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Introduction
This handbook is intended to be a living document designed to guide administrators (Instructional
Leaders) and their supervising evaluators on LCSD's system of evaluation and accountability.
This handbook incorporates requirements established by state legislation (SB 290), rules adopted by the
State Board of Education, and Oregon's federal waiver under the Elementary and Secondary Education
Act (ESEA).
As the district strives to create a personalized education for all students we must ensure that each of our
school programs is led by a highly trained and motivated Instructional Leader in partnership with
site-based teacher leaders.
We recognize the critical value in differentiating our teaching strategies for each of our students. Equally
imperative is the recognition that we must differentiate our support and training for Instructional Leaders
responsible for meeting the needs of staff they lead and ultimately the students under their care.
The LCSD Standards of Professional Practice are modeled on the Interstate School Leaders Licensure
Consortium, or ISLLC standards adopted by the state board of education and Teachers Standards &
Practices Commission in 2012. OAR 581-022-1725 establishes the educational leadership standards of
effectiveness.
The Lincoln County School District is committed to being accountable for student learning. As the
expectations of Instructional Leaders have evolved from building managers they are expected to make
staff development a priority.
Our extensive review of current research supports the premise that an effective evaluation system
should include formative components that call for evaluators and peers to provide on-going feedback for
improvement.

Statement of Philosophy
We are committed to providing the best educational program for all of our students. To this end, we
support a school performance plan authored by each Instructional Leader that focuses on continuous
academic growth and improvement. We believe all staff members recognize the benefits of professional
development to achieve the goals of the school and district. We also believe that appraisal of
performance is based on a cooperative spirit, open communication, and joint responsibility. Our system
recognizes strengths and provides a means of support for improvement.
Just like with our students, we recognize that success for Instructional Leaders begins with clear
expectations. On April 9, 2013 the school board accepted Superintendent Rinearson's recommendation
to adopt OSBA Policies (CCG for Licensed Evaluation-Administrators; GCN/GDN for Evaluation of Staff,
and GCN-AR for Core Teaching Standards).
We believe that effective administrators display a wide range of skills and abilities that lead to creating a
learning environment where all students and staff feel comfortable, challenged, and confident that they
can succeed both academically and personally. Evaluation and support are built around administrators
participating in collaborative processes that are continuous and focus on strengths and areas to
improve. The ongoing processes reflect improving administrator craft and maintaining a focus on
student learning.
Revised: July 2015
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Instructional Leader Standards of Professional Practice
Oregon's administrator standards have embedded cultural competency and equitable practice in each
standard. These standards guide administrative preparation, licensure and job performance. In Oregon,
the adopted administrator standards align with the Interstate School Leaders Licensure Consortium
(ISLLC) and the Educational Leadership Constituents Council (ELCC) 2009 standards for Educational
Leadership.
Oregon was very explicit and intentional about highlighting the importance of cultural competency and
equitable practices in the administrator standards. The six domains for administrator professional
practice are as follows:
Standard #1: Visionary Leadership
The educational leader has the knowledge, ability and cultural competence to improve learning and
achievement to ensure success of all students by facilitating the development, articulation,
implementation and stewardship of a school or district vision of learning supported by the school
community.
Educational Leaders:
A. Collaboratively develops and implements a shared vision and mission;
B. Collects and uses data to identify goals, assess organizational effectiveness and promote
organizational learning;
C. Creates and implements plans to achieve goals;
D. Promote continuous and sustainable improvement; and
E. Monitors and evaluates progress and revises plans accordingly.
Standard #2: Instructional Improvement
The educational leader has the knowledge, ability and cultural competence to improve learning and
achievement to ensure success of all students by promoting a positive school culture, providing an
effective instructional program, applying best practice to student learning and designing comprehensive
professional growth plans for staff.
Educational Leaders:
A. Nurtures and sustains a culture of collaboration, trust, learning and high expectations;
B. Creates a comprehensive, rigorous and coherent curricular program;
C. Creates a personalized and motivating learning environment for students;
D. Ensures the development of assessment and accountability systems to monitor student
progress;
E. Develops the instructional and leadership capacity of staff;
F. Promotes the use of the most effective and appropriate technologies to support teaching and
learning; and
G. Monitors and evaluates the impact of instruction.
Standard #3: Effective Management
The educational leader has the knowledge, ability and cultural competence to improve learning and
achievement to ensure success of all students by managing the organization, operations and resources
in a way that promotes a safe, efficient and effective learning environment.
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Educational Leaders:
A.
B.
C.

Obtains, allocates, aligns and efficiently uses human, fiscal and technological resources;
Promotes and protects the welfare and safety of students and staff; and
Ensures teacher and organizational time is focused to support quality instruction and student
learning.

Standard #4: Inclusive Practice
The educational leader has the knowledge, ability and cultural competence to improve learning and
achievement to ensure success of all students by collaborating with families and other community
members, responding to diverse community interests and needs, and mobilizing community resources in
order to demonstrate and promote ethical standards of democracy, equity, diversity and excellence, and
to promote communication among diverse groups.
Educational Leaders:
A. Collects and analyzes data pertinent to student equity and achievement gaps;
B. Understands and integrates the community’s diverse cultural, social and intellectual resources;
C. Builds and sustains positive and productive relationships with all stakeholders and involves
them in school decision making processes.
Standard #5: Ethical Leadership
The educational leader has the knowledge, ability and cultural competence to improve learning and
achievement to ensure success of all students by acting with integrity, fairly, and in an ethical manner.
Educational Leaders:
A. Demonstrates a respect for the rights of others with regard to confidentiality and dignity and
engages in honest interactions to promote such respect;
B. Demonstrates behaviors that are honest, transparent and consistent; and
C. Ensures a system of accountability for every student’s academic and social success.
Standard #6: Socio-Political Context
The educational leader has the knowledge, ability and cultural competence to improve learning and
achievement to ensure success of all students by understanding, responding to and influencing the larger
political, social, economic, legal and cultural context.
Educational Leaders:
A. Advocates for children and families;
B. Acts to influence local, district, state and national decisions affecting student learning; and
C. Accesses, analyzes and anticipates emerging trends and initiatives in order to adapt leadership
strategies.
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Differentiated Performance Levels
Instructional Leaders performance levels on the standards of professional practice are identified below.
1. Unsatisfactory: Does not meet standards; performs below the expectations for good
performance under this standard; requires direct intervention and support to improve practice.
2. Basic: Making sufficient progress toward meeting this standard; meets expectations for good
performance most of the time and shows continuous improvement; expected improvement
through focused professional learning and growth plan.
3. Proficient: Consistently meets expectations for good performance under this standard;
demonstrates effective practices and impact on student learning; continues to improve
professional practice through ongoing professional learning.
4. Distinguished: Consistently exceeds expectations for good performance under this standard;
demonstrates highly effective practices and impact on student learning; continued expansion of
expertise through professional learning and leadership opportunities.
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Goal Setting
Rigorous, measureable goals provide a clear path for Instructional Leaders to measure school-wide student
learning and growth. Student Learning and Growth Goals (SLGGs), are written in collaboration with the
assigned evaluator, who approves the goals. SLGGs drive the work toward improved student achievement.
SLGGs must be written in the SMART goal format (see Table 2 on page 7). 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.
Time bound - Goals must include a timeline showing when goals should be completed.

Goal Setting Requirements
Instructional Leaders consult with their supervisor/evaluator to set learning goals aligned to state standards
for their school and use assessments and other data to measure their progress toward these goals. The
evaluator must approve the goals.
1. Student Learning and Growth Goals (SLGG): Instructional Leaders will establish at least two (2)
SLGGs
2. Professional Responsibilities & Practice Goal: Instructional Leaders will establish at
least one (1) goal in Professional Practice or Professional Responsibility:
a. Professional Practice: Evidence of the quality of Instructional Leaders implementation of the
Standards of Professional Practice is modeled on the Interstate School Leaders Licensure
Consortium, or ISLLC standards.
b. Professional Responsibilities: Evidence of Instructional Leaders progress toward their own
professional goals and contribution to school-wide goals.
Evidence/Multiple Measures
Multiple measures are used to measure the Instructional Leaders effectiveness on the standards of
professional practice. Evaluators look for evidence from three categories:
1. Professional Practice: Evidence of school leadership practices, teacher effectiveness, and
organizational conditions.
a. Observation of Leadership Practices: Evaluator's observations, documentation and feedback on
the Instructional Leader's leadership practices; both formal and informal.
b. Examination of Artifacts: Staff meeting agendas, feedback to teachers (drop-in observations),
staff surveys on instructional leadership, student/parent/staff climate surveys, staff
communications (emails, letters, etc), staff development (SIW's & staff meetings), student/staff
handbooks, records of mentoring/coaching staff, teacher use of data, teacher observations,
summative formative teacher evaluations.
2. Professional Responsibilities: Evidence of Instructional Leader's progress toward their own
professional goals and contribution to school and district goals.
a.
b.
c.
d.

Self Reflection & Assessment
School Performance Plans
Parent & Community Involvement
Distributed Leadership
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e.

Collaborative Relationships

3. Student Learning and Growth: School-wide student learning and growth is the third component of
administrator evaluation. Evidence of the Instructional Leaders impact on the academic growth of all
students, regardless of socio-economic status, language, and family background, contributing to the
overall school success.
Student learning and growth will be determined through a rigorous student growth goal setting
process and the use of multiple measures, in the following manner:
a. Instructional Leaders will establish at least two (2) student learning and growth goals and
select measures from the categories below.
b. One (1) goal must include evidence from state assessments (i.e., building level data in reading and
math, including all subgroups) from category 1 in the table below.
Table 1. Categories of Measures for SLG Goals

Category

Types of Measures
•

Oregon’s state assessments
o SMARTER Balanced
o OAKS
1
o Extended Assessments

•

Same assessment and
administration guidelines are used
statewide

•

Commercially developed assessments that
include pre- and post-measures
Locally developed assessments 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

•

Same assessment and
administration guidelines are used
district-wide or school-wide
2
Assessments meet state criteria

1

•
•

2

Guidance

•

•

1

Used by special education teachers who provide instruction in ELA or math for those students who take extended assessments
ODE will provide state criteria by June 1, 2014

2

c.

Student learning and growth goals may align with Achievement Compact indicators where
applicable.
• Grade 3 proficiency in reading and grade 5 proficiency in math, as measured by
meeting or exceeding benchmark on the Smarter Balanced assessment;
• Grade 8 math, as measured by meeting or exceeding benchmark on the Smarter
Balanced assessment;
• Grade 9 on-track, as measured by rates of credit attainment;
• Earning college credit in high school, through Advanced Placement (AP), International
Baccalaureate (IB), dual enrollment, or college enrollment;
• Four-year cohort graduation and five-year completion rates; and
• Post-secondary enrollment, as collected through the National Student Clearinghouse.
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Table 2. Step-By-Step SMART Goal Process

Step 1:

Step 2:

Step 3:
Create and
implement
teaching and
learning
strategies.*

Step 4:
Monitor
student
progress
through
ongoing
formative
assessment.

Step 5:
Determine
whether the
students
achieved the
goal.

Determine
needs.

Create specific
learning goal
based on preassessment.

S

M

A

R

T

Specific- The
goal addresses
student needs
within the
content.

Measurable- An
appropriate
instrument or
measure is
selected to
assess the goal.

Appropriate- The
goal is clearly
related to the
role and
responsibilities
of the teacher.

Realistic- The
goal is
attainable.

Time-boundThe goal is
contained to a
single school
year/course.

The goal is
measurable and
uses an
appropriate
instrument.

The goal is
standards-based
and directly
related to the
subject and
students that
the teacher

The goal is
doable, but
rigorous and
stretches the
outer bounds of
what is
attainable.

The goal is
bound by a
timeline that is
definitive and
allows for
determining goal
attainment.

The goal is
focused on a
specfic area of
need.

teaches .
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Evaluation and Professional Growth Cycle
The Instructional Leader's evaluation is based upon a cycle of continuous professional growth and
learning. The cycle is collaborative and provides an ongoing opportunity for relevant feedback and
meaningful professional conversations. The focus is on improving effectiveness.
A common vision, identified professional standards, and a research based performance rubric provide the
foundation for common expectations, vocabulary and understanding. The evaluation process based on
common language empowers the voice of both the Instructional Leader and evaluator.
STEP 1: Self-Reflection & Assessment
Based on standards of professional practice, the first step in the evaluation cycle is self-reflection. The
Instructional Leader reflects on and assesses his/her professional practice and analyzes the learning and
growth of his/her students in preparation for goal setting.
STEP 2: Goal Setting (Student Learning & Professional Growth Goals)
Based on the self-assessment, the Instructional Leader identifies goals aligned with the
standards of professional practice that encompass both practice and impact on student learning. The
Instructional Leader sets both a professional growth goal and two student/school growth goals.
STEP 3: Observation & Collection of Evidence
Observation:All formal and informal observations by evaluators are followed by professional conversations.
The LCSD Evaluation design team built in the concept of multiple observers, and for an administrator, this
may involve other administrators or peers observing their work. Having an offsite evaluator perform formal or
informal observations is acceptable and encouraged, but not required. The District has also piloted models for
peer observation and feedback where educators may choose to use peer observations as an artifact of
practice in their evaluations, but are not required to do so.
Evidence: The Instructional Leader and evaluator collect evidence using multiple measures regarding
student learning and growth, professional practice, and professional responsibilities to inform progress
throughout the process of the evaluation cycle.
STEP 4: Mid-Year Review: Formative Assessment / Evaluation (analysis of evidence, professional
conversations, and professional growth)
The evaluator and Instructional Leader review progress toward professional growth and student learning and
growth goals and/or performance against standards. This step includes three interdependent and critical
parts: analysis of evidence, professional conversations, and professional growth. Both the evaluator and
Instructional Leader analyze the evidence leading into a collaborative professional conversation. Feedback
through professional conversations promotes awareness of growth that has occurred, and highlights
professional growth needs. These conversations help the Instructional Leader make adjustments in his/her
practice and select relevant professional learning opportunities.
STEP 5: Summative Evaluation
This step is the culmination of multiple formative observations, reflections, professional conversations, etc. The
evaluator assesses the administrator's performance against the instructional leader's standards, attainment of
student learning and growth goals, and attainment of professional practice goals. The summative evaluation is
the springboard that leads the Instructional Leader into a new cycle as well as guides future goal setting.
Revised: July 2015
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Evaluation Cycle Structure
Probationary Administrators are evaluated every year, years 1, 2, and 3.

Step

Task

Deadline

1

Self-Reflection & Assessment

September 30October 15

2

Goal Setting

October 15-31

□
□

3

Development of one (1) Professional Practice or
Responsibility Goal (PPRG)
Development of two (2) Student Learning and Growth
Goals (SLGG)

One (1) Scheduled Formal Observation

November 30 –
December 15

Informal Observation (follow up conversations required on all
4

informal observations)

December 15 –
January 15

Informal Observation

February 1-15

Collaborative Mid-Year Review: Summary of Progress on
5

SLGGs and Interim Evaluation (review and discussion of

March 1

professional practice evidence)
6

Collaborative End-of-Year SLGG Conference and Summative
Evaluation
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Contract Administrators are evaluated every other year. The "on year" is considered the summative
evaluation year, and the "off year" is considered the formative evaluation year, which is more
administrator-driven.
Contract "On-Year"
Step

Task

Deadline

1

Self-Reflection & Assessment

September 30October 15

2

Goal Setting

October 15-31

□
□

Development of one (1) Professional Practice or
Responsibility Goal (PPRG)
Development of two (2) Student Learning and Growth
Goals (SLGG)

3

Informal Observation (follow up conversation required)

4

Collaborative Collaborative Mid-Year Review: Summary of
Progress on SLGGs

January 15 – March 1

5

Informal Observation (follow up conversation required)

April 30 – May 31

6

Collaborative End-of-Year SLGG Conference and Summative
Evaluation

May 31 – June 15

December 15 –
January 15

Contract "Off-Year"
Step

Task

Deadline

1

Self-Reflection & Assessment

September 30October 15

2

Goal Setting

October 15-31

□
□

Development of one (1) Professional Practice or
Responsibility Goal (PPRG)
Development of two (2) Student Learning and Growth
Goals (SLGG)

4

Collaborative Mid-Year Data Review

January 15 – March 1

3

Informal Observation (follow up conversation required)

April 30 – May 31

5

Collaborative End-of-Year SLGG Conference and Informal (Self)
Evaluation

May 31 – June 15
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Aligned Professional Learning
The focus of the evaluation system is on improving professional practice and student learning. To that end,
linking evaluations with high quality professional learning is key. Aligned evaluation systems inform
Instructional Leaders of strengths and weaknesses and provide opportunities to make informed decisions
regarding individual professional growth. High quality professional learning is sustained, focused and relevant
to the Instructional Leader's goals and needs. All Instructional Leaders shall have opportunities for
professional growth to meet their needs, not only those whose evaluation ratings do not meet standards.
The Talent Ed Perform (TED) system allows the district to extract evaluation data to inform common
professional growth needs among Instructional Leaders. An annual review of this data by the district level
leadership team will allow us to focus development efforts most efficiently.
PLAN
□

Reflect on school data, rubric, TalentEd data, artifacts and analysis of artifacts

□

Set goals with evaluator

□

Professional and Student Learning and Growth Goals

□

Assemble resources needed

□

Align professional learning

□
□
□
□
□
□

Carry out administration based on data
Evaluator Observations
Participate in PLC's
Observe other administrators
Collect evidence
Align professional learning

DO

STUDY
□ Mid-Year Review
□ Reflect on data/school-wide student work
□ Use feedback (observations, TalentEd data)
□
ACT
□
□
□

Self-reflection

Determine what other supports or professional development is needed to meet goals
Implement changes
Align professional learning
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Program of Assistance for Improvement
In compliance with ORS 342.850, and any applicable school board policy/ARs and/or applicable collective
bargaining provision, the superintendent or designated evaluator may place any administrator on a Program of
Assistance for Improvement (PAI) if, in the judgment of the superintendent or designee, a PAI is needed. A PAI
plan may be developed by the instructional leader and his/her direct supervisor. The plan must define specific
deficiencies, specific actions to be taken by the educator, specific resources and assistance to be provided,
appropriate monitoring and assessment of progress, designated timelines, and clear notice that failure to
improve will result in non-extension or dismissal.
A contract administrator may be placed on a PAI when not performing at the satisfactory level. The contract
Instructional Leader will be expected to satisfactorily meet the expectations of the Plan. If the contract
administrator on a PAI does not meet the expectations of the PAI, the administrator may be recommended for
nonextension or dismissal. In some cases, at the discretion of the District, the PAI may be extended or revised,
or a subsequent PAI may be implemented.

Dismissal
Dismissal procedures are defined in ORS 342.835 (1,3) for probationary administrators and ORS 342.865-.895
for contract administrators (Fair Dismissal process). Procedures for renewal of contract are in conformance
with ORS 342.835(2)(3) for probationary administrators and ORS 342.845(4) for contract administrators.
The Superintendent recommends to the Board action on renewal/nonrenewal of probationary administrators’
contracts and extension/non-extension of contract administrator’s contracts. The recommendation is made,
action taken, and notice to the teacher is given by March 15. After a probationary period of three years, an
administrator will be granted contract status if he/she meets or exceeds the performance standards expected of
Lincoln County School District administrators.
In cases where a Plan of Assistance for Improvement has been implemented, a decision to dismiss may be
made at the end of the plan.
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LINCOLN COUNTY SCHOOL DISTRICT ADMINISTRATOR RUBRIC
Indicators may include, but are not limited to those listed under each standard. Listed indicators are examples.

STANDARD 1 – Visionary Leadership
The educational leader has the knowledge, ability and cultural competence to improve learning and achievement to ensure success of all students by
facilitating the development, articulation, implementation and stewardship of a school or district vision of learning supported by the school
community.
LCSD LEADERSHIP STANDARDS
A. Collaboratively develops and
implements a shared vision and
mission

UNSATISFACTORY
The vision or mission for the school
and what the school stands for is not
fully developed.

BASIC
The majority of staff and
students understand the vision
and mission of the school

PROFICIENT
All staff and students
understand the vision and
mission of the school. The
vision and mission guide
school practices.

DISTINGUISHED
Characteristics and qualities of the
school’s mission and vision are highly
evident throughout the school
community. The vision and mission
drive school practices.

Indicators:
•Site council/Staff meeting minutes •Parent/Community/staff surveys •Community meetings/outreach •Website/Publication •Communication •100-day plan
B. Collects and uses data to
Inconsistently uses data to assess
Uses data to accurately assess
Actively uses data to
Actively uses, and empowers others in
identify goals, assess
the school’s strengths and areas for
the school’s strengths and areas
accurately assess the school’s
the use of data to accurately assess the
organizational effectiveness
improvement to inform the creation
for improvement to inform the
strengths and areas for
school’s strengths and areas for
and promote organizational
of focused, measureable school and
creation of focused,
improvement to inform the
improvement to inform the creation of
learning
district goals. Decisions are not
measureable school and district
creation of focused,
focused, measureable school and
always data-driven.
goals.
measureable school and
district goals as evidenced by student
district goals.
achievement.
Indicators:
•Data included in administrator SLO •Visible alignment between school goals and data (SIP) •Data team meetings •PLC/PD •100-day plan
C. Creates and implements
Staff have little understanding of
School and staff goals are
School and staff goals are
School and staff goals are
plans to achieve goals
goals or effective methods or
communicated effectively and
communicated effectively and
communicated effectively and staff are
activities to achieve them.
methods and activities to
methods and activities to
motivated and empowered to
achieve goals are well
achieve goals are well
implement methods and activities to
understood by most staff.
understood and implemented
achieve goals.
by all staff.
Indicators:
•Shares with stakeholders at community meetings •Staff meeting minutes re: goals, planning, progress, etc. •Site Council •100-day plan
D. Promote continuous and
Does not develop effective plans and Develops plans and processes for Develops plans and processes
Develops plans and processes for
sustainable improvement
processes for implementing the
implementing the vision by doing for implementing the vision by implementing the vision by doing all of
vision.
some of the following:
doing all of the following:
the following: articulating the vision
articulating the vision and
articulating the vision and
and related goals, encouraging
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related goals, encouraging
challenging standards,
facilitating collegiality and
teamwork, ensuring appropriate
use of student assessments,
supporting innovation,
delegation of responsibility,
developing leadership in others,
and securing needed resources.

related goals, encouraging
challenging standards,
facilitating collegiality and
teamwork, ensuring
appropriate use of student
assessments, supporting
innovation, delegation of
responsibility, developing
leadership in others, and
securing needed resources.

challenging standards, facilitating
collegiality and teamwork, ensuring
appropriate use of student
assessments, supporting innovation,
delegation of responsibility, developing
leadership in others, and securing
needed resources amongst shared
leadership within a highly motivated
staff.

Indicators:
•Staff/PLC agendas •Data team observations •Distributed leadership/PD for developing leadership capacity •Long-term budget planning •Staffing/master schedule planning •100-day plan
E. Monitors and evaluates
Does not use multiple data sources
Uses multiple data sources to
Consistently uses multiple data Engages staff in consistently uses
progress and revises plans
to evaluate educator and school
evaluate educator and school
sources to evaluate educator
multiple data sources to evaluate
accordingly
performance.
Occasionally
performance. Occasionally
and school performance.
educator and school performance.
provides educator teams with
provides educator teams with
Regularly provides educator
Provides educator teams with
disaggregated data and assists
disaggregated data and assists
teams with disaggregated data disaggregated data and a
faculty in identifying areas that need faculty in identifying areas that
and assists faculty in
comprehensive diagnosis leading to a
additional support.
need additional support.
identifying areas that need
results-orientated strategic plan.
additional support.
Indicators:
•Progress monitoring/Benchmark testing •Staff/PLC agendas •Mid-year SLO conferencing •Data teams •PLC •Staff Observation
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STANDARD 2 – Instructional Improvement
The educational leader has the knowledge, ability and cultural competence to improve learning and achievement to ensure success of all students by
promoting a positive school culture, providing an effective instructional program, applying best practice to student learning and designing
comprehensive professional growth plans for staff.
LCSD LEADERSHIP STANDARDS
A. Nurtures and sustains a
culture of collaboration, trust,
learning and high expectations

UNSATISFACTORY
Does not foster an atmosphere of
trust and is unapproachable. Has
inconsistent expectations for staff and
student performance.

BASIC
Fosters an atmosphere of trust and
is approachable by staff and
students. Has consistent
expectations for staff and student
performance.

PROFICIENT
Fosters an atmosphere of trust
and is approachable by staff and
students. Has consistently
high expectations for staff and
student performance.

DISTINGUISHED
Models collaboration. Fosters an
atmosphere of trust and is approachable
by staff and students.
Staff and
students feel safe to take learning risks.
Staff and students have consistently high
expectations for their performance.

Indicators:
•Observation of teacher feedback delivery •Observation notes •Staff survey/school climate results •Talent-Ed comments •Staff request feedback on instructional practices
B. Creates a comprehensive,
Follows the current curricular
Monitors the curricular program.
Consistently and effectively
Models high expectations of rigor for all
rigorous and coherent curricular
program.
monitors the curricular program curricular programs. Empowers staff to
program
to ensure continued rigor.
monitor and improve curriculum related to
teaching assignments.
Indicators:
•Data/Learning teams •Student data/evidence •Materials evaluations •Pacing guides/curriculum maps •Grade level alignment (vertical/departmental)
C. Creates a personalized and
motivating learning environment
for students

Inconsistently monitors the learning
environment for students.

Monitors and nurtures the
learning environment for all
students.

Consistently and effectively
monitors and nurtures the
success of every student.

Models a genuine interest in the personal
success of every student. Creates a
school culture which is motivating for staff
and students.

Indicators:
•Student/parent/staff surveys •Recognition of student & staff achievement (assemblies, PBIS, etc.) •Observation of interaction with students and staff
D. Ensures the development of
Inconsistently supports the PLC
Promotes and supports the use of
Consistently and effectively
Consistently and effectively promotes and
assessment and accountability
process and often uses the PLC time
PLC time to develop common
promotes and supports the use
supports the use of PLC time to develop
systems to monitor student
for other needs.
assessments, create interventions, of PLC time to develop common common assessments, create
progress
and develop rubrics.
assessments, create
interventions, and develop rubrics, as
interventions, and develop
evidenced by student achievement.
rubrics.
Indicators:
•100-day plan for implementation of PD/PLC time •CFAs, common rubrics, meeting notes •Collaboratively scored work samples •Progress monitoring schedule
E. Develops the instructional and Inconsistently supports professional
Collaborates in PLC meetings, links Consistently and effectively
Consistently and effectively collaborates in
leadership capacity of staff
development and leadership
professional development to
collaborates in PLC meetings,
PLC meetings, links professional
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opportunities. Professional
development is unconnected to
student or staff needs. PLC meetings
are not effective, norms and protocols
are not consistently followed.

student and staff needs and
actively supports teachers in their
pursuit of leadership opportunities

links professional development
to student and staff needs and
actively supports teachers in
their pursuit of leadership
opportunities.

development to student and staff needs
and empowers teachers to pursue
leadership opportunities.

Indicators:
•Staff/PLC agendas •Data team observations •Distributed leadership/PD for developing leadership capacity •Provides building-and teacher-specific PD
F.
Promotes the use of the most
effective and appropriate
technologies to support teaching
and learning

Inconsistently provides training on the
use of technologies for the
improvement of instruction. Does
not model the effective use of
technology and best practices as
reflected in staff meetings,
observations and conversations.

Seeks and provides training on the
use of technologies for the
improvement of instruction.
Models the effective use of
technology and best practices as
reflected in staff meetings,
observations and conversations.

Consistently and effectively
seeks and provides training on
the use of technologies for the
improvement of instruction.
Models the effective use of
technology and best practices as
reflected in staff meetings,
observations and conversations.

Indicators:
•Pinnacle training •Hardware/software training •Collaboration with district technology coach •Integrated use of technology in meetings
G. Monitors and evaluates the
Inconsistently monitors the quality,
Monitors the quality, fidelity, and
Consistently and effectively
impact of instruction
fidelity, and rigor of instructional
rigor of instructional practices.
monitors the quality, fidelity,
practices.
and rigor of instructional
practices.
Indicators:
•Talent-Ed evaluation cycle •iWalkthrough cohort •Program/curriculum observation rubrics, staff generated observation rubrics
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Consistently and effectively seeks and
provides training on the use of
technologies for the improvement of
instruction. Is an example of the
effective use of technology and best
practices as reflected in staff meetings,
observations and conversations.

Consistently and effectively monitors the
quality, fidelity, and rigor of instructional
practices and empowers staff to do the
same.

STANDARD 3 – Effective Management
The educational leader has the knowledge, ability and cultural competence to improve learning and achievement to ensure success of all students by
managing the organization, operations and resources in a way that promotes a safe, efficient and effective learning environment.
LCSD LEADERSHIP STANDARDS
A.
Obtains, allocates, aligns and
efficiently uses human, fiscal and
technological resources

UNSATISFACTORY
Resource allocations may not align
with the vision for the school.
Resources are not used effectively and
responsibly.

BASIC
Resource allocations are aligned
with the vision for the school.
Resources are used effectively and
responsibly.

PROFICIENT
Resource allocations are
prioritized to align with the
school’s vision. Resources are
efficiently and responsibly used.
The educational leader is
innovative in obtaining
additional resources.

Indicators:
•Collaboration with district IT department •Long-term budget planning •Grant-writing •Area meetings •Regular budget review
B.
Promotes and protects the
Communicates safety and behavior
Clearly communicates safety and
Clearly and consistently
welfare and safety of students and
expectations inconsistently to staff
behavior expectations to staff and
communicates safety and
staff
and students.
students. Reinforces
behavior expectations to staff
expectations.
and students. Creates systems
to reinforce expectations.

DISTINGUISHED
Resource allocations and expenditures
enhance and promote the school’s vision.
The educational leader builds and
promotes staff capacity to obtain
additional resources which directly impact
student achievement.

Clearly communicates and collaborates
with staff and students in establishing
building safety plans and behavior
guidelines that promote student
achievement. Staff and students can
articulate the importance of expectations.

Indicators:
•Monthly safety meeting/drill schedule •Staff meeting minutes/agendas •Core behavior instruction •Student/staff conversations •Collaboration with district and community partners
•Student/parent handbook
C. Ensures teacher and
Instructional time for core content
Instructional time for core content Ensures that instructional time
Ensures that all teacher and instructional
organizational time is focused to
varies from classroom to classroom.
is consistent from classroom to
is focused and protected to
time is focused and protected to support
support quality instruction and
classroom.
support quality, intensity and
quality instruction and student learning.
student learning
student learning.
Engages staff in planning instruction in
order to maximize time available which
leads to high levels of student
achievement.
Indicators:
•Master schedule planning/bell schedule •Intervention schedule planning •Observation notes
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STANDARD 4 – Inclusive Practice
The educational leader has the knowledge, ability and cultural competence to improve learning and achievement to ensure success of all students by
collaborating with families and other community members, responding to diverse community interests and needs, and mobilizing community
resources in order to demonstrate and promote ethical standards of democracy, equity, diversity and excellence, and to promote communication
among diverse groups.
LCSD LEADERSHIP STANDARDS
A. Collects and analyzes data
pertinent to student equity and
achievement gaps

UNSATISFACTORY
Uses data resources which do not
represent the full picture of school
performance and does not analyze the
data accurately.

BASIC
Identifies and uses multiple data
resources which represent the full
picture of school performance and
analyzes the data accurately.

Indicators:
•SIP •Benchmark/progress monitoring data •Staff/student/community surveys
B. Understands and integrates
Misunderstands and/or inconsistently
Understands and integrates the
the community’s diverse cultural,
integrates the community’s diverse
community’s diverse cultural,
social and intellectual resources
cultural, social and intellectual
social and intellectual resources.
resources.

PROFICIENT
Consistently and effectively
identifies and uses multiple data
resources which represent the
full picture of school
performance and analyzes the
data accurately.

DISTINGUISHED
Consistently and effectively identifies and
uses multiple data resources which
represent the full picture of school
performance and analyzes the data
accurately. The results have a direct impact
on student achievement.

Deeply understands and
consistently integrates the
community’s diverse cultural,
social and intellectual resources.

Deeply understands and consistently
includes staff and students in integrating
the community’s diverse cultural, social and
intellectual resources.

Indicators:
•Cultural events integrated into school day •Communication with local business/social/parent groups •Family nights representative of entire school population
C. Builds and sustains positive
Rarely visible to the public, staff and
Visible to the public, staff and
Highly visible to the public, staff
Highly visible to the public, staff and
and productive relationships with
students. No partnerships exist to
students. Partnerships exist to
and students. Partnerships
students. Partnerships exist and are
all stakeholders and involves them
support students and staff. Leader is support students and staff.
exist and are effective in
effective in supporting students and staff.
in school decision making
unresponsive to stakeholder needs
Leader is responsive to
supporting students and staff.
Leader is responsive to stakeholder needs.
and does not involve them in school
processes
stakeholder needs and involves
Leader is responsive to
Proactively seeks community partnerships
decision making.
them in school decision-making
stakeholder needs and
that effect student achievement and school
processes.
consistently involves them in
decision-making.
school decision-making
processes.
Indicators:
•Involvement in community events •Diverse site-council •Participate in service/community organizations •Boosters
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STANDARD 5 – Ethical Leadership
The educational leader has the knowledge, ability and cultural competence to improve learning and achievement to ensure success of all students by
acting with integrity, fairly, and in an ethical manner.
LCSD LEADERSHIP STANDARDS
A. Demonstrates a respect for
the rights of others with regard to
confidentiality and dignity and
engages in honest interactions to
promote such respect

UNSATISFACTORY
Occasionally engages in
unprofessional behavior.

BASIC
Maintains appropriate
confidentiality and integrity.

PROFICIENT
Maintains a professional
demeanor, demonstrates
integrity, models ethical
behavior, and contributes to the
profession.

DISTINGUISHED
Is a role model who consistently
demonstrates integrity, fairness, and
ethical behavior; proactively contributes to
the development of others and provides
service to the profession.

Indicators:
•Staff/community surveys •Transparency in budgeting, staffing, schedule, etc. •Staff meeting/site council minutes •Staff notebook/handbook, staff memos
B. Demonstrates behaviors that
Lack of sound judgment reflecting
Generally exercises sound
Reliably exercises sound
Is a model of sound judgment reflecting
are honest, transparent and
integrity and fairness and/or does not
judgment reflecting integrity and
judgment reflecting integrity
integrity and fairness; protects student,
consistent
adequately protect student, family,
fairness with occasional lapses in
and fairness; protects student,
family, and staff confidentiality
and/or staff confidentiality.
judgment and/or does not always
family, and staff confidentiality
appropriately. Has the same expectations
protect student, family, and staff
appropriately; and has the same for staff.
confidentiality appropriately.
expectations for staff.
Indicators:
•Staff/community surveys •Transparency in budgeting, staffing, schedule, etc. •Staff meeting/site council minutes •Staff notebook/handbook, staff memos
C.
Ensures a system of
Supports staff and families to identify
Works with staff and families to
Models the identification of
Models the identification of each student’s
accountability for every student’s
student needs and necessary support
identify student needs and
each student’s academic, social, academic, social, emotional and behavioral
academic and social success
systems resulting in minimal success.
necessary support systems,
emotional and behavioral
needs. Empowers staff, students and
resulting in student success.
needs. Collaborates with
families to effectively address student
families to effectively address
needs and prevent further challenges,
student needs and prevent
connecting students with a network of
further challenges, connecting
resources within and outside the school,
students with a network of
resulting in high levels of student
resources within and outside
achievement.
the school, resulting in student
success.
Indicators:
•SST meetings/process •Collaboration with SBHC, HELP, LCMH,LIFT, etc. •Plan for translators/interpreters •Parent/teacher conferences •Family advocate role
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STANDARD 6 – Socio-Political Context
The educational leader has the knowledge, ability and cultural competence to improve learning and achievement to ensure success of all students by
understanding, responding to and influencing the larger political, social, economic, legal and cultural context.
LCSD LEADERSHIP STANDARDS
A. Advocates for children and
families

UNSATISFACTORY
Advocates for children and families
with inconsistent results.

BASIC
Advocates for children and
families resulting in some
student successes

PROFICIENT
Models advocacy for children,
families resulting in student
successes.

DISTINGUISHED
Empowers staff, children, families to
advocate for themselves resulting in
high levels of student achievement.

Indicators:
•Family advocate •Participate in Family advocacy meetings (Seashore, Family Promise, HELP, LIFT, LCMH, Behrens Foundation, Angels Anonymous or other district, county or local
agencies)
B. Acts to influence local,
Attends to local factors (within the
Attends to local factors (within
Attends to and takes an active
Attends to and takes an active role in
district, state and national
school or district) that influence
the school and district) that
role in political, social,
terms of studying the factors and their
decisions affecting student
student success.
influence student success, and is economic, legal and cultural
influence on student success, taking an
learning
aware of larger political, social or factors and their influence on
active advocacy role and leading efforts
economic context.
school and student success.
to influence a change in the factors
through funding, legislation or
educating others.
Indicators:
•COSA, MWEC, Rotary, City Council, Boosters, Chamber of Commerce
C.
Accesses, analyzes and
Is aware of emerging trends but
Is aware of emerging trends and
Has a complete understanding Has an in-depth understanding of
anticipates emerging trends and
does not adjust leadership strategies makes attempts to adjust
of emerging trends and is able
emerging trends and is able to
initiatives in order to adapt
accordingly.
leadership strategies
to successfully adapt
effectively adapt leadership strategies.
leadership strategies
accordingly.
leadership strategies to
Is a catalyst for positive change in the
maximize effects on student
district.
learning.
Indicators:
•Attending conferences, sharing information •Collaborating at area and grade level meetings •Knowledgeable/Share information from recent research, articles, etc.
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STUDENT LEARNING & GROWTH SETTING (SLGG) SAMPLE
Administrator
School
Supervisor
Assignment
Goal Type




Elementary
Individual Goal

Content Standards/Skills

Based on the relevant content and skills students
should know or be able to do at the end of the
course/class, a clear statement of a specific area of
focus is selected. These should be specific state or
national standards (a statement such as “Common
Core State Standards in Math” is not specific
enough).




Middle School
Team Goal

Types of Measures

Assessments

Oregon’s state assessments
o SMARTER Balanced
(formerly OAKS)
1
o Extended Assessments

•

Same assessment
and administration
guidelines are used
statewide

•

Commercially developed
assessments that include pre- and
post-measures
Locally developed assessments
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

•

Same assessment
and administration
guidelines are used
district-wide or
school-wide
Assessments meet
2
state criteria

•
2

•
•

(Include number of students, gender, race/ethnicity,
socioeconomic status, diverse learners, contact time)

Description of the demographics and learning needs
of all students in the class or course. This should
include relevant information that could include, but
is not limited to: the number of students and their
gender, race/ethnicity, socioeconomic status, and
any students with diverse learning needs (e.g., EL,
IEP, 504 plans). For those educators who do not
meet with students on a regular basis, including
contact time (e.g., one 50 minute period per day,
two 90 minute blocks per week, etc.) provides
additional context for the goals developed by the
educator. The context will affect the development of
your tiered targets and instructional strategies.
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Guidance

•
1

Context

High School

Example:
8.3S.2 Organize, display, and analyze relevant data, construct an evidence-based
explanation of the results of a scientific investigation, and communicate the
conclusions including possible sources of error. Suggest new investigations based on
analysis of results.

Category

Describe how student learning and growth will be
measured. Assessments must be aligned to state or
national standards and meet state criteria. (See
Instructional Leader Evaluation & Accountability
Handbook for more information.)



•

Example:
“There are currently 247 students enrolled in grade 8 at EFG Middle School; 115
students are female and 132 are male. Listed below is the ethnic breakdown of
students in the school:
•
Asian—less than 1 percent
•
Native Hawaiian/Pacific—less than 1 percent
•
Black or African American—less than 1 percent
•
Hispanic—11 percent
•
Two or more [ethnicities]—10 percent
•
White – 75 percent
Ten percent of the grade 8 student population is on an IEP and five percent of
students have 504 plans. 45 percent of students live in poverty and receive free
and/or reduced lunch.”
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Baseline Data

(Summary of student strengths and weaknesses based on
data analysis)

•
•
•
•

What information did I use to set my goal?
What are the learning needs of the students?
What are the leadership needs and who are the
stakeholders?
Attach supporting data.

Student Growth Goal (Targets)

(Goals must address growth for all students, not
proficiency)

•

•

Initial Conference

•

Considering all available data and content
requirements, what growth target(s) can the
students be expected to reach?
What assessments(s) will be used to measure
student growth for this SLGG?
Describes rigorous yet realistic growth goals or
targets for student achievement that are
developmentally appropriate. The targets
should be rigorous yet attainable. The target
can be tiered for specific students in the
class/course to allow all students to
demonstrate growth.

Rationale

(Describe how the focus of the goal was determined)

Strategies

(Include strategies used by the educator to support meeting
the needs for student growth)

•
•
•
•

How will I attain this goal?
What specific actions will lead to goal
attainment?
What specific strategies will the administrator
incorporate into his/her professional practice?
Describes the instructional strategies the
educator will use relevant to learning specific
content and skills to accomplish the goal. These
strategies can be adjusted throughout the year
based on data about student progress.

Professional Learning & Support

(Identify areas of additional learning and support needed by
the educator to meet SLG)

•
•
•
•
•

What professional development will help me
accomplish my goal?
How has my self-assessment and evaluation
informed my professional development needs?
How might I team with colleagues in
professional development toward my goal?
How will my professional development impact
my student growth goal?
Opportunity for the educator to identify areas
of additional learning and support needed to
meet student learning and growth goals.
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Example:
Only 53 % of our grade 4 students met or exceeded the state assessment benchmark
in reading for the 2012–13 school year. 35% of our economically disadvantaged
students, 32% of our students who have limited English proficiency, and 40% of our
students with disabilities met the benchmarks. 30% of students who identify as black,
43% of students who identify as Hispanic, 48%of our students who identify as Native
[American], and 50% of our students who identify as multiracial met or exceeded
benchmarks.
Additionally, all subgroups performed lowest in the strand area of Locating
Information.
Example:
100% of students will demonstrate growth toward mastery of the content of Visual
Arts as measured by performance on a range of performance tasks.
•
•
•

Students who earned a 2 first quarter will earn at least a 3 or 4 on a similar
performance task in the 4th quarter
Students who earned a 3 first quarter will earn at least a 4 on a similar
performance task in the 4th quarter.
Student who earned a 4 first quarter will earn at least a 4 on a more
complex performance task in the 4th quarter.

Example that does not meet criteria:
80% of students will earn at least a 3 on a visual arts performance task.
This example does not include all students, does not reference baseline data, and
includes the same targets for all students.
Provides a detailed description of the reasons for selecting this specific area for a
goal. Includes a discussion of baseline data as well as current practice within the
school and/or classroom. The rationale must also include language for the
importance of the selected content/standards. Includes a rationale for the expected
growth and how the target is appropriate and rigorous for students.
Example: This example is from an administrator SLG goal focused on mathematics in
grades 6-8.
“I’ve built a school-wide schedule that establishes Individual Needs Classes for all
students, organized and provided each team of teachers with data on their students
that show state assessment scores from 3rd grade on and establishes assessment
growth target scores for each student. Additionally, I provided data to teachers
showing which students received grades below a C while at XYZ Middle School (1-2
years of data disaggregated by trimester) as well as which students received
intervention classes during the first and second trimesters. This data will also be
provided to the Child Study Team so they can work with teams to focus interventions
to meet student needs. I’ve also established an Academic Support Center and have
worked with the coordinator to track and analyze ASC students’ performance prior to
and while place in the ASC so that we can ensure that the ASC is effectively supporting
the students it serves.”
Example:
“I need to attend more trainings as well as research and gather more resources on
formative assessment. I need to evaluate the data from the assessment more often
and to try different types of formative assessments throughout the year. The Skillful
Teacher is one training that will help me with this goal. The chapter in the Skillful
Teacher text on assessment will be helpful in creating valid and measureable
formative assessments, such as exit tickets, think-alouds, and making sure students
understand the learning target every day by posting it on the board during each class
period.”
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Self-reflection and identification of professional
learning needs can help focus efforts to provide
meaningful professional learning opportunities
to educators.
Administrator Signature:

I

Date:

Supervisor Signature:

I

Date:

Collaborative Mid-Course Data Review

Mid-Course Review

•
•

What progress has been made?
Attach supporting data

Strategy Modification
•
•

What adjustments need to be made to my
strategies?
Is there new information that impacts reaching
the SLGG?

Implications for Professional Growth
•
•
•

Has my professional growth to date been
relative?
How has my professional growth impacted
student learning?
Have my professional growth needs changed?

Administrator Signature:

I

Date:

I

Supervisor Signature:

I

Date:

Post-Conference

End-of-Year Data
•
•

What does the end of the year data show?
Attach data

Reflection on Results
•

Overall, what worked, or what should be
refined?

Professional Growth Plan Implications
•

How can I use the results from my goals and my
self-assessment to support my continued
professional growth?

Administrator Signature:
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I

Date:

I

Supervisor Signature:

I
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Date:

Scoring Student Learning and Growth Goals (SLGG’s)
In the Oregon Matrix, Professional Practice (PP) and Professional Responsibilities (PR) intersects with
Student Learning and Growth (SLG) culminating in a summative performance level which leads to a
Professional Growth Path for each instructional leader. When there is a discrepancy between the PP/PR
level and SLG level, further inquiry is triggered to explore and understand the reasons for the discrepancy.

Y-AXIS: Combined Rating on Professional
Practice and Professional Responsibilities
(PP/PR)

Table 3. Oregon Matrix for Summative Evaluations for Teachers and Administrators
*(B)
PROFICIENT

*(A or B)
PROFICIENT or
DISTINGUISHED

(A)
DISTINGUISHED

(A)
DISTINGUISHED

*(B or C)
BASIC or
PROFICIENT

(B)
PROFICIENT

(B)
PROFICIENT

(B)
PROFICIENT

BASIC

(C)
BASIC

(C)
BASIC

(C)
BASIC

**(B or C)
BASIC or
PROFICIENT

UNSATISFACTORY

(D)
UNSATISFACTORY

(D)
UNSATISFACTORY

**(C or D)
UNSATISFACTORY
or BASIC

**(C)
BASIC

UNSATISFACTORY

BASIC

PROFICIENT

DISTINGUISHED

DISTINGUISHED

PROFICIENT

X-AXIS: Rating on Student Learning and Growth

*Ratings in these areas require an SLG inquiry process in order to determine a summative
performance level and Professional Growth Path.
** Ratings in these areas require a PP/PR inquiry process in order to determine a summative
performance level and Professional Growth Path.

(A, B, C, D) Professional Growth Paths are explained in IV below.

Revised: July 2015

P a g e | 24

STATEWIDE COMPONENTS OF THE OREGON MATRIX
How does an evaluator determine level 1-4 on the Y-axis and X-axis of the matrix and a final summative
performance level at the end of an educator’s evaluation cycle?
I.

Y-Axis: Professional Practice and Professional Responsibilities (PP/PR)
First, the evaluator will need to determine the combined performance level for PP/PR based on data
from the administrator rubric. The evaluator will already have gauged the instructional leader’s
performance on each standard/performance indicator on the rubric with four performance levels. The
evaluator will then:
1. Add up all component scores to get the total points possible;
2. Divide by the number of components (based on the # of components in the rubric);
3. Get a rating between 1 and 4 for PP/PR;
4. Use the following thresholds to determine PP/PR level:
3.6 - 4.0 = 4 PP/PR
2.81-3.59 =3 PP/PR
1.99 – 2.8 = 2 PP/PR*
< 1.99 = 1 PP/PR
*PP/PR Scoring Rule: If the instructional leader scores two 1’s in any PP/PR
component and his/her average score falls between 1.99-2.499, the instructional
leader’s performance level cannot be rated above a 1.
5. Find the PP/PR performance level (1-4) on the Y-axis of the matrix.

II.

X-Axis: Student Learning and Growth (SLG)
After the instructional leader’s PP/PR performance level is determined, their Professional Growth Path
and summative performance level is then found by looking at the instructional leader’s rating on SLG
goals. The level of performance on SLG will be determined by scoring the SLG goals using the Oregon
SLG Goal scoring rubric (see page 26). All instructional leaders will set two SLG goals annually.
Instructional leaders on a two year evaluation cycle will select two of the four goals collaboratively with
their evaluator to be included in their summative evaluation, beginning in the 2014-15 school year.
Instructional Leaders must use Category 1 assessments for one of the two goals.
1.
2.
3.
4.

Score the SLG goals using the SLG Scoring Rubric;
Get a rating between 1 and 4 for SLG;
Use the thresholds below to determine SLG level;
Find the SLG performance level (1-4) on the X-Axis of the matrix.

Level 4
You must score:
• 4 on both goals

III.

Level 3
You could score:
• 3 on both goals, or
• 3 on one goal & 4 on
one goal, or
• 4 on one goal & 2 on
one goal

Level 2
You could score:
• 2 on both goals, or
• 2 on one goal & 3 on
one goal, or
• 3 on one goal & 1 on
one goal, or
• 4 on one goal & 1 on
one goal

Level 1
You could score:
• 1 on both goals, or
• 1 on one goal & 2 on
one goal

Scoring Student Learning and Growth (SLG) Goals
SLG goals are detailed, measurable goals for student academic growth aligned to standards and developed
by educators and their supervisors. They are rigorous, yet attainable goals. SLG goals define which
students and/or student subgroups are included in a particular goal, how their progress will be measured
during the instructional time period. SLG goals are growth goals, not achievement goals. Growth goals
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hold all students to the same standards but allow for various levels of learning and growth depending on
where the students’ performance level is at the start of the course/class. The instructional leader sets two
annual SLG goals between which all students in a class or course are included.
The following tools are used to score SLG goals to determine the instructional leader’s impact on SLG in the
summative evaluation.
Table 4. SLG Quality Review Checklist
This checklist should be used in approving SLG goals before being used in teacher and administrator
evaluations. For an SLG goal to be approved, all criteria must be met.
Baseline Data
Is baseline data used to make data-driven decisions for the 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” goals vs. “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 standards?
Is the SLG goal measurable and challenging, yet attainable?

Yes

No

Table 5. SLG Scoring Rubric
This SLG scoring rubric is used for scoring individual SLG goals based on evidence submitted by the
teacher and supervisor/evaluator. This rubric applies to both teacher and administrator evaluations.

Distinguished
(Highest)

Proficient

Basic
Unsatisfactory
(Lowest)

IV.

This category applies when 90% of students met their target(s) and approximately 25% of students exceeded
their target(s). This category should only be selected when a substantial number of students surpassed the
overall level of attainment established by the target(s). Goals are very rigorous yet attainable, and differentiated
(as appropriate) for all students.
This category applies when 90% of students met their target(s). The bar for this category should be high and it
should only be selected when it is clear that all or almost all students met the overall level of attainment
established by the target(s). Goals are rigorous yet attainable and differentiated (as appropriate) for all
students.
This category applies when 70-89% of students met their target(s). Goals are attainable but might not be
rigorous or differentiated (as appropriate) for all students.
This category applies when less than 70% of students meet the target(s). If a substantial proportion of students
did not meet their target(s), the SLG was not met. Goals are attainable, but not rigorous.
This category also applies when results are missing or incomplete.

Final Summative Performance Level and Professional Growth Plans
Taking the performance levels for PP/PR and SLG find where the X-Axis intersect with the Y-Axis on
the matrix. The PP/PR will then be compared to the SLG to determine the instructional leader’s
Professional Growth Plan and overall summative performance level.
The four types of Professional Growth Paths (A, B, C, D) are defined as follows:
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(A) Facilitative Growth Path - The instructional leader leads the conversation and chooses the focus
of the professional goal(s) as the instructional leader and evaluator collaborate on the professional
growth goal(s). If the instructional leader had a SLG performance of Basic, the professional goal(s)
should also include a focus on increasing the instructional leader’s overall aptitude in this measure.
(B) Collegial Growth Path - The instructional leader and evaluator collaboratively develop the
instructional leader’s professional goal(s). The instructional leader and evaluator have an equal
voice in developing the professional goal(s). If the instructional leader was Unsatisfactory or Basic
in SLG performance, the professional goal(s) should also include a focus on increasing the
instructional leader’s overall aptitude in this measure.
(C) Consultative Growth Path - The evaluator consults with the instructional leader and uses the
information gathered to inform the instructional leader’s professional goal(s). This path is more
evaluator directed but does take into consideration the voice of the instructional leader in
developing the professional goal(s). If the instructional leader was Unsatisfactory or Basic in SLG
performance, the professional goal(s) should also include a focus on increasing the instructional
leader’s overall aptitude in this measure.
(D) Directed Growth Path - The evaluator directs the instructional leader’s professional goal(s). This
path should involve a focus on the most important area(s) to improve instructional leader
performance. If the instructional leader was Unsatisfactory or Basic in SLG performance, the
professional goal(s) should also include a focus on increasing the instructional leader’s overall
aptitude in this measure.
The Matrix summative rating is to be used for state reporting purposes as required by the ESEA Flexibility
Waiver.
NOTE: In compliance with ORS 342.850, 342.895(4)(b), and any applicable school board policy/ARs
and/or applicable collective bargaining provisions, the superintendent or designated evaluator may place
any teacher or administrator on a program of assistance for improvement if, in the judgment of the
superintendent or designee, a program of assistance for improvement is needed.
V.

Inquiry Processes
*Student Learning and Growth Inquiry Process (SLG Inquiry):
In order to determine an educator’s Professional Growth Path and resulting summative performance
level, the following must be initiated by the evaluator to determine the matrix placement is valid with the
instructional leader:
• Collaboratively examine student growth data in conjunction with other evidence including
observation, artifacts and other student and teacher information based on appropriate
classroom, school, school district and state-based tools and practices; etc.
• Collaboratively examine circumstances which may include one or more of the following:
Goal setting process including assessment literacy; content and expectations; extent to
which standards, curriculum and assessment are aligned; etc.
• The evaluator then decides the respective Professional Growth Path (A, B, C, or D) and if
the summative performance level is Basic or Proficient, or Proficient or Distinguished.
**Professional Practice and Professional Responsibility Inquiry Process (PP/PR Inquiry):
In order to determine an educator’s Professional Growth Path and resulting summative performance
level, the following must be initiated by the evaluator to determine if the matrix placement is valid. With
the instructional leader:
• Reexamine evidence and artifacts and an outside evaluator (Supervisor, VP, other district
administrator) may be called in
• Instructional Leader has the opportunity to provide additional evidence
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•
•
•

VI.

Schedule additional observations with focus on area of need
Evaluator’s supervisor is notified and inter-rater reliability protocols are revisited
The evaluator then decides the respective Professional Growth Path and if the summative
performance level is Unsatisfactory or Basic, or Basic or Proficient.

Aligned Professional Learning
All instructional leaders’ Professional Growth Paths should include aligned professional learning
tailored to meet their individual growth needs.
Other Systemic Differentiated Supports
Best practice would include other systemic differentiations in order to support instructional leaders in
their professional growth; in other words, depending on what Professional Growth Path an instructional
leader is on, other parts of the evaluation and support systems should differ to accommodate an
instructional leader’s growth needs.
It is highly recommended that additional supports be provided for instructional leaders with Directed or
Consulting Professional Growth Paths. Additionally, it is important to differentiate supports for
instructional leaders who are meeting or exceeding standards. Some local customizations could
include, but are not limited to:
• Frequency/duration of check-in meetings with evaluator
• For SLG Goals focused options, additional training may be necessary on how to set strong
SLG goals, how to utilize assessment data, how to progress monitor, etc.
• Number of professional growth goals
• Number of observations (for example, more observations and/or longer observations, if desired
or as needed, as the level of plan becomes more supported or directed)
• Number of artifacts for performance level substantiation
• Participation in a mentorship program (as a mentor or mentee) or participation in peer
observation structures for formative feedback
• Length of or required number of professional goals could change and adapt based on needs,
etc.
• Self-reflection practices (self-assessment, reflection, etc.)
• Frequency/medium of aligned professional learning opportunities (as identified via rubric)
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Table 6. Scoring Professional Practice/Responsibility Goal (PPRG)

Unsatisfactory
Educator Growth

Rigor

Responsiveness

Revised: July 2015

Basic

Proficient

Distinguished

The Educator
demonstrates little or no
effort toward professional
growth over the course of
the academic year.
The Educator’s
professional goal(s) are
not rigorous.

The Educator
demonstrates some
professional growth but
does not meet the
established goal.
The Educator makes little
effort to set a rigorous
professional growth goal
as a part of the goal
setting process.

The Educator
demonstrates professional
growth that meets the
established goal.

The Educator
demonstrates professional
growth that exceeds the
established growth goal.

The Educator establishes a
rigorous goal as a part of
the professional growth
goal setting process.

The Educator does not
complete the professional
goal setting process.

The Educator makes little
effort to adjust strategies
throughout the school
year as a part of the
professional growth goal
setting process.

The Educator monitors
their progress, adjusting
strategies as needed as a
part of the professional
goal setting process.

The Educator establishes
rigorous goals as a part of
the professional growth
setting process. The
Educator connects their
goal(s) to essential
standards and chooses
quality assessments in
order to determine
student or staff growth
related to their
professional growth goal.
The Educator continuously
monitors their progress,
adjusting strategies as
needed as a part of the
goal setting process. The
Educator continually
connects learning to the
identified standards and
the assessments that will
be used to determine their
professional growth.
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Evaluation System Glossary of Terms
Conference: It is understood that accurately evaluating an instructional leader’s performance is much more than observing
an administrator in their building. Information about many of the standards can only be obtained through professional
conversations and conferences with instructional leaders.
Contract Administrator. Any administrator that has completed three successful years as a Probationary administrator in
Lincoln County School District. Contract administrators by state law have a three-year contract with the district that is up for
extension annually by the school board.
Formal Observation: A formal observation is a scheduled building visit by a supervisor that includes a pre-conference to
discuss an observable task, an observation of the full task and a post-conference to discuss the observation. The
administrator will be given written feedback from the supervisor. Formal observations will occur at least once a year for all
Probationary administrators and will be a component in a Program of Assistance for Improvement for contract
administrators. However, they can occur for any administrator any time a supervisor deems necessary.
Formative Assessment: Formative assessments occur during an instructional unit. Formative assessments are used to
inform and guide instruction.
Informal Observation: An informal observation is an unannounced visit by an evaluator where data is collected around the
administrator standards. A follow-up conversation is required between the administrator being observed and the evaluator.
On-Year: An On-Year is a school year where an administrator is formally observed and evaluated on the Summative
Evaluation Form. Every year is an On-Year for Probationary administrators, and one year out of two is an On-Year for
Contract administrators.
Off-Year: An Off-Year is a school year where an administrator is informally observed and will self-evaluate on the Informal
Evaluation Form. One year out of two is an Off-Year for Contract administrators.
Performance Levels: Performance levels are used throughout this evaluation system. Levels used to rate teachers on the
standards are based on the following scale: Unsatisfactory, Basic, Proficient, and Distinguished. It is important to realize that
through this system defines how to evaluate administrators according to standards, determinations about administrator
performance can also be made according to state law, and there are incidents when state law would supersede this
evaluation system.
The descriptors for the performance levels are as follows:
♦ Unsatisfactory (1): Does not meet standards; performs below the expectations for good performance under this
standard; requires direct intervention and support to improve practice.
♦ Basic (2): Making sufficient progress toward meeting this standard; meets expectations for good performance most
of the time and shows continuous improvement; expected improvement through focused professional learning and
growth plan.
♦ Proficient (3): Consistently meets expectations for good performance under this standard; demonstrates effective
practices and impact on student learning; continues to improve professional practice through ongoing professional
learning.
♦ Distinguished (4): Consistently exceeds expectations for good performance under this standard;
demonstrateshighly effective practices and impact on student learning; continued expansion of expertise
through professional learning and leadership opportunities.
Performance Standards: State law requires each district to establish performance standards that will be used to evaluate
administrator performance. The Lincoln County School District Teacher Instructional Leader System has 6 performance standards
and the 24 components of these standards are used to set goals for administrator performance.
Probationary Administrator: Any administrator in their first three years of teaching in any district in Oregon.
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Plan of Assistance for Improvement: When an administrator has an unsatisfactory evaluation or standards review, the
administrator is placed on a Plan of Assistance for Improvement. The Plan of Assistance is formal and involves the District and
Association. If an administrator does not improve through the Plan of Assistance, they will not be recommended for rehire to the
School Board.
Summative Evaluation: The supervisor completes the Summative Evaluation by evaluating an administrator’s performance on the
instructional leader standards. When completing the Summative Evaluation, each standard is evaluated as a whole. Extended
definitions on all of the standards including guiding questions, and evidence to look for can be found on the rubric pages of this
manual.
Summative Assessment: Summative assessment occurs at the end of an instructional unit or period of time.
Temporary Administrator: Any administrator 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 administrator.
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TalentEd Perform Tips

~ Talent&£
Perform~

TalentEd Perform is the district’s online evaluation system. All teachers and evaluators have access to the appropriate
forms for their evaluation cycle. Below are a few tips to help in navigating Perform.



”Save Progress” means saving draft. Only the person responsible for the form has access to it with this function.



”Save and Submit” means finalizing document and sending to reviewer/approver.



The SLGG forms have an approval process: 1) Teacher submits; 2) Evaluator reviews and approves or sends back
for revisions. If sent back for revisions the teacher will receive an email that revisions are needed. 3) Teacher signs.



Weekly email reminders are sent for any incomplete forms or if a signature is needed.



If you are unable to see forms make sure you are in the right school year. If you are looking for completed forms
check on the “History” button towards the top of page.



To attach artifacts within each form, there is a capability to attach up to three documents. Contact the Human
Resources Department if you need to attach more documents. The Britelocker module (Artifact Portfolio) is
available from TalentEd Perform as an option for your collection of evidence system.



If you need a form unlocked after a form has been submitted or have other access issues contact the Human
Resources Department, 541-265-4422.
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Administrator Self-Reflection (Administrator Completes)
Please provide feedback regarding your personal outlook on your administrative leadership.

Standard 1: Visionary Leadership
The educational leader has the knowledge, ability and cultural competence to improve learning and achievement to ensure success of all
students by facilitating the development, articulation, implementation and stewardship of a school or district vision of learning supported
by the school community.

I

II

Unsatisfactory

•

A. Collaboratively
develops and
implements a
shared vision and
mission

The vision or
mission for the
school and what the
school stands for is
not fully developed.

B. Collects and
uses data to
identify goals,
assess
organizational
effectiveness and
promote
organizational
learning

Inconsistently
uses data to assess
the school’s
strengths and areas
for improvement to
inform the creation
of focused,
measureable
school and district
goals. Decisions
are not always
data-driven.

C. Creates and
implements plans
to achieve goals

D. Promote
continuous and
sustainable
improvement
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Basic

I

•

The majority of staff
and students
understand the vision
and mission of the
school.

•

•

Staff have little
understanding of
goals or effective
methods or
activities to achieve
them.

•

Does not
develop effective
plans and
processes for
implementing the
vision.

•

Uses data to
accurately assess the
school’s strengths and
areas for improvement
to inform the creation of
focused, measureable
school and district
goals.

•

Proficient

•

All staff and
students understand the
vision and mission of
the school. The vision
and mission guide
school practices.

•

Actively uses data
to accurately assess the
school’s strengths and
areas for improvement
to inform the creation of
focused, measureable
school and district
goals.

•

School and staff
goals are
communicated
effectively and methods
and activities to achieve
goals are well
understood by most
staff.

School and staff
goals are
communicated
effectively and methods
and activities to achieve
goals are well
understood and
implemented by all staff.

•

•

Develops plans and
processes for
implementing the vision
by doing some of the
following: articulating
the vision and related
goals, encouraging
challenging standards,
facilitating collegiality
and teamwork, ensuring
appropriate use of
student assessments,
supporting innovation,
delegation of

Develops plans and
processes for
implementing the vision
by doing all of the
following: articulating
the vision and related
goals, encouraging
challenging standards,
facilitating collegiality
and teamwork, ensuring
appropriate use of
student assessments,
supporting innovation,
delegation of

Distinguished

•

Characteristics and
qualities of the school’s
mission and vision are
highly evident throughout
the school community. The
vision and mission drive
school practices.

•

Actively uses, and
empowers others in the
use of data to accurately
assess the school’s
strengths and areas for
improvement to inform the
creation of focused,
measureable school and
district goals as evidenced
by student achievement.

•

School and staff goals
are communicated
effectively and staff are
motivated and empowered
to implement methods and
activities to achieve goals.

•

Develops plans and
processes for
implementing the vision by
doing all of the following:
articulating the vision and
related goals, encouraging
challenging standards,
facilitating collegiality and
teamwork, ensuring
appropriate use of student
assessments, supporting
innovation, delegation of
responsibility, developing
leadership in others, and
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I

•

E. Monitors and
evaluates
progress and
revises plans
accordingly

Does not use
multiple data
sources to evaluate
educator and
school
performance.
Occasionally
provides educator
teams with
disaggregated data
and assists faculty
in identifying areas
that need additional
support.

responsibility,
developing leadership in
others, and securing
needed resources.

•

Uses multiple data
sources to evaluate
educator and school
performance.
Occasionally provides
educator teams with
disaggregated data and
assists faculty in
identifying areas that
need additional support.

II

responsibility,
developing leadership in
others, and securing
needed resources.

•

Consistently uses
multiple data sources to
evaluate educator and
school performance.
Regularly provides
educator teams with
disaggregated data and
assists faculty in
identifying areas that
need additional support.

II

securing needed
resources amongst shared
leadership within a highly
motivated staff.

•

Engages staff in
consistently uses multiple
data sources to evaluate
educator and school
performance. Provides
educator teams with
disaggregated data and a
comprehensive diagnosis
leading to a
results-orientated strategic
plan.

Standard 2: Instructional Improvement
The educational leader has the knowledge, ability and cultural competence to improve learning and achievement to ensure success of all
students by promoting a positive school culture, providing an effective instructional program, applying best practice to student learning
and designing comprehensive professional growth plans for staff.

I

Unsatisfactory

I

A. Nurtures and
sustains a culture
of collaboration,
trust, learning and
high expectations.

B. Creates a
comprehensive,
rigorous and
coherent curricular
program.

C. Creates a
personalized and
motivating learning
environment for
students.
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•

Does not foster an
atmosphere of trust and
is unapproachable. Has
inconsistent
expectations for staff and
student performance.

•

Follows the current
curricular program.

•

Inconsistently
monitors the learning
environment for
students.

Basic

I

•

Fosters an
atmosphere of trust
and is approachable
by staff and students.
Has consistent
expectations for staff
and student
performance.

•

Monitors the
curricular program.

•

Monitors and
nurtures the learning
environment for all
students.

Proficient

I

Distinguished

•

Models
collaboration. Fosters
Fosters an
an atmosphere of trust
atmosphere of trust
and is approachable by
and is approachable by
staff and students. Staff
staff and students. Has
and students feel safe
consistently high
to take learning risks.
expectations for staff
Staff and students have
and student
consistently high
performance.
expectations for their
performance.

•

•

•

Models high
expectations of rigor for
all curricular programs.
Empowers staff to
monitor and improve
curriculum related to
teaching assignments.

•

Models a genuine
interest in the personal
success of every
student. Creates a
school culture which is
motivating for staff and
students.

Consistently and
effectively monitors the
curricular program to
ensure continued rigor.

Consistently and
effectively monitors
and nurtures the
success of every
student.

•
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I

•

D. Ensures the
development of
assessment and
accountability
systems to monitor
student progress .

Inconsistently
supports the PLC
process and often uses
the PLC time for other
needs.

E. Develops the
instructional and
leadership capacity
of staff .

Inconsistently
supports professional
development and
leadership opportunities.
Professional
development is
unconnected to student
or staff needs. PLC
meetings are not
effective, norms and
protocols are not
consistently followed.

•

•

Inconsistently
provides training on the
use of technologies for
the improvement of
instruction. Does not
model the effective use
of technology and best
practices as reflected in
staff meetings,
observations and
conversations.

F. Promotes the
use of the most
effective and
appropriate
technologies to
support teaching
and learning.

•

G. Monitors and
evaluates the
impact of
instruction

Inconsistently
monitors the quality,
fidelity, and rigor of
instructional practices.

•

Promotes and
supports the use of
PLC time to develop
common
assessments, create
interventions, and
develop rubrics.

•

Collaborates in
PLC meetings, links
professional
development to
student and staff
needs and actively
supports teachers in
their pursuit of
leadership
opportunities.

•

Seeks and
provides training on
the use of
technologies for the
improvement of
instruction. Models
the effective use of
technology and best
practices as reflected
in staff meetings,
observations and
conversations.

•

Monitors the
quality, fidelity, and
rigor of instructional
practices.

•

Consistently and
effectively promotes
and supports the use of
PLC time to develop
common assessments,
create interventions,
and develop rubrics.

•

Consistently and
effectively collaborates
in PLC meetings, links
professional
development to
student and staff needs
and actively supports
teachers in their pursuit
of leadership
opportunities.

•

Consistently and
effectively seeks and
provides training on the
use of technologies for
the improvement of
instruction. Models the
effective use of
technology and best
practices as reflected
in staff meetings,
observations and
conversations.

•

Consistently and
effectively monitors the
quality, fidelity, and
rigor of instructional
practices.

•

Consistently and
effectively promotes
and supports the use of
PLC time to develop
common assessments,
create interventions,
and develop rubrics, as
evidenced by student
achievement.

•

Consistently and
effectively collaborates
in PLC meetings, links
professional
development to student
and staff needs and
empowers teachers to
pursue leadership
opportunities.

•

Consistently and
effectively seeks and
provides training on the
use of technologies for
the improvement of
instruction. Is an
example of the
effective use of
technology and best
practices as reflected in
staff meetings,
observations and
conversations.

•

Consistently and
effectively monitors the
quality, fidelity, and
rigor of instructional
practices and
empowers staff to do
the same.

Standard 3: Effective Management
The educational leader has the knowledge, ability and cultural competence to improve learning and achievement to ensure success of all
students by managing the organization, operations and resources in a way that promotes a safe, efficient and effective learning
environment.

I

II
A. Obtains,
allocates, aligns
and efficiently uses
Revised: July 2015

Unsatisfactory

•

Resource
allocations may not
align with the vision

II

Basic

•

Resource
allocations are
aligned with the

II

I

Proficient

II

•

Resource
allocations are
prioritized to align with

11

Distinguished
Resource allocations
and expenditures enhance
and
promote the school’s
•
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I

human, fiscal and
technological
resources.

for the school.
Resources are not
used effectively and
responsibly.

B. Promotes and
protects the
welfare and safety
of students and
staff

C. Ensures teacher
and organizational
time is focused to
support quality
instruction and
student learning.

vision for the school.
Resources are used
effectively and
responsibly.

•

•

Clearly
communicates
safety and behavior
expectations to staff
and students.
Reinforces
expectations.

Communicates
safety and behavior
expectations
inconsistently to staff
and students.

•

•

Instructional
time for core content
varies from
classroom to
classroom.

Instructional
time for core content
is consistent from
classroom to
classroom.

the school’s vision.
Resources are efficiently
and responsibly used.
The educational leader
is innovative in obtaining
additional resources.

vision. The educational
leader builds and promotes
staff capacity to obtain
additional resources which
directly impact student
achievement.

•

•

Clearly communicates
Clearly and
and collaborates with staff
consistently
and students in establishing
communicates safety
building safety plans and
and behavior
behavior guidelines that
expectations to staff and
promote student
students. Creates
achievement. Staff and
systems to reinforce
students can articulate the
expectations.
importance of expectations.

•

•

Ensures that
instructional time is
focused and protected to
support quality, intensity
and student learning.

Ensures that all
teacher and instructional
time is focused and
protected to support quality
instruction and student
learning. Engages staff in
planning instruction in order
to maximize time available
which leads to high levels of
student achievement.

Standard 4: Inclusive Practice
The educational leader has the knowledge, ability and cultural competence to improve learning and achievement to ensure success of all
students by collaborating with families and other community members, responding to diverse community interests and needs, and
mobilizing community resources in order to demonstrate and promote ethical standards of democracy, equity, diversity and excellence,
and to promote communication among diverse groups.

I

Unsatisfactory

II
A. Collects and
analyzes data
pertinent to
student equity
and achievement
gaps.

B. Understands
and integrates
the community’s
diverse cultural,
social and
intellectual
resources.

Revised: July 2015

•

Uses data
resources which do
not represent the full
picture of school
performance and does
not analyze the data
accurately.

•

Misunderstands
and/or inconsistently
integrates the
community’s diverse
cultural, social and
intellectual resources.

Basic

I

•

Identifies and
uses multiple data
resources which
represent the full
picture of school
performance and
analyzes the data
accurately.

•

Understands and
integrates the
community’s diverse
cultural, social and
intellectual resources.

Proficient

I

•

Consistently and
effectively identifies and
uses multiple data
resources which
represent the full picture
of school performance
and analyzes the data
accurately.

•

Deeply
understands and
consistently integrates
the community’s diverse
cultural, social and
intellectual resources.

I

Distinguished

•

Consistently and
effectively identifies and
uses multiple data
resources which
represent the full picture
of school performance
and analyzes the data
accurately. The results
have a direct impact on
student achievement.

•

Deeply understands
and consistently includes
staff and students in
integrating the
community’s diverse
cultural, social and
intellectual resources.
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C. Builds and
sustains positive
and productive
relationships with
all stakeholders
and involves
them in school
decision making
processes.

•

•

Rarely visible to
the public, staff and
students. No
partnerships exist to
support students and
staff. Leader is
unresponsive to
stakeholder needs and
does not involve them
in school decision
making.

Visible to the
public, staff and
students. Partnerships
exist to support
students and staff.
Leader is responsive
to stakeholder needs
and involves them in
school
decision-making
processes.

•

Highly visible to the
public, staff and
students. Partnerships
exist and are effective in
supporting students and
staff. Leader is
responsive to
stakeholder needs and
consistently involves
them in school
decision-making
processes.

•

Highly visible to the
public, staff and students.
Partnerships exist and are
effective in supporting
students and staff. Leader
is responsive to
stakeholder needs.
Proactively seeks
community partnerships
that effect student
achievement and school
decision-making.

Standard 5: Ethical Leadership
The educational leader has the knowledge, ability and cultural competence to improve learning and achievement to ensure success of all
students by acting with integrity, fairly, and in an ethical manner.

I

II
A. Demonstrates a
respect for the
rights of others with
regard to
confidentiality and
dignity and
engages in honest
interactions to
promote such
respect

Unsatisfactory

•

Occasionally
engages in
unprofessional
behavior.

•

B. Demonstrates
behaviors that are
honest, transparent
and consistent.

Lack of sound
judgment reflecting
integrity and
fairness and/or
does not
adequately protect
student, family,
and/or staff
confidentiality.

Basic

II

•

Maintains
appropriate
confidentiality and
integrity.

•

Generally
exercises sound
judgment reflecting
integrity and fairness
with occasional
lapses in judgment
and/or does not
always protect
student, family, and
staff confidentiality
appropriately.

Proficient

Distinguished

Maintains a
professional demeanor,
demonstrates integrity,
models ethical behavior,
and contributes to the
profession.

Is a role model who
consistently demonstrates
integrity, fairness, and
ethical behavior;
proactively contributes to
the development of others
and provides service to the
profession.

I

•

•

Reliably exercises
sound judgment
reflecting integrity and
fairness; protects
student, family, and staff
confidentiality
appropriately; and has
the same expectations for
staff.

•

C. Ensures a
system of
accountability for
every student’s
academic and
social success
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•

Supports staff
and families to
identify student
needs and
necessary support
systems resulting in
minimal success.

•

Works with staff
and families to
identify student
needs and
necessary support
systems, resulting in
student success.

Models the
identification of each
student’s academic,
social, emotional and
behavioral needs.
Collaborates with families
to effectively address
student needs and
prevent further
challenges, connecting
students with a network
of resources within and
outside the school,
resulting in student

•

•

Is a model of sound
judgment reflecting
integrity and fairness;
protects student, family,
and staff confidentiality
appropriately. Has the
same expectations for
staff.

•

Models the
identification of each
student’s academic, social,
emotional and behavioral
needs. Empowers staff,
students and families to
effectively address student
needs and prevent further
challenges, connecting
students with a network of
resources within and
outside the school,
resulting in high levels of
student achievement.
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success.

II
Standard 6: Socio-Political Context

The educational leader has the knowledge, ability and cultural competence to improve learning and achievement to ensure success of all
students by understanding, responding to and influencing the larger political, social, economic, legal and cultural context.

I

II
A. Advocates for
children and
families

Unsatisfactory

•

Advocates for
children and
families with
inconsistent
results.

•

B. Acts to
influence local,
district, state and
national
decisions
affecting student
learning.

Attends to
local factors (within
the school or
district) that
influence student
success.

C. Accesses,
analyzes and
anticipates
emerging trends
and initiatives in
order to adapt
leadership
strategies

Is aware of
emerging trends
but does not adjust
leadership
strategies
accordingly.
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•

Basic

II

•

Advocates for
children and families
resulting in some
student successes

•

Attends to local
factors (within the
school and district)
that influence student
success, and is
aware of larger
political, social or
economic context.

•

Is aware of
emerging trends and
makes attempts to
adjust leadership
strategies
accordingly.

Proficient

I

•

Models advocacy
for children, families
resulting in student
successes.

•

Attends to and
takes an active role in
political, social,
economic, legal and
cultural factors and their
influence on school and
student success.

•

Has a complete
understanding of
emerging trends and is
able to successfully
adapt leadership
strategies to maximize
effects on student
learning.

Distinguished

•

Empowers staff, children,
families to advocate for
themselves resulting in high
levels of student achievement.

•

Attends to and takes an
active role in terms of studying
the factors and their influence
on student success, taking an
active advocacy role and
leading efforts to influence a
change in the factors through
funding, legislation or
educating others.

•

Has an in-depth
understanding of emerging
trends and is able to effectively
adapt leadership strategies. Is
a catalyst for positive change
in the district.
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LINCOLN COUNTY SCHOOL DISTRICT
STUDENT LEARNING & GROWTH (SLG) GOAL SETTING TEMPLATE
(Administrator Completes)

Administrator
School
Supervisor
Assignment
Goal Type




Elementary
Individual Goal



Middle School



Team Goal



High School

Content Standards/Skills

Based on the relevant content and skills
students should know or be able to do at the
end of the course/class, a clear statement of a
specific area of focus is selected. These
should be specific state or national standards (a
statement such as “Common Core State
Standards in Math” is not specific enough).

Assessments
Describe how student learning and growth
will be measured. Assessments must be
aligned to state or national standards and
meet state criteria. (See Instructional
Leader Evaluation & Accountability
Handbook for more information.)

Context

(Include number of students, gender, race/ethnicity,
socioeconomic status, diverse learners, contact time)

Description of the demographics and learning
needs of all students in the class or course. This
should include relevant information that could
include, but is not limited to: the number of
students and their gender, race/ethnicity,
socioeconomic status, and any students with
diverse learning needs (e.g., EL, IEP, 504 plans).
For those educators who do not meet with
students on a regular basis, including contact
time (e.g., one 50 minute period per day, two
90 minute blocks per week, etc.) provides
additional context for the goals developed by
the educator. The context will affect the
development of your tiered targets and
instructional strategies.

Initial Conference

Baseline Data

(Summary of student strengths and weaknesses
based on data analysis)

•
•
•
•

What information did I use to set my goal?
What are the learning needs of the
students?
What are the leadership needs and who
are the stakeholders?
Attach supporting data.

Revised: July 2015

P a g e | 40

Student Growth Goal (Targets)

(Goals must address growth for all students, not
proficiency)

•

•
•

Considering all available data and content
requirements, what growth target(s) can
the students be expected to reach?
What assessments(s) will be used to
measure student growth for this SLGG?
Describes rigorous yet realistic growth
goals or targets for student
achievement that are developmentally
appropriate. The targets should be
rigorous yet attainable. The target can
be tiered for specific students in the
class/course to allow all students to
demonstrate growth.

Rationale

(Describe how the focus of the goal was determined)

Strategies

(Include strategies used by the educator to support
meeting the needs for student growth)

•
•
•
•

How will I attain this goal?
What specific actions will lead to goal
attainment?
What specific strategies will the
administrator incorporate into his/her
professional practice?
Describes the instructional strategies the
educator will use relevant to learning
specific content and skills to accomplish
the goal. These strategies can be adjusted
throughout the year based on data about
student progress.

Professional Learning & Support

(Identify areas of additional learning and support
needed by the educator to meet SLG)

•
•
•
•
•

What professional development will help
me accomplish my goal?
How has my self-assessment and
evaluation informed my professional
development needs?
How might I team with colleagues in
professional development toward my
goal?
How will my professional development
impact my student growth goal?
Opportunity for the educator to identify
areas of additional learning and support
needed to meet student learning and
growth goals. Self-reflection and
identification of professional learning
needs can help focus efforts to provide
meaningful professional learning
opportunities to educators.

Administrator Signature:
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Date:

I I

Supervisor Signature:

I

Date:

P a g e | 41

Collaborative Mid-Course Data
Review
•
•

What progress has been made?
Attach supporting data

Mid-Course Review

Strategy Modification
•
•

What adjustments need to be made to
my strategies?
Is there new information that impacts
reaching the SLGG?

Implications for Professional
Growth
•
•
•

Has my professional growth to date
been relative?
How has my professional growth
impacted student learning?
Have my professional growth needs
changed?

Administrator Signature:

I

Date:

I

Supervisor Signature:

I

Date:

End-of-Year Data

Post-Conference

•
•

What does the end of the year data
show?
Attach data

Reflection on Results
•

Overall, what worked, or what should be
refined?

Professional Growth Plan
Implications
•

How can I use the results from my goals
and my self-assessment to support my
continued professional growth?

Administrator Signature:
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I

Date:

I

Supervisor Signature:

I

Date:
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Professional Practice/Responsibility Goal (PPRG) Template
(Administrator Completes)
Administrator
School
Supervisor
Assignment
Goal Type







Elementary
Individual Goal

Middle School
Team Goal



High School

PROFESSIONAL PRACTICE OR
PROFESSIONAL RESPONSIBILITY GOAL
(PPRG)
•
What do I want to change about my
instruction that will effectively impact
student learning?
•
What is my personal learning
necessary to make that change?
•
What are my measures of success?
•
What resources and support do I
need to meet my Professional
Growth Goal?
Administrator Signature:

I

Date:

Supervisor Signature:

I

Date:

End-of-Year

Mid-Course Review

Collaborative Mid-Course Data Review
•
•

What progress has been made?
Attach supporting data

Strategy Modification
•
•

What adjustments need to be made to my
strategies?
Is there new information that impacts reaching
the PPRG?

Administrator Signature:

I

Date:

I

Supervisor Signature:

I

Date:

Reflection on Results
•

Overall, what worked, or what should be
refined?

Administrator Signature:
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Date:

Supervisor Signature:

Date:
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Instructional Leader Informal and Formal Observation
(Evaluator completes)
SCRIPTING:

STANDARD 1: VISIONARY LEADERSHIP
1. Does the educational leader establish high and measurable expectations for all students and educators?
2. Does the educational leader facilitate a process of creating a shared vision, mission, and goals?
3. Does the educational leader sustain strong organizational commitment to vision, mission and goals
aimed at continuous improvement?

I Strength II Growth I
A. Collaboratively develops and implements a shared vision and mission.
B. Collects and uses data to identify goals, assess organizational effectiveness and
promote organizational learning.
C. Creates and implements plans to achieve goals.
D. Promote continuous and sustainable improvement.
E. Monitors and evaluates progress and revises plans accordingly.

~[!]

~~

~[!]
~[!]
~[!]

STANDARD 2: INSTRUCTIONAL IMPROVEMENT
1. Does the educational leader ensure strong professional cultures that support teaching and learning?
2. Establishes clear goals and keeps those goals in the forefront of the school’s attention.
3. Does the educational leader require all educators to know and use Oregon Core Curriculum, and current
Oregon Effective Teaching Standards (INTASC)?
4. Does the educational leader implement appropriate systems of assessment and accountability?

I Strength II Growth I
A. Nurtures and sustains a culture of collaboration, trust, learning and high
expectations.
B. Creates a comprehensive, rigorous and coherent curricular program.
C. Creates a personalized and motivating learning environment for students.
D. Ensures the development of assessment and accountability systems to monitor
student progress .
E. Develops the instructional and leadership capacity of staff
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~~

~[!]
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F. Promotes the use of the most effective and appropriate technologies to support
teaching and learning.

I~=====~~
G. Monitors and evaluates the impact of instruction

~[!]

STANDARD 3: EFFECTIVE MANAGEMENT
1. Educational leaders distribute responsibilities and supervise ongoing management structures and
practices to enhance teaching and learning.
2. Does the educational leader strategically allocate and align human, fiscal, technological, and physical
resources?
3. Does the educational leader protect the well-being and safety of students and staff?

I
A. Obtains, allocates, aligns and efficiently uses human, fiscal and technological
resources.
B. Promotes and protects the welfare and safety of students and staff.
C. Ensures teacher and organizational time is focused to support quality instruction
and student learning.

Strength

II

Growth

I

~~

~[!]

~~

STANDARD 4: INCLUSIVE PRACTICE
1. Does the educational leader collaborate with families and diverse community stakeholders to extend
programs, services, and outreach?
2. Does the educational leader respond and contribute to community interests and needs?
3. Does the educational leader maximize shared school and community resources to provide essential
services for students and families?

I
A. Collects and analyzes data pertinent to student equity and achievement gaps.
B. Understands and integrates the community’s diverse cultural, social and intellectual
resources.
C. Builds and sustains positive and productive relationships with all stakeholders and
involves them in school decision making processes.

Strength

II

Growth

I

~[!]

~~
~~

STANDARD 5: ETHICAL LEADERSHIP
1. Does the educational leader demonstrate appropriate, ethical, and legal behavior expected by the
profession?
2. Does the educational leader examine personal assumptions, values, beliefs, cultural competencies, and
practices in service of a shared vision, mission, and goals for student learning?
3. Does the educational leader perform the work required for high levels of personal effective leadership
performance, including acquiring new capacities needed to fulfill responsibilities?
Strength
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A. Demonstrates a respect for the rights of others with regard to confidentiality and
dignity and engages in honest interactions to promote such respect
B. Demonstrates behaviors that are honest, transparent and consistent.
C. Ensures a system of accountability for every student’s academic and social success

~~

~[!]
~[!]

STANDARD 6: SOCIO-POLITICAL CONTEXT
1. Does the educational leader demonstrate active participation in the school's local community?
2. Does the educational leader contribute to the larger arena of educational policy making?

I
A. Advocates for children and families
B. Acts to influence local, district, state and national decisions affecting student
learning.
C. Accesses, analyzes and anticipates emerging trends and initiatives in order to adapt
leadership strategies

Strength

II

Growth

~[!]

~~

DD

STRENGTH:

GROWTH:

SUMMARY:

Revised: July 2015
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Probationary Building Administrator Interim Evaluation
(Evaluator completes)
This step is an opportunity for the evaluator to provide evaluation feedback on an interim basis, in order to
document the recommendation to renew or nonrenew a probationary building administrator's contract prior
to the March 15 deadline. This collaborative review and discussion of the instructional leader's professional
practice will be based on a collection of evidence (ie, formal and informal observations, student data,
portfolio artifacts portfolio, etc.).
Standard 1: Visionary Leadership
The educational leader has the knowledge, ability and cultural competence to improve learning and
achievement to ensure success of all students by facilitating the development, articulation, implementation
and stewardship of a school or district vision of learning supported by the school community.
Comments/Progress/Reflections: *

Standard 2: Instructional Improvement
The educational leader has the knowledge, ability and cultural competence to improve learning and
achievement to ensure success of all students by promoting a positive school culture, providing an effective
instructional program, applying best practice to student learning and designing comprehensive professional
growth plans for staff.
Comments/Progress/Reflections: *

Standard 3: Effective Management
The educational leader has the knowledge, ability and cultural competence to improve learning and
achievement to ensure success of all students by managing the organization, operations and resources in a
way that promotes a safe, efficient and effective learning environment.
Comments/Progress/Reflections: *

Standard 4: Inclusive Practice
The educational leader has the knowledge, ability and cultural competence to improve learning and
achievement to ensure success of all students by collaborating with families and other community
members, responding to diverse community interests and needs, and mobilizing community resources in
order to demonstrate and promote ethical standards of democracy, equity, diversity and excellence, and to
promote communication among diverse groups.
Comments/Progress/Reflections: *

Standard 5: Ethical Leadership
The educational leader has the knowledge, ability and cultural competence to improve learning and
achievement to ensure success of all students by acting with integrity, fairly, and in an ethical manner.
Comments/Progress/Reflections: *

Revised: July 2015
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Standard 6: Socio-Political Context
The educational leader has the knowledge, ability and cultural competence to improve learning and
achievement to ensure success of all students by understanding, responding to and influencing the larger
political, social, economic, legal and cultural context.
Comments/Progress/Reflections: *

Recommendations/Additional Comments
CONTRACT RECOMMENDATION
Renewal
Non-Renewal
Dismissal
COMMENTS
(Evaluator: Please provide complete narrative for basis of recommendation. You may upload appropriate
documents as evidence or make reference to evidence in the evaluation process) *

Revised: July 2015
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Administrator On-Year Evaluation

(Evaluator Completes)

The evaluator completes this form at the end of the evaluation cycle. Please note the following:
Distinguished = 4 Proficient = 3 Basic = 2 Unsatisfactory = 1

Professional Practice and Professional Responsibilities (Y-Axis)
Standard 1: Visionary Leadership
The educational leader has the knowledge, ability and cultural competence to improve learning and achievement to
ensure success of all students by facilitating the development, articulation, implementation and stewardship of a school
or district vision of learning supported by the school community.

STANDARD 1: VISIONARY LEADERSHIP
Indicators: A/ •Site council/Staff meeting minutes •Parent/Community/staff surveys •Community
meetings/outreach •Website/Publication •Communication •100-day plan B/ •Data included in administrator
SLO •Visible alignment between school goals and data (SIP) •Data team meetings •PLC/PD •100-day plan C/
•Shares with stakeholders at community meetings •Staff meeting minutes re: goals, planning, progress, etc.
•Site Council •100-day plan D/ •Staff/PLC agendas •Data team observations •Distributed leadership/PD for
developing leadership capacity •Long-term budget planning •Staffing/master schedule planning •100-day plan
E/ •Progress monitoring/Benchmark testing •Staff/PLC agendas •Mid-year SLO conferencing •Data teams •PLC
•Staff Observation

Unsatisfactory

A.
Collaboratively
develops and
implements a
shared vision
and mission

•

The vision or
mission for the
school and what
the school stands
for is not fully
developed.

Basic

•

The majority of
staff and students
understand the
vision and mission
of the school.

Proficient

•

All staff and
students
understand the
vision and mission
of the school. The
vision and mission
guide school
practices.

•

B. Collects and
uses data to
identify goals,
assess
organizational
effectiveness
and promote
organizational
learning
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Distinguished

•

Characteristics
and qualities of the
school’s mission and
vision are highly
evident throughout the
school community. The
vision and mission
drive school practices.

Inconsistently
uses data to
Actively uses, and
assess the
empowers
others in
school’s
Uses data to
Actively uses
the
use
of
data to
strengths and
accurately assess
data to accurately
accurately
assess
the
areas for
the school’s
assess the school’s
school’s
strengths
and
improvement to strengths and areas strengths and areas
areas for improvement
inform the
for improvement to
for improvement to
to inform the creation
creation of
inform the creation
inform the creation
of focused,
focused,
of focused,
of focused,
measureable
school
measureable
measureable school measureable school
and
district
goals
as
school and
and district goals.
and district goals.
evidenced
by
student
district goals.
achievement.
Decisions are not
always
data-driven.

•

•

•
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C. Creates and
implements
plans to achieve
goals

•

Staff have
little
understanding of
goals or effective
methods or
activities to
achieve them.

•

School and
staff goals are
communicated
effectively and
methods and
activities to achieve
goals are well
understood by most
staff.

•

D. Promote
continuous and
sustainable
improvement

Revised: July 2015

School and
staff goals are
communicated
effectively and
methods and
activities to achieve
goals are well
understood and
implemented by all
staff.

•

School and staff
goals are
communicated
effectively and staff are
motivated and
empowered to
implement methods
and activities to
achieve goals.

•

•

•

•

Develops plans
Develops plans
Develops plans
and processes for
and processes for
and processes for
implementing the
implementing the
implementing the
vision by doing
vision by doing all of
vision by doing all of
some of the
the following:
the following:
following:
articulating the
articulating the vision
articulating the
vision and related
and related goals,
vision and related
goals, encouraging
encouraging
goals, encouraging
challenging
challenging standards,
challenging
Does not
standards,
facilitating collegiality
standards,
develop effective
facilitating
and teamwork,
facilitating
plans and
collegiality and
ensuring appropriate
collegiality and
processes for
teamwork, ensuring
use of student
teamwork, ensuring
implementing the
appropriate use of
assessments,
appropriate use of
vision.
student
supporting innovation,
student
assessments,
delegation of
assessments,
supporting
responsibility,
supporting
innovation,
developing leadership
innovation,
delegation of
in others, and securing
delegation of
responsibility,
needed resources
responsibility,
developing
amongst shared
developing
leadership in others,
leadership within a
leadership in others,
and securing
highly motivated staff.
and securing
needed resources.
needed resources.

•

•
E. Monitors and
evaluates
progress and
revises plans
accordingly

•

Does not use
multiple data
sources to
evaluate
educator and
school
performance.
Occasionally
provides
educator teams
with
disaggregated
data and assists
faculty in
identifying areas
that need

•

Uses multiple
data sources to
evaluate educator
and school
performance.
Occasionally
provides educator
teams with
disaggregated data
and assists faculty
in identifying areas
that need additional
support.

Engages staff in
Consistently
consistently uses
uses multiple data
sources to evaluate multiple data sources
educator and school to evaluate educator
and school
performance.
Regularly provides performance. Provides
educator teams with
educator teams with
disaggregated data
disaggregated data
and a comprehensive
and assists faculty
in identifying areas diagnosis leading to a
results-orientated
that need additional
strategic plan.
support.
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additional
support.
Average Score of Standard 1
Field value will be calculated upon Save Progress.
STANDARD 1 Evaluation Feedback:
Font Size ~
-

Standard 2: Instructional Improvement
The educational leader has the knowledge, ability and cultural competence to improve learning and
achievement to ensure success of all students by promoting a positive school culture, providing an effective
instructional program, applying best practice to student learning and designing comprehensive professional
growth plans for staff.

STANDARD 2: INSTRUCTIONAL IMPROVEMENT
Indicators: A/ •Observation of teacher feedback delivery •Observation notes •Staff survey/school climate
results •Talent-Ed comments •Staff request feedback on instructional practices B/ •Data/Learning teams
•Student data/evidence •Materials evaluations •Pacing guides/curriculum maps •Grade level alignment
(vertical/departmental) C/ •Student/parent/staff surveys •Recognition of student & staff achievement
(assemblies, PBIS, etc.) •Observation of interaction with students and staff D/ •100-day plan for
implementation of PD/PLC time •CFAs, common rubrics, meeting notes •Collaboratively scored work samples
•Progress monitoring schedule E/ •Staff/PLC agendas •Data team observations •Distributed leadership/PD for
developing leadership capacity •Provides building-and teacher-specific PD F/ •Pinnacle training
•Hardware/software training •Collaboration with district technology coach •Integrated use of technology in
meetings G/ •Talent-Ed evaluation cycle •iWalkthrough cohort •Program/curriculum observation rubrics, staff
generated observation rubrics

Unsatisfactory

•

Does not foster
A. Nurtures and
an atmosphere of
sustains a culture
trust and is
of collaboration,
unapproachable. Has
trust, learning and
inconsistent
high
expectations for staff
expectations.
and student
performance.

B. Creates a
comprehensive,
rigorous and
coherent
curricular
program.
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•

Follows the
current curricular
program.

Basic

•

Fosters an
atmosphere of
trust and is
approachable by
staff and students.
Has consistent
expectations for
staff and student
performance.

•

Monitors the
curricular program.

Proficient

Distinguished

•

Models
collaboration.
Fosters an
Fosters an
atmosphere of trust atmosphere of trust
and is
and is
approachable by
approachable by
staff and students. staff and students.
Has consistently
Staff and students
high expectations
feel safe to take
for staff and
learning risks. Staff
student
and students have
performance.
consistently high
expectations for
their performance.

•

•

Consistently
and effectively
monitors the
curricular program
to ensure
continued rigor.

•

Models high
expectations of
rigor for all
curricular
programs.
Empowers staff to
monitor and
improve curriculum
related to teaching
assignments.
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C. Creates a
personalized and
motivating
learning
environment for
students.

•

Inconsistently
monitors the learning
environment for
students.

•

Monitors and
nurtures the
learning
environment for all
students.

•

•

Consistently
and effectively
monitors and
nurtures the
success of every
student.

•

•

Models a
genuine interest in
the personal
success of every
student. Creates a
school culture
which is motivating
for staff and
students.

•

Consistently
and effectively
promotes and
supports the use of
PLC time to
develop common
assessments,
create
interventions, and
develop rubrics, as
evidenced by
student
achievement.

D. Ensures the
development of
assessment and
accountability
systems to
monitor student
progress .

Consistently
Promotes and
and effectively
supports the use of
promotes and
Inconsistently
PLC time to
supports the use of
supports the PLC
develop common
PLC time to
process and often
assessments,
develop common
uses the PLC time for
create
assessments,
other needs.
interventions, and
create
develop rubrics.
interventions, and
develop rubrics.

E. Develops the
instructional and
leadership
capacity of staff .

Inconsistently
Consistently
Consistently
supports professional
Collaborates
and effectively
and effectively
development and
in PLC meetings, collaborates in PLC collaborates in PLC
leadership
links professional
meetings, links
meetings, links
opportunities.
development to
professional
professional
Professional
student and staff
development to
development to
development is
needs and actively
student and staff
student and staff
unconnected to
supports teachers needs and actively
needs and
student or staff
supports teachers empowers teachers
needs. PLC meetings in their pursuit of
leadership
in their pursuit of
to pursue
are not effective,
opportunities.
leadership
leadership
norms and protocols
opportunities.
opportunities.
are not consistently
followed.

•
•

•

F. Promotes the
use of the most
effective and
appropriate
technologies to
support teaching
and learning.
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Inconsistently
provides training on
the use of
technologies for the
improvement of
instruction. Does not
model the effective
use of technology
and best practices as
reflected in staff
meetings,
observations and
conversations.

•

•

•

•

•

•

Seeks and
provides training
on the use of
technologies for
the improvement
of instruction.
Models the
effective use of
technology and
best practices as
reflected in staff
meetings,
observations and
conversations.

Consistently
Consistently
and effectively
and effectively
seeks and provides seeks and provides
training on the use training on the use
of technologies for of technologies for
the improvement of the improvement of
instruction. Models
instruction. Is an
the effective use of
example of the
technology and
effective use of
best practices as
technology and
reflected in staff
best practices as
meetings,
reflected in staff
observations and
meetings,
conversations.
observations and
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conversations.

G. Monitors and
evaluates the
impact of
instruction

•

Inconsistently
monitors the quality,
fidelity, and rigor of
instructional
practices.

•

Monitors the
quality, fidelity,
and rigor of
instructional
practices.

•

•

Consistently
Consistently
and effectively
and effectively
monitors the
monitors the
quality, fidelity, and
quality, fidelity, and rigor of instructional
rigor of instructional
practices and
practices.
empowers staff to
do the same.

Average Score of Standard 2
Field value will be calculated upon Save Progress.
STANDARD 2 Evaluation Feedback:
Font Size ~
-

Standard 3: Effective Management
The educational leader has the knowledge, ability and cultural competence to improve learning and
achievement to ensure success of all students by managing the organization, operations and resources in a
way that promotes a safe, efficient and effective learning environment.

STANDARD 3: EFFECTIVE MANAGEMENT
Indicators: A/ •Collaboration with district IT department •Long-term budget planning •Grant-writing •Area
meetings •Regular budget review B/ •Monthly safety meeting/drill schedule •Staff meeting minutes/agendas
•Core behavior instruction •Student/staff conversations •Collaboration with district and community partners
•Student/parent handbook C/ •Master schedule planning/bell schedule •Intervention schedule planning
•Observation notes

Unsatisfactory

A. Obtains,
allocates, aligns
and efficiently
uses human,
fiscal and
technological
resources.

B. Promotes and
protects the
welfare and
safety of
students and
staff
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•

Resource
allocations may
not align with the
vision for the
school. Resources
are not used
effectively and
responsibly.

•

Communicates
safety and
behavior
expectations
inconsistently to
staff and students.

Basic

Proficient

Resource
allocations are
aligned with the
vision for the
school.
Resources are
used effectively
and responsibly.

Resource
allocations are
prioritized to align
with the school’s
vision. Resources
are efficiently and
responsibly used.
The educational
leader is innovative
in obtaining
additional
resources.

•

•

Clearly
communicates
safety and
behavior
expectations to
staff and
students.
Reinforces
expectations.

•

•

Clearly and
consistently
communicates
safety and behavior
expectations to staff
and students.
Creates systems to
reinforce
expectations.

Distinguished

•

Resource
allocations and
expenditures enhance
and promote the
school’s vision. The
educational leader
builds and promotes
staff capacity to obtain
additional resources
which directly impact
student achievement.

•

Clearly
communicates and
collaborates with staff
and students in
establishing building
safety plans and
behavior guidelines
that promote student
achievement. Staff
and students can
articulate the
importance of
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expectations.

•

C. Ensures
teacher and
organizational
time is focused to
support quality
instruction and
student learning.

•

•

Instructional
time for core
content is
consistent from
classroom to
classroom.

Instructional
time for core
content varies
from classroom to
classroom.

Ensures that all
teacher and
instructional time is
focused and protected
Ensures that
to support quality
instructional time is
instruction and student
focused and
learning. Engages
protected to support
staff in planning
quality, intensity and
instruction in order to
student learning.
maximize time
available which leads
to high levels of
student achievement.

•

Average Score of Standard 3
Field value will be calculated upon Save Progress.
STANDARD 3 Evaluation Feedback:
~,
Font
Size
- ••l
-

Standard 4: Inclusive Practice
The educational leader has the knowledge, ability and cultural competence to improve learning and
achievement to ensure success of all students by collaborating with families and other community members,
responding to diverse community interests and needs, and mobilizing community resources in order to
demonstrate and promote ethical standards of democracy, equity, diversity and excellence, and to promote
communication among diverse groups.

STANDARD 4: INCLUSIVE PRACTICE
A/ •SIP •Benchmark/progress monitoring data •Staff/student/community surveys B/ •Cultural events integrated
into school day •Communication with local business/social/parent groups •Family nights representative of
entire school population C/ •Involvement in community events •Diverse site-council •Participate in
service/community organizations •Boosters

Unsatisfactory

•

A. Collects and
Uses data
analyzes data
resources which do
pertinent to
not represent the
student equity full picture of school
and
performance and
achievement
does not analyze
gaps.
the data accurately.

B.
Understands
and integrates
the
community’s
diverse
cultural, social
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•

Misunderstands
and/or
inconsistently
integrates the
community’s

Basic

Proficient

Identifies and
uses multiple data
resources which
represent the full
picture of school
performance and
analyzes the data
accurately.

Consistently
and effectively
identifies and uses
multiple data
resources which
represent the full
picture of school
performance and
analyzes the data
accurately.

•

•

Understands
and integrates the
community’s
diverse cultural,
social and
intellectual

•

•

Deeply
understands and
consistently
integrates the
community’s diverse
cultural, social and

Distinguished

•

Consistently and
effectively identifies
and uses multiple
data resources which
represent the full
picture of school
performance and
analyzes the data
accurately. The
results have a direct
impact on student
achievement.

•

Deeply
understands and
consistently includes
staff and students in
integrating the
community’s diverse

P a g e | 54

and intellectual
resources.

C. Builds and
sustains
positive and
productive
relationships
with all
stakeholders
and involves
them in school
decision
making
processes.

diverse cultural,
social and
intellectual
resources.

•

Rarely visible
to the public, staff
and students. No
partnerships exist
to support students
and staff. Leader is
unresponsive to
stakeholder needs
and does not
involve them in
school decision
making.

resources.

•

Visible to the
public, staff and
students.
Partnerships exist
to support students
and staff. Leader is
responsive to
stakeholder needs
and involves them
in school
decision-making
processes.

intellectual
resources.

•

Highly visible to
the public, staff and
students.
Partnerships exist
and are effective in
supporting students
and staff. Leader is
responsive to
stakeholder needs
and consistently
involves them in
school
decision-making
processes.

cultural, social and
intellectual resources.

•

Highly visible to
the public, staff and
students.
Partnerships exist
and are effective in
supporting students
and staff. Leader is
responsive to
stakeholder needs.
Proactively seeks
community
partnerships that
effect student
achievement and
school
decision-making.

Average Score of Standard 4
Field value will be calculated upon Save Progress.
STANDARD 4 Evaluation Feedback:
Font Size ~
-

Standard 5: Ethical Leadership
The educational leader has the knowledge, ability and cultural competence to improve learning and
achievement to ensure success of all students by acting with integrity, fairly, and in an ethical manner.

STANDARD 5: ETHICAL LEADERSHIP
Indicators: A/ •Staff/community surveys •Transparency in budgeting, staffing, schedule, etc. •Staff
meeting/site council minutes •Staff notebook/handbook, staff memos B/ •Staff/community surveys
•Transparency in budgeting, staffing, schedule, etc. •Staff meeting/site council minutes •Staff
notebook/handbook, staff memos C/ •SST meetings/process •Collaboration with SBHC, HELP, LCMH,LIFT,
etc. •Plan for translators/interpreters •Parent/teacher conferences •Family advocate role

Unsatisfactory
A. Demonstrates
a respect for the
rights of others
with regard to
confidentiality
and dignity and
engages in
honest
interactions to
promote such
respect
B. Demonstrates
behaviors that
are honest,
transparent and
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•

Occasionally
engages in
unprofessional
behavior.

•

Lack of
sound judgment
reflecting integrity
and fairness

Basic

•

Maintains
appropriate
confidentiality and
integrity.

•

Generally
exercises sound
judgment
reflecting integrity

Proficient

•

Maintains a
professional
demeanor,
demonstrates
integrity, models
ethical behavior, and
contributes to the
profession.

•

Distinguished

•

Is a role model
who consistently
demonstrates
integrity, fairness, and
ethical behavior;
proactively
contributes to the
development of others
and provides service
to the profession.

•

Reliably
Is a model of
exercises sound
sound judgment
judgment reflecting reflecting integrity and
integrity and fairness;
fairness; protects
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consistent.

and/or does not
adequately
protect student,
family, and/or
staff
confidentiality.

and fairness with
protects student,
student, family, and
occasional lapses
family, and staff
staff confidentiality
in judgment and/or
confidentiality
appropriately. Has the
does not always
appropriately; and
same expectations for
protect student,
has the same
staff.
family, and staff
expectations for staff.
confidentiality
appropriately.

•

•

C. Ensures a
system of
accountability for
every student’s
academic and
social success

Models the
Models the
identification of each
identification of each
student’s academic,
student’s academic, social, emotional and
social, emotional and
behavioral needs.
Supports
Works with
behavioral needs.
Empowers staff,
staff and families staff and families
Collaborates with
students and families
to identify student to identify student families to effectively to effectively address
needs and
needs and
address student
student needs and
necessary
necessary support needs and prevent
prevent further
support systems systems, resulting
further challenges,
challenges,
resulting in
in student
connecting students
connecting students
minimal success.
success.
with a network of
with a network of
resources within and resources within and
outside the school,
outside the school,
resulting in student resulting in high levels
success.
of student
achievement.

•

•

Average Score of Standard 5
Field value will be calculated upon Save Progress.
STANDARD 5 Evaluation Feedback:
Font Size ~
-

Standard 6: Socio-Political Context
The educational leader has the knowledge, ability and cultural competence to improve learning and
achievement to ensure success of all students by understanding, responding to and influencing the larger
political, social, economic, legal and cultural context.

STANDARD 6: SOCIO-POLITICAL CONTEXT
Indicators: A/ •Family advocate •Participate in Family advocacy meetings (Seashore, Family Promise, HELP,
LIFT, LCMH, Behrens Foundation, Angels Anonymous or other district, county or local agencies) B/ •COSA,
MWEC, Rotary, City Council, Boosters, Chamber of Commerce C/ •Attending conferences, sharing information
•Collaborating at area and grade level meetings •Knowledgeable/Share information from recent research,
articles, etc.

Unsatisfactory

Basic

Proficient

Advocates for
children and
families resulting
in some student
successes

Models
advocacy for
children, families
resulting in student
successes.

Empowers staff,
children, families to
advocate for themselves
resulting in high levels of
student achievement.

•

•

A. Advocates
for children and
families

Advocates
for children and
families with
inconsistent
results.

•

•

B. Acts to
influence local,
district, state

•

•
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Attends to
local factors

Attends to
local factors

•

Attends to and
takes an active role

Distinguished

•

Attends to and takes
an active role in terms of
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and national
decisions
affecting
student
learning.

C. Accesses,
analyzes and
anticipates
emerging
trends and
initiatives in
order to adapt
leadership
strategies

(within the school
or district) that
influence student
success.

(within the school
and district) that
influence student
success, and is
aware of larger
political, social or
economic context.

•

Is aware of
emerging trends
but does not
adjust leadership
strategies
accordingly.

•

Is aware of
emerging trends
and makes
attempts to adjust
leadership
strategies
accordingly.

in political, social,
economic, legal and
cultural factors and
their influence on
school and student
success.

•

Has a complete
understanding of
emerging trends and
is able to
successfully adapt
leadership
strategies to
maximize effects on
student learning.

studying the factors and
their influence on student
success, taking an active
advocacy role and
leading efforts to
influence a change in the
factors through funding,
legislation or educating
others.

•

Has an in-depth
understanding of
emerging trends and is
able to effectively adapt
leadership strategies. Is
a catalyst for positive
change in the district.

Average Score of Standard 6
Field value will be calculated upon Save Progress.
STANDARD 6 Evaluation Feedback:
Font Size AB y
--- V
Professional Practice/Professional Responsibilities (PP/PR) Goal *
Unsatisfactory

•

Administrator
Growth

The
Administrator
demonstrates little
or no effort toward
professional
growth over the
course of the
academic year.

Basic

•

The
Administrator
demonstrates
some professional
growth but does
not meet the
established goal.

Proficient

•

The
Administrator
demonstrates
professional
growth that meets
the established
goal.

Distinguished

•

The Administrator
demonstrates
professional growth that
exceeds the established
growth goal.

•

•

Rigor

Responsiveness
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The
Administrator's
professional
goals(s) are not
rigorous.

•

The

•

The
Administrator
makes little effort
to set a rigorous
professional
growth goal as a
part of the goal
setting process.

•

The

•

The
Administrator
establishes a
rigorous goal as a
part of the
professional
growth goal
setting process.

•

The

The Administrator
establishes rigorous
goals as a part of the
professional growth
setting process. The
Administrator connects
their goal(s) to essential
standards and chooses
quality assessments in
order to determine
student or staff growth
related to their
professional growth
goal.

•

The Administrator
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Administrator does
Administrator
Administrator
continuously monitors
not complete the
makes little effort
monitors their
their progress, adjusting
professional goal to adjust strategies
progress,
strategies as needed as
setting process.
throughout the
adjusting
a part of the goal setting
process. The
school year as a
strategies as
part of the
needed as a part Administrator continually
professional
of the professional connects learning to the
identified standards and
growth goal setting
goal setting
the assessments that
process.
process.
will be used to determine
their professional
growth.
Average Score of PP/PR Goal
Field value will be calculated upon Save Progress.
PP/PR Goal Evaluation Feedback:
Font Size ~,
--- V
Professional Practice & Professional Responsibilities: Numerical Score
Field value will be calculated upon Save Progress.
Professional Practice & Professional Responsibilities: Y-Axis Matrix Rating
Field value will be calculated upon Save Progress.
PP/PR Level Ranges
3.60 – 4.00 = 4 PP/PR
2.81 – 3.59 = 3 PP/PR
1.99 – 2.80 = 2 PP/PR
<1.99 = 1 PP/PR

Student Learning & Growth (X-Axis)
SLG Goal #1
NOTE: The SLG Goal scoring rubric was developed by representatives from OEA, ODE, &
Chalkboard. The District eliminated "approximate" language to be more clear. *
Distinguished - This
category applies when 90%
of students met their
target(s) & approximately
25% of students exceeded
their target(s). This
category should only be
selected when a substantial
number of students
surpassed the overall level
of attainment established
by the target(s). Goals are
very rigorous yet attainable,
and differentiated (as
appropriate) for all
students.

Proficient - This category
applies when 90% of
students met their
target(s). The bar for this
category should be high
and it should only be
selected when it is clear
that all or almost all
students met the overall
level of attainment
established by the
target(s). Goals are
rigorous yet attainable
and differentiated (as
appropriate) for all
students.

•

•
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Basic - This
category applies
when 70-89% of
students met their
target(s). Goals are
attainable but
might not be
rigorous or
differentiated (as
appropriate) for all
students.

•

Unsatisfactory - This
category applies when
less than 70% of
students meet their
target(s). If a substantial
proportion of students
did not meet their
target(s), the SLG was
not met. Goals are
attainable, but not
rigorous. This category
applies when results are
missing or incomplete.

•
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SLG #1 Evaluation Feedback
AB y
Font
Size
- V
SLG Goal #2
NOTE: The SLG Goal scoring rubric was developed by representatives from OEA, ODE, &
Chalkboard. The District eliminated "approximate" language to be more clear. *
Distinguished - This
category applies when 90%
of students met their
target(s) & approximately
25% of students exceeded
their target(s). This
category should only be
selected when a substantial
number of students
surpassed the overall level
of attainment established
by the target(s). Goals are
very rigorous yet attainable,
and differentiated (as
appropriate) for all
students.

Proficient - This category
applies when 90% of
students met their
target(s). The bar for this
category should be high
and it should only be
selected when it is clear
that all or almost all
students met the overall
level of attainment
established by the
target(s). Goals are
rigorous yet attainable
and differentiated (as
appropriate) for all
students.

•

•

SLG #2 Evaluation Feedback
Font
-Size
- ~

SLGG Calculation
Field value will be calculated upon Save Progress.
The Summative Evaluation Scoring Matrix
Distinguished
3
Proficient
2 or 3
Basic
2
Unsatisfactory
1
Unsatisfactory

Basic - This
category applies
when 70-89% of
students met their
target(s). Goals are
attainable but
might not be
rigorous or
differentiated (as
appropriate) for all
students.

Unsatisfactory - This
category applies when
less than 70% of
students meet their
target(s). If a substantial
proportion of students
did not meet their
target(s), the SLG was
not met. Goals are
attainable, but not
rigorous. This category
applies when results are
missing or incomplete.

•
3 or 4
3
2
1
Basic

•
4
3
2
1 or 2
Proficient

4
3
2 or 3
2
Distinguished

Y-Axis (PP/PR) is horizontal X-Axis (SLG) is vertical See page 60 of the Licensed Educator Handbook for more
information.

The Oregon Matrix was developed by representatives from OEA, ODE, & Chalkboard.
What is the administrator's Oregon Matrix Score? *
Use the calculated scores from above for the Professional Practice & Professional Responsibilities (Y-Axis) &
SLG Goal Score (X-Axis) to locate Matrix Rating Placement and choose from the drop-down menu.

Contract Recommendation:

r
r
r
r

Renewal Probationary
Non-Renewal Probationary
Extension Contract
Non-Extension Contract
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For more information about this handbook, contact:
Human Resources Director
541-265-4436
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