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EVALUATION PLAN COMMITTEE ROLE

KRS 156.557(5)(c)(Bquires a committee composed of equal numbers of administrators and
teachers to @velop evaluation procedures and forms. One administrator, appointed by the
Superintendent, will serve as committee chairperson and the designated contact person for the
Kentucky Department of Education monitoring purposes. Each school will be respdoisthie
selection of its teacher representative.
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1 to review the certifiecemployee evaluation plan (and subsequent amendments) adopted
by the Board ofEducation;

1 to recommendmprovenents/changes.

The committee is advisory only: It neither complements nor supplements that which is required of
the Board in section 8, 704 KAR 3:345, revigéds evaluation plan process will not discriminate on
the basis of race, national origin, rebgi marital status, sex, or disability.



Pendleton County School District
ASSURANCES

Certified Personnel Evaluation Plan

The Pendleton County School District hereby assures the Commissioner of Education that:
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This evaluation plan was developed by anleadon committee composed of an equal number
of teachers anédministrators.

The evaluation process and criteria for evaluation will be explained to and discussed with all
certified personnel annually within thirty (30) calendar days of reporting for eympént. This
shall occur prior to the implementation of thptan.

The evaluation of each certified staff member will be conducted or supervised byiriiediate
supervisor of themployee.

All certified employees shall develop an Individual Professiormi@rPlan (PGP) that shiad
aligned with the school/district improvement plan and comply with the requirements of 704
KAR3:345. The PGP will be revieasdually.

All administrators, to include the superintendent and Amured teachers will be evaluade
annually.

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

Each evaluator will be trained and approved in the use of the appropriate evaltetiomiques
and the use of local instruments aptbcedures.

Each person evaluatediwhave both formative and summative evaluations with the evaluator
regarding his/heperformance.

Each evaluatee shall be given a copy of his/her summative evaluation with the evaluator
regarding his/her performance and the summative evaluation shdildswith the official
personnelrecords.

An opportunity for written response shall be included in the official persamoerds.

The local evaluation plan provides for the right to a hearing as to every appeal, an opportunity
to review all documents psented to the evaluation appeals panel, and a right to presence of
SOt t dz G S efesenatke & Sy

The evaluation plan willot discriminate on the basis of race, national origin, religion, marital
status, sex, odisability.

This evaluation plan willdreviewed as needed and any substantive revisions will be submitted
to the Department of Education fapproval.

Pendleton County Board of Education
2525 HWY 27N
Falmouth, KY 41040

April, 2020
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Evaluation of Certified Personnel
Introduction

Effective teaching and school leadership depend on clear standards and expectations, reliable
feedback, and the tools, resources and support for essfonal growth and continuous
improvement.Thepurposeof the evaluationsystemshallbeto: improveinstruction;providefor
professional growth of certified staff members; help assess teacher and administrative
performance for reappointment and promotip provide a measure of performance
accountability to citizens. It is effective teaching supported by effective leadership that will
ensureall Kentuckystudentsare successfuaind graduatefrom highschoolcollege/careefready.

The evaluation system is signed to measure teacher and leader effectiveness and serve as a
catalyst for professional growth and continuaogrovement.

The Superintendent shall recommend for approval of the Board and the Kentucky Department
of Education an evaluation system, dey@d by an Evaluation Committee, for all certified
employees below the level of District Superintendent, which is in compliance with applicable
statute and regulation. The Evaluation Committee shall review the plan annually to ensure
appropriate implementtion and to make revisions as necessary. Revisions are to be approved
by the Pendleton County Board of Education and the Kentucky Department of Education.

Certified Administrative Personnel will be evaluated annually by the superintendent or by the
super YV (i Sy R Sy (i Biag tHe Srafasdofid Standards for Educational Leaders (FF&EL)
Superintendent will be evaluated annually by the local school boardeVéleation process
developed forthe local superintendenby the localboard ofeducation shiinclude provisionor
assistancdor professional growttof the superintendent, pursuartio KRS 156.111.




Section 1: Timelines of Evaluation Activities
Certified School Personnel

TIMELINE of Evaluation Activities: Certified School Personnel

Explanéion and Review of
Certified Evaluation Plan

The district shall explain and review the evaluation process with an evaluatg
y2 fFr0SNI Ky GKS SyR 2F (4KS S@I t dz
for employment each year.

Observations may lggn only after this explanation and review of the
certified evaluation process takes place.

SelfReflection

Onadate determinedbythe evaluatornot to exceedthe 30t instructional school
day: All educators complete and submit to their primary evaluaelfreflection
onthe districtapprovedform.

Professional Growth Plan

All educators, in collaboration with the primary evaluator, complete and submit a
professional growth plan to be approved by the primary evaluator on the district
approved form bySeptember 30th and revised as needed.

Observations for Non
Tenured Certified School
Personnel

There are aninimum of two (2) thirty (30) minute required observations
completed annually by primary evaluatandwill be documented on district
approved fornsfor non-tenured Certified School Personndl post conference

shall take place within five (5) workindays following each observatiorReview

of Professional Growth Plan completed by the summative conference. Summatiy

Evaluation completed bpril 3d"on district approved forms.

Observations for Tenured
Certified School Personnel

There is aninimum of one (1)}thirty (30) minute required observation completed
annually by primary evaluat@nd documented on district approved forrfa
tenured CertifiedSchool Personnel postconference shall take place within five
(5) working days following each observation.

Review of Professional Growth Plan completed annually.

Summative Evaluation completedr@nimum of one (1time every three yearsn
district approved formsand evaluatee will have the opportunity to submit a
written statement in response that will be included in the official personnel
record.. Must be completed by April 3 of the summative year.

Additional Observations

As determined by the evadior throughout the evaluation process. Pgsbnference
is required.

Assistance Plan for Correctiy
Action

As determined by the evaluator tbughout the evaluation process and documente
on district approved forms.

KTIP

Teacher interns shall be evaluatby utilizing the formative data
collection gathered through the intern process. Additional observati
may be warranted. Timelines associated with the KTIP process will
dziAf AT SR AT RAFFSNBYlH FNRBY t Sy
School Persarel. If the KTIP program is discontinued, the teacher will b
evaluated like other nottenured certified school personnel.

NOTE: The timeline above will be followed except in the event that a teacher/other professional is hired after the
the yea or is taking an approvekbave of absence at the beginning of the school year. A late hire will be defined
employee not working 60 or more consecutive school days. A late hire will be expected to have a minimum of 1

observation in theisummative year. If an employee in their summative evaluation year misses more than 90 da
superintendent or designee may suspend the summative evaluation until the following school year.




Certified Administrative Personnel

TIMELINE of Evaluation thdties: Certified Administrative Personnel

Explanation and Review of The district shall explain and review the evaluation process with an evaluatg

Certified Evaluation Plan y2 f+HGSNI GKFY GKS SyR 2F GKS S @ortinglzt
for employment each year.

Observations may begin only after this explanation and review of the
certified evaluation process takes place.

SelfReflection Onadate determinedby the evaluatornot to exceedthe 30t instructional school
day: Allcertified administratorscomplete and submit to their primary evaluateself
reflectiononthe districtapprovedform.

Professional Growth Plan All certified administrators, in collaboration with the primary evaluator, complete
and submit a professionalgwth plan to be approved by the primary evaluator on
the district approved form byctober 15thand revised as needed.

Site Visit/Observation The primary evaluator will conduct a site visit/observatiortscember 381, The
primary evaluator and evaluat®ill meetwithin five (5) working days following each
site visit/observatiorto review and discuss evidence of each performance standa
and progress on the Professional Growth Plan to provide systematic feedback.
Observation will be documented on distt approved form.

Summative Conference On or before June 18: the primary evaluator and evaluatee will meet to review
and discuss an assessment of performance standards and progress on the
Professional Growth Plan to provide systematic feedback.

Summative Evaluation completedn district approved formsand evaluates will have
the opportunity to submit a written statement in response that will be included in
the official personnel record.

Additional Observations As determined by the evaluator throughotlte evaluation procss. PosConference
is required and shall take place within five (5) working days following each
observation.

Assistance Plan for Correctiy As determined by the evaluator thughout the evaluation process and documente

Action on distict approved form.

Timeline of Evaluation Activities for Staff Missing Sixty 60 or More Consecutive School Days
or an Employee Missing More than 90 Days in their Summative Evaluation Year

The Superintendent, or his/her designee, will collaborate héthptimary evaluator and may reduce
the number of minimum observations of an evaluatee during the summative evaluation cycle for
evaluatees who aretworking 60 or moreonsecutive school dayBhese employees, including any
late hireswill be expectedo have a minimum of 1 full/final observation in their summative year. If
an employee in their summative evaluation year misses more than 90 days, the superintendent or
designee may suspend the summative evaluation until the following school year.

The Surintendent, or his/her designee, will collaborate with the primary evaluator to determine the
appropriate requirements, timeline, and deadlines for the completion of all components of the
Certified Evaluation Plan. The revised timeline and deadlinesfoptetion shall be noted on the
district approved form and added to the eval
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Section 2: Components of the Evaluation System

Evaluators
The primary evaluator is the immediate supsovi

Prior to conducting a formative or summative evaluatioa|uators will complete initial certified
evaluation training and testing pursuanki®S.156.557(5)(c)(4), evaluators shall be trained, tested,
and approved in accordance with administrategulations adopted by the Kentucky Board of
Education in the proper techniques for effectively evaluating certified school personnel. Evaluators
shall receive support and resources necessary to ensure consistent and reliable ratings.

Pursuant to 704 KAR:370(6)(4)(c) and (d)lkeevaluators will receive a minimum of six (6) hours
annually of EILA approved personnel evaluation system training. Observation training is required
for all evaluators conducting observations and lsa applied to the required mmum of six (6)

hours annually of EILA approved personnel evaluation system training.

Performance Measures

TheKentuckyFrameworkior Teachingshallbe usedasthe standard$or theevaluation of certified
personnel with the job title of Teacher andesigned to support student achievement and
professional practice through tf@lowing performance measures

1 Planning

1 Environment
1 Instruction

9 Professionasm

The Kentucky Framework for Other Professionals shall be used swtigards$or the evaluatio of
certified personnel with the job title of; Speech Language Pathologist, School Psychologist, Library
Media Specialist, School Counselor/Social Worker, Diagnostician/Interventionist (Instructional
Specialist), and Therapeutic Specialist are designedpport student achievement and professional
practice through thiollowing performance measures

1 Planning

9 Environment

T Instruction

1 Professionasm

TheProfessional Standards for Educational Leaders (PSEL) shall be used as the dtaritiards
evaluaton of Certified Administrative Personnel with the job title of Principal an Assistant Principal are
designed to support student achievement and professional-pesttice through thdollowing

performance measures

Planning
Environment
Instruction
Professionalism

=A =8 =4 4




Thedistrict establishegtandardgfor the evaluation of Certified Administrative Personnel with the job
title of Assistant Superintendent, Executive Director of Pupil Personnel/Student Services, Director of
Special Education/Preschool Cdimator, Executive Director of Finance & Human Resources, Executive
Director of Teaching and Learning, Director of Elementary Curriculum/Assessment, Director of
Secondary Curriculum/Assessment, and Chief Information Officer are designed to support student
achievement and professional bgstactice through thdollowing performance measures

1 Planning

1 Environment

1 Instruction

1 Professionalism

SeltReflection and Professional Growth Planning
All certified personnel will participate in seléflection and pradssional growth planning each year.

Seltreflection improves practice through ongoing, careful consideration of the impact of
professional practice on student growth and achievement.

The Professional Growth Plan will address realistic, focused, and rablsprofessional goals.

The plan will connect data from multiple sources including observation conferences, data on student
growth and achievement, and professional growth needs identified througlssettment and

reflection. In collaboration withther i mary eval uator, evaluateeos
will drive the focus of professional growth activities, support, andaingreflection.

Observations

The evaluator observation will provide evidence and feedback to measure theaffesdiof an
educator6s professional practice.

Additional administrative personnel who have been trained in accordance with 704 KAR 3:370 and
KRS 156:557may observe and providelditionalinformation to the primary evaluator.

Observation and ObservationConferencing Requirements forTeachers and Other Professionals

Non-Tenured Educators: There arenaimum of two (2) thirty (30) minute required observations
completed annually by primary evaluator

Tenured Educator&here is aninimum of one(1) thirt y (30) minuterequired observation
completed annually by primary evaluator.

Summative Cycles
Educators with a Continuing Contract (Tenured EducatoBsyears
Educators with a Limited Contract (Ndrenured Educator$)1 year

Observations may be anna&d orunannounced
Video recording may be done with the mutual consent ofnties

= =4
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1 Certified School Personnel meeting the definition of administrator in 704 KAR 3:345 Section
1(1) will receive summative evaluations annually regardless of contradntggeordance
with 704 KAR 3:345 Section 4(2)(i)

Evaluators and evaluatees will adhere to the following observation conferencing requirements:

1 A PreConference is not required, but is considered best practice for annobseedations,
and may be condtted in person alectronically.

1 A PostConference is mandatory after each observation, shall be completed within five (5)
working days of the observation, shall be conducted in person, and shall provide feedback to
theevaluatee.

KTIP If funded, eader interns shall be evaluated by utilizing the formative data collection
gathered througlthe intern process. Additional observations may be warranted.

Observation and Observation Conferencing Requirements for Certified Administrative Personnel

There isone (1) required observation in the summative cycle for tenured argmared Certified
Administrative Personnel. Additional observations may occur at the discretion of the evaluator.

Summative Cycles
1 All educators in the category of Certified Admin&ive Personnel will have a one y&pr
Summative Cycle regardless of contract status (Limitébatinuing.)

1 Observations may be announcedivannounced.
Evaluators and evaluatees will adhere to the following observation conferencing requirements:
1 A PreConference is not required, but is considered best practice for annobseedations,
and may be conducted in persorel@ctronically
1 A PostConference is mandatory after each observation, shall be completed within five (5)
working days of the adervation, shall be conducted in person, and shall provide feedback
theevaluatee.

Sources of Evidence and Performance StanbasureAlignment

SelfReflection, Professional Growth Planning and Observatiemexuired sources of evidence.

Evaluatees may provide additional evidences to support assessment of their own professional
practice. These evidences should yield inform
performanceneasures Examplesnclude:

Additional Measures of Student Learning, Budgets, District or State Assessments,
EILA/Professional, Learning experience documentation, Faculty Meeting Agendas and Minutes,
Instructional, Round/Wal hrough documentation, Leadership Team Agendds\inutes,

Meeting Agendas and Minutes, Other item(s) deemed appropriate by the evaluator and evaluatee
Parent/Community engagement events documentation, Parent/Community engagement surveys,
PLC/Team Meeting, Agendas and Minutes, Products of PractiofesBional Organization

memberships, SBDM Minutes, School schedules, Student Growth Goals, Student Voice, Surveys

11
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Teacher: Required Sources of Evidence and Performance Stafideasure Alignment
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Therapeutic Specialist (Speech Language Pathologist and School Psychologist): Required Sources of

Evidence and Performance StandartMeasure Alignment
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Library/Media Specialist: Required Sources of Evidence and Performace Stand/Measure

Alignment
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School Counselor/Social Worker: Required Sources of Evidenesd Performance StandMeasureAlignment
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Diagnostician/Interventionist (Instructional Specialist): Required Sources of Evidence and

Performance StandardMeasure Alignment
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Principals and Assistant Principals Required Sources of Evidence and Performance
Standard/Measure Alignment

Standard 1 Standard 3 Standard 4 Standard 2
Mission, Vision and Core| Equity and Cultural| Curriculum, Instruction Ethics and
Values Responsiveness and Assessment Professional
Standard 2 Standard 7 Standard 5 Norms
Operatiors and Professional Community of Care and Standard 8
Management Community for Support for Students Meaningful
Standard 10 Teachers and Staff Sandard 6 Engagement of
School Improvement Professional Capacity off Families and
School Personnel Community

Observation

Professional
Growth

Self
Reflection

District Administrators : Required Sources of Evidence and Performance Stand./Measure
Alignment

Organizational | Administration | Relationships | Equity and Instructional | CareerRelated
Leadership and with the Appreciation of | Leadership Professional
Management | Community Diversity Growth

Observation

Professional
Growth

Self
Reflection
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Section 3: Rating of Performance Standard$/easures and

Summative Professional Practice Rating
Evaluators will look for trends and patterns in practice across multiple types of evidence and apply
their professional judgment based on this evidence when evaluating personnel. The role of evidence
and professional judgmem the determination of ratings on performanoeasuresnd a
professional practice rating is paramount in this process.

The performancstandardstand as the critical rubric for providing personnel in the certified
evaluation plan and evaluators witbncrete descriptions of practice associated with specific
standards. Evaluators will organize and analyze evidence for each individual based on these
performancestandards

Evaluators and evaluatees will be engaged in ongoing dialogue throughout tfaienalycle. The
process concludes with the evaluatordés analys
relation to performance described under gaatiormance measure

1 Evaluatees may provide additional evidences to support assessmeit oiviiprofessional
practice

1 Each Performancileasureshall be rated as either Ineffective, Developkagomplished,
or Exemplary

1 Usingthetablebelow he eval uat or s lOgelall Perfoartaree Lieveleas e d u ¢
eitherlneffective, Developing, Acomplished, odExemplary

1 Professional practice ratings shall be completedistrict approved formsn or before
April 30" of each school year for Certified School Personnel and by JiHeriGertified
AdministrativePersonnelThe evaluatee will havthe opportunity to submit a written
statement in response and it will be included in the official personnel record.

CRITERIA FOR DETERMINING OVERALL PERFORMANCE LEVEL

LCX® ¢l 9b X

Environment AND Instruction are rated Overall rating shall&INEFFECTIVE
INEFFECTIVE

Environment OR Instruction are rated Overall rating shall be INEFFECTIVE OR
INEFFECTIVE DEVELOPING

Planning OR Professionalism are rated Overall rating shall NOT be EXEMPLARY
INEFFECTIVE

Two performance measures are rated OVERALL rating shall be ACCOMPLISHED

DEVELOPING andaotwerformance measures ar
rated ACCOMPLISHED

Two performance measures are rated OVERALL rating shall be ACCOMPLISHED
DEVELOPING and two performance measures
rated EXEMPLARY

Two performance measures are rated OVERALL rating shall be EXEMPLARY
ACCQIPLISHED and two performance measur
are rated EXEMPLARY
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Section 4. Appeals Process

Appeals Panel Membership

1. All members must be certifieemployees.
2. ElectedMembers
1 Must be elected to the Appeals Panel by CedEmployees.
1 Each elected member will serve a tywar term, beginning July 1 and ending June
30.
3. ElectionProcess
1 The Evaluation Committee will hold an election prior to closing day to elect a
certified employee to the Appeals Panel. Any certified engdayay volunteer and
will automatically be placed on the ballot. Any certified employee wishing to
nomi nate another may do so by fgrwardnmg ng t
the nomination to the evaluatioommittee.
All certified employees will b eligible to vote in thelection.
The two candidates with the highest vote total will be elected to-g@anterm. The
candidates receiving the third and fourth largest vote totals will serve as an alternate
on the panel for the next two years, repigogither of the two elected members, as
needed.
4. AppointedMembers
1 One certified employee and one alternate certified employee will be appoirited by
Board of Education to serve until the Board of Education apporefdacement.
5. Chairperson
1 At the fird meeting of the Appeals Panel, the members will elebaaperson.
6. Conflicts ofinterest
1 No panel member shall serve on any appeal panel considering an appeal for which
he/ she was the evaluator. Whenever a pa
family appeals to the panel, the member shall not serve for that appeal. A panel
member shall not hear an appeal filed by his/her immediate supervisor. The appeal
panel will not include a certified employee from the home school of the employee
making theappe&
1 Panel members, with just cause, may request to be excused from a particular hearing by
submitting a letter to the panel chairperson. The chairperson will review the request and
make the decision as to whether the panel member shoeaitbsed.

=a =4

Appeal Procedures

Any certified employee who believes that he or she was not fairly evaluated on the summative
evaluation may request a review by the appeals panel.

Howto A | Certified Evaluation
1. Within five (5) business days of receipt of the summatiauation, a written request for a
review must be submitted to the Human Resources Director, utilizing the Certified Evaluation
Appeal Form. Appeals not made within the five (5) business days shall be considered
untimely and noteviewable.
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10.

11.
12.

The request foreview must be submitted on the appropriate appeal form in the certified
evaluation plan. The appeal fomust:
a. Be attached to a copy of the final evaluafimm
b. Include a written statement which details both the disagreement and the réason(s)
his/her disagreement (procedural andjoalitative).
c. Include pertinent documentation that the evaluatee wants the Pexgéto
The certified employee appealing to the Panel has the burden of proof. The evaluator may
respond to any statements made and/atesge presented by the certified employee and may
present any evidence that supports the Summatiaeiation.
The chair will convene the Appeals Panel and it will complete its review of the evaluation
data no more than five (5) business days after reoktpe request for review. The
Chairperson may disallow materials and/or information to be presented or useldarthg
when she/he determines that such materials and/or information is not relevamaipioetie
The panel may issue, no more than {&pbusiness days after meeting to review the appeal,
an invitation to both the evaluatee and the evaluator to meet with the panel (separately, not
together). The purpose of this would be to obtain additional information needed to prepare a
hearing.
i. All documentation will be reviewed in the presence of all threpd3&!
members.
ii. Both parties will be given the opportunity to review all documentation
five (5) daysin advance of thhearing.
iii. All documentation will be located in a secure place in the Cebtfigk
except during Appeals Pamaketings.
iv. Confidentiality will bemaintained.
v. Copies of the documentation shall not be carried away from the established
meeting by either parties involved or by the Pafeinbers.
The panel will meet, review all documentliscuss, and prepare questions to be asked of each
party by the Chairperson. Additional questions may be posed by panel members during the
hearing.
The members of the Certified Employee Appeals Panel, the evaluatee, and the evaluator will
be notified ofthe time, date, and place of the hearing by the Chairperson. The hearing must
take place within fifteen (15) business days from the date the apfiksl.is
Both the evaluatee and the evaluator are notified of the right to be accompanathbgra
representative including legal counsel, at their own persoqanse.
Witnesses may be presented, but will be called one at a time and will not be allowed to
observe th@roceedings.
The duties of the appeals panel shall be limited to a review of the summatiliation of
any certified employee who does not agree with his/her evaluation and who appeals to the
panel for review of the same. The panel 0s
did or did not have a factubsis.
All hearings will be onfidential and will follow these written procedures of Rtamel.
Thedecisionof thepanelaftersufficiently reviewingall evidencemayinclude,butnotlimited
to, thefollowing:
Upholding all parts of the originalaluation.
Voiding the original eviaation or parts ot.
Ordering a new evaluation by a second certéieghloyee.
Removing the summative evaluation from the personnel file and placing a ¢bpy of
panel 6s writfilen findings in the

aoow
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13.

14.

The chairperson of the panel shall presentthelPéne deci si on t o the ey
the Superintendent within (15) business days from the date the adjedl is

1 Intheeventthattheevaluatoiis the Superintendenthep a n eetotendatioshall

go directly to the Board ddducation.

1T Thepanel 6s deci si on may b &ducafop.eal ed t o t
Pursuant to KRS 156.5687Standards For Improving Performance of Certified School
Personneland704KAR 3:345 EvaluationGuidelinesanycertifiedemployeevhofeelsthat
the local districis not properly implementing the evaluation plan according to the way it was
approvediy the KentuckyDepartmenof Educatiorshallhavethe opportunityto appeato the
Kentucky Board of Education. Its jurisdiction shall be limited to procedural matteesig
addressed by the local appeals panel required by KRS 156.557(5). The panel shall have no
jurisdiction relative to complaints involving the professional judgmental conclusions of
evaluations, and the panel 0s roceedngseaithedobad | |
districtlevel.
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Section 5: Roles and Definitions

Appeals
A process whereby any certified personnel employee who believes that he or she was not fairly
evaluated on the summative evaluation can formally disagree with his/heatevalu

Corrective Action Plan
A plan whereby the primary evaluator, with input from the person being evaluated, develops a
process to assist the evaluatee to address the deficiencies identified.

Certified Administrative Personnel
A certified employee, Bew the level of superintendent, who devotes the majority of employed time
in a position at the district or school level for which certification is required by EPSB or for which
administrative certification is required by the Education Professional StanBaard pursuant to 16
KAR 3:050
Principal, Assistant Principal, Assistant Superintendent, Executive Director of Pupil
Personnel/Student Services, Director of Special Education/Preschool Coordinator, Executive
Director of Finance & Human Resources, ExeeRirector of Teaching and Learning, Director
of Elementary Curriculum/Assessment, Director of Secondary Curriculum/Assessment, Chief
Information Officer

Certified School Personnel
A certified employee, below the level of superintendent, who devotesajogity of employed time

in a position in a district for which certification is required by the Education Professional Standards
Board pursuant to Title 16 KAR and includes certified administrators, assistant principals, principals,
other professionalsnd teachers.

Conference

A meeting between the evaluator and the evaluatee for the purposes of providing evaluator feedback,
analyzing the results of an observation or observations, reviewing other evidence to determine the
eval uat eeds a caeasig growthhanddeading to therestablishment or revision of a
professional growth plan.

Continuing Contract

A contractfor theemploymenbf aneducatowhich shallremainin full forceandeffectuntil the
educator resigns or retires, or untilstterminated or suspended as provided in KRS 161.790 and
161.800

District Administrator

A certified employee with the following job titl&ssistant Superintendent, Executive Director of
Pupil Personnel/Student Services, Director of Special Educationfescoordinator, Executive
Director of Finance & Human Resources, Executive Director of Teaching and Learning, Director of
Elementary Curriculum/Assessment, Director of Secondary Curriculum/Assessment, and Chief
Information Officer

22




Evaluatee
The certified school or administrative personnel who is being evaluated

Evaluator

Certified administrative and supervisory personnel trained, tested and approved in accordance with
administrative regulations adopted by the Kentucky Board of Education and in tHehsaahool

district evaluation system

Evidence
Documents or demonstrations that indicate proof of a particular performance standard

Late Hire
A certified employee with a start date on or after tHeieétructional school day of the current
schoolyea 6s cal endar

Limited Contract
A contract for the employment of an educator for a term of one (1) year only or for that portion of the

school year that remains at the time of employment

Non-Tenured Educator
An educator on a limited contract

Observation

A data collection process conducted by an evaluator for the purpose of evaluation and may include
notes and professional judgments made during one (1) or more classroom or worksite visits of any
duration, may include examination of artifacts, and may be ceéediirc person or through video

Other Professionals
Certified employees other than teachers and certified administrative personnel

Speech Language Pathologist, Library Media Specialist, School Counselor/Social Worker,
Diagnostician/Interventionist (Instruohal Specialist), and Therapeutic Specialist

Performance Rating
The description of an educatords performance

Ineffective

Rating for performance that consistently fails to meet expectations for effective performance
Developing

Raiting for performance that inconsistently meets expectations for effective performance
Accomplished

Rating for performance that consistently meets expectations for effective performance
Exemplary

Rating for performance that consistently exceeds expectdtipeffective performance

Performance Standard¢$Measures

Guiding standards that provide for a defined set of common purposes and expectations that guide
effective teaching and school leadership
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Post Conference
A meeting between the evaluator and the eaale to provide feedback from the evaluatioalyze

results of an observation, review other evide
areas fogrowth

Pre-Conference
A meeting between the evaluator and the evaluatee to discuss the upaomaunced observation

Professional Growth Plan
An individualized plan for certified personnel that is focused on improving professional practice and

leadership skills, aligned with performance standards and the specific goals and objectives of the
schod improvement plan or the district improvement plan, built using a variety of sources and types
of data that reflect student needs and strengths, evaluate data, and the school and district data,
produced in consultation with the evaluator

Professional Pradice Rating
The application of the professional judgment of the evaluator, using the sources of evidence as

defined by the certified evaluation plan

Seli-Reflection
The process by which certified personnel assess the effectiveness and adequacy oflegig&no

and performance for the purpose of identifying areas for professional learning and growth

Tenured Educator
An educator who is on a continuing contract
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Section 6: District Approved Forms

All evaluations will be documented on district approved foamd will become part of the personnel

file.

The following pages provide required district forms for the evaluation of Certified Administrative

Personnel and Certified School Personnel.
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Teacher SelfReflection Template

Evaluatee: SchoolYear:
la: Knowledge of content/pedagogy 3 3 3 3
1b: Demonstrate knowledge of students 3 3 3 3
1c: Setting Instructional Outcomes 3 ] 3 3
1d: Demonstrates knowledge of resources 3 3 3 3
le: Designing Coherent Instruction 3 3 ] ]
1f: Designing Student Assessment 3 3 3 ]

Rationale forPerformance Measure Planning

2a: Creating Environment of Respect & Rapport 3 3 3 3
2b: Establish Culture of Learning 3 3 3 3
2c: Maintaining Classroom Procedures 3 ] 3 3
2d: Managing Student Behavior ] ] 3 3
2e: Organizing Physical Space 3 ] 3 3

Rationale forPerformance Measure Environment
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3a: Communiating with Students

3b: Questioning & Discussion Techniques

3c: Engaging Students in Learning

3d: Using Assessment in Learning

3e: Demonstrating Flexibility & Responsive

Rationale forPerformance Measure Instruction

4a: Reflecting On Teaching

4b: Maintaining Accurate Records

4c¢: Communicating With Families

4d: Participating in Professional Learning Community

4e: Growing & Developing Professionally

4f: Showing Professionalism

Rationale forPerformance Measure Professionalism
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Teacher Professional Growth Plan Template

Evaluatee: SchoolYear:

Guiding Questions for Goal Develo@ent

Professional Practice
What do | want to change about my practice that will positively impact student learning?

Connecting Priority Growth Needs to Professional Growth Planning

Please select one or more areas that show how your goal connects piibrity area of need.

SelfReflection

Student GrowthGoals

Observations

StudentVoice

Framework foiTeaching

Comprehensive District or School Improvemilain

M M M M D (D

Component Alignment

M

la: Knowledge afontent/pedagogy

1b: Demonstrate knowledge sfudents
1c: Setting Instruction@utcomes

1d: Demonstrates knowledge mfsources
le: Designing Coherehtstruction

1f: Designing Studertssessment

2a: Creating Environment of RespedR&pport
2b: Establish Culture ékarning

2c: Maintaining ClassrooRrocedires

2d: Managing Studer@ehavior

2e: Organizing Physicgpace

3a: Communicating witBtudents

3b: Questioning & Discussidiechnigues
3c: Engaging Studentsliearning

3d: Using Assessmentliearning

3e: Demonstrating Flexibility Responsive
4a: Refleting OnTeaching

4b: Maintaining Accurat®ecords

4c: Communicating Withamilies

4d: Participating in Professional Learn@gmmunity
4e: Growing & Developirgrofessionally
4f; ShowindProfessionalism

M (M (D M (D (D (M (D (D (D (D (D (D (D (D (D (D (D (D (Dt (D
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Teacher Professional Growth Plan Template Continued

Professional Learning
What personal learning is necessary to make that change?

Monitoring Progress
How will I monitor my progress towards my goal? (Student Data, Student Feedback, Unit Lesson
Plans, Videdaped Lessons)

Action Plan

Action Plan
What is my plan of action to advance my professional growth?

Support and Resources
What resources and/or support do | need to achieve my goal?

Target Completion Date
What is my target completion date for achievement of my goal?

Signatures; Upon Approval of Professional Growth Plan by Primary Evaluator

9 @I t dBighaunD & Date

9@ fdza 1SSQa { ATyl GdzNB Date
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Teacher Professional Growth Plan Template Continued

End of Year Reflection

Professional Learning Update and Instructional Changes
List the professional learning activities related to your goal that you have completed at thiauiche
describe the instructional changes you have made as a result of each professional learning activity.

Professional Learning Impact
Describe the impaahe professional learning activities have had on student learning.

End of Year Status
Select the status of your goal.

& Achieved N Revised i Continued
90 t dBigh®uNh & Date
9@ fdza §$SSQa { ATyl GdzNB Date
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Therapeutic Specialist SeHReflection Template

Evaluatee: SchoolYear:

la: Demonstrating knowledge and skill ietspecialist therapy, 5 5 5 5
area holding the relevant certificate or license

1b: Establishing goals for the therapy program appropriate t 5 5 5 5
the setting and the students served

1c: Demonstrating knowledge of District state and federal 5 5 5 5
regulationsand guidelines

1d: Demonstrating knowledge of resources both within and 5 5 5 5
beyond the school and district

le: Planning the therapy program integrated with the regula 5 5 5 5
school program to meet the needs of individual students

1f: Devdoping a plan to evaluate the therapy program d 4 4 4

Rationale forPerformance Measure Planning

2a: Establishing rapport with students d 3 d d

2b: Organizing time effectively 4 5 d 4

2c. Establishing and maintaining clear procedures for referra g 5 g g

2d: Establishing standards of conduct in the treatment centg d 3 4 4

2e: Organizing physical space for testing of students and 5 5 5 5
providing therapy

Rationale forPerformance Masure- Environment
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3a: Responding to referrals and evaluating student needs

3b: Developing and implementing treatment plans to maxim
a0dzRSy i Qa adz00Saa

3c: Communicating ith families

3d: Collecting information; writing reports

3e: Demonstrating flexibility and responsiveness

Rationale forPerformance Measure Instruction

4a: Rdlecting on practice

4b: Collaborating with teachers and administrators

4c: Maintaining an effective data management system

4d: Participating in a professional community

4e: Engaging in professional development

4f: Showing professionalism including integrity advocacy an
maintaining confidentiality

Rationale forPerformance Measure Professionalism

32




Therapeutic Specialist Professional Growth Plan Template

Evaluatee: SchoolYear:

Guiding guestions for Goal Development

Professional Practice
What do | want to change about my practice that will positively impact student learning?

Connecting Priority Growth Needs to Professional Growth Planning
Please select one or more areas that show lyoar goal connects with a priority area of need.

SelfReflection

Student GrowthGoals

Observations

StudentVoice

Framework for Therapeuti8pecialist
Comprehensive District or School Improvemelzn

Component Alignment

la:Demonstratingknowledgeand skill in the specialistherapyareaholdingthe relevantcertificateor
license

1b: Establishingyoalsfor the therapyprogramappropriateto the settingandthe studentsserved

1c: Demonstrating knowledge of District state and federal regulationgaitdlines

1d: Demonstratingknowledgeof resourcesoth within andbeyondthe schoolanddistrict

le:Planninghe therapyprogramintegrated withthe regularschoolprogramto meetthe needsof
individualstudents

1f: Developing a plan to evaluate the theygpogram

2a: Establishing rapport wigtudents

2b: Organizing timeffectively

2c: Establishing and maintaining clear proceduresdi@rrals

2d: Establishing standards of conduct in the treatneartter

2e:Organizinghysicakpacefor testingof studentsand providingtherapy

3a: Responding to referrals and evaluating studesgds
100Y 5S8S@St2LAY3T YR AYLI SYSy(AysSccésdBIl GYSyd LI Fya i

3c: Communicating witfamilies

3d: Collecting information; writingeports

3e: Demonstratingdlexibility andresponsiveness

4a: Reflecting opractice

4b: Collaborating with teachers aadministrators

4c: Maintaining an effective data managemegstem

4d: Participating in a professiorammunity

4e: Engaging in professiomvelopment

4f. Showving professionalism including integrity advocacy and maintaoongjdentiality
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Therapeutic Specialist Professional Growth Plan Template Continued

Professional Learning
What personal learning is necessary to make that change?

Monitoring Progress
Howwill I monitor my progress towards my goal? (Student Data, Student Feedback, Unit Lesson
Plans, Videdaped Lessons)

Action Plan

Action Plan
What is my plan of action to advance my professional growth?

Support and Resources
What resources and/orupport do | need to achieve my goal?

Target Completion Date
What is my target completion date for achievement of my goal?

Signatures; Upon Approval of Professional Growth Plan by Primary Evaluator

9 @I t dBighaunD & Date

9 @I t dBighABQ & Date
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Therapeutic Specialist Professional Growth Plan Template Continued

End of Year Reflection

Professional Learning Update and Instructional Changes
List the professional learning activities related to your goal that you have completed aintieiand
describe the instructional changes you have made as a result of each professional learning activity.

Professional Learning Impact
Describe the impact the professional learning activities have had on student learning.

End of Year Status
Slect the status of your goal.

1 Achieved % Revised % Continued
9 g f dSighdunel & Date
9@ fdza 1$SSQa { A3yl GdzNB Date
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Library/Media Specialist Self-Reflection Template

Evaluatee: SchoolYear:

la: Demonstrating Knowledge of Content Curriculum and
Process

1b: Demonstrating Knowledge of Students 4 4
1c: Supporting Instructional Goals 4 4
1d: Demonstrating Knowledge and Use of Resources d g

le: Demonstrating a Knowledge atelrature and Lifelong
Learning

1f: Collaborating in the Design of Instructional Experiences 5

Rationale forPerformance Measure Planning

2a: Creating an Environment of Rest and Rapport g 4
2b: Establishing a Culture for Learning 4 4
2c: Managing Library Procedures 4 4
2d: Managing student behavior d d
2e: Organizing physical space d

Rationale forPerformance Measure Environment
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3a: Communicating Clearly and Accurately

3b: Using Questioning and Research Techniques

3c: Engaging Students in Learning

3d: Assessment in Instruction (whole class,-onene and
small group)

3e: Demonstrating Flexibility and Responsiveness

Rationale forPerformance Measure Instruction

4a: Reflecting on Practice

4b: Maintaining Acaate Records

4c: Communicating with School Staff and Community

4d: Participating in a Professional Community

4e: Growing and Developing Professionally

4f:

—

Collection Development and Maintenance

4g: Managing théibrary Budget

4h: Managing Personnel

4i: Professional ethics

Rationale forPerformance Measure Professionalism
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Library/Media Specialist Professional Growth Plan Template

Evaluatee: SchoolYear:

Guiding questiondor Goal Development

Professional Practice
What do | want to change about my practice that will positively impact student learning?

Connecting Priority Growth Needs to Professional Growth Planning
Please select one or more areas that show how yoat gonnects with a priority area of need.

SelfReflection

Student Growthzoals

Observations

StudentVoice

Framework for Library/Medi8pecialist
Comprehensive District or School Improvemelsn

Component Alignment

la: Demonstrating Knowledge of Conte&urriculum andProcess
1b: Demonstrating Knowledge 8fudents

1c: Supporting Instruction&@oals

1d: Demonstrating Knowledge and Usérekources

le: Demonstrating a Knowledge of Literature and Lifelaragning
1f: Collaborating in the Design of Insttianal Experiences

2a: Creating an Environment of Respect Ragport

2b: Establishing a Culture foearning

2c: Managing Librafrocedures

2d: Managing studerttehavior

2e: Organizing physicgpace

3a: Communicating Clearly aAdcurately

3b: Using Qestioning and Researdrechniques

3c: Engaging Studentsliearning

3d: Assessment in Instruction (whole class,-onene and smaljroup)
3e: Demonstrating Flexibility aftesponsiveness

4a: Reflecting oRractice

4b: Maintaining AccuratRecords

4c: Communicating with School Staff a@bmmunity

4d: Participating in a Professio@mmunity

4e: Growing and Developifgofessionally

4f: Collection Development amdaintenance

4g: Managing the LibraBudget

4h: Managindersonnel

4i: Professionadthics
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Library/Media Specialist Professional Growth Plan Template Continued

Professional Learning
What personal learning is necessary to make that change?

Monitoring Progress
How will I monitor my progress towards my goal? (Student Data, Student Feedbadkessain
Plans, Videdaped Lessons)

Action Plan

Action Plan
What is my plan of action to advance my professional growth?

Support and Resources
What resources and/or support do | need to achieve my goal?

Target Completion Date
What is my target@mpletion date for achievement of my goal?

Signatures; Upon Approval of Professional Growth Plan by Primary Evaluator

9 g f dSighdtunel & Date

90 tdZ 155Qa {AIJYl (idzNB Date
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Library/Media Specialist Professional Growth Plan Template Continue

End of Year Reflection

Professional Learning Update and Instructional Changes

List the professional learning activities related to your goal that you have completed at thiartane
describe the instructional changes you have made as a result of eafdsgional learning activity.

Professional Learning Impact
Describe the impact the professional learning activities have had on student learning.

End of Year Status
Select the status of your goal.

1 Achieved % Revised 3 Continued
EvaluatidNI3ignature Date
9@ fdza §$SSQa { ATyl GdzNB Date
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Instructional Specialist (Diagnostician/Interventionist) SelfReflection Template

Evaluatee: SchoolYear:

la: Demonstrating knowledge of current trendssipecialty 5 5 5 5
area and professional development

MOY 5SY2yaidNlGdAy3d (y2ef SRIS 5 5 5 5
levels of teacher skill in delivering that program

1c: Establishing goals for the instructional support program 5 5 5 5
appropriate to the setting and the teachers served

1d: Demongrating knowledge of resources both within and 5 5 5 5
beyond the school and district

le: Planning the instructional support program integrated wi 5 5 5 5
the overall school program

1f: Developing a plan to evaluate the instructional support 5 5 5 5
program

Rationale forPerformance Measure Planning

2a: Creating an environment of trust and respect d d d d

2b: Establishing a culture for ongoing instructional 5 5 5 5
improvement

2c: Estalishing clear procedures for teachers to gain access 5 5 5 5
the instructional support

2d: Establishing and maintaining norms of behavior for 5 5 5 5
professional interactions

2e: Organizing space for workshops or training 5 d d d

Rationale forPerformance Measure Environment
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3a: Collaborating with teachers in the design of instructional
units and lessons

3b: Engaging teachers in learning new instructional skills

3c:Sharing expertise with staff

3d: Locating resources for teachers to support instructional
improvement

3e: Demonstrating flexibility and responsiveness

Rationale forPerformance Measure Instruction

4a: Reflecting on practice

4b: Preparing and submitting budgets and reports

4c: Coordinating work with other instructional specialists

4d: Participating in a Professional Learning Comtguni

4e: Engaging in professional development

4f: Showing Professionalism including integrity and
confidentiality

Rationale forPerformance Measure Professionalism
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Instructional Specialist (Diagnostician/Interventionist) Professional Growth Plan Template

Evaluatee: SchoolYear:

Guiding questions for Goal Development

Professional Practice
What do | want to change about my practice that will positively impact student learning?

Connecting Priority Growth Needs taéfessional Growth Planning
Please select one or more areas that show how your goal connects with a priority area of need.

SelfReflection

Student GrowthGoals

Observations

StudentVoice

Framework for Instruction&pecialist
Comprehensive District or Smbl Improvemen®lan

Component Alignment

la:Demonstratingknowledgeof currenttrendsin specialtyareaand professionablevelopment

8 MOY 5SY2yaiNrdAy3d ({y2eé6fSR3IS 2F GKS aOK22prayam LINE 3 NI

f| 1c: Establising goals for the instructional support program appropriate to the setting and the teachers
served

1d: Demonstrating knowledge of resources both within and beyond the school and district
le: Planning the instructional support program integrated with dverall school program

1f: Developing a plan to evaluate the instructional support program

2a: Creating an environment of trust and respect

2b: Establishing a culture for ongoing instructional improvement

2c: Establishing clear procedures for teachtergain access to the instructional support

2d: Establishing and maintaining norms of behavior for professional interactions

2e: Organizing space for workshops or training

3a: Collaborating with teachers in the design of instructional units and lessons

3b: Engaging teachers in learning new instructional skills

3c: Sharing expertise with staff

3d: Locating resources for teachers to support instructional improvement

3e: Demonstrating flexibility and responsiveness

4a: Reflecting on practice

4b: Prepring and submitting budgets and reports

4c: Coordinating work with other instructional specialists

4d: Participating in a Professional Learning Community

4e: Engaging in professional development

4f: Showing Professionalism including integrity and ictemftiality

s & R & S & s & s & e & s & i & i i 5 i 5 i & i & J 5 i & i & S & o & i 5
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Instructional Specialist (Diagnostician/Interventionist) Professional Growth Plan Template
Continued

Professional Learning
What personal learning is necessary to make that change?

Monitoring Progress
How will I monitor my progress towardsy goal? (Student Data, Student Feedback, Unit Lesson
Plans, Videdaped Lessons)

Action Plan

Action Plan
What is my plan of action to advance my professional growth?

Support and Resources
What resources and/or support do | need to achieve my goal?

Target Completion Date
What is my target completion date for achievement of my goal?

Signatures; Upon Approval of Professional Growth Plan by Primary Evaluator

9 @I t dBighatunD & Date

9@ fdza 1SSQa { ATyl GdzNB Date
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Instructional Specialist (Diagnostician/Interventionist) Professional Growth Plan Template
Continued

End of Year Reflection

Professional Learning Update and Instructional Changes
List the professional learning activities related to your goal that you have completed atrikiand
describe the instructional changes you have made as a result of each professional learning activity.

Professional Learning Impact
Describe the impact the professional learning activities have had on student learning.

End of Year Status
Selet the status of your goal.

& Achieved N Revised i Continued
90 t dBigh®uNh & Date
9@ fdza 1SSQa { ATyl GdzNB Date
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School Counselor/Social Worker SelReflection Template

Evaluatee: SchoolYear:

la: Demonstrating knowledge of caseling theory and A A A A
techniques

1b: Demonstrating knowledge of child and adolescent A A A A
development

1c: Establishing goals for the counseling program appropri A A A A
to the setting and the students served

1d: Demonstrating knowledge of séaand federal regulations A A A A
and of resources both within and beyond the school and distrig

le: Planning the counseling program integrated with the A A A A
regular school program

1f: Developing a plan to evaluate the counseling program n N N n

Rédionale for Performance Measure Planning

2a: Creating an environment of respect and rapport n n n n

2b: Establishing a culture for productive communication n n n n

2c: Managing routinesral procedures n n f n

2d: Establishing standards of conduct and contributing to tf A A A A
culture for student behavior throughout the school

2e: Organizing physical space n n n n

Rationale forPerformance Measure Environment
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3a: Assessing student needs n n n n

3b: Assisting students and teachers in the formulation of y . . y
academic personal social and career plans based on knowled n n n n
student needs

3c: Using counseling technigaié individual and classroom A A A A
programs

3d: Brokering resources to meet needs n N N n

3e: Demonstrating flexibility and responsiveness n N f A

Rationale for Performance Measurdnstruction

4a: Reflecting on practice A A f A
4b: Maintaining records and submitting them in a timely = z = =
; n n n n
fashion
4c: Communicating with families A A f A
4d: Participating in a professional community A A f A
4e: Engaging in professional deveiognt A A f A
4f Showing professionalism n n f n

Rationale forPerformance Measure Professionalism

47




School Counselor/Social Worker Professional Growth Plan Template

Evaluatee: SchoolYear:

Guiding questions for Goal Development

Profession&Practice
What do | want to change about my practice that will positively impact student learning?

Connecting Priority Growth Needs to Professional Growth Planning
Please select one or more areas that show how your goal connects with a priorityf areado

SelfReflection
Student Growthzoals
Observations
StudentVoice

Framework for School Guidance Counselor/St¢@ker
Comprehensive District or School Improvemelsn

Component Alignment

la: Demonstrating knowledge of counseling theory taathniques

1b: Demonstrating knowledge of child and adolesatvelopment

1c:Establishingjoalsfor the counselingorogramappropriateto the settingandthe studentsserved

1d: Demonstratingknowledgeof stateandfederalregulationsand of resourceshoth within andbeyondthe schooland
district

le: Planning the counseling program integrated with the regular sgmogtam

1f: Developing a plan to evaluate the counsefinggram

2a: Creating an environment of respect aagport

2b: Establishing a culturerf productivecommunication

2c: Managing routines angtocedures

2d: Establishingtandardsof conductand contributingto the culture for studentbehaviorthroughoutthe school

2e: Organizing physicgppace

3a: Assessing studeneeds

3b: Assistingstuderts andteachersin the formulation of academigersonalsocialandcareer plandasedon knowledge
of studentneeds

3c: Using counseling techniques in individual and classpyograms

3d: Brokering resources to meeteds

3e: Demonstrating flexibility angsponsiveness

4a: Reflecting opractice

4b: Maintaining records and submitting them in a timialghion

4c: Communicating witfamilies

4d: Participating in a professior@mmunity

4e: Engaging in professiomtvelopment

4f Showingrofessionalism
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Sdool Counselor/Social Worker Professional Growth Plan Template Continued

Professional Learning
What personal learning is necessary to make that change?

Monitoring Progress
How will I monitor my progress towards my goal? (Student Data, Student Feedlrdickesson
Plans, Videdaped Lessons)

Action Plan

Action Plan
What is my plan of action to advance my professional growth?

Support and Resources
What resources and/or support do | need to achieve my goal?

Target Completion Date
What is my taget completion date for achievement of my goal?

Signatures; Upon Approval of Professional Growth Plan by Primary Evaluator

9 g f dSighdtunel & Date

90 tdZ 155Qa {AIJYl (idzNB Date
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School Counselor/Social Worker Professional Growth Plan Tempta Continued

End of Year Reflection

Professional Learning Update and Instructional Changes

List the professional learning activities related to your goal that you have completed at thiartane
describe the instructional changes you have made as a rekeatich professional learning activity.

Professional Learning Impact
Describe the impact the professional learning activities have had on student learning.

End of Year Status
Select the status of your goal.

1 Achieved % Revised 3 Continued
9 g f dSighdtunel & Date
9@ fdza 6$SSQa { ATyl GdzNB Date
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Formative Performance
Review/Observation

Certified School Personnel
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Pendleton County Schools

Formative Performance Review/Observation
Certified Schol Personnel

Evaluator:

Evaluatee:

School Year:

Date of Observation:

Date of Post Observation Meeting:

Directions Evaluators use this form to maintain a record of evidence docueaefor each
performance measuref the Framework for Teaching. Evidemst®uld be drawn from multiple
appropriate sources. This form should be maintained by the evaluator during the course of the
evaluation cycle. This report is shared at a meeting with the evaluatee held within appropriate
timelines and the original shoulse submitted to the district office at the end of each school year.

Evaluators should maintain a copy for their records.

Performance Measurd. Planning

Component Exemplary | Accomplished| Developing Ineffective

la:

1b:

1c:

1d:

le:

1f:

Mark the rating for thePerformance Measurbelow.

Exemplary 3 Accomplished 3 Developing 9 Ineffective 9

Comments:
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Performance Measur@: Environment

Component Exemplary  |Accomplished |Developing Ineffective

2a:

2b:

2C:

2d:

2e:

Mark the rating for thePerformance Measurbelow.

Exemplay 9o Accomplished 2 Developing 9 Ineffective 9

Comments:

Performance Measur8: Instruction

Component Exemplary |Accomplished Developing  |Ineffective

3a.

3b.

3c.

3d.

3e.

Mark the rating for thePerformance Measurbelow.

Exemplary 2 Accomplished 9 Developing 9 Ineffective 9

Comments:
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Performance Measure Professionaém

Component

Exemplary  |Accomplished [Developing |Ineffective

4a.

4b.

4c.

4d.

4e.

41,

+ 4g.

+ 4h.

£ 4

+ Library/Media Specialists only Mark the rating for therformance Measurkeelow.

Exemplary o Accomplished 8 Developing 9 Ineffective 3

Comments:
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Summary of Formative Performance For Certified School Personnel

Commendations:

Areas Nogd for Improvement:

Improvement Goals:

9 gl f diahe N &

9 @l t dBighaul &

Date:

9 f diNain& S Qa

9 Gt f dBigh&Be &

Date:

(Signature of evaluatee denotes receipt of the formative evaluation, not necesgaigreement
with the contents of the form.)

Comments:

Evaluator & evaluatee keep a copy. Original to Human Resources.
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Summative Performance
Review
Certified School Personnel
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Summative Performance Review

Certified School Personnel

Bvaluatee:

Position:

School:

Evaluator:

Date(s) of Observation(s):

Date(s) of Conference(s):

Rating
Performance Measures
I D A E
1. Planning 8 5 3 ]
Evidences Used to Determine Rating:
2. Environment 5 5 5 5
Evidences Used to Determine Rating:
3. Instruction 3 3 ] 8
Evidences Useid Determine Rating:
4. Professionalism 3 3 ] 8
Evidences Used to Determine Rating:
Overall Professional Practice Rating 5 5 g d

| = Ineffective; D = Developing; A = AccomgliseE=Exemplary
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CRITERIA FOR DETERMINING OVERALL PERFORMANCE LEVEL

LCX®

¢l 9bX

Environment AND Instruction are rated INEFFECTIVE

Overall rating shall be INEFFECTIVE

Environment OR Instruction are rated INEFFECTIVE

Overall rating shall be INEFFECTIVE OR
DEVELOPING

Planning OR Professionalism are rated INEFFECTIVE

Overall rating shall NOT be EXEMPLARY

Two performance measures are rated DEVELOPING and two performg
measures are rated ACCOMPLISHED

OVERALL rating shall be ACCOMPLISHED

Two performance mesures are rated DEVELOPING and two performan
measures are rated EXEMPLARY

OVERALL rating shall be ACCOMPLISHED

Two performance measures are rated ACCOMPLISHED and two
performance measures are rated EXEMPLARY

OVERALL rating shall be EXEMPLARY

Summative Performance Review ContinuegiCertified School Personnel
Employment Recommendation to the Central Office

Recommended for continuezmployment

Recommended for placement on a Corrective Action Plan (One or ped@mance measureare ineffective)
Recommended for Dismissal/Nétenewal (Certified personnel has failed to make progress@arrectiveAction

Plan, or consistently performs below the established standards or in a manner that is inconsistenSwittattO K 2 2 f Q&

goals.)

Evaluator Comments:

9 I f diMaihe ND &

9 @I t dBighaul &

Date:

9 gl f diNain& S Q&

9 @l t dBigh&uBen &

Date:

1 | agree with thiSummativeEvaluation

9 gl t dzZEoin®&h@:&(May also be attached)

(Signature of evaluatee denotes receipt of the summative evaluation, not necessarily agreement with the contents ofthg fo

Certified employees must make their appeals to this summative evaluation within the time frames mandated in 704 KAR 3:8d8sSec

3 | disagree with thiSummativeEvaluation

7, 8, 9 and the local district certified evaluation plan.
Evaluator & evaluatee each keep a copy. Original goes to HufResources.
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Certified Administrative
Personnel
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Principal and Assistant Principal Sé&teflection

Evaluatee:

School Year:

Reflect on the effectiveness and adequacy of your practice in each of the performance standards. Provide
arating (I = Ineffective; D = Developing; A = Accomplished; E=Exemplary) on each performance standard
and list your strengths and areas for growth.

Professional Standards for
Educational Leaders

SelfAssessment

Strengths and areas for growth

1. Mission, Visin, and Core Values

Effective educational leaders develop, advocat
and enact a shared mission, vision, and core
values of highguality education and academic
success and wellieing of each student.

2. Ethics and Professional Norms

Effective educational leaders act ethically and
according to professional norms to promote ea
d0dzRSyiQa | OF RSheln@ ad

3. Equity and Cultural Responsiveness
Effective educational leaders strive for equity
of educationabpportunity and culturally
NSalLR2yaArgdgsS LINI OGA0Sa
academic success and wid#ing

4. Curriculum, Instruction, and Assessment
Effective educational leaders develop and supj
intellectually rigorous and coherengstems of
curriculum, instruction, and assessment to
LINE Y23 S S fadendiclbdeteSsiaidQ
well-being

5. Commurtly of Care and Support for Student
Effective educational leaders cultivate
inclusive, caring, and supportive schq
community that promotes the academic succ
and weltbeing of each student.

6. Professional Capacity of School Personnel
Effectiveeducational leaders develop the
professional capacity and practice of school
personnel to promote each studénQ& | Ol
success and welleing.

7. Professional Community For Teachers and §
Effectiveeducational leaders foster a
professional community of teachers and other
LINEFSaaazylt aidlr¥F {2
academic success and lvbeing.
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8. Meaningful Engagement of Families and
Community

Effectiveeducational leaders engage families af | D|A|E
the community in meaningful, reciprocal, and
mutually beneficial ways to promote each
atdzRSyiQa I OF RS¥ein® ad

9. Operations and Management

Effectiveeducational leaders manage school
operations and resources to promote each | D|A|E
dlGdzRSy i Qa | OF RS¥ein@ a&ad

10. School Improvement

Effectiveeducational leaders act agents of
continuous improvement to promote each | D|A|E
d0dzRRSyiQa | OFRS¥an@ ad

Examine additional relevant data sources to make an informed decision on growth needs. Select an area of growth from the
above selreflection to bcus your professional growth goals.
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Principal and Assistant Principal Professional Growth Plan Template

Initial Reflection Based on the areas of growth identified in the Badflection complete this section

and return to evaluator b@ctober 1%8' of each school year.

Professional Growth Goal:
1  What do | want to change laout my practices that will
effectively impact studentearning?
1  How can | develop a plan of action to address my
professionallearning?

1 How will | know if | accomplished mybjective?

Connection toProfessional Standards for Educational Leaders

The evaluatee should connect the PGP Goal to the approfitiermance Measure arttie PSEL and list below

learning necessary to maki
that change?

Action Plan
Professional Targeted
Learning Strategies/Actions C g| ti
What do | want to change What will | need to do in order to learn my identified Resources/Support ompletion
about my I_eadership or skill or content? What resources will | need to Date
role that will eﬁectlvgly How will | apply what | havearned? complete my plan? When will |
impact student learning? How will I accomplish my goal? What support will | need? complete each
What is my personal identified

strategy/ action?
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Principal and Assistant Princip&rofessional Growth Plan Template
Continued

Site Visit/Observation and Progress Check of Professional Growth (3bast be completed by
December 3% of each school year.)

Comments:
9 g f dSighatuel & Date:
9 g f dBigh&ue:Q a Date:

Endof-Year Status of Professional Growth Goal

Comments:

Select the status of the goal.

1 Achieved 3 Revised 3 Continued
9 g f dSighdtunel & Date:
9 g f dBigh&use & Date:

Evaluator & evaluatee each keep a copy. Original goes to Human Resources.
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District Administrator SeHReflection

Evaluatee:

School ¥ar:

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 grdwt

Standard SelfAssessment Strengths and areas for growth

1. Organizational Leadership | DIAI|E
2. Instructional Leadership | DIAIE
3. Administration and Management I DIAI|E
4. Relationships with the Community | DIAIE
5. Promotion of Equity and Appreciation of

Diversity I DI A|E
6. CareeiRelated Professional Growth Il | D|A|E

Examine additional relevant data sources to make an informed decision on growth needs. Select an area of growth from th
above selfreflection to focus your professional growth goals.
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District Administrator Growth Plan Template

1) Initial Reflection Based on the areas of growth identified in the -&aflection complete this section and

return to evaluator byDctober 1%' of each schooyear.

Professional Growth Goal:
1 What do | want to change about my practisehat will
effectively impact studentearning?

1 How can | develop a plan of action to address my
professionallearning?

1  How will | know if | accomplished mgbjective?

Connection to Standards

The evaluatee should connect the PGP Goal to the appropriate performance standard and list that standard below.

necessary to make that
change?

Action Plan
Professional Taraeted
Learning Strategies/Actions Comgletion

What do | want to change | What will I need to do in order to learn my identified skill Resources/Support P

about'my Ieadershi_p or rolg content? What resources will | need to Date

that will effectively impact How will I apply what | have learned? complete my plan? When will |

student learning? How will I accomplismy goal? What support will | need? complete each
What is my personal learnin identified

strategy/ action?
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District Administrator Growth Plan Template Continued

Site Visi/Observation and Progress Check of Professional Growth Gbkist be completed by December
30" of each school year.)

Comments:
9 @I f dBighatuhel) & Date:
9 @I f dBigh&use a Date:

Endof-Year Status of Professional GrtwGoal

Comments:

Select the status of the goal.

1 Achieved 5 Revised 5 Continued
9 I f dBighadtuhel) & Date:
9 g f dBigh&use & Date:

Evaluator & evaluatee each keep a copy. Original goes to Human Resources.
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Performance
Review/Observation
Certified Administrative
Personnel
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Pendleton County
SchoolsPerformance
Review/Observation Principal
and Assistant Principal

Evaluator: Evaluatee: School
Year: Date oBite Visit(s)/Observation(s): Date ofConkrence:

Directions Evaluators use this form to maintain a record of evidence documented for each domain of the Framework
for Teaching. Evidence should be drawn from multiple appropriate sources. This form should be maintained by the
evaluator during the aurse of the evaluation cycle. This report is shared at a meeting with the evaluatee held within
appropriate timelines and the original should be submitted to the district office at the end of each school year. Evaluators
should maintain a copy for theiecords.

Professional Standards for Educational Leaders
Standard 1Mission, Vision, and Core Values

Effective educational leaders develop, advocate, and enact a shared mission, vision, and core values
of high-quality education and academic success andlidbeing of each student.

Effective leaders:

a) Develop an educational mission for the school to promote the academic success-arthy el

each student.

b) In collaboration with members of the school and the community and using relevantelatip

and promote a vision for the school on the successful learning and development of each child and on
instructional and organizational practices that promote such success.

00 I NI AOdzA  6SE | R@20F0Ss |y Rculueaddisigebsitte O 2 NB
imperative of chilecentered education; high expectations and student support; equity, inclusiveness,
and social justice; openness, caring, and trust; and continuous improvement.

d) Strategically develop, implement, and evaluatBams to achieve the vision for the school. e)
WSOASE GKS a0K22fQa YAaaAirzy YR @Aarzy | yR | R:
the school, and changing needs and situations of students.

f) Develop shared understanding of and adtment to mission, vision, and core values within the

school and the community.

30 a2RSt FyR LlzZNARdzS GKS a0K22ftQa YAaarzys ¢

Evidence provided by evaluator or evaluatee:

9@l fdzZ G2NRa CSSRol O1Y
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Professional Standards for Educational Leaders
Standard 2: Ethics and Professional Norms

Effective educational leaders act ethically and according to professional norms to promote each
a0dzRSyidQa | OF RSYaig. 4dz00Saa |yR ¢Sftf

Effective leaders:

a) Acethically and professionally in personal conduct, relationships with others, deersading,
a0SsFNRAKALI 2F (KS aOK22f Qa NBaz2dz2NOSax +yR |ff
b) Act according to and promote the professional norms of integrity, fairnesspaaency, trust,
collaboration, perseverance, learning, and continuous improvement.

o)1) tfFOS OKAftRNBY Fd GKS OSYidSNI 2F SRdzOF GA2Yy
and weltbeing.

d) Safeguard and promote the values of denaoy, individual freedom and responsibility, equity, social
justice, community, and diversity.

e) Lead with interpersonal and communication skill, seemabtional insight, and understanding of all
a0dzRSyidaQ FyR aGFFTF YSYOSNRQ ol O13INRdzyRa | yR Od
f) Provide moral direction for the school and promote ethical and professional behavior among faculty an
staff.

Evidence provided by evaluator or evaluatee:

9@l fdzZ G2NRa C

u»
w»
0«
(@]

O
—
_<
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Professional Standards for Educational Leaders
Standard 3: Equitand Cultural Responsiveness

Effective educational leaders strive for equity of educational opportunity and culturally responsive
LIN} OGAO0Sa G2 LINRY23GS SIFOK démpRSyiQa I OFRSYAO ad:

Effective leaders:

a) Ensure that each studentisltrd SR FF ANI 83X NBaLISOGFdAZ ez FyR gGA
culture and context.

00 wSO023y Al 8§ NBaLISOG: yR SyLiftz2e SIFOK adadzsRR$
and learning.

c) Ensure that each student has equigadiccess to effective teachers, learning opportunities, academic
and social support, and other resources necessary for success.

d) Develop student policies and address student misconduct in a positive, fair, and unbiased manner.

e) Confront and altenstitutional biases of student marginalization, defisésed schooling, and low
expectations associated with race, class, culture and language, gender and sexual orientation, and disabil
or special status.

f) Promote the preparation of studentsliee productively in and contribute to the diverse cultural

contexts of a global society.

g) Act with cultural competence and responsiveness in their interactions, decision making, and practice.
h) Address matters of equity and cultural responsiveireall aspects of leadership.

Evidence provided by evaluator or evaluatee:

9@l fdzZ G2NRa C

w»
w»
0«
(@]
O
—
_<
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Professional Standards for Educational Leaders
Standard 4: Curriculum, Instruction, and Assessment

Effective educational leaders develop and suppintellectually rigorous and coherent systems of
OdzZNNAR Odzf dzY2 Ay aidNHzOGA2Y S YR |daaSaayYSyil-being LINRY

Effective leaders:

a) Implement coherent systems of curriculum, instruction, and assessment that @rtbotission,

vision, and core values of the school, embody high expectations for student learning, align with academic
standards, and are culturally responsive.

b) Align and focus systems of curriculum, instruction, and assessment within and eamleds\els to

promote student academic success, love of learning, the identities and habits of learners, and healthy sen:
of self.

c) Promote instructional practice that is consistent with knowledge of child learning and development,
effective pedagog, and the needs of each student.

d) Ensure instructional practice that is intellectually challenging, authentic to student experiences,
recognizes student strengths, and is differentiated and personalized.

e) Promote the effective use of technolagyhie service of teaching and learning. f) Employ valid
assessments that are consistent with knowledge of child learning and development and technical standarc
of measurement.

g) Use assessment data appropriately and within technical limitationgmniton student progress and
improve instruction.

Evidence provided by evaluator or evaluatee:
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Professional Standards for Educational Leaders
Standard 5: Commuty of Care and Support for Students

Effective educational leadercultivate an inclusive, caring, and supportive school community that
promotes the academic success and wiedling of each student.

Effective leaders:

a) Build and maintain a safe, caring, and healthy school environment that meets that the academic,

social, emotional, and physical needs of each student.

b) Create and sustain a school environment in which each student is known, accepted and valued,

trusted and respected, cared for, and encouraged to be an active and responsible member of the sch

community.

c) Provide coherent systems of academic and social supports, services, extracurricular activities, anc

accommodations to meet the range of learning needs of each student.

d) Promote aduistudent, studerdpeer, and schoatommunity relationsius that value and support

academic learning and positive social and emotional development.

e) _Cultivate and reinforce student engagement in school and positive student conduct. f) Infuse the
a0K22ftQa fSINYAY3I SYyODANRY YSH (i WA (15KO Ki2K2St Dadzt G20

Evidence provided by evaluator or evaluatee:
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Professional Standards for Educational Leaders
Standard 6: Profession&apacity of School Personnel

Effective educational leaders develop the profemsal capacity and practice of school personnel to
LINEY23GS SIFOK adGdzZRSy i QdeingOF RSYAO &4dz00Saa FyR ¢Sf¢

Effective leaders:

a) Recruit, hire, support, develop, and retain effective and caring teachers and other professional staff at
form them into aneducationally effective faculty.

b) Plan for and manage staff turnover and succession, providing opportunities for effective induction and
mentoring of new personnel.

o)1) 5SSt 2L G4GSFOKSNBRQ FyR adl ¥F Y8 trough\tiif@entiadd® T S
opportunities for learning and growth, guided by understanding of professional and adult learning and
development.

d) Foster continuous improvement of individual and collective instructional capacity to achieve outcomes
envisionel for each student.

e) Deliver actionable feedback about instruction and other professional practice through valid, research
I YyOK2NBR aeaidsSya 2F &dzZISNBBAaAAZ2Y YR S@lfdzd GA2Y
YSYOSNEQ (y2¢fpad@Ss aljAfftaz | yR

f) Empower and motivate teachers and staff to the highest levels of professional practice and to
continuous learning and improvement.

g) Develop the capacity, opportunities, and support for teacher leadership and leadership from other
membes of the school community.

h) Promote the personal and professional health -baithg, and worlife balance of faculty and staff.

1) Tend to their own learning and effectiveness through reflection, study, and improvement, maintaining &
healthy wok-life balance.

Evidence provided by evaluator or evaluatee:
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Professional Standards for Educational Leaders
Standard 7: Professional Community for Teachers and Staff

Effective educational leaders foster a professional comntyrf teachers and other professional staff to
LINEY23GS SIFOK adGdzZRSy i QdeingOF RSYAO &4dz00Saa FyR ¢Sf¢

Effective leaders:

a) Develop workplace conditions for teachers and other professional staff that promote effective
professional development, praaticand student learning.

b) Empower and entrust teachers and staff with collective responsibility for meeting the academic, social,
emotional, and physical needs of each student, pursuant to the mission, vision, and core values of the
school.

c) Estalish and sustain a professional culture of engagement and commitment to shared vision, goals, an
objectives pertaining to the education of the whole child; high expectations for professional work; ethical
and equitable practice; trust and open communicaficollaboration, collective efficacy, and continuous
individual and organizational learning and improvement.

RO t NPY23GS Ydzidzr € | OO2dzyiill oAt AGe Y2y3 GSIFOKSN
and the effectiveness of the schoolaawhole.

e) Develop and support open, productive, caring, and trusting working relationships among leaders,
faculty, and staff to promote professional capacity and the improvement of practice.

f) Design and implement jedmbedded and other opporturets for professional learning collaboratively

with faculty and staff.

g) Provide opportunities for collaborative examination of practice, collegial feedback, and collective
learning.

h) Encourage faculipitiated improvement of programs and practices.

Evidence provided by evaluator or evaluatee:
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Professional Standards for Educational Leaders
Standard 8: Meaningful Engagement of Families and Community

Effective educational leaders engage families and the commumit meaningful, reciprocal, and mutually
OSYSTAOAIT ¢gleada (2 LINRBY2(GS Sl-egalddzRSyaQa | OFRS

Effective leaders:

a) Are approachable, accessible, and welcoming to families and members of the community.

b) Create and sustain ptige, collaborative, and productive relationships with families and the community
for the benefit of students.

c) Engage in regular and open tway communication with families and the community about the school,
students, needs, problems, and acconfphgnts.

d) Maintain a presence in the community to understand its strengths and needs, develop productive
relationships, and engage its resources for the school.

e) Create means for the school community to partner with families to support studenbgear and out

of school.

FO ' YRSNEGFYRY @FfdzSEs FyR SYLX 2e GKS 02YYdzyAd
promote student learning and school improvement.

g) Develop and provide the school as a resource for families amdtmunity. h)  Advocate for the

school and district, and for the importance of education and student needs and priorities to families and th
community.

1) Advocate publicly for the needs and priorities of students, families, and the community.

J) Build and sustain productive partnerships with public and private sectors to promote school
improvement and student learning.

Evidence provided by evaluator or evaluatee:
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Professional Standards for Educationaldders
Standard 9: Operations and Management

9FFSOGADS SRdAOFGA2Yy Il f fSFRSNA YIylF3aS aokKkz2z2ft 2
academic success and w4ilking.

Effective leaders:

a) Institute, manage, and monitor operations and administeasystems that promote the mission

and vision of the school.

b) Strategically manage staff resources, assigning and scheduling teachers and staff to roles and
NEALRYaAOAT AGASE GKIG 2LIAYATS GKSANIdeBRsT S&aA
c) Seek, acquire, and manage fiscal, physical, and other resources to support curriculum, instruction
and assessment; student learning community; professional capacity and community; and family and
community engagement.

d) Areresponsibe SGKAOFf X FyR | O02dzylilo6fS aiSsél NRa 2-
resources, engaging in effective budgeting and accounting practices.

SO t N2PGSOG GSFOKSNEQ FYR 2G0KSNJ adGFFF YSYoSN
technology tomprove the quality and efficiency of operations and management. g) Develop and
maintain data and communication systems to deliver actionable information for classroom and school
improvement.

h) Know, comply with, and help the school community us@ead local, state, and federal laws,

rights, policies, and regulations so as to promote student success.

i) Develop and manage relationships with feeder and connecting schools for enroliment managemen
and curricular and instructional articulation.

j) Develop and manage productive relationships with the central office and school board. k) Develoj
and administer systems for fair and equitable management of conflict among students, faculty and
staff, leaders, families, and community.

) Managegd8 Ny I yOS LINPOSa&asSa IyR AYGSNytLt FyR SEGS
mission and vision.

Evidence provided by evaluator or evaluatee:
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Professional Standards for Educational Leaders

Sandard 10: School Impreement
9FFSOGADS SRdAOFGAZ2Yy Il f fSFRSNAR OGO |a 3Syda 2
academic success and w4ikeing.

Effective leaders:

a) Seek to make school more effective for each student, teachers and staff, families, and the
community.

b) Use methods of continuous improvement to achieve the vision, fulfill the mission, and promote
the core values of the school.

c) Prepare the school and the community for improvement, promoting readiness, an imperative for
improvement, instilihg mutual commitment and accountability, and developing the knowledge, skills,
and motivation to succeed in improvement.

d) Engage others in an ongoing process of evideéased inquiry, learning, strategic goal setting,
planning, implementation, and @luation for continuous school and classroom improvement.

e) Employ situationalgppropriate strategies for improvement, including transformational and
incremental, adaptive approaches and attention to different phases of implementation.

f) Assesand develop the capacity of staff to assess the value and applicability of emerging
educational trends and the findings of research for the school and its improvement.

g) Develop technically appropriate systems of data collection, management, analgsisea
connecting as needed to the district office and external partners for support in planning,
implementation, monitoring, feedback, and evaluation.

h) Adopt a systems perspective and promote coherence among improvement efforts and all aspects
of school organization, programs, and services.

i) Manage uncertainty, risk, competing initiatives, and politics of change with courage and
perseverance, providing support and encouragement, and openly communicating the need for,
process for, and outcomes improvement efforts.

j) Develop and promote leadership among teachers and staff for inquiry, experimentation and
innovation, and initiating and implementing improvement.

Evidence provided by evaluator or evaluatee:
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Summary of Performance Review for Principals and Assistant Principals

Commendations:

Areas Noted for Improvement:

9 @I f dMathe NI &

9 I t dBigh®unD &

Date:

9t f diNain& S Q &

9 g1t dBigh&usen &

Date:

(Signature of evaluatee denotes receipt of the formative evaluation, not necessarily agreement with the

contents of the form.)

Comments:

Evaluator & evaluatee each keep a copy. Original goes to Human Resources.
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Summative Performance Review
Principal and Assistant Principal

Evaluatee:

Position:

School:

Evaluator:

Date(s) of Observation(s):

Date(s) of Conference(s):

Performance Measur@nd Professional Standards for
Educational Leaders

1. Planning (Standard, Standard, and Standard 0 g 5

Evidences Used to Determine Rating:

2. Environment (Standar® and Standard)
Evidences Used to Determine Rating:

3. Instruction: (Standard!, Standard 5, and Standar)l 6 3 3

Evidences Used to Determine Rating:
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4. Professionalism (Standar® and Standard)8 5 d d
Evidences Used to Determine Rating:
Overall Professional Practice Rating 4 4 3
| = Ineffective; D = Developing; A = Accomplished; E=Exemplary
CRITERIA FOR DETERMINING OVERALL PERFORMANCE LEVEL
LCXo ¢l 9b X
Environment AND Instruction are rated INEFFEC Overall rating shathe
INEFFECTIVE

Environment OR Instruction are rated INEFFECTI

Overall rating shall be
INEFFECTIVE OR DEVELOPIN

Planning OR Professionalism are rated INEFFEC]

Overall rating shall NOT be
EXEMPLARY

Two performance measures are rated DEVELOPI
and two performance measures are rated
ACCOMPLISHED

OVERALL rating shall be
ACCOMPLISHED

Two performance measures are rated DEVELOPI
and two performance measures are rated
EXEMPLARY

OVERALL rating shall be
ACCOMPLISHED

Two performance measures are rated
ACOMPLISHED and two performance measures

rated EXEMPLARY

OVERALL rating shall be
EXEMPLARY
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Summative Performance Review for Principals and Assistant Principals Continued

Employment Recommendation to the Central Office

Recommended for edinuedemployment
Recommended for placement on a Corrective Action Plan (One or peofermance measureare ineffective)
Recommended for Dismissal/Nétenewal (Certified personnel has failed to make progress@©aoreectiveAction
Plan,or consistenly performsbelowthe established standardsr in amannerthat isinconsistent witithe & O K 2nglskidd a
andgoals.)

Evaluator Comments:

9 @I f dMathe NI &

9 I t dBigh®unD &

Date:

9 @It diNain& S Q &

9 I t dBigh&usen &

Date:

1 | agree with thiSummativeEvaluation 5 | disagree with thiSummativeEvaluation

EvaluateeComments:

(Signature of evaluatee denotes receipt of the summative evaluation, not necessarily agreement with the contents of thg form.
Certified employeesnust make their appeals to this summative evaluation within the time frames mandated in 704

KAR 3:345 Sections 7, 8, 9 and the local district certified evaluation plan.
Evaluator & evaluatee each keep a copy. Original goes to Human Resources.

81



Performan@ Review/Observation
District Administrator

Evaluator: Evaluatee: SchoolYear:
Date ofSiteVisit(s)/Observation(s): Date ofConference:

Directions Evaluators use this form to maintain a record of evidence documented for each domain of the Framework fo
Teaching. Evidence should be drawn from multiple appropriate sources. This form should be maintained by the evaluator
during the course of the evaluation cycle. This report is shared at a meeting with the evaluatee held within appropriate
timelines and he original should be submitted to the district office at the end of each school year. Evaluators should maintain
a copy for their records.

1. EFFECTIVE ORGANIZATIONAL LEADER

CRITERIA IANNOTATIONS
1 Adheres to professional code ethics
1 Creates andnaintains an open, trustingnd
safeenvironment
1 Demonstratepunctuality
Adheres to attendance policies apbcedures
Demonstrates communication skills tfzae
clear, direct, andesponsive
Demonstrates effective decisiemakingskills
Usesa variety of techniquesin problemsolving
Manages conflicituations
Develops, implements, monitors, and
evaluates the effectiveness of change
processes
1 Plans and facilitates meetings for optimuse
of time andresources
1 Plans for, models, and encourages
collabordion and sharedlecisionrmaking
1 Uses principles of effective delegatioh
authority
1 Applies strategic planning techniques that
include assessed needs, plan of actmgget,
monitoring, evaluation, anfibllow-up

= =9

= =4 =8 —9
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2. EFFECTIVE INSTRUCTIONAL LEADERS

CRITERIA ANNOTATIONS

1 Communicates and implements sharésirict-
wide vision and missigstatements

1 Builds and maintains a distrigtide climatefor
learning

1 Articulates high expectations fetudent
achievement

1 Leads the development, implementaticand
evaluation oturriculum

1 Leads the development, implementaticand
evaluation of researchased instructional
programs andtrategies

1 Acquires, allocates, and manages resources
effectively and accountably ensure successf
studentlearning

1 Facilitaes the development of programs and
services that promote and recognireividual
differences

1 Applies current principles, practices, theory,
and research to promote academic
achievement

I Uses a variety of strategies to accuratebgess

studentperformance
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3. EFFECTIVE ADMINISTRATION AND
MANAGEMENT

CRITERIA

ANNOTATIONS

1

Utilizes performance standards to implemen
personnel recruitment, selection, supervisiot
evaluation, and management within the scop
of his/herresponsibility
Facilitatesandnurturesprofessionagrowth

and development oftaff

Applies local, state, and federal statutes,
regulations, policies, and proceduressichool
district business management decisiovithin
the scope of his/hetesponsibility

Maintains a fiscal accountability sgm by
developing, monitoring, and evaluating a
financial plan based on program/service
priorities and financial capabilities withtime
scope of his/heresponsibilities

Applies current knowledge of auxiliary
programs (such as transportation, food
services, pupil services, and maintenance)
within the scope of his/heesponsibilities
Uses information systems atethnological
applications to enhance administration of
business, instruction, and suppaststems
Utilizes a system for inventory, evaluatiamd
maintenance of facilities, equipment anther
resources within the scope of his/her
responsibilities

4. EFFECTIVE RELATIONSHIPS WITH TH

COMMUNITY
CRITERIA ANNOTATIONS
1 Identifies and communicates with multiple
constituencies of the school andmmunity
through a variety ofneans
1 Assesses the needs of parents anchmunity
and involves them idecisionmaking
1 Promotes partnerships among stafgrents,
business and theommunity
1 Encourages the use of community resourtces

support programs ansenices

84



5. PROMOTION OF EQUITY AND
APPRECIATION OF DIVERSITY

CRITERIA ANNOTATIONS

i Strives to ensure equity among programs an
learning opportunities for staff, students and
parents

1 Demonstratesappreciationfor andsensitivityto
the diversity amongndividual

6. CAREERELATED PROFESSIONAL GROWTH

CRITERIA ANNOTATIONS

1 Attends workshops, institutes, courses, and/or
conferences relevant to continuimgofessional
development

1 Demonstrates knowledge of current
professional literature anchaterials

1 Participates as an active member gb@fessional
organization




Summary of Performance Review for District Administrators

Commendations:

Areas Noted for Improvement:

9@ f dNahe NI &

9 @I t dBighatunD &

Date:

Evaluate® Hame:

9 @I t dBigh&usen &

Date:

(Signature of evaluatee denotes receipt of the formative evaluation, not necessarily agreement

with the contents of the form.)

Comments:

Evaluator & evaluatee each keep a copy. Original gaesluman Resources.
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Summative Performance Review

District Administrator

Evaluatee:

Position:

School:

Evaluator:

Date(s) of Observation(s):

Date(s) of Conference(s):

Performance Measures

1. Planning (Organizational Lalership & Admin. and
Management)

Evidences Used to Determine Rating:

2. Environment (Relationships with the Community &Equity an
Appreciation of Diversity)

Evidences Used to Determine Rating:

3. Instruction: (Instructional Leadership)
Evidences Used to Determine Rating:
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4. Professionalism (CareerRelated Professional Growth)
Evidences Used to Determine Rating:

Overall Professional Practice Rating d d 4 3

| = Ineffective; D = Developing; A = Accahpli; E=Exemplary

CRITERIA FOR DETERMINING OVERALL PERFORMANCE LEVEL

LCXd ¢l 9b X
Environment AND Instruction are rated INEFFECT Overall rating shall be
INEFFECTIVE

Environment OR Instruction are rated INEFFECTI| Overall rating shall be

INEFFECTI\IR DEVELOPING

Planning OR Professionalism are rated INEFFEC]

Overall rating shall NOT be
EXEMPLARY

Two performance measures are rated DEVELOPI
and two performance measures are rated
ACCOMPLISHED

OVERALL rating shall be
ACCOMPLISHED

Two performanceneasures are rated DEVELOPIN
and two performance measures are rated
EXEMPLARY

OVERALL rating shall be
ACCOMPLISHED

Two performance measures are rated
ACCOMPLISHED and two performance measure
rated EXEMPLARY

OVERALL rating shall be
EXEMPLARY




Summatve Performance Review for District Administrators
Employment Recommendation to the Central Office

Recommended for continuesmployment
Recommended for placement on a Corrective Action Plan (One or peofermance measureare
ineffective)
Recommeded for Dismissal/NoiRenewal (Certified personnel has failed to make progress@©arrective
Action Plan, or consistently performs below the established standards or in a manner that is inconsistent with the
a0K22f Qa gealsjarzy | yR

Evaluator Commas:

9@ f dNahe NI &

9 g f dSighatuel) &

Date:

9@ f diNain& S Q&

9 @I t dBigh&usen &

Date:

1 | agree with thiSummativeEvaluation 5 | disagree with thiSummativeEvaluation

EvaluateeComments:

(Signature of evaluatee denotes receipt of the summative evaluation, not necessarily agreement
with the contents of the form.)

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

Evaluator & evaluatee each keep a copy. Original goes to Human Resources.
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APPENDIX
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Amended Evaluation Timeline Form

For Certified School and Administrative Personnel Late Hires or Missing Sixdy N&ie Consecutive
School Days

Evaluatee: SchoolYear:

EvaluationActivity Date forCompletion

Explanation and Rewieof Certified EvaluatioRrocess

SelfReflection

Professional Growth Plan

Number of Formative Observations for the Summa@Gyele
Educators in a Summative Year: Review of ProfesstooalithPlan April 30th
SimmativeEvaluationrCompleted April 30th

Additional Notes/Comments:

Affirmation

9@ f dName NI &

9 @I t dBighatunl &

Date:

9 f diNain& S Q &

90 t dSigh@ken &

Date:
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Certified Evaluation Appeal Form

Instructions
This form is to be used by any certified employee who believes that s/he was not fairly evaluated on
a summative evaluation. This form must be completed and returned tdiiln@an Resources
Director within five (5) business days of receipt of the sumraagivaluation. Appeals not made
within the five (5) business days shall be considered untimely and not reviewable.
Please attach a copy of the final evaluation form and any pertinent documentation that the evaluatee
wants the Panel to review.
9 YL 2 Ben8:Qa& JobTitle:
Home Address:
Building: Grade orDepartment:
My appeal challenges the summative findings on:
Substance

Procedures/Implementation
Both Substance anBrocedures/Implementation

What specifically do you object to or why do you feybu were not fairly evaluated?

If additional space is needed attach an extra sheet.

Date you received the Summative Performance Report:

Name of evaluator:

| hereby give my consent for my evaluation records to be presented to the members ofltlagidtva
Appeal Panel for their study and review. | understand that it will be necessary for the Panel to have

access to all forms, correspondence, anecdotal records, or other information in my file, which is
related to my performance. | will appear beftihe Panel if requested.

9 Y LY 2 Bigh&uas

Date:
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Individual Corrective Action Plan
Instructions for Completing the Individual Corrective Action Plan

An individual corrective action plan (ICAP) is required to be developed when an
evaluateereck @Sa | NI GAy3 2F aAy SeErbrdandenBBdesy 2y S 2 NJ
on the summative evaluation form. An ICAP may also be developed any time during the
school year when an immediate change in behavior is required.

The Corrective Action Plan is deyada by the evaluator in collaboration with the
evaluatee. Specific activities, appraisal method and target dates are identified in the
Corrective Action Plan and progress towards identified goals is monitored. The evaluator
and the evaluatee must specifibaidentify and list, in writing:

a. Theperformance measuraot being met and the supporting
performance criteria that identify theveakness(es)

b. The growth objectives needed to meet therformance measure

c. The activities and procedures to achieve the otes to
improveperformance

d ¢KS YStya 2F aaSaaAiay3a GKS SgIf dz (i
the objectives

(0p))

e. Timeline of targeted dates for activities for improvement of
performance and appraisal mhprovement

Corrective action plans shall be reviewed continugusitil performance is judged to meet the

evaluation standards. Review of corrective action plans shall be documented on the corrective
FOGA2Y FT2NX¥® 520dzySyidatidAizy 2F tf NBOASsaz O2N.
be provided as thegccur to the evaluatee.

Employees who fail to make sufficient progress to meet evaluation standards identified
for them will not be recommended to the Superintendent for rehire. If the
Superintendent chooses to dismiss the employee, the employee wilbbited by May

15h
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PENDLETON COUNTY SCHOOLS INDIVIDUAL CORRECTIVE ACTION PLAN

Staff Member School/Work Site Date ICAP Developed

Administrator Meeting Dates (Summary of Meetings to be
attached) Required periodic checks set in (at
minimum) one month ingrvals as described below.

Performance Measure/Domaio be Addressed

Performance Criteria to be Addressed

ICAP Goal(s)/Objective(s) to Achieve Improved Performance

Activities and Procedures to Achieve Goal(s)/Objective(s) Date to be
completed
Asessment/Appraisal of Achieving Goal (s)/Objective(s) Date to be
completed
Goal(s)/Objective(shavebeen; Achieved Revised Continued
EmployeeSignature Date Administrator Signature Date

The signatures indicate that the evaluatee and evaluat@ve read this document.A copy is to be sent to

/I SYiNIt hFFAOS FYyR FAESR Ay (KS S@Ftdzd 1SSQa RA&GNAC
NOTEKRS 161.790 lists the following as causes for termination: insubordination, immoral character or conduct urdggecomin
physical or mental disability, inefficiency/incompetence/neglect of duty.
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Rubrics/Resources

Rubrics and/or resources for the Kentuckypfiessional Standards for Educational
Leaders (PSEL) will be included as made available by the Kentucky Department of
Education

Resources can be found on the following website:
https://sites.google.com/education.ky.gov/principalpartnership/home

Pendleton County Schools Certified Evaluation Plan
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Charlotte Danielson’s Framework for Teaching, 2011

Adapted for Kentucky Department of Education

Domain 1 Domain 2 Domain 3 Domain 4
Planning & Preparation Classroom Environment Instruction Professional Responsibilities
A, Demonstrating Knowledge of Content and Pedagogy | A.  Creating an Environment of Respect and Communicating with Students Reflecting on Teaching
i.  Knowledge of Content and the Structure Rapport i.  Expectations for Learning i.  Accuracy
of the Discipline i.  Teacher Interaction with ii.  Directions and Procedures ii.  Usein Future Teaching
ii.  Knowledge of Prerequisite Relationships Students ii.  Explanation of Content Maintaining Accurate Records
ii.  Knowledge of Content-Related Pedagogy ii.  Student Interactions with One iv.  Use of Oral and Written Language i.  Student Completion of Assignments
B. Demonstrating Knowledge of Students Another Using Questioning and Discussion Techniques ii.  Student Progress in Learning
i.  Knowledge of Child and Adolescent B. Establishing a Culture for Leaming i.  Quality of Questions iii.  Non-Instructional Records
Development i.  Importance of the Content ii.  Discussion Techniques Communicating with Families
i.  Knowledge of the Learning Process ii.  Expectations for Learning and iii.  Student Participation i.  Information About the Instructional Program
iii.  Knowledge of Students’ Skills, Knowledge, Achievement Engaging Students in Learning ii.  Information About Individual Students
and Language Proficiency iii. ~ StudentPride in Work i.  Activities and Assignments ii.  Engagement of Families in the Instructional Program
iv.  Knowledge of Students’ Interests and C.  Managing Classroom Procedures ii.  Grouping of Students Participating in a Professional Community
Cultural Heritage i Management of Instructional ii.  Instructional Materials and Resources i.  Relationships with Colleagues

v.  Knowledge of Students’ Special Needs
C.  Selecting Instructional Qutcomes
i.  Value, Sequence, and A!ignmentl
ii.  Clarity
iii.  Balance
iv.  Suitability for Diverse Learners
D. Demonstrating Knowledge of Resources
i.  Resources for Classroom Use
il.  Resources to Extend Content Knowledge
and Pedagogy
iii.  Resources for Students
E. Designing Coherent Instruction
i.  Leaming Activities
ii.  Instructional Materials and Resources
iii.  Instructional Groups
iv.  Lessonand Unit Structure
F.  Designing Student Assessment
i.  Congruence with Instructional Qutcomes
ii.  Criteria and Standards
iii.  Design of Formative Assessments
iv.  Use for Planning

Groups
ii.  Management of Transitions
ii. ~ Management of Materials and
Supplies
iv.  Performance of Non-Instructional
Duties
v.  Supervision of Volunteers and
Paraprofessionals
D. Managing Student Behavior
i.  Expectations
ii. ~ Monitoring of Student Behavior
iii.  Response to Student Misbehavior
E.  Organizing Physical Space
i Safety and Accessibility
ii.  Arrangement of Furniture and
Use of Physical Resources

iv.  Structure and Pacing
Using Assessment in Instruction
i.  Assessment Criteria
ii.  Monitoring of Student Learning
i. ~ Feedback to Students
iv.  Student Self-Assessment and Monitoring of
Progress
Demonstrating Flexibility and Responsiveness
i.  Lesson Adjustment
ii.  Response to Students
iii.  Persistence

ii.  Involvement in a Culture of Professional Inquiry
iii.  Service to the School
iv.  Participation in School and District Projects
Growing and Developing Professionally
i.  Enhancement of Content Knowledge and Pedagogical Skill
ii.  Receptivity to Feedback from Colleagues
ii.  Service to the Profession
Demonstrating Professionalism
i.  Integrity and Ethical Conduct
ii.  Service to Students
iii.  Advocacy
iv.  Decision Making

Compliance with School and District Regulations
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1A - Knowledge of
Content and
Pedagogy

*  Knowledge of
Content and the
Structure of the
Discipline

*  Knowledge of
Prerequisite
Relationships

*  Knowledge of
Content-Relatad

In order to guide student learning, accomplished teachers have command of the subjects they teach. They must know how the discipline has evolved into the 21* century, incorporating
such issues as global awareness and cultural diversity, as appropriate. Accomplished teachers understand the internal relationships within the disciplines they teach, knowing which
concepts and skills are prerequisite to the understanding of others. They are also aware of typical student misconceptions in the discipline and work to dispel them. But knowledge of
the content is not sufficient; in advancing student understanding, teachers are familiar with the particular pedagogical approaches best suited to each discipline.

Ineffective

Accomplished

Exemplary

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

Teacher's plans and practice display
little understanding of prerequisite
relationships important to student’s
learning of the content.

Teacher is familiar with the important concepts
in the discipline but displays lack of awareness
of how these concepts relate to one another.
Teacher's plans and practice indicate some
awareness of prerequisite relationships,
although such knowledge may be inaccurate or
incomplete.

Teacher displays solid knowledge of the
important concepts in the discipline and
the ways they relate to one another.
Teacher's plans and practice reflect
accurate understanding of prerequisite
relationships among topics and concepts.
Teacher's plans and practice reflect

Teacher displays extensive knowledge of
the important concepts in the discipline and
the ways they relate both to one another
and to other disciplines.

Teacher's plans and practice reflect
understanding of prerequisite relationships
among topics and concepts and provide a

Pedagogy e Teacher displays little or no e Teacher's plans and practice reflect a limited familiarity with a wide range of effective link to necessary cognitive structures
understanding of the range of range of pedagogical approaches to the pedagogical approaches to the discipline. needed by students to ensure
pedagogical approaches suitable to discipline or to the students. understanding.
student’s learning of the content. e Teacher's plans and practice reflect
familiarity with a wide range of effective
pedagogical approaches in the discipline,
anticipating student misconceptions.
Critical Attributes e Teacher makes content errors. e Teacher is familiar with the discipline but does * The teacher can identify important concepts | In addition to the characteristics of
* Teacher does not consider prereguisite not see conceptual relationships. of the discipline and their relationships to “accomplished”:
relationships when planning. * Teacher's knowledge of prerequisite one another. e Teacher cites intra- and interdisciplinary
* Teacher's plans use inappropriate relationships is inaccurate or incomplete. * The teacher consistently provides clear content relationships.
strategies for the discipline. e Lesson and unit plans use limited instructional explanations of the content. * Teacher is proactive in uncovering student
strategies, and some may not be suitable tothe | ® The teacher answers student questions misconceptions and addressing them before
content. accurately and provides feedback that proceeding.
furthers their learning.
*  The teacher seeks out content-related
professional development.
Possible Examples e The teacher says, “The official language | ® The teacher pians lessons on area and * The teacher's plan for area and perimeter * Inaunit on 15" century literature, the

of Brazil is Spanish, just like other South
American countries.”

The teacher says, “l don’t understand
why the math book has decimals in the
same unit as fractions.”

The teacher has students copy
dictionary definitions each week to help
his students learn to spell difficult
words.

perimeter independently of one ancther,
without linking the concepts together.

The teacher plans to forge ahead with a lesson
on addition with regrouping, even though some
students have not fully grasped place value.
The teacher always plans the same routine to
study spelling: pretest on Monday, copy the
words 5 times each on Tuesday and
Wednesday, and test on Friday.

invites students to determine the shape
that will yield the largest area for a given
perimeter.

The teacher realizes her students are not
sure how to use a compass, so she plans to
practice that before introducing the activity
on angle measurement.

The teacher plans to expand a unit on civics
by having students simulate a court trial.

teacher incorporates information about the
history of the same period.

Before beginning a unit on the solar system,
the teacher surveys the class on their beliefs
about why it is hotter in the summer than in
the winter.
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