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ASSURANCES
CERTIFIED SCHOOL PERSONNEL EVALUATION PLAN

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

This evaluation plan was developed by an evaluation committee composed of an equal pumber of
teachers and administrators.

The evaluation process and criteria for evaluation will be explained to and discussed with all
certified personnel annually within one month of reporting for employment. This shall occur
prior to the implementation of the plan. The evaluation of each certified staff member will be
conducted or supervised by the immediate supervisor of the employee.

All certified employees shall develop an Individual Professional Growth Plan (IGP) that shall be
aligned with the school/district improvement plan and comply with the requirements of 704 KAR
3:345. The IGP will be reviewed annually.

All administrators, to include the superintendent, and non-tenured teachers will be evaluated
annaally.

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

Each evaluator will be trained and certified in the use of appropriate evaluation techniques and
the use of local instruments and procedures.

Each person evaluated will have both formative and summative conferences with the evaluator
regarding his/her performance.

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

Each person evaluated will be provided the opportunity for a review of the summative evaluation
by the Local District Evaluation Appeals Panel. Provision is made for the right to review all
documentation presented to the Appeals Panel and to the represented at the appeals.

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

This evaluation plan will be reviewed as needed and any substantive revisions will be submitted
to the Department of Education for approval.

The local board of education approved the evaluation plan as recorded in the minutes of the
meeting held.ep June 2, 2004. ReviSions to the plan were approved on March 23, 2009, and are
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Jeff Huth, Chairperson, Board of Education : Date




Greenup County District Certified
Evaluation Revision Committee

Administrators:

Judy Meadows, District Supervisor {duties include Evaluations)
Jeff Wireman, Principal

Matt Baker, Principal

Brenda Box, Principal

Kim Taylor, Director of Special Education

Matt Baker, District Supervisor (duties include evaluations) effective 7-1-09

Teachers:

-Karen Girard, Greenup Co. HS

David Stuart, Wuriland Middle School!

Cheryl Hamilton, Wurtland Elem. School
Gwen Bussey, Curriculum Resource Teacher
Stacey Spears, Argillite Elem. School

The committee met on October 15 2008, November 12 2008, December 10, 2008 and
March 4, 2 2009. The committee initially reviewed the current Evaluation Plan and noted sections
that may need updated. The changes made to the plan include:

« The current summative and data collection forms now reflect the new Kentucky Teacher
Standards. Changed rating column from “Not Applicable” to Not Observed”.
tndividual Growth Plan p. 83- add column for relevant teacher standard addressed
Narrative p. 4 — Changed date for Summative Evaluations to be complete from March 31 to
April 15.

+ Narrative p. 5-7- include SLP and all itinerants in the group evaluated by school principal.

s Narrative p. 5 & 7 - include SPED coordinator as evaluator for the Behavior
Consultant/Preschool Consultant.

» Fix minor wording on graphics for Mentor Program on p. 11, 14, & 17.

« With input from the District Counselor cadre, the counselor forms (pages 101-108) were
revised using the counselor standards from the American School Counselor Association
National Model. ' '

« With input from the Speech-Language Pathologist cadre reviewed their forms and made

" minor changes.

e With input from the Library-Media SpeCiallst cadre, the Medla Specialist summative form was '
revised.

« Committee met with district Principals to share changes made in Evaluation Plan.
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The Certified Personnel Evaluation Plan
KRS 156.557 and 704 KAR 3:345
Adopted June 28, 2004
Revised June 26, 2006
2" Revision March 23, 2009

Purposes Of Evaluation Of Certified Personnel

“Proficient Educators Produce Proficient Students”

The evaluation and professional development intents are clear: to improve
classroom instruction. Personnel evaluation is an important tool school districts utilize to
help assure the public, community, parents, and students that providing a quality _
education is foremost. Evaluation system accountability lies primarily at the school-
district level. Kentucky’s Education Reform Act set goals with high academic
expectations for students. Higher performance standards for teachers and school
administrators were adopted in 1994, School-based decision-making councils, along with
- school personnel, have assumed responsibilities for many school operations and
functions, including some aspects of curriculum and professional development. It is time
to actively incorporate these expectations into the school administrator and teacher
standards used in the professional growth and certified personnel evaluation system.

Local school district evaluation committees have great flexibility in designing the
district evaluation plan, including procedures and forms used. State-mandated guidelines
are provided to, as a quality control measure that ensures essential evaluation plan
components, procedures, and processes are a part of each local district’s evaluation plan.
Fair, acceptable and consistent personnel evaluations can reinforce outstanding individual
performance; can identify professional opportunities for individuals; and can provide
supportive evidence for removing harmful or incompetent individuals. When these results
occur, classroom instruction improves.

As aresult of employing evaluation procedures, the Board of Education
recognizes the importance of an evaluation plan for instructional and administrative
personnel. The board recognizes its accountability of teachers and administrators to the
pupils, the school system and the community. The evaluation process will provide
support and documentation to the teacher and administrator when individual personnel
decisions are necessary.

The Greenup County Board of Education reaffirms its commitment to an
evaluation system, conducted in a professional, positive climate, developed and
supported by teachers and administrators, and directed toward the improvement of
educational opportunities for the pupils of Greenup County.

A professional growth plan is an integral component of the evaluation system.
Thus, a professional growth plan, or improvement plan shall be discussed and
formulated during the final conference. This plan should be based upon identified




A professional growth plan is an integral component of the evaluation system.
Thus, a professional growth plan, or improvement plan shall be discussed and
formulated during the final conference. The supervisor will also review and discuss the
PGP with those tenured individuals not being evaluated on an annual basis. This plan
should be based upon identified needs and should include goals and objectives and a
listing of activities to help the teacher or administrator achieve the desired goals.
Activities may include but not be limited to workshops, visits to other classrooms and
schools, consultation with resource teachers and instructional supervisors, and review of
relevant literature. :

If a teacher or administrator believes that the evaluation results are incomplete or
inaccurate, or that he/she was evaluated unfairly or incorrectly, he/she may submit the
objections in writing. He/she may also file an appeal with the District’s Appeals
Committee. : '

The District Appeals Committee is composed of two (2) certified employees
elected by the district’s certified employees, and one (1) certified employee appointed by
“the Greenup County Board of Education. (Policy 03.18) ' _

The Certified Personnel Evaluation Plan Process

The Certified Personnel Evaluation Plan complies with KRS 156.557 and 704
KAR 3:345 The plan was developed by equal numbers of teachers and administrators as
evidenced by sign-in sheets on file at the central office. Approval of the plan occurred on
June 28, 2004. Revisions by the committee cccurred in the spring of 2006 and were
approved by the board of education on June 26, 2006. Revisions by the committee
ocecurred in the fall of 2008 and were approved by the board of education on March 23,
2009.

Certified personnel will receive an explanation and copies of the plan no later
than the end of the first month of reporting for emplovimment for each school vear,
with September 1 as the target date of completion. Also, evaluators will be trained
every vear in the evaluation of certified employees, and the GCSD evaluation plan.

All teachers receive copies of the Teacher Standards and job descriptions. Other
documents made available to personnel are:

+ Code of Ethics 16 KAR 1:020

e Certified Evaluation KRS 156.557

» Evaluation Guidelines 704 KAR 3:345

o KTIP 16 KAR 7:010

e« KPIP 16 KAR 7:020

« Termination of Contract KRS 161.790

¢ Teacher Disciplinary Hearings 701 KAR 7:090

» BOE policy 03.18 and related procedures.

These documents are used as indicators for job performance. The formative
. process is the data collection process. Data can be collected from a wide variety of
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The immediate supervisor of the certified school employee shall be designated the
primary evaluator. Additional trained administrative personnel may be used to observe
and provide information to the primary evaluator. If requested by the teacher,
observations by another teacher trained in the teacher’s content area or by curriculum
content specialists shall be provided. The selection of the third-party observer shall, if
possible, be determined through mutual agreement by evaluator and evaluatee. A teacher
who exercises this option shall do so, in writing to the evaluator, by no later than
February 15 of the academic year in which the summative evaluation occurs. If the
evaluator and evaluatee have not agreed upon the selection of the third-party observer
within five (5) working days of the teacher’s written request, the evaluator shall select the
third-party observer. '

The supervisor can, at any time, request that the professional individual
growth plan be revised. If there is a need for an immediate change in behavior, the
supervisor can implement a Corrective Action Plan. This plan will be shared with

personnel immediately with goals, objectives, timelines and evidence fo be produced
that the change in behavior has occurred.

Personnel, at any time, can use the appeals process outlined in BOE Policy 03.18.

Timeline for Evaluation Procedures:

- Within 30 days of employment:

All certified staff members will-receive a copy of the Greenup County
Certified School Personnel Evaluation Plan. An explanation will be
provided to all staff within thirty (30) days of beginning work. The
explanation will include a discussion of the forms and procedures to be
used.

Principal notifies teachers who will be evaluated during the current school
year.

July 1 through June 30

All observations, conferences, and data collection will occur. Annual
review and development of Professional Individual Growth Plans will be
conducted.

April 15 All evaluation forms and professional individual growth plans are
submitted to Superintendent’s office.

Non-Tenured Teacher, Counselor, Media Specialist, Curriculum Resource Teacher,
Gifted/Talented Teacher, Assistant Principal, Behavior Consultant/Preschool

Coordinator, Migrant Advecate, Speech Langunage Pathologist, Speech Language
Pathologist Assistant: :

Evaluator:




The building principal assumes responsibility for the evaluation of teachers, media
specialist, counselor(s), speech-language pathologisi(s), and assistant principal(s) in
his/her building.

Intern teachers will be evaluated according to KTIP procedures. Procedures are stipulated
by 16 KAR 7:010 (Kentucky Teacher Internship Program) and are for certification
purposes only. However, interns are subject to the local district evaluation guidelines as
stipulated in 704 KAR 3:345 and KRS 156.557.

Intern principals will be evaluated according to KPIP procedures. Procedures are
stipulated by 16 KAR 7:020 (Kentucky Principal Internship Program) and are for
certification purposes only. However, interns are subject to the local district evaluation
guidelines as stipulated in 704 KAR 3:345 and KRS 156.557.

The Supervisor of the homebound program will evaluate the homebound instructor(s).
Itinerant staff members will be evaluated by the principal at their home school.
This would include but not be limited to Gifted and Talented Teachers, Art Teachers, ISS

teachers and Music Teachers.

The Speclal Educatipn Coordinator will evatuate the Behavior Consultant/Preschool
Coording

Frequency:

-Intern teachers will be evaluated according to KTIP procedures. Procedures are stipulated
by 16 KAR 7:010 (Kentucky Teacher Internship Program) and are for certification
purposes only. However, interns are subject to the local district evaluation guidelines as
stipulated in 704 KAR 3:345 and KRS 156.557.

Intern principals will be evaluated according to KPIP procedures. Procedures are
stipulated by 16 KAR 7:020 (Kentucky Principal Internship Program) and are for
certification purposes only. However, interns are subject to the local district evaluation
guidelines as stipulated in 704 KAR 3:345 and KRS 156.557.

Each non-tenured personnel will be evaluated annually and will be formally observed at
least two (2) times during the school year.

Multiple observations, feedback conferences and assistance will be conducted with non-
tenured personnel whose performance is unsatisfactory, as determined by the immediate
supervisor. The supervisor may recommend participation in The Mentor Program.

Procedure:
The evaluation of intern (KTIP) teachers shall follow the procedures as outlined in The

Beginning Teacher Internship Program Handbook. Tntern teachers will be evaluated
according to KTIP procedures. Procedures are stipulated by 704 KAR 20:690 (Kentucky




Teacher Internship Program) and are for certification purposes only. However, interns are
subject to the local district evaluatlon guidelines as stipulated in 704 KAR 3:345 and
KRS 156.557.

The evaluation of non-tenured personnel shall follow the procedures as described:

A. The principal will conduct a pre-observation conference for the purpose of explaining
the evaluation forms, discussing the recording of data, and securing information about
the class and course content.

B. The principal will provide the district evaluatlon mstrument and request that he/she

conduct a self-appraisal.

The principal will conduct the observation.

Within five (5) working days following the observation, the principal will conduct

post-observation or feedback conferences to review the data gathered during the

observation period. These conferences will offer the principal with opportunities to
discuss the teaching/learning situation, to give guidance and encouragement and to
provide specific recommendations for improvement.

E. The principal will examine all collected data and prepare the summative report

F. Data can be collected from a wide variety of sources. These sources may include, but

are not limited to, observations, professional development activities, portfolio entrles

products, conferences, work samples, reports, and walkthroughs.

The final post-observation conference may serve as the summative conference.

An improvement plan or professional individual growth plan shall be developed

cooperatively at this time. The principal will assist personnel to develop a plan for

improvement or growth in specific areas. This plan will include goals, objectives,
procedures/activities, additional support, expected impact and target dates for =
completion or review. The plan must also be aligned with the school/district
improvement plans.

I. The principal will provide a copy of the completed evaluation instrument.

J. The principal will inform personnel that he/she may submit a written response and/or
file an appeal with the District Appeals Committee.

K. The evaluation reports will be placed in the personnel file maintained at the central
office along with a copy of the professional individual growth plan.

oa

G

Tenured Teacher, Counselor, Media Specialist, Curriculum Resource Teacher,
Gifted/Talented Teacher, Assistant Principal, Behavior Consultant/Preschool
Coordinator, Migrant Advocate, Speech Language Pathologist, Speech Langunage
Pathologist Assistant:

Evaluator:

The building principal assumes responsibility for the evaluation of teachers, media
specialist, counselor(s), speech-language pathologist(s), and assistant principal(s) in
his/her building.

The Supervisor of the homebound program will evaluate the homebound instructor(s).

Itinerant staff members will be evaluated by the principal at their home school.




This would include but not be limited to Gifted and Talented Teachers, Art Teachers, ISS
teachers and Music Teachers.

The Special Education Coordinator will evaluate the Behavior Consultant/Preschool
Coordinator.

Frequency:

Beginning with the school year, 1992-1993, the evaluation cycle shall occur a minimum
of once every three (3) years for each tenured teacher and shall include a minimum of one
(1) formal observation and one (1) conference.

Multiple observations, feedback conferences and assistance will be conducted with ‘
tenured teachers/counselors/media specialists/assistant principals whose performance is
unsatisfactory, as determined by the immediate supervisor. The supervisor may
recommend participation in The Mentor Program.

Procedure:

A. The principal will conduct a pre-observation conference for the purpose of explaining
the evaluation forms, discussing the recording of data, and securing information about
the class and course content.

B. The principal will provide the district evaluation instrument and request that he/she

conduct a self-appraisal.

The principal will conduetithe observation.

Although only one (1) observation and conference are required for tenured personnel,

the principal may choose to conduct additional observations and conferences if

deemed necessary. The conference shall be conducted within five (5) working days of
the observation.

E. An improvement or professional growth plan will be developed cooperatively. This
plan will serve to foster professional growth. This plan will include goals, objectives,
procedures/activities, additional support, expected impact and target dates for
completion or review. The plan must also be aligned with the school/district
improvement plans.

F. During the summative conference the principal will review the completed evaluation
materials and any written comments with personnel and provide copies of the
completed evaluation instrument.

G. The principal will inform the personnel that he/she may submit a written response
and/or file an appeal with the District Appeals Committee.

H. The evaluation reports will be placed in the personnel file maintained at the central
office along with a copy of the professional individual growth plan.

o0

ADMINISTRATORS:

Evaluator & Frequency:
The Superintendent/his designee will conduct an evaluation of central office
administrators, building principals and other district personnel annually.

10




Procedure:

A.

G.

H.

The Superintendent/his designee will direct central office administrators, building
principals, and other district administrators to submit job descriptions for review and
approval. '

The Superintendent/his designee will request that administrators establish yearly
goals and objectives for their particular areas of responsibilities.

The Superintendent/his designee will request that administrators conduct a self-
appraisal using the district evaluation form for administrators.

The Superintendent/his designee will confer with administrators at least one (1) time
each year to discuss the summative evaluation forms and the progress toward
attainment of stated goals. '

The Superintendent/his designee will supply the administrator with a copy of the
completed summative evaluation instrument and inform the administrator that he/she
may submit a written response and/or file an appeal with the District Appeals
Committee.

“An improvement or professional growth plan will be developed cooperatively. This

plan will serve to foster professional growth. This plan will include goals, objectives,
procedures/activities, additional support, expected impact and target dates for
completion or review. The plan must also be aligned with the school/district
improvement plans.

The summative evaluation reports will be placed in the personnel file maintained at
the central office along with a copy of the professional individual growth plan.

The supervisor may recommend participation in The Mentor Program.

SUPERINTENDENT:

Evaluator & Frequencyv:

The Greenup County Board of Education appraises the performance of the
Superintendent annually.

Procedure: :
The Greenup County Board of Education will comply with KRS 156.111.

11




The Greenup County Teacher Mentor Program

(rev. December 2008)

Objective: to support teachers while increasing instructional effectiveness and enhance
high student performance.

Rationale: The impact on student achievement is immediate when monies and efforts are
put into teaching teachers to be more effective. It is our professional responsibility to
assist every teacher to learn, grow and be successful.

Reasons to Retain Teachers:

1.

2.

O AW

As teacher effectiveness increases, the lower achieving students are the first to
benefit.

Financial Investment in raising teacher quality nets greater gains in student
achievement than any other use of school resources.

Effective teachers build effective schools

NCLB & Highly Qualified Teachers

Improved school climate and culture

Teacher Shoriages

‘Process:

1. Principal recommends teacher for Short-Term Assistance or Intensive Assistance.
2. Short Term Assistance:

a.

€.

i
g.

Principal writes Corrective Action Plan.

b. Plan can be 5-30 days.
C.
d. The Teacher Mentor and the Principal design a program that addresses the

Specific goals in the established in the Corrective Action Plan.

Corrective Action Plan, enabling the teacher to achieve goals.

Teacher Mentor assists teacher to achieve established goals. The Corrective
Action Plan will be monitored and reviewed continually by the principal.

If the teacher satisfies the established goals, no further assistance is required.
If the teacher fails to meet the established goals, the principal recommends
Intensive Assistance for the teacher. '

3. Intensive Assistance:

a.
b.

The Principal requests assistance from the Teacher Mentor Program.

The Assistance Committee is formed. The committee will consist of one (1)
building level administrator, one (1) district level personriel and one (1)
teacher. All must have completed training as certified evaluators. The building
level administrator is from a different school from which the teacher is
assigned. ‘

The Principal, Assistance Committee and Teacher Mentor design a plan to
assist the teacher in reaching goals established in the Corrective Action Plan.
This plan will encompass a multitude of activities, professional development,
job-embedded activities, mentoring, coachmg, etc aiding the professional
growth of the teacher.

This meeting will occur within five (5) working days following the principal’s
recommendation for teacher assistance.

12




e. The Principal and the Assistance Committee shares the Corrective Action Plan
and revises the Individual Growth Plan with the teacher.

f. The Assistance Committee members complete formal observations. Each
committee member will conduct a minimum of three (3) formal observations.
The Principal will also complete a minimum of three (3) formal observations.

g. Teacher Mentor works closely with the teacher and assists in the achievement
of established goals and insures that deadlines and target dates are met per the
Corrective Action Plan. The Teacher Mentor communicates progress to the
Principal and the Assistance Committee on a regular basis. Determination of
successful completion of the Corrective Action Plan will be decided by the
Principal and the Assistance Committee. '

‘h. Duration is 30 days or longer.
Upon successful completion of the Corrective Action Plan, the Individual

Growth Plan is revised with new goals established. The principal and the

teacher will collaboratively develop the Individual Growth Plan.

—
1

4. If the teacher fails to satisfactorily complete the Corrective Action Plan, the Principal
and the Assistance Committee can establish a new Corrective Action Plan, with the
teacher repeating the process.

13




Teacher Mentor Program

Principal recommends
Teacher for assistance

—

Short Term Assistance Intensive Assistance
Principal Writes Corrective Principal Writes Corrective
Action Plan Action Plan & Individual
Growth Plan is revised. GrowthPlan}s revised.

1. Plan can be 5-30 days.

2. Specific goals in the Corrective Action
Plan

3. Principal designs activities that address
the Corrective Action Plan.

1 4. Teacher Mentor assists teacher to

achieve established goals.

1. Corrective Action Plan
written by Principal and
Assistance Committee.

2. Individual Growth Plan is
revised.

3. Principal, Assistance
Committee & Teacher
Mentor design activities
to assist teacher reach
established goals.

4, Teacher Mentor works

. closely with Teacher to
. 299
I Corrective Actlon Goals Met??? achieve established goals

' by deadlines.
' 5. Duration 30 days or

longer. .
YES. NO. =" .
No further Intensive Assistance 6. Ind.lwgual.go wth P l:ln 18
assistance needed. recommended by revised, with new goals
Princinal. established.
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The Greenup County Counselor Mentor Program
(rev. December 2008) '

Objective: to support counselors while increasing instructional effectiveness and
‘enhance high student performance.

Rationale: The impact on student achievement is immediate when monies and efforts are
put into teaching counselors to be more effective. It is our professional responsibility to
assist every counselor to learn, grow and be successful.

Reasons to Retain Counselor: _

1. As counselor effectiveness increases, the lower achieving students are the first to
benefit.

2. Financial Investment in raising counselor quality nets greater gains in student

achievement than any other use of school resources.

Effective counselors build effective schools

NCLB & Highly Qualified Teachers

Improved school climate and culture

Counselor Shortages

Sk

Process:
1. Principal recommends counselor for Short-Term Assistance or Intensive A531stance
2. Short Term Assistance:
Principal writes Corrective Action Plan,
Plan can be 5-30 days.
Specific goals in the established in the Corrective Action Plan.
The Counselor Mentor and the Principal design a program that addresses the
Corrective Action Plan, enabling the counselor to achieve goals.

e. Counselor Mentor assists counselor to achieve established goals. The

~ Corrective Action Plan will be monitored and reviewed continually by the

~ prncipal.

f. If the counselor satisfies the established goals, no further assistance is
required.

g. If the counselor fails to meet the established goals, the prmmpal recormmends
Intensive Assistance for the counselor.

3. Intensive Assistance:

a. The Principal requests assistance from the Counselor Mentor Program.

b. The Assistance Committee is formed. The committee will consist of one (1)
building level administrator, one (1) district level personnel and one (1)
counselor. AH must have completed training as certified evaluators. The
building level administrator is from a different school from which the
counselor is assigned.

¢. The Principal, Assistance Committee and Counselor Mentor design a plan to
assist the counselor in reaching goals established in the Corrective Action
Plan. This plan will encompass a multitude of activities, professional
development, job-embedded activities, mentoring, coaching, etc., aiding the
professional growth of the counselor.

oo P

15




d. This meeting will occur within five (5) working days following the principal’s
recommendation for counselor assistance.

e. The Principal and the Assistance Committee shares the Corrective Action Plan
and revises the Individual Growth Plan with the counselor.

f. The Assistance Committee members complete formal observations. Each
committee member will conduct a minimum of three (3) formal observations.
The Principal will also complete a minimum of three (3) formal observations.

g. Counselor Mentor works closely with the counselor and assists in the
achievement of established goals and insures that deadlines and target dates
are met per the Corrective Action Plan. The Counselor Mentor communicates
progress to the Principal and the Assistance Committee on a regular basis.
Determination of successful completion of the Corrective Action Plan will be
decided by the Principal and the Assistance Committee.

h. Duration is 30 days or longer.

i.  Upon successful completion of the Corrective Action Plan, the Individual
Growth Plan is revised with new goals established. The principal and the
counselor will collaboratively develop the Individual Growth Plan.

4. If the counselor fails to satisfactorily complete the Corrective Action Plan, the

Principal and the Assistance Committee can establish a new Corrective Action Plan,
with the counselor repeating the process.

16




Counselor Mentor Program

Principal recommends
Counselor for assistance

‘ —

3 Short Term Assistance Intensive Assistance
Principal Writes Corrective Principal Writes Corrective
Action Plan Action Plan & Individual
Growth Plan is revised. Growth Plan is revised.

1. Plan can be 5-30 days.

2. Specific goals in the Corrective Action
Plan

3. Principal designs activities that address
the Corrective Action Plan.

4. Counselor Mentor assists teacher to
achieve established goals.

1. Corrective Action Plan
written by Principal and
Assistance Committee.

2. Individual Growth Planis
revised.

3. Principal, Assistance
Committee & Counselor
Mentor design activities
to assist teacher reach
established goals.

4. Counselor Mentor works

' closely with Counselor to
: ion G 299
| Corrective Action Goals Met??? achieve established goals

by deadlines.
5. Duration 30 days or

longer.
YES. NO. g .
No further Intensive Assistance 6. Ind}Vlgual_tC}ilrowth Plaln 18
assistance needed. recommended by revised, with new goals
Principal. established.
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The Greenup County Media Specialist Mentor Program

{rev. December 2048)

Objective: to support media specialist while increasing instructional effectiveness and
enhance high student performance.

Rationale: The impact on student achievement is immediate when monies and efforts are
. put into teaching media specialist to be more effective. It is our professional
responsibility to assist every media specialist to learn, grow and be successful.

Reasons to Retain Media Specialist:

As media specialist effectiveness increases, the lower achieving students are the first
to benefit.

Financial Investment in raising media specialist quality nets greater gains in student
achievement than any other use of school resources.

Effective media specialist build effective schools

NCLB & Highly Qualified Teachers

Improved school climate and culture

Media Specialist Shortages

1.

2.

Al e

Process:

1. Principal recommends media specialist for Short-Term Assistance or Intensive
Assistance.
2. Short Term Assistance:

e o

2.

Principal writes Corrective Action Plan.

Plan can be 5-30 days.

Specific goals in the established in the Corrective Action Plan.

The Media Specialist Mentor and the Principal design a program that
addresses the Corrective Action Plan, enabling the media specialist to achieve
goals.

Media Specialist Mentor assists media specialist to achieve established goals.
The Corrective Action Plan will be monitored and reviewed continually by the
principal.

If the media specialist satisfies the establlshed goals, no further assistance is
required.

If the media specialist fails to meet the established goals, the principal
recommends Intensive Assistance for the media specialist.

3 Intensive Assistance:

a.

b.

The Principal requests assistance from the Media Specialist Mentor Program.
The Assistance Committee is formed. The committee will consist of one (1}
building level administrator, one (1) district level personnel and one (1) media
specialist. All must have completed training as certified evaluators. The
building level administrator is from a different school from which the media
specialist is assigned.

The Principal, Assistance Committee and Media Specialist Mentor demgn a
plan to assist the media specialist in reaching goals established in the -
Corrective Action Plan. This plan will encompass a multitude of activities,
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professional development, job-embedded activities, mentoring, coaching, etc.,
aiding the professional growth of the media specialist.

d. This meeting will occur within five (5) working days following the principal’s
recommendation for media specialist assistance.

¢. The Principal and the Assistance Committee shares the Corrective Action Plan
and revises the Individual Growth Plan with the media specialist.

f. - The Assistance Committee members complete formal observations. Each
committee member will conduct a minimum of three (3) formal observations.
The Principal will also complete a minimum of three (3) formal observations.

g. Media Specialist Mentor works closely with the media specialist and assists in
the achievement of established goals and insures that deadlines and target
dates are met per the Corrective Action Plan. The Media Specialist Mentor
communicates progress to the Principal and the Assistance Committee on a
regular basis. Determination of successful completion of the Corrective
Action Plan will be decided by the Principal and the Assistance Committee.

h. Duration is 30 days or longer.

i. Upon successful completion of the Corrective Action Plan, the Individual
Growth Plan is revised with new goals established. The principal and the
media specialist will collaboratively develop the Individual Growth Plan.

4, 1f the media specialist fails to satisfactorily complete the Corrective Action Plan, the

Principal and the Assistance Committee can establish a new Corrective Action Plan,
with the media specialist repeating the process.
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Media Specialist Mentor Program

Principal recommends

Media Specialist for assistance

Short Term Assistance
Principal Writes Correctiv
Action Plan '
Growth Plan is revised.

Plan can be 5-30 days. .

. Specific goals in the Corrective Action -
Plan

3. Principal designs activities that address
the Corrective Action Plan.

4. Media Specialist Mentor assists teacher

to achieve established goals.

P —

Corrective Action Goals Met?2? I

— .

YES. NO.
No further Intensive Assistance
assistance needed. recommended by
' Principal.

Intensive Assistance
Principal Writes Corrective
Action Plan & Individual
Growth Plan is revised.

1. Corrective Action Plan
written by Principal and
Assistance Committee.

2. Individual Growth Plan is
revised.

3. Principal, Assistance
Committee & Media
Specialist Mentor design
activities to assist Media
Specialist reach
established goals.

4. Media Specialist Mentor
works closely with Media
Specialist to achieve
established goals by
deadlines. _

5. Duration 30 days or
longer.

6. Individual Growth Plan is
revised, with new goals
established.
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The Greenup County Administrator Mentor Program

(rev. December 2008)

Objective: to support administrators while i mcreasmg instructional effectiveness and
enhance high student performance.

Rationale: The impact on student achievement is immediate when monies and efforts are
put into teaching administrators to be more effective. It is our professional responsibility
to assist every administrator to learn, grow and be successful.

‘Reasons to Retain Administrators:

1. As administrator effectiveness increases, the lower achieving students are the first to
benefit.

2. Financial Investment in raising administrator quality nets greater gains in student

achievement than any other use of school resources.

Effective administrators build effective schools

NCLB & Highly Qualified Teachers

Improved school climate and culture

Administrator Shortages

A

Process:

1. Superintendent recommends administrator for Short-Term Assistance or Intenswe
Assistance.

2. Short Term Assistance:

Plan can be 5-30 days.

Specific goals in the established in the Corrective Action Plan.

The Administrator Mentor and the Superintendent design a program that
addresses the Corrective Action Plan, enabling the administrator to achieve
goals.

e. Administrator Mentor assists administrator to achieve established goals. The
Corrective Action Plan will be monitored and reviewed continually by the
superintendent.

f. If the administrator satisfies the established goals, no further assistance is
required.

g. If the administrator fails to meet the established goals, the superintendent
recommends Intensive Assistance for the administrator.

3. Intensive Assistance:

a. The Superintendent requests assistance from the Ad.tnlmstrator Mentor
Program.

b. The Assistance Committee is formed. The commitiee will consist of one (1)
building level administrator, one (1) district level personnel and one (1)
administrator. All must have completed training as certified evaluators. The
building level administrator is from a different school from which the
administrator is assigned.

¢. The Superintendent, Assistance Committee and Administrator Mentor design

a plan to assist the administrator in reaching goals established in the _
Corrective Action Plan. This plan will encompass a multitude of activities,

e o
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professional development, job-embedded activities, mentoring, coaching, etc.,
aiding the professional growth of the administrator.

d. This meeting will occur within five (5) working days following the
superintendent’s recommendation for administrator assistance.

e. The Superintendent and the Assistance Committee shares the Corrective
Action Plan and revises the Individual Growth Plan with the administrator.

f. The Assistance Committee members complete formal observations. Each
committee member will conduct a minimum of three (3) formal observations.

. The Superintendent will also complete a minimum of three (3) formal
observations.

g. Administrator Mentor works closely with the administrator and assists in the
achievement of established goals and insures that deadlines and target dates
are met per the Corrective Action Plan. The Administrator Mentor

- communicates progress to the Superintendent and the Assistance Committee
on a regular basis. Determination of successful completion of the Corrective
Action Plan will be decided by the Superintendent and the Assistance
Committee.

h. Duration is 30 days or longer.

i. Upon successful completion of the Corrective Action Plan, the Individual
Growth Plan is revised with new goals established. The superintendent and the
administrator will collaboratively develop the Individual Growth Plan.

4, If the administrator fails to satisfactorily complete the Corrective Action Plan, the

Superintendent and the Assistance Committee can establish a new Corrective Action
Plan, with the administrator repeating the process. !
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Administrator Mentor Program

Superintendent recommends
Administrator for assistance

—

Short Term Assistance Intensive Assistance
Superintendent Writes Superintendent Corrective
Corrective Action Plan Action Plan & Individual
Growth Plan is revised.
1. Plan can be 5-30 days. ' 1. Corrective Action Plan
2. Specific goals in the Corrective Action written by Superintendent
Plan and Assistance
3. Superintendent designs activities that Committee.
address the Corrective Action Plan. 2. Individual Growth Plan is
4. Administrator Mentor assists teacher to revised.
achieve established goals. 3. Superintendent,
Assistance Commitiee &
Administrator Mentor
design activities to assist
Administrator reach

' estahlished goals.
. : 299 v
Corrective Action Goals Met??? I 4. Administrator Mentor

works closely with
Administrator to achieve

YES NO established goals by
No further Intensive Assistance s dDeadltl‘neséO .
assistance needed. recommended by . Duration ays or
Superintendent. longer. _
6. Individual Growth Plan is

revised, with new goals
established.
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PERSONNEL ' 03.18
~-CERTIFIED PERSONNEL-

Evaluation

DEVELOPMENT OF SYSTEM

The Superintendent shall recommend for approval of the Board and the Kentucky
Department of Education an evaluation system, developed by an evaluation committee,
for all certified employees below the level of District Superintendent, which is in
compliance with applicable statute and regulation.’

PURPOSES

The purposes of the evaluation system shall be to: improve instruction, provide a measure
of performance accountability to citizens, foster professional growth, and support
individual personnel decisions.

NOTIFICATION

The evaluation criteria and evaluation process to-be used shall be explained to and
discussed with certified school personnel no later than the end of the first month of
reporting for employment for each school year.

REVIEW

All employees shall be afforded an opportunity for a review of their evaluations. All
written evaluations shall be discussed with the evaluatee, and he/she shall have the

opportunity to attach a written statement to the evaluation instrument. Both the evaluator

and evaluatee’shall sign and date the evaluation instrument.
All evaluations shall be maintained in the employee’s personnel file.?
APPEAL PANEL

The District shall establish a panel to hear appeals from summative evaluations as
required bylaw.’

ELECTION

Two (2) members of the panel shall be elected by and from the certified employees of the
District. Two (2) alternates shall also be elected by and from the certified employees, to
serve in the event an elected member cannot serve. The Board shall appoint one (1)
certified employee and one (1) alternate certified employee to the panel.

TERMS

All terms of panel members and alternates shall be for two (2) years and run from July 1
to June 30. Members may be reappointed or reelected.

CHAIRPERSON
The chairperson of the panel shall be the certified employee appointed by the Board.
APPEAL TO PANEL

Any certified employee who believes that he or she was not fairly evaluated on the
summative evaluation may appeal to the panel within five (5) working days of the receipt
of the summative evaluation. The certified employee may review any evaluation material
related to him/her. Both the evaluator and the evaluatee shall be given the opportunity to
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review documents to be given to the hearing committee reasonably in advance of the
hearing and may have representation of their choosing.

APPEAL FORM

The appeal shall be signed and in writing on a form prescribed by the District evaluation
committee. The form shall state that evaluation records may be presented to and reviewed
by the panel.

CONFLICTS OF INTEREST

No panel member shall serve on any appeal panel considering an appeal for which s/he
was the evaluator.

Whenever a panel member or a panel member's immediate family appeals to the panel,
the member shall not serve for that appeal. Immediate family shall include father, mother,
brother, sister, husband, wife, son, daughter, uncle, aunt, nephew, niece, grandparent, and
corresponding in-laws. :

A panel member shall not hear an appeal filed by his/her immediate supervisor.
BURDEN OF PROOF

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

HEARING

The panel shall hold necessary hearings. The evaluation commitiee shall develop
necessary procedures for conducting.the hearings.

PANEL DECISION

The panel shall deliver its decision to the District Superintendent, who shall take
whatever action is appropriate or necessary as permitted by law. The panel’s written
decision shall be issued within fifieen (15) working days from the date an appeal is filed.

No extension of that deadline beyond fifteen (15) working days shall be granted without
written approval of the Superintendent.

SUPERINTENDENT

The Superintendent shall receive the panel’s decision and shall take such action as
permitted by law as s’he deems appropriate or necessary.

REVISIONS

The Superintendent shall submit proposed revisions to the evaluation plan to the Board
for its review to ensure compliance with applicable statute and regulation. Upon

adoption, all revisions to the plan shall be submitted to the Kentucky Department of
Education for approval.

REFERENCES:

KRS 156.557, 704 KAR 003:345
OAG 92-135, Thompson v. Board of Educ., Ky., 838 S.W.2d 390 (1992)

RELATED POLICIES:

02.14; 03.15; 03.16 Adopted/Amended: 07/24/2006
' Order #: 5
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PERSONNEL ' 03.18 AP.11
-CERTIFIED PERSONNEL-

Appeals/Hearings

PURPOSE

An Appeals Panel shall be estabhshed in accordance with KRS Chapter 156 and 704
KAR 3:345. Based on issues identified in an employee’s appeal documentation, the Panel
shall determine whether the employee has demonstrated that a procedural violation has
occurred under the District’s evaluation plan and whether the summative evaluation is
supported by the evidence. '

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

APPEALS

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

1. Both the evaluatee and evaluator shall submit three (3) copies of any
-appropriate documentation to be reviewed by members of the Appeals Panel in
the presence of all three (3) members. The parties will exchange copies of
documentation by or before the day it is submitted to the Panel. The members
of the Appeals Panel will be the only persons to review the documentation. All
documentation will be located in a secure place in the Central Office except
during Appeals Panel meetings. Confidentiality will be maintained. Copies of
the documentation as submitted to the Panel shall not be carried away from the

established meeting by either parties involved or the Panel members.

2. The Panel will meet, review all documents, discuss, and prepare questions to be
asked of each party by the Chairperson. Additional questions may be posed by
Panel members during the hearing.

3. The Panel will set the time and place for the hearing, and the Chairperson will
provide written notification to the appealing employee and his/her evaluator of
the date, time, and place to appear before the Panel to answer questions.

4, Legal counsel and/or chosen representative may be present during the hearing
to represent either or both parties.

5. The hearing will be audiotaped and a copy provided to both parties if requested
in writing. The original will be maintained by the District.

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

7. Witnesses may be presented, but will be called one at a time and will not be
allowed to observe the proceedings.
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PERSONNEL | 03.18 AP.11

-CERTIFIED PERSONNEL-

Appeals/Hearings

HEARINGS

The following procedures will be implemented during the hearings:

1.

A

The Chairperson of the Appeals Panel will convene the hearing, review
procedures, and clarify the Panel’s responsibilities.

Each party will be allowed to make a statement of claim. The evaluatee will
begin.

The evaluates may present relevant evidence in support of the appeal.
The evaluator may present evidence in support of the summative evaluation.
The Panel may question the evaluatee and evaluator.

The Chairperson may disallow materials and/or information to be presented or
used in the hearing when s/he determines that such materials and/or information
is not relevant to the appeal or when the materials were not exchanged between
the parties as provided in this procedure.

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

8. The chaererson of the Panel will make closing remarks.

10.
11.

12.

13.

The decision of the Panel, after sufficiently reviewing all ev1dence may
include, but not be limited to, the following:

a. Upholding all parts of the original evaluation.
b. Voiding the original evaluation or parts of it.

c. Ordering a new evaluation by a second certifted employee who shall be a
trained evaluator.

The chairperson of the Panel shall present the Panel’s decision to the evaluatee,
evaluator, and the Superintendent w1thm fifteen (15) working days from the
date the appeal is filed.

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

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

The Panel’s decision may be appealed to the Kentucky Board of Education
based on grounds and procedures contained in statute and regulation.

Review/Revised:6/25/07
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PERSONNEL 03.18 AP.12

~ CERTIFIED PERSONNEL -

Confidentiality of Records

Personnel evaluation records, specifically the personnel evaluation folder and its contents,
will be kept as a part of the employee’s personnel file and will be treated with the same
confidentiality as other personnel records. During an appeal/hearing, evaluation records
will be kept in a secure location designated by the Supenntendent

ACCESSIBILITY

Evaluation records will be accessible only to:

1.

Members of the District Evaluation Appeals Panel when an employee has
appealed his/her summative evaluation to the Panel.

Administrators who supervise, or share the supervision of, the evaluatee.
Generally, these administrators will include the Principal/Assistant Principal in
the evaluatee's building, the Superintendent, and other District-level
administrative staff members, as designated by the Superintendent.

. The Board, if the majority of Board members vote to request such access for

lawful District purposes and on advice of legal counsel. Board members shail
review evaluation records in a closed Board meeting in the presence of the
Superintendent.

4. Records may be subpoenaed in cases where litigation occurs.

RELATED PROCEDURE:
03.18 AP.11

Review/Revised:3/31/2003
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PERSONNEL
- CERTIFIED PERSONNEL -

Evaluation Appeal Form

INSTRUCTIONS

03.18 AP.21

This form is to be used by certified employees who wish to appeal their performance

evaluations to the Appeal Panel.

Employee’s Name

Home Address

Job Title Building

Grade or Department

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

. If additional space is needed, attach extra sheet.

Date you received the summative evaluation

Name of Evaluator Date

I hereby give my consent for my evaluation records lo be presented to the members of the

Evaluation Appeal Parel for their study and review. I will appear
requested.

before the Panel if

Employee’s Signature
RELATED PROCEDURES:

03.18 AP.11
03.18 AP.12

Date

Review/Revised:3/31/2003
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PERSONNEL

~CERTIFIED PERSONNEL-

03.18 AP.22

Evaluation Committee

EVALUATION COMMITTEE TASKS

The following tasks have been completed by the Evaluation Committee, which shall
consist of equal numbers of teachers and administrators:

Developing the processes to be used in formative and summative
evaluations for certified positions below the level of District

Superintendent.

Developing all forms associated with the evaluation process.

Establishing a procedure for certified employees to review their
summative evaluation. | '

Developing plan for providing assistance to certified employees in
formulating their professional growth plans.

TRAINING OF EVALUATORS

In meeting the evaluation requirements of KRS 156.557, primary evaluators shall
demonstrate competency in the following:

Effective teaching practices,

Techniques of classroom observation,

Conducting conferences,

Techniques for assisting in the development of professional growth plans,

Conducting summative evaluations, and

Using the District’s evaluation forms.

FREQUENCY OF SUMMATIVE EVALUATIONS

At a minimum, summative evaluations shall occur on a schedule as specified below:

Posiﬁﬁn Annually Every two (2) years | Every three (3) years
Superintendent X
Administrators X
Non-tenured X
Tenured X

Review/Revised:03/31/03
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16 KAR 1:020. Professional code of ethics for Kentucky school certified personnel.
RELATES TO: KRS 161.028, 161.040, 161.120
STATUTORY AUTHORITY: KRS 161.028, 161.030

NECESSITY, FUNCTION, AND CONFORMITY: KRS 161.028 requires that the Education Professional Standards Board develop
a professional code of ethics. This administrative regufation establishes the code of ethics for Kentucky school certified personnel
and establishes that violation of the code of ethics may be grounds for revocation or suspension of Kentucky certification for
professional scheo! personnel by the Education Professional Standards Board.

Section 1. Certified personnel in the Commonwealth:

(1) Shall strive toward excellence, recognize the importance of the pursuit of truth, nurture democratic citizenship, and safeguard

" the freedom o leam and to teach;

(2) Shall believe in the worth and dignity of each human being and in educational opportunities for all;

(3) Shall strive to uphald the responsibilities of the education profession, including the following obligations to students, fo parents
and to the education profession: '

' {a) To students:

1. Shall provide students with professional education services in a nondiseriminatory manner and in consonance with accepted
best practice known to the educator;

2. Shall respect the constitutional rights of alf students;
3. Shall take reasonable measures to protect the health, safety, and emotional well-being of students;
4. Shall not ﬁse professional relationships or authority witht students for personal advantage;

5. Shall keep in confidence information about students which has been obtained in the course of professional service, unless
disclosure serves professional purposes or is required by law;

6. Shafl not knowingly make false or malicious statements about students or colleagues;
7. Shall refrain from subjecting students to embarrassment or disparagement; and

8. Shall not engage in any sexually related behavior with a student with or without consent, but shall maintain a professional
approach with students. Sexually related behavior shall include such behaviors as sexual jokes; sexual remarks; sexual kidding or
teasing; sexual innuendo; pressure for dates or sexual favors; inappropriate physical touching, kissing, or grabbing; rape; threats
of physical hamm; and sexual assault.

(b) To parents:

1. Shall make reasonable effort to communicate to parents information which should be revealed in the interesi of the student;
2. Shall endeavor to understand community cultures and diverse home environments of students;

3. Shall notl knowingly distert or misrepresent facts conceming educational issues;

4. Shall distinguish between personal views and the views of the eﬁploying educational agency;

5. Shall not interfere in the exercise of political and citizenship rights and responsibilities of others;

6. Shall not use institutional privileges for private gain.' for the promotion of political candidates, or for partisan political activities;
and :

7. Shall not accept gratuities, gifts, or favors that might impair or appear to impair professional judgment, and shall not offer any of
these to obtain special advantage. . : S
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{c} To the education profession:
1. Shall exemplify behaviors which maintain the dignity and integrity of the profession;

2. Shall accord just and equitable treatment to all members of the profession in the exercise of their professionai rights and
responsibilities;

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

4. Shall not use coercive means or give special treatment in order to influence professionat decisions;

5. Shall apply for, accept, offer, or assign a position or responsibility only on the basis of professional preparation and legal
qualifications; and

6. Shall not knowingly falsify or misrepresent records of facts relating to the educator's own qualifications or those of other
professionals,

Section 2. Viclation of this administrative regulation may result in cause te initiate proceedings for revocation or suspension of
Kentucky certification as provided in KRS 161.120 and 704 KAR 20:585. (21 Ky.R. 2344; eff. 5-4-85; recodified from 704 KAR
20:680, 7-2-2002.)
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156.557 Standards for improving performance of certified school personnel --
Criteria for evaluation -- Content of programs -- Administrative regulations --
Waiver for alternative plan -- Appeals -- Exemptions -- Review of evaluatlon
systems -- Assistance to improve evaluation systems.
(1) The Kentucky Board of Education shall establish statewide standards for evaluation
and support for improving the performance of all certified school personnel.
(2) The performance critetia on which teachers and administrators shall be evaluated
shall include, but not be limited to:
(a) Performance of professional responsibilities related to his or her assignment,
including attendance and punctuality and evaluating results;
(b) Demonstration of effective planning of curricula, classroom instruction, and
classroom management, based on research-based instructional practices, or
school management skills based on validated managerial practices;
(c) Demonstration of knowledge and understanding of subject matter content or
administrative functions and effective leadership techniques;
(d) Promotion and incorporation of instructional strategies or management
techniques that are fair and respect diversity and individual differences;
(e) Demonstration of effective interpersonal, communication, and collaboration
skills among peers, students, parents, and others;
(f) Performance of duties consistent with the goals for Kentucky students and
mission of the school, the local community, laws, and administrative
regulations;
(g) Demonstration of the effective use of resources, including technology,
~ (h) Demonstration of professional growth;
(i} Adherence to the professional code of ethics; and
(j) Attainment of the teacher standards or the administrator standards as
established by the Education Professional Standards Board that are not -
referenced in paragraphs (a) to (i) of this subsection.
* (3) The certified employee evaluation programs shall contain the following provisions:
(a) Each certified school employee, including the superintendent, shall be
evaluated by a system developed by the local school district and approved by
the Kentucky Department of Education. '
(b) The local evaluation system shall include formative evaluation and summative
evaluation.
1. "Formative evaluation" means a continuous cycle of collecting
evaluation information and interacting and providing feedback with
suggestions regarding the certified employee's professional growth and
performance.
2. "Summative evaluation" means the summary of, and conclusions from,
the evaluation data, including formative evaluation data, that:
a. Occeur at the end of an evaluation cycle; and
b. Include a conference between the evaluator and the evaluated
certified employee, and a written evaluation report.
(¢) The Kentucky Board of Education shall adopt administrative
regulations incorporating written guidelines for a local school district to
follow in developing, implementing, and revising the evaluation system
and shall require the following;:
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1. All evaluations of certified employees below the level of the
district superintendent shall be in writing on evaluation forms and
under evaluation procedures developed by a committee composed
of an equal number of teachers and administrators;
2. The immediate supervisor of the certified school employee shall
be designated as the primary evaluator. At the request of a teacher,
observations by other teachers trained in the teacher's content area
or curricilum content specialists may be incorporated into the
formative process for evaluating teachers; ‘
3. All monitoring or observation of performance of a certified
school employee shall be conducted openly and with full
knowledge of the employee;
4. Evaluators shall be trained, tested, and approved in accordance
with administrative regulations adopted by the Kentucky Board of
Education in the proper techniques for effectively evaluating
certified school employees and in the use of the school district
evaluation system;
5. The evaluation system shall 1nc1ude a plan whereby the person
evaluated is given assistance for professional growth as a teacher
or administrator. The system shall also specify the processes to be
used when corrective actions are necessary in relation to the
performance of one's assignment; and
6. The training requirement for evaluators contained in
subparagraph 4. of this paragraph shall not apply to district board
.of education members.
(4) A local district may request from the Kentucky Department of Educatlon a waiver’
from the guidelines and administrative regulations promulgated by the Kentucky
Board of Education as required in subsection (3)(c) of this section in order to
implement an alternative evaluation plan for employees on continuing contracts.
The department shall grant a waiver if the alternative plan prov1des for a three (3)
phase certified employee evaluation plan that includes: :
(a) Phase One: Evaluation for Professional Growth.
1. Evaluation is based on a wide array of relevant sources and
directed toward general and specific recommendations for
improvement; and
2. Evaluation does not include documentation that might adversely
affect employment status.
(b) Phase Two: Transition.
1. Evaluation is for the purpose of intensive scrutiny of job
performance;
2. Evaluation includes documentation that may lead to adverse
employment decisions;
3. Assistance and support for improvement shall be provided by
the school district; and
4. Placement of an individual in the transition phase shall not be
subject to appeal, but the employee shall be notified of the decision
“in writing. '
(c) Phase Three: Evaluation for Deficiency.
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1. Notwithstanding KRS 161.760, written notice of potential
termination, reduction of direct classroom responsibility, or other
adverse actions and conditions for job retention are given the
employee;
2. A clear time frame for proposed actions is provided the
employee; and
3. The summative evaluation is subject to appeal. An alternative
plan for the evaluation of certified personnel shall be proposed to
the Kentucky Department of Education if the local district
evaluation committee is in support of the plan. Training necessary
to implement the alternative plan shall be provided to the
principals, supervisory personnel, and the employees to be
evaluated. The local district shall provide support to implement the
plan. The department shall provide technical assistance to districts
wishing to develop alternative evaluation plans.
(5) The Kentucky Board of Education shall establish an appeals procedure for certified
school employees who believe that the local school district failed to properly
implement the approved evaluation system. The appeals procedure shall not involve
requests from individual certified school employees for review of the judgmental
conclusions of their personnel evaluations. '
(6) The local board of education shall establish an evaluation appeals panel for certified
personnel that shall consist of two (2) members elected by the certified employees
of the district and one (1) member appointed by the board of education who is a
certified employee of the board. Certified employees who think they were not fairly
evaluated may submit an appeal to the panel for a timely review of their evaluation.
In districts that have adopted an alternative evaluation plan under subsection (4) of
this section, the appeal shall only apply to the summative evaluation of Phase Three.
- (7) Local school districts with an enrollment of sixty-five thousand (65,000) or more
students shall have an evaluation system but shall be exempt from procedures or
processes described in this section as long as the plan meets the standards
established by the Kentucky Board of Education for local school district evaluation
systems. The local plan shall include an appeals process for employees who believe
they were not fairly evaluated.
(8) Between July 15, 2000, and June 30, 2001, each school district shall review its local
evaluation system to assure that the system is working effectively and to make
changes to improve its system.
(9) Beginning with the 2001-2002 school year, and in subsequent years, the Kentucky
Department of Education shall annually provide for on-site visits by trained
personnel to a minimum of fifteen (15) school districts to review and ensure
appropriate implementation of the evaluation system by the local school district.
The department shall provide technical assistance to local districts to eliminate
deficiencies and to improve the effectiveness of their evaluation systems. The
department may implement the requirement in this subsection in conjunction with
other requirements, including, but not limited to, the scholastic audit process

required by KRS 158.6455.
Effective: July 14, 2000
Histery: Created 2000 Ky. Acts ch, 527, sec. 4, effective July 14, 2000.
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704 KAR 3:345. Evaluation guidelines.
RELATES TO: KRS 156.557
STATUTORY AUTHORI‘_I'Y: KRS 156.070, 156.557(3)(c)

NECESSITY, FUNCTION, AND CONFORMITY: KRS 156.557(3){c} requires the Kentucky Board of Education to develop written
guidelines for local school districts to follow in developing and implementing an evaluation system for certified employees. This
administrative regulation establishes the requirements for the evaluation programs and policies of local schoo! districts.

Section 1. Definitions. (1) "Administrator” means a certified slaff person who devotes the majority of his employed time fo service
in a position for which administration ceriification is required by the Education Professional Standards Board in 704 KAR Chapter
20.

{2) "Conference” means a meeting involving the evaluator and the certified employee being evaluated for the purposes of
providing feedback from the evaluator, analyzing the results of an observation or observations and other information to determine
accomplishments and areas for growth leading to establishment or revision of a professionat growth plan,

(3} "Evaluation" means:

(a} The process of assessing or determining the effectiveness of the performance of the certified employee in a given teaching
and leaming or leadership and management situation, and based on predetermined criteria, through periodic observation and
other documentation including a porifolio, peer review, product or performance; and

{b) The establishment and monitoring of a professiocnal growth plan.

{4) "Fomative evaluation” is defined by KRS 156.557(3)(b)1.

{5) "Indicators” meaps measurable or observable behaviors and outcomes that demonstrate performance criteria.

{8) "Job category” means a group or class of positions, with closely related funcﬁohs (e.g.. principal, coordinator, director).

{7} "Observation” means a process of gathering information in the performance of duty, based on predetermined eriteria in the
district plan. -

(8) "Cther support staff” means ceriified staff other than teacher or administrator.

(9) "Performance criteria” means performance areas, skills, or outcomes on which the cerlified employee shall be evaluated based
on position and the district plan.

{10} "Pesition” means a professional role in the school district fe.g., teacher, secondary principal, superviser of instruction).
(11} "Professional growth plan" means an individualized plan that includes:
(a) Goals for enrichment and development that are established by the person being evaluated with the assistance of an evaluator;
{b) Objectives, a pian for achieving the objectives, and a method for evaluating success; and
{c) Alignment with the-specific goals and objectives of the schoal improvement plan or the district improvement plan; ar;d
{d} Identification of school and district resources within available funds to accomplish the goals.

(12) "Standards of performance” means acceptable qualitative or quantitative level of performance expected of effective teachers
or administrators.

(13) "Summative evaluation” is defined by KRS 158.557(3)(b)2.

(14) "Teacher" means a certified staff person who directly instructs students.
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Section 2. Each local school district shall have an evaluation plan and procedures approved by the Kentucky Depariment of
Education. Approval of the plan and procedures shall be for the purpose of certification as to the compliance of each specific
school district's evaluation plan with the guidelines established in this administrative regufation.

Section 3. The local school district shall have a written policy for the evaluation of all certified employees consistent with KRS
156.557. i

Section 4. (1) An evaluation committee consisting of equal numbers of teachers and administrators shall develop evaluation
procedures and forms for certified positions betow the level of the district superintendent. The superintendent's evaluation process
shall be developed and adopted by the local board of education. The evaluation procedures and forms shall be designed to foster
professional growth and to support individual personne! decisions. .

(2) The procedures shall provide for both formative evaluation and summative evaluation and shall include the following elements:

(a) The immediate supervisor of the certified school employee shall be designated the primary evaluator, Additional trained
administrative personnel may be used to observe and provide information fo the primary evaluator. If reguested by the teacher,
observalions by another teacher trained in the teacher’s content area or by curriculum content ‘specialists shall be provided. The
selection of the third-party observer shall, if possible, be determined through mutual agreement by evaluator and evaluatee. A
teacher who exercises this option shall do so, in writing to the evaluator, by no laier than February 15 of the academic year in
which the summative evaluation occurs. If the evaluator and evaluatee have not agreed upon the selaction of the third-party
observer within five (5} working days of the teacher's written request, the evaluator shall select the third-party observer.

{b) The monitoring or observations of performance of a certified employee shall be conducted openly and with the full knowledge
of the teacher or administrator. The local district may determine the length and frequency and nature of observations conducted
by an evaluator.

(c} The evaluation system shall include a professional growth plan for all certified personnei below the level of superintendent
aligned with specific goals and objectives of the school improvement plan or the district improvement plan and shall be reviewed
annually.

(d) The evaluation process developed for the local superintendent by the local board of education shall include provisions for
assistance for professional growth of the superintendent, pursuant to KRS 156.111. -

{e) Evaluation shall include a formative evaluation conferénce between the evaluator and the person evaluated within one (1) work
week following each observation. in addition, the summative evaluation conference ‘Shall be held at the end of the evaluation cycle
and include all evaluation data.

{f) Evaluation with multiple observations shall occur annually for each nontenured certified employee. The formative data collected
during the beginning teacher internship period may be utilized in summative evaluation of the intemn.

{g) Multiple cbservations shall be conducted with a tenured, certified employee whose observation results are unsatisfactory.
(h) Summative evaluation shall occur a minimum of once every three (3) year period for each tenured teacher.
(i) Summative evaluation shail eccur annuaily for an adminisirator.

() The evaluation of a certified employee below the level of the district superintendent shall be in writing on an evaluation form
developed pursuant to subsection (1) of this section and become a parl of the official persennel record.

(k) The observations shall include documentation of information to be used in determining the performance of the evaivatee.

(1} The evaluation system shall provide an opportunity for a writien response by the evaluatee and the response shall become a
part of the official personnel record.

{m) A copy of the evaluation shall be provided to the evaluatee.

Seclion 5. (1) The evaluation form shall include a list of performance criteria characteristic of effective teaching or administrafive
practices. Under each criterion, specific descriptors or indicators that can be measured or observed and recorded shall be listed.
Additionally, standards of performance shall be established for each criterion. The performance criteria shall incdlude those that
apply to the employee heing evaluated and that are identified within KRS 156.557(2).

{2} The evalualion criteria and process used 1o evaluate certified school personnel shall be explained o and discussed with
certified school personnel no later than the end of the first month of reporting for employment for each school year. Amendments
approved by the Kentucky Department of Education to local systems of certified personnel evaluation that occur after the end of
the cerfified employees’ first school menth shall not apply to the employee until the following schocl year.
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{3) An evaluation form or instrument shall be specific for each pesition or job category. Other forms for observation and pre- and
postconferences may be used at the discretion of the local district.

Section 6. (1) The primary evaluator, with the exception of a district board of education member, shall be trained, tested, and
approved as an evaluator by the Kentucky Department of Education.

(2) Training shall:
(a) Include skill development in the use of the local evaluation process. Each local district shall conduct this training;

(b} Include skili development in the identification of effective teaching and management practices, effective observation and
conferencing techniques, establishing and assisting with a certified employee professional growth plan, and summative evaluation
techniques relative to the academic expectations in 703 KAR 4:060. This training shall be conducted by a provider who has been
approved by the Kentucky Department of Education as a trainer for the Instructional Leadership improvement Program;

{c) Be provided by the Kentucky Department of Education for ail new administrators who are designated as evaluators. Other
administrators who have not received training in the skill areas lsted in paragraph (b) of this subsection may participate alse; and

(d) Be approved as a part of the evaluation plan and procedures submitted to the Kentucky Department of Education.
(3) Testing shall:

(a) Include a cognitive test of research-based and professionally accepted teaching and management practices and effective
evaluation techniques listed in subsection (2)(b) of thls section; and

(b} Be conducted by the Kentucky Depariment of Education or an individual or agency approved by the Kentucky Department of
Education.

(4) Initial approval as an evalualor shall be issued by the Kentucky Department of Education upon completion of the required
evaluation fraining program and successful completion of testing.

..48)(a) Continued approval as an evaluator shall be contingent upon the completion of a minimum of twelve (12) hours of
“Evaluation training every two (2) years.

(b} This training shall be in any one, or a combination, of the following skill dreas:
: 1_. Use of the local evaluation process;

2. Identification of effective teaching and management practices;

3. Effective observation and conferencing techniques;

4, Establishing and assisting with certified employee professional growth plans;

5. Summative evaluation techniques; or

6. Completion of training or update training in the Kentucky Teacher Intemship Program in 704 KAR 20:690 or Kentucky Principal ‘
Internship Program in 704 KAR 20:470 not to exceed six (6) hours per two (2) year cycle. :

(6) Each locat district shall designate a contact person responsible for monitoring evaluation training and :mplementlng the
evaluation plan.

Section 7. For an appeal fo the [ocal evaluation appeals panel, each local evaluation plan shall provide for the following:
(1) Right to a hearing as to every appeal;

(2) Opportunity reasonably in advance of the hearing for the evaluator and evaluatee fo adequately review all documents that are
to be presented to the evaluation appeals panel; and

(3) Right to presence of evaluatee’s chosen representative.

[
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Section 8. (1) The local board of education shall review as needed the evaluation plan to ensure compiiance with KRS 156,557
and this administrative regulation.

(2) ¥f a substantive change 1s made to the evaluation plan, the local board of education shall utilize the evaluation committee, as
provided for in Section 4(1} of this administrative regulation, in formulating the revision.

(3) Examples of substantive change shall include a change in:
(a) Cycle;

({b) Observation frequency;

(c) A form; or

(d) An appeal procedure..

(4) Arevision to the plan shail be reviewed and approved by the local board of education and submitted to the Kentucky
Department of Education for approval.

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

(2) The appeal procedures shall bs as follows:

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

(b} No later than thirty (30} days after the final action or decision at the local district ievel, the certified employee may submit 2
written request to the chief state.school officer for a review befare the State Evaluation Appeals Panel. An appeal not fited in a
timely manner shall not be considered. A specific description of the compiaint and grounds for appeal shalt be submitted with this
request.

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

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

(e} A determination of noncompliance shall render the evaluation void, and the employee shall have the right to be reevaluated.
{11 Ky.R. 1107; Am. 1268; eff. 3-12-85; 12 Ky.R. 1638; 1837; eff. 6-10-86; 15 Ky.R. 1561; 1849; eff. 3-23-89; 17 Ky.R. 116; eff. 9-
13-90; 19 Ky.R. 515; 947; 1081; eff. 11-8-92; 20 Ky.R. 845; eff. 12-6-93; 23 Ky.R. 2277; 2732; eff. 1-9-97; 27 Ky.R. 1874; 2778;
eff. 4-0-2001.} :
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16 KAR 7:010. Kentucky Teacher Internship Program.
RELATES TO: KRS 156.101, 161.028, 161.030, 161.048, 161.095
STATUTORY AUTHORITY: KRS 161.028(1){a), 161.030, 161.1222

NECESSITY, FUNCTION, AND CONFORMITY: KRS 161.030(5) requires that all new teachers and out-of-state teachers with
less than two (2) years of successful teaching experience who are seeking initial certification in Kentucky shall serve a one (1)
year infemship. KRS 161.1222(1) authorizes the Education Professional Standards Board o implement a pilot internship project.
This administrative regulation establishes the requirements for the Kentucky Teacher intemship Program and the Kentucky
Teacher Internship Pilot Project. .

Section 1. Definitions. (1) "Half-time basis" means teaching fifteen (15) hours per week.
(2) "Instructional day” means a day that;

(a) The teacher intem is performing regular teaching responsibilities in an instructional setting, or is completing professional
- development for compensation from the district or employing school: and

{b) Does not include annual leave, sick leave, or other authorized or unauthorized leave fime.

(3) "Resource Teacher Time Sheel” means a copy of the document of the same name that is contained on the Education
Professional Standards Board (EPSB) Web site, kyepsb.net and in the publication, Guiding and Assessing Teacher Effectiveness:
A Resource Guide for Kentucky Teacher Internship Program Participants.

(4) "Teacher intern” means any new teacher or out-of-state teacher with less than two (2) years of successful teaching
experience, preschool through grade twelve (12), who has obtained a provisional certificate and is seeking initial certification in
Kentucky.

Section 2. Basis for Professional Judgment by the Beginning Teacher Committee. (1) A teacher intern and the beginning teacher
committee shall follow the requirements established in this administrative regulation and In "Guiding and Assessing Teacher
Effectiveness: A Resource Guide for Kentucky Teacher Iny ip Program Participants™.

[y

(2) In ammiving at its professional judgment, the beginning teacher committee shall take into consideration the progress of the
teacher intern throughout the school year and, particularly, the level of performance that has been achieved near the end of the
internship. The beginning teacher committee shall determine the progress and improvement of the teacher intemn, pursuant to
KRS 161.030, by:

(a) A systematic observation of classroom performance;

(b} An ongoing review of portfolia materials or pilot project Teacher Work Sample that shall be developed by the teacher intem;
and .

(c) A review of the teacher intem's response to the suggestions and recommendations made by the beginning teacher committee
during its meetings with the teacher intem throughout the internship.

(3) Throughout the infemship, the teacher intern and the beginning teacher committee shall ufilize the new teacher standards for
Preparation and Cerlification established by the Education Professional Standards Board in 16 KAR 1:010.

Section 3. Beginning Teacher Committee Membership Appointment. (1}{(a) School districts shall maintain a pool of resource
teachers and principals who have successfully completed the Kentucky Teacher Intemship Program Committee fraining in order
to assure eligibility for appointment to beginning teacher committees. :

(b} :rhe Kentucky Teacher Internship Program Commitiee fraining may be approved for up to twelve {12) hours of professional
development credit toward the continuing education requirements for resource teachers pursuant to KRS 161.095 and Effective
Instructional Leadership Act (EILA) credit for administrators pursuant o KRS 156.101.

(2} The employing school district shall recommend principals and resource teachers for appointments by the Education
Professional Standards Board to beginning teacher commitiees.

(3) If the teacher intemn is teaching at a nationally or regionally accredited nonpublic school without a principal, the accrediting
arganization's guidelines for designating the school head or school teader shall be used by the employing school in making the
recommendation for appointment of the principal member. If no guidelines exist, the school shall provide a written rationale for the
appointment to the Education Professional Standards Board for approval.
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(4) Representatives of the teacher training institution shall consult the Education Professional Standards Board with respect to the
school districls and the geographical area to be served by teacher educator members on beginning teacher committees. All
teacher educators shall have completed the Kentucky Teacher Intemnship Program Committee training in order o assure eligibility
for appoiniment to beginning teacher committees. :

(5} The teacher training institution shall appoint a teacher educator no later than October 1 for the fall semester and February 15
for the spring semester. If the teacher intem is employed after the date required for appointment of the teacher educator, the
teacher training institution shall appoint a teacher educator no later than ten {10) days after being notified by the district of the
need for a teacher educator. .

{6) If the superintendent or designated nonpublic school head or leader determines that a teacher educator js unsuitable for
appointment, the superintendent or designated nonpublic school leader head or shall submit a written request for removal to the
Education Professionat Standards Board. The request shall contain the following:

(a) The facts and circumstances that form the basis for removal for cause; and

{b) The name of a qualified replacement submitted after consuttation with the district or employing school Kentucky Teacher
Internship Program Coordinator.

(7) The Education Professional Standards Board shall send written notification to the teacher intemn, the beginning teacher
commiltee, the superintendent or designated nonpublic schoo! head or leader, and the teacher training institution of its decision
regarding the request for removal. ’

Section 4. Requirements for Time in the Intemship and Classroom Assignment. {1) The one (1) year intemship shall be completed
during one (1} of the following;

(a) No less than 140 instructional days of employment in a certified position for which the teacher intemn receives compensation
during one (1) school year; or

(b} Two (2) semesters totaling at least 140 instructional days of employment in a certified position for which the teacher intern
receives compensation in two (2) consecutive school years.

(2) The internship shall be established for each teacher intem whose initial employment begins at any time during the school term
except if the date of employment does not altow for compietion of al least seventy (70) instructional days of employment during
the school year. If the period of employment is less than seventy {70) instructiona! days in a school year, the local school district
shall declare an emergency as provided in KRS 161.100, autherizing the superintendent to request an emergency teaching
<certificate. The employing school district shall be responsible for providing assistance and supervision to the new teacher during
the period of employment under an emergency certificate.

(3)(=) The school district or nonpublic school shalt complete the Confirmation of Employment in electronic form or in hard copy if
the electronic submission system is unavailable. The Confirmation of Employment shall be completed for each teacher intern and
submitted to the Education Professienal Standards Board: ‘

1. On or befare October 15 for a teacher intem participating in the internship for the fall semeaster; or
2. On or before February 15 for a teacher intern participating in the internship for the spring semester.

{b} If the teacher intern begins employment afler the dates established in paragraph (a) of this subsection, the school district or
employing school shall submit the Confirmation of Employment in electronic form or in hard copy if the efecironic submission
system is unavailable within ten (10) days of the date of hire. A one (1) year intemship cerlificate shall be issued in accordance
with the provisions of 16 KAR 2:010 and 16 KAR 4:050.

(€} K the district fails to report verification of enroliment in the internship by the applicable date established in paragraph {a} or (b}
of this subsection, and there is insufficient time remaining for the teacher intern to complete the number of days required under
subsection (1) of this section, the district shall declare an emergency as provided in KRS 161.100, and the teacher intem shall
enrofl in the internship in the next semester of employment when at least seventy (70) instructional days are available,

(d) Failure to return the completed Confirmation of Employment or declare an emergency in accordance with paragraph {a) or {b)
of this subsection shall: . :

1. Be a violation of KRS 161.020; and

2. Result in the number of days the teacher intem taught without a valid certificate being included in the out of field report
submitted to the Commissioner of the Department of Education in accordance with KRS 161.1221.
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(4} A teacher intern may participate in the internship if the intern is teaching on at least a haif-time basis. A school district offering
employment to a new teacher for pari-time services which do not conform to the definition of haf-time basis shall request a waiver
from the Education Professional Standards Board staff for the new teacher to participate in the Kentucky Teacher Intemship
Program. The waiver request shall detail how the part-time employment offered by the district is commensurate with the half-time
basis requirement of this administrative regulation.

(5){2) Termination or resignation of the internship shall be prohibited unless a wiitten resignation detailing the facts surrounding
the resignation is received and approved by:

1. The superintendent or designated nonpublic schoot head or leader; and
2. The Education Professional Standards Board staff.

{b) A teacher infern who terminates or resigns the intemshiip without the approva! of the Education Professional Standards Board
staff shall be recorded as unsuccessfully completing the intemship for that school year.

{8) The intemship shall be established in a classroom which comesponds to the certificate of the teacher intérn. An intemnship shall
not be established in a classroom designated as an alternative school, classroom or program unless the district superintendent or
designated nonpublic school head or leader submits a written request for a waiver to the staff of the Education Professional
Standards Board. The request shall include the following:

(a) The type of students that attend the alternative gchool, classroom or program;
(b} The student selection and placement process;

{c} The level of support for students and faculty provided by the district;

(d) The degree of administrative support within the program, classroom or school;
(e) The location and facility that houses the program, classreom or schoo!;

{) The instructional resources that are available to the faculty;

{g) The curiculum used by the program, classroom or school;
{h) The manner in which the program, classroom or school coliaborates with other schools within the district;
(i) The current faculty and staff positions assigned to the program, classroom or school;

{i) A brief description of how a teacher infem placed in the alternalive program, classroom or school could demonstrate that the
teacher intern has met ail of the new teacher standards; ’

(k) Contact information for an individual who could provide additional information about the request; and

{i) A signed affidavit by the superintendent, the superintendent’s designee, or the designated nonpublic school head or leader
confiming the information. - .

(7} The Education Professional Standards Board staff shall grant the waiver if there is a determinalion that the request and
accompanying documentation sufficiently demonstrate that the level of support and services provided to the teacher intemn
assigned to an altemative school, classraom, or program is equivalent to that provided to a teacher intern placed in a
nonaltemative setting.

(8) If the walver is granted, it shall remain in effect for the calendar year during which it is granted.

Section 5. Designation and Duties of Chair; Responsibilities of Resource Teacher, Teacher Intern, and Teacher Educator;
Requirements for Timing and Content of Beginning Teacher Committee Meetings. (1} The principal member of the three (3)
person beginning teacher commitiee shall serve as chair and shall be responsible for convening the committee and coordinating
its efforts by scheduling observations and committee meetings. The chair shall be responsible for the timely submission of alt
documents and reports of the beginning teacher committee as required by this administrative regulation. All documents and
reports shall be submitted through the electronic reporting system, or by hard copy if the electronic reporling system is
unavailable. in addition, the chair shall:

(a)1. Make three (3) official observation visits to the teacher intern’s classroom with each observation lasting one {1) hour in
duration or one (1) class period; or )
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2. Make two (2) one (1} hour or one (1) class period observation visits followed by an observation of the teacher intem's one {1}
hour or one {1) class period videoiaped classroom lessons; .

(b) Conduct a lesson plan review prior to each of the three (3) observations and a postobservation conference after each
observation;

(c} Report progress observed and concems to the commiltze at the scheduled committee meetings;

{d) Monitor the time that the resource teacher spends with the teacher intern both in and out of class and sign the electronic
version of the resource leacher time sheets or the hard copy of the resource teacher ime sheets if the electronic reporting systern
" is unavailable; and

(e) Ensure that all program policies and procedures are followed.
(2) The resource teacher shall be a mentor to the teacher intern and assess the teacher intern's progress in the intemship.

(a) The resource teacher, upon completion of Kenlucky Teacher internship Program Commitiee Training and upon appointment,
shall begin to assist the teacher intem.

{b} The resource teacher shall spend a minimum of twenty (20) hours working with the teacher intern in the classroom setting.
1. As a portion of the twenty (20) hours, the resource teacher shall conduct;
a. Three (3} official observations with each observation lasting one (1) hour in duration or one (1) class period; or

b. Two (2) observations lasting one (1) hour in duration or one {1} class period followed by an observation of the teacher intern's
one (1) hour or one (1) class period videotaped classroom lessons.

2. The observations shall be preceded by a lesson plan review and shall be concluded with a postobservation conference.

(c) Pursuant to the resource teacher requirements established in KRS 161.030(7), a resource teacher shall complete at least fitty
(50) hours of out-of-class time identified In KRS 161.030 in consultation with the teacher intern to:

1. Assist the teacher infem In the development of professional growth plan;
2. Assist the teacher intern in areas identified in the professional growth plan;

- 3. Assist the teacher infern with instructional activiies such as planning, management techniques, assessment, and parent
conferences; .

4. Arrange activities for the teacher intem such as attendance at seminars, conferences, or leclures offering educational
assistance commensurate with the teacher intern’s professional growth plan;

5. Continually assess the teacher intern’s progress in the internship in relation to each of the new leac_her standards; and

6. Enter and submit data into the online Resource Teacher Time Sheet or the hard copy of that document if the electronic
reporting system is unavailable. This document is located within "Guiding and Assessing Teacher Effectiveness: A Resource
Guide for Kentucky Teacher Intemship Program Participants,” incorporated by reference.

(d) The resource teacher shall divide the consultation time required paragraph {c) of this subsection into appropriate increments
that provide support for the teacher intern throughout the semester. The resource teacher shall not spend this required
consultation time with the feacher intem at required in school or district-wide meetings, or any other activity for which the resource
teacher receives compensation from the district or employing school, to include professional development activity.

{3) The teacher intern shail:

(a} Complete all requirements of the Kentucky Teacher Intemship Program as established in KRS 161.030 and this administrative
regulation, including compliance with the new teacher standards;

{b) Attend the orientation, preobservation and postobservation conferences with individual committee members, and all beginning
teacher committee meetings; :

{c) Participate with the resource teacher in the fifty (50) hours of consultation time to be spent outside of an instructional sefting;
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{d} Cooperate with the resource teacher in completing the twenty (20) hours of instructional observation;
(e} Complete a professional growth plan (PGP);

(f) Prepare for three (3) official one (1) hour observations by each committee member during the year, including submitting a
written lesson plan to the observer in a timely fashion prior to each visit. Each observation shall be one {1} hour in duration or one
{1) class period;

(9) Develop a portfolio or Pilot Project Teacher Work Sample for presentation and review at committes meetings; and

(h) Review all electronic documents completed by the beginhing teacher committee and affix an electronic signature where
required. if the electronic version of the documents are unavailable through the electronic reporling system, the teacher intern
shall review and sign hard copy versions of these documents.

{4) The teacher educator shall:

{a)1. Make three (3) official cbservations of the feacher intern with each observation lasting one (1} hour in duration or one (1)
class period; or

2. Make two (2) observations of one (1) hour in duration or one (1) class period, followed by an observation of the teacher intem's
one (1) hour or one {1} class period videotaped classroom lessons;

(b) Cenduct a lesson plan review prior to each of the three (3) observations and a post-observation conference after each
obsetvation; and

{c) Report progress observed and concems to the commiittee at the scheduled committes meetings;
{5) Observations and committee meetings shall be scheduled in accordance with the following:
(é) The orientation meeting shall be held prior to the conduct of any formal classroom observations of the teacher intemn;

(b} The second meeting shall be held between one (1) and sixy (60) ‘ihsztjn:dﬁional days following the orientation meeting and shalt
have been preceded by classroom observations by all committee members;

(c) The third meeting shall be held between sixty-one (61) and 110 instructional days following the orientation meeting and shall
have been preceded by a second set of classroom observations by ali committee members; and

{d) The fourth meeting shall be hefd between 111 and 140 instructional days following the orientation meeting and shalf have been
preceded by & third set of classroom observations by all committee members.

(6} Commitiees formed during the spring semester shall establish a meeting schedule that observes the time sequences
established in subsection (4} of this section for the full-year teacher interns but which shall span the spring and fall semesters of
two (2} school years. .

{7) (a} Classroom observations oonducted- by comimittee members shall be:

1. Of at least one (1) hour or one (1) class period in duration; and

2. In the classroom or at the work station of the teacher intern.

{b) Additional classroom observations may be conducted at the option of the committee.

{c) All classraom observations shall be scheduled in advance in order to provide adequate time for preparation by the teacher .
intem. .

(8) All members of the committee shall attend éll four {4) meetings of the committee. .
{8) At the orientation mesting of the beginning teacher committee, the following items shall be addressed:
(2) Expectations on the part of the leacher intern and each committee member;

{b) Procedures and materials for classroom observations;
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(c) Use of classroom observafion data in designing the teacher intem's professional growth plan;
(d) Requirements for the intern pertfolio or Pilot Project Teacher Work Sample;

(&) General schedule for the events to take place during the intemship program; and

(f} Work of the resource teacher with the teacher infern.

(10) (a) The primary purpose of the second and third committee meetings shall be to provide the teacher intem with information
based on classroom observations, review of the portfolio or Pilot Project Teacher Work Sample, and reports of the resource
teacher that shall support the growth of the teacher intem.

(b) The committee shall provide the teacher intern at the second, third, and fourth meetings with a consensus assessment of the
teacher intem's progress in the intemnship in relation to each of the new teacher standards.

(i1) The Professional Growth Plan (PGP) shall be initiated at the second committee meeting.

(12) The third meeting shall include a review of expectations for the performance of the teacher intern, taking into account the
reflections of the teacher intem and the committee members, and incorporating these expectations and reflections into the PGP.

(13} The fourth meeting shall include a professional judgment by the committee members on the satisfactory completion of the
one (1) year intemship. This judgment shall be based upen the teacher intem's ability to meet the requirements of all new teacher
standards.

Section 6. Decision by the Beginning Teacher Committee, Reporting, and Certification Actions. (1) The decision of the beginning
teacher commifiee as to satisfactory completion of the infernship for all full-year teacher inferns shall be reported by the chair to
the local school superintendent or other employer and to the Education Professional Standards Board by May 1 or no later than
two (2) weeks following the final committee meeting, whichever cccurs first. For midyear teacher interns eompleting the intemship
in December, the final report shall be submitted by December 15. The final report shall be accompanied by the resource teacher
time sheets.

(2) If a teacher intern's performance is judged by the committee to be unsatisfactory, the teacher intern shall have the opportunity
to repeat the internship during one (1) additional year contingent upon employment within the period.of validity of the statement of
eligibility for internship. If the teacher intern does not successfully complete the internship during the period of validity of the
statement of eligibility, the teacher intern shall requalify for admission to the remaining one (1) year of internship by meeting the
requirements in effect at the time of reapplication for certification.

{3{a) If the teacher intern Is unable to complete the internship within one (1) schoof year in accordance with the requirements of
Section 5 of this administrative regulation, an interim report shall be submitted to the EPSB within ten {(10) days of the date the
intemship ceases.

{b} Under extraordinary circumstances and with the approval of the EPSB, the teacher infern may continue the internship during a
subsequent school year if employed in a public or nonpublic accredited school. Extraordinary circumstances shall include:

1. Serious medical conditions;

2. Temporary disability; or

3. Military deployment.

{c) The provisions of.Section 4 of this administrative regulation shail not apply in this situation.

Section 7. Payments to Commitiee Members. (1) In accordance with the budgetary act, the Education Professional Standards
Board shalt contract with the local school districi, or make other appropriate arrangements, for:

(a) The direct service of a resource teacher to each teacher intern;
(b) Participation in classroom observaiions and committee meetings; and

{¢) The employment of substifute teachers to provide at least twenty (20) clock hours of released time for the resource teacher to
abserve and assist the teacher intern during nomnat working hours.

(2) A resource teacher shall;
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(a) Net serve as a resource teacher for more than one (1) teacher intem concurrently; and
(b) Be paid a stipend in accordance with subsection (3) of this section.

(3){2) Except as provided by paragraphs (b} and (c) of this subsection, the stipend shall be:
1. $1,400 for a year of service; and

2. Disbursed in accordance with KRS 161.030(6)(f) on a biannual basis corresponding to the semester in which the mentoring
occurred or on an annual basis with payment being disbursed at the end of the one (1) year intemship. The frequency of the
disbursement shall be at the option of the district if the resource teacher is serving in a public school district. If the resource
teacher is serving in a nonpublic school, the frequency of the disbursement shall be determined by the submission of the resource
teacher time sheets. '

(b) If the school or school district where the intemship takes place fails to submit the time sheets by the date stipulated in Section
6(1) of this administrative regulation, the Education Professional Standards Board staff shall refuse payment of the stipend.

{c) The stipend shall be prorated if the reguired number of hours are not performed and documented in legitimate and appropriate
pursuit of successful completion of the intemship pursuant to the requirements of Section 5(2) of this administrative regulation.

Section 8. Participation in the Kentucky Teacher Intemship Pilot Project. (1) As an alternative to participation in the one (1) year
Kentucky Teacher Intemship Program, a teacher intemn may elect to participate in the one (1) year Kentucky Teacher Intership
Fitot Project authorized by KRS 161.1222.

(2} Application for the pilot project shall be made by completing the KTIP Pilot Project Application Form or its onling equivalent
found on the Education Professional Standards Board website at www.kyepsb.net and submitting it to the Education Professional
Standards Board. As a prerequisite to participation, the applicant shall have:

(a) A bona fide offer of employment;

(b} Approvat for pilot project participation by the district superintendent or designated nonpublic school head or leader;

(c) Approval for pifé project participation by the principal or designated nonpublic school head or leader; and
(d) A resource teacher assigned in accordance with the provisions of this administrative regulation and KRS 161.030.

(3) The Education Professional Standards Board shall select participants based upon a representative sample, taking into
consideration the following criteria:

(a) Geographic location of the intemship;

(b) The teacher training institution from which the applicant graduated;

(c) The grade level to be taught by the applicant;

(d) The content area to be taught by the applicant; and

{e) The rouie by which the applicant sought certification, traditional or alternative.

(4) Incentives for pilot project participants shall include the %oliowing:

{2) Opportunities for the teacher intem to observe experienced teachers;

{b) Online training modules for creating the Teacher Work Sample; and

© Ti.1e developmenl and use of the Teacher Work Sample in lieu of the traditional internship portiolic.

(5) An individua! serving as a resource teacher to a pilot project participant shall be paid in accordance with the provisions of
Section 7 of this administrative regulation.

46




(6) For an individual whe has completed service as a pilol project mentor between December 1, 2003 and August 29, 2005, and
received a $1000 stipend, the mentor shall receive an additional $400. The EPSB shall forward the supplemental $400 to the
mentor afier the effective date of this administrative regulation.

(7) For an individuat who has completed service as a pilot project mentor between December 1, 2003 and August 28, 2005, and

received a $1000 stipend, the mentor shall receive an additional $800 i, at the time of appointment as a mentor fo a pilot project
Iniern, the teacher had attained certification by National Board for Professional Teaching Standards. The EPSB shall forward the
supplemental $800 to the mentor after August 29, 2005.

(8} Pricr to serving as a member of the beginning teaching committee for the pilot project, the principal, resource teacher, and
teacher educator each shall have completed thé Kentucky Teacher Intemship Program training and the Teacher Work Sample
Committee training.

(9} During the year of the pilot projéct internship, the teacher intern and the beginning feacher committee shalt utilize the Kentucky
Intemship Program Scoring Rubrics and Forms contained within the Teacher Work Sample Guide, incorporated by reference.

(10) An interim in the pilot project shall be required to prepare for and complete for the pilot project committee members three (3}
official observations with each lasting one (1) hour or one (1) class period in duration. One (1) of the official observations shalt be
of a videotaped classroom lesson prepared by the intern and lasting one (1) hour or one (1) class period in duration.

(11) To the extent that they do not conflict with this section,'atl other provisions of this administrative regulation shall apply to the
intemship pilot project.

{12) Participation in the Kentucky Teacher Internship Pilot Project shall not alter any rights ordinarily afforded to teacher intems or
employing schools or school districts under the Kentucky Teacher Internship Program,

Section 9. Appeals. (1){a) Appeals by teacher intems shall be reviewed by a committee of four (4) persons. The appeals
committee shall include:

1. One (1) teacher;

2. One (1) principal;

3. One (1) teacher educator; and

4. The Executive Director of the Education Professicnal Standards Board, or his or her designee.

{b) The committee members shall be chosen from a pool of committee candidates appointed annually by the Education
Professional Standards Board.

{c) An appeals committee member shall not take part in a decision in which the member has an interest or is biased,

(2)(a) The teacher intern shall file the appeal withih thirty (30) calendar days of the date written notice of failure of the internship is
received by the teacher intem.

{b} Upon receipt of the appeal, the Education Professional Standards Board shall send a copy to the members of the beginning
teacher committee. Each member may file a written response within fifteen (15) days of receipt.

(3)(2) The appeals committee shall review the written appeat by the teacher intern, all beginning teacher commitiee reports, any
additionat documentation that accompanied the final report, and any written responses from the members of the beginning teacher
committee.

(b) The appeals committee shall base its recommendation upon the following requirements:
1. Evidence of the teacher intern's ability to meet the requirements of the new teacher standards;

2. Appropriate documentation of at least twenty (20) hours in the instructional setting and fifty (50} hours outside normat working
hours spent by the resource teacher in assisting the teacher intemn;

3. Assignment of beginning teacher committee members in accerdance with legal requirements;

4. Compliance with the requirements for the timing, content, reporting, and signing of teacher intem performance records, meeting
and observation forms, and resource teacher time sheets; and
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5. Agreement between teacher intem performance records, professionat growth plans, beginaing teacher commitiee meeting
reports, and the final decision of the committee. _

{4) The appeals committee shall make a recommendation to the Education Professional Standards Board on the appeal within
sixty {60} days following the receipt of the appeal, unless good cause exists for additional time. The Education Professional
Standards Board shall issue a final decision in each appeal reviewed by the appeals commitiee. The Education Professional
Standards Board may consider the appeals committee recommendation and the records reviewed by the appeals committee in
issuing its decision. :

' (5) If the decision of the beginning teacher committee is not upheld, the Education Professional Standards Board shall issue the
appropriate ceriificate to the teacher interm.

(6) if the decision of the beginning teacher committee is upheld, the Education Professional Standards Board shall issue another
Statement of Eligibility for Intemship, unless:

{a) The teacher intem has exhausted the two (2) year provision for participation in the Kentucky Teacher Intemship Program; or
(b) The period of validity of the statement of eligibility has expired.

(7} If, during the appeal process, it becomes evident that the beginning teacher committee has committed some procedural
violation during the intemship which makes it impossible to determine if the teacher intemn has in fact been unsuccessful, the
Education Professionat Standards Board may nullify the intemship and allow the teacher intem to repeat the intemship without
penalty. -

(8) If the teacher intern is not satisfied with the dacision of the board based on the recommendation of the appeals commiittes, the -
teacher intern may request a formal hearing under the provisions of KRS Chapler 13B. The request shali be filed in writing with

the Executive Director of the Education Professional Standards Board within fifteen {15) calendar days of the date the board’s
decision is received by the teacher intem.

(9) In nofifying the teacher infern of the board’s decision, the Education Professional Standards Board shall send the decision of
the board to the fast knowr: address of the teacher intem. If the teacher intem fils to notify the Education Professional Standards
Board of an updated or correct address, or refuses to claim the certified mail when presented, the request for a hearing shalt be
filed in writing with the Executive Director of the Education Professional Standards Board within (20} calendar days of the date the
board's decision is mailed to the teacher intern by certified mail. R

Section 10. A teacher intern who has not successfully completed the intemship and has exhausted the two {2) year provision for
participation in the Kentucky Teacher Intership Program shall not be eligible for a Kentucky teaching certificate under this
administrative regulation.

Section 11. An intern serving the intemship in Interdisciplinary Early Childhood Education (IECE) must successfully demonstrate
the new teacher standards as adapted to the IECE standards and shall utilize the IECE Observation Instrument incorporated by
reference. )

Section 12. Incorporation by Reference. (1) The following material is incorporated by reference:

{a) "Guiding and Assessing Teacher Effectiveness: A Resource Guide for Kentucky Teacher Intemship Program Participants,”
March 2005 edition;

{b) "Statement of Eligibility/Confirmation of Employment form,” revised November 2004;

{c} "KTIP Pilot Project Application Form”, Jun.e 2003 edition;

(d) "Kentucky Teacher Internship Program Pifot Project Teacher Work Sample Guide”, August 2005 edition™
(e) "KTIP Pilot Project Intern Performance Record, August 2005 edition™ and

(f) IECE Observation Instrument”, January 2005 edition.

(2) This material may be inspected, copied, or obtained, subject to applicable copyright law, at the Education Professional
Standards Board, 100 Airport Road, 3rd Floor, Frankfori, Kentucky 40601, Monday through Friday, 8 a.m. to 4:30 p-m. (22 Ky.R.
1422; Am. 1602; eff. 3-7-86; 25 Ky.R. 129; eff. 9-3-98; 26 Ky.R. 1043; 1557; eff. 2-14-2000; 27 Ky.R. 3158; 28 Ky_R. 380; eff. 8-
15-01; Recodified from 704 KAR 20:690, 7-2-02; 30 Ky.R. 372; 902; 1198; eff. 12-1-03; 31 Ky.R. 1868; 32 Ky.R. 40; eff. 8-29-05)
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16 KAR 7:020. Principal Intern Program.
RELATES TO: KRS 161.020, 161.027, 161.028
STATUTORY AUTHORITY: KRS 161.027, 161.028

NECESSITY, FUNCTION, AND CONFORMITY: KRS 161.027 requires a cerlificate of legal credentials for each public school
position for which a certificate is issued. KRS 161.027 requires that an applicant for ceitification as school principal with less than
two (2) years of appropriate service complete a one (1} year intern program. This administrative regulation establishes the
procedures to implement the Principal Intern Program required under KRS 161.027,

Section 1. An applicant for principal certification requesting exemption from the Principat Intern Program as allowed by KRS
161.027 shall have successful principal experience confirmed by the school official responsible for evaluating the applicant during
the time of employment as a schoo! principal.

Section 2. (1} An applicant who has successfully completed all prerequisites to certification specified by KRS 161.027 and KAR
Title 16 and who has been issued either a statement of eligibility or a temporary certificate by the Kentucky Department of
Education shall be efigible to participate in the Principal Intern Program specified by this administrative regulation.

(2) The principal internship specified by KRS 161.027 shall take place when a person holding either a valid statement of eligibility
or temporary certificate is employed as a principal or full-time assistant principal in a public schoal or a rionpublic school that ks
accredited by a regional or national accrediting agency.

Section 3. (1) The purposes of the Principal intern Program shall be:
(a) To provide beginning princi-pals with the opportunity for leaming under the supervision of experienced educators; and

(b) To provide continuing certification upen the demonstration of the principal intern’s ability to meet the administrator standards
established in Section 4(1) of this administrative regulation.

(2) These purposes shall be accomplished through the principal intern committee which shall be assigned to supervise, assist,
and assess the principal intem. .

Section 4. (1) The administrator standards used in the assessment of the principal intern shali be 2s follows:

{a) A school adminisirator is an educational leader who promotes the success of all students by facilitating the development,
arficulation, implementation, and stewardship of a vision of leaming that is shared and supported by the school community;

{b) A school administrator is an educational leader who promotes the success of all students by advocating, nuriuring, and
sustaining a school culture and instructionat program conducive to student leamning and staff professional growth;

(c) A schoal administrator is an educational leader who promotes the success of all students by ensuring management of the
organization, operations, and resources for a safe, efficient, and effective leaming environment;

(d) A schocl administrator is an educational feader who promotes the success of all students by coliaborating with families and
community members, responding to diverse community interests, and needs, and mobilizing community resources:

(e} A school administrator is an educational leader who promotes the success of all students by acting with integrity, faimess, and
in an ethical manner; and

(f} A school administrator is an educational leader who promotes the success of all students by understanding, responding to, and
influencing the larger political, social, economic, legal, and cultural context.

{2) The intern shall demonstrate fo the intemn committee the ability to meet the administrator standards through observations of
performance and the preparation of a portfolio. ’

{3) The required entries in the porifolio shall be documentation which iltustrates each of the administrator standards and the
Principal Infern Program professional growth fargets.

Section 5. (1) Members of the principal intemn committee shall include a principal mentor, employing school district superintendent
or designee, and an administrator educator.

(2) The principal mentor shall be selected by the superintendent of the school district employing the principal intern. Preference in
selection shall be given to the following criteria in the order stated: .
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(@) A currently-employed principal within the employing district but outside the intern's school;
{b) A currently-employed principal within the employing school district;

{c) A currently-employed principal in a nearby school district; or

{d) A recently-retired successful principal.

(3) Selection of a principal mentor from another schoot district shall be subject to the approval of the superintendent of the
proposed principal mentor. An assistant principal shall not serve in this capacity. If a principal mentor is not available through
these options, a qualified person shall be idenfified by the Kentucky Depariment of Education.

(4) The superintendent of the employing local school district shall serve on the committee or shali appoint a designee who has had
experience as a principal or assistant principal.

(5) An administrator educator, who is a faculty member in a state-approved administrator training pregram at an institution of
higher education, shall be appointed by the Kentucky Depariment of Education in consultation with the employing institution of
higher education. Preference in selection shall be given to an administrator educator who has had experience as a principal or an
assistant prAncipal. If an administrator educator is not avatlable, the Kenfucky Depariment of Education shalt identify a person who
has had principal experience. Preference in selection shalt be given in the following order:

{a) A district level administrator with previous principal experience in the employing district;
{b} A district level administrator with previous principal experience in a nearby school district; or
() A recently retired successful principal.

Section 6. (1) Each member of the principal intern committee shall successfully complete a training program approved by the
Kentucky Education Professional Standards Board in the supervision, assistance, and assessment of principal intems.

(2) Updated training shall be required for an intern committee member if:

{a} The member has not asseééed an intern within the previous two (2) years; or

{b} The Principal Intern Program is revised.

{3} The training shall provide for a high degree of consistency of implementation throughout the state.

{4) The cost of travel expenses incurred during the training shall be reimbursed by the Kentucky Department of Education in
accordance with 200 KAR 2:006.

{5) Training sessions shall be scheduled during the summer months if possible.
(B) Training for an administrator educator shall be scheduled through an institution of higher education.
Section 7. (1) The period of internship shall include the term of employment covered by the contract with the school district.

(2) If a principal infern is employed after the school year has commenced, the period of intemnship shall not be less than 140
contract days. If less than 140 gontract days remain in the school year when the principal intem is hired, the period of intemship
shall continue into the following school year unti! a minimum of 140 contract days has been completed.

Section 8. (1) The school district employing a principal intern shall submit a confirmation of employment to the Kentucky
Department of Education, Office of Teacher Education and Certification. Except in unforeseen circumstances, this confirmation
shall be received by the Kentucky Depariment of Education not later than July 15 of the employment year.

(2} If a principal intein is employed after July 15, the confirmation of employment shall be submitted not later than twenty (20)
- calendar days following employment.

(3) Upon receipt of the confiration of employment, the Kentucky Department of Education shall appoint the administrator
educator member to the prmctpal intern committee.
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Section 9. The superirtendent of the employing school district shall provide an orientation mesting for each principal intern to
clearly inform the intern of the requirements of the prograrn. At that time, or as soon as possible thereaiter, the principat intern
shall be provided the names of members of the principal intern commities.

Section 10. (1) The employing school district shall provide {o the Kentucky Department of Education information related to the
principal mentor and superintendent or designee who will serve as members of each principal intem commitiee as soon as these
members are identified. The infermation shall include name, Social Security numbe_r, address, and telephone number.

(2) If a principal mentor is not available through the options specified in Section 5 of this administrative regulation, the employing
schoot district shall request that the Kentucky Department of Education, Office of Teacher Education and Certification, assist in
the identification of a principal mentor.

Section 11, (1) The superintendent of the local school district employing the principal intem shall schedule a meeting of the
members of the principal infern committee to be held not later than fifteen (15) days following appointment of all commitiee
members. At that fime, the committee shall meet with the principal intern o clarify roles, procedures and expectations. The
committee shall also select a chalrperson who shall be respons:hfe for scheduling all future visits and conferences and for the
complet:on of required reports.

-(2) The principal menter shall spend a minimum of fifty (50) hours outside of scheduled school hours with the principal intem. The
number of hours spent with the intem and the administrator standards and performance indicafors addressed shall be reported to
the principal intern committee at each committee meeting, and a final report of the total number of hours shall be made in witing
by the committee to the superintendent of the local schoo} district employing the principal intern. A copy of the committee's report
canfirming the number of hours spent by the principal mentor shall be submitted to the Kentucky Department of Education by the
local school district in applying for reimbursement of funds as specified in Section 13(1) of this administrative regulation.

(3) Each committee member shall make a minimurm of three (3} perfermance observations of the principal intern and conduct a
review as described in subsection (4) of this section of the principal intern portfolio. Following each sequence of performance
ohservations and portfolio review, all committee members shall meet to discuss observed performance and the portfolio. A
conference shalt then be held with the principal intern by committee members to provide information on the skill level on each
administrator standard demonstrated and suggestions for professional growth.

(4) The committee shall follow these guidelines for schaduling a sequence of observations, portfolio review, meetings, and
conferences:

(a)} The sequence shall be conducted on days that are included in the intemn's term of employment;
(b} There shall be a minimum of thirly (30) work days between each format sequence,; and

{c) Except for an internship provided pursuant to Section 7(2) of this administrative regulation, the three (3) sequences shall be
completed by May 15.

(5) The final meeting of the principal intem committee shall include a dectsmn reached by a majonity vote regarding completion of
the intemship.

Section 12. (1) In arriving at a professional judgment of the completion of internship, the commitiee shall consider the progress of
the principal intern throughout the entire school year, with particular emphasis on the progress demonstrated during the final
months of the intemship. .

{2) At the completion of the internship experience, the chairperson shall report to the Kentucky Department of Education and to
the superintendent of the employing local schoaol district, if the superintendent is not a member of the committee, the committee's
decision regarding the principal intem's completion of the intern program.

(3} if a principal intem's performance is judged by the intern commitiee to be unsatisfactory, the principal intern shall have the
opportunity to repeat the intemship during one (1) additional year contingent upon employment within the period of validity of the
statement of eligibility for intemship. If the principal intern does not successfully complete the intemship during the period of
validity of the statement of eligibifity, the principal intem shall requalify for admission to the remaining one {1) year of internship by
meeting the requirements in effect at the fime of reapplication for certification.

Section 13. (1) The Kentucky Department of Education shall reimburse the school district employing the principal intem for the
payment o each principal mentor of mileage expenses in accordance with 200 KAR 2:006 and for an amount not to exceed
$1,000 to each principal mentor as compensation for cut-of-school time spent with the principal intem.

{2} The Kentucky Department of Education shall contract with institutions of higher education to pay an amount of $300 for each
administrator educator and for mileage expenses in accordance with 200 KAR 2:006. Each institution shall make its own
determination as to the allocation of funds recaived from this program.
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(3} If the administrator educator member of the committee does not represent an institution of higher education, the Kentucky
Depariment of Education shall reimburse the appropriate agency or individual for mileage expenses in accordance with 200 KAR
2:006 and for an amount not to exceed $300.

(4) All costs for the superintendent or designee, except travel reimbursement to attend required training, shall be the responsibility
of the local school district.

. {5} A payment to a member of a principal intern committee for a secondary vocational principal intem shall be administered by the
Kentucky Department of Education with reimbursement through the Cabinet for Workforce Development, Department for
Technical Education.

Section 14. A complaint relative to the faifure of the principal intern committee to comply with statutery and regulatory provisions of
ihe Principal Intem Program shall be reviewed by a committee of four (4) persons appointed by the Kentucky Education
Professional Standards Board. The review committee shall include one (1) principal, one (1) superintendert or designee, one (1)
administrator educator, and one (1) employee of the Office of Teacher Education and Certification. If practical, a decision on the
complaint shall be made within sidy (60} days following receipt of the complaint.

Section 15. The Kentucky Education Professional Standards Board shalt collect and analyze data, on an annual or biennial basis,
which permit evaluation of the Principal Infern Program covered by this administrative regulation. {14 Ky.R. 1996; eff. 5-9-88; Am.
23 Ky.R. 3420; 3765; eff. 5-12-97; 25 Ky.R. 2953; 26 Ky.R. 383; eff. 8-2-99; recodified from 704 KAR 20:470, 7-2-2002.)




161.790 Termination of contract by board -- Administrative hearing tribunal --
Sanctions. '
(1) The contract of a teacher shall remain in force during good behavior and efficient
and competent service by the teacher and shall not be terminated except for any of
the following causes:
~ (a) Insubordination, including but not limited to violation of the school laws of
the state or administrative regulations adopted by the Kentucky Board of
Education, the Education Professional Standards Board, or lawful rules and
regulations established by the local board of education for the operation of
schools, or refusal to recognize or obey the authority of the superintendent,
principal, or any other supervisory personnel of the board in the performance
of their duties;
(b) Immoral character or conduct unbecoming a teacher;
(c) Physical or mental disability; or
(d) Inefficiency, incompetency, or neglect of duty, when a written statement
identifying the problems or difficulties has been furnished the teacher or
teachers involved.
(2) Charges under subsections (1)(a) and (1)(d) of this section shall be supported by a
written record of teacher performance by the superintendent, principal, or other
supervisory personnel of the district, except when the charges are brought as a result
of a recommendation made under KRS 158.6455.
(3) No contract shall be terminated except upon notification of the board by the
superintendent. Prior to notification of the board, the superintendent shall furnish
the teacher with a written statement specifying in detail the charge against the
teacher. The teacher may within ten (10) days after receiving the charge notify the
commissioner of education and the superintendent of his intention to answer the
charge, and upon failure of the teacher to give notice within ten (10) days, the
dismissal shall be final. :
(4) Upon receiving the teacher's notice of his intention to answer the charge, the
commissioner of education shall appoint a three (3) member tribunal, consisting of
one (1) teacher, who may be retired, one (1) administrator, who may be retired, and
one (1) lay person, none of whom reside in the district, to conduct an administrative
hearing in accordance with KRS Chapter 13B within the district. Priority for
selection as a tribunal member shall be from a pool of potential tribunal members
who have been designated and trained to serve as tribunal members on a regular and
ongoing basis, pursuant to administrative regulations promulgated by the Kentucky
Board of Education. Funds appropriated to the Department of Education for
professional development may be used to provide tribunal member training. The
commissioner of education shall name the chairman and set the date and time for
the hearing. The hearing shall begin no later than forty-five (45) days after the
teacher files the notice of intent to answer the charge.
(5) A hearing officer shall have final authority to rule on dispositive prehearing
motions.
(6) The hearing may be public or private at the discretion of the teacher. At the hearing,
a hearing officer appointed by the commissioner of education shall preside with
authority to rule on procedural matters, but the tribunal shall be the ultimate trier of
fact. The local board shall pay each member of the tribunal a per diem of one
hundred dollars ($100) and travel expenses. .
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(7) Upon hearing both sides of the case, the tribunal may by a majority vote render its
decision or may defer its action for not more than five (5) days. Provisions of KRS
Chapter 13B notwithstanding, the tribunal decision shall be a final order and may be
rendered on the record. -

(8) The superintendent may suspend the teacher pending final action to terminate the
contract, if, in his judgment, the character of the charge warrants the action. If after
the hearing the decision of the tribunal is against termination of the contract, the
suspended teacher shall be paid his full salary for any period of suspension.

(9) The teacher shall have the right to make an appeal to the Circuit Court having
jurisdiction in the county where the school district is located in accordance with
KRS Chapter 13B. The review of the final order shall be conducted by the Circuit
Court as required by KRS 13B.150.

(10) As an alternative to termination of a teacher's contract, the superintendent upon
notifying the board and providing written notification to the teacher of the charge
may impose other sanctions, including suspension without pay, public reprimand, or
private reprimand. The procedures set out in subsection (3) of this section shall
apply if the teacher is suspended without pay or publicly reprimanded. The teacher
may appeal the action of the superintendent if these sanctions are imposed in the
same manner as established in subsections (4) to (9) of this section. Upon

completion of a suspension period, the teacher may be reinstated.
Eifective: July 15, 2002

History: Amended 2002 Ky. Acts ch. 141, sec. 1, effective July 15, 2002. -- Amended
2000 Ky. Acts ch. 200, sec. 1, effective July 14, 2000. -- Amended 1998 Xy. Acts

ch. 598, sec. 16, effective April 14, 1998. -- Amended 1996 Ky. Acts ch, 318,

sec. 53, effective July 15, 1996; and ch. 362, sec. 6, effective July 15, 1996. -
Amended 1990 Ky. Acts ch. 476; Pt. 11, sec. 85, effective July 13, 1990. -- Amended
1988 Ky. Acts ch. 370, sec. 1, effective July 15, 1988. -- Amended 1964 Ky. Acts

ch. 41, sec. 6. - Amended 1944 Ky. Acts ch. 98, sec. 1. -- Created 1942 Ky. Acts

ch. 113, sec. 8. '
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701 KAR 5:090. Teacher disciplinary hearings.
RELATES TO: KRS 161.770, 161.790
STATUTORY AUTHORITY: KRS 156.070, 161 .790(4)

NECESSITY, FUNCTION, AND CONFORMITY: KRS 161.790{4) requires the commissioner of education to appoint an impartial
three (3) member {ribunal to conduct an administrative hearing and make the final determination on charges conceming a local
school district's proposal to discipline or place on involuntary leave a teacher if the teacher gives timely notice of his intent to
answer the charges. This administrative regulation establishes administrative and hearing procedures with respect to the tribunal
process and identifies the required training for tribunal members designated to serve as tribunal members on an engoing basis.

Section 1. A local school district superintendent propesing to discipline (except for a private reprimand} or place on involuntary
leave a teacher shall immediately, after notice to the employee, transmit a copy of the notice of the action to the commissioner of
education, along with advice as to the date of the receipt of the notice by the employee.

Section 2. Continuances. (1)(a) if, after a requested hearing has been scheduled by the commissioner of education or his
designee, a continuance is requested by the teacher, the teacher shall specifically and in wrifing waive the statutory hearing
deadlines and any subsequent backpay award for the period of the requested continuance. A continuance initiated by the teacher
shall not be granted without the appropriate waiver.

{b) If the continuance request was iniiated by the school district, a waiver shall not be required.

{2) A continuance requested by the teacher may be granted for good cause shown, including pending criminal charges making it
inadvisable for the employee to testify at an administrative hearing or late entry of an attomey into the case on behalf of the
employae.

(3) A continuance requested by the school district, and not agreed to by the employee, may be granted upon documentation of an
emergency or other circumstance making 1t impossible or prejudicially impractical for the district to adequately present its case at
the scheduled hearing.

(4) A request for continuance made prior to the three (3) member tribunal convening shall be submitted in writing to the hearing
officer. -

Section 3. (1) To be a member of the pool of potential ibunal members who is designated to serve as a tribunal member on an
onguing basis, a person shall receive training on the following topics:

{a) The hearing process;

(b} The role of the tribunal;

(c)_ The role of the hearing officer;

(d) How to determine facts;

(e} Fundamental faimess;

{f) The law on teacher disciplinary actions (KRS 161.790); and
{g) The deliberative process.

(2) For attending training to become a member of the pool of potential tribunal members, a person shall receive a per diem of
$100 and reimbursement of travel expenses from the Department of Education.

Section 4. {1) The local school district shall pay all travel expenses of the hearing officer. -

(2) No later than the convening of the hearing, the local school district shall advise the tribunal members how to claim their per
diern and travel expenses. ’ .

Secticn 5. A hearing before the tribunal shall be conducted in accerdance with KRS Chapter 13B.

55




Section 6. (1} If, for any reason and after testimony has commenced, a tribunal member becomes unavailable to complete the
hearing of the evidence of both parties, an appropriate substitute tribunal member shall be appointed by the commissioner of
education and provided by the school district with a written franscript of all prior proceedings at the hearing unless waived under
subsection (2) of this section. .

{2) A hearing may be concluded and a decision rendered by a two (2) member tribunal upon express agreement of both parties.
{18 Ky.R. 217; eff, 9-6-91; Am. 23 Ky.R. 1425; 2466; eff. 12-5-96; 29 Ky.R. 805; 1271; eff. 11-12-2002.)
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STANDARDS FOR GUIDANCE COUNSELING PROGRAMS

These standards were approved January 2005 by the Kentucky Education Professional
Standards Board. The Kentucky Standards for Guidance Counselor Programs are derived
from the Council for Accreditation of Counseling and Related Educational Programs
(CACREDP) Standards and are incorporated by reference in 16 KAR 5:010 that include
core curriculum experiences and demonstrated knowledge and skills.

PREAMBLE

Professional guidance counselors represent a significant and important component of the
educational leadership team within the P-12 schools of the Commonwealth. The
standards for training and preparation for guidance counselors evolved from a synthesis
of the American School Counselor Association (ASCA) National Model and the Council
for Accreditation of Counseling and Related Educational Programs (CACREP) national
counselor preparation standards. The standards acknowledge the importance of a .
common core of knowledge, skills, and abilities as well as the specific skills and

knowledge unique to the practice of professional school counseling. The standards for .«

counselor training and preparation represent the foundation for the profession of guidance
counseling in the Commonwealth of Kentucky.

A. FOUNDATIONS OF SCHOOL COUNSELING '

1. history, philosophy, and current trends in school counseling and educational systems;
2. relationship of the school counseling program to the academic and student services
program in the school; '

3. role, function, and professional identity of the school counselor in relation to the roles of

other professional and support personnel in the school;

strategies of leadership designed to enhance the learning environment of schools;
knowledge of the school setting, environment, and pre-K-12 curriculum;

current issues, policies, laws, and legislation relevant to school counseling;

A
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7. the role of racial, ethnic, and cultural heritage, nationality, socioeconomic status, family
structure, age, gender, sexual orientation, religious and spiritual beliefs, occupation,
physical and mental status, and equity issues in school counseling;

8. knowledge and understanding of community, environmental, and institutional
opportunities that enhance, as well as barriers that impede student academic, career, and
personal/social success and overall development;

9. knowledge and application of current and emerging technology in education and school
counseling to assist students, families, and educators in using resources that promote
informed academic, career, and personal/social choices; and

10. ethical and legal considerations related: specifically to the practice of school counseling
(e.g., the ASCA Ethical Standards for School Counselors, and the ACA Code of Ethics).

B. CONTEXTUAL DIMENSIONS OF SCHOOL COUNSELING

Studies that provide an understanding of the coordination of counseling program components as
they relate to the total school community, including all of the following:

1. advocacy for all students and for effective school counseling programs;

2. coordination, collaboration, referral, and team-building efforts with teachers, parents,
support personnel, and community resources to promote program objectives and facilitate
successful student development and achievement of all students;

3. integration of the school counseling program into the total school curriculum by
systematically providing information and skills training to assist pre-K-12 students in
max1m1zmg their academlc career, and personal/soma} development

school community to enhance a positive school climate;

5. methods of planning for and presenting school counseling-related educational programs to
administrators, teachers, parents, and the community;

6. methods of planning, developing, implementing, monitoring, and evaluating
comprehensive developmental counseling programs; and

7. knowledge of prevention and crisis intervention strategies.

C. KNOWLEDGE AND SKILL REQUIREMENTS FOR SCHOOL COUNSELORS

1. Program Development, Implementation, and Evaluation

a. use, management, analysis, and presentation of data from school-based
information (e.g., standardized testing, grades, enrollment, attendance, retention,
placement, surveys, interviews, focus groups, and needs assessment) to improve
student outcomes;

b. design, implementation, monitoring, and evaluation of comprehensive
developmental school counseling programs (e.g., the ASCA National Standards for
School Counseling Programs) including an awareness of various systems that
affect students, school, and home;

¢. implementation and evaluation of specific strategies that meet program goals and
objectives;

d. identification of student academlc career, and personal/social competencies and
the implementation of processes and activities to assist students in achieving these
competencies;
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~ ¢. preparation of an action plan and school counseling calendar that reflect
appropriaie time commitments and priorities in a comprehensive developmental
school counseling program;
f. strategies for secking and securing alternative funding for program expansion; and
g. use of technology in the design, implementation, monitoring and evaluation of a
comprehensive school counseling program.

2. Counseling and Guidance

a. individual and small-group counseling approaches that promote school success

through academic, career, and personal/social development for all; :
'b. individual, group, and classroom guidance approaches systematically designed to
assist all students with academic, career, and personal/social development; _

c. approaches to peer facilitation, including peer helper, peer tutor, and peer mediation

- programs;

d. issues that may affect the development and functioning of students (e.g., abuse,

- violence, eating disorders, attention deficit hyperactl\nty disorder, childhood
depression, and suicide);

e. developmental approaches to assist all students and parents at points of educational
transition (e.g., home to elementary school, elementary to middle to high school
high school to postsecondary education and career options);

f. constructive partnerships with parents, guardians, families, and communities in
order to promote each stadent’s academic, career, and personal/social success;

g. systems theories and relationship among and between community systems, family
systems, and school systems, and how they-interact to influence the students and
affect each system; and

h. approaches to recognizing and assisting children and adolescents who may use
alcohol or other drugs or who may reside in a home where substance abuse occurs.

3. Consultation
a. strategies to promote, develop, and enhance effective teamwork within the school
' and larger community; - 7

b. theories, models, and processes of consultation and change with teachers,
administrators, other school personnel, parents, community groups, agencles and
students as appropriate;

c. strategies and methods of working with parents, guardians, families, and
communities to empower them to act on behalf of their children; and

d. knowledge and skills in conducting programs that are designed to enhance students’
academic, social, emotional, career, and other developmental needs.

D. CLINICAL INSTRUCTION

For the School Counseling Program, practicum/internship experiences must occur in a school
counseling setting under the supervision of a site supervisor.

The program must clearly define and measure the outcomes expected of practicum/intern students,

using appropriate professional resources that address Standards A, B, and C (School Counsellng
Programs).
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PROGRAM OBJECTIVES AND CURRICULUM

Curricular experiences and demonstrated knowledge in each of the eight common core areas are
required of all students in the program. The eight common core areas follow:

1. PROFESSIONAL IDENTITY - studies that provide an understanding of all of the
following aspects of professional functioning:

a.

history and philosophy of the counseling profession, including significant factors
and events;

b. professional roles, functions, and relationships with other human service providers;

e

technological competence and computer literacy;

professional organizations, including ASCA/ACA, its divisions, branches, and
affiliates, including membership benefits, activities, services to members, and
current emphases;

professional credentialing, including certification, hcensure and accreditation
practices and standards, and the effects of public policy on these issues;

pubhc and private policy processes, including the role of the profcssmnal counselor
in advocating on behalf of the profession;

advocacy processes needed to address institutional and social barriers that impede
access, equity, and success for clients; and

ethical standards of ASCA, ACA, and related entities, and applications of ethical
and legal considerations in professional coumseling.

2. SOCTAL AND CULTURAL DIVERSITY - studies that provide an understanding of the
cultural context of relationships, issues, and trends in a multicultural and diverse society
related to such factors as culture, ethnicity, nationality, age, gender, sexual orientation,
mental and physical characteristics, education, family values, religious and spiritual values,
socioeconomic status and unique characteristics of individuals, couples, families, ethnic
groups, and communities including all of the following:

a.

b.

€.

f.

multicultural and pluralistic trends, including characteristics and concerns between
and within diverse groups nationally and internationally;

attitudes, beliefs, understandings, and acculturative experlences including specific

experiential learning activities;

individual, couple, family, group, and community strategies for working with
diverse populations and ethnic groups;

counselors’ roles in social justice, advocacy and conflict resolution, cultural self-
awareness, the nature of biases, prejudices, processes of intentional and
unintentional oppresston and discrimination to the growth of the human spirit,
mind, or body; _

theories of multicultural counseling, theories of identity development, and
multicultural competencies; and

ethical and legal considerations.

3. HUMAN GROWTH AND DEVELOPMENT - studies that provide an understanding of
the nature and needs of individuals at all developmental levels, mcludmg all of the
following:
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theories of individual and family development and transitions across the life-span;

theories of learning and personality development;

- ¢. human behavior including an understanding of developmental crises, disability,
exceptional behavior, addictive behavior, psychopathology, and situational and
environmental factors that affect both normal and abnormal behavior;

d. strategies for facilitating optimum development over the life-span; and -
e. ethical and legal considerations.

o

4. CAREER DEVELOPMENT - studies that provide an understanding of career
Development and related life factors, including all of the following:

a. career development theories and decision-making models;

b. career, avocational, educational, occupational and labor market information
resources, visual and print media, computer-based career information systems, and
other electronic career information systems;

¢. career development program planning, organization, implementation,

- administration, and evaluation;
d. interrelationships among and between work, family, and other life roles and factors
including the role of diversity and gender in career development;
- €. career and educational planning, placement, follow-up, and evaluation;
" f. assessment instruments and techniques that are relevant to career planning and
decision making; _

g. technology-based career development applications and strategies, including
computer-assisted career guidance and information systems and approprlate world-
wide web sites;

h. career counseling processes, techmqucs and resources, including those applicable
to specific populations; and

i. ethical and legal considerations.

5. HELPING RELATIONSHIPS — studies that provide an understanding of counseling and
consultation processes, including all of the following:

a. counselor and consultant characteristics and behaviors that influence helping
_processes including age, gender, and ethnic differences, verbal and nonverbal
behaviors and personal characteristics, orientations, and skills; _

b. an understanding of essential interviewing and counseling skills so that the student
is able to develop a therapeutic relationship, establish appropriate counseling goals,
design intervention strategies, evaluate client outcome, and successfully terminate
the counselor-client relationship. Studies will also facilitate student self-awareness
so that the counselor-client relationship is therapeutic and the counselor maintains
appropriate professional boundaries;

c. counseling theories that provide the student with a consistent model(s) to
conceptualize client presentation and select appropriate counseling interventions.
Student experiences should include an examination of the historical development of
the counseling theories, an exploration of affective, behavioral, and cognitive
theories, and an opportunity to apply the theoretical material to case studies.
Students will also be exposed to models of counseling that are consistent with
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f.

2.

current professional research and practice in the field so that they can begin to
develop a personal model of counseling;

a systems perspective that provides an understanding of family and other systems
theories and major models of family and related interventions. Students will be
exposed to a rationale for selecting family and other systems theories as appropriate
modalities for family assessment and counseling;

a general framework for understanding and practicing consultation. Student
experiences-should include an examination of the historical development of
consultation, an exploration of the stages of consultation and the major models of
consultation, and an opportunity to apply the theoretical material to case
presentations. Students will begin to develop a personal model of consultation;
integration of technological strategies and applications within counseling and
consultation processes; and

ethical and legal considerations

6. GROUP WORK - studies that provide both theoretical and experiential understandings.of -
group purpose, development, dynamics, counseling theories, group counseling methods and
skills, and other group approaches, including ail of the following: :

a.

c.

f.

g

principles of group dynamics, including group process components, developmental
stage theories, groups members’ roles and behaviors, and therapeutic factors of
group work;

group leadership styles and approaches, mcludmg characteristics of various types of
group leaders and leadership.styles;

theories of group counseling, including commonalities, distinguishing
characteristics, and pertinent research and literature; _

group counseling methods, including group counselor orientations and behaviors,
appropriate selection criteria and methods, and methods of evaluation of
effectiveness; ‘
approaches used for other types of group work, including task groups, psycho
educational groups, and therapy groups;

professional preparation standards for group leaders; and

ethical and legal considerations. :

7. ASSESSMENT - studics that provide an understanding of individual and group
approaches to assessment and evaluation, including all of the following:

a.
b

historical perspectives concerning the nature and meaning of assessment;

basic concepts of standardized and non-standardized testing and other assessment
techniques including norm-referenced and criterion-referenced assessment,
environmental assessment, performance assessment, individual and group test and
inventory methods, behavioral observations, and computer—managed and computer-
assisted methods;

statistical concepts, including scales of measurement, measures of central tendency,
indices of variability, shapes and types of distributions, and correlations;

reliability (i.e., theory of measurement error, models of reliability, and the use of
reliability information);

validity (i.e., evidence of validity, types of validity, and the relationship between
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h.

i.

reliability and validity);

age, gender, sexual orientation, ethmmty, language, disability, culture, spirituality,
and other factors related to the assessment and evaluation of individuals, groups,
and specific populations; :

strategies for selecting, administering, and interpreting assessment and evaluation-
instruments and techniques in counseling;

an understanding of general principles and methods of case conceptualization,
assessment, and/or diagnoses of mental and emotional status; and

ethical and legal considerations.

8. RESEARCH AND PROGRAM EVALUATION - studies that provide an understanding
of research methods, statistical analysis, needs assessment, and program evaluation,
including all of the following:

a.

b,

the importance of research-and opportunities and dlfﬁcultles in conducting research
in the counseling profession;

research methods such as qualitative, quantitative, single-case designs, action
research, and outcome-based research;

use of technology and statistical methods in conducting research and program

- evaluation, assuming basic computer literacy;

principles, models, and applications of needs assessment, program evalua‘uon and

use of findings to effect program modifications;

use of research to improve counseling effectlveness and
ethical and legal considerations. I
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ISLLC
Evaluation Standards and Performance Criteria
for Education Administrators

(Al performauce criteria may not apply to all adwinistrarive positions.)

Standard 1: Vision :

A school administrator is an educational leader who promotes the success of afl students
by facilitating the development, articulation, implementation, and stewardship of a
vision of learning that Is shared and supported by the school community.
Performances — The administrator facilitates processes and engages in aetivities ensuring that:

11 the vision and mission of the scheol are effectively commmuicated 10 staff, parents, shudents, and community
12 the vision and mission are communicated through the use of symbols, cereronies, stories, and similar activities

13 the core beliefs of the school vision are modeled for all stakeholders
14 the vision is developed with and among stakeholders

L5 the contributions of school community mermbers to the realization of the vision are recogaized and celebrated
1.6 progress toward the vision and mission is commmicated to all stakeholders
17 the scheal comumunity is involved in school improvement efforts

1.8 the vision shapes the educational programs, plans, and actions

1.9 an implementation plan is developed in which objectives and sirategies to achieve the vision and goals are clearly
articulated,

110 ascessment data related to student learning are nsed to develop the schoo! vision and goals

111 relevant demographic data pertaining to students and their families are used in developing the schaol mission and
goals .

112 barriers to achieving the vision are identified, clarified, and addressed

113 needed resources are sought and obtained to support the implementation of the school mission and goals

114 existing resowsces are used in support of the school vision and goals

115 the vision, mission and implementation plans are regularly monitored, evaluated and revised

Standard 2: School Cultwre and Learning . ‘

A school administrator is an educational leader who promotes the success of all students
by advocating, nurturing, and sustaining a schoof culture and instructional program
conducive to student learning and staff professional growth. :
Performances — The administrator facilitates process and engages in activities ensuring; that;

21 all individuals are treated with faimess, dipnity, and respect

22 professional development promotes a focus on student earning consistent with the school vision and goals

13 stodents and staff feel valved and important

24 the responsibilities and contributions of each individual ars acknowledged

25 barriers to student leaming ase identified, clarified, and addressed
26 diversity is considered in developing leamning experiences -

27 life long leaming is encouraged and modeled
28 there is a culture of high expectations for self, student, and staff performance
29 technologies are used in teaching and learning

210 student and staff accomplishments are recognized and celebrated

211 multiple opportonities to learn are avaitable o all stedents

212 the school is organtzed and aligned for suceess

213 curicalar, co-curricular, and exera-curricular programs are designed, implemented, evaluated, and refined
214 comiculum decisions are based on research, expertise of teachers, and the fecommendations of learned societies
213 the school enlture and climate are assessed on a regular basis

Ll6 A variety of sources of information is used to make decisions

pAY) student leaning i assessed using a variety of techniques

218 multiple sources of information regarding performance are used by staff and stadents

2.19 A variety of supervisory and evaluation models is employed

2.20 pupil personne] programs are developed to meet the needs of students and their frmilies

64




Standard 3: Manazement

A schoel adminizimor is a0 edncafional leader who promotes the saccess of afl studenis
by enmurisg management of the erpanizstion, eperstions, sud resowrces for 3 safe,
elficient, aud effeclive learning envircament
Pecformances — The adminicireior feilitnss proceses 220 angeges in activitiss cunmrisg fhat
Euraielgr of kioging, linching, wid skt devilogingd 2 wod 1o infor mowsgeson? desiione
mﬂ)ﬂm}nﬁnhﬁnﬂm@hmmwnﬁamdkmq

Stawdard £- Collsborafion
& schosl adminisiater iz an edicatSonal lzader who promates. fies sinocass of all siudents
by collzborafing with families and communily srembers, responding to diverse

commenity interssls sud neads, and mobilizing commanify resonrces.
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Stamdsed 5: Indegrify, Fairness, Efhies

A zchool administrator is an edecationat lexdar who promotas the suere:s of all shedents
by acting with inteprify, fatmes, s0d in an eddical manger

Performances — The sdwimistrater facilittes process 2o angzges in zrtivities snsing e

it
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Stawdard & Political, Ecomomic, Legal

A sheod adminisiatar is an adacatiossl Ieaderwkn prometes the saccess of afl stedents
by uvaderstanding, responding fo, snd infleencing e Jarger political, socizd,
economic, fepal and cutiveal c@uﬂnﬁ.

Performancss — The administrzbor frelitrtos provess and sngms in acdvitos sunming that:
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L. Leadership and Vision:

Educational lraders inspire o shayed vision for comprehensive integration of rechnology and foszer an
enviromment and cubture conducive ty the realtzation of that vivios:,
Educational leaders:

A

B.

C.
D.
E.
E

facilitate the shared development by all stakeholders of a vision for technology use and
widely communicate that vision,

wiaintain an inclusive and cohesive process to develop, implement, and monitor a
dynaimic, long-range, and systemic technology plan to achieve the vision,

foster and nurture a eulture of respansible risk-taking and advocate policies promoting
continudus innovation with technology. )

use data in making feadership decisions.

advocate for research-based effective practices in use of techncilogy.

advocate, on the state and national levels, for policies, programs, and funding opportuni-
ties that support implementation of the district technology plan.

IL. Learning and Teaching:

Educational leaders engure thay curvicular design, instructional strategies, and /em'm}rg ERViIORIERIS itegrate

apprapriate

technologies to movimize l'e:rmz'ng and teaching

Educationa! leacfers:

A

B.
C
D.
E.

identify, use, evaluate, and promate appropriate technologies to enhance and support
instruction and standards-based curriculum leading to high levels of sttrdent achievermnent.
facilitate and support collaborative technology-ensiclied tearning environments conducive
to Innovation for improved learning.

provide for learner-centered environments that use technology to meet the individuat and

diverse needs of learners.

facilitate the use of technologies to support and enhance instructionial methods that
develop higher-level thinking, decision-making, and problem-solving skills.

provide for and ensure that faculty and staff take advantage of quality professional learning
opportunities for improved learning and teaching with technology.

IIL. Productivity and Professioral Practice:

Educational leaders apph technolagy 1o enbance their professional practice and to increase their own
productivity and that of athers, :
Educational leaders:

el =l o B S -

- modei the routine, intentional, and effective use of technology. :
- employ technology for communication and collaboration among colleagues, staff, parents,

students, and the larger community.

- create and participate in learning communities that stitnulate, murture, and support faculty

and staff in using techniology for improved productivity.

- engage in sustained, job-related professtonal fearning using technology resources.
- maintain awareness of emerging technologies and thejr potential uses in education.
- use technology to advance organizational improvesment.
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V. Suppore, Management, and Operations:

Educational leaders ensure the tategration of rerbrro[ogy F2 support productive spezzams for kmm'ng
and administvation.

Educational feaders:

A. develop, implement, and monitor policies and guidelines to ensure compatibility
of technoiagies.

B. implement and use integrated technology-based management and operations systems,

C. allocate financial and human resources to ensure complete and sustained implementation
of the technology plan,

D. integrate strategic plans, technology plans, and other improvement plans and policies to
align efforts and feverage resources.

E. implement procedures to drive continnous improvements of technology systems and to
support techntology replacement cycles.

V. Assessment and Evaluation:
Educational leaders yse technology ro Pl and iaplement comprehensive systenss of effective asexment
and cvaluation,
Educational feaders:
Al use multiple methods to assess and evaluate appropriate uses of technology resources for
learning, communication, and productivity.
B. use technology to collect and analyze data, interpret resulis, and fommunicate findings to
tmprove instructional practice and student [earning.
C. assess staff knowledge, skills, and performance in using technology and use results to
facilitate quality professianal development and to inform personnet decisions.
D. use technalogy to assess, evaluate, and manage administrative and operational systems.

VL. Social, Legal, and Ethical Issaes:
Edvucarional laders understand the social, legal, and ethival iiues related 1o technology and modol wespousibly

decision-making velated to these iscues,
Educational leaders:
A, ensure equity of access to technology resources that enable and empower all learners

and educatars,

B. identify, communicate, model, and enforce social, legal, and ethical practices to promaote
responsible use of technology.

C. promote and enforce privacy, security, and online safety related to the use of technology,

D. promote and enforce environmentally safe and healthy practices in the use of techinology.

E. participate in the development of policies that clearly enforce copyright law and assign
ownership of intellectual property developed with district resources,

These siaudds are the prapersy of the TSSA Collabonttive and nay not be alsered withous suriven permission.

The fillwing notice muse dccompany reproduction of these standards:
“This marerial was originally produced as a project of the Techiology Seandiards for School Adminisrazors Collabomive.”
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Advanced-Level Performance

Accufately and effectively communicates concepis, processes
and/or knowledge and uses vocabulary that is clear, correct
and appropriate for students.

Accurately and effectively communicates an in-depth understanding
of concepts, processes, and/or knowledge in ways that contribute to
the learning of all students. ‘

ife experiences

Initial-Leve! Performance

Advanced-Level Performance

Effectively connects most content, procedures, and activities
with relevant life experiences of students.

Eifectively connects content fo students’ life experiences including,
when appropriate, prior learning in the content area or other content

areas.

Initial-Level Performance

Advanced-Level Performance

Uses instructional strategies that are clearly appropriate for
the content and processes of the lesson and make a clear
contribution to student leamning.

Consistently uses instructional strategies that are appropriate for
content and contribute to the learning of all students.

Advanced-Level Performance

Provides opportunities and guidance for students to consider
lesson content from different perspectives to extend their
understanding,

Initial-Level Performance

Regularly guides students to understand content from appropriate
diverse, multicultural, or global perspectives.

Advanced-Level Performance

Identifies misconceptions related to content and addresses
them during planning and instruction.

Consistently anticipates misconceptions related to content and
addresses them by using appropriate instructional practices.
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Iiut:al—ilevel Performance

Advanced-Level 'Pert"ormance

States learning objectives that reflect key concepts of the
discipline and are aligned with local or state standards.

Initial-Level Performance

Develops challenging and appropriate learning objectives that are
aligned with local/state/national standards and are based on
students’ needs, interests and abilities.

Advanced-Level Performance

Plans and designs instruction based on contextual (ie.,
student, community, and/or cultural) and pre-assessment data.

Initial-Level Perfomﬁance

Plans and designs instruction that is based on significant contextual
and pre-assessment data. '

N

Advanced-Level Performance

Prepares assessments that measure student performance on
 each objective and help guide teaching.

&

a

Initial-L.evel Performance

Develops well-designed assessments that align with learning
objectives, guide instruction, and measure learning resiilts.

Aligns instructional strategies and activities with learning
objectives for all students.

Plans a learning sequence using instructional strategies and
activities that build on students’ prior knowledge and address
learning objectives.

Plans instructional strategies that include several levels of
learning that require higher order thinking.

Plans a learning sequence using strategies and activities that foster
the development of higher-order thinking,
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Initial-TLevel Performance

Advanced-Level Performance

Sets significant and challenging objectives for students and
verbally/nonverbally communicates confidence in students’
ability to achieve these objectives.

Consistently Sets significant and challenging behavioral and
learning expectations for all students and communicates
confidence in their ability to achieve those expectations.

Advanced-Level Performance

Establishes clear standards of conduct, shows awareness of
student behavior, and responds in ways that are both
appropriate and respectful of students.

Maintains a fair, respectful, and productive classroom
environment conducive to learning,

HppC ud 1V
Initial-Level Performance

Advanded—Level Performance

Uses a variety of strategies and methods to supports student
diversity by addressing individual needs,

TIance

Initial-Level Perfo

Consistently uses appropriate and responsive instructional
strategies that address the needs of all students.

Advanced-Level Performance

Treats all students with respect and concern and monitors

student interactions to encourage students to treat each other
with respect and concern.

Initial-Level Performance

Consistently treats all students with respect and concern and

actively encourages students to treat cach other with respect and
concern.

Advanced-Level Performance

Creates a classroom environment that is both emotionally
and physically safe for all students.

Maintains a classroom environment that is both emotionally and
physically safe for all students.
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Initial-Level Peffonnaince

Advanced-Level Performance

Uses a variety of instructional strategies that engage students
throughout the lesson on tasks aligned with learning
objectives.

Consistently provides a well-planned sequence of appropriate
instructional strategies that actively engage students in meeting
learning objectives.

Initial-Level Performance

Advanced-Level Performance

Implements instruction based on contextual information and
assessment data.

Implements instruction based on contextual information and
assessment data, adapting instruction to unanticipated
circumstances.

Initial-Level Performance

Advanced-Level Performance

Establishes efficient procedures for performing non-
instructional tasks, handling materials and supplies, managing
transitions, and organizing and monitoring group work so that
there is minimal loss of instructional time,

b

Initial-Leve

Makes thoughtful choices about the organization and
implementation of both instructional and non-instructional tasks to
maximize time for student learning.

Advanced-Level Performance

Uses classroom space and materials effectively to facilitate
student learning.

mnsticto

Initial-Level Performance

Makes optimal use of classroom space and uses a variety of
instructional resources and techrologies to enhance student learning,

Advanced-Level Performance

Instruction provides opportunity to promote higher-order

Consistently uses a variety of appropriate strategics to facilitate
higher-order thinking,
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Initial-Level Performance

Advanced-Levél"Pei-foﬁnar-lc':’é

Uses a variety of pre-assessments to establish baseline
knowledge and skills for afl students.

Consistently uses student baseline data from appropriate pre-
assessments to promote the learning of ail students.

Initial-Level Performance

Advanced-Level Performance’

Uses a variety of formative assessments to determine each
student’s progress and guide instruction.

Consistently uses appropriate formative assessments to determine
student progress, guide instruction, and provide feedback to
students.

Initial-Level Performance

Advanced-Level Performance

Uses a variety of summative assessments to.measure student
achievement, '

Initial-Level Performance

Consistently uses appropriate summative assessments aligned with ="
the learning objectives to measure student achievement.

A S Ry ks A

Advanced-Level Performance

Describes, analyzes, and evaluates student performance data
to determine progress of individuals and identify differences
in progress among student groups.

Consistently describes, analyzes, and evaluates student performance
data to determine student progress, identify differences among
student groups, and inform instructional practice.

Advanced-Level Performance

Communicates leaming results to students and parents that
provide a clear and timely understanding of learning progress
relative to objectives.

Ciearly communicates to students and parents in a timely manmer
the evidence of student performance and recommends fisture
actions.

Advanced-Level Performance

Promotes opportunities for students to engage in accurate
self-assessment of learning,

Provides on-going opportdnities for students to assess and reflect on
their own performance in order to identify strengths and areas for
future learning,
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Initial-Level Performance

Advanced-1.evel Performance

Uses technology to design and plan instruction.

Uses appropriate technology to design and plan instruction that
supports and extends learning of all students.

Initial-Level Performance

Advanced-Level Performance

Uses technology to implement instruction that facilitates
student learning.

Designs and implements research-based, technology-infused
instructional strategics to support learning of all students.

Initial-Level Performance

Advanced-Level Performance

Integrates student use of technology into instruction to
enbance learning outcomes and meet diverse student needs.

Provides varied and authentic opportunities for all students to use
appropriate technology to further their learning.

Advanced~Level Performance

Initial-Level Performance

Uses technology to assess student learning, manage assessment data,
and communicate results to appropriate stakeholders.

Advanced;Level Performance

Ensures that personal use and student use of fechnology are
ethical and legal. -

Provides and maintains a safe, secure, and equitable classroom

environment that consistently promotes discerning and ethical use of
technology.
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Initial-Level Performance

Advanced-Level Performance

Reflects on and accurately evaluates student learning using
appropriate data.

Uses formative and summative performance data to determine
the learning needs of all students.

Initiat-1.evel Performance

Advanced-Leve! Performance

Reflects on and accurately evaluates instructional practice
using appropriate data.

Uses performance data to conduct an in-depth analysis and
evaluation of instructional practices to inform future teaching,

Initial-Level Performance

Advanced-Level Performance

Identifies areas for professional growth using appropriate
data.

Retlects on the evaluations of student learning and instructional
practices to identify and develop plans for professional growth.
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Initial-Level Performance

Advanced—_Level Performance

Identifies one or more students whose learning could be
enhanced by collaboration and provides an appropriate
rationale.

Describes an on-going process for identifying situations in which
student leamning could be enhanced by collaboration.

Initial-Level Performance

Advanced-Level Performance

Designs a plan to enhance student learning that includes all
parties in the collaborative effort.

bt g

Initial-Level Performance

Designs a plan that involves parents, colleagues, and others in a
collaborative effort to enhance student leamning.

Advanced-Level Performance

Implements planned activities that enhance student learning
and engage all parties.

Initial-Level Performance

Explains how the collaboration to enhance student leamting has
been implemented.

Adw?anced-Level Performance

Analyzes student learning data to evaluate the outcomes of
collaboration and identify next steps,

Uses appropriate student performance data to describe, analyze,
and evaluate the impact of the collaborative activities on student
learning and to identify next steps.
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Initial-Level Performance

Advanced-Level Performance

Identifies priority growth areas and strengths by thoroughly
and accurately assessing current performance on all the
Kentucky Teacher Standards.

Thoroughly and accurately assesses current performance related
to the Kentucky Teacher Standards and any school/district
professional development initiatives.

Initial-Level Performance

Advanced-Level Performance

Identifies priorities for professional development based on
data from self-assessment, student performance and feedback
from colleagues.

Reflects on data from multiple sources (i.e., self-assessment,
student performance, feedback from colleagues, school/district
initiatives) and identifies priority areas for growth,

Initial-Level Performance

Advanced-Level Performance

Designs a clear, logical professional growth plan that
addresses all priority areas.

Initial-Level Performance

Designs a clear, logical professional growth plan that addresses
all priority areas.

Advanced-Level Performance

Shows clear evidence of professional growth and reflection
relative to the identified priority areas and impact on
instructional effectiveness and student learning.

Shows clear evidence of the impact of professional growth
activities on instructional effectiveness and student learning,
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Initial-Level Performance

Advanced-Level Performance

Identifies leadership opportunities in the school, community,
or professional organizations and selects one with the
potential for positive impact on learning or the professional

environment and is realistic in terms of knowledge, skill, and
time required.

Identifies leadership opportunities within the school,
community, or professional organizations to advance
learning, improve instructional practice, facilitate
professional development of colleagues, or advocate positive
policy change; and selects an opportunity to demonstrate
initiative, planning, organization, and professional judgment.

Initial-Level Performance

Advanced-Level Performance

Develops a leadership work plan that describes the purpose,
scope, and participants involved and how the impact on
student learning and/or the professional environment will be
assessed.

Develops a leadership work plan that clearly describes the
purpose, scope, participants involved; timeline of
events/actions, and plan for assessing progress and impact

St pla gagingiii
Initial-Level Performance

Implements the approved leadership work plan that has a
clear timeline of events/actions and a clear description of how
impact will be assessed, :

Initial-Level Performance

Advanced-Level Performance

Analyzes student learning and/or other data appropriately to
evaluate the results of planned and executed leadership
efforts,

Uses data from the leadership effort to describe, analyze, and
evaluate the impact on student learning, -
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Greenup County Schools

Certified Evaluation
PRE OBSERVATION FORM
L. (rev. June 2004)
Date of
Name: Conference; Lesson Length:
School: Age/Gd Level: # of Students:
Subject: “Topie: # of IEP Students:
Date of Lesson: Time of Lesson:

Core Content/Program of Studies:

What do you want your students to know?

How will you assess your students?

— . Open Response

___ Questioning

___Portfolio

Performance Event or Exhibition
Anecdotal

Checklist

Conference

Observe

Self-Assessment or Reflection
Problem-Solving

Product

Are there any special/unique sitnations? Explain.

Areas of Individual Growth Plan that are addressed.

I have receiw?ed_ a copy of the Pre-Observation Form after a discussion with my supervisor.

Signature: Date:
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EVALUATOR: DATE:

Greenup County Schools

FORMATIVE EVALUATION REPORT

(rev. June 2006)

Evaluatee

Evaluator

Date Observed

Observation #

Positive Observations:

Suggested Improvements:

Evaluatee Comments:

I'am knowledgeable about the content of this report and have had an opportunity to discuss it in a
conference with my immediate supervisor. I have received a copy of this document.

Signature of Evaluatee

Date

~ Signature of Evaluator

Date
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The Individual Corrective Action Plan is developed when an evaluatee receives a
“does not meet” rating(s) on the Summative Evaluation OR when an immediate

change is required in teacher behavior.

INDIVIDUAL CORRECTIVE ACTION PLAN

For
Date Work Site
Standard § *Present | Growth Objective/Goal(s) Procedures and Activities for Appraisal
No. - PG (Describe desired outcomes) Achieving Goals and Objectives Method and
Stage : (including support personnel) Target Dates

(Attach more pages if necessary) * Professional Growth Plan Stages:
O=Orjentation/Awareness A= Preparation/Application I=Implementation/Management

R=Refinement/Impact

Evaluatee’s Comments:

Evaluator’s Comments:

Individual Correction Action Plan Developed:

Status:
Achieved __ Revised Continued

(Evaluatee’s Signature) (Date)

(Evaluatee’s Signature) (Date)

(Evaluator’s Signature) (Date)

(Evaluator’s' Signature) (Date)
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DATA COLLECTION SUMMARY

TEACHER STANDARDS
(rev. MARCH 2008)

{Information completed on this form should be gathered from specific products and behaviors such as
observations, work samples, extra-curricular activities, professional development activities, etc.)

Observee Content Area Grade(s)

Observer Position

Classroom Observation Information:

Date Unit of Study/Lesson
Time Core Content Standards
Program of Studies

(If more room is needed for recording purposes, use plain paper and attach to this form using a continuation of
the page numbering format depicted on each page.)

STANDARDS/PERFORMANCE CRITERIA

11 Comlﬁunlcates t.:bncebts.;roces“sés, and knowlédge. . .1

1.2 Connects content to life experiences of student. 1.5 identifies and addresses students’ misconceptions of content.

1.3 Demonstrates instructional strategies that are appropriate for ‘ Standard 1. Considerations for professicnal growth plan.
content and contribute to student learning.

STANDARDSIPERFORMANCE GRITERIA

DI S g S

; £ WAL 8 A e L s I st ERERI AL
2.1 Develops significant objectives afigned with standards. 2.4 Plans instructional strategies and activities that address leaming
objectives for all students.

o

2.2 Uses contextual data to design instruction relevant to 2.5 Plans instructional strategies and activities that facilitate mulfiple
students. fevels of learning.

2.3 Pians assessments to guide instruction and measure learning Standard 2. Considerations for professional growth plan.
ohjectives.

Greenup County Schools Teacher Form 84
Data Collection Summary




3;.4 Fosfers mutual respect betwéen teacher and
students and among students.

3.2 Establishes a positive learning environment. 3.5 Provides a safe environment for learning.

3.3 Values and supports student diversity and addresses Standard 3. Considerations for professional growth plan.
individual needs.

STANDARDS/PERFORMANCE CRITERIA

Pl o A A S L L o bR ks Sl AN LN N Fady 2
4.1 Uses a variety of instructional strategies that align with 4.4 Uses space and materials effectively.
learning objectives and actively engage students. :
4.2 Implements instruction based on diverse student needs a 4.5. Implements and manages instruction in ways that facilitate higher
assessment data. order thinking.
4.3 Uses time effectively. Standard 4. Considerations for professional growth plan.
Greenup County Schools ' , ' Teacher Form 85

Data Collection Summary




STANDARDSIPERFORMANCE CRITERIA

' '5 1 Uses pre-assessments 54 Describeé, analyzes, and evaluates student perfonnancé

6.2 Uses formative assessments. 5.5 Communicates learning results to students and parents.

5.3 Uses summative assessments. 5.6 Allows opportunity for student self-assessment.

Standard 5: Considerations for professional growth plan.

STANDARDS/PERFORMANCE CRITERIA

61 Uses'avallable techno[ogy to de51gn and plan mstructlon ) ses avallabe technology to' assess and commumcate student

fearning.

6.2 Uses available technology fo implement instruction that | 6.5 Demonstrates ethical and legal use of technology.
facilitates student learning.

6.3 Integrates student use of available technology into instruction. | Standard 6: Considerations for professional growth plan.

Greenup County Schools Teacher Form 86

Data Collection Summary




STANDARDSIPEBFORMANCE CRITERI_I_\

| N

7.2 Uses data fo reflect on and evaluate instructional practice,

Standard 7: Considerations for professional growth plan,

STANDARDS/PERFORMANCE CRITERIA

rate:Know)

8.1 Identifies students whose learn né coul 'l').e éﬁh-énced i)y
coltaboration.

4-8'.3 impleher]é planned actl\}ities that e

1 nhance student learning and
engage all parties: ‘

8.2 Designs a plan to enhance student learning that includes all
parties in the collahorative effort.

8.4 Analyzes data to evaluate the outcomes of collzborative efforts.

Standard 8: Considerations for professional growth plan.

Greenup County Schools

Teacher Form 87
Data Collection Summary




STANDARDS/PERFORMANCE CRITERIA

| e

9.1 Self assesses performance re
Standards.

svelo

féiivé to Kentucky’s Teacher

9.3 Designs a professional growth plan that aidd-feésé's identiﬁéd
priorities.

9.2 ldentifies priorities for professional development based on
data from self-assessment,

student performance and
feedback from colleagues.

9.4 Shows evidence of professional growth and reflection 'on the
identified priority areas and impact on instructional effectiveness and
student learning.

Standard 9: Considerations for professional growth plan.

STANDARDS/PERFORMANCE CRITERIA
18 teaclier. Proviae e i 1P, SCHOOTCH lycantealdeaton: ororess 2 (A5
10.1 identifies leadership opportunities that enhance student 10.3 Implements a plan for
fearning and/or professicnal environment of the school.
i

e'ngagl

ng in leadership activities.

10.2 Develops a plan for engaging in leadership activities.

10.4 Analyzes data to evaluate the results of planned and execufed
leadership efforts. T

Standard 10: Considerations for professionat growth plan.

Greenup County Schools

Teacher Form 88
Data Collection Summary




10.5 Demonstrates performance of responsibility related to 10.6 Demonstrates performance of duties consistent with school,

assignment including attendance, punctuality, and evaluation community goals and administrative regulations.
results.

10.7 Adheres to professional code of ethics 16 KAR 1:020.

Standard 10: Considerations for professional growth plan.

Greenup County Schools Teacher Form 89

Data Collection Summary
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Greenup County Schools Teacher
‘ Summative Conference Form

SUMMATIVE EVALUATION
FOR CLASSROOM TEACHERS

(revised December 2008)
Evaluator and evaluatee discuss and complete prior to developing the teacher’s professional growth plan and summative evaluation instrument.
This analysis document is the summary of data collected for formative purposes such as: observations, professional development activities,
portfolio entries, products, conferences, work samples, reports, walkthroughs, and other documentation.

Evaluatee Paosition

Evaluator Position .

Work Site Tenured: Non-Tenured:
Date(s) of Observation(s) 1% 2 3™ 4t
Date(s) of Conference(s) 1 2™ 3™ 4t

Ratings
Teacher Standards Meets individual " Growth Needed * Does Not Meet
Standard

The Teacher Demonstrates Apiplied Cantent Knowledge

The Teacher Designs & Plans nstruction

Theé Teacher Creates & Maintains Learning Climate

The Teacher Implemerits & Manages Instriction

The Teacher Assesses & Communicates Learning Results
Tha Teacher Demonstrates the Implementition of Tethinology
Reflects on & Evaluates Teaching/lLearning

Coltaborates with Colléagues/Parents/Others

Evaluates Teaching.& Imptements Professional Development
10 Provides Leadership Within School/Community/Profession

Overall Rating

+

H

Individual professional growth plan reflects a desire/need to acquire further knowledge/skills in the standard number(s) listed below:
1. 3. 4, 5. 6.
7. 8. 9. 10.

Evaluatee's Comments:

Evaluator's Comments:

This review has been discussed with the employee who has been given a copy. Signatures
acknowledge completion of the evaluation and not necessarily agreement.

Evaluatee ___Agree with this summative evaluation.
___ Disagree with this summative evaluation.
7 Signature: Date:
Evaluator Signature: Date:

Oppontunities for aEpeaI processes at both the local and state levels are a Eart of the GreenuE Coung School Distric’s evaluation plan.
I L —

Administrator may check more than one of the following:

Meets administrator standards

Growth needed for administrator standards

Recommended for Teacher Mentoring Program

Does not meet administrator standards

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

*A rating in the "does not meet” column requires the development of an Individual Corrective Action Plan

95




DATA COLLECTION SUMMARY
COUNS_ELOR STANDARDS

(Information completed on this form should be gathered from specific products and behaviors such as
observations, work samples, extra-curricular activities, professional development activities, etc.)

Observee , Content Area Grade(s)

Observer Position

Classroom Observation Information:

Date Unit of Study/Lesson
Time Core Content Standards
Program of Studies

(If more rocom is needed for recording purposes, use plain paper and attach to this form using a continuation of
the page-numbering format depicted on each page.)

STANDARDSIPERFORMANCE CRITERlA

1.1 Dééigns to meet the needs of the school. 1. 3 Demonstrates pOS|t|ve interpersonal relattonsh:ps with
educational staff,

1.2 Demonstrates interpersonal relationships with students. 1.4 Demonstrates positive interpersonal relationships with parents or
: guardians.

| 1.5 Interacts with students and adults in a professional manner
while appreciating diversity and individual differences.

Standard 1: Considerations fdr professional growth plan.

STANDARDS/PERFORMANCE CRITERIA
L PR % R

" 2, 1 Teaches schoo! gu:dance units effectlvely ' - 23 Encourages staff mvolvement“to ensure the eﬁectwe
. implementation of the school guidance curriculum.

Greenup County Schools : o Counselor Form 96
Data Collection Summary




DATA COLLECTION SUMMARY

COUNSELOR STANDARDS
{REV. MaRCH 2009)

(Information completed on this form should be gathered from specific products and behaviors such as
observations, work samples, extra-curricular activities, professional development activities, etc.)

Observee Content Area Grade(s)

Observer Position

Classroom Observation Information:

Date Unit of Study/Lesson
Time Core Content Standards
Program of Studies

(If more rcom is needed for recording purposes, use plain paper and attach to thts form using a continuation of
the page-numbering format depicted on each page.)

STANDARDS/ PERE_CLRMANCE CRITERIA _

1.3 Demonstrates positive interpersonal reiatlohsh:ps with

1.1 Designs fo meet the needs‘ bf the school.
educational staff.

1.2 Demonstrates inferpersonal relationships with students. 1.4 Demonstrates positive interpersonal relationships with parents or
guardians.

Standard 1: Considerations for professional growth plan.

STANDARDS/PERFORMANCE CRITERIA

Encourages staff involvement to ensure the effective
implementation of the school guidance curriculum.

22 Develops materials and Instructional strategies to meet | Standard 2: Considerations for professional growth plan.
student needs and school goals. ’

Greenup County Schools ' Counselor Form 96
Data Collection Summary




STANDARDS/PERFORMANCE CRITERIA

31 Collaborati ng g with parents or guardlans, helps students 3.2 Demonstrates accurate and appropriate interpretatioh of '
establish goals and develop and use planning skills. assessment data and the presentation of relevant, unbiased

information.

Standard 3: Considerations for professional growth plan.

STANDARDS/PERFORMANCE CRITERIA

4.1 Implements a‘ppropnate interventions for students as needed 4 4 Consults effectively \mth parents or guardians, teachers,
and monitors their progress. administrators and other relevant individuals.

4.2 Impiements monitoring systems appropriate to the individual | 4.5 Implements and effective referral process with administrators,
school teachers, other school personnel and outside agencies.

4.2 Counsels individual students and small groups of students Standard 4: Considerations for professional growth plan.
with identified needs and concerns.

STANDARDSIPERFORMANCE CRITERIA

5.1 Prowdes a comprehensive and balanced school counselmg 5.2 Provudes support for other schoo! programs '

program in collaboration with school staff.

Standard 5: Considerations for professional growth plan.

Greenup County Schools Counselor Form 97
Data Collection Summary




STANDARDS/PERFORMANCE CRITERIA

25
6.1 Discusses the qualities of the school counselor management
system with the other members of the counseling staff and
has agreement.

6.3 Uses the program evaluations to make change; in the school -
counseling program and calendar for the following year.

6.2 Discusses the program results anticipated when
implementing the action plans for the school year.

Standard 6: Considerations for professional growth plan.

STANDARDS/PERFORMANCE CRITERIA

7.1 Uses school data to make decisions regarding student
placement in classes and special programs.

ANCLLAA N N e, R A
7.3 Analyzes data to ensure every student has equity and accessto a
rigorous academic curriculum. i

7.2 Uses data from the counseling program {o make decisions
regarding program revisions.

7.4 Understands and uses data to establish goals and activities to
close the gap.

Standard 7: Considerations for professional growth plan.

Greenup County Schools

Counselor Form 98
Data Collection Summary




[s@

81 Prbmotes academic success of every student.

8.6 Builds effective teams by erfcouragmg coliaboratlon amn:‘mg"all
school staff.

8.2 Promotes equity and access for every student. 8.7 Uses data to recommend systemic change in policy and
procedures that limit or inhibit academic achievement.

8.3 Takes a leadership role within the counseling department, the | 8.8 Demonstrates performance of responsibility related to

school setting and the community. assignment including attendance, punctuality, and evaluation
results.
8.4 Understands reform issues and works to close the 8.9 Demonstrates performance of duties consistent with school,
achievement gaps. : ) community goals and administrative regulations.
8.5 Collaborates with teachers, parents and the community to 8.10 Adheres to professional code of ethics 16 KAR 1:020,

promote academic success of students.

Standard 8: Considerations for professional growth plan.

Greenup County Schools - . ' Counselor Form 99
Data Collection Summary




8.5 Collaborates with teachers, parents and the community to
promote academic success of students.

8.10 Adheres to professional code of ethics 16 KAR 1:020.

8.11 Demonstrates professional growth.

Standard 8: Considerations for professional growth plan.

STANDARDSIPERFORMANCE CRITERIA

9.1 Uses appropriate technology tb design and plan instruction ]
that supports and extends learning of all students.

9.4 Uses technology to assess student learning, manage assessment
data, and communicate results to appropriate stakeholders.

9.2 Designs and implements research-based, technology-infused
instructional strategies to support learning of ali students.

9.5 Provides and maintains a safe, secure, and equitable classroom
environment that conSIstently promotes dlscernlng and ethical
use of technology.

9.3 Provides varied and authentic opportunities for ali students to
use appropriate technology to further their learning.

Standard 9: Considerations for professional growth plan.

Greenup County Schools

Counselor Form 100 '
Data Caollection Summary




L&)

STANDARDS/PERFORMANCE CRITERIA

og Pp

' 9.1- Uses appropriate technology to design and plan instruction
that supports and extends leaming of all students.

9.4 Uses technology to assess studént 'Ieafniné, Eﬁénsge assessment
data, and communicate results to appropriate stakeholders.

9.2 Designs and implements research-based, technology-infused
instructional strategies to support learning of all students.

9.5 Provides and maintains a safe, secure, and equitable classroom
environment that consistently promotes discerning and ethical
use of technology.

9.3 Provides varied and authentic opportunities for all students to
use appropriate technology to further their learning.

Standard 9: Considerations for professional growth plan.

[N

Greenup County Schoois
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Greenup County Schools Summative Conference Form

Counselor

SUMMATIVE EVALUATION
FOR COUNSELORS

Evaluator and evaluatee discuss and complete prior to developing the counselor’s professional growth plan and semmative evaluation
instrument. This analysis document is the summary of data collected for formative purposes such as observations, professional development

activities, portfolio entries, praoducts, conferences, work samples, reports, walkthroughs, and other documentation.

Evaluatee Position
Evaluator . Position
Work Site Tenured: Non-Tenured:
Date(s) of Observation(s)  1* 2 3" 4"

_Date(s) of Conference(s) 1 b 3" 4"
Counselor Standards _ Meets Individual Growth Needed | * Does Not

Standard Meet
1. Plans, organizes, and delivers the district counseling program.
2. Implements the school guidance curriculum
3. Implements the individual planning component
4. Monitors and provides responsive services
5. Provides system support
6. Discusses the counseling department management system
7. Collects and analyzes data to guide program direction and emphasis,
8. Promotes student advocate, leader, collaborator and systems change agent.
9. Demonstrates the use of technology to support instruction;

Overall Rating

individual professional growth plan reflects a desire/need to acquire further knowledge/skills in the standard number(s)
listed befow:
1.

2. 3. 4. 5. 6.
7. 8. 9.

Evaluatee’s Comments:

Evaluators Comments:

This review has been discussed with the employee who has been given a copy. Signatures acknowledge completion of

the evaluation and not necessarily agreement.
Evaluates Agree with this summative evaluation.

. DisAagree with this summative evaluation.

Signature: Date:

Evaluator Signature: ' Date:

Opportunities for appea! processes at both the local and state levels are a part of the Greenup County School District’'s evaluation plan.

For District Office: _
Meets administrator standards

e e e e ]

Growth needed for administrator standards

Recommended for Counselor Mentoring Program

Boes not meet administrator standards

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

*A rating in the “does not meet” column requires the development of an Individual Corrective Action Plan
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DATA COLLECTION SUMMARY
MEDIA SPECIALIST

{rev: N

9

(Information completed on this form should be gathered from specific products and behaviors such as
observations, work samples, extra-curricular activities, professional development activities, etc.)

Observee Content Area
Grade(s)
Observer Position

Classroom Observation Information:

Date Unit of Study/Lesson

Core Content Standards
Program of Studies

Time

(If more room is needed for recording purposes, use plain paper and attach to this form using a
continuation of the page numbering format depicted on each page.)

STANDARDS/PERFORMANCE CRITERIA

1.1 Communicates goals of the Ilbrary medaa center program'to

faculty, administration and students

1.9 Organizes and maintains the library media center as a functional,
attractive, safe, and orderly environment for optimal use by
students and faculty.

Develops library media center policies, eg. Materials selection,
collection development, circulation, challenged materials,
copyright and technology

1.2

1.10 Publicizes the library media center programs, services, and
materials through newsletiers, announcements, and other
innovative ways.

1.3 Administers and utilizes the allotted budget provided by the
administration and school-based councils based on the needs

and objectives of the library media center program

1.11 Responsible for the proper use of the facility, materials, and
equipment during scheol hours

"1 1.4 Develops library media center policies, eg. Materiais selection,
collection development, circulation, challenged materials,

~ copyright and technology

1.12 May plan andfor participate in specral projects or proposals, eg.
hook fairs

1.5 Administers a library media program that utilizes fiexible access

1.13 Trains and supervises library media center ¢lerical étaff,
- volunteers and student helpers

1.6 Organizes, classifies, and catalogs library media materials,
following nationaily recognized professional standards such as
AARC?2 (Anglo American Cataloging Rules), latest ed:tlon Dewey

or Library of congress, MARC format

1.14 INTERACTS WITH STUDENTS AND ADULTS (N A PROFESSIONAL
MANNER WHILE APPRECIATING DIVERSITY AND INDIVIDUAL DIFFERENCES.

Standard 1. Considerations for professional growth plan

Greenup County Schools

Media Specialist 109
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STANDARDSIPERFORMANCE CRITER!A

Standard 2. Provides Exemplary Resources Through Cotlection: Development

2.1 Follows the district approved selection pollcy which includes a
procadure for the reconsideration of materials

26 Keeps a current automated cata[og

2.2 Possess broad knowledge of the school curriculum and plans
with teachers and administration for development of coltection of
materials to suppott the curriculum.

2.7 Maintains statistical records and shelf fist needed to verify
collections of the library media center holdings

2.3 Chooses materials using selection tools, bibliographies, periodical
reviews, workshops and professional judgment recommendations

2.8 Makes general repairs, weeds collection, and takes annual
inventory.

2.4 Maintains a professional collection of teacher resources

2.5 Demonstrates competency in selection, acquisition, circulation,
and maintenance of materials, technology, and equipment, which
support the schools curriculum and educational philosophy.

Standard 2. Considerations for professional growth plan

Greenup County Schools

Media Specialist
Data Collection Summary
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STANDARDS/PERFORMANCE CRITER_IA

Standard 3. Provides Effective Library Media Services

3.1 Exercises a leadership role and serves as a catalyst in ensuring
the library media center is central to the instructionat program of
the school

3.9 Provides orientation for new faculty and students.

3.2 Maintains fiexible use of the Iibrafy media center by individuals,
small groups, and large groups for research, browsing,
recreational reading, and listening.

3.10 Maintains effective communication with staff and students, eg.
Informs faculty and students of new acquisitions and services.

3.3 Participates as a member of the instructional team(s) in
curriculum development projects and plans with teachers.

3.11 Facilitates the circulation of materials among schools in the
district or with other agencies.

3.4 Provides training to staff in use of new fibrary materials,
technology, and equipment demonstrating practical applications
for curriculum connections.

3.12 Is available as a personal resource for all studénts and faculty.

3.5 Supports classroom teachers as a consultant in the development
of instructional units, activities, and curriculum with print and
nonprint materials .

3.13 Provides the resources and promotes recreational reading for
the schoel community,

Greenup County Schools

Media Specialist
Data Collection Summary
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3.6 Assist facully in the selection of materials to supplement
classroom instruction.

3.7 Establishes a positive rapport with staff and students.

3.8 Makes the fibrary media center and its resources accessible to
students and faculty.

Standard 3: Considerations for Professional Growth Plan

STANDARDS/PERFORMANCE CRITER_!A

4.1 Plans and implements a library media center program of library
information literacy in collaboration with classroom teachers
toward the achievement of the goals of KERA and the academic
expectations.

46 Promotes appreciatibn of various forms of literature mphasmng "
the highest quality. i

4.2 Informally evaluates individual and group needs and provides
appropriate learning experiences.

4.7 Encourages students to develop lifelong reading, listening,
viewing, and critical thinking skills and to become skilled in all
modes of communication.

4.3 Creates a climate conducive to leaming in which students display
inifiafive and assume a personal responsibility for leaming and
conduct.

4.8 Incomporates the use of technology in accessing information.

Greenup County Schools

Media Specialist
Data Collection Summary
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4.4 Provides for independent and cooperative group leaming.

4.9 Assists students in the use of multi-media for completed projects.

4.5 Guides students in the selection of appropriate resources. -

Standard 4. Gonsiderations for Professional Growth Plan

STANDARDSJ' PERFORMANCE CRITERlA

“_‘:sumes Res bqhs:blhty for Profes' ion

Follows the school‘s pol:ctes and procedures

56 Demons p:e'rfoﬁﬁénﬁ ‘6f espons: iiﬁy'rélé'té.d to
assignment including attendance, punctuality, and evaluation
resudis

5.2 Promotes compliance with the copyright law.

67 Adheres to the state professionél Code of Ethics.

5.3 Handles concerns of others in a positive and professional
manner in order to protect the users’ rights to privacy and
confidentiality.

5.8 Demonstrates performance of duties consistent with school,
community goals and administrative regulations.

Greenup County Schools

Media Specialist 113
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5.4 Attends local professional growth activities and meetings. 5.9 Demonstrates professional growth.

5.5 Demonstrates commitment by belonging to professionat library
organizations and attending the meetings, workshops,
conferences and other activities related to the field.

Standard 5. Considerations jor Professional Growth Plan

STANDARDS/PERFORMANCE CRITERIA

6.1 .Uses available technolegy to deéi‘gn and pian instruction. 6.4 Uses available technology to.assess and communicate stud-eﬂf
. learning.

6.2 Uses available technology to implement instruction that facilitates | 6.5 Demonstrates ethical and legal use of technology.
student learning.

6.3 Integrates student use of available technology into instruction. Standard 8. Considerations for professional growth plan.

Greenup County Schools ' ' : Media Specialist 114
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_STANDARDSIPERFORM_ANCE CRITERIA

Standard 7. Implements/Manages Instruction

7.1 Uses a variety of instructional strategies that atign with
learning objectives and actively engage students.

7.4 Uses space and materials effecﬁvely.

7.2 Implements instruction based on diverse student needs and
assessment data.

7.5 implements and manages instruction in ways that
facilitate higher order thinking.

7.3 Uses time effectively.

Standard 7. Considerations for professional growth pian.

Greenup County Schools

Media Specialist
Data Collection Summary
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Greenup County Schools : Media Specialist
Summative Conference Form

SUMMATIVE EVALUATION FOR
MEDIA SPECIALIST

Evaluator and evaluatee discuss and complete prior fo developing the media specialist’s professional growth plan and summative evaluation
instrument. This analysis document is the summary of data collected for formative purposes such as: observations, professional development
activities, portfolio enfries, products, conferences, work samples, reporfs, walkthroughs, and other documentation.

Evaluatee Position

Evaluator Position
Work Site Tenured: Non-Tenured:

Date(s) of Observation(s) ™ g e b

Date(s) of Conference(s) 1% o 3 4"

Ratings
Media Specialist Standards Meets Individual Growth Needed ] * Does Not Meet
Standard

. Management
Resources

. Effective Services

. Information Users

. Professional Growth
. Technology

. Manages Instruction

NO MBS

Overall Rating

Individual professional growth plan reflects & desire/need to acquire further knowledge/skills in the standard number(s) listed below:

1. 2. 3. 4. 5.
7.

Evaluatee's Comments:

Evaluator's Comrnents:

This review has been discussed with the employee who has been given a copy. Signatures acknowledge completion of
the evaluation and not necessarily agreement.

Evaluatee Agree with this summative evaluation

___ Disagree with this summative evaluation -

Signature: Date:

- Evaluator Signature: Daie:

Opportunities for appeal processes at both the local and state levels are a part of the Greenup County School Dsstr:cts evaluation
plan.

e ———————————
For District Office:

Meets administrator standards

Growth needed for administrator standards
Recommended for Media Specialist Mentoring Program
Does not meet administrator standards

Certified employees must make their appeals to this summative evatuation within the time frames mandated in 704 KAR 3:345 Section
7.8,9 and the local district plan..

*A rating in the “does not meet” column requires the development of an Individual Corrective Action Plan
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DATA COLLECTION SUMMARY

SPEECH-LANGUAGE STANDARDS
(REV. MARCH 2009)

(Information completed on this form should be gathered from specific products and behaviors such as
observations, work samples, extra-curricular activities, professional development activities, etc.)

Observee Content Area Grade(s)

Observer : Position

Classroom Observation Information:

Date _ ‘ Unit of Study/Lesson
Time ~ Core Content Standards
Program of Studies

(If more room is needed for recording purposes, use plain paper and attach to this form using a continuation of
the page numbering format depicted on each page.)

STANDARDS/PERFORMANCE CRITERIA

e

Assists and guides teéchers through the referral process. referral to plécement.

1.2 Provides screening to identify need for further assessment. 1.6 Completes all forms as required before placement and re-

evaluation.
1.3 Provides a thorough assessment and diagnosis. 1.7 Compiles case history as needed.

1.4 Maintains ongoing records of referred, screened and eligible 1.8 Assists in referrals to agencies.
students.

Greenup County Schools SLP Form123
Data Collection Summary




Standard 1: Considerations for professional growth plan.

_STANDARD 2: Demonstrates a Readit

STANDARDS/PERFORMANCE CRITERIA

FESERRE

and IEP.

21 Selects appropriate student objectives .:;ls dictated bjr ARC ~

‘ 24 'Pl;éﬁa'rés iriélfhction oﬁ the Vﬁésis of indiﬁiduaf needs

2.2 Selects appropriate learning experiences.

2.5 Analyzes sources of information for accuracy.

2.3 Uses time effectively.

2.6 Presents content in @ manner that reflects sensitivity to a
multicuttura! and giobal perspective.

Standard 2: Considerations for professional growth plan.

STANDARDS/PERFORMANCE CRITERIA

3.1 Arrangﬁ:s setting to suppoEleafner activities.

3.3 Uses classroom procedures that are clear and easily
managed.

Greenup County Schools

SLP Form 124
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3.2 Provides for a safe and orderly environment. -

3.4 Uses classroom procedures that permit independent and
interdependent learning.

Standard 3: Considerations for professional growth plan.

STANDARDSIPERFORMA&&CE CRITERIA

41 Establishes and clearly communicates expectations.

i 4.5 Hblds each student accountable for hisfher own behaviors.

4.2 Reinforces acceptable student behaviors.

T

4.6 Creates a climate in which students display initiative and
‘accept responsibility for learning and conduct.

4.3 Uses appropriate consequences for altering unacceptable
student behaviors.

4.7 Demonstrates fairness and consistency in enforcing behavior
expectations. :

Greenup County Schools

SLP Form 125
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4.4 Monitors student behaviors.

4.8 Manages disruptive behavior constructively while maintaining
instructional momentum.

4.9 Interacts with students and adults in a professional manner while
appreciating diversity and individual differences.

Standard 4: Considerations for professional growth plan.

possible.

STANDARDS/PERFORMANCE CRITERIA

5.1 Implements therapy related to classroom curriculum when

! >”§1 Bt ggmggﬁ&
5.3 Provides for critical differences of students in curriculurm and
instruction planning and implementation.

5.2 Designs and implements themes of interest to students.

5.4 Uses student performance to evaluate growth.

Greenup County Schools

SLP Form126
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4.4 Monitors student behaviors.

4.8 Manages disruptive behavior constructively while maintaining
insfructional momentum.

Standard 4: Considerations for professional growth plan.

STANDARDS/PERFORMANCE CRITERIA

5.1 Implements therapy related to classroom curriculum when

possible.

5.3 Provides for critica rences of students in curriculum and
instruction planning and implementation.

5.2 Designs and implements themes of inte'rest to students.

5.4 Uses student performance to evaluate growth.

Standard 5: Considerations for professional growth plan.

Greenup County Schools

SLP Form126
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STANDARDS/PERFORMANCE CRITERIA

- 6.1 Teaches the skills needed for mterdependence to work - 6 2 Teaches skills for group comrnumcatlon, hstenmg, and speakmg
effectively in groups (faking turns and respecting views of
others).

Standard 6: Considerations for professional growth plan.

STANDARDSIPERFORMANCE CRITERIA
lses avanety of Effettive e aehing Teehnigics EqUibmERtiVEd :
74 Uses cooperative'learning strategies, when approprlate 7.6 Uses a variety of questioning technlques (e.g., s:gnal sample,

redirection, individual or private response, prompting, |
clarification, refocusing, pausing after asking a question, etc.)

7.2 Provides multi-activities. 7.7 Demonstrate knowledge about technology in the speech
: _ environment,

- Greenup County Schools . - . SLP Form127
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7.3 Selects teaching techniques that match the readiness of
students to learn. .

7.8 Incorporates use of technology into instructional plan, when
possible.

7.4 Provides for independent and interdependent leaming.

7.9 Uses community resources to enhance instruction.

7.5 Maintains a schedule that assures students will experience
SUCCess.

Standard 7: Considerations for professional growth plan.

i 8.1 Is know edQeable of tt;tal coﬁimumcation stl:ategles.

STANDARDS/PERFORMANCE CRITERIA

8.6 Promotes interest through personalizing instruction and novel
approaches,

8.2 Provides all students with the opportunity for successful
experiences.

8.7 Provides knowledge of results that are meaningful and timely.

Greenup County Schools
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8.3 Demonstrates high expectations.

8.8 Provides specific feedback.

8.4 Demonstrates a high level of concern for student success.

8.9 Demonstrates a caring attitude.

8.5 Communicates a positive classroom climate of mutual
respect.

810 Demonstrates consistent communication with parentiguardian.

Standard 8: Considerations for professional growth plan.

STANDARDS/PERFORMANCE CRITERIA

9.1 Prepares paperwork in advance and has necessary forms
available for parent conferences.

9.2 Uses narrative methods of reporting student progress when
appropriate.

9.6 Maintains on-going communication with parent/guardian.

Greenup County Schools
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9.3 Shows actual expectations met by student.

9.7 Provides information regarding agencies/programs available
within the community as needed.

9.4 Conducts conferences with parent/guardian.

Standard 9: Considerations for professional growth plan.

it
d staff to implement

classroom teachers an

STANDARDS/PERFORMANCE CRITERIA

10.4 Assists in proper referral of individuals or agencies and
specialists in the community as appropriate.

10.2 Cooperatively develops IEP goals and objectives with

special education teachers who have students with
speech services.

10.5 Shares instructional materials and media.

10.3 Serves as a consultant on topics regarding
speechilanguage development.

Standard 10: Considerations for professional growth plan.

STANDARDS/PERFORMANCE CRITERIA

111 Assumes responsibility for requisitioning and maintaining
needed equipment and materials, as provided by the
Board.

11.9 Demonstrates good judgméﬁt in decision making

Greenup County Schools
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11.2 Meets assigned time frames. 11.10 Seeks further education training.

11.3 Serves on Committees. 11.11 Participates in workshops, seminars, and other professional
’ growth opportunities

11.4 Fulfills out-of-class obligationsiduties. 11.12 Belongs to professional organizations.

11.5 Maintains confidentiality regarding students. 11.13 Demonstrates performance of responsibility related to

assignment including attendance, punctuality, and
evaluation results. ’

11.6 Shows positive working relationship with faculty and staff. | 11.14 Demonstrates performance of duties consistent with school
S community goals and administraﬁye-regulations.

11.7 Follows proper channels to address issues and problems. 11,15 Adheres to the state professional Code of Ethics 16 KAR
) 1:020 ' i
11.8 Shows proper regard toward students. Standard 11: Considerations for professional growth plan.

STANDARDS/PERFORMANGE CRITERIA

Greenup County Schools : SLP Form 131
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12.1 Identifies professionat growth activities, which will improve | 12.3 Develops a plan that is congruent with the school and district
the speech therapy program. mission and goals.

12.2 Develops Professional Growth Plan 12.4 Revises Professional Growth Plan as goals change.

Standard 12: Considerations for professional growth plan,

STANDARDS/PERFORMANCE CRITERIA

)g» «q‘!e = = . fze T B o R o g -
13.1 Uses available technology to design and plan Uses available technology to assess and communicate
instruction. . student learning.

13.2 Uses available technology to implement instruction 13.5 Demonstrates ethical and legal use of technology.
that facilitates student learning.

13.3 'Integrates student use of available technology into Standard 13. Considerations for professional growth plan.

instruction.
Greenup County Schools : ' SLP Form 132
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Greenup County Schools
Speech Language Pathologist
Summative Conference Form
SUMMATIVE EVALUATION
FOR SPEECH-LANGUAGE PATHOLOGISTS AND
SPEECH-LANGUAGE PATHOLOGY ASSISTANTS

Evaluator and evaluatee discuss and complete prior to developing the SLP/SLPA’s professional growth plan and summative evaluation instrument.
This analysis document is the summary of data collected for formative purposes such as: observations, professional development activities,
portfolio entries, products, conferences, work samples, reports, walkthroughs, and other documentation.

Evaluatee Position

‘Evaluator Position
Work Site Tenured: Non-Tenured:
Date(s) of Observation(s) 19 2% 3™ 4"

Date(s) of Conference(s) 1 o 3" 4"

Ratings
SLP/SLPA Standards Meets Individual Growth * Poes Not
’ Standards Needed Meet

Implements Assessment Procedures

Demonstrates a Readiness to Teach

Demonstrates a Proficiently Managed Environment

Demonstrates Proficiency in Managing Student Behavior

Integrates the Curricuium So Students Can Make Connection Between Knowledge and
Experiences

Teaches the Skills Necessary for Students to Become Productive Members of Various
Groups

Uses a Variety of Effective Teaching Techniques- Equipment, Media, and Materials
Uses Teaching Strategies that Increase Student Motivation

Reports to Parent/Guardian on the Basis of The Resuits of Student Progress
Assessment

10. Collaborates with Teachers and Staff

11. Meets Professional Standards

12. Uses Professional Growth Activities to Improve the Speech Therapy Program

13. Demonstrates Implementation of Technology

Ul

o

bl ol

Overall Rating

Individual professional growth plan reflects a desire/need to acquire further knowledge/skills in the standard number(s) listed below:
1. 2. 3. 4. _. 5. 6.

Evaiuatee's Comments:

Evaluator's Comments:

This review has been discussed with the employee who has been given a copy. Signatures acknowledge
completion of the evaluation and not necessarily agreement.
* Evaluatee ___ Agree with this summative evaluation.

Disagree with this summative evaluation.

Signature: Date:

Evaluator Signature: Date;

Opportunities for appeal processes at both the local and state levels are a part of the Greenup County School District’s evaluation plan.
e T  ————— e oo}
For District Office:

Meets administrator standards

Growth needed for administraior standards
Recommended for SLP/SLPA Mentoring Program
Does not meet administrator standards

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

A rating in the “does not meet” column requires the development of an individual Corrective Action Plan

141
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Greenup Co Schools
Administrator
Summative Conference Form

SUMMATIVE EVALUATION
FOR ADMINISTRATORS

Evaluator and evaluatee discuss and complete prior to developing the administrator’s professional growth plan and
summative evaluation instrument. This analysis document is the summary of data collected for formative purposes such
as: ohservations, professional development activities, portfolio entries, products, conferences, work samples, reports,
walkthroughs, and other documentation.

Evaluatee - Position

Evaluator Position

Work Site
Date(s) of Observation(s) 1 2 3 4"
Date(s) of Conference(s) 1 radl K 4"

Ratings
Administrator Standards ! Meets Individual | Growth Needed * Does Not Meet
. Standard

1. Vision

2. School Culture and Learning
3. Management

4. Collaboration

5. Integrity, Fairness, Ethics

6. Political, Economic, Legal

Overall Rating

Individual professional growth plan reflects a desire/need to acquire further knowledgefskills in the standard number(s) listed below:

1. 2. 3. 4. 5 6.

Evaluatee's Comments:

Evaluator's Comments:

This review has been discussed with the employee who has been given a copy. Signatures
acknowledge completion of the evaluation and not necessarily agreement.

Evaluatee

___ Agree with this summative evaluation.

____Disagree with this summative evaluation.

Signature: Date:
Evaluator Signature: Date:

Opportunities for appeal processes at both the local and state levels are a part of the Greenup County School District's evaluation plan.
T i —————
For District Office:

Meets administrator standards

Growth needed for administrator standards

Recommended for Administrator Mentoring Program

Does not meet administrator standards

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

*A rating in the “does not meet” column requires the development of an Individual Corrective Action Pian
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