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INTRODUCTION 
 
This handbook is the culmination of work initiated by the Phoenix-Talent Schools’ Evaluation 
Committee from 2022 to 2026 with updates for 2026-27. The Evaluation Committee is always looking 
for new members!  All licensed employees are welcome.  
 
2022-25 Committee Members 

​ Jessica Hamlin​ ​ ​ Aaron Santi​ ​ ​ Javier Del Rio 
​ Heather Lowe​ ​ ​ Rosario Medina​ ​ Peter Edwards 

Kelly Johnson​ ​ ​ Anna Redding​ ​ Richard Hobbins 
Andrew Kemp​ ​ ​ Jamar Boyd​ ​ ​ Stephanie Hayes 
Alyssum Barber 
 

2025-27 Committee Members 
 
​ Jessica Hamlin​ ​ ​ Aaron Santi​ ​ ​  

Heather Lowe​ ​ ​ Rosario Medina​ ​ ​ ​ ​ ​
Alyssum Barber​ ​ ​ Stephanie Hayes 
Anne Zaky​ ​ ​ ​ Jason Lynch 

Vision 

At the heart of education excellence lies the need for educators to have access to an effective 
evaluation tool that empowers and supports their professional growth. 
 
Why 

The ultimate goal of strengthening the teacher evaluation system in Oregon is to ensure equitable 
outcomes for all students, preparing them to be ready for college, careers, and active citizenship. We 
aim to achieve this by focusing on the following outcomes: 

●​ Improving student learning at all schools and for all students 
●​ Ensuring continuous professional growth for teachers and leaders 
●​ Reducing the achievement gap 
●​ Having effective teachers in every classroom 
●​ Having effective leaders in every school 

 
Process 

The evaluation committee convened to update the district's evaluation process, adopting Danielson's 2022 
Evaluative Framework through a consensus-based approach where the committee sought unanimous 
agreement rather than majority voting. The committee’s process included ensuring compliance with the Oregon 
Framework for Teacher and Principal Evaluation and Support Systems and addressing the evolving 
complexities of effective teaching. 

As a result, the committee selected Danielson's framework, which identifies aspects of a teacher's 
responsibilities that empirical studies have demonstrated promote improved student learning and reflects a 
focus on promoting equity and social and emotional learning (SEL). Consequently, the committee made minor 
adjustments to the number and duration of informal (mini) and formal observations and created this handbook 
to reflect these changes and guide educators through the updated evaluation process. 
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https://www.oregon.gov/ode/educator-resources/educator_effectiveness/Documents/oregon-framework--for-eval-and-support-systems.pdf
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Selection 

Around our vision, we examined several different options and eventually decided to adopt the 
Danielson 2022 Evaluative Framework. 

OVERVIEW OF EVALUATION REQUIREMENTS 
 

Evaluation 
Requirements 

PROBATIONARY 
or TEMPORARY 

0 - 3 Years 

CONTRACTED 
Year 4+ 

On-Cycle Off-Cycle 

 
Formal Observations 

 
(30 minutes minimum) 

2  
 

Both with 
face-to-face 

feedback  

0 0 

 
Informal Observations 

(Mini-Observation) 
 
 

(15 minutes minimum) 

3  
 

At least 2 require 
face-to-face 

feedback 

4  
 

At least 2 require 
face-to-face 

feedback 

4  
At least 2 require  

face-to-face 
feedback 

Self-Evaluations 
(BOY and EOY) 
See Appendices 

Required Required Not Required 

Goals 
2 Student Learning & Growth 
1 Professional Practice  
1 Professional Responsibility 

Required Required Required 

Conferences with 
Administrator 

(BOY, MOY, EOY) 
Required Required Required 

Summative Evaluation 
 

At EOY by your 
administrator 

Required Required Not Required 

 
* BOY = Beginning of Year 
* MOY = Middle of Year 
* EOY = End of Year 
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MODIFIED EVALUATION CYCLES 
 
Educators hired after the start of the school year or who are out for an extended leave during the 
school year may be assigned to a modified evaluation cycle, which may consist of a variable number 
of observations and/or other tasks. Modified cycles are intended to meet specific scheduling or other 
district needs and will be assigned by Human Resources. 

 
 

What is Required Based on District Start Date? 

Start Date Required Evaluation Elements 
Start Date AFTER the 
beginning of the school 
year but BEFORE the 
end of Quarter 1. 

All requirements for all employee groups are applicable. 

Start  Date AFTER 
Quarter 1 of the school 
year but BEFORE 
Quarter 2. 

●​ Probationary/Temporary - 2 formal, 2 informal, 
BOY and EOY self-evaluation, all Goals and Goal 
Meetings, EOY Summative Evaluation 

●​ Contracted On-Cycle - 3 informal, BOY and EOY 
self-evaluation, all Goals and Goal Meetings, EOY 
Summative Evaluation 

●​ Contracted Off-Cycle -3 informal, all Goals and 
Goal Meetings 

Start Date AFTER 
Quarter 2 of the school 
year but BEFORE 
Quarter 3. 

●​  Probationary/Temporary - 1 formal, 2 informal, 
EOY self-evaluation, all Goals and 2 Goal Meetings, 
EOY Summative Evaluation 

●​ Contracted On-Cycle - 2 informal, all Goals and 
Goal Meetings, EOY Summative Evaluation 

●​ Contracted Off-Cycle -2 informal, all Goals and 
Goal Meetings 

Start Date AFTER 
Quarter 3 of the school 
year but BEFORE last 
day                               

●​ Probationary/Temporary - 2 informal 
●​ Contracted On-Cycle - 2 informal 
●​ Contracted Off-Cycle -1 informal 
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DEFINITIONS 
 
Teachers  

1.​ Contract Teacher: Any teacher who has been regularly employed by the school district for a 
probationary period of three years and who has been retained for the next succeeding school 
year. ORS 342.815(3) 
 

2.​ Probationary Teacher: Any teacher employed by the district who is in their first 3 years of 
employment with the district. ORS 342.815(6)  
 

3.​ Temporary Teacher: Any teacher employed to fill a position designated as temporary or 
experimental or to fill a vacancy which occurs after the opening of school because of 
unanticipated enrollment or because of the death, disability, retirement, resignation, contract 
non-extension or dismissal of a contract or probationary teacher. ORS 342.815(10) 

 
Observations  

1.​ Formal Classroom Observation 
a.​ Pre-observation conference with administrator  
b.​ Classroom observation (minimum 30 minutes) with a summary report  
c.​ Post-observation conference with administrator  

 
2.​ Informal Classroom Observation (Mini-Observation) 

a.​ A brief (minimum 15 minutes), unscheduled visit to a classroom by the administrator to 
be followed up by documented feedback.  

 
 
Documented 
Written or electronic correspondence given to the teacher about observed instruction.  
 

1.​ Documented observations will be used for evaluation purposes. Undocumented observations 
will be used only for formative feedback.  
 

2.​ Administrators will document at least the minimum required observations. 
 
* With a team goal, more than one administrator may be involved. 
 
 
Goal Conferences 
A conversation between a teacher and their administrator(s)* to set, monitor progress, evaluate, and 
reflect on goals. 
 
 
Deficiency  
A deficiency is performance below the proficient level of the adopted teaching standards, as 
demonstrated by documented evidence gathered through observations, feedback, conferences, and 
goal-setting activities within the formal evaluation process.  
When a documented deficiency reflects a pattern over time or involves a concern of sufficient 
seriousness, a Program of Assistance may be considered in accordance with the collective 
bargaining agreement.  
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LICENSED EMPLOYEE PROCESSES 
Probationary/Temporary Teachers (3-year period of probation) 
Any teacher employed by the district who is in their first 3 years of employment with the district as 
defined by ORS 342.805(6).  

Probationary/temporary teachers are evaluated annually. The evaluation process includes the 
following components: 

●​ 3 Conferences to set goals, monitor progress on goals, and evaluate and reflect on them (2 
SLGG’s, 1 PPG, 1 PRG). 

○​ Beginning of the Year (BOY) Meeting: Setting initial goals and expectations. 

○​ Middle of the Year (MOY) Meeting: Reviewing progress towards goals, making 
necessary adjustments. 

○​ End of the Year (EOY) Meeting: Evaluating final outcomes and reflecting on the year’s 
performance. 

●​ Formal Classroom Observations 

○​ At least 2 formal observations with face-to-face feedback. 

●​ Informal Observations (Mini-Observations) 

○​ At least 3 mini observations, with at least 2 having face-to-face feedback from the 
administrator. 

●​ Self-Evaluation 

○​ Required at the Beginning of the Year (BOY) and End of the Year (EOY). 

●​ End-of-Year Summative Final Evaluation Score 

○​ Required at EOY by the administrator. 
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Contract Teachers  
Contract teachers have a two-year evaluation cycle with one year identified as summative or 
On-Cycle, and the other year identified as formative or Off-Cycle. The first year after the probationary 
period (year 4) is Off-Cycle, Year 5 is On-Cycle.  This pattern continues throughout their tenure. A 
contract teacher may request an additional classroom observation at any time. 
 
The following items identify the key components of each evaluation year.  

Summative Evaluation Year (On-Cycle Year) 

●​ Self-Evaluation on components at the beginning and end of the year. 

●​ 3 Conferences to set goals, monitor progress on goals, and evaluate and reflect on them (2 
SLGG’s, 1 PPG, 1 PRG). 

○​ Beginning of the Year (BOY) Meeting: Setting initial goals and expectations. 

○​ Middle of the Year (MOY) Meeting: Reviewing progress towards goals, making 
necessary adjustments. 

○​ End of the Year (EOY) Meeting: Evaluating final outcomes and reflecting on the year’s 
performance. 

●​ At least 4 Informal Observations (Mini-Observations), with a minimum of 2 having 
face-to-face feedback from the administrator. 

●​ End-of-Year Summative Final Evaluation Score (By administrator). 

Formative Evaluation Year (Off-Cycle Year) 

●​ 3 Conferences to set goals, monitor progress on goals, and evaluate and reflect on them (2 
SLGG’s, 1 PPG, 1 PRG). 

○​ Beginning of the Year (BOY) Meeting: Setting initial goals and expectations. 

○​ Middle of the Year (MOY) Meeting: Reviewing progress towards goals, making 
necessary adjustments. 

○​ End of the Year (EOY) Meeting: Evaluating final outcomes and reflecting on the year’s 
performance. 

●​ At least 4 Informal Classroom Observations (Mini-Observations) with a minimum of 2 
having face-to-face feedback from the administrator. 

 
NOTE: A contract teacher may request a formal classroom observation. 
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EVALUATION TOOLS 
 
Teacher Performance Rubric (See Appendix B): 

The Phoenix-Talent Schools’ Teacher Performance Rubric is the scoring guide used to assess 
each of the 4 domains and 22 components. The rubric spells out the dimensions of quality 
instruction our district expects in every classroom and couples it with a rating level system (4 
levels) as required by the Oregon Framework for Teacher and Administrator Evaluation and 
Support Systems. The levels are as follows: Unsatisfactory, Basic, Proficient, and Distinguished 
with quality descriptors for each component. 
 

The following definitions are used as a guide to evaluating a teacher’s performance of components. 

●​ Unsatisfactory: Performance does not meet the basic requirements of the standard. 
The practice is ineffective, and the teacher fails to demonstrate the necessary skills or 
knowledge. This level of performance is unacceptable and requires immediate 
intervention and significant improvement. 

●​ Basic (or Needs Improvement): The teacher’s performance meets some of the basic 
requirements of the standard but is inconsistent or lacks depth. This level of 
performance is below proficiency and suggests that the teacher needs further 
development and support to improve. 

●​ Proficient: The teacher’s performance meets the standard and demonstrates 
consistent, effective practice. The teacher exhibits strong skills and knowledge, 
contributing to positive student outcomes. This level of performance is considered 
effective and represents the expected standard of quality. 

●​ Distinguished: The teacher’s performance exceeds the standard and represents 
exemplary practice. The teacher consistently demonstrates innovation, leadership, and 
a deep impact on student learning and the school community. This level of performance 
is rare and signifies outstanding teaching. 

 
Teachers will use the rubric to assist with setting annual goals and measuring their own 
performance. Administrators will use the rubric to assess the attainment and growth of each 
domain as supported by classroom observations and teacher-provided evidence. 
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https://drive.google.com/file/d/1scIIsUg2jU1CYtTbqSxawsayiTGAeLxB/view?usp=drive_link
https://docs.google.com/document/d/1ozzMi_Vx_7FKTjTzxjUNHv1jEsGX8ED7/edit?usp=sharing&ouid=117919847115412055643&rtpof=true&sd=true


GOAL SETTING PROCESS: 
Student learning and growth are significant factors for teacher evaluation and are integral to the 
Phoenix-Talent Schools’ evaluation process. Goal setting for student learning is an important 
process for all Phoenix-Talent educators. Rigorous, measurable goals provide a clear path for 
teachers to measure student learning and growth. Goals may be written as individual or team 
goals. They are written in collaboration with the assigned administrator. Goals drive the work of an 
individual or team toward improved student achievement. Goals should be written in the SMART 
goal format. SMART goals have five critical components: 

  
 Specific – Descriptors are well defined and the outcome is clear. 
 Measurable – Goals must be stated in quantifiable terms. 
 Attainable – Goals must provide a stretch that inspires people to aim higher but is achievable. 
 Results-Oriented/Relevant – Represents a worthwhile objective and focuses on important results. 
 Timed and Tracked – Goals must include a timeline for completion and a system to track them. 
 

Individual reflection on the Teacher Performance Rubric should assist each teacher in identifying skills 
for improvement and should be incorporated into their Professional Practice and Professional 
Responsibility goals. 
 
Description of Goals: 

I.​ (1) Professional Practice Goal (PP): Professional goals are based on the components of 
professional practice described in the district’s rubric. Professional Practice is related to the 
quality of teachers’ planning, delivery of instruction, and assessment of student learning.  
Essentially, PP refers to a teacher’s work for and with students. 
 

PP relates to Danielson’s Framework Domains 1-3: 

●​ Domain 1 - Planning & Preparation 
●​ Domain 2 - Learning Environments 
●​ Domain 3 - Learning Experiences 

 
II.​ (1) Professional Responsibility Goal (PR): Professional Responsibility is related to the 

progress toward their own professional goals, contribution to school-wide goals, and work 
with family and community partners. 

PR relates to Danielson’s Framework Domain 4:​  

●​ Domain 4 – Principled Teaching 

 
III.​ (2) Student Learning and Growth (SLG) Goals: Teachers should set goals based on the 

components to which they instruct. For those teachers who provide instruction in academic 
content areas, at least one of the two goals must reflect the components of the content area 
they teach. The content of the other goal can reflect non-academic goals for students. This can 
include goals focused on student engagement and/or social, emotional and behavioral health. 
For those teachers who do not provide instruction in academic content areas, goals should 
reflect the components to which they instruct.  
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SLGG’s: 
●​ At least one goal must reflect content area components.  

●​ One goal may be non-academic (e.g., student engagement, social, emotional, 
and behavioral health). 

 
Multiple Measures: 
Multiple sources of data must be used to measure teacher performance on the components.  

  
Professional Practice:  

Evidence-based measures include the following: 
●​ Classroom Observations – evaluators’ observations, documentation, and feedback 

on teachers’ instructional practices, both formal and walk-through. 

●​ Examination of Artifacts of Teaching – lesson plans, curriculum design, scope and 
sequence, student assignments, student work, etc. 

Professional Responsibilities:  
Evidence-based measures include the following: 

●​ Teachers' reflections, self-reports, data analysis, professional goal setting, student 
learning growth goal setting, records of contributions, peer collaboration, teamwork, 
parent and student surveys, meetings, record keeping, portfolios, building level 
leadership (committees, professional development leader). 

 
Student Learning and Growth Goals: 
All grade levels will use measures that are valid representations of student learning 
components from at least two of the three categories listed above based on what is most 
appropriate for the curriculum and students they teach. 
 
Content Area Goal Measures 

●​ Commercially developed tests that include pre- and post-measures 
○​ For example, iReady, DIBELS, SBAC, IXL, and other national measures 

●​ Locally developed tests that include pre- and post measures 
●​ Results from proficiency-based assessment systems 
●​ Locally-developed collections of evidence, i.e. portfolios of student work that include multiple 

types of performance. 
●​ Interim Tests 

 
 
Other Goal Measures 

●​ Attendance Rates, 9th Grade On-Track, Graduation Rates, Behavioral Data, etc. 
 

*SLGG Quality Review Checklist (Appendix A) is available to help to ensure that  SLGG's meet all the criteria. 
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SLGG Scoring Rubric 

This SLGG scoring rubric is used for scoring individual SLG Goals based on evidence submitted 
by the teacher and their supervisor/evaluator. The rubric below was developed by the PTS 
Evaluation Committee and implemented for the first time during 2022-2023 school year. 

  

Level 4 
(Highest) 

This category applies when 90% or more of students met their target(s). 

Level 3 This category applies when 80%-89% of students met their target(s). 

Level 2 This category applies when 70-79% of students met their target(s). 

Level 1 
(Lowest) 

This category applies when less than 70% of students meet their target(s). 

  

SUMMATIVE EVALUATION SCORING 

The Teacher Performance Summary is a combination of scores from your End of Year Summative 
Evaluation by your supervisor (90%) and your Student Learning and Growth Goals (5% each).  

A teacher’s summative evaluation score is determined by using the Teacher Performance Summary 
and then applying the scale below: 

●​ 3.6 - 4.0 = 4 overall 
●​ 2.81 - 3.59 = 3 overall 
●​ 1.99 - 2.80 = 2 overall 
●​ < 1.99 = 1 overall 

The single digit, overall score is the score that will be reported to the Oregon Department of 
Education in a teacher’s summative (on-cycle) year. 

Annual Milestones (Target Dates) 

●​ Beginning of Year Self-evaluation - By the end of September 
●​ Initial Goals Form completed - By mid-November 
●​ Middle of Year Goals check-in form and meeting - By mid-February 
●​ End of Year Self-evaluation - By the end of May 
●​ End of Year Goals Reflection Form - By the beginning of June 
●​ End of Year Summative Evaluation with Supervisor - By the last contract day 
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TEACHER PERFORMANCE GROWTH PLANS:  

The Oregon Framework for Teacher and Administrator Evaluation outlines requirements for creating 
differentiated growth plans to enhance educator effectiveness. These plans—Facilitative, Collegial, 
Consultative, and Directed—vary in the level of collaboration between the educator and evaluator.  

Each plan is tailored to the educator's needs, focusing on improving areas like Student Learning and Growth 
(SLG) performance. This approach ensures that every educator receives the support needed to continuously 
improve their practice, leading to better student outcomes. 

Facilitative Growth Plans - 

The educator leads the conversation and chooses the focus of the Professional Growth Plan 
and professional goals(s) as the educator and evaluator collaborate on the plan/professional 
growth goals(s). If the educator had an SLG performance level 2, the plan/professional goal(s) 
should also include a focus on increasing the educator’s overall aptitude in this measure. 

Collegial Growth Plans - 

The educator and evaluator collaboratively develop the educator’s Professional Growth 
Plan/professional goals(s). The educator and evaluator have an equal voice in developing the 
plan/professional goal(s). If the educator had an SLG performance level 1 or 2, the 
plan/professional goals(s) should also include a focus on increasing the educator’s overall aptitude 
in this measure. 

Consultative Growth Plans - 

The evaluator consults with the educator and uses the information gathered to inform the 
educator’s Professional Growth Plan/professional goal(s). This plan is more evaluator-directed but 
does take into consideration the voice of the educator in developing the plan/professional goal(s). If 
the educator had an SLG performance level 1 or 2, the plan/professional goal(s) should also include 
a focus on increasing the educator’s overall aptitude in this measure. 

 Directed Growth Plans - 

The evaluator directs the educator’s Professional Growth Plan/professional goal(s). This plan 
should involve a focus on the most important area(s) to improve educator performance. If the 
educator had an SLG performance level 1 or 2, the plan/professional goal(s) should also include a 
focus on increasing the educator’s overall aptitude in this measure. 
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ALIGNED PROFESSIONAL GROWTH 
Targeted Professional Development are provided in the following ways: 

1)​ Individual Educator Needs - based on identified areas of need determined through the 
evaluation cycle. 

2)​ Teacher-Leader Needs – Training will be provided on strategies for leadership 

3)​ Building Level Needs – Based on the cumulative scores of all teachers within each building, 
patterns of need will be determined and addressed. 

4)​ District Level Needs – The district will offer in-service opportunities throughout the year that 
will have a menu of options that teachers will attend. Based on the teacher growth matrix 
score, these in-service sessions will either be evaluator-directed or self-choice. 

 

SPECIALIST PERFORMANCE RUBRIC SUPPLEMENTS  
Consistent with Oregon’s Framework for Teacher and Administrator Evaluation and Support Systems, educator 
evaluation must be aligned to an individual’s assigned professional responsibilities. 

In adopting the Danielson Framework for Teaching (2022), the evaluation committee established Danielson as 
the district’s common foundation for educator evaluation, recognizing that specialist roles involve distinct 
responsibilities that require role-appropriate application of the framework.  

The district maintains role-specific performance rubrics for specialist positions, and their alignment with the 
Danielson Framework is achieved through role-specific reviews with specialist and evaluation committee input. 

The following focus areas describe the primary responsibilities associated with each specialist role and provide 
context for current and future Danielson-aligned evaluation tools: 

●​ Counselors: Support for students’ academic, career, and social/emotional development. 

●​ Behavior Specialists: Behavioral assessment, intervention, and consultation to support safe and 
supportive learning environments. 

●​ Instructional Specialists: Curriculum development, instructional coaching, and professional learning 
facilitation. 

●​ Reading Specialists: Targeted literacy interventions, reading assessment, and collaboration with 
instructional staff. 

●​ School Psychologists: Assessment practices, mental health support, consultation, and systems-level 
problem solving. 

●​ Special Education Teachers: Individualized instruction, IEP development and implementation, 
progress monitoring, collaboration with general education teachers and service providers, family 
partnership, and student advocacy. 

●​ Speech/Language Pathologists: Assessment and treatment of communication disorders, therapy 
practices, progress monitoring, and data-informed decision making. 
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DANIELSON 2022 AT-A-GLANCE 
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APPENDICES 

 
APPENDIX A – SLGG Quality Review Checklist 

This checklist will be used in approving SLG goals before being used in teacher evaluations. For 
an SLG goal to be approved, all criteria must be met. 

  

Baseline Date YES NO 
Is the baseline data used to make data-driven decisions for each SLG 
goal, including the most recent student information from past 
assessments and/or pre-assessment results? 

    

Student Learning and Growth Goals     

Is the SLG goal written as a “growth” goal vs. an “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.) 

  

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

Rigor of Goals 
    

Does the goal address relevant and specific knowledge and skills 
aligned to the course curriculum based on state or national content 
components? 

  

Is the SLG goal measurable and challenging, yet attainable?   
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APPENDIX B – Danielson Self-Evaluation for Teachers 

​
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