
 

August 16, 2013 

 

Dear Staff,  

The TEAM Committee members hope this communication finds you soaking up the last weeks of 

summer while enjoying family and friends. The committee has been hard at work reviewing the 

outcome of the 2012-2013 evaluation results and making recommendations for the upcoming 

school year. As you are aware the most significant changes to the TEAM process for the 2012-13 

school year were a reduction to the amount of elements that would be evaluated as well as an 

adjustment to the weighting of domains, and finally, adjustment of the percentage necessary to 

be identified as ineffective, minimally effective, effective or highly effective overall. We are 

pleased to report the overall ratings for the 2012-2013 school year better reflect the outstanding 

instructional quality within our District teaching staff with 43% of teachers identified as highly 

effective, 56% identified as effective and less than one percent identified as minimally effective or 

less. 

The TEAM Committee, upon review of this information, as well as through the feedback gathered 

this year from teachers and evaluators, has recommended that we make three significant 

adjustments to the TEAM process for the 2013-2014 school year: 

 First, we will transition to the 2013 Danielson Framework for Teaching (for a complete 

copy, please see the following link: 

http://www.danielsongroup.org/userfiles/files/downloads/2013EvaluationInstrument.pdf).  

 

Rationale for Change: 

1. The TEAM committee believes the 2013 Danielson rubrics better meet our district’s 

needs. 

2. The 2013 Danielson rubrics provide more specific examples of exemplary teaching 

for teachers and evaluators to reference. 

3. The new rubrics require the evaluator to review and comment on 22 components 

versus the 55 elements that were required last year. 

4. The TEAM committee members believe this will provide the evaluators the time 

necessary to provide more specific and timely feedback to teachers as we look to 

further grow our professional practice. 

 

 The second significant change will be a transition from Stages to Teachscape for housing 

the evaluation information and management of the evaluation process. 

 

Rationale for Change: 

1. Teachscape is proprietary to the 2013 Danielson Framework and as such has a more 

interactive and “user-friendly” interface. 

http://www.danielsongroup.org/userfiles/files/downloads/2013EvaluationInstrument.pdf


 

2. Teachscape provides teachers professional development opportunities including 

online tutorials, resources and videos to hone their skills.  (Note: Teachscape 

training is currently being piloted by 60 teachers throughout the district.) 

3. Teachscape has been utilized by all evaluators for training as they were assessed 

last year on their knowledge of the Danielson Framework and its application with 

teachers. 

 

 The third significant change is that a final percentage score will no longer appear as part of 

the overall teacher evaluation. 

Rationale for Change: 

1. Keeping in line with the purpose of the evaluation process, which is to promote 

teacher growth, the committee believes that the focus on a final score deters from 

this purpose. 

2. The committee hopes that the teacher’s overall rating will be used for professional 

growth rather than comparative data. 

The TEAM committee believes that the transition to the 2013 Danielson Framework, as well as our 

utilization of Teachscape, will help with our goal to provide more consistent application of 

evaluations across the district. Training for evaluators on the Danielson 2013 Framework, including 

navigation and application of Teachscape, was conducted August 14th and 15th. Training for 

teachers is being developed and will commence as the school year starts.  

Performance-Based Compensation - Teachers 

As you may be aware, the State of Michigan requires that all school districts, pending the 

expiration of their most current contract, develop and implement a performance-based 

compensation (PBC) system. In accordance with this requirement, the TSD Board of Education 

passed Board Policy G-1010 in June. In preparation for this, TSD administration, with input from 

members of the TEAM Committee, has developed administrative procedures for this program that 

will be implemented for the 2013-2014 school year.  

For the 2013-2014 school year, the PBC model outlined below is designed to provide teachers up 

to $2500 in additional compensation should they meet all aspects of the model. Also, you will note 

that one aspect of the model relates to teacher attendance. This component provides a sliding 

scale from 50-100% (of the proposed maximum of $2500) depending on a teacher’s attendance 

while taking into account absences due to FMLA and absences for observance of religious 

holidays.   

In order to qualify for additional, performance-based compensation, an individual teacher must 
meet each of the following factors on an annual basis: 
 
 



 

1.______     Obtain a Domain rating of no less than "Effective" in each of the 5 
                              Domains of the Troy Educator Appraisal Model (TEAM) on his/her 
                                     evaluation; 
 

2.______    Obtain a Domain rating of "Highly Effective" in at least 3 of the 5    
                     Domains of the Troy Educator Appraisal Model (TEAM) on his/her              
                     evaluation; 
 
3.______     Provide acceptable evidence of his/her attainment of relevant  
                      special training consistent with Section 1248 of the Revised 
                      School Code, MCL 380.1248;  
 

Possible examples of relevant special training other than the professional 
development or continuing education that is required by the employer or by 
state law include, but are not limited to the following:   

 
                           National Board Certification             Action Research Projects 
                           Advanced-Degree in Teacher’s Subject Area              Focused Study of Best Teaching Practices 
                           District-Provided PD (Beyond 30-hour Minimum)     Training in Instructional Technology 
                           Oakland Schools PD (Beyond 30-hour Minimum)      Training in Best Teaching Practices  
 
                          Additionally, a teacher must provide evidence of how that special training has been integrated 

into his/her instruction in a meaningful way. (Note: A form will be provided to teachers for this 
specific purpose.) Additionally, completion of training that is expected for teachers in specific 
teaching positions (i.e., Reading Recovery training for Reading Specialists, Advance Placement 
training for teachers of Advance Placement courses, IB training for teachers in an IB Programme, 
etc.) shall not be recognized as relevant special training where such training is paid for by the 
District and/or primarily completed during the regular workday with District-provided release 
time. 

 
4.______     Provide acceptable evidence of his/her significant, relevant  
                     accomplishments and contributions consistent with Section 1248  
                     of the Revised School Code, MCL 380.1248. 
 
                     Examples of significant, relevant accomplishments and contributions above the 

normal expectations for a Troy School District teacher include, but are not 
limited to the following: 

 
                          District/School Committee Participation                  Regular Academic Support for Students 
                          (Beyond Contractual Minimum)                   (Beyond School Day) 
                          After-School Academic Support of Student-Athletes Leadership of School-Wide Initiatives 

 
 Note: Examples provided for components three (3) and four (4) are not exhaustive and we 

 are committed to providing additional examples from teachers and evaluators through the 

 Team Committee.    

 5.______     Attendance – At the conclusion of the scheduled school year, a   

                  determination of the attendance factor adjustment, if any, will be made by  

          the Assistant Superintendent, Human Resources or his/her designee per the         



 

          the table below for any teacher who has successfully met the first four (4)  

          factors. 

                   Total # of Absences for Personal/                Off-Schedule Payment 
                   Family Illness/Bereavement or Personal Business            Percentage of Eligibility 
                                                                             
                                    4 or Less                                                           100% 
                                    4.5 – 7                         75% 
                                    7.5 – 9                               50% 
                                    9.5 or More              0% 
 

  
The determination of a teacher's attainment of the first and second factors will be made by the 
teacher's primary evaluator based upon the outcome of the teacher's final annual evaluation.  
Determination of a teacher's successful attainment of the third and fourth factors shall be made 
by the teacher's primary evaluator and the appropriate Assistant Superintendent (Elementary 
Instruction or Secondary Instruction) based upon a review of the acceptable evidence provided by 
the teacher. 
 
The TEAM Committee was asked to provide input on components of the PBC model developed by 

central administration and approved by the board. Administration was appraised that TEA 

members do not endorse PBC nor support the current PBC model as proposed, but TEA committee 

members believe it is important to remain a part of the conversation, providing teacher voice 

during this pilot year.  

Finally, we recognize PBC is new to teachers and administrators. As such, the TEAM Committee 

will continue to discuss PBC and the implementation of the various components during this year 

and make recommendations for improvement or modifications for future years similar to those 

changes recommended for the evaluation process during the course of the last three years.  

  

 


