
5 Dimensions of Teaching & Learning
Tri County Area Schools

BIG IDEAS
● Teachers, in consultation with the administrator, choose 4-6 indicators from 2-3 dimensions

(excluding PCC indicators).
● The state requires 2 formal observations (one must be unannounced); 5D requires 3-6 observations 15 minutes in length so that

formative feedback is ongoing and adequate evidence can be collected.
● Teachers are provided formative feedback after each observation (in-person and/or electronically)
● Teachers may change their areas of focus as the year progresses; in consultation with the building administrator/supervisor.
● There must be a plan of training &/or support for all non-tenure and those rated “Basic or Unacceptable” in multiple

indicators—IDP/Growth Plan--regardless of evaluation rating.
● This is a strengths-based process; supporting teacher practice to impact student engagement, ownership, and learning.
● The growth plan will be created and uploaded no later than the September staff meeting (within Pivot) and will be approved by the

end of September.

ADMINISTRATION
● Each building administrator will create a schedule for the 3-6, 15 minutes. “formal” observations at the start of the school

year.
● Each ”formal” observation will include: 1) scripting, 2) coding, 3) followed by immediate feedback (evidence-based

affirmations), 4) OPTIONAL: Ask a wondering: documentation from the teacher on surrounding the learning target,
standard, and/or success criteria,  and 5) 5-minute standing conversation within 24-48 hours to determine next steps.
NOTE: Staff members will choose before school, after school, or during prep.

● Each building administrator will create a schedule for multiple 5-minute “informal” observations. Each “informal” observation
will include feedback.

● Each building administrator will meet with teachers 3 times a year (as a team or individuals-B/M/E of the year) to reflect and
goal-set in relation to the chosen areas (indicators) of focus. NOTE: non-tenure, minimally effective, ineffective-- building
administrators must create an IDP in consultation with the teacher, engage in a midyear conversation and update the IDP with a
progress report, and engage with an end-of-year evaluation that is focused on specific performance goals designed to assist a teacher
to improve.

● Any teacher who is rated ineffective or minimally effective on the year-end evaluation or has multiple “basic/unacceptable” indicator
ratings will be placed on an IDP and will meet with both the building administrator as well as an ESC administrator to ensure
necessary supports are in place for the teacher’s success.

● Administrators will schedule individual meetings with each teacher (end of the year) to engage in a collaborative calibrating
conversation to dialogue, determine ratings, and define the next steps.

TEACHERS
Determine Areas of Focus for Growth Plan

1. Teachers record a lesson using their own device (optional)
2. Teachers watch the recording and name areas of strength and opportunity (optional).
3. Teachers choose 4-6 indicators to focus on.
4. Code (part of my routine, on my way, not yet) the indicators and place language into the growth plan.

Noticings & Wonderings
Instead of noticings and wonderings, teachers may be asked to document the learning target,  standard, and/or success criteria.
This is a state requirement related to observation and feedback.

In-Person Reflection, Coaching, & Formative Feedback
Each staff member will choose if they wish for the 5-minute post-observation conversation to take place before school, after
school, or during a prep period.

Observations &  Recordings
With approval from building administration, teachers who have been rated effective/highly effective can record themselves (for 2 of
the 3-6 15-minute observations) and share them with their PLC team. The teacher and team will reflect on the lesson using a
protocol.

DOCUMENTS
MICHIGAN EDUCATOR EVALUATIONS: FREQUENTLY ASKED QUESTIONS (FAQs)
MDE: Teacher Evaluations
Section 1229: THE REVISED SCHOOL CODE (EXCERPT) Act 451 of 1976
Link to 5D Rubric
Link to Indicator Descriptors

https://drive.google.com/drive/u/2/folders/1vXxf_yFMWtAZRI2Woniqb0bD9sYCkBDb
https://www.misd.net/scech/PDFfiles/Educator_Evaluations_FAQs.pdf
https://www.michigan.gov/mde/0,4615,7-140-5683_75438_78526---,00.html
http://www.legislature.mi.gov/(S(mni50krboxglfu3ieu0zaxih))/mileg.aspx?page=GetObject&objectname=mcl-380-1249
https://drive.google.com/file/d/1mWaNDW9OjGJ0YoRdJyUKkKhzKvQ9lAlA/view?usp=sharing
https://drive.google.com/file/d/1qessxJ-DGqUUnFpxTkQd8xAoSc2Klhh8/view?usp=sharing


SUMMATIVE CONVERSATIONS & ADDITIONAL NOTES

BIG IDEAS
● Teacher and administrator will find time to have a 20-30 minute conversation surrounding the 5D+ Dimensions, Indicators, and

Student Achievement Data.
● This conversation is collaborative and reflective in nature and focused on growth; a mixture of coaching, consulting, and

problem-solving
● Per state statute, 60% of the final evaluation score will be based on the 5D indicators and descriptors. The remaining 40% will be

based on student data. Defined Student Growth Measurements
● At the end of the conversation teachers will know their score/rating for the 5D dimensions and indicators. If data are available at

this time, teachers will also know the student data score and the overall rating that will be communicated to the state.
● As required by state statute, the 1249 factors shall be considered when determining the overall effectiveness rating of an

educator (see details below)

SUMMATIVE EVALUATION CONVERSATIONS
● Teacher and administrator will find time to have a 20-30 minute conversation surrounding the 5D+ Dimensions, Indicators,

and Student Achievement Data.
● Per state statute, 60% of the final evaluation score will be based on the 5D indicators and descriptors. The remaining 40%

will be based on student data. Defined Student Growth Measurements
● Teachers will be provided a paper copy of the 5D rubric dimensions and indicators and will come to the meeting with a

self-rating of each indicator and each of the 6 dimensions (the links provided will bring you to specific attributes for each
indicator if you wish to have a closer look: Classroom Environment and Culture, Purpose, Student Engagement,
Assessment for Learning, Curriculum and Pedagogy, and Professional Collaboration and Communication.

● Conversations may follow the Summative Conversation Framework and will be adapted based on need.
● If a teacher is on an IDP, for any reason, the plan of support will be reviewed.

—----------------------------------------------------------------------------------------------------------------------------------------

1249 FACTORS KEY IDEAS
*Please note that these factors shall be considered and can be used to increase proficiency ratings
Individual performance shall be the majority factor in making the decision, and shall consist of but is not limited to all of the following:
(A) Evidence of student growth, which shall be the predominant factor in assessing an employee's individual performance.
(B) The teacher's demonstrated pedagogical skills, including at least a special determination concerning the teacher's knowledge of his

or her subject area and the ability to impart that knowledge through planning, delivering rigorous content, checking for and building
higher-level understanding, differentiating, and managing a classroom; and consistent preparation to maximize instructional time.
(C) The teacher's management of the classroom, manner, and efficacy of disciplining pupils, rapport with parents and other teachers, and

ability to withstand the strain of teaching.
(D) The teacher's attendance and disciplinary record, if any.
(ii) Significant, relevant accomplishments and contributions. This factor shall be based on whether the individual contributes to the

overall performance of the school by making clear, significant, relevant contributions above the normal expectations for an individual
in his or her peer group and having demonstrated a record of exceptional performance.
(iii) Relevant special training. This factor shall be based on the completion of relevant training other than the professional development or

continuing education that is required by the employer or by state law, and the integration of that training into instruction in a meaningful way.

NON-RENEWAL PROCESS
In some cases a staff member may choose to resign or may be non-renewed. If a staff member chooses to resign they shall submit a
letter of resignation to the superintendent no later than May 31st. If a contract will be non-renewed the building administrator shall have
an evaluation conversation and IDP review prior to the third week of May. The non-renew status will be brought to the June Board of
Education meeting for review.
PROCESS:
Prior to the summative evaluation conversation.

1. Ensure you schedule at least one observation that the district curriculum director will attend. This is used for calibration
purposes.

2. Administrator informs educator of the concern and schedules a summative evaluation conversation.
3. Administrator informs educator that they may choose to invite union member or mentor/colleague to the conversation.
4. Administrator informs educator that there will be two administrators involved in the summative evaluation conversation.

During the summative evaluation conversation.
1. Administrator rates each indicator and dimension; the Administrator names concerns and supports that have been provided.
2. Administrator names the options of resignation or non-renewed.
3. If non-renewal documentation will reflect this in the personnel file and documentation will be presented to the board of education.

TENURE PROCESS
There are three pathways to the tenure process:
-Educators in years 1-3 who have been rated effective or highly effective for 3 consecutive years of tenure.
-If an Educator has not received 3 consecutive years of effective or highly effective ratings, they shall stay on probation until year 5. At
this time the district will make a decision to non-renew or grant tenure.
-If a teacher earns a ME rating in year 3, they are unable to earn tenure unless Tri County Area Schools has made a decision to extend
probationary periods beyond year 5.
-Educators who were tenured in a previous district and are in their first 2 years of employment in Tri County Area Schools.

NOTE:  The evaluating administrator shall contact the superintendent by May 31, in writing, if recommending a teacher for tenure. Once
confirmed, the superintendent will recommend tenure status for the educator at the June Board of Education meeting. It is at this
meeting that the Tri County Board of Education will recognize those earning tenure status.

https://docs.google.com/document/d/1rL3qUQMDqavgpiYj7HwVWQwHeaHhINaBY8ipi_gIZws/edit
https://www.legislature.mi.gov/(S(tzt2tlegsioofphvaaflml33))/mileg.aspx?page=GetObject&objectname=mcl-380-1248
https://docs.google.com/document/d/1rL3qUQMDqavgpiYj7HwVWQwHeaHhINaBY8ipi_gIZws/edit
https://drive.google.com/file/d/13Tghg7Q7pedPNxoYlWu4xtFg04hE176y/view?usp=sharing
https://drive.google.com/file/d/1Iwb55Kp72-q8EGJn_IPz4RUgZFRF7HGd/view?usp=sharing
https://drive.google.com/file/d/18d1fbdDe2YyvAgKncEGwYUVQiSMkkmGk/view?usp=sharing
https://drive.google.com/file/d/1yCcel5str2xZscIgLHhtaxf3-hEsEelR/view?usp=sharing
https://drive.google.com/file/d/1asY0hJs67gpt7QPgfjyPON7AMrvKcNpF/view?usp=sharing
https://drive.google.com/file/d/1k-lL-AP2aFa__tjK0QGfLQmOxFcOu1x_/view?usp=sharing
https://drive.google.com/file/d/1YJXWrA9xGlGy8Vfw2TBDy8DqwXXiXXQl/view?usp=sharing

