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BOARD OF EDUCATION 

POLICY STATEMENT 
ON 

TEACHER EVALUATION PROCESS 

"A program of systematic evaluation of employee performance is essential, 
both for determining fitness for retention as a member of the staff, and as a 
basis for guidance and assistance in improving competencies 'and 
performance. 

It is the expectation of the Board that new teachers will look upon the 
probationary years as a time when extensive development of teaching skills 
should occur and when the foundation for continuous growth should be 
established, and that each tenure teacher shall be continuously concerned 
with the evaluation of his own performance, with continuous professional 
growth, and with the increasingly effective use of all District instructional 
resources. Administrative evaluations shall reflect high standards of 
expectation for teacher performance. In keeping with the State law which 
empowers the Board to dismiss a probationary teacher for reasons it deems 
in good faith, sufficient, it shall not be required of administrators that they 
prove incompetence when not recommending a probationary teacher or a 
su bsequent contract. Teachers whose competence and performance do not, 
in the judgment of the administrative staff, meet the District's standards 
shall not be recommended for permanent status. 

Effective July I, 1980, the Performance Standards for District teachers and 
the Evaluation Process with respect to their services shall be governed by 
this policy and the "Portland School District Teacher Evaluation Process" 
described in Board Resolution No. X8508 adopted September 22, 1980, as 
thereafter amended from time to time. The Performance Standards 
described therein are subject to amendment only by the Board. The 
remaining sections, exclusive of the "Job Descriptions," but including all 
procedural steps described therein, 'are adopted by the Board, but are 
subject to amendment from time to time on the authority of the 
Superintendent. The content of the "J ob Descriptions" (with the exception 
of that for the Superintendent) are established on the authority of the 
Superintendent and are sUbject to amendment on that authority from time 
to time. 

The Superintendent shall supplement the Portland School District 
Teacher Evaluation Process booklet, above-described, with appropriate 
administrative directives and regulations as deemed necessary to 
implement the process." 
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GENERAL EFFECT 
OF 

STATUS OF ADOPTED EVALUATION PROCESS 

This booklet sets forth the process to be used in evaluating the 
performance of teachers employed by Portland Public Schools. This 
process has been developed and shall be implemented in compliance with 
the requirements of ORS 342.850, as amended by Chapter 598, Oregon 
Laws, 1979 (Senate Bill 354). 

PURPOSE OF EVALUATION 

The goal of evaluation is to improve the quality of instruction being 
provided to students of Portland Public Schools. The evaluation process is 
the fundamental basis used to identify exceptional performance, areas 
where performance can and should be improved, and marginal and 
substandard performance .. 

Persons involved in the evaluation process have a common goal of 
improvement of instruction and in the maintenance of standards for 
professional performance. The process of evaluation is most effective when 
both the teacher and the evaluator assume a major role and responsibility 
in the process. This is achieved through a cooperative effort which involves 
self-analysis by the· teacher and objective observations and 
recommendations by the evaluator. 

PROCEDURAL STEPS 

The. procedural steps in this evaluation process are intended to describe 
the annual cycle or cycles for evaluation of all permanent, probationary 
and temporary teachers and the system of more intense supervision is 
designed to focus on needed improvements because of marginal or 
substandard performance. The annual cycle will be typical for teachers and 
the more intensive supervisory procedures will be typical for those in need 
of such supervision. The performance of a teacher's function is continuous 
and, therefore, evaluation is necessarily a continuous ongoing process. 
With respect to an individual teacher, a dramatic event may occur or 
intervene presenting an identified need justifying an immediate decision to 
recommend non-renewal or dismissal. This could require variance from, or 
repetition of, portions of the cycle or make it unnecessary to complete the 
remaining portions of the cycle or some or all of the typical steps in the 
intensive evaluation process including any plan of assistance. In addition, if 
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a new significant identified need occurs after the annual cycle, the cycle can 
be modified to respond to the need. Principals will need to determine when 
such events have occurred justifying a variance from the procedures 
described herein. Incidental and daily monitoring of teachers can occur 
throughout the school year. . 

PROBATIONARY AND TEMPORARY TEACHERS 

Nothing in the evaluation process prescribed fn this booklet shall be 
interpreted as limiting the authority of the School Board to non-renew or 
discharge probationary or temporary teachers pursuant to the discretion 
delegated by law. 

TRANSITION PROVISION 

The evaluation process described in this booklet shall become effective 
July I, 1980. Nothing herein, however, shall invalidate or reduce the 
effectiveness of evaluations performed prior to July I, 1980 or modify the 
standards of performance applicable prior to the date. Should evaluations 
performed after July I, 1980 take into account prior events or performance, 
the standards of performance in effect at the time of such prior events, as 
well as the standards set forth in this booklet, shall be considered. 

PROCEDURES FOR TEACHER EVALUATION 

A. DISTRIBUTION OF MATERIALS. At the beginning ofthe school 
year, the principal or supervisor shall place in teachers' boxes or, in the 
absence thereof, otherwise make available a copy of this booklet on teacher 
evaluation to each teacher. As modifications or amendments of this 
booklet are received by the building or as newly elected teachers arrive, a 
similar distribution process shall be followed. A supply of this booklet and 
such modifications or amendments shall be maintained in the office of the 
principal or supervisor for teachers seeking copies. , 

B. PRE-EVALUATION INTERVIEWS. Prior to the commencement 
of formal observations by the principal or supervisor, the principal or 
supervisor and teacher will meet in a pre-evaluation interview. If such has 
not been done at a general orientation meeting or individual session 
attended by the teacher, then during such interview, the material pertaining 
to the evaluation, process will be reviewed. Applicable performance goals 
(generally one to five goals) will be established in such pre-evaluation 
interview and thereafter as appropriate. 
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C. OBSERVATIONS. There shall be at least one prescheduled 
observation for permanent teachers each year and at least three pre­
scheduled observations for probationary teachers each year. Additional 
scheduled or nonscheduled observations may be conducted as determined 
by the principal or supervisor, however, an unusually extensive number of 
observations should coincide with the use of a plan of assistance. Formal 
observations are intended to be a part of the scheduled evaluation cycle. 

D. POST-OBSERVATION CONFERENCE. The teacher may request 
a post-observation conference after each prescheduled observation. There 
shall be at least one post-observation conference prior to the completion of 
the required minimum formal evaluation reports described below. The 
purpose of this meeting will be to review the summary comments made by 
the evaluator and to provide such information to the teacher in a timely 
fashion. This should include any oral or written suggestions or directives 
for improvement or change or commendations for exemplary performance 
then or previously given. 

E. EVALUATION INTERVIEW. Prior to the due date of the required 
minimum formal evaluation reports described below, there shall be an 
evaluation interview. Issues addressed may be the same as or in addition to 
those that were discussed in the post-observation conference. At this time, 

. the teacher will be given a copy of the formal evaluation report which 
contains suggestions, directions, or commendations and the contents will 
be reviewed with the teacher by the principal or supervisor. A supervisor 
may mark the report that a teacher meets minimum standards in an area 
and still comment on needed improvement. When the form is marked 
"does not meet minimum standards" that indicates that the performance in 
that area is judged by the evaluator to be substandard. The teacher shall be 
available for such interview and shall sign a copy of the evaluation report at 
that time to signify receipt thereof. The teacher is entitled then or thereafter 
to make additional statements as provided by ORS 342.850. Administrative 
Regulation 500.81 (5) further provides: 

"If in the course of the formal conference on the written 
evaluation, either the teacher or administrator believes that the 
nature of the conference makes the presence of an objective 
observer appropriate, the conference may be postponed until the 
presence of a mutually selected, nonparticipating observer from 
the school staff is arranged. 

In the event no observer is mutually acceptable from the 
school staff, then one may be mutually selected from the District 
staff. The opportunity to select and request an observer shall not 
delay the evaluation conference more than two working days." 
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F. PLAN OF ASSISTANCE. A plan of assistance is a formal process of 
more intense supervision and assistance designed to focus on· needed 
improvements with respect to the District's Performance Standards. 
Normally the process is initiated by the principal or supervisor at the time 
of the evaluation interview unless a significant need is identified earlier. 

The determination of whether a plan of assistance is needed is based on 
the District's requirements. Since teachers may be reassigned into different 
situations and responsibilities, it is necessary that no specific limit is placed 
on the number or frequency of plans of assistance. On the other hand, 
initiation or continuation of a plan is not required when such would not 
materially affect the need for the services of the teacher. Thus, if the 
improvement sought by the plan would occur when the teacher would not 
be employed, the plan need not be initiated or continued. The following are 
examples: 

/. When, so far as it appears. the teacher wiIl not be reemployed (e.g .• 
temporary teachers completing the year for a regular teacher who will 
return in the ensuing year); or 

2. When the teacher is to be dismissed or laid off by reason of 
abolishment of position or reduction in staff. 

The plan of assistance shall include a description of any deficiencies 
found which are to be addressed by the plan. It will also include the specific 
desired improvement in performance that the teacher is expected to achieve 
and the specific actions that the teacher should take in order to attain the 
desired improvement. The teacher will be provided reasonable time to 
demonstrate improvement. 

G. NON·CLASSROOM ASSIGNMENTS. If the job assignment of a 
teacher includes a majority of time or a specific segment of time spent in 
activities other than direct classroom. instruction. the procedures for 
classroom observations will not apply thereto. but other arrangements for 
general observatons of the same minimum numbers and guidelines shall be 
made and the foregoing processes shall be applied as applicable. 

H. EVALUATION REPORTS. A formal evaluation report shall be 
made with respect to permanent teachers at least every other year by May I 
of the applicable year. The District plans by the 1981-82 school year to 
have implemented a schedule for evaluating permanent teachers every 
other year as a routine. (Any permanent teacher who transfers to another 
school or has his/her assignment substantially changed will be evaluated 
that year. More frequent evaluations may occur when a significant need 
exists.) The 1980-81 school year is being used by the District to move into 
such a routine evaluation schedule. Permanent teachers will be notified at 
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the beginning of the 80-81 year as to their individual status in this schedule. 
Formal evaluation, reports regarding probationary teachers shall be 
completed at least twice each year, by December 6 and March 1. At least 
every other year for permanent teachers and at least once each year for 
probationary teachers, such formal evaluation reports shall include 
completion of the State Board of, Education form. Such evaluations and 
additional formal evaluations may also utilize the special District form at the 
discretion of the' principal or supervisor. Both forms are included in the 
Appendix to this booklet. 

I. SUGGESTIONS AND DIRECTIVES. The principal or supervis'or 
is encouraged to provide other written or oral suggestions or directives for 
improvement or change as the occasion arises. 

PERFORMANCE STANDARDS 

The following performance standards shall apply to teachers. In some 
cases, the standard is set forth followed by indicators (in italics) which are 
notable examples of the general behavior required. The listed indicators 
are not intended to be exclusive or exhaustive. 

A. THE COMPETENT TEACHER. The competent teacher 
demo,nstrates a commitment to: 

I.' Recognize the worth and dignity of all persons; 
2. Encourage scholarship; 
3. Promote democratic citizenship; 
4. Raise educational standards; and 
5. Uses professional judgment. 

B. CURRICULUM AND INSTRUCTION. 
I. The competent teacher measures success by the progress of each 

student toward realization of personal potential as a worthy and 
effective citizen. The competent teacher stimulates the spirit of inquiry, 
the acquisition of knowledge and understanding, and the thoughtful 
formulation of goals as they are appropriate for each individual. 

2. The competent teacher demonstrates: 
a. Use of state and district adopted curriculum and goals by: 

(1) explaining the relationship between instructional activities 
and the adopted district and course goals; 

(2) following a planned course statement for each course 
taught; 

(3) preparing lesson plans consistent with course goals,· and 
(4) implementing learning activities and assessment 

procedures. 
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b. Skill in setting instructional goals expressed as learning 
outcomes by: 
(1) showing skill in goal writing; 
(2) developing appropriate group and individual Instructional 

activities; and 
(3) determining the degree to which students reach goals. 

c. Use of current subject matter appropriate to the individual 
needs of students by: 
(/) developing curriculum and setting goals within the ability 

0/ individual students; 
(2) developing learning goals with students based on 

individual student needs; and 
(3) clearly differentiating learning goals based on individual 

student needs. 
d. Use of the students' growth and development patterns to adjust 

instruction to individual needs consistent with number of 
. students and amount of time available by: 
(1) using knowledge 0/ specific student needs in determining 

individual programs; and 
. (2) recognizing individual needs and adapting to student 

growth during the year. 
e. Skill in the selection and use of teaching techniques conducive 

to student learning by: 
(1) using evaluation materials to identify individual 

instruction needs: 
(2) providing a variety o/Instructional procedures designed to 

meet individual student need~; and 
(3) utilizing appropriate instructional resources. 

C. SUPERVISION AND EVALUATION. 
I. The competent teacher is a student of human behavior and uses 

this knowledge to provide a climate that is conducive to learning and 
that respects the rights of all persons without discrimination. The 
competent teacher assumes responsibility for the activities planned and 
conducted through the district's program, and assists colleagues to do 
the same. The competent teacher gathers relevant information and uses 
it in the planning and evaluation of instructional activities. 

2. The competent teacher demonstrates: 
a. Ways to assess progress of individual students by: 

(1) maintaining a record-keeping system which will include: 
a. pretest data on each goal. 
b. post-test data on each goal. 
c. general comments. 
d. instructional progress. 

(2) using goal-relevant instruments. 
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b. Skill in the use of assessment data to assist individual student 
growth by: 
(1) maintaining a plan for alleviating student learning weak­

nesses and strengthening/developing skills; and 
(2) appropriately interpreting individual student assessment' 

data. 
c. Procedures for evaluating curriculum and instructional goals 

and practices by: 
(/) monitoring student learning outcomes. 

d. Skill in the supervision of students by: 
(/) interacting in a consistent manner; 
(2) respecting students' individual rights; and 
(3) providing positive verbal and nonvkrbal feedback. 

D. MANAGEMENT SKILLS. 
1. The competent teacher is a person who understands students and 

is able to relate to them in constructive ways. The competent teacher 
establishes and maintains good rapport. The competent teacher 
maintains and uses records as required and as needed to assist the 
growth of students. 

2. The competent teacher demonstrates skills in: 
a. Establishing and maintaining classroom management that is 

conducive to learning by: 
(1) respecting student opinions,' 
(2) exhibiting positive verbal and nonverbal itifluence on 

students; 
(3) providing an atmosphere in which students remain on task 

and are expected to reach course goals; 
(4) providing information about and enforcement of conduct 

standards; and 
(5) regularly monitoring student learning procedures. 

b. Using and maintaining district property. equipment and mate­
rials appropriately by: 
(/) demonstrating and encouraging respect for public 

property,' and 
(2) instructing students in proper use of equipment and 

materials. 
'c. Using and maintaining student records as required by district 

policies and procedures by: 
(1) demonstrating the use of district policies regarding the use 

of student records. 
d. Using district and school business and financial procedures by: 

(1) following prescribed procedures in using and recording 
district funds. 

e. Using district and school rules and regulations by: 
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(1) knowing building and district rules and regulations: 
(2) observing the spirit and intent of rules and regulations of 

the school and district: 
(3) exhibiting consistent application of rules and regulations: 

and ' 
(4) requiring student compliance with and enforcing school 

rules. 

E. HUMAN RELATIONS AND COMMUNICATIONS. 
I. The competent teacher works effectively with others - students, 

staff, parents and patrons. The competent teacher is aware of the ways 
the community identifies with the school, as well as community nee~s 
and ways the school program is designed to meet these needs. The 
competent teacher can communicate with knowledge, clarity, and 
judgment about educational matters, the school and the needs of 
students. 

2. The competent teacher demonstrates: 
a. Willingness to be flexible in working cooperatively with others by: 

(1) constructively managing professional differences; 
(2) adjusting readily to emergency or changing conditions; and 
(3) carrying an appropriate share of extra assignments. 

b. Skill in communicating with students, staff, parents and other 
patrons by: 
(1) presenting clearly information in both oral and wrillen 

form; 
and 

(2) conferring with parents regarding' student instructional 
needs. 

F. THE ETHICAL TEACHER. The ethical teacher is a person who 
accepts the requirements of membership in the teaching profession and acts 
at all times in ethical ways. In so doing, the ethical teacher considers the 
needs of the students, the district, and the profession. 

I. The ethical teacher, in fulfilling obligations to the student, will: 
a. Keep the confidence entrusted in the profession as it relates to 

confidential information concerning a student and family; and 
b. Refrain from exploiting professional relationships with any 

student for personal gain, or in support of persons or issues. 
2. The ethical teacher, in fulfilling obligations to the district, will: 

a. Apply for, accept, offer, or assign a position of responsibility 
only on the basis of professional qualifications, and will adhere 
to the conditions of a contract or the terms of the appointment; 

b. Conduct professional business, including grievances, through 
established procedures; 
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c. Strive for continued improvement and professional growth; 
and 

d. Accept no gratuities or gifts of significance that could influence 
judgment in the exercise of professional duties. 

3. The ethical teacher, in fulfilling obligations tothe profession, will: 
a. Maintain the dignity of the profession by respecting and 

obeying the law, exemplifying personal integrity and honesty; 
b. Extend equal treatment to all members of the profession in the 

exercise of their professional rights and responsibilities; and 
c. Respond to requests for evaluation of colleagues and keep such 

information confidential as appropriate. 

G. MULTI·ETHNIC EDUCATION. 
I. The competent teacher includes appropriate multi·ethnic themes 

in lesson plans and instruction, including historical or other information 
as to cultures having significant impact on the world, nation or 
community. 

2. The competent teacher is aware of and appreciates cultural 
diversity and the importance of communication skills reflecting 
sensitivity to the feelings of all persons regardless of their race, color, 
religion, sex, age or national origin and does such preparation and takes 
such training as is necessary to develop such awareness and appreciation 
in herself or himself. 

H. GENERAL STANDARDS. Generally, in all aspects of 
performance, teachers shall: 

I. Perform competently and reasonably in accordance with all 
applicable.federal and state laws and regulations, written Board policies 
(including collective bargaining agreements), regulations issued by the 
Superintendent, the teacher's current job description and performance 
goals and the authorized directives from supervisory authority. 

2. Exhibit a high degree of responsibility and conduct themselves in 
a professional manner at all times, including the obligation to: 

a. Use time during working hours, during time on authorized 
leave, for the intended purpose; and 

b. Avoid misrepresenting the district by distinguishing between 
personal views and those of the district. 

3. Perform all duties and responsibilities with reasonable care and at 
a level which is generally recognized in the profession (in the 
geographical area of Western Oregon) as reasonably adequate and 
efficient under similar circumstances. 

4. With respect to probationary and temporary teachers, perform at 
a level which, in the judgment of the School Board, demonstrates that 
continued employment, renewal of contract or election to permanent 
status, as the case may be, is justified. 
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PERFORMANCE GOALS 

Performance goals (targets) consist of specific commitmSlnts to improve 
performance of a teacher within a school, a classroom, or with an 
individual student. Goals relate to the teacher's assignment and the 
District's Performance Standards. Goals may also result from feedback 
after classroom observation, personal interests, previous evaluation, or 
from District and school handbooks for teachers. Goals may be shared by 
more than one teacher and the scope of their applicability may be to an 
individual student or to the entire District. Applicable performance goals 
will be established in the pre-evaluation interview and thereafter as 
appropriate. They are to be developed cooperatively between the teacher 
and the principal or supervisor; however, in the case of disagreement 
concerning the goal, final determination will be made by the principal or 
supervisor. 

Each goal will contain the following: 

I. The desired change in professional performance to be achieved. 
2. The action to be taken to achieve the desired change: 
3. A description of the resources needed. 
4. The indicators to be used to assess whether or not the goal has been 

achieved. 
5. A reasonable timeline for completion. 

A goal may cover a period of time beyond the school year in which it is 
set. During the initial period of the first year of a probationary teacher's 
employment, the establishment of a goal(s) may not be required. However, 
as soon as areas in which performance can be improved are identified, the 
appropriate goal(s) should be established. 
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DEFINITION 

APPENDIX A 
JOB DESCRIPTION 

CLASSROOM TEACHER 

The classroom teacher performs under the supervision of a principal or 
other designated supervisors and has major responsibility for the 
instruction and supervision of students. Instruction of students shall 
include individual skill development, expansion of knowledge, and 
development of ability to reason. Supervisiop of students shall include 
guidance, development and safety. The classroom teacher functions in 
accordance with the established policies, rules, regulations and the 
performance standards of the district and the performance goals 
established for the teacher. 

MAJOR DUTIES AND RESPONSIBILITIES 

I. Identifies the needs of a group of students as well as individual students 
and provides for continuous assessment of their ability. 

2. Develops lesson plans and instructional materials and performance 
goals in accordance with methods prescribed by the supervisor. 

3. Provides instruction to students at appropriate levels in the subject 
matter(s) for which the teacher is assigned. 

4. Instructs students appropriately in citizenship and interpersonal 
relationship, and responsibility. 

5. Provides instruction, organization and management in the classroom 
which creates an environment conducive to learning. 

6. Establishes, maintains and supports standards of personal conduct 
and discipline in accordance with the discipline policies and 
regulations of the district. 

7. Evaluates the students' academic progress and social growth, 
maintains appropriate records, prepares reports and communicates 
with parents or guardians on the individual student's progress. 

8. Supervises students both in and out of the classroom. 
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9. Maintains professional competence through participation in district 
provided inservice activities andlor self-selected professional growth 
activities related to their job responsibilities. 

10. Initiates, plans and participates in parent conferences and other 
parental contact. 

II. Participates in the assessment and planning of curriculum 
development and other programs to meet the needs of his I her assigned 
school. 

12. Follows established curriculum programs .. 

13. May plan, coordinate and supervise classified employees who are 
assigned to assist ~he teacher. 

14. Maintains effective communications with students, patrons and 
colleagues. 

15. Performs other duties which may be assigned from time to time. 

These responsibilities are subject to the terms and conditions of the 
teachers' collective bargaining agreement· and other policies and 
regti la dons of the District. 
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Suggested Sample 

APPENDIX B 
GOAL SETTING WORKSHEET 

Teacher _________ Evaluator ______ ----'-_ 

I. What desired change or outcome do you want to achieve? (Identify 
performance to be checked or acquired.) 

2. What action will you take? (Specify the conditions.) 

3. What resources will you need? (Examples: Time, materials, training, 
supervision, etc.) 

4. What indicators will you use to assess achievement of the goal(s)? 

5. When should the goal(s) be completed? (Timeline) 

Goal(s) 

I. Change or Outcome Desired: ____________ _ 

2. Action: __________ __,.---------

3. Resources Needed: _____________ _,_---
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4. Indicators: ___________________ _ 

5. Timeline: 
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· Suggested Sample 

APPENDIX C 
OBSERVATION FORM 

Teacher _________ Evaluator _______ _ 

Date and Time of Visit _______________ _ 

Subject Taught 

I. Objective(s) of the lesson: 

2. Lesson plans, learnings, andj or procedure(s): 

3. Teacher's plan to evaluate student achievement of objective(s): 

4. Specific request for observation, e.g., skilIs, techniques, pupil 
interaction, etc.: 

5. Other information necessary or pertinent to understanding ofthe lesson: 

-15-



APPENDIX D 
POST-OBSERVATION FORM 

Suggested Sample 

Teacher ~ ________ Evaluator _______ _ 

Date and Time of Observation ____________ _ 

Subject Taught 

I. Type of data collection used: 

2. Lesson analysis: 

3. Conclusions discussed: 

4. Plans for next observation: 

5. Date and time of next observation, if appropriate: 
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Suggested Sample 
APPENDIX E 

PLAN OF ASSISTANCE 

Teacher 

Dale 

I. A description of the deficiency which is to be addressed by the Plan of 
Assistance: 

2. A description of the improvement in performance that the teacher is 
expected to achieve: 

3. A plan for achieving 'the desired performance improvement: 

4. A description of resources to be used and assistance to be provided by the 
District: 

5. The plan shall contain a reasonable timeline for completion and include a 
schedule for assessing progress towards achieving improvement in 
performance. The date by which the plan must be completed: 

Principal/ Supervisor 
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Complete In If/pUeele: 
While Cop), lor Pallonnel 
V.llow cop, fOl Teicher 
PInk Copy lor Pllnclp.' 

APPENDIX F 

____________ School District No, ___ _ 

______________________ Oregon 

TEACHER EVALUATION 

Name Employee Stalu. ____________ _ 

Assignment ______________ _ School 

Generalln.lructlone: This evaluation Is based on the Individual's performance goals, lob description, and perfor­
mance standards, U.e the reverse .Ide or additional page. as needed, 

t, In what ways has Ihe teacher met, failed to meet, or exceeded the performance slandards, performance goals and 
teaching responsibilities? 

2, In what areas has the teacher shown development and growth In Ihe teaching profe.slon? 

3, In what specific areas doe. the teacher need to demonslrate addilional development and growth? 

4, Supervisor's recommendations: o Continuation of Employment 

Comments: o Termination of Employment 

o Other 

5, Teacher's response, If desired, as provided by law, {See reverse side for ORS 342,850(6)1 

6, The following attachments are a part of this reporl: 

This Is to certify that we have read and discussed the above report. 

Teacher's Signature 

Oregon D.partment 01 Educ.tlon 
Form 581-1231 (Rev, lInD) 
EHeclive 711160 
67-6810 

Dale Supervisor's Signature 

-18-
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APPENDIX G 
Portland Public Schools 

TEACHER EVALUATION FORM 

TEACHER·SNAME, __ -'-_____________ _ Numbtr 01 Obttrvatlon' ____________ _ 

Socl,1 StcUfltV No. __________________ _ TOI,llImt 01 ObUlv'llons ____________ _ 
0811 ________________________ _ Wn th"e a pr'-ttmf.ltncl' ___________ _ 
ARhanmIAt ______________________ _ pOIH:onf'rtnce1 ___________ _ 
S<hool ____________________ _ 

Emplov .. S,.lu,: 0 PlobalionafY 

INSTRUCTIONS. 
11 II uuml.llhalth. teacher and ,v,lulto, be 'lfJ1l1lu with Ih,"P(O(;ou" booklet, EVALUATION, and th, Stilt bullecln on STANDARDS of 

COMPETENT ANO ETHICAL PROFESSIONAL PERFORMANCE. 
HOW TO eVALUATE PERFORMANCe ...... 

• Th. p,lnclp" Ihould IndlCtlt Whl1h., thl 'nch" nlUU minimum IIlndardsln tach of Ih. light majo, p,,'orm'nc.Uc!lonl. lhh jIJdgmlnliJ 
\0 bt b.",d upon .,~I.w of ut.h of the prlCllc.I,lflldwlthln. lection. p"folmlnu mav be UII;ud.d II me,Ung mlnimum"'lnd.rd'tvtn II mUd d," 
flelencl .. uhlln I/1IUV practic.ln Ih'llOllon. Conv.uelv., .logI, pratUu.1I mlou$lV deflci''''. ClllfflulliolnullIuhlulolVflling for Ch •• ntlr. 
HOllon. . 

• II plt'ormeon I. JUdOtd to mill mInimum Ulodlrd$, the plioc/pil ,hould limplv che<:k fV'1 thl prltt/c, on th,lIn' .llh. I,h. No tupporl/ng 
dcx:um,ntllton" ntc,ulry. 

• 'If f"form.nc. ,do .. nOI mN' minimum Jllnd'rd. 01 II In Inv w,"V d.lIel.nl, Ih. principal Should pul In "I" on th,lin, to the I"t alth. 
practice" In Quntlon. 

• A tllchlt who I1'IUli minimum nlndud. It, I Vlry camp.t,nl pror.nlon.11IKhtr h" 5(111 bull.tln!. It I ,,,ch., m,k". m.jor cont,ibullon 
10 • tchool or comhlenllV IlIcnds e)(Ptc'.llonl. th, prlnclp.1 m.v milk, • "e" on Ih' lin, Whll'vtr epPIOpr'llI .ntS d.\Cfibt thl comm,ndatorr 
practlci. 
HOW TO DOCUMENT DEFiCIENCIES ..... 

• Prlne/p"l .r. t.qulr.d 10 docum,nl del/cl,ncl,. In .nv IlOlion or pltttin fll.d M not m"lIng minimum ,I,nd,,,h. Thil/l done bV che-cklnQ 
"I" ffmprovlm.nIIlJggllt.d) on 'If d,llcl,nt P{lCliI:1I .nd rteo,dlng comm.nll bllo ...... Such comm.nu should hlro" IWO ppm: 11) a d,Jc,Jptlon of 
obtl{v.ddd'ellflClu and (2) IIJINII,lonlt' for ImprOllmlnt, rh. back of Ihlth,n thould ba uud II nICIII'IY. 

• In mlklnllcommlntt on ,tch stet/on.- rlf.r,ne, mUll bot mad. to any previous ,",Iullion on fli. fOI,h, lIec:h., btilnlJ ,VIIUlltd. and ,ptelll CIUI mu., I;,.llk.n 10 nol, Ih, {fWIt ollJnV prlviou, WQOtJl/OIll lor/mplovlm,nl. 
YOU MUST RECOMMEND FOR OR AOAINST EMPLOYMeNT 

• On PIR' four dit prlnc:lpl' Is r,qulrta to mlkt t r~omm.ndt\\o(\ for or 'illnn otontlnu,d tmploym.nt. H •• houtd draw a lin. through "do" or 
"do not" O{ ",h,lI" or "mIll not" to Illvt tht wordlnvdtllr,d. NOli lhlt Ih' principII mlrk_ .flIl.r fh. f(ut fln. or Ih. IIcond lint. not bolh. 
THEN SIGN AND SEND TO 0.0.1. OFFICE . 

• Th ...... Iu.tlon form must btl ,Ivnld by th. fuch.,. prlnclp,l •• nd vic. principal Iwh.n Involv.d In th, IVltuaUonl, Ifl'n Ih. ollglnll mUI' bt 
forwarded 10 th. IIr .. ollie. wllh cop/" (III/nid by Ihe tf/llchu .nd princlp.l. 

Complole in IrJplicflfO: original lor Pen!.onnel &ltvlcel via 0.0.1. Ollice l.'~nd: V Mutl minImum ,hmdilds 
Impfov.mln\ luS\;'.lId one C()py (or teacher I 

0116 C()py (or princ/pal G .. Comm,ndilion for conllSlenfiv IlICf8dJnIJ minimum 
",ndardl 

I. PROffSSIOHAL PHIPAREOHESS AHO GROWTH r.rformsnc, M"ts 
MinImum Slan~rds 

o 

P,rlolffillncf Oon NOI 
M,u MInImuM SlIndardl 

o 

Comm,n") 

67·6770 (Aov. 7/06) 

t. Inurullt!on ,eU.ets wIII·plann.d end ."eclllI. ffillhodolo9Y. 

2. Innructlon r.fI.eu edequIII end current knowl.tlg. of IUbJlct. 

3. Works to fmprQv. p101,ulon,1 (kill' lind ktJOlVl.dgr. 

4. Dau. Profeulonal PIOWlh program on PIIOflty nledsldtntilled throuQh COopilOllv. plannlnll willI Pllnc:lpal 01 
hh dellgna •. 

-1-
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Porlland Public Schools 
TEACHER EVALUATION FORM 

T"ch,,', N.mt _____________ _ 

2. PLAN NINO 

Comnunb: 

t. Hal pili'll thlt (lin be tlIIIIV underUood Ind uud. 

Oil, 

p,rlormlne. MUI' 
Minimum Sl,ndtrdl 

o 
Perform'ne. 00411 Not 

Meet MInimum Stand.rds 
o 

7. Cln durJy communlc.1I th, !/lay .nv InUfuclhm.1 ecllvhV "I,tn 10 th, gal" 01 the COUUI ollnll/uetlon. 

3. Conlrlbutts to lum pl.nnlng or othucoordlnalld pl.nnlng II needad by th, tltlchlngl"I;nm,nt. 

3. PRINOIPLlS OF lIACHINO·LUftNINO Pu'orm.nci Mull 
Minimum Sttnd"d. 

p.,rormanet 00411 Not 
MHt MinImum Standard. o 

Camm.ntil 

o 

1. Shows r.speer, conshierillon, and faltntn fot studlnl •. 

2. Mu" oHdl of .tud.nt, with 'Pldallnlll'''', IIblllllll, lind Inrnlng Plohi.ml. 

3. Gives ttud.nt. pluon" h.lp and pOIItIV' "lnlorctm."I, 

4. Ch,lllnll" 'tudtnu to think .nd to tllpr," th,lr thoughts clflrlV .nd ff.ponllblv • 

. 6. H,lp,"ud,"u U1lChl.vtmlnl tNPecl.1Ionlllnd .v,luII. lh,l, OWl') prOGttl'. 

8. M.\ctt II ch.t 10 ,Iud,nl. wh.t Ih.V "t' .. ,nlno .nd whV. 

4. MULl/·nHNIC IbUCA110N Performance Meels 
Minimum Standards 

o 
Performance Does Not 

MMt Minimum Stendards 
o 

Comm,nt,: 

1. Includes appropriate mulll·elhnlo theme I In leason pllna and inllfUellon, Including hillorioal or olher Inlormatlon 
lIS 10 cultures having slgnllicanlimpaci on Ihe world, nation or community. 

2. Is awere of and appreclatas culturel dlyerslty lind the Importance 01 communlcellon Ikllli reflecting I8naltlvl\y to 
the laallngl or all pelion a ,egardl~JI' 01 their race, color, religion, 18X, age or nallonll ollgln and d08lluch prepa~ 
rallon lind takes luch training as I. necesury 10 develop luch AWllreneu end epillec/alion In hellel' Dr himself. 

-2-

·2()" 



Portland Publio Schools 
TEACHER EVALUATION FORM 

Tt.,h.,', N.m. ______________ _ 

0,1, 

5. ORBANIZATION AND CONTROL Perform.nct Mil" 
MinImum St.ndard. 

o 
Per'ofmanCt DOli Not 

M .. ' Minimum St.ndudl o 

1. Ht'p.,lud.ntl .chit"', nlf mln'Rlm'nl and control. 

2. Hlndlu c:1.llroom Incld.nllind Im.roenel .. ,flfOllv,IV. 

3. Stcur .. PUIPOI.'ul Plflielp,lion of lIud.nu, 

4. M.kH tppropri.l. rdur." 01 chlldr.n "ltdh"" .pt<lI.1 htlp, 

CommtnUI 

8. l0811T1CS AND PHYSICAL ENVIRONMENT P,rform'nce Mu" 
Minimum Stand'rd. 

o 
Perform.",. Don Not 

Mit' Minimum St.nd.rd. 
o 

Comments: 

7. USE Of RESOURCES 

Commtnb: 

1. Au.null ,"tlng end working ", •• 'ppropr"lflv for the kind, of Iflrnlng lI)Cpt,I,nc" planned ho d,u'" 'tlCh., 
cln InlluIIlCtl. . 

2, Ha$ ""hlnc.IIV pll"log (Oorn Ito dtg'" teach., can Influ.nc,I, 

3, Kupsloom 'Hopedy IIlIhted, v,nlll.l.d, .nd "u of hallrd, to h"lIh Ind IIlltv Ito dlgr,. t.,chlT cln lofluloell. 

Perform.net Metll 
Minimum Stlndarm 

o 
Performane. 00" Nol 

Mit' Minimum Sllnd.rd, 
o 

1. Procurel, Ultl and likes proper cer. of luch materilis Ind Iqulpmlnt I' '" IIClproprhtll .nd 1Y.II.bI,ln tht sehool 
.nd dhtrlct. 

2. UMllibr.rv, m,dll, nudentl, and Plrtonn,' of th'lCho~ .nd schaol'VIt.m "'urnlng f,.oureet. 

3, U". n.lur.' and humin ,noorcn of 'hi community ,,'umlna It,ouren. 

4. U5I' cullurll .nd bf,l1lnlll·lndullrl,1 r.lourell of tho communi tv I.' .. mlng ItJotHC.I. 

-3-
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Portland Public School. 
TEACHER EVALUATION FORM 

Telthe,', Nam. __________________________________ _ 

8. EVALUATION 

Commtnb: 

Dale 

Perform.nc, Meet. 
Minimum Stlndard, 

o 

I. Malntaln'lInd UI" cllmulall ... , records oilludeni progr,n In planning '""rucllon. 

P.rform.nc. 00" Not M,., Minimum Sflnd"d. 
o 

2. UJeliuli end/or olhllr .... lIlulllve Informallon In pl.nnln; InllrucUon.1 unll. end If,u I",huctlon to d"lfmln. 
If goals have bun mel. 

3. Consul II prlmlplll, SP~Cllllhlt, olhu I.echeu In th, school, and uudenlS In IY,hllll"g own planl, mllhodl, lind 
fllmln. 

4. Ustslnllwrnenu Ind methods Ihll ,Htcllv.ly m"Wf, Ih. ,ludenU' 11I.lnm,ol 01 '"rnlng ,,0.1,. 
6, Make. clear 10 Siudenn how luceln In learnIng will b& lud~d. 

6. Communicates effectlvelv wilh plr,nts and lIudenlS re!lirdlng 'Iud'nl achievement, behavior end .lIlnd.nc •• 

9. OROANIZATlONAl RISPON81BIllriES Perform'nc. M"" 
Minimum Siand.ufl 

o 
P,rfolm.n"ot 00" Not 

M"t MinImum St.nd"dl o 

1. Cooperltet with .nd luppotU othtr fac:ullV memben. 

2. Observ" the spirit and Inl'nl of lulu Ind "gulillon. of th' school and ..choollyltlm. 

3. Provldu complete Ind secvrll. dUI to the school. ,rea, and district et 'tQ.ulllld for mlnaQ.m.nt PUrpOIU. 

4. Allurnu necu,arV non·lnllructlonal fflPonllblllllei. 

6. Shun thl rflporulblilly with all other .mploYIiI fOl promoting tha.duclilonlli goallllnd davlloplng pubtlc 
acceptance 01 th' JehoollYllem. 

Commant,: 

10. OTHER: 

lido. do noll r.comm.nd thh plrm.ntnl t.ach,r for .noth,r Yl,r of III vic. In School Ollirict No.1. 
If thh probationary tllch.,', work conllnuu 10 b. of Its pltllnt quality. I hhall. shall nOl' 
,.comm.nd .Iacllon for another yllr of tlrv/c,ln School Dhtrict No.1. 

Prlnclpa", Slgn.lulI Vice PrinCipal', Slgn.luI' 

1 hlY. lead Ih. abov. leport cOnlhllng 01 foUl 
pag .. : . 

Te.ch.,'. Signature 

-4-
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Retell/ad Ind Conlin II NOlld 

(O.O.l.Olllee) 
Olle: _________ _ 

(OhtrlclOffice 
p,rlonn,1 Servlc," 

0111: ____________ _ 



APPENDIX H 
PORTLAND PUBLIC SCHOOLS 

School Dlol,lcl No.1 

Multnomah County, Oregon 

FINAL REPORT ON PROBATIONARY TEACHER 

Is a year 
(Name of Teacher) (1 sU (2nd) (:lrd) 

probationary leacher assigned 10 _____ . __ --,-_______ _ 
(Subjeci or Grade) 

I (do) (do noU recommend Ihal (he) (she) be elecled 10 ___ ~ _____ _ 

. (Second Year Proballonary Status) 
(Third Year Probationary Status) 
(Permanenl Tenure) 

(Date) 

I have read the above reporl. 

(Signed) ___________ _ 

(Principal) 

__ ~ __________ School 

Received and Contents Noted. 

Director ollnslructlon 

(SIgned) ___ -,-_______ _ 
(Teacher) 

Date _________ _ 

Personnel Administrator 

Dale _________ _ 

Whllo· Porsonnol Yellow - Teacher Pink· School 

67·4040 Rov.4/65 
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Comploro it1 Itlpllcal6: 

APPENDIX I 
oliglnal (or Personnel SarvlcllS 

vra 0.0.1. Oflla8 
one copy lor leacher 
one copy lor principal 

PORTLAND PUBLIC SCHOOLS 
NON·CLASSROOM CERTIFICATED PERSONNEL EVALUATION FORM 

(for certificated personnel other than classroom teachers) 

N.m. 0' Parson B.lng Ev.lu'ted, ____________ _ Number of Observations or Conferences _____ _ 
SocI.1 s«urlty No. ________________ _ 
As,slgnment ________ :-___________ _ 
School or Other lotatton, _______________ _ 

Total Observation Time, If approprlat8_--:",, __ _ 
Employee StatuI: OProballonary OTenur8 DTemporarv 
06to ________________ _ 

1. Doe. this person plan and evaluate dulles In terms or cle.nlv stated goals related to Job description andlor position gulde1 

2. In what areu of the lob descrlptlon/padUan oulde has this person shown development and growth In fulfilling the described 
posldon? 

3. In wha\ spee\flc aleas of the lob descrlption/padUon guide does this penon need 10 demonmala addilional development? 
(Include suggtUlon, for Improvement) 

4. What help toward Improvement has Men made available (0 this penon? 

6. AddlUonll1 Comments: (Include further commendations or suggestions. Com mont on mUII/-ethnlo standard 8S 
appropriate.' 

O. Supervisor Recommends: 
o Renewal of Conlract 
o Non·renewal of ConlrllOt 0 __________ _ 

'PrinciPII" Slgn.lull o.t. Vic' PrincipII'. SlllnllUft 

Employ .. •• Slgn,tll" Oil. 

Slgnlturn certify tillt Individuals hllve reed and had ,he opportunltv to dlscu", the above report. 

R.eelv'd .nd Conl'nl. NOl,d 

(0,0,1, OHlCol 
0'1.:' ________ _ 

IOIlIrICIOIII,,) 
(Per.onn.' $tNfut) 

Identify ~ttachmlln1s: 0 Job Oucrlptlon (J Patltlon Guide 0 St.te Evaluation Form OOlhe'_,----------

67-2260 
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