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	Strategy
	Description

	Teacher Professional Growth & Effectiveness System

	The Teacher Professional Growth and Effectiveness System is a weighted system designed to support student achievement, continuous improvement and multiple measures of teacher effectiveness consisting of student growth, observation, self-reflection, student voice and professional growth planning.


	Principal Professional Growth & Effectiveness System

	The Professional Growth and Effectiveness System is a weighted system designed to support student achievement, continuous improvement and multiple measures of principal effectiveness consisting of student growth, observation, self-reflection, teacher working conditions and professional growth planning.


	Professional Learning & Support
	The Professional Learning and Support strategy aims to provide a professional learning system that is responsive to the needs of educators. This will be accomplished through reforming state policies related to professional development. According to Learning Forward’s report Transforming Professional Learning in Kentucky:  Meeting the Demands of the Common Core State Standards, PD policies should align with the learning needs of teachers related to their practice. “These professional learning experiences are intended to be continuous, collaborative, culturally responsive, and classroom-focused, as well as inquiry-based, research-based, and results-driven.” (pgs. 4-5).  Current structures and requirements do not support this model of PD—they are predominantly stand-alone with little to no follow-up.  Follow-up supports continuous learning, including observation and coaching on practices, analysis of student data/work to inform next steps in instruction and reflection on the instructional impact on student learning.  “The question is how to create a policy infrastructure that will ensure the quality and reach of these resources to all who need to tap them and that will glue these initiatives together into a coherent, seamless set of supports” (p. 6).

	Human Capital Management & Development
	The Human Capital Management Plan is based on the use of the data which will drive district and school actions to acquire top talent, develop and retain talent over time, place equitably distributed teachers and leaders in key roles in schools and districts to support student learning all driven by data from the Professional Growth and Effectiveness System.




DESCRIPTION OF STRATETGIES
	[bookmark: _Toc379138480]Teacher Professional Growth and Effectiveness System


	Theory of Action


	IF teacher and principal effectiveness drives student outcomes in all school settings;
And if educators participate in rigorous professional learning experiences with intentional strategies focused on closing the achievement gap between student groups and; 
And if professional educator growth and effectiveness is reliably and accurately measured using multiple sources of evidence for all education professionals in all school settings; 
And if the Professional Growth and Effectiveness System is effectively implemented, 

And if teacher effectiveness is accurately measured,

THEN all students, classes and schools will be taught by highly effective educators and students will be college and career ready.


	Milestones 


	2013-2014 School Year
· Onboard of the 120 school districts through electronic assistance and webinars to establish accurate TSDLs in IC for lead teachers and contributing professionals.
· Conduct roster verification for lead teacher in all 173 districts.
· Conduct roster  verification for contributing professional  in all 173 districts
· The Student Voice Survey will be administered to all applicable classrooms.
·  All 173 districts will complete the state-wide pilot.

2014-2015 School Year
· Districts will fully implement PGES.
· Number of teachers in each of the performance categories will be released along with additional PGES data.


	Target Impact


	Teachers:
2015-2016: Low Impact
2016-2017: Low Impact
2017-2018: Medium Impact
2018-2019: High Impact
2019-2020: High Impact

Principals:
2015-2016: Low Impact
2016-2017: Low Impact
2017-2018: Medium Impact
2018-2019: Medium Impact
2019-2020: High Impact
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Teacher Professional Growth and Effectiveness System Delivery Chain
Classroom
State
School
District
Region


COOP PGES Consultants, 
Effectiveness Coaches, ISLN, KLA

Office of Next Generation Learners
Teachers (44K)
Principals (1600) 

Student
PGES Point of Contact (173)



Superintendents 
Develop Regulations s for KBE

Policy Advisor

Highly Effective Teaching

Professional Learning
Technical Assistance

Professional Learning
Technical Assistance

Communicate
 Inform

Leadership Team
Inform and assist with development of system


Committee Workgroups


 								Recommendations on PGES
Advise


Advisory Committees

							
Develop Core Messages/ Communication Plan





Communications Workgroup
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	Theory of Action


	IF school and district leaders are made aware of the link between school leader effectiveness and student outcomes;

And if the Principal Professional Growth and Effectiveness System is  implemented effectively and with fidelity;

And if school leader effectiveness is accurately measured;

And if schools and districts utilize school leader effectiveness data to make human capital decisions concerning school leaders;

THEN all schools will be led by a highly effective leader as measured by the Principal Professional Growth and Effectiveness System.


	Milestones 


	2013-2014 School Year
· Complete the Principal Professional Growth and Effectiveness System pilot and review the research gained.

2014-2015 School Year
· School Leader effectiveness will be measured by June 2015 and will be used as a benchmark for comparisons in future years.  
· Research on the Principal Professional Growth and Effectiveness System will be collected and available for review during the summer of 2015.
 

	Target Impact


	Principals:
2015-2016: Low Impact
2016-2017: Low Impact
2017-2018: Medium Impact
2018-2019: Medium Impact
2019-2020: High Impact




Principal Professional Growth and Effectiveness System Delivery Chain
Classroom
State
School
District
Region


School Leaders
Principals
Assistant Principals


PGES POC
KSIS POC
Superintendents
PGES Consultants
Cooperatives
KASA/KLA
KASS
ONGL/Plan Lead/Strategy Lead
Teachers
Students


Develop/Review Regulations s for KBE


Train
Technical Assistance

Communicate
 Inform
Data Analysis

Policy Advisor


Inform and assist with deployment of system

Leadership Team

Career/Tech Ed
District 180


 								Recommendations on PGES
Advise


Advisory Committees

							
Develop Core Messages/ Communication Plan





Communications Workgroup
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	Theory of Action

	IF KDE creates and refines a system focused on professional learning to support professional growth;
And if KDE monitors the system’s effectiveness for the benefit of educators, in relation to student engagement and achievement;
And if educators receive specific personalized feedback through data gathered from multiple sources to gain understanding of their current performance and its impact on student engagement and achievement;
And if educators use their personalized feedback to collaboratively develop and implement an appropriate professional learning plan that impacts all students;
And if educators implement and monitor their quality professional learning/growth plan, as a part of continuous improvement, to ensure fidelity of implementation;
THEN the effectiveness of educators will grow and student outcomes will improve for all student groups of proficiency and beyond. 

	Milestones
	2014-2015 School Year
· All Professional Growth Plans into CIITS
· KDE monitors that PGP are aligned to student growth outcomes
· KDE creates applicable content, including PL that targets “Closing the Achievement Gap”, for professional growth/learning via  EDS and PD360.
· KDE provides districts, schools, and the state with professional learning data via EDS.


	Target Impact
	Teachers:
2015-2016: Low Impact
2016-2017: Medium Impact
2017-2018: Medium Impact
2018-2019: Medium Impact
2019-2020: Medium Impact

Principals:
2015-2016: Low Impact
2016-2017: Low Impact
2017-2018: Low Impact
2018-2019: Low Impact
2019-2020: Low Impact

	Indicators

	· Alignment between student growth data and teacher effectiveness
· Alignment between student voice data and teacher effectiveness
· Alignment between observation data and teacher effectiveness
· Closing gap in special groups








Professional Learning and Support Delivery Chain 
School
District
Classroom
Region
State

Effectiveness coaches/field staff/content specialists (Coops?)
KLA(KASA)/ISLN?


Administrators
Teacher Leaders
Leadership Team
Administrators
Teacher Leaders
Instructional Coaches
Teachers
Students
Linda Holbrook


Provide information/PD resources
Coaching teachers/
Administrators

Universities, EPSB, Learning Forward

Implementation, support and oversight for PGES
Provide feedback on PGES 
Evaluation of PD
Establish timelines, policies, and expectations
Coaching support



Guide and oversee the work
Communicate with stakeholders
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	Theory of Action 


	IF  KDE collects and analyzes data to develop policy and supports that drive school and district actions;

And if districts and schools recruit and retain a diverse and effective group of teachers and leaders;

And if districts and schools use teacher and leader effectiveness data to drive on-going professional learning opportunities through multiple avenues;

And if districts and schools implement career pathways recognizing and utilizing the skills and talents of excellent teachers and leaders; 

And if these teachers and leaders are equitably distributed to address the learning needs of all students;

THEN every child will be taught by a highly effective teacher, every school will be led by a highly effective leader, achievement gaps will be closed and all students will be college and career ready.



	Milestones


	May 2014- December 2016
2014-2015
· Expand opportunities to minority Educators through MER Expansion, the Minority Teacher and Leaders Project and Alternate Certification/Internship routes.  
· KDE Develops and Distributes Guidance on Equitable Distribution
2015-2016
· Districts submit recruitment and retention plans 
· Implement new teacher induction process (multiple years).
· Implement a performance-based compensation system
· Develop models for career pathways 

	Target Impact

	Teachers:
2013-2014: None
2014-2015: Low Impact
2015-2016: Low Impact
2016-2017: Medium Impact
2017-2018: Medium Impact
2018-2019: Medium/High Impact
2019-2020: Medium/High Impact

Principals:
2013-2014: None
2014-2015: Low Impact
2015-2016: Low Impact
2016-2017: Medium Impact
2017-2018: Medium Impact
2018-2019: Medium/High Impact
2019-2020: High Impact


	Indicators


	· Increase in equitable distribution of teachers and leaders, particularly in high need schools and districts.
· Increase in the number of minority teachers and leaders. 
· Decrease the gap between the percentage of certified minority staff as compared to the student population in schools and districts.
· Increase in the number of effective teachers and leaders retained after multiple years of induction and mentoring.
· Increase the number of effective teachers in critical shortage areas and in high need schools and districts.
· Increase the number of teacher/leaders identified as effective or highly effective.
· Teachers will access a variety of career pathways.






	



Human Capital Development & Management Delivery Chain

School
District
Region
State
Classroom

Teacher
Students
Principal
SBDM Council
Superintendent
Instructional Supervisor
Local Boards of Education
Human Resources
Education Cooperatives
Education Recovery Staff
Co-op Consultants
Universities
Institutes of Higher Ed

Felicia Smith









· EPSB
· CPE

· Develop and communicate best practices for recruitment, retention and equitable distribution.
· Implement a plan for selection and hiring of top talent.
· Implement a plan to advance career pathways for teachers.
· Implement a rigorous mentoring and induction program.
· Recognize and reward highly effective teaching.


· Develop policy/plan for equitable distribution of staff and students.
· Implement career pathways for pipeline development.
· Communicate and train schools.
· Provide guidance with the allocation of resources to address recruitment and retention of effective teachers.
· Communicate the district HCM plan. 
· Manage human capital resources. 
· Provide leadership support.
· Recognize and reward highly effective teaching.


· Develop and communicate best practices for recruitment, retention and equitable distribution.
· Communicate statewide plan/policy for equitable distribution of teachers.
· Aide in the development of induction and mentoring programs for teachers and leaders.
· Assist districts with talent management plans.
· Aide in the development of rewards and recognitions for educators.
· Aide in the training for HCM.



· Develop and refine system to recruit academically proficient and diverse individuals to the profession. 
· Collaborate with CPE to increase the rigor of teacher prep programs.
· Collaborate with EPSB to improve educator licensure and induction.
· Define, develop and manage statewide plan/policy for equitable distribution of teachers.
· Develop processes with districts to use effectiveness data to move teacher/leaders into the principal pipeline.
· Develop processes to implement career pathways for excellent teachers.
· Train Regions and Districts on how to use data to implement HCM strategies.
· Train districts on use of funds to implement recruitment and retention.
· Define processes to track and monitor superintendent effectiveness.
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	RISK
	MITIGATION

	Relationships
	Teachers and Collective Bargaining may resist teacher placement decisions that are based on student need rather than the desires of the adults.

Cooperatives may not have the capacity to assist


Stakeholder groups outside KDE will need to be closely involved

Coalition partnership may not remain constant due changes in their staff, i.e. changing jobs.  

	




Instead of using cooperatives, work with districts directly


Establish a communication plan


Maintain updated contact information and ask members to suggest replacements if they leave.


	Complexity
	Overlapping roles among strategies will involve multiple partners within various KDE offices.

	Cross-functional teamwork will be necessary


	Funding
	Continued decrease in funding
 



Changing the mindset of districts from using funds for salaries to using funds for recruitment and retention efforts and investing in individual and organization improvement 


	Continue to find outside sources for assistance such as Bill and Melinda Gates Foundation
 

Change in Title II, Part A statute for using funds for class size reduction rather than investing in current staff development and recruitment/retention of accomplished staff

	Feedback Loops
	Schools and education recovery staff in districts with  focus and priority schools as potentially the first schools to develop and implement strategies to achieve equitable distribution through human capital management
	Work with District 180 staff to determine how they plan to use their effectiveness data to make placement decisions (equitable distribution)


	Choke Points
	Districts continuing to use funds for class size reduction


Implementing a system and determining factors of effectiveness until full implementation of the Professional Growth and Effectiveness System


Collective Bargaining Contracts  

	Developing results-based criteria for using funds for class size reduction

Implement a system gradually beginning with priority or focus groups until full implementation
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