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Certified Evaluation Timeline 
 

Action Dates for Non-Tenured 
Teachers and 

Other Teachers on One-Year 
Summative Cycle 

Dates for Tenured Teachers 
on a Three-Year Summative 

Cycle 

Orientation (by Principal) 

 

September 1st September 1st  

Overview of Self-
Reflection/PGP Process  

(by Principal) 

September 1st  September 1st  

Self-Reflection and PGP 
Completed 

 

September 30th  September 30th  

1st Mini-Observation 

 

December 1st  May 1st (Year 1) 

PGP Reviewed by Principal 
and Feedback Provided 

 

November 15th  November 15th  

2nd Mini-Observation 

 

 May 1st (Year 2) 

Full Observation 

 

April 15th  April 1st (Year 3) 

PGP Reflection and 
Development of Next Steps 

 

May 1st  May 1st  

Summative Conference 

 

April 15th  May 15th  

 

 

 

 



4 
 

Daviess County Public Schools Certified Evaluation Plan  

Table of Contents 

Professional Growth and Effectiveness System – Certified Teacher   ……….……………………..6 
 
 Roles and Definitions   …………………………………………………………………………………………...6 
 

The Kentucky Framework for Teaching  ………………………………………………………………….6 
 
Sources of Evidence   ………………………………….………………………………………………………….7 
 

 Self-Reflection and Professional Growth Planning   …………………………..……………………7 
 
 Observations   ………………………………………………………………………………………………….…….8 

The Observation Model   ……………………………………………...…………………………...9 
Observation Conferencing  .…………………………………………….….…………………....10 
Observation Schedule and Timeline .……………………………..….……………………...11 
 

Products of Practice   ……………………………………………...………………………………………..….12 
 
Student Voice   ……………………………………………………………………………………………………..12 
 
Student Growth – Student Impact Rating  …………………………………………………………...13 
 State Contribution – Student Growth Percentiles (SGP)   ………………………….13 
 Local Contribution – District Defined Measures (DDM)   ……………….………….14 
 Local Contribution – Student Growth Goals (SGG)   ……………………….………...14 
 Determining Overall Student Impact Rating   …………………………………………...15 
 
Determining Overall Performance Category   ………………………………………………….……15 
 
Criteria for Determining a Teacher’s Overall Performance Category …………………...16 
 
Professional Growth Plan and Summative Cycle   ………………………………………………...18 
 
Appeals Process   ……………………………………………………………………………………………….…19 
 
Certified Evaluation Appeals Committee   ………………………………………….………………..19 
 
The Assistance Team and Corrective Action Process   …………………………………………..20 

 
Professional Growth and Effectiveness System – Principal and Assistant Principal  …..... 21 
 
 Roles and Definitions   ……………………………………………………………………………..…….…….21 



5 
 

 
 Professional Practice Required Elements   …………………………………………………….…….…22 
  Self-Reflection and Professional Growth Planning   ………………………………….…22 
  Site Visits   ………………………………………………………………………………………….…..….22 
  TELL Kentucky Survey (Working Conditions Goal)  ……………………………….….…23 
 
 Products of Practice  ……………………………………………………………………………………….…….24 
 
 Student Growth Goals  …………………………………………………………………………………..….....24 
  General Information  ……………………………………………………………………….…………24 
  State Contribution   ………………………………………………………………………………..….24 
  Local Contribution   …………………………………………………………………………………...25 
 
 Determining the Overall Performance Category   …………………………………….…………….25 
  General Information  ………………………………………………………………….………………25 
  Rating Overall Professional Practice  ………………………………………….………..…….25 
  Rating Overall Student Growth   ………………………………………………………….…….26 
  Criteria for Determining the Overall Performance Category  ……………………..27 
 
 Professional Growth Plan and Summative Cycle  …………………………………………………..28 
 
Other District Certified Professional Growth and Effectiveness Plan  …………………………….29 
 
 Other Certified Professionals  …………………………………………………………………………….….29 
 Professional Practice  ………………………………………………………………………..…………….......29 
 Required Sources of Evidence  ……………………………………………………………..…………….…29 

Student Impact Rating  …………………………………………………………………………..…………..…29 
Summative Cycle   ……………………………………………………………………………………..……….…30 

 
Appendices: 

A. DCPS Evaluation Policy (03.18) 
B. Pre-Observation Form (Optional) 
C. Student Voice Survey Questions for Grades 3-5 
D. Student Voice Survey Questions for Grades 6-12  
E. DCPS Rigor Rubric for Student Growth Goals  
F. DCPS Evaluation Appeals and Timelines Procedure (03.18 AP.1) 
G. DCPS Evaluation Appeals Form (03.18 AP.21) 
H. Other Certified Professionals Summative Rating Form 

 
 

 
 
 
 



6 
 

Professional Growth and Effectiveness System – Certified Teacher 
 

The goal for PGES is a fair and equitable evaluation system that measures teacher effectiveness 
and acts as a catalyst for professional growth.   
 
Roles and Definitions: 
  

1. Administrator:  An EPSB certified administrator who devotes the majority of 
employed time in the role of principal, for which administrative certification is 
required by the Education Professional Standards Board pursuant to 16 KAR 
3:050. 
 

2. Evaluator: The immediate supervisor of certified personnel, who has 
satisfactorily completed all required evaluation training and, if evaluating 
teachers, observation certification training.  (Includes Assistant Principals). 

3. Evaluatee:  District/School personnel being evaluated. 
 

4. Professional Growth Plan:  An individualized plan that is focused on improving 
professional practice and leadership skills, is aligned with educator performance 
standards and student performance standards, is built using a variety of sources 
and types of student data that reflect student needs and strengths, educator 
data, and school/district data, and is produced in consultation with the evaluator 

 
5. Self-Reflection:  The process by which certified personnel assesses the 

effectiveness and adequacy of their knowledge and performance for the purpose 
of  identifying areas for professional learning and growth 

 
6. Student Voice:  the state-approved student perception survey, administered 

each year, providing data on specific aspects of the classroom experience and of 
teaching practice. 

 
7. Teacher:  Certified school personnel who are assigned the responsibility for 

student learning.  Additionally, for purposes of this Evaluation Plan, and unless 
otherwise noted, the term teacher also refers to all other certified school 
personnel except administrators. 

 
8. For Additional Definitions and Roles, please see 704KAR 3:370 Professional 

Growth and Effectiveness System 
 
 

The Kentucky Framework for Teaching: 
 
The Framework for Teaching is designed to support student achievement and professional 
practice through the domains of Planning and Preparation, Classroom Environment, Instruction, 
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and Professional Responsibilities.  The Framework also includes themes such as equity, cultural 
competence, high expectations, developmental appropriateness, accommodating individual 
needs, effective technology integration, and student assumption of responsibility.  It provides 
structure for feedback for continuous improvement through individual goals that target student 
and professional growth, thus supporting overall school improvement.  Evidence documenting 
a teacher’s professional practice will be situated within one or more of the four domains of the 
framework.  Performance will be rated for each component according to four performance 
levels: Ineffective, Developing, Accomplished, and Exemplary. The summative rating will be a 
holistic representation of performance, combining data from multiple sources of evidence 
across each domain.   
 
The use of professional judgment based on multiple sources of evidence promotes a more 
holistic and comprehensive analysis of practice, rather than over-reliance on one individual 
data point or rote calculation of practice based on predetermined formulas. Evaluators will also 
take into account how educators respond to or apply additional supports and resources 
designed to promote student learning, as well as their own professional growth and 
development.  Finally, professional judgment gives evaluators the flexibility to account for a 
wide variety of factors related to individual educator performance, such as: school-specific 
priorities that may drive practice in one domain, an educator’s number of goals, experience 
level and/or leadership opportunities, and contextual variables that may impact the learning 
environment, such as unanticipated outside events or traumas.  
 
Evaluators must use the following categories of evidence in determining overall ratings:  
 
Required Sources of Evidence: 

• Professional Growth Planning and Self-Reflection 
• Observation 
• Student Voice 
• Student Growth Goals and/or Growth Percentiles (4-8 - Math & ELA) 

 Other Measures of Student Learning 
 Products of Practice (optional) 
 Other Sources  

 
All components and sources of evidence supporting an educator’s professional practice and 
student growth ratings will be completed and recorded in the state-approved platform. 
 

Self-Reflection and Professional Growth Planning: 

All teachers, and other professionals, will engage in self-reflection and professional growth 
planning activities each year and will document these activities in the state-approved platform.  
Throughout this process, be mindful that this is first and foremost, a professional growth 
support model where the teacher will be improved through reflection, assessment, advisement 
and goal-setting by the core leadership.  Feedback can be provided to teachers, from the 
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principals at any time during this process.  The teacher’s professional growth goals may be 
modified after November 15th. 

 

Timeline: 

• By September 1 - Principals/designees will provide an overview of the self-reflection, 
professional growth planning process for all teachers.  

• By Sept. 30 - The initial teacher self-reflection will be completed based on multiple 
sources of data (examples:  state, local, teacher developed assessment results; student 
voice survey data; learning walk/observation data from administrators, peers); areas of 
focus will be identified and a professional growth plan including specific action steps will 
be developed; all information will be documented in the state-approved platform. 

• By November 15 - Principals/designees review professional growth plans and provide 
feedback to teachers. 

• December –April - Teachers self-assess, review principal feedback (may involve face to 
face conversation), make revisions to PGP’s as needed, collect evidence (digital or print 
format) around progress toward meeting professional growth planning goals; the self-
assessment process may include collaboration with peers. 

• By May 1 – Teachers provide written reflection of PGP implementation progress, goal 
attainment, and implications for next steps in planning for additional professional 
growth.    

Adjusted Timeline for Late Hires: 

• Principals/designees will provide an overview of the self-reflection, professional growth 
planning process for all teachers hired late within two weeks of their start date or by 
Sept. 1, whichever is latest. 

• The initial teacher self-reflection will be completed, areas of focus will be identified and 
professional growth plans developed for late hires within 30 days of the overview or by 
Sept. 30, whichever is latest. 

Observations: 
 
The observation process is one source of evidence to determine the effectiveness of teachers, 
and other professionals, that includes principal/supervisor observation for each certified 
teacher.  The supervisor observation will provide documentation and feedback to measure the 
effectiveness of a teacher’s professional practice. The supervisor observation will be used to 
inform and evaluate a summative rating. The rationale classroom observation is to encourage 
continued professional learning in teaching and learning through critical reflection.  
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The Observation Model: 
 
The observation model will fulfill the following minimum criteria prescribed by the Kentucky 
Department of Education:  
 

• There will be a minimum of three observations completed during the summative cycle.   
• A minimum of one mini observation, of approximately 20-30 minutes each, and one full 

observation will be completed for each non-tenured teacher. 
• A minimum of two mini observations, of approximately 20-30 minutes each, and one full 

observation will be completed for each tenured teacher over the course of the 
summative cycle. 

• The full observation will involve a full class period or a complete lesson. 
• For Tenured Teachers:  The principal/supervisor will conduct a minimum of three 

observations during the summative cycle, which will include at least two mini-
observations and a full observation.  

• For Non-Tenured Teachers:  The principal/supervisor will conduct a minimum of 2 
observations during the summative cycle, which will include at least one mini-
observation and a full observation.  

• The final observation must be conducted by the principal/supervisor, must be a full 
observation, and must be completed in the final year of the summative cycle.  

• All observations must be documented in the state-approved platform and on approved 
forms to become part of the official personnel file.  

 
Daviess County Public Schools will observe the following minimum requirements for tenured 
teachers: 
 

• The summative cycle will be three years in length unless the teacher is on an Assistance 
or Corrective Action Plan. 

• Multiple observations will be required for tenured teachers when observation results 
yield an “ineffective” rating in any of the four domains. 

• The principal/supervisor will complete a minimum of one mini observation (20-30 
minutes) in each year of the summative cycle in year 1 and 2 of the summative cycle. 

• In the 3rd year of the summative cycle, a full observation will be conducted by the 
principal/supervisor. 

• The three year cycle, summative cycle, may be accelerated at the request of the 
teacher or administrator.   
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Daviess County Public Schools will observe the following minimum requirements for non-
tenured teachers and any teacher on an Assistance or Corrective Action Plan: 
 

• The summative cycle will be one year in length for non-tenured teachers. 
• The principal/supervisor will complete a minimum of one mini observation and a full 

observation each year. 
• The final observation will be a full observation and will be conducted by the 

principal/supervisor. 
• Teacher Interns, those participating in KTIP, will be subject to the observation schedule 

prescribed by the Internship program, which includes three full observations from the 
Principal, Resource Teacher, and Teacher Educator. 

 
Adjusted Observation Requirements for Late Hires: 
 

• Teachers hired late, but within the first 60 days of school, will be subject to the same 
observation schedule as that of all other Non-Tenured Teachers. 

• For teachers hired after 60 consecutive days of school, the principal/supervisor will 
complete a minimum of one mini and a full observation in year one of the summative 
cycle. 

 
Observation Conferencing: 
 
Observers will adhere to the following observation conferencing requirements: 
 

• Pre-observation conferences will be conducted prior to the scheduled observation at a 
time mutually agreed upon by the teacher and principal. 

• Pre-observation conferences for the mini observations may be completed electronically 
at the discretion of the principal.  An optional “Pre-Observation Worksheet” is included 
in Appendix B of this document and may be used to fulfill that purpose. 

• Face-to-face pre-observation conferences are required for the full observation at the 
end of the summative cycle. 

• Observation post-conferences must be conducted within five working days of all mini 
and full observations and must be conducted face-to-face. 

• The summative evaluation conference will be held at the end of the summative 
evaluation cycle and shall include all applicable Professional Growth and Effectiveness 
data. 

• The summative conference will include, but not be limited to, discussion of the following 
items: 

o Evidence supporting the teacher’s practice in each of the four domains of the 
Kentucky Framework for Teaching. 

o The teacher’s overall performance rating, including each category of evidence 
used to determine that rating (PGP and Self-Reflection, Observations, Student 
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Voice, Student Growth Goals, Products of Practice (optional), Other measures of 
Student Learning, and other relevant sources of evidence). 

o Progress on the Professional Growth Plan. 
o Others as appropriate. 

• The summative conference will be documented in the state-approved platform and on 
the approved form to become part of the official personnel file.  

• All certified staff will be provided a copy of the evaluation and have the opportunity for 
written response that shall be included in the official personnel record. 

 
Observation Schedule and Timeline: 
 
The following guidelines and timeline will be followed by the Daviess County Public Schools: 
 

• An Evaluation Plan Orientation session, which explains the evaluation criteria and 
process used to evaluate certified staff, must be completed for all certified staff by 
September 1.  Multiple sessions may be conducted.  The following should be kept on file 
as documentation that an Orientation session was conducted for all staff: 

o A dated agenda for each session/meeting. 
o A sign-in sheet for each session containing the signatures of all certified staff in 

attendance. 
• Observations may begin any time after the Evaluation Plan Orientation has been 

completed. 
 
For Non-Tenured Teachers or Tenured Teachers on a one-year summative cycle: 
 
 Mini Observation by Principal/Supervisor – By December 1 
 Full Observation by Principal/Supervisor – By April 15 
 Summative Evaluation Conference – By April 15 

* Teacher Interns will follow schedule and timeline prescribed by KTIP Program 
 

For Tenured Teachers on a Three-year Summative Cycle: 
 
 1st Mini Observation by Principal/Supervisor – By May 1 of year-one  
 2nd Mini Observation by Principal/Supervisor – By May 1 of year-two 
 Full Observation by Principal/Supervisor – By April 1 of year-three  
 Summative Evaluation Conference – By May 15 of year-three 
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Products of Practice: 

Teachers and administrators may provide additional evidence to support assessment of 
professional practice; quality of evidence is valued over quantity.  This evidence should provide 
specific information about teacher practice and should relate directly to domains of the 
Framework for Teaching.   

Potential sources of evidence: 

• Professional learning log (PD 360, peer work, other training or conference participation) 
• Program review documentation 
• Student work products (digital or traditional formats) 
• Curriculum units, lesson plans 
• Communication logs (students, parents) 
• Timely, targeted feedback from informal observations; learning walk feedback 
• Data analysis 
• PLC minutes 
• Teacher reflections, self-reflections 
• Parent engagement surveys 
• Engagement in professional organizations 
• Other—must establish direct relationship to one or more domains of the Framework for 

Teaching. 
 

Student Voice: 
 
The Student Voice Survey is a confidential, on-line survey that collects student feedback on 
specific aspects of the classroom experience and teaching practice.  The Student Voice Survey 
has been created by the Kentucky Department of Education.  Appendix C and D contain the 
Student Voice Survey questions.  The district student voice survey Point-Of-Contact (D-POC) 
shall be the Director of Instructional Technology.  Each school principal shall select a school 
student voice Point-Of-Contact (S-POC).   
 

• All teachers in A1 schools shall participate in the state-approved Student Voice Survey 
annually with a minimum of 20 students.  More students may be included at the 
teacher’s discretion.  Teachers in alternative schools shall participate in the state-
approved Student Voice Survey with a minimum of 20 students when possible. 

• Survey data will only be considered when 10 or more students are respondents. 
• Results from both formative and summative years will be used to inform Professional 

Practice in the summative year.  The use of the Student Voice Survey results to inform 
Professional Practice will be based on a trend over time of at least three years, and it 
should reflect a pattern in the results. 

• Student selection for participation will be consistent across the district. 
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• For consistency purposes, the D-POC shall select two class periods to administer the 
survey in conjunction with the S-POC.  For teachers on planning during the selected class 
period(s), an alternative class period will be selected by the S-POC.   

• The Student Voice Survey shall be administered between the hours of 7 AM and 5 PM 
local time.  

• The survey shall be administered in the school.   
• Accommodations shall be made available to students requiring them according to their 

IEP, 504 or PSP during the Student Voice Survey.  
• All teachers and appropriate administrative staff will read, understand, and sign the 

district’s Student Voice Ethics Statement. 
• To accommodate the varying schedules in the district, the D-POC will select the most 

appropriate times during the windows set by KDE.   
 
 
Student Growth—Student Impact Rating: 
 
The Student Growth measure in the Daviess County Public Schools shall focus on the impact 
teaching has on student learning.  The Student Impact Rating (SIR) is informed by trends (at 
least two years) and patterns (at least two measures) in student growth.  Student growth will 
be measured by multiple measures—student growth percentiles, district defined measures, and 
student growth goals—when possible.   
 
State Contribution—Student Growth Percentiles (SGP) 
 
The state contribution is a rating based on each student’s rate of change compared to other 
students with similar test scores history (“academic peers”) expressed as a percentile.  The 
median SGP for a teacher’s class is compared to that of the state.  The scale for determining 
acceptable growth will be determined by the Kentucky Board of Education and provided to the 
district by the Kentucky Department of Education.  The state contribution pertains to teachers 
in grades 4th through 8th that teach reading and/or math.   
 
Student Impact Ratings for Student Growth Percentiles (SGP) will be based on the chart below.   
 

 Median SGP 
Low Less than 30% 

Expected  30-65% 
High Above 65% 
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Local Contribution—District Defined Measures (DDM) 
 
District defined measures (DDM) shall mean measures of student learning, growth, and 
achievement that relate directly to the goals of the district.  These measures may include, but 
shall not be limited to portfolios evaluated with rubrics, commercial assessments, district-
developed pre/post assessments, and projects.  DDM ensure that all educators have 
meaningful, timely information to assess student learning.  DDMs build on that work that most 
teachers and schools already do:  use measures to evaluate student performance and growth, 
as well as to calibrate learning from one class to another.  The highest priority for DDMs will be 
that they are aligned to content and informative.  The results will help educators recognize 
where students are succeeding as well as where they are struggling and to identify where to 
adjust practice.  District defined measures will be required for any educator that teaches a 
course for which a DDM has been established.  The DDM may serve as the student growth goal 
required by the KY Department of Education.  All teachers are encouraged to have a Student 
Growth Goal even if they have a DDM. 
 
DDMs will be established by the Office of Teaching and Learning with input from teacher 
leaders and reviewed on a yearly basis.  By August 1, the list of DDMs will be provided to all 
teachers and administrators.   The list will include the Student Impact Rating results based on 
the individual DDM.  All DDMs will be considered using the guiding questions: 
 

• How effectively does the assessment measure growth? 
• Is there a common administration protocol? 
• Is there a common scoring process? 
• How do results correspond to low, typical or high growth and impact? 
• Are DDMs comparable across schools, grades, and subject matter district-wide? 

 
Local Contribution—Student Growth Goals (SGG) 
 
Student growth goals (SGG) shall mean measures based on the degree to which a teacher 
meets the growth goal for a set of students over an identified interval of instruction as 
indicated by the teacher’s SGG.  All teachers are encouraged to develop at least one SGG.  
Teachers without a DDM or SGP will be required to develop at least one SGG.   All SGG will be 
determined by the teacher in collaboration with the principal and will be grounded in the 
fundamentals of assessment quality (Clear Purpose, Clear Targets, Sound Design, Effective 
Communication, and Student Involvement).   
 
SGG must be congruent with Kentucky Core Academic Standards and appropriate for the grade 
level and content area for which it was developed.  The SGG must represent or encompass an 
enduring skill, process, understanding, or concept that students are expected to master by 
taking a particular course in school.  The SGG must also allow high- and low-achieving students 
to adequately demonstrate their knowledge and provide access and opportunity for all 
students. 
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The SGG will be evaluated using the Rigor Rubric for Student Growth Goals found in Appendix E 
of this document.  The Rigor Rubric will be used in both Student Impact training and in PLCs.  
The Rigor Rubric ensures both rigor and comparability. Principals will review SGGs with teachers 
using the rubric.  Student Impact Ratings for Student Growth Goals will be based on an average 
of both proficiency and growth.  SGG targets of low, expected, and high will be set when the 
SGG is written.   
 
 
 
Determining Overall Student Impact Rating 
 
The Overall Student Impact Rating shall be determined based on an average of Student Impact 
Ratings collected over time.  The Overall Student Impact Rating is determined at the end of the 
summative cycle for all educators.  To calculate the Overall Student Impact Rating, begin by 
assigning each student impact rating, collected over the summative cycle, a score based on the 
chart below.   
 

Student Impact 
Rating 

Score 

Low 1 
Expected  2 

High 3 
 
 
A mean score will be calculated, which includes all measures of the Student Impact Ratings.  
The Overall Student Impact Rating will be awarded based on the next chart: 
 
 

Overall Student 
Impact Rating 

Mean Student Impact Rating 
Score (1 to 3) 

Low 1.0-1.6 
Expected  1.6-2.4 

High 2.5-3.0 
 
Student Growth Goals and Student Growth Percentiles (when available) will be used to 
determine overall Student Growth Rating.  Three years of student growth data (when available) 
will be used to determine overall Student Growth Rating for teachers. 
 
 
Determining the Overall Performance Category: 
 
Principals/supervisors are responsible for determining an Overall Performance Category for each 
teacher at the conclusion of the summative evaluation year.  The Overall Performance Category 
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is informed by the educator’s ratings on professional practice and student impact rating.  The 
evaluator determines the Overall Performance Category based on professional judgment 
informed by evidence that demonstrates the educator’s performance against the Domains, 
student impact ratings, and decision rules that establish a common understanding of 
performance thresholds to which all educators are held. 
 
 
 
 
The teacher’s Overall Performance Category will be determined by using the following steps: 
 

1. Determine the individual domain ratings by considering sources of evidence and the 
evaluator’s professional judgment.  

2. Apply state criteria for determining the teacher’s Professional Practice rating.  See 
following chart: 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

3. Use Local Student Growth Goal / Student Impact Rating instrument to determine overall 
Student Growth Rating.  

4. Apply state criteria for determining the teacher’s Overall Performance Category and 
record in the state approved platform.  See following chart: 

 

CRITERIA FOR DETERMINING A TEACHER’S PROFESSIONAL 
PRACTICE RATING 
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Professional Growth Plan and Summative Cycle: 

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

 
 

 
 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

ONE-YEAR CYCLE 
DIRECTED GROWTH PLAN 
• Goal(s) Determined by Evaluator 
• Goals focus on professional practice and student growth 
• Plan activities designed by evaluator with teacher input 
• Formative review at mid-point  
• Summative review 

  

  

  

PROFESSIONAL GROWTH PLAN AND CYCLE FOR TENURED TEACHERS 

RATIN
 

LOW EXPECTED HIGH 

THREE-YEAR CYCLE 
 SELF-DIRECTED GROWTH PLAN 

• Goal set by teacher with 
evaluator input 

• One goal must focus on 
low student growth 
outcome 

• Formative review 
annually 

ONE-YEAR CYCLE 
DIRECTED GROWTH PLAN 

• Goal(s) Determined by 
Evaluator 

• Goals focus on professional 
practice and student growth 

• Plan activities designed by 
evaluator with teacher input 

• Formative Review at mid-
point 

• Summative review annually 

THREE-YEAR CYCLE 
SELF-DIRECTED GROWTH PLAN 

• Goal(s) set by teacher with 
evaluator input; one must 
address professional 
practice or student growth. 

• Formative review annually. 

UP TO 12-MONTH IMPROVEMENT 
PLAN 

• Goal(s) determined by 
evaluator 

• Focus on low 
performance area 

• Summative at end of plan 
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STUDENT GROWTH RATING 

  

THREE-YEAR CYCLE 
SELF-DIRECTED GROWTH PLAN 

• Goals set by teacher with evaluator input 
• Plan activities are teacher directed and implemented with 

colleagues. 
• Formative review annually 
• Summative occurs at the end of year 3. 
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THREE-YEAR SELF-DIRECTED CYCLE 
• Goal(s) set by educator 

with evaluator input 
• Formative review annually 
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Appeals Process: 

Any certified employee who believes that he or she was not fairly evaluated on the summative 
evaluation may appeal to the Certified Evaluation Appeals Panel within five working days of the 
summative evaluation conference.  Requests for a hearing should be submitted in writing to the 
Director of Personnel using the Evaluation Appeal Form (03.18 AP.21), found in the appendix 
section of this document.  The appeals process is also outlined in that document. 

Certified Evaluation Appeals Committee: 

Appeals will be heard by a Certified Evaluation Appeals Panel as required by law.  Two members 
of the panel shall be elected by and from the certified employees of the district.  A third 
member will be appointed by the Board and shall serve as the Chairperson.  Election 
procedures and timelines are specified in DCPS Administrative Procedure 03.18 AP.1, also found 
in the appendix section of this document. 

Professional Assistance:  

When appropriate, the principal/supervisor may recommend professional assistance to provide 
timely and/or targeted resources to support improved teaching and learning.  Professional 
Assistance may be requested by the Evaluatee or initiated by the evaluator when professional 
support is needed or desired to address such issues as: 

• Specific instructional problems or concerns. 
• Behavioral management or classroom environment issues. 
• A teacher’s level of expertise in a particular grade, content area, or classroom situation 

is a barrier to student achievement 

The supports made available through this request may include, but are not limited to, central 
office personnel or peer observations and consultations, relevant staff development activities, 
release time to observe other teachers or demonstration teaching, behavior intervention 
planning, etc. 

The duration and degree of the assistance provided may vary significantly depending on the 
complexity of the problem to be address or the skills to be acquired.  Professional assistance 
does not necessarily require the establishment of a formal Assistance Team, nor is it required 
prior to the initiation of an Assistance Team.  Successful completion of a professional assistance 
plan may eliminate the need for the establishment of an Assistance Team and/or corrective 
action.   
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Assistance Teams / Corrective Action Plans: 

With the approval of the Superintendent/designee, an evaluator may request the assignment of 
an Assistance Team and the implementation of a Corrective Action Plan for a certified 
employee when:  1) It becomes evident that immediate improvement in instructional 
performance is needed, as determined by formative or summative evaluation processes, or 2) 
An immediate change in professional behavior and/or practice is called for.   

An Assistance Team assembled to address the performance of a certified employee will include 
the Director of Personnel, the appropriate District Director (Elementary, Secondary, or Special 
Education), the Principal or immediate supervisor, the Evaluatee, the Evaluatees’s 
representative (if requested), and other relevant resource personnel (asst. principal, staff 
developer, special education consultant, etc.) .  

Certified Corrective Action Plans will include the following: 

• The designation of a chair person, who will be responsible for: 
o Maintenance of all meeting records and actions taken. 
o Development of the summative recommendation presented to the Superintendent. 

• Specific corrective goals and objectives 
• Specific strategies, procedures, and/or activities to be completed and assessed. 
• Identified personnel assigned to support the Evaluatee through the process. 
• A final recommendation to the Superintendent.  Options for the final recommendation 

may include: 
o The employee has successfully completed the requirements of the Corrective Action 

Plan and no further intervention is required. 
o The employee has partially completed the requirements of the Corrective Action 

Plan and one of the following is recommended: 
o Continue plan. 
o Include additional tasks and/or strategies for improvement. 
o Extend timeline to allow more time for growth.   

o The employee has failed to complete the requirements of the Corrective Action Plan 
or to show necessary growth and one of the following actions are recommended: 

o Continue plan with additional requirements. 
o Recommendation for personnel actions. 
o Other 
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Principal Professional Growth and Effectiveness System (PPGES) 
 

The goal PPGES is a fair and equitable evaluation system that measures principal effectiveness 
and acts as a catalyst for professional growth.   

Roles and Definitions: 

1. Administrator:  An EPSB certified administrator who devotes the majority of 
employed time in the role of principal, for which administrative certification is 
required by the Education Professional Standards Board pursuant to 16 KAR 
3:050. 

2. Evaluator: The immediate supervisor of certified personnel, who has 
satisfactorily completed all required evaluation training and, if evaluating 
teachers, observation certification training. 

3. Evaluatee:  District/School personnel who is being evaluated. 
4. Professional Growth Plan:  An individualized plan that is focused on improving 

professional practice using a variety of evidences that reflect student, educator, 
and school/district data, produced in consultation with the evaluator. 

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

6. TELL Kentucky:  A working conditions survey of all school staff conducted every 
two years to provide feedback on specific aspects of the school’s work 
environment. Results may be used to assist in goal setting for improving the 
learning environment and principal practice.  

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

 

The purpose of the Principal Professional Growth and Effectiveness System (PPGES) is to 
support student achievement and professional best practice through use of the following 
performance standards: 

• Instructional Leadership 
• School Climate 
• Human Resource Management 
• Organizational Management 
• Communication and Community Relations 
• Professionalism 
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Each performance standard includes indicators that provide examples of observable, tangible 
behaviors that provide evidence of the quality of performance in each standards area.  The 
performance standards provide a structure to allow feedback for continuous improvement 
based on the development of individual goals that target professional growth.  Performance 
will be rated for each standard as follows—Ineffective, Developing, Accomplished or Exemplary.  
The expected performance level is “Accomplished”.    
 
 
Professional Practice Required Elements: 

• Self-Reflection, Professional Growth Planning 
o To be completed by all principals and assistant principals annually and 

documented using the state approved technology platform. 
o Overview provided annually by superintendent/designee by September 1. 
o Self-reflection and initial discussions between building and 

superintendent/designee occur by October 15, including identifying and 
prioritizing a limited number of standards to be addressed in the PGP each year. 

o PGP finalized in state approved technology platform by Nov. 1. 
o Formative discussions including additional self-reflection by February 1.  
o Summative discussions including additional self-reflection by June 15. 
o The superintendent/designee will monitor submissions of self-reflection and PGP 

materials for each principal being evaluated by using the state approved 
technology platform.  Principals will do the same for assistant principals being 
evaluated.   

o Late hires will be assimilated into this process by the superintendent/designee as 
soon as hiring takes place; timelines will be modified by the 
superintendent/designee to meet the needs of affected individual principals or 
assistant principals. 
 

• Site Visits 
o Conducted for principals at least twice annually by superintendent/designee. 
o Formative evaluation visits will occur by February 1 and Summative evaluation 

visits will occur by June 15. 
o Each site visit will include discussion of various aspects of the principal’s work, 

including the successes and challenges associated with ongoing school 
improvement as these successes and challenges relate to performance standards 
and will include a conference summarizing progress of work to date.   
Information from this conference will be documented in electronic format and 
uploaded to the state approved technology platform as an artifact for the site 
visit.   

o Not required for assistant principals. 
o The timing of site visits for late hires may be modified, if needed, by the 

superintendent/designee. 
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o To be completed by all teachers and the superintendent/designee as feedback 
for principals at least once every two years during the school years when TELL 
Kentucky is not administered.  

o Survey results will be included as a source of formative data to provide feedback 
to principals and to inform each principal’s professional practice rating. 

o Not required for assistant principals. 
 
 

• Working Conditions Goal 
o Principals are responsible for setting one 2 year Working Conditions Growth Goal 

based on the most recent TELL Kentucky Survey. 
o Principals will identify a Working Conditions Goal area based on school TELL 

Survey results.  Goals will be structured around increasing agreement on survey 
questions in the identified area.   

o The purpose of this goal is to positively impact school culture and student 
success. 

o The working conditions goal will be set when the PGP is developed per the 
timeline detailed in the self-reflection/PGP development section of this 
document. 

o Discussion of progress toward meeting this goal will be documented as part of 
the mid-year and year-end site visits conducted for the principal. 

o Results may be informed by referencing other survey results and anecdotal data. 
o Assistant principal(s) adopt this goal. 
o Timelines may be modified by the superintendent/designee to meet the 

individual situations of late hires. 
o Quality of principal/assistant principal performance in meeting established 

Working Conditions Goals will be determined using the following rubric: 

Exemplary:    Above 80% Agreement 
Accomplished:   65-79% Agreement 
Developing:  50-64% Agreement 
Ineffective:   Less than 50% Agreement 
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Products of Practice: 

• Products of Practice/Other Sources of Evidence. 
o May be provided by principals, assistant principals and superintendent/designee 

to provide additional evidence to support assessment of professional practice.  
This evidence should be directly related to performance standards. 

o Examples: 
 SBDM minutes 
 Faculty meeting agendas, notes 
 Department/grade level agendas, notes 
 PLC agendas, notes 
 Leadership team agendas, notes 
 Learning walk documentation 
 Budgets 
 Professional learning experience documentation 
 Parent/community engagement survey results, events documentation 
 Other—must establish a direct relation to work in performance standard 

areas  

Student Growth Goals: 

• General Information: 
o Principals will set one State Contribution Growth Goal and one Local 

Contribution Growth Goal.   
o At least one of the Student Growth Goals set by the principal must address gap 

populations. 
o If school does not receive state level data, the principal will construct two local 

growth goals. 
o Assistant principals will inherit the Student Growth Goals (both state and local 

contributions) of the principal. 
 

• State Contribution—ASSIST/Next Generation Learners (NGL) Goal Based on Trajectory 
(results lagged, September-September goal) 

o Tied directly to the Comprehensive School Improvement Plan (CSIP) located in 
ASSIST. 

o The superintendent/designee and the principal will meet to establish the year’s 
goal and discuss the long-term trajectory for the goal by Oct. 15 each year.   
Progress toward meeting goals will be discussed during mid- and year-end site 
visits. 

o  State contribution goals will be based on attainment of proficiency as measured 
by KPREP (elementary, middle school gap group students) and EOC (high school 
gap group students) assessments.   

o Growth measures 
 Low—less than 3% increase in proficiency of identified sub-group 
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 Expected—3 - 7% increase in proficiency of identified sub-group  
 High—more than 7% increase in proficiency of identified sub-group  

 
• Local Contribution—Based on School Need. 

o Principals will develop one local growth goal through collaborative work with the 
superintendent/designee prior to Oct 15 each year. 

o Local contribution goals will be based on MAP 80/80 grade level performance of 
elementary and middle school students and on CCR grade level performance of 
high school students. 

o Growth measures: 
 Low—less than 3% increase in number of students meeting MAP 80/80 or 

CCR grade level goals 
 Expected—3 - 7% increase in number of students meeting MAP 80/80 or 

CCR grade level goals (when school level goals are met, expectation is to 
maintain that level of performance). 

 High—more than 7% increase in number of students meeting MAP 80/80 
or CCR grade level goals. 
 

Determining the Overall Performance Category:   

• General Information 
o The superintendent/designee is responsible for determining an Overall 

Performance Category annually for each principal in Apr., May or June of each 
year.   

o The principal is responsible for determining an Overall Performance Category 
annually for assistant principal(s) in Apr., May or June of each year.   

o The Overall Performance Category is informed by the principal’s ratings on 
professional practice and student growth; the PPGES decision rules matrix will be 
used to determine the Overall Performance Category (Ineffective, Developing, 
Accomplished or Exemplary).   
 

• Rating Overall Professional Practice 
o A domain rating (Ineffective, Developing, Accomplished or Exemplary) for each 

PPGES standard will be entered in CIITS by the superintendent/designee for each 
principal. 

o Domain ratings will be based on the professional judgment of the 
superintendent/designee with respect to the professional practice of the 
principal, based on the required and optional sources of evidence described in 
this plan.  Optional elements will be included at the discretion of the 
superintendent / designee and principal.   

o Domain ratings for assistant principals will be determined by the principal, based 
on the required and optional sources of evidence described in this plan. 
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• Rating Overall Student Growth 

o Overall student growth ratings (Low, Expected or High) for both state and local 
growth goals will be entered in CIITS by the superintendent/designee for each 
principal. 

o Overall growth ratings will be based on standards developed at the district level 
for defining Low, Expected and High growth described in this plan and when 
possible will include three years of data.  

o Growth ratings for assistant principals will be determined by the principal. 
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Criteria for Determining the Overall Performance Category: 

A principal’s Overall Performance Category is determined by the evaluator based on the 
principal’s ratings on Professional Practice and Student Growth.  The evaluator will use 
the following decision rules for determining the Overall Performance Category. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

CRITERIA FOR DETERMINING A PRINCIPAL’S OVERALL PERFORMANCE 
CATEGORY 
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Professional Growth Plan and Summative Cycle: 

Based on the overall Professional Practice rating and Student Growth rating, supervisors will 
determine the type of Professional Growth Plan required of the principal, using the 
following chart.  
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Other District Certified Professional Growth and Effectiveness Plan 

Other District Certified Professionals: 
 
All other district certified professionals in the district, who do not fall into the teacher or 
principal designation, will also be evaluated.  Other district certified professionals serving in 
non-administrative roles will be on a three-year summative cycle, similar to that of teachers.  
All district certified administrators will be on a one-year summative cycle and be evaluated 
annually.  Evidence of professionalism and student impact will be collected annually.  The 
evaluation for all other certified professionals will be based on professional practice and 
student impact. 
 
Professional Practice 
 
Using multiple sources of evidence, evaluators will rate other certified professionals on their 
professional practice.  Evaluators will use the following categories of evidence in determining 
the professional practice rating: 
 
Required Sources of Evidence: 

• Professional Growth Planning and Self-Reflection 
• Observations and Interactions 
• Products of Practice 
• Other Sources 

 
Using professional judgment, evaluators will provide a professional practice rating of 
ineffective, developing, accomplished or exemplary.   
 
Student Impact Rating 
 
The Student Impact Rating (SIR) is informed by trends (at least two years) and patterns (at least 
two measures).  For other certified professionals, the SIR may be either direct measures of 
student learning or indirect measures of student learning.  For direct measures of student 
learning, follow the guidelines provided in the Student Growth—Student Impact Rating section 
of the document for teachers.  Indirect measures of student growth reflect the impact of the 
professional on student learning and may focus on areas such as remediation rates, discipline 
referrals, or social-emotional areas.   
 
All other professionals are required to establish a SIR based on their assignment.  All SIR will be 
determined by the other professional in coloration with the evaluator and will be grounded in 
the fundamentals of quality SMART goals.  A SIR will have a baseline and criteria for 
determining low, expected or high impact. 
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Summative Cycle 
 
During the summative cycle, other professionals will be given a professional practice rating and 
a student impact rating.  The criteria for determining an overall category will match the criteria 
established in the T-PGES (other professionals serving in a non-administrative roll) or the P-
PGES (other professionals serving in an administrative roll). 
 
Based on the overall Professional Practice rating and the Student Impact Rating (Student 
Growth), the type of Professional Growth Plan and the length of the summative cycle will be 
determined using the charts found in either the T-PGES section of this document for those 
other professionals not in an administrative role or the P-PGES section of this document for 
those other professionals in an administrative role.    
 
Ratings will be recorded using the “Other District Certified Professionals Summative Ratings” 
form found in the appendix section of this document. 
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PERSONNEL 03.18 

Evaluation 

DEVELOPMENT OF SYSTEM 
The Superintendent shall recommend for approval by 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 and which 
shall be implemented consistent with applicable statute and regulation.1 

PURPOSE 
The purpose of the professional growth and effectiveness system shall be to: support and 
improve performance of all certified school personnel, and to inform individual personnel 
decisions. 
The District may submit an alternative effectiveness evaluation system to the Kentucky Board of 
Education for approval. 

REPORTING 
The District shall report to KDE the percentage of principals, assistant principals and teachers in 
each overall performance category and the percentage of tenured teachers on each professional 
growth plan level. 

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 evaluatee’s first thirty (30) calendar 
days of the school year as provided in regulation. 

CONFIDENTIALITY 
Evaluation data on individual classroom teachers shall not be disclosed under the Kentucky 
Open Records Act. 

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 submit 
a written response to be included in the certified employee’s personnel record. Both the evaluator 
and evaluatee shall sign and date the evaluation instrument. 
All evaluations shall be maintained in the employee's personnel file.2 

APPEAL PANEL 
The District shall establish a panel to hear appeals from summative evaluations as required by 
law.1 

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. Elections shall be conducted and appointments made 
during the month of September. 
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PERSONNEL 03.18 
 (CONTINUED) 

Evaluation 

TERMS 
All terms of panel members and alternates shall be for one (1) year and run from October 1 to 
September 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. 

APPEAL FORM 
The appeal shall be signed and in writing on a form prescribed by the Superintendent. 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, spouse, 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 committee shall develop necessary 
procedures for conducting the hearing. 

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 fifteen (15) working days from the date an appeal is filed. No extension of that deadline 
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.  
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PERSONNEL 03.18 
 (CONTINUED) 

Evaluation 

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: 
1KRS 156.557, 704 KAR 003:370 
703 KAR 005:225 
 OAG 92-135, Thompson v. Board of Educ., Ky., 838 S.W.2d 390 (1992) 

RELATED POLICIES: 
203.15, 02.14, 03.16 

Adopted/Amended: 9/22/2016 
Order #:         82 

http://policy.ksba.org/DocumentManager.aspx?requestarticle=/KRS/156-00/557.pdf&requesttype=krs
http://policy.ksba.org/documentmanager.aspx?requestarticle=/kar/704/003/370.htm&requesttype=kar
http://policy.ksba.org/documentmanager.aspx?requestarticle=/kar/703/005/225.htm&requesttype=kar
http://policy.ksba.org/documentmanager.aspx?requestarticle=/civil/opinions/OAG92135.htm&requesttype=oag


 Pre-Observation Form      
 
Teacher Name:  Date of Observation:  

Setting Instructional Outcomes—1c  
List the standards or learning 
targets for the lesson. 

 

Demonstrating Knowledge of Content and Pedagogy—1a  
Explain how this lesson fits 
into your sequence of learning 
for this class.   
• Are there any key 

concepts that are 
prerequisite?   

• How are the concepts 
being taught central to 
your discipline? 

 

Demonstrating Knowledge of Students—1b  
Describe your students. 
• Are there students with 

special needs? 
• Did your students’ 

background, interest, 
readiness or needs 
influence your planning? 

• What formative 
assessment information 
impacted your planning? 

 

Demonstrating Knowledge of Resources—1d  
List the resources you will use 
for this lesson. 

 

Designing Coherent Instruction—1e 
List the learning activities you 
will use. 

 

Designing Student Assessments—1f 
Describe how you will know 
that your students have 
mastered the learning target. 
• Is there a formative 

assessment?  

 

 



      Student Voice 
     Survey Questions for Grades 3-5 

upport 
1. My teacher pushes us to think hard about things we read 
2. My teacher pushes everybody to work hard 
3. In this class we have to think hard about the writing we do 

 ransparency 
4. In this class we learn to correct our mistakes 
5. This class is neat-everything has a place and things are easy to find 
6. My teacher explains things in very orderly ways 
7. My teacher knows when the class understands, and when we do not 

nderstand 
8. My teacher takes the time to summarize what we learn each day 
9. When my teacher marks my work, he/she writes on my papers to 

help me understand 
 

 iscipline 
10. My classmates behave the way my teacher wants them to 
11. Our class stays busy and does not waste time 
12. Students behave so badly in this class that it slows down our learning 

ngage 
13. School work is interesting 
14. We have interesting homework 
15. Homework helps me learn 

urture 
16. My teacher in this class makes me feel that he/she really cares about me 
17. If I am sad or angry, my teacher helps me feel better 
18. My teacher seems to know if something is bothering me 
19. My teacher gives us time to explain our ideas 

rust 
20. My teacher wants us to share our thoughts 
21. Students speak up and share their ideas about class work 
22. My teacher wants me to explain my answers-why I think what I think 

 
The 5 Student Voice survey response choices are ranked “No, never”, “Mostly not”, “Maybe/sometimes”,  
“Mostly yes”, “Yes, always” 
 

This survey was modified from the Tripod Survey, developed by Cambridge Education, used in the MET project.  The 
complete survey can be found at http://metproject.org/resources.php 
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Student Voice  
Survey Questions for Grades 6-12 

 
upport 

1. In this class, we learn a lot almost every day 
2. In this class, we learn to correct our mistakes 
3. My teacher doesn’t let people give up when the work gets hard  
4. In this class, my teacher accepts nothing less than our full effort 

ransparency 
5. My teacher explains difficult things clearly 
6. My teacher has several good ways to explain each topic that we cover in this class 
7. If you don’t understand something, my teacher explains it another way  
8. My teacher knows when the class understands, and when we do not 

nderstand 
9. My teacher checks to make sure we understand what s/he is teaching us 
10. The comments that I get on my work in this class help me understand how to improve  
11. We get helpful comments to let us know what we did wrong on assignments 

iscipline 
12. Students in this class treat the teacher with respect 
13. My classmates behave the way my teacher wants them to 
14. Our class stays busy and does not waste time 
15. Student behavior in this class is under control  

ngage 
16. I like the ways we learn in this class 
17. My teacher makes lessons interesting 
18. My teacher makes learning enjoyable 

urture 
19. My teacher in this class makes me feel that s/he really cares about me 
20. My teacher really tries to understand how students feel about things  
21. My teacher seems to know if something is bothering me    

rust 
22. My teacher respects my ideas and suggestions   
23. My teacher wants us to share our thoughts 
24. Students speak up and share their ideas about class work 
25. My teacher gives us time to explain our ideas 

 
The 5 Student Voice survey response choices are ranked “Totally Untrue”, “Mostly Untrue”, “Somewhat”, 
“Mostly True”, “Totally True” 
 

This survey was modified from the Tripod Survey, developed by Cambridge Education, used in the MET project.   The 
complete survey can be found at http://metproject.org/resources.php 
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DCPS Rigor Rubric for Student Growth Goal 
Structure of the Goal 

Requirements: The structure of the goal is acceptable if it . . . The structure of the goal needs revision if it. . .  
Follows the S.M.A.R.T. goal format  (Specific, 
Measurable, Appropriate, Realistic, Time-
Bound) 
 

� Includes all elements of the S.M.A.R.T. goal format � Does not include all elements of or fails to follow S.M.A.R.T. goal 
format 

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

� Focuses on a standards-based enduring skill � Contains a skill that is not standards-based or does not match 
enduring skill criteria 

 
Identifies an area of need pertaining to current 
students’ abilities 
 

� Identifies a specific area of need related to the enduring skill � Does not identify a specific area of need or the area of need is not 
related to the enduring skill 

Includes growth and proficiency targets that 
establish and differentiate expected 
performance for ALL students  

� Includes a growth target for ALL students and a proficiency target 
that establishes the mastery expectation for students  

 

� Is missing one of the targets or fails to differentiate expected 
performance for one or both targets 

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

� Identifies measure(s) for collecting baseline, mid-course, and end-
of-year/course data that matches the skill being assessed 

 

� Fails to identify a measure for data collection, or the measure is not 
well-matched to the skill being assessed  

 

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

� Specifies a year-long/course-long interval of instruction � Fails to specify an interval of instruction, or the interval is less than 
year-long/course-long 

Rigor of the Goal and Measurement Instruments 
Requirements: The rigor of the goal is acceptable if . . . The rigor of the goal needs revision if . . .  
It is congruent to KCAS grade level standards 
for which it was developed 
 

� It is congruent and appropriate for grade level/content area 
standards 

� It is congruent to content but not to grade level standards, or it is 
not congruent 

Baseline/pre-assessment and other data justify 
the selection of the enduring skill and specific 
area of need 

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

� Selection of the enduring skill and specific area of need is supported 
by only one data source for current students, or no data were used 

 

Baseline/pre-assessment and other data justify 
the selection of the growth and proficiency 
targets 

 

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

 

� Selection of the growth and proficiency targets is supported by one 
data source for current students, or no data were used 

 

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

 

� The growth and proficiency targets are doable, but stretch the 
outer bounds of what is attainable 

 

� The growth and proficiency targets are not achievable, or the 
targets are achievable but fail to stretch attainability expectations 

 

The identified measurement instrument(s) 
allows for students to demonstrate where they 
are in meeting or exceeding the intent of the 
standard(s) being assessed 

 

� The identified measures allow students to demonstrate their 
competency in performing at the level intended in the standards 
being assessed 

 

� The identified measures only allow students to demonstrate 
competency of a portion or none of the aspects of the standards 
being assessed 

 

 
Comparability of Data  

Requirements: The comparability of the goal is acceptable if . . . The comparability of the goal needs revision if . . .  

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

� It reflects use of common measures/rubrics to determine 
competency in performance at the level intended by the 
standard(s) being assessed  

� It does not reflect common criteria used to determine progress 
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PERSONNEL 03.18 AP.1 

- CERTIFIED PERSONNEL - 

Evaluation--Appeals Panel and Timelines 
PROCEDURES AND TIMELINE 

1. The Assistant Superintendent of Personnel receives the Evaluation Appeal Form from the 
evaluatee. 
DATE RECEIVED: ____________________________________________________________ 
APPEAL FORM DATE: _________________________________________________________ 
DATE OF CONFERENCE (DC 101): ________________________________________________ 

2. The Superintendent’s appointee contacts members of the Appeals Panel. 
DATE COMPLETED: ___________________________________________________________ 

3. The Superintendent’s appointee schedules meetings to discuss the responsibilities of the 
Panel. 
MEETING DATE: _____________________________________________________________ 
MEETING AGENDA: ___________________________________________________________ 

• Review KRS 156.101, 704 KAR 003:370, Board Policy 03.18 

• Distribute and discuss evaluation plan handbook 

• Set date for preliminary hearing. 
MEETING DATE: __________________________________________________________ 

• Set date for final hearing [within three (3) days of the preliminary hearing]. 
MEETING DATE: __________________________________________________________ 

• Inform Principal(s) of meeting date by phone and in writing. 
DATE COMPLETED: ________________________________________________________ 
DATE LETTER SENT: _______________________________________________________ 

• Inform teacher(s) of meeting date by phone and in writing. 
DATE COMPLETED: ________________________________________________________ 
DATE LETTER SENT: _______________________________________________________ 

PRELIMINARY HEARING 
1. Call meeting to order. 

“We are here to exchange information and for me to explain the hearing procedures.” 
“The Panel will hear both substance and procedure.” 

2. Preliminary hearing procedures: 

• Four (4) copies of all documentation will be given to the Panel at this meeting. 

• Procedures for the hearing are announced. 

• After the evaluatee and evaluator leave, the Panel will remain to review all documents 
and formulate questions for the hearing. 

http://policy.ksba.org/DocumentManager.aspx?requestarticle=/KRS/156-00/101.pdf&requesttype=krs
http://policy.ksba.org/documentmanager.aspx?requestarticle=/kar/704/003/370.htm&requesttype=kar
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PERSONNEL 03.18 AP.1 
 (CONTINUED) 

Evaluation--Appeals Panel and Timelines 

PROCEDURES AND TIMELINE (CONTINUED) 
FINAL HEARING 
1. Information for final hearing: 

• Evaluatee and evaluator may be represented by legal counsel or representation if they 
wish. 

• Evaluatee has the right to determine if the hearing is open or closed. 

• A closed hearing will include the following: Panel, evaluatee, evaluator, and evaluatee’s 
and evaluator’s chosen representatives. Witnesses may be called by either party. No 
witness will be allowed to observe the hearing process other than during his/her 
testimony in a closed meeting. 

• The burden of proof rests with the evaluatee. The evaluator may present written records 
that support the summative evaluation. 

2. Final hearing procedures: 

• Evaluatee states his/her case. 
Witnesses, if any, make their statements. 
Attorneys and Panel may question witnesses. 

• Evaluator states his/her case. 
Witnesses, if any, make their statements. 
Attorneys and Panel may question witnesses. 

• Panel asks questions. 

• Attorneys may ask questions. 

• Evaluatee and evaluator leave while Panel considers all information. 
A decision will be presented to the Superintendent regarding findings within fifteen (15) 
working days from the date of the hearing. 
DATE OF APPEAL: _________________________________________________________ 
DATE DECISION SUBMITTED: _________________________________________________ 

• The Chair will present the decision to the Superintendent within three (3) working days 
of the decision. 
DATE OF DECISION: ________________________________________________________ 

• Decision 
Second certified evaluator conducts a new evaluation. 
Uphold all parts of the original evaluation 
Void the original evaluation or parts of it. 
Remove the summative or any part of the summative from the employee’s personnel file. 
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PERSONNEL 03.18 AP.1 
 (CONTINUED) 

Evaluation--Appeals Panel and Timelines 

APPOINTMENT/ELECTION OF MEMBERS 
All members of the Appeals Panel shall be current employees of the District. Two (2) members 
of the Panel and two (2) alternates are elected from and by the certified staff of the District. Each 
certified employee has the right to be nominated and to vote in the process (Intern teachers are 
not fully certified until the end of the internship.) One (1) member and one (1) alternate of the 
Panel is appointed by the Board. 
In the election of the Appeals Panel members, the persons receiving the first and second highest 
number of votes shall be members of the Appeals Panel. The persons receiving the third and 
fourth greatest number of votes shall be designated as alternates. Release time shall be provided 
for Panel members at the discretion of the same. Funding for Panel expenses will be provided 
from the General Fund. 
The Board shall appoint one (1) member to serve on the Panel and an alternate for that 
individual. The chairperson of the panel shall be the certified employee appointed by the Board. 
The length of term for an Appeals Panel member shall be for one (1) year and run from October 
1 to September 30. Panel members may be re-elected for the position. The Panel members shall 
assume their responsibilities as soon as the election results are announced. Elections shall be 
conducted and appointments made during the month of September. 
The election shall be conducted by the District Contact Person using the following criteria: 

• Open nomination 

• Secret ballot 

• One (1) person/one (1) vote 

• All certified employees given the opportunity to vote 
Panel Members may seek training through the District Contact Person. 

Review/Revised:6/19/2014 
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PERSONNEL 03.18 AP.21 

- CERTIFIED PERSONNEL - 

Evaluation Appeal Form 

INSTRUCTIONS: This form is to be used by certified employees who wish to appeal their 
performance evaluations to the Appeals Panel and must be presented in person or by mail 
to any member of the Appeals Panel within five (5) working days of completion of the 
summative conference. 

EMPLOYEE’S NAME/JOB TITLE _____________________________________________________ 
HOME ADDRESS ________________________________________________________________ 
DEPT. (SCHOOL) ________________________________ DIVISION ________________________ 
LOCATION _____________________________________________________________________ 
EVALUATOR’S NAME _____________________________________________________________ 
DATE OF SUMMATIVE EVALUATION _________________________________________________ 
DATE EVALUATOR NOTIFIED OF INTENT TO APPEAL _____________________________________ 
THIS APPEAL CHALLENGES THE SUMMATIVE FINDINGS ON: (Check one.) 

 Substance  Procedure  Both substance and procedure 

WHAT SPECIFICALLY DO YOU OBJECT TO, OR WHY DO YOU FEEL YOU WERE NOT FAIRLY 
EVALUATED? (If additional space is needed, attach an extra sheet.) _______________________ 
______________________________________________________________________________ 
______________________________________________________________________________ 
______________________________________________________________________________ 
______________________________________________________________________________ 
______________________________________________________________________________ 
______________________________________________________________________________ 
I hereby give my consent for my evaluation records to be presented to the members of the 
Evaluation Appeals Panel for their study and review 

_____________________________________________ ______________________________ 
 Employee's Signature Date 

RELATED PROCEDURES: 
03.18 AP.11, 03.18 AP.12 

Review/Revised:7/23/09 
 



Other Certified Professionals 
Summative Ratings 

 
Name: Evaluator: 
Date: Position: 
Evidence of Professional Practice Referenced Student Impact Rating Summary Data 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 

Overall Professional Practice Rating 
o Ineffective 
o Developing 
o Accomplished 
o Exemplary 

Student Impact Rating 
o Low 
o Expected 
o High 

Overall Category: 
o Ineffective 
o Developing 
o Accomplished 
o Exemplary 

Notes 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
Other Professional Signature and Date  
 
 
Evaluator Signature and Date  
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