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INTRODUCTION

This handbook utilizes language from Center for Educational Leadership’s* 4 Dimensions of 
School Leadership, 5D+ Instructional Framework and Rubric, and the Oregon Framework for 
Teacher and Administrator Evaluation and Support Systems.

*Center for Educational Leadership is out of University of Washington

1

The decision to transition to the 5D+ Instructional Growth & Teacher Evaluation Framework beginning 
with the 23/24 school year aligns with the district strategic plan. 



Evaluation Requirements and Process
Our district utilizes the 5 Dimensions of Teaching and Learning Instructional Framework to 
evaluate licensed educators, including classroom teachers, STEAM teachers, learning 
specialists, child development specialists (CDS) and special education teachers. Other 
Specialists including TOSAs, MS/HS counselors, school psychologists, District literacy 
specialist, District mentors and graduation coaches are evaluated on separate rubrics.

Several years ago the state set mandates regarding evaluation systems, referred to as 
SB290.  This handbook is a living document outlining procedures and processes for 
continued professional growth for all teachers.  Teacher evaluation includes the following 5 
requirements. (Briefly introduced here, and discussed in depth throughout the handbook).

1) Standards of Professional Practice:
The state adopted Model Core Teaching Standards define what teachers should know
and be able to do to ensure that every student is ready for college, careers and
engaged citizenship in today’s world. Roseburg Public Schools selected the 5
Dimensions of Teaching and Learning Instructional Framework and 5D+ Rubric for
Instructional Growth and Teacher Evaluation.

2) Differentiated Performance Levels:
Teacher performance on the standards of professional practice are measured on four
performance levels.

3) Multiple Measures:
Multiple sources of data are used to measure teacher performance on the standards of
professional practice. Evaluators look at evidence from three categories: professional
practice, professional responsibilities, and student learning and growth.

a) Professional Practice
Evidence of PURPOSE, STUDENT ENGAGEMENT, CURRICULUM &
PEDAGOGY, ASSESSMENT for STUDENT LEARNING, and CLASSROOM
ENVIRONMENT & CULTURE will be used to evaluate Professional Practice.

b) Professional Responsibilities
Evidence of PROFESSIONAL COLLABORATION & COMMUNICATION will be
used to evaluate Professional Responsibilities.
Workplace Expectations are an additional component of Professional
Responsibilities evaluation.

c) Student Learning and Growth
In collaboration with their supervisors/ evaluators, teachers establish
challenging and meaningful student learning and growth (SLG) goals,
select evidence from valid and reliable measures, and regularly assess
progress.

2



4) Evaluation and Professional Growth Cycle:
Teachers are evaluated on a regular cycle of continuous improvement which includes
self-reflection, goal setting, observations, formative assessment and summative
evaluation. The Professional Growth and Evaluation Cycle supports professional
growth and learning.  The cycle allows for continued review and feedback as the
teacher and evaluator plan for opportunities for feedback and meaningful
conversations. Probationary teachers will have a summative evaluation every year.
Contract teachers will have a summative evaluation every other year.

5) Aligned Professional Learning:
Relevant professional learning opportunities to improve professional practice and
impact on student learning are aligned to the teacher’s evaluation and his/her need
for professional growth.

The goal is to continuously improve teaching and learning by incorporating the full range of
assets (perspectives, languages, cultures, skills, networks) present in the school community.
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Standards of Professional Practice
The 5D+ Rubric is composed of 30 indicators of teacher performance and are grouped by 
dimension. The 5D+ Rubric is derived from an extensive study of research on the core 
elements that constitute quality instruction. These core elements have been incorporated 
into the 5D+ framework and 5D+ Rubric as five dimensions of teaching and learning: 
Purpose, Student Engagement, Curriculum & Pedagogy, Assessment for Student Learning, 
and Classroom Environment & Culture. The 5D+ Rubric also includes Professional 
Collaboration and Communication, which is based on activities and relationships that 
teachers engage in outside of classroom instruction.

The indicators within each dimension and the teacher’s professional growth goal support the 
Professional Practice and Professional Responsibilities.  The Student Learning and Growth 
Goals process supports the Student Learning and Growth component.

5 Dimensions of Teaching and Learning™
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5D+ Rubric for Instructional Growth & Teacher Evaluation
Building the capacity of teachers will lead to better instruction and greater learning for all students. Helping
educators understand what good teaching looks like is at the heart of the Center for Educational Leadership’s
5D+ Rubric for Instructional Growth and Teacher Evaluation – a growth-oriented tool for improving instruction.

Purpose

● Learning target(s) connected to standards
● Lessons connected to previous and future

lessons, broader purpose and transferable skill
● Design of performance task
● Communication of learning target(s)
● Success criteria

Student Engagement

● Quality of questioning
● Ownership of learning
● Capitalizing on students’ strengths
● Opportunity and support for participation and

meaning making
● Student talk

Curriculum & Pedagogy

● Alignment of instructions materials and tasks
● Teacher knowledge of content
● Discipline-specific teaching approaches
● Differentiated instruction for students
● Use of scaffolds

Assessment for Student Learning

● Student self-assessment
● Student use of formative assessments over

time
● Quality of formative assessment methods
● Teacher use of formative assessments
● Collection systems for formative assessment

data

Classroom Environment & Culture

● Classroom arrangement and resources
● Learning routines
● Use of learning time
● Sudent status
● Norms for learning

Professional Collaboration & Communication

● Collaboration with peers and administrators
to improve student learning

● Communication and collaboration with
parents and guardians

● Communication within the school community
about student progress

● Support of school, district and state curricula,
policies and initiatives

● Ethics and advocacy
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Differentiated  Performance  Levels
Performance levels within each indicator are used to delineate teaching practice, from 
unsatisfactory to basic, proficient and distinguished. The sophistication of teaching practice 
and the role of students increase across the levels of performance. The language describing 
each performance level has been carefully examined by a psychometrician to assure clarity, 
to avoid the risk of a teacher being rated more than once for similar teaching behavior, and 
to ensure that each indicator evaluates only one aspect of teaching practice. A careful 
analysis of instructional practice leads to the determination of a teacher’s performance level 
on each indicator.

Four performance levels are provided for each indicator.  The performance levels increase in 
specificity of practice, cognitive demand, roles of students and/or frequency of use from 
Unsatisfactory to Distinguished.  The performance levels are:

● Unsatisfactory: the teacher demonstrates an unacceptable or poor level of
instructional practice resulting in delayed or little learning for some students

● Basic: the teacher demonstrates an essential foundation for instructional practice,
using emerging-based strategies and tools to create learning for all students.

● Proficient: the teacher demonstrates competent and skilled instructional
practice, using research-based strategies and tools to create solid learning for all
students.

● Distinguished: the teacher demonstrates exemplary instructional practice, using
research-based strategies and tools to create optimal learning for all students.

6



Multiple Measures
Improvement of student academic growth and learning must take into consideration
multiple measures of teacher effectiveness and student academic growth and learning. The
three measures used in evaluation are:

1. Professional Practice:

Dimension 1: Purpose

Dimension 2: Student Engagement

Dimension 3: Curriculum and Pedagogy

Dimension 4: Assessment for Student Learning Dimension

5: Classroom Environment and Culture

2. Professional Responsibilities:

Dimension 6:  Professional Collaboration & Communication

Work Place Expectations

*Classroom teachers, STEAM teachers, learning

specialists, child development specialists (CDS) and special 

education teachers will set one professional goal. 

*TOSAs, school psychologists, District literacy

specialist, District mentors, MS/HS counselors and 

graduation coaches will set two professional goals. 

3. Student Learning and Growth:

*Classroom teachers, STEAM teachers, learning

specialists, child development specialists (CDS) and special 

education teachers will set two student learning and 

growth goals.

*MS/HS counselors and graduation coaches will set

one student learning and growth goal. 

*TOSAs, school psychologists, District literacy specialist,

District mentors will only set professional goals.
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Professional Development:
This district believes that an effective evaluation process is more meaningful when 
professional development continually supports improved practice resulting in high student 
achievement. To that end, linking evaluations with high quality professional learning is key. 
Aligned evaluation systems inform educators of strengths and weaknesses and provide 
opportunities to make informed decisions regarding individual professional growth needs. 
High quality professional learning is sustained, focused and relevant to the educator’s goals 
and needs. All educators shall have opportunities for professional growth not only those 
whose evaluation ratings do not meet standards.

The Frontline Professional Growth system allows the district to extract evaluation data to 
inform professional development needs among educators. An annual review of this data by 
the district level leadership team will allow us to focus professional development efforts.

EVALUATION PROCESS

Self–Assessment/Reflection:
At the beginning of each year, each licensed educator will complete a self-assessment 
using the 5D+ rubric which will be reviewed with the administrator during the initial goals 
conference. The educator will repeat the self-assessment (self-reflection) at the end of the 
year, prior to the final conference, to review with the administrator and discuss areas of 
growth and areas of possible need for continued growth. This activity is designed to 
provide the educator with early access to and interaction with the 5D+ rubric and to allow 
for self-reflection. It will also aid in the goal setting process. 
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Student Learning and Growth Goals: (SLGs)
Based on the self-reflection and assessment of student data, the licensed educator will 
write goals.  The goals form found in Frontline will be used.

Classroom teachers, STEAM teachers, learning specialists, child development 
specialists (CDS) and special education teachers will set two student learning 
and growth goals.

*MS/HS counselors and graduation coaches will set one student learning and 
growth goal.

*TOSAs, school psychologists, District literacy specialist, District mentors will 
only set professional goals. 

Student learning and growth means measures of student progress (across two or more 
points in time). SLG goals are detailed, measurable goals for student learning and 
growth developed collaboratively by educators and their evaluators. They are based on 
student learning needs identified by a review of students’ baseline skills. SLG goals are 
aligned to standards and clearly describe specific learning targets students are expected 
to meet. Goals are rigorous, yet attainable and measure student progress across two or 
more points in time.

Educators will establish student learning and growth goals (SLGs)  and identify 
strategies and measures that will be used to determine goal attainment.  SLG goals can 
be unit long, semester long or year-long, and only one SLG needs to be academic. The 
second can be around behavior, social emotional learning, etc. 

“Tiered” goals are goals in which students are expected to demonstrate growth based 
on their level of performance at the beginning of the course or class. Students enter the 
classroom with a range of knowledge and skills. As a result, it is not necessarily rigorous 
or realistic to hold all students to the same level of performance. Tiers are typically set 
for groups of students with similar performance. Tiered targets allow for more realistic 
expectations for goal attainment while helping to ensure that each student is 
appropriately challenged. All students in a course (including multiple sections, if 
applicable) should be included in an educator’s SLG goals and all students are expected 
to meet their targets, but those targets should be tiered to be appropriate for each 
student.

Goal Setting Process:

Setting SLG goals is a collaborative process in which educators and evaluators enter into 
a conversation to create a rigorous, yet realistic goal that examines the educator’s 
impact on student learning and growth.   Link to sample goals. 

SLG Goal Quality Review

Once an educator creates a SLG goal the following checklist should be used in order to
approve the goal.  For an SLG goal to be approved, all criteria must be met.
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Once SLG goals are approved, educators start collecting the information needed to 
measure student progress as defined in the SLG goal.  The collection and analysis of 
data continues throughout the course of school year to monitor student progress 
towards goals.  The educator is responsible for collecting and organizing 
documentation, including the approved SLG goals and evidence of progress defined 
within it, in a way that is easy for them to reference and for the evaluators to review.  
At the end of the course or school year, educators meet with their evaluator to review 
results.

Professional Growth Goal 

The Professional Growth Goal should be set around the dimension of Professional 
Collaboration & Communication or other workplace expectations as agreed upon with 
the evaluator. The educator will keep a collection of artifacts and evidence to attach 
to the professional growth goal(s) when submitted. 

*Classroom teachers, STEAM teachers, learning specialists, child 
development specialists (CDS) and special education teachers will set one 
professional goal.

*TOSAs, school psychologists, District literacy specialist, District mentors, 
MS/HS counselors and graduation coaches will set three professional 
goals.

*MS/HS counselors and graduation coaches will set two professional 
goals.

SLG Goal Quality Review
Once an educator creates a SLG goal the following checklist should be used in order 
to approve the goal. For a SLG goal to be approved, all criteria must be met. 

Checklist

1. Is baseline data used to make data-informed decisions for the SLG goal,
including the most recent student information from past assessments and/or pre-
assessment results?

2. Is the SLG goal written as a "growth" goal versus "achievement goal" (i.e.
growth goals measure student learning between two or more points in time and
achievement goals measure student learning at only one point in time.

3. Does the SLG goal describe a "target" or expected growth for all students, tiered
or differentiated as needed based on baseline data?

4. Does the goal address relevant and specific knowledge and skills aligned to the
course curriculum based on state content standards?

5. Is the SLG goal measurable and challenging, yet attainable?



​Step-By-Step SMART Goal Process
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Observations/Collection of Evidence:
Walk-through and formal observations will take place throughout the school year. Walk-
through observations are typically unscheduled, last a portion of the class period and will 
result in feedback but often not on the entire rubric. Formal observations are scheduled 
in advance and occur after a pre-observation conversation between evaluator and 
educator, are longer in duration, and result in a post conference. The number of each will 
depend on whether the certified educator is probationary or contract and , if contract, 
whether they are off-cycle or on-cycle. 

The educator and evaluator will collect evidence to support the three components: 
Professional Practice, Professional Responsibilities, and Student Learning. Evidence are 
indicators of an educator’s professional practice.  They are meant to support an 
educator’s evaluation process and the progress toward their goals.  Educators may 
choose to make artifacts available to their evaluator in order to support the 
demonstration of the teaching and learning that is observed in the classroom. Artifacts 
are not put into the personnel file.  They are for dialogue purposes only.

The table below shows annual observation expectations:

Probationary, 
Temporary 

Educators, and 
any Educator 

needing 
improvement

Contract Educator Contract Educator

On-Cycle 

● At least 2 Formal 
observations

● At least 2 Walk-
through 
observations

● At least 2 walk-
through 
observations per 
year

● At least 1 formal 
observation

● At least 1 walk-
through 
observation per 
year

Formative Assessment/Mid-Year Review:
The evaluator and educator review the educator’s progress toward the student learning 
and professional growth goals and performance against the standards.  This will include 
the review of evidence, professional conversations and professional growth.  This review 
promotes awareness of growth and additional professional growth needs.  The educator 
will have the opportunity to make adjustments in the instructional practices and additional 
professional learning opportunities. The goals form will be used.

Off-Cycle
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Continued Observation/Collection of Evidence:
Following the Formative Assessment/Mid-Year review, the educator and evaluator will collect 
evidence to support the three components: Professional Practice, Professional 
Responsibilities, and Student Learning. Evidence are indicators of an educator’s professional 
practice.  They are meant to support an educator’s evaluation process and the progress 
toward their goals.  Educators may choose to make artifacts available to their evaluator in 
order to support the demonstration of the teaching and learning that is observed in the 
classroom. Artifacts are not put into the personnel file.  They are for dialogue purposes only. 

Below are examples of evidence:

▪ Classroom Observations

▪ Educator self-assessment (Completed through Frontline Professional Growth)

▪ Educator self-reflection (Completed through Frontline Professional Growth)

▪ Planning documents – individual lesson plans and unit plans

▪ Samples of student work or other evidence of student learning

▪ Samples of assessments

▪ PLC team notes

▪ Parent and community communications (ex. newsletters, logs of parent contacts)

▪ Logs of professional development activities

▪ Teaching artifacts (ex. classroom management plan, cooperative group activities,
individual student schedules.

Summative Evaluation:
The Summative Evaluation (annual for probationary educators and every two years for 
contract educators) is the culminating meeting with the multiple examples of evidence for 
all areas.  The evaluator will assess the educator’s performance against the standards of 
Professional Practice and Professional Responsibilities, attainment of student learning and 
growth goals and professional growth goal.  The summative evaluation form and the goals 
form will be used.

Summative Evaluation Rubrics can be found in Frontline.  You can access your information in 
Frontline Professional Growth.
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Aligned Professional Learning
Data gathered from evaluation systems play a key role in identifying needed professional 
learning. Evidence from observations and artifacts tied to the district performance rubric as 
well as educator self-reflections and SLG goals aggregated at the district level can reveal 
areas of focus for professional learning that will benefit groups of educators. It can also 
identify those staff who can serve as models or leaders in a particular area of practice.

It is important to keep in mind that professional learning occurs in many ways.
Job-embedded professional learning, when done well with support from leadership, can 
result in powerful learning. This can include coursework, peer observation and feedback, 
and participation in collaborative learning.

School and central office administrators support professional learning by

● Cultivating a diverse staff that possesses understanding of the developmental needs
of every student.

● Providing multiple types of professional learning opportunities that support the goals
and development of each staff member.

● Instituting processes for reflection and feedback that are strengths-based and
focused on growth.
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APPENDIX

Timeline: Probationary Educator 

Evaluation Cycle Timeline

Self-Assessment and Goal Setting
● Educator self-assesses using the 5D+ Rubric – form in 

Frontline Professional Growth
● Educator reviews student data and develops two student 

learning and growth goals using the SMART format (SMART
– Specific, Measurable, Appropriate, Relevant, &
Time-Bound) and one professional growth goal using 
Professional Collaboration & Communication Rubric in 5D+.

● Educator and Administrator meet; goals need to be 
reviewed using the SLG Goal Quality Checklist (see pg. 12)

By November 1

Observations & Collection of Evidence

● Minimum of one (2) formal observations required
● First formal observation required by November 30.
● Minimum of three (3) walkthrough observations per

year; verbal and written feedback given to the teacher
● Collection of evidence can include artifacts of educator’s

work throughout this year.  Educator can provide these
artifacts to supervisor during the year.

Ongoing throughout the 
school year

1st observation required 
by November 30

All observations/
walkthroughs should be 
completed by May 31

Mid-Point Goal Review

● Review of progress toward meeting the educator’s
goals, using student data, and identifying any
adjustment to strategies and areas for additional
support - form in Frontline Professional Growth

● Educator and Administrator meet

By February 28

Self-Reflection

● Annually teachers will submit a written self-reflection that
includes progress they have made on their goals and
identifying professional development needs. Form in
Frontline Professional Growth
The teacher can include artifacts that support their
reflection, such as student assessment data.

By June 1 

Summative Evaluation

● Administrator reviews collection of evidence throughout
year, educator’s self-reflection and progress toward
meeting the goals

● Written formal evaluation - - form in Frontline Professional
Growth

● Educator and Administrator meet; collaboratively score the
educator’s performance

Before final work day 

17
* If at any time performance concerns arise, a teacher will be guided into the Teacher
Improvement Process.



Timeline: Contract Educator 

YEAR ONE  Informal Evaluation - Off-Cycle Timeline

Self-Assessment and Goal Setting

● Educator self-assesses using the 5D+ Rubric – form in
Frontline Professional Growth

● Educator reviews student data and develops two student
learning and growth goals using the SMART format
(SMART Specific, Measurable, Appropriate, Relevant, &
Time-Bound) and one professional growth goal using
Professional Collaboration & Communication Rubric in 5D+

● Educator and Administrator meet; goals need to be
reviewed using the SLG Goal Quality Checklist (see pg. 12)

By November 1

Observations & Collection of Evidence
● Minimum of 3 walkthrough observations per year;

verbal and written feedback given to the educator.
● Additional observations can be requested by educator

or administrator.
● Collection of evidence can include artifacts of

educator’s work throughout this year.  Educator can
provide these artifacts to supervisor during the year.

Ongoing throughout the 
school year

All observations/
walkthroughs should be 
completed by May 31 

Mid-Point Goal Review

● Review of progress toward meeting the educator’s
goals, using student data, and identifying any
adjustment to strategies and areas for additional
support

● Teacher and Administrator meet

By February 28

Self-Reflection and Check-in

● Annually educators will submit a written self-reflection
that includes progress they have made on their goals and
identifying professional development needs.

● The educator can include artifacts that support their
reflection, such as student assessment data.

● Educator and administrator meet to review progress of
goals

Before the final work 
day

YEAR TWO  Formal Evaluation - On-Cycle Timeline
Self-Assessment and Goal Setting

● Educator self-assesses using the 5D+ Rubric- form in
Frontline Professional Growth

By November 1
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● Educator reviews student data and develops two student
learning and growth goals using the SMART format
(SMART Specific, Measurable, Appropriate, Relevant, &
Time-Bound) and one professional growth goal using
Professional Collaboration & Communication Rubric in 5D+

● Educator and Administrator meet; goals need to be
reviewed using the SLG Goal Quality Checklist (see pg. 12)

Observations & Collection of Evidence

● Minimum of one (1) formal observation
● Minimum of 2 walkthrough observations per year
● Collection of evidence can include artifacts of educator’s

work throughout this year.  Educator can provide these
artifacts to supervisor during the year.

Ongoing throughout the 
school year

Formal Observation 
completed by February 1

All observations/
walkthroughs should be 
completed by May 31 

Mid-Point Goal Review

● Review of progress toward meeting the educator's
goals, using student data, and identifying any
adjustment to strategies and areas for additional
support

● Educator and Administrator meet

By February 28

Self-Reflection

● Annually teachers will submit a written self-reflection that
includes progress they have made on their goals and
identifying professional development needs. Form in
Frontline Professional Growth

● The educator can include artifacts that support their
reflection, such as student assessment data.

By June 1

Summative Evaluation

● Administrator reviews collection of evidence throughout
year, educator’s self-reflection and progress toward
meeting the goals

● Written formal evaluation
● Educator and Administrator meet; collaboratively score

the educator’s performance

Before final work day

* If at any time performance concerns arise, a teacher will be guided into the Teacher
Improvement Process.

** At any time a teacher can be moved to a formal evaluation
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Improvement Cycles
Occasionally an educator will need additional support to be successful in the classroom.  
When one or more areas of concern are identified the educator receives a summative 
performance level of an Unsatisfactory (Level 1) or Basic (Level 2) the following steps may 
be taken:

*Probationary educators: the educator may be placed on a Structured Support Process.

*Contract educators: the educator may be placed on Administrator-Selected Goals if
concerns are identified during the informal evaluation process. If concerns are identified in
the formal evaluation, a contract educator may be placed on a Program of Assistance for
Improvement (POAI).

The Structured Support Process, Administrator-Selected Goals, and Programs of Assistance 
for Improvement are all designed to clarify expectations and identify specific activities and 
support to help the educator address the areas of concern.  These processes also set forth 
specific timelines with check-in meetings so the educator can receive ongoing feedback 
about progress toward meeting the goals.

20

The Program of Assistance for Improvement (POAI) is a formal process of supervision to focus on 
improvement needed because of deficient performance. A written POAI is not a disciplinary document. 
The timelines for improvement shall not be less than ninety (90) calendar days, excluding holidays, 
winter break, spring break, summer break, and Thanksgiving break. 

A conference between the teacher and the supervisor will be conducted to discuss the POAI. 

The Plan shall be in writing and will include:
a. A description of the deficiencies.
b. The specific correction that is expected to take place.
c. A plan for correcting the deficiency, criteria which will be used to measure the correction, and a

timeline.
d. The specific assistance to be provided by the District.
e. Schedule of conferences with written progress reports.
f. The date by which the plan must be completed.

 The employee has the right to review and suggest changes to the Plan prior to its implementation.

 The employee is given an opportunity to request supports in a POAI prior to implementation.

 The employer is prohibited from evaluating an employee, or placing the employee on a POAI, for an 
area in which the employee was directed by administration to teach outside of their licensure area.



PROBATIONARY TEACHER
IMPROVEMENT PROCESS*

(Structured Support Process)

Self-Assessment/
Reflection

Summative
Evaluation

Observation/
Collection of 

Evidence

Formative 
Assessment/

Mid-Year 
Conference

Professional
Development

Goal
Setting

Observation/
Collection of 

Evidence

Administrator shares concerns and expectations.
Administrator identifies timeline and explains resources available to support
improvement
Administrator identifies the timeline of observations and meetings. 

PERFORMANCE CONCERN(S) MEETING

PROGRESS, BUT GOALS
NOT COMPLETELY MET

Continue with
Improvement Process.

GOALS MET
Return to Probationary

Professional Growth
Cycle.

ADDITIONAL CONCERNS
IDENTIFIED

Continue with
Improvement Process.

GOALS NOT MET
Non-Renewal

Check-in meetings for feedback
Informal observations
Formal observation(s)
Final meeting

Probationary Improvement Process 

*If at any time performance concerns arise, a teacher will be guided into the Teacher Improvement process.
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CONTRACT TEACHER 
IMPROVEMENT 

PROCESS*

PROGRAM OF ASSISTANCE (POA)
Written final summary

The Formal Evaluation Process

For concerns identified through
informal evaluation process:

For concerns identified through
formal evaluation process:

Contract Improvement Process

Self-Assessment/
Reflection

Summative
Evaluation

Observation/
Collection of 

Evidence

Formative 
Assessment/

Mid-Year 
Conference

Professional
Development

Goal
Setting

Observation/
Collection of 

Evidence

Administrator shares concerns and expectations.
Administrator identifies improvement pathway and resources available to support improvement.
Administrator identifies timeline for improvement. 

PERFORMANCE CONCERN(S) MEETING

POA GOALS NOT MET
Options: 

• Extend POA
• Non-extension of

contract
• Dismissal

IMPROVEMENT 
GOALS NOT MET

Move to Program of
Assistance

IMPROVEMENT 
GOALS MET

Return to growth cycle

ADMINISTRATOR-SELECTED GOAL(S)

POA GOALS
MET

Return to
growth cycle

*If at any time performance concerns arise, a teacher will be guided into the Teacher Improvement process. 
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