSON COUNTY SCHOOLS
LOCAL EVALUATION APPEALS

Thisformisto be used by certified employees who wantto appeal current evaluation. If you
feel that you were not fairly evaluated you may submit an appeal to the Evaluation Appeals
Panel by completingthisform and returningitto the Chairperson of the Appeal’s Panelor
Superintendent within five (5) working days of the receipt of your summative evaluation.

Name of Employee: Building:
Title:

Home Address:

Evaluation being appealedis:

[] summative ] Copy of Post-Observation Conference Form s attached

Reason for Appeal: What specifically doyou objectto or why do you feel you were not fairly
evaluated?

If additional space is needed, attach extrasheet(s).
Date you received the summative evaluation:
Name of Evaluator:

| hereby give my consentformy evaluation records to be presented to the members of the
Evaluation Appeal Panelfortheir study and review.

Employee’s Signature:
Date:

[ ] Forappeal of summative evaluation, submit this form to the Appeals Panel chairperson
and the
Superintendent.

NOTE: Evaluationrecords may be presentedtoandreviewed by the local evaluation appeals
panel.

Date Appealis Filed
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ANDERSON COUNTY SCHOOLS

INDIVIDUALACTION PLAN

Employee’s Name

Worksite/School

School Year

Supervisor

Department

Position

Date

Domain/Component

Growth Objective/Goal(s)
(Describe desired outcomes)

Procedures and Activities for Achieving Goals
and Objectives (including support personnel)

Monitoring Methods
and Target Dates

(ATTACH MORE PAGES IF NECESSARY)

Evaluatee’s Comments:

Evaluator’'s Comments:




Individual Corrective Action Plan Developed: Status of ICAP: [ ]Achieved [Revised [Not Achieved

Employee Signature: Date: Employee Signature: Date:

Supervisor Signature: Date: Supervisor Signature: Date:
Back to TOC RevisedJuly 2015
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ANDERSON COUNTY SCHOOLS
INDIVIDUAL CORRECTIVE ACTION PLAN

Domain/Component

Growth Objective/Goal(s)
(Describe desired outcomes)

Procedures and Activities for Achieving Goals
and Objectives (including support personnel)

Monitoring Methods
and Target Dates

(ATTACH MORE PAGES IF NECESSARY)

Evaluatee’s Comments:

Evaluator’s Comments:
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Individual Corrective Action Plan Developed:

Status of ICAP: [ JAchieved [ 1Revised [INot Achieved

Employee Signature:

Date:

Employee Signature:

Date:

Supervisor Signature:

Date:

Supervisor Signature:

Date:
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Student Voice Survey Questions for Grades 3-5

S upport:
1. My teacher pushes us to think hard about things we read.

2. My teacher pushes everybody to work hard.
3. In thisclass we have to think hard about the writing we do.

ransparency
T 4. In thisclass we learn to correct our mistakes.
5. This classis neat-everything has a place and things are easy to find.
6. My teacher explains things in very orderly ways.
7. My teacher knows when the class understands, and when we do not.

Understand
8. My teacher takes the time to summarize what we learn each day.
~ 9. When my teacher marks my work, he/she writes on my papers to help me
understand.

D scipline
10. My classmates behave the way my teacher wants them to.

11. Our class stays busy and does not waste time.
12. Student behave so badly in this class that it slows down our learning.

ngage:
13. School work is interesting.

14. We have interesting homework.
15. Homework helps me learn.

7 If I am sad or angry, my teacher helps me feel better.
18. My teacher seems to know if something is bothering me.
19. My teacher gives us time to explain our ideas.
rust:
20. My teacher wants us to share our thoughts.
21. Students speak up and share their 1deas about class work.
22. My teacher wants me to explain my answers-why I think what I think.

urture
6. My teacher in this class makes me feel that s/he really cares about me.

9

On the 3-5 survey, the 5 choices are labeled “no, never” “mostly not”

“maybe/sometimes” “mostly yes” “yes, always”

This survey was modified from the Tripod Survey, developed by Cambridge Education, used in the MET project.

complete survey can be found at http.//metproject.org/resources.ohp

Student Voice Survey Questions for Grades 3-5

The


http://metproject.org/resources.php

Student Voice Survey Questions for Grades 6-12

S upport:
23. In this class, we learn a lot almost every day.

24. In this class, we learn to correct our mistakes.
25. My teacher doesn’t let people give up when the work gets hard.

26. In this class, my teacher accepts nothing less than our full effort.

Transparencv:
27. My teacher explains difficult things clearly.
~ 28. My teacher has several good ways to explain each topic that we cover in this class.
29. If you don’t understand something, my teacher explains it another way.
30. My teacher knows when the class understands, and when we do not.

nderstand:
U 31. My teacher checks to make sure we understand what s/he is teaching us.
~ 32. The comments that I get on my work in this class help me understand how to
1mprove.
33. We get helpful comments to let us know what we did wrong on assignments.
iscipline:
D 34. Students in this class treat the teacher with respect.
35. My classmates behave the way my teacher wants them to.
36. Our class stays busy and does not waste time.
37. Student behavior in this class is under control.

I I] ngage:
38. I like the ways we learn in this class.

39. My teacher makes lessons interesting.
40. My teacher makes learning enjoyable.

urture:
N 41. My teacher in this class makes me feel that s/he really cares about me.
42. My teacher really tries to understand how students feel about things.
43. My teacher seems to know if something is bothering me.

rust:
T 44. My teacher respects my ideas and suggestions.
45. My teacher wants us to share our thoughts.
46. Students speak up and share their ideas about class work.
47. My teacher gives us time to explain our ideas.

99 &«

On the 6-12 survey, the 5 choices are labeled “totally untrue
“somewhat” “mostly true” “totally true”

mostly untrue”

This survey was modified from the Tripod Survey, developed by Cambridge Education, used in the MET project. The
complete survey can be found at http.//metproject.org/resources.php

Copyright © 2013 Kentucky Department of Education.
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Student Voice Survey for Other Professionals

To be used with students who have received services from: School Library MediaSpecialist, School counselor, Speech Therapist,
School Psychologist, and School Instructional Coach.

3-5 grade student voice response scale & questions:
Response scale for survey questions:
(1) Nonever(2) Mostly not (3) Maybe sometimes (4) Mostly yes (5) Yes always
Support through rigorous instruction.
1. The Education Professional encourages me to do my best.
(1) No never (2) Mostly not (3) Maybe sometimes (4) Mostly yes (5) Yes always
2. The Education Professional doesn't let people give up when the work gets hard.
(1) No never (2) Mostly not (3) Maybe sometimes (4) Mostly yes (5) Yes always
Transparency through effective communication styles.
3. My Education Professional knows when the students understand and when we do not.
(1) No never (2) mostly not (3) Maybe sometimes (4) Mostly yes (5) Yes always
4. My Education Professional explains difficult things clearly.
(1) No never (2) Mostly not (3) Maybe sometimes (4) Mostly yes (5) Yes always
Understanding through appropriate and varied assessments.
5. The Education Professional checks to make sure | understand what we are working on.
(1) No never (2) Mostly not (3) Maybe sometimes (4) Mostly yes (5) Yes always
6. If Idon’t understand something, The Education Professional explains it another way. (1)
No never (2) Mostly not (3) Maybe sometimes (4) Mostly yes (5) Yes always
Discipline through respectful learning environment.
7. All students know what they should be doing and learning when with this Education
Professional.
(1) No never (2) Mostly not (3) Maybe sometimes (4) Mostly yes (5) Yes always
8. When working with the Education Professional, we stay busy and do not waste time.
(1) No never (2) Mostly not (3) Maybe sometimes (4) Mostly yes (5) Yes always
Engagement through innovative instruction.
9. When I’'m with the Education Professional | learn a lot.
(1) No never (2) Mostly not (3) Maybe sometimes (4) Mostly yes (5) Yes always
10. When I’'m with the Education Professional, | get to help decide how activities are done.
(1) No never (2) Mostly not (3) Maybe sometimes (4) Mostly yes (5) Yes always
Nurturing through attentive observation.
11. The Education Professional makes me feel that s/he really cares about me.
(1) No never (2) Mostly not (3) Maybe sometimes (4) Mostly yes (5) Yes always
12. If | am sad or angry, the Education Professional helps me feel better.
(1) No never (2) Mostly not (3) Maybe sometimes (4) Mostly yes (5) Yes always
Trust through teamwork.
13. | like the way the Education Professional treats me when | need help.
(1) No never (2) Mostly not (3) Maybe sometimes (4) Mostly yes (5) Yes always
14. The Education Professional wants us to share our thoughts.
(1) No never (2) Mostly not (3) Maybe sometimes (4) Mostly yes (5) Yes always
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Student Voice Survey for Other Professionals

To be used with students who have re ceive dservicesfrom:SchoolLibraryMe diaSpecialist,Schoolcounselor,SpeechTherapist,
School Psychologist, or School Instructional Coach.

6-12 grade OPGES Student Voice response scale & questions Response scale for
survey questions:

(1) Totally untrue (2) mostly untrue (3)somewhat (4) mostly true (5) totally true
Support through rigorous instruction.
1. When working with the Education Professional, we learn to correct our mistakes.
(1) totally untrue (2) mostly untrue (3) somewhat (4) mostly true (5) totally true
2. The Education Professional in this learning environment encourages me to do my best.
(1) totally untrue (2) mostly untrue (3) somewhat (4) mostly true (5) totally true
Transparency through effective communication styles.
3. My Education Professional knows when the students understand, and when we do not.
(1) totally untrue (2) mostly untrue (3) somewhat (4) mostly true (5) totally true
4. My Education Professional explains difficult things clearly.
(1) totally untrue (2) mostly untrue (3) somewhat (4) mostly true (5) totally true
Understanding through appropriate and varied assessments.
5. The Education Professional checks to make sure | understand what we are working on.
(1) totally untrue (2) mostly untrue (3) somewhat (4) mostly true (5) totally true
6. | gethelpful comments from the Education Professional to let me know what | did
wrong on activities.
(1) totally untrue (2) mostly untrue (3) somewhat (4) mostly true (5) totally true
Discipline through respectful learning environment.
7. All students know what they should be doing and learning when with this Education
Professional.
(1) totally untrue (2) mostly untrue (3) somewhat (4) mostly true (5) totally true
8. Students in this location treat the Education Professional with respect.
(1) totally untrue (2) mostly untrue (3) somewhat (4) mostly true (5) totally true
Engagement through innovative instruction.
9. The Education Professional encourages me to become a better thinker.
(1) totally untrue (2) mostly untrue (3) somewhat (4) mostly true (5) totally true
10. What | am learning with this Education Professional will help me in my life.
(1) totally untrue (2) mostly untrue (3) somewhat (4) mostly true (5) totally true
Nurturing through attentive observation.
11. The Education Professional makes me feel that s/he really cares about me.
(1) totally untrue (2) mostly untrue (3) somewhat (4) mostly true (5) totally true
12. The Education Professional seems to believe in my ability.
(1) totally untrue (2) mostly untrue (3) somewhat (4) mostly true (5) totally true
Trust through teamwork.
13. The Education Professional respects my ideas and suggestions.
(1) totally untrue (2) mostly untrue (3) somewhat (4) mostly true (5) totally true
14. The Education Professional wants us to share our thoughts.
(1) totally untrue (2) mostly untrue (3) somewhat (4) mostly true (5) totally true
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ANDERSON COUNTY SCHOOLS
CERTIFIED EVALUATION PLAN
SIGNATURE PAGE

My signature below indicates that:

e | havebeengivenaccesstoan electroniccopy and have been notified that | may requestahard
copy of the Anderson County Schools Certified Evaluation Plan Revised 2016.

e Theevaluation process has been explained to me and | understand the components of the

process.
Printed Name Certified Employee Signature
School Date
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