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Abstract 

There is a problem in the state of Michigan’s evaluation system regarding the training 

received by those conducting classroom teacher observations. A performance gap 

between teachers and students and provides training solutions for classroom observers 

was identified. The purpose of this basic qualitative study was to explore the perceptions 

of school administrators regarding their preparedness and ability to conduct effective 

observations of teachers. Social cognitive theory and its six constructs was the conceptual 

framework used for this research study. Research questions addressed the perceptions of 

school administrators about the training they have received and their need for additional 

training. A basic qualitative design with interview questions via Zoom was used for this 

study. Thirteen participants represented high school, junior high, and middle school 

levels. Through the coding process, the data collected revealed two major themes, future 

training, and training needs, with subthemes for each theme. Results showed themes 

around future training needs, networking with colleagues, practical training and 

debriefing with colleagues, and the need for refresher training. Recommendations 

included continued ongoing training and networking with colleagues through an online 

platform. Training practices identified in this study may create a positive school building, 

district, and community culture leading to a positive social change in the relationships of 

all school and community stakeholders.  
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Chapter 1: Introduction to the Study 

Teachers and administrators in the education profession across the United States 

have experienced a change in the way teaching and teachers are evaluated (Walsh et al., 

2017). A significant research study funded by the Bill and Melinda Gates Foundation was 

conducted by the Measures of Effective Teaching (MET) Project and produced a report 

titled The Widget Effect (Weisberg et al., 2009). This study involved a research 

partnership of academics, teachers, and educational organizations committed to 

investigating better ways to identify and develop effective teaching. The study focused on 

effective teacher observations and evaluation ratings over a 2-year period starting in 

2009. The studies reviewed showed that there were bigger differences in teaching quality 

among teachers within schools than there are between schools. This means that in the 

same school, a child taught by a less effective teacher can receive an education of vastly 

different quality than a student in another class who is taught by a more effective teacher. 

The study also pointed out the way evaluations are currently conducted does not provide 

a teacher who is struggling with a road map to improve (Weisberg et al., 2009). 

According to Public Act (PA) 102 of, 2011, as of September 1, 2011, all 

Michigan school boards were mandated to adopt and implement a rigorous, transparent, 

and fair performance evaluation system for all teachers and administrators. The law 

amended Section 1249 (MCL.380.1249) and added Sections 1248 and 1249a, which 

addressed a statewide evaluation system for teacher evaluation applicable to all teachers, 

central office personnel, and school building principals in the state of Michigan. 

According to PA 102, individuals performing classroom teacher observations are 
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required to perform additional duties related to evaluations such as providing timely 

feedback, developing specific performance goals, and offering related training for 

teachers’ professional development. 

Since the passage of PA 102, teachers in the state of Michigan are currently 

evaluated on a four-category rating system of highly effective, effective, minimally 

effective, and ineffective. This is a change from the binary rating system of satisfactory 

or unsatisfactory (PA 173, Section 380.1249 (1)(c) of 2015). According to the Michigan 

Common Law 380.1248(1)(b)(c), which passed in 2011, the final teacher effectiveness 

ratings are determined by the following criteria (listed in order of significance): 

individual performance of the classroom teacher; student growth; classroom management 

skills; pedagogical skills; teacher attendance; teacher discipline record; significant 

accomplishments or contributions; and relevant special training outside the classroom. 

In this study, I addressed the gap in the literature that addresses the quality and 

effectiveness of the observer training for teacher evaluation. The perceptions of 

administrators regarding the quality of their observer training were a focus of this study, 

specifically as they relate to the practices of observers who were using the 5 Dimensions 

Plus Teacher Evaluation Rubric (University of Washington Center for Educational 

Leadership, 2012). Understanding the quality of training, the self-efficacy and 

preparedness of observers was the gap this study addressed. Michigan legislation 

mandated that starting with the 2016–17 school year, all school districts are required to 

ensure that training is provided to all observers according to Public Act 173 of 2015, 

Michigan Compiled Laws, § 380.1249 (2) (n) (2015). This training may be provided by 
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an individual who has expertise in the evaluation tool or an individual who has been 

trained to train others. 

According to the law, for each individual teacher, effective evaluators use 

classroom teacher evaluation data gathered from multiple classroom observations to 

inform decisions concerning teacher effectiveness and teacher promotion; grant tenure or 

teacher retention; provide relevant coaching to teachers; provide additional instructional 

support and professional development for teachers in need of support; and remove 

ineffective tenured and nontenured teachers (MCL 380.1249). Classroom observations 

are conducted multiple times per year for each classroom teacher depending upon their 

previous evaluation ratings.  

According to Loewus (2017), in 2011, Michigan ranked 23rd in student 

achievement test scores and the state received a grade of C+. Six years later, in 2017, 

Michigan ranked 34th and had an average grade of D. This decrease in ranking and 

achievement calls attention to how teachers are evaluated. Despite continued poor student 

performance ranking, over 97% of teachers’ ratings continue to be “effective” or “highly 

effective” (Michigan Department of Education, n.d.) There is a problem that needs to be 

researched in the state of Michigan’s education system regarding the ability of observers 

to identify or report the true levels of effectiveness of teachers when conducting 

classroom teacher observations and final evaluations as stated by Kraft and Gilmour, 

(2017), Norman (2010), Steinberg and Sartain (2015), and Weisberg et al. (2009). 

Specifically, the problem stems from the effectiveness of the training and the levels of 
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training received by those individuals conducting teacher observations and final 

evaluations (Derrington, 2014). 

For this study, I gathered data that allowed me to examine observers’ perceived 

preparedness to implement the entire cycle of classroom teacher evaluation process, 

including the final rating given to each classroom teacher. my qualitative study includes 

interviews of individuals who currently perform classroom teacher observations and 

teacher final evaluations using the 5 Dimensions Plus Teacher Evaluation Rubric 

approved by the state of Michigan. The results can be used by observers to improve the 

quality of teacher observation training received, leading to an increase in the capacity of 

observers to impart strategies for increasing teacher effectiveness, leading to increased 

student achievement (see Marzano, 2003).  

In the following sections of this chapter, I will include a brief overview of the 

teacher evaluation process, identify the existing challenges driving the research, I have 

identified the research questions and purpose of the research study, and the importance 

and potential social change implications of the study. Additionally, I will provide a 

description of the conceptual framework and the nature of the study. 

Background 

Teacher evaluation has become a significant part of teaching in Michigan since 

2001 with the passage of the No Child Left Behind Act of 2001. This act has since been 

replaced with the Every Student Succeeds Act of 2015, which also emphasizes the 

importance of quality teachers and the evaluation of all teachers (114th Congress: Every 

Student Succeeds Act, 2015). In the state of Michigan, Public Act 173 of 2015 
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emphasizes the teacher evaluation process and its significance for continued employment 

and improved performance. The literature and the state laws and policies identified a 

need for ongoing, quality training for those responsible for implementing any teacher 

evaluation system. 

Weisberg et al. (2009) provided the foundation for working on better teacher 

evaluation practices, bringing attention to the fact that over 94% of teachers were found 

to be rated as satisfactory. In 2017, the Center for Educational Performance and 

Information (CEPI) in the state of Michigan found over 97% of teachers were rated as 

either highly effective or effective over a span of 6 school years ending that year. During 

this same period, evaluator training was not required by law in Michigan, and observer 

participation in training was voluntary. According to CEPI, this lack of training in the 

past may be linked to the high percentage of teachers being ranked effective or highly 

effective while at the same time student achievement in Michigan has been declining 

compared to other states. Findings from the research literature indicate the need for 

additional ongoing quality training for observers conducting classroom teacher 

observations to implement any teacher evaluation system (Cosner et al., 2015; Dodson, 

2015b; Smylie, 2014). 

The 5 Dimensions Plus Teacher Evaluation Rubric has been used and recognized 

in the state of Michigan since the 2012–13 school year as an approved teacher evaluation 

instrument (The Michigan Council of Educator Effectiveness, 2013), The Michigan 

Council of Educator Effectiveness (MCEE), created by PA 102, was created to develop a 

fair, transparent, and feasible evaluation system for teachers and school administrators. 
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The main goals of MCEE are to enhance instruction, improve student achievement, and 

support ongoing professional learning (MCEE, 2013). To achieve these goals, the MCEE 

piloted the 5 Dimensions Plus Teacher Evaluation Rubric (University of Washington 

Center for Educational Leadership, 2012) along with Danielson’s the framework for 

teaching (Danielson, 2013), Marzano’s teacher evaluation model (Marzano et al., 2011), 

and the thoughtful classroom teacher effectiveness framework (Gargani, J., & Strong 

2014. The state of Michigan followed the council’s recommendations, one of which was 

allowing all local school districts to decide which of the four evaluation tools they wish 

to use.  

In complying with Michigan law, particularly PA 173, of 2015, the 5 Dimensions 

Plus Teacher Evaluation Rubric consists of two sections. The first section consists of 

observation and evaluation of traditional classroom performance traits. The observed 

areas may be classroom management, student assessment, student engagement, classroom 

culture, curriculum, and pedagogy, and learning targets. Subsections A, B, C, and D of 

Section 1248 of the Michigan revised school code describe in detail the areas in which a 

teacher will be evaluated. Teacher observer training was explained in detail in Section 

1248 of the Michigan Law; training requirements are in addition to the professional 

development or continuing education that is currently required by the state of Michigan 

for all educators. The second section of the observation consists of a student growth 

component made up of state and local assessments. Currently the student growth 

component of the observation is a minimum of 40% of the total evaluation. (PA 173 of 

2015). 
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While observation and evaluation legislation in the state of Michigan has required 

a much more elaborate teacher evaluation process, including observer training, teacher 

evaluation ratings have remained relatively the same since 2009 (Michigan Department 

of Education, n.d.). Observers who have the responsibility of final evaluation ratings for 

teachers must be properly trained to fully implement the teacher evaluation process while 

differentiating teacher effectiveness.  

Findings from the research literature support the need for additional training for 

observers who are using a variety of teacher evaluation rubrics and conducting classroom 

teacher evaluations (Cosner et al., 2013; Dodson, 2015b; Donaldson et al., 2014; 

Michigan Council of Educator Effectiveness, 2013; Semmelroth & Johnson, 2014; 

Smylie, 2014). Dodson (2015b) (year) conducted a survey of Kentucky principals’ 

perceptions of the state’s new teacher evaluation system and found more training was 

needed from the state on how to use the new evaluation system. Dodson also found over 

70% of respondents said the observer preparation program they completed did not 

prepare them well for the implementation of the evaluation system, and over half said the 

state department of education did not provide adequate training for proper 

implementation. Cosner et al. (2015) conducted a study of evaluation practices in three 

states—Connecticut, Tennessee, and Ohio—and found that observers needed extensive 

training and ongoing support to develop necessary understanding and skills to implement 

the new teacher evaluation systems. The researchers concluded that the quality of the 

training is much more important than the quantity.  
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In a phenomenological qualitative research study which sought to explore, 

describe, and analyze the meaning of individualized teachers’ experiences with the new 

teacher evaluation system currently in place in the state of Michigan, Stewart (2016) 

found that teachers adapted their professional practice to meet new teacher evaluation 

requirements. Although this study addressed teacher perceptions of the teacher evaluation 

system in the state of Michigan, there are possible links to the experiences of observers. 

There is a gap in the literature that addresses the quality and effectiveness of the 

observer training for teacher evaluation. In this research study, I gathered data pertaining 

to the perceptions of administrators about the quality of their training. The findings may 

be used to improve the effectiveness of training for classroom observers. 

Problem Statement  

There is a problem across the United States, including in Michigan’s education 

system, regarding the ability of observers to identify and report the true levels of 

effectiveness of teachers when conducting classroom teacher observations and final 

evaluations (Kraft & Gilmour, 2017; Norman, 2010; Steinberg & Sartain, 2015). 

Specifically, the problem stems from the effectiveness of the training and the levels of 

training received by those individuals conducting classroom teacher observations and 

final evaluations. Research supports that the quality of a student’s teacher is the most 

important element in a school to increase student achievement (Lasswell et al., 2008; 

Steinberg, & Sartain, 2015; Weisberg et al., 2009). Therefore, increasing the 

effectiveness of the observer may lead to an increase in the effectiveness of the teacher 
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while at the same time effective observers are better prepared to identify ineffective 

teachers for dismissal. 

Beginning in 2011, and through the Every Student Succeeds Act (2015), 

Michigan legislation has placed an emphasis on classroom teacher performance and 

teacher quality using an elaborate teacher evaluation system. These legislative actions 

that place an emphasis on classroom teacher evaluation bring to the forefront the quality 

or effectiveness of the training received by observers conducting the observations and 

final evaluation ratings. If the ultimate goal of the teacher evaluation system is to 

improve student achievement through teaching, observer training may be the foundation 

needed. 

Strunk et al. (2014) stated that rater leniency among observers is also a factor in 

teacher final ratings, while Cosner et al. (2015) along with Kraft and Gilmour (2017) 

found that increased workloads, along with time demands, cause observers to struggle to 

complete every element on the assessment and implement all the required observations. 

Data regarding observers’ training to address such leniency and time demands were 

gathered during the interview process for this study. Archer et al. (2016) found there was 

no magic number of hours of training needed to ensure accuracy; however, it was noted 

that continued training is necessary to become an effective observer. 

Educational research has shown that there is a lack of training for observers to 

identify or differentiate different levels of teacher effectiveness. As early as 2003, 

research has shown that when students are in a classroom with an effective or highly 

effective teacher, their student achievement performance will increase more than the 
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performance of a student who has a minimally effective or ineffective teacher (Marzano, 

2003). Student achievement will compound and increase every year for students in 

classrooms with effective or highly effective teachers compared to students who have 

minimally effective or ineffective teachers (Kane et al., 2011a; Lasswell et al., 2008; 

Michigan Council for Educator Effectiveness, 2013; Steinberg & Sartain, 2015). 

The quality of training observers receive can directly impact teachers’ 

performance and, indirectly, students’ performance. It was the data gathered and analyzed 

in this research study that led to targeted professional development for classroom 

observers to improve the effectiveness of teacher performance which may lead to the 

increase of student achievement. Jacob (2012) stated that school leaders have long been 

aware of the potential impact of an excellent teacher on student achievement outcomes. 

In a study done in the Chicago Public Schools, 93% of teachers were rated as superior or 

excellent, the top two categories in the rating system, yet two-thirds of the schools in the 

district failed to meet state proficiency standards under Illinois’s accountability system 

(Steinberg & Sartain, 2015). The study found the performance gap was a result of a lack 

of training, quality, and level of training for individuals conducting classroom teacher 

observations and final evaluations. 

Similarly, in a study conducted by the University of Connecticut concerning the 

implementation of the System for Educator Evaluation and Development (SEED), 

researchers found that principals called for more professional development to learn how 

to use the evaluation tool. Teacher survey and interview data from that study indicated 

that there was substantial variability in the perceived skill level of the evaluators 
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(Donaldson et al., 2014). On average, less than 1% of teachers were rated as below 

effective, and 4% were rated as developing in the pilot districts. Seventy-three percent 

were rated as proficient and 23% were rated as exemplary (Donaldson et al., 2014). 

Recommendations from the University of Connecticut study include building the skills of 

the observers by offering specialized training for observers. Upon completion of such 

professional development, it was found that only 60% of teachers and administrators felt 

that their summative ratings under SEED program were accurate (Donaldson et al., 

2014). 

The current evaluation data in education, particularly teacher evaluation, focus the 

attention on final teacher ratings and the evaluation process used by administrators when 

conducting classroom teacher observations and final evaluations. Consistency among 

these observers must be established to validate the evidence required to ensure any 

teacher observation evaluation system is appropriate for evaluating teacher performance 

(Semmelroth & Johnson, 2014). Observer reliability encompasses many aspects such as 

rubric knowledge, knowledge of proven research-based instructional strategies, and 

knowledge of content standards and benchmarks, along with extensive knowledge of the 

teacher evaluation tool that comes with extensive ongoing professional development and 

training.  

The results of my study may contribute to the body of knowledge needed to 

address the quality of training by identifying specific targeted professional development 

training practices that will raise the capacity of observers to differentiate effective levels 

in teaching, leading to increased student achievement. In this study, I examined the 
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experiences of observers pertaining to the quality of the training acquired to properly 

observe and evaluate teachers. Current research has not identified the best practices for 

effective ongoing observations, but it has addressed the quality of training provided to 

classroom observers, by recommending additional training (Smylie, 2014). However, the 

quality, effectiveness, and the duration of the training were absent from any research. 

Using the research questions identified, this study addressed the gap in the literature that 

exists on addressing the quality and effectiveness of the observer training for teacher 

evaluation in Michigan, specifically as it relates to the practices of observers who are 

using the 5 Dimensions Plus Teacher Evaluation Rubric. The data gathered in the 

interview process brings a better understanding of the training received by observers, as 

required by Michigan PA 173 of 2015, as well as the level of training and preparedness. 

This study is relevant to the field of education because it gathers data and evidence 

regarding the training of observers, leading to their ability to assist teachers to improve. 

Purpose of the Study 

The purpose of this basic qualitative research study was to explore the perceptions 

of school administrators regarding their preparedness and ability to conduct effective 

observations of teachers. Data analysis led to identifying trends, patterns, and strategies 

currently in place for observer training that are perceived to be effective and those that 

are not effective. The analysis of the data identified observer perceptions of training 

practices currently in use in observer training that are effective or ineffective. In this 

study, I collected data surrounding the skills and perceptions of school administrators and 

the practices used to implement the 5 Dimensions Plus Teacher Evaluation Rubric to 
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actively observe, evaluate, and rate teachers. The past and current research data regarding 

teacher effectiveness and student achievement in the state of Michigan and across the 

country requires a closer look into the quality and effectiveness of training and skill set 

needed to differentiate good teaching from bad, including the identification of those 

teachers in need of extra support (Rowna et al., 2013; Weisberg et al., 2009). 

Understanding the quality of training, the self-efficacy and preparedness of observers was 

the gap that this study addresses. Steinberg and Sartain (2015) examined the Excellence 

in Teaching Project used in Chicago Public Schools, and found the efficacy of the project 

depended on the observers’ capacity to provide targeted instructional guidance. This 

means identifying and differentiating a teacher’s instructional needs. Research shows the 

level of teacher effectiveness is related to the student’s academic effectiveness (Michigan 

Council for Educator Effectiveness, 2013; Steinberg & Sartain, 2015; Weisberg et al., 

2009). If this were true for the state of Michigan, the students in the state of Michigan 

would be performing higher than a D as measured by state assessments.  

In this qualitative research study, I explored and analyzed observer experience 

while conducting classroom observations, the time commitment needed outside the 

classroom to complete the observation including feedback and any documentation 

required, the amount of training received working with the 5 Dimensions Plus Teacher 

Evaluation Rubric, and the practices of participants and their perceptions of preparedness 

for conducting classroom teacher observations and final evaluations. The data collected 

represents the perceptions of the administrative observers on the specific training 

practices. 
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Research Questions 

RQ1. What are the perceptions of school administrators who are responsible for 

evaluating teachers about the additional training they need for performing effective 

classroom observations? 

RQ2. What are the perceptions of school administrators who are responsible for 

evaluating teachers about the training they have received for performing classroom 

observations? 

Theoretical Framework 

For my study, I viewed the observation process through the lens of social 

cognitive theory (SCT). Understanding SCT and its practices enabled me to view 

observer training and practices currently used by teacher observers through a lens that 

emphasizes the environment in which the observers work along with their capacity to 

change their behavior, and the self-confidence to make that change. The framework used 

for this study, originally titled social learning theory in the 1960s by Bandura (LaMorte, 

2018), has developed into what is now known as SCT. SCT has a framework that 

suggests learning occurs in a social context with a dynamic and reciprocal interaction of 

the person, environment, and behavior (LaMorte, 2018). The unique feature of SCT is the 

emphasis on social influence, as well as external and internal social reinforcement. The 

theory considers the way in which individuals acquire and maintain behavior, while also 

considering the social environment in which individuals perform the behavior (LaMorte, 

2018). I touched each of the six constructs of SCT in various depths while focusing on 

observer training: reciprocal determinism, behavioral capability, observational learning, 
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reinforcements, expectations, and self-efficacy. The six constructs can be briefly defined 

as follows. Reciprocal determinism is the dynamic and reciprocal interaction of a person 

with a set of learned experiences (LaMorte, 2018). Behavioral capability is a person’s 

ability to perform a behavior (LaMorte, 2018). Observational learning is where people 

can witness and observe a behavior conducted by others (LaMorte, 2018). 

Reinforcements are the internal or external responses to a person’s behavior (LaMorte, 

2018).. Expectations refers to the anticipated consequences of a person’s behavior. Self-

efficacy refers to the level of a person’s confidence in his or her ability to successfully 

perform a behavior (LaMorte, 2018). 

I used each of these constructs to view the responses of the participant’s 

interview. Using reciprocal determinism as a lens to determine the actions and 

interactions observers have with teachers and the capability of the observer to change 

their own observation behavior to become more effective is one of the benefits of SCT. I 

gathered data regarding the observational learning of observers by asking questions 

regarding training and their experiences with watching videos of teachers and practicing 

those traits. I also engaged in conversation regarding observer expectations and their self-

efficacy to perform those expectations. Using the six constructs of SCT for this research 

study, I was able to gather data focusing on the training and the strategies used to 

implement that training through the lens of each construct. Through the research 

questions and expanding interview questions I gathered data regarding the interactions of 

training, the capability of making a behavioral change for observers, learning capability 

through observation, the reinforcement of the new learned behavior to implement 
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processes, the consequences of not meeting expectations, and the self-confidence that a 

new behavior can be learned and implemented. More detail regarding specific strategies 

concerning SCT will be provided in Chapter 2. 

In this qualitative study I used semi structured interviews as the data collection 

method. I used the data to consider both the unique way in which individuals acquire and 

maintain a particular behavior in the social environment and the way individuals perform 

that behavior. By using the lens of behavioral capability, observational learning, 

expectations, and self-efficacy, analysis of participant responses was more accurate. The 

focus was on current observation practices to identify levels of effectiveness in teacher 

performance along with practices that need to be changed or are not beneficial to the 

observation. One of the goals of SCT is to explain how people regulate their behavior 

through control and reinforcement to achieve goal-directed behavior that can be 

maintained over time (LaMorte, 2018). Through the interview process, questions were 

posed to participants stemming from the research questions regarding their emotional 

frame of mind as well as the related experiences and behaviors they may display during 

the training received and while completing observations. Understanding the experiences, 

related behaviors, and self-efficacy during training was beneficial in identifying practices 

and strategies observers are comfortable and uncomfortable implementing. Identified 

effective practices and strategies can then be incorporated into future and ongoing 

observer training to increase the effectiveness of the training delivered to and received by 

observers. 



17 

 

Nature of the Study  

This basic qualitative study was focused on the teacher evaluation process and the 

training of individuals who conduct classroom observations and final evaluations of 

teachers in the state of Michigan. Focusing on the training opportunities available, the 

strategies used in training, and the perception and preparedness of observers, data 

collected and analyzed led to results that could be used to improve the training 

procedures and processes currently used in observer training. For the purpose of this 

research study, individuals who are conducting classroom teacher observations and final 

evaluations were referred to as observers. A qualitative research study enables a 

researcher to gather direct information from participants regarding their experiences 

(Creswell, 2009). In this study, I gathered information into the participant’s experiences 

with observer training. In Chapter 3, I provide a more detail on the qualitative approach I 

used and why it was selected. 

Data were gathered from participants which included middle school, junior high, 

and high school public school administrators in Grades 7-12 who perform classroom 

observations and final evaluations and are currently using the 5 Dimensions Plus Teacher 

Evaluation Rubric. Participants represented rural, urban, and suburban school districts 

who had a variety of observation experience. By conducting interviews, data were 

gathered regarding the perceived quality of training received and the effectiveness of 

training received by administrators. An interview process is an art form that requires an 

intentional focus on the part of the researcher to promote a trusting and open relationship. 

I obtained honest and reliable data from the participants, benefiting the overall teacher 
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evaluation process, and resulting in a positive social change among teachers and 

observers. Developing a positive rapport with all participants was vital to building a 

trusting relationship. All participants were assured that identities would remain 

confidential, along with their school and district name. The interview process involved a 

virtual face-to-face meeting with each participant at a location that was convenient for the 

participant. However, face-to-face interviews are the most flexible form of data 

collection, with advantages including the ability of the interviewer to read the body 

language of the interviewee and to use follow-up and probing questions in order to 

motivate respondents (de Leeuw, 2008). Phone interviews were an option if a meeting 

place and time could not be established or if the participant felt uncomfortable working 

with the virtual face-to-face platform. None of the participants needed to interview by 

phone. The time and location of the interviews were decided by the participants to ensure 

confidentiality and convenience for the participant. Ensuring participants confidentiality 

allowed participants to feel comfortable to respond to all questions in an honest and 

trusting environment (Moustakas, 1994). All interviews were recorded using a recording 

device with the participant’s approval. 

The participants were a purposeful sample set that intentionally included a group 

of individuals that can best inform the study about the effectiveness of observer training 

(see Creswell, 2013). The six constructs presented earlier in this chapter were used as a 

basis for creating the questions and follow-up questions used during all interviews. 

Questions regarding how observers currently infuse the observation training to have 

interactions among teachers about teaching strategies, the capacity of each observer to 



19 

 

conduct observations, observer ability to provide feedback to teachers with expectations 

and consequences, and most importantly the belief in oneself to complete and implement 

all phases of teacher evaluation were asked of each participant. Data were collected from 

school administrators who were currently conducting classroom teacher observations and 

assigning final evaluation ratings. To start the process, four to five participants were 

selected from each type of school district: rural, urban, and suburban. Participants who 

were interviewed had a wide range of teaching and administrative experience. Interviews 

were conducted with 13 participants who are currently using the 5 Dimensions Plus 

Teacher Evaluation Rubric. Once the minimum number was met, I continued to interview 

participants as long as each additional interviewee presented more refined or somewhat 

different perspectives, thus reaching the saturation point on the quality of observer 

training (Rubin & Rubin, 2012). Interviews were conducted via a web application called 

Zoom.  

Data were analyzed inductively using applied thematic analysis through several 

coding cycles using the NVivo12 software. Approaches to assure the trustworthiness of 

data analysis and interpretations were also applied. Details regarding data collection and 

analysis are provided in Chapter 3. 

Definitions  

Evaluation: The term evaluation means a process of gathering and analyzing 

collected data to reach a final effectiveness rating given to a classroom teacher for their 

performance throughout the school year. The current rating system for Michigan public 
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school teachers is a four-tier system of ineffective, minimally effective, effective, and 

highly effective (PA 102, of 2011). 

5 Dimensions Plus Teacher Evaluation Rubric: This teacher evaluation rubric, 

which was created at the Center for Educational Leadership at the University of 

Washington, is based on the 5 Dimensions of Teaching and Learning (5D) instructional 

framework. The core dimensions include purpose, student engagement, curriculum and 

pedagogy, assessment for student learning, and classroom environment and culture 

(University of Washington Center for Educational Leadership, 2012). The 5 Dimensions 

Plus rubric also includes professional collaboration and communication, which is based 

on activities and relationships that teachers engage in outside of classroom instruction. 

Formative observations: Formative observations are meant to provide teachers 

with feedback on how to improve performance and what types of professional 

development opportunities will enhance their practice (Mathers et al., 2008).  

Notices and wonderings: These two terms are used when observers notice an act 

or instructional strategy used by teachers while being observed. A notice may be the 

observer documenting something they noticed during the observation while a wondering 

is where the observer will document an act or instructional strategy that brings up a 

question during the observation (University of Washington Center for Educational 

Leadership, 2012). 

Observation: For the purpose of this study, the term observation means the 

activity of a building administrator physically entering into a classroom, remaining in that 

classroom for a period of not less than 5 minutes and no longer than a class period, 
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observing teacher conduct and traditional and nontraditional teaching activities during a 

class session (see MCL.380(1)(a)).  

Observer: Observers must filter a dynamic and unpredictable scene in the 

classroom to find the most important indicators of performance, make an accurate record 

of them, and then apply a set of criteria as intended (Archer et al., 2016). For the purpose 

of this study, the term observer was used to describe a school employee or, in a select few 

school districts, a designated school employee or contractor who physically visits teacher 

classrooms for the purpose of conducting classroom observations. In most cases this will 

be the building principal or assistant principal. 

Student growth: For this study, student growth is measured using multiple 

measures that may include student learning objectives, annual state student assessments, 

and local assessments chosen by the school district (see MCL380.1249(1)(c)). Student 

growth is used when determining final evaluation ratings for teachers. As of school year 

2018–19, 40% of the teacher evaluation is made up of student growth data (PA 173, 

2015). 

Summative observations: Sometimes called final evaluations, summative 

observations are used to make a final decision on factors such as salary, tenure, personnel 

assignments, retention, and dismissal (Mathers et al., 2008). 

Assumptions  

Through participating in this study, participants identified areas of observation 

training which benefited them in determining teacher effectiveness and those areas where 

more training is needed, or the quality of training needs to improve. As a junior/senior 
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high school principal with over 20 years of experience, including elementary principal, it 

was assumed my experiences were very relatable to participants in the study and allowed 

me to develop a trusting relationship. I assumed that my knowledge of the evaluation 

terminology was sufficient for this study. II also assumed that because all participants 

knew they would remain anonymous, they would be transparent in their responses to all 

questions and follow-up questions. 

Michigan legislators and other educational professionals embrace the assumption, 

that student achievement will increase when students are placed in a classroom with an 

effective teacher versus being placed in a classroom with a teacher who is minimally 

effective or ineffective (Weisberg et al., 2009). Placing a student in an effective or highly 

effective teacher classroom did not address the issue of teacher effectiveness and its 

relationship with student growth. However, determining teacher effectiveness is the 

responsibility of the observer and their training, which was the focus of this study. It was 

important for this study to determine perceptions of participant’s quality of training, the 

ability to differentiate teacher effectiveness, and the willingness to rate teachers 

ineffective or minimally effective. 

Scope and Delimitations 

Recent legislation in the state of Michigan has ignited an intentional focus on 

teacher evaluation and its connection with student growth. In this research study, I 

focused on evaluator training and its perceived effectiveness for those individuals 

conducting classroom teacher observations and final evaluations. The methodology of the 

study incorporates a qualitative research design with interviewing as the data collection 
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strategy that yielded the most accurate and reliable data. The research data of teacher 

effectiveness reported currently in the state of Michigan are very similar to the data that 

were reported in 2009 in The Widget Effect where 97% of teachers were rated as 

satisfactory (Loewus, 2017). Evaluators must be able to differentiate teachers’ classroom 

performance and address those individual teachers in need of support. The focus of this 

study was to gather data regarding the perceptions of observers regarding training, which 

was identified as the gap in the literature for individuals conducting classroom teacher 

observations and final evaluations, cumulating in the analysis of the data to determine if 

there is a need of additional support and effective training to be successful observers. 

Teacher performance and their final evaluation ratings and the achievement of their 

students will not be a part of this research study. The scope of this research study did not 

include a comparison between teacher ratings and student achievement.  

Teacher evaluation is continually evolving and involves many moving parts that 

make up a successful teacher observation and a successful evaluation. I did not consider 

the effectiveness of carrying out each element in the teacher observation process in this 

study, nor did I consider the quantifiable evidence of student growth or student 

achievement and its effect on final teacher evaluations. In addition, rater reliability of 

each teacher evaluation was not a focus in this study because of the many variables that 

comprise rater reliability, such as multiple observers for each final evaluation 

effectiveness rating. This research study did not address the final evaluation ratings for 

each participant; therefore, data was not collected on classroom teacher final 

effectiveness ratings for each interviewee. 



24 

 

The scope of this study was focused only on middle school, junior high school, 

and high school public education administrators responsible for doing teacher 

observations. I limited the scope to observer training and its perceived effectiveness, as 

described by the participants being interviewed who are currently using the 5 Dimensions 

Plus Teacher Evaluation Rubric. The study was conducted through the lens of SCT, 

focusing on the training experiences of observers, as well as the external and internal 

social reinforcements that impact their selection of 5 Dimensions Plus Teacher 

Evaluation Rubric practices during observations. The participants were active school 

administrators who conduct observations leading to a final evaluation of teachers in a 

public-school system in Grades 7-12 in the state of Michigan. There were 13 participants 

in this study selected from rural, suburban, and urban school districts throughout the state 

of Michigan. The final number of participants was determined when the data collected 

and analyzed reached a point of saturation and when no additional themes or information 

that was extremely different than previously collected was presented. Schools or 

contracted personnel who conduct classroom teacher observations and final evaluations 

and use Danielson’s evaluation rubric, Marzano’s evaluation rubric, or any other 

professionally created or a locally developed state of Michigan-approved teacher 

observation rubric were excluded from this study. 

There have been several studies conducted surrounding classroom teacher 

evaluation using a variety of conceptual frameworks as a lens to analyze the data 

collected. Another potential lens could have been generalizability theory (G theory). G 

theory is a statistical theory for evaluating the dependability of behavioral measurement. 
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G theory was used by Semmelroth and Johnson (2014) to measure rater reliability on the 

Recognizing Effective Special Education Teachers (RESET) observation tool designed to 

evaluate special education teacher effectiveness. Praetorius et al. (2012) used G theory to 

focus on the causes and amounts of rater bias for a study. Again, like Semmelroth and 

Johnson, I analyzed ratings while using multiple sources of error. The Institute of 

Research at the University of Michigan (2013) used G theory to examine how different 

errors in measurement affect measurement reliability. Donaldson (2013) used G theory to 

analyze scoring of ratings as well. Kraft and Gilmour (2017) used Lipsky’s street-level 

theory in the public sector, which states employees cannot do the job according to the 

ideal conceptions of the practice because of limiting work structure. G theory and 

Lipsky’s street-level theory do not fit for this study based on the type of data collected 

and the proposed analysis process. SCT and its constructs align with this qualitative 

research study, enabling researchers to attempt to gain insight into a universal feeling or 

experience of observers and to interview participants and collect data regarding the 

perception of observers. 

Limitations 

A qualitative research design using the interviewing process for gathering data 

encompasses some limitations. To realize the potential of a face-to-face interview, a well-

tested questionnaire and a well-trained interviewer are needed to lend credibility to the 

study (de Leeuw, 2008). Currently, there are over 150 school districts in the state of 

Michigan that are using the 5 Dimensions Plus Teacher Evaluation Rubric. Selecting 

participants that represented the demographics was a limitation for this study and was 
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addressed by purposefully selecting a participant pool that fits the criteria established 

ensuring dependability. Dependability refers to whether the research process is consistent 

and can be carried out with careful attention to the rules and conventions of qualitative 

methodology (Guest et al., 2012) Dependability is evident whether other researchers 

could repeat the study and would arrive at the same findings with the same data. 

Selection of participants came from an extensive administrator network I have developed 

over the last 18 years. I am a member of the Michigan Association of Secondary School 

Principals (MASSP) and used my professional contacts with this organization to access 

participants. However, having an awareness of existing contacts could introduce bias in 

the selection of participants, so I ensured rural, urban, and suburban schools were 

represented along with observers with varied experience in observing teachers. Replicate 

studies could take place, enhancing transferability by selecting a similar participant pool 

using a different observation/evaluation rubric. Participants did not have to be members 

of the MASSP to participate in this research study.  

When the interviewer has limited experience in the interview procedure itself, the 

following activities could be a challenge: using recording devices, knowing the number 

of questions to ask, or deciding when to dig deeper with follow-up and probing questions 

(de Leeuw, 2008). Interviewers might also not know how to present the research purpose 

to the interviewee or how to deal with responses from the interviewees that differ from 

their actual practice when conducting classroom teacher observations or final evaluation 

ratings. To address these limitations, I conducted two field test practice interviews with 

observers using the 5 Dimensions Plus Teacher Evaluation Rubric to rehearse the 
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interview protocol and make any adjustments necessary. Focusing questions on 

experience and behaviors, opinions and values, knowledge, and background/demographic 

questions can be limiting. All information gathered was the most relevant and direct 

information obtainable. 

Observing and evaluating teachers entails many variables that need to be 

accounted for when determining an effectiveness rating. School culture and climate, 

student demographics, school leadership, and staff experience all play a significant role in 

teacher observations; therefore, another limitation in the data collection process was 

participant and researcher bias. As a principal with over 18 years of experience, I have 

some tendencies and work procedures that I was consciously aware of during the 

interview process and used the interview protocol to control these potential biases. 

Participant bias could occur in how they view the effectiveness of their use of the 5 

Dimensions Plus Teacher Evaluation Rubric and their comfort level with the evaluation 

process. Researcher bias can be a limiting factor during the interview process and data 

analysis. As a building leader with experience at all levels, I possess a level of bias 

regarding teacher evaluation. The training I have received and the knowledge I possess 

regarding the evaluation process has its bias. How I perceive the teacher evaluation 

process and how the process should be implemented comes from a single perspective 

based on the training I received. Some observers may have a narrow experience 

observing teachers based on the number of teachers they evaluate because working in a 

rural district that has fewer teachers may present a limitation towards teacher observation. 

The biases I brought to the study were used to inform and enhance the interview by 
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gathering all important relevant data regarding the observation and evaluation process 

currently conducted by the observer and to document their experiences accurately. I used 

a value-neutral approach, which was very important in the social environment because 

values, emotions, and personal experiences can set a new path, hindering accurate 

observation and discourse. From a researcher point of view, putting personal biases aside 

was a requirement in this study. To address and assure objectivity, I had a critical 

friend/colleague review all findings from this research study. During the interview I was 

journaling and making notes regarding decisions made and answers given for each 

interview question. Dealing with participant bias as a limiting factor was addressed by 

developing a positive, trusting rapport with the interviewee. To achieve this rapport, the 

interviewee must believe that their confidentiality and anonymity are guaranteed. Also, 

when participant answers sound inconsistent, which may indicate underlying bias or 

issues that need to be explored, carefully crafted follow-up questions were used to reveal 

any bias that may exist in the participant’s answers (Rubin & Rubin, 2012). Rubin and 

Rubin (2012) suggested using four questions which request interviewees to act as guides 

walking the interviewer through their work while pointing out what they think is 

important in their work. Documents disclosing the details of the interview process, the 

use of data, and the use of participant information were reviewed and signed by all 

participants. 

Significance 

Following The Widget Effect (Weisberg et al., 2009), not much had changed in the 

final ratings assigned to all teachers as of the 2017–18 school year. This report called 
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attention to teacher evaluation and the ability of the observer to distinguish different 

levels of classroom teacher effectiveness. According to Michigan data for the 2017–18 

school year, most teachers were still rated in the effective or highly effective categories in 

their final evaluation. There is a problem in the education system across the country 

regarding the ability of observers to identify or report the true levels of effectiveness of 

teachers when conducting classroom teacher observations and final evaluations (Kraft & 

Gilmour, 2017; Norman, 2010; Steinberg & Sartain, 2015; Weisberg et al., 2009). This 

problem stems from the effectiveness of the training and the levels of training received by 

those individuals conducting classroom teacher observations and final evaluations. 

According to the National Council on Teacher Quality report by Doherty and Jacobs 

(2015), there is a pattern emerging across states showing most teachers, over 97%, are 

being identified as effective or highly effective. While teacher performance continues to 

be highly rated, student academic performance in the state of Michigan continues to fall 

compared to other states. The significance of this problem is that while teacher evaluation 

ratings stay the same, which is at an effective or highly effective level, the performance 

level of students is dropping in the state of Michigan. Gathering data surrounding training 

practices that observers perceive to be the most effective and training practices that they 

perceive to be not as effective in identifying levels of effective teaching was the primary 

focus of this study. 

Teacher evaluation and the classroom observation process have evolved into a 

much more detailed rating system, requiring increased time and effort by observers. 

Cosner et al. (2015) noted that principals are the key to the evaluation process and require 
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extensive systemic training to develop the necessary skills and knowledge to fully 

understand and implement teacher evaluation practices with fidelity. It was evident there 

was a need to learn more about how principals make observation judgments about 

teachers’ performance, which was the focus of a study conducted by Kimball and 

Milanowski (2009) confirming that there is a need for more research on the topic of 

quality observer training. 

The training received by potential observers must meet the needs of observers, be 

systematic, and be high quality. Personnel decisions, such as promotion and dismissal, 

are based upon teacher ratings; therefore, it is important to ensure that observers are 

trained and prepared to effectively rate the effectiveness of teachers. The implementation 

process for the 5 Dimensions Plus Teacher Evaluation Rubric is extensive and requires 

specific rubric knowledge, observation, and final evaluation rating skill capacity; self-

management; and follow-up with documentation and discussion. Fully implementing the 

rubric requires a time commitment that is significantly greater than previously used 

rubrics with a binary rating system. Typically, training with the 5 Dimensions Plus 

Teacher Evaluation Rubric lasts 3 days, covering each dimension and the dimension 

indicators.  

It is vital for observers to have the capacity to differentiate teacher effectiveness 

and become proficient in classroom teacher observation by attending professional 

development sessions provided by a certified, designated person trained by personnel 

from the Center for Educational Leadership at the University of Washington. Evaluator 

training is important and necessary if the level of classroom instruction is expected to 
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increase and teachers who are in need of extra support are to be identified. Effective 

teachers have an academic impact on students along with a social impact on the school, 

school district, and the community by increasing the social, educational, and economic 

opportunities for each student who graduates. Observers can create a community of 

colleagues via zoom and conduct mini professional development sessions focused on 

specific areas of the 5 Dimensions Plus Teacher Evaluation Rubric. This was a specific 

response by one of the participants and has interest among other participants. Creating 

these sessions for observers presents an opportunity to build relationships among 

colleagues creating an open and positive social change among observers.  

The results of this study may bring awareness the perceived training effectiveness 

of observers to principals and training providers. Careful data analysis and discovering 

patterns and themes can potentially lead to a change in training practices, bringing about 

positive social change. The contributions of this study brought to the forefront the overall 

perceptions of the effectiveness of the training received by building principals and vice 

principals at the junior high and high school levels. Working collaboratively with 

colleagues surrounding teacher evaluation strategies were evident in the findings. The 

results of this study can be used to enhance future development of training practices 

offered by the Center for Educational Leadership or any approved contracted educational 

organization, such as the MASSP, which currently provides the 5 Dimensions Plus 

Teacher Evaluation Rubric training for those conducting classroom teacher observations 

in Michigan. Michigan lawmakers may consider the current training requirements and 



32 

 

realize additional training may be needed to improve observation practices, resulting in a 

change in current law based on the results of this study. 

Summary 

Classroom teacher observation in the state of Michigan has had some significant 

changes over the past decade. New state and federal legislation has been passed and put 

into law, including the Every Student Succeeds Act of 2015 (ESSA). This legislation has 

affected teacher evaluation by placing it as a high priority topic for school districts in the 

state of Michigan.  

The purpose of this study was to study the training strategies used for classroom 

observers and the perceived outcomes of those strategies to conduct effective 

observations for those who are currently conducting classroom teacher observations and 

final evaluations and are using the 5 Dimensions Plus Teacher Evaluation Rubric. I used 

a qualitative research approach to analyze the data gathered through an interview process. 

The data was analyzed and used to report the amounts and quality of training received by 

participants and their self-proclaimed preparedness to implement the evaluation process 

as it is recommended by the Center of Educational Leadership at the University of 

Washington (University of Washington Center for Educational Leadership, 2012).  

The literature review for this research study identified a gap in the area of training 

and preparedness of potential classroom teacher observers who use the 5 Dimensions 

Plus Teacher Evaluation Rubric in Michigan school districts. Since the publication of The 

Widget Effect (Weisberg et al., 2009), a closer focus on teacher evaluation has taken 

place in the state of Michigan and numerous other states across the United States. Other 
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publications with significant data regarding teacher observation include the Measures of 

Effective Teaching project (Weisberg et al., 2009) founded by the Bill and Melinda Gates 

Foundation, which emphasized the lack of focus on the effectiveness of teachers. Despite 

recent legislation, state publications such as (Michigan Department of Education, n.d., 

2013–14) in Michigan pointed out that more than 97% of teachers were rated highly 

effective or effective, which means that while the evaluation process has changed, the 

teacher rating results have remained relatively the same in Michigan while student 

achievement continues to decline.  

Two research questions were developed to serve as the basis for my interview 

questions on the perceived quality of training available to those individuals who conduct 

classroom teacher observations and final evaluations and are using the 5 Dimensions Plus 

Teacher Evaluation Rubric. The results of this study identified significant challenges in 

implementing the observation and evaluation process with fidelity, as well as potential 

best practices in observer training. Interview questions produced data that can be used for 

modifying and redesigning training. By modifying training practices, challenges can be 

overcome for all involved in conducting classroom teacher observations and final 

evaluations. When researchers attempt to gain insight into a universal feeling or 

experience among a group of individuals, often a qualitative approach is used. This type 

of approach also lends itself to a smaller sample size, which then results in long, in-depth 

interviews with participants providing rich data. Although a smaller sample size can be a 

limitation, building rapport with participants assists in the interview process. However, 

interviewing itself can be limiting in that participants are not being articulate about their 
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answers or sometimes the interpretation of the responses of the participants may not be 

what was meant. These limitations and others are addressed in more detail in Chapter 3. 

In Chapter 2 of this dissertation, I reviewed an extensive list of relevant and 

recent literature such as journal articles, books, dissertations, and reports that show the 

legislation enacted surrounding teacher evaluation, the current status of teacher 

evaluation and observation ratings, and the framework for quality observer training 

needed for effective classroom teacher observation and final evaluation. The following 

literature review provides (a) a historical perspective of the legislated reforms, (b) 

promising practices that observers have used to improve teacher effectiveness, and (c) 

information about Michigan’s teacher evaluation components. Chapter 2 also contains 

subsections on other studies conducted surrounding teacher evaluation effectiveness, 

SCT, and how other researchers used SCT in their evaluations on similar topics.  
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Chapter 2: Literature Review 

There is a problem across the country as well in Michigan’s education system 

regarding the ability of observers to identify and report true levels of teacher 

effectiveness when conducting classroom observations and final evaluations (Kraft & 

Gilmour, 2017; Norman, 2010; Steinberg & Sartain, 2015; Weisberg et al., 2009). This 

problem is compounded by a lack of agreement on how best to identify and measure 

effective teaching (Kane et al., 2011b). Moreover, the severity of this problem is affected 

by the quality of training received by classroom observers (Doherty & Jacobs, 2015; 

Michigan Council for Educator Effectiveness, 2013). This represents a significant area of 

need in Michigan schools, as improving classroom observations by focusing on effective 

training may result in greater accuracy of teacher evaluations, leading to an overall 

increase in teacher effectiveness. Accurate teacher evaluations also identify and prescribe 

professional development needs (Doherty & Jacobs, 2013), as well as identify areas of 

needed ongoing coaching, support, and feedback, making the accuracy of teacher 

evaluations a critical issue within the field of education today. 

Teacher evaluation systems were originally designed to differentiate teachers who 

improve student learning from those who do not (Steinberg & Sartain, 2015). Currently, 

there is a discrepancy between teacher effectiveness ratings and student performance in 

Michigan schools. Through the 1980s, Michigan’s educational system was ranked in the 

top half of the nation, according to the National Assessment of Educational Progress 

(National Assessment of Educational Progress, 2009). Since then, its rankings have 

declined steadily. Yet, as recently as the 2013–14 school year, 97% of all public teachers 
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in Michigan had an evaluation rating of “effective” or “highly effective.” Michigan 

teachers continue to earn superior ratings, while Michigan students fall behind 

academically compared to other states, according to CEPI (Michigan Department of 

Education, 2017).  

The discrepancy in teacher evaluation ratings and student performance found in 

Michigan reflects a broad pattern emerging across the United States wherein most 

teachers are identified as effective or highly effective (Doherty & Jacobs, 2015). In a 

study of Chicago Public Schools, it was found that nearly 93% of teachers received 

ratings of “superior” or “excellent” within their four-tier teacher rating system (Steinberg 

& Sartain, 2015). At the same time, Chicago remained the lowest performing district with 

two thirds of the schools not making state proficiency standards (Steinberg & Sartain, 

2015). These results are like those reported in The Widget Effect (Weisberg et al., 2009) 

study, wherein the same percentage of effective and highly effective teachers were found. 

This study surveyed over 1,300 school administrators and over 15,000 active teachers 

over a 2-year period using an online survey strategy, with findings that resulted in a call 

to action to address our national failure to recognize indifferences in teacher effectiveness 

once and for all (Weisberg et al., 2009).  

Using current teacher evaluation data, I explored the formal training of observers 

and the quality and effectiveness of training that is made available to administrators in 

Michigan schools. The purpose of this qualitative study was to gather data regarding 

perceptions of the types of training available to classroom observers and evaluators, as 

well as perceptions regarding the effectiveness of this training. In this study, I gathered 
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information specific to the skill set and practices school administrators use to implement 

their evaluation processes and narrowed the focus to school administrators who are 

currently using the 5 Dimensions Plus Teacher Evaluation Rubric for a Michigan public 

school system that is actively observing, evaluating, and rating junior/senior high 

teachers. 

This chapter provides a review of the research and literature related to the purpose 

of this study. The review begins with a brief description of the search strategy and the 

key terms and phrases used to obtain the literature contained herein. Next, I describe the 

theoretical framework used to organize this study: SCT, its previous uses among 

researchers, and my rationale for selecting SCT as the theoretical framework for this 

qualitative research study. 

After discussing the theoretical framework of this study, I then present key 

variables addressing teacher evaluation legislation, teacher evaluation and performance 

ratings, observer proficiency, and criteria for differentiating effective teachers. In the 

final sections of the literature review, I present a summary of themes currently trending in 

teacher evaluation and observer training in the state of Michigan and discussed how the 

identified gap in the literature was addressed in this qualitative research study.  

Literature Search Strategy 

The overall literature search strategy for this research began broadly, using terms 

that would capture a large number of sources applicable to classroom teacher observer 

training. Narrowing the search was accomplished with search terms that were more 

specific to the topic of observer training. Search terms included teacher evaluation, 
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evaluator training, observer training, teacher observation, classroom teacher observer 

training, evaluation training, and administrator training, evaluation, observation,and 

training. Overall, the search process for this literature review was extensive and I 

continually revised it to capture the most current literature. A detailed explanation of the 

search process and the terms used to conduct this literature review is provided in the 

paragraphs below.  

Using Google Chrome as my search engine, I accessed the Walden University 

library for most of the search process. From Walden’s library, using Thoreau multi 

database search, I was able to access several education-related databases that included 

EBSCO, Education Source, ERIC, and Education Source Combined Search. Related 

subject databases such as PsycINFO and SocINDEX were also used, but with little 

success using terms including evaluation, education, and evaluation or observer training. 

I also sought out educational journals to gather literature on classroom teacher evaluation 

or classroom evaluator training. Although numerous articles pertaining to classroom 

teacher evaluation were found, none of the articles were peer-reviewed and none were 

used in this study. As an alternative to finding limited resources related to evaluator 

training, I proceeded to search for other sources related to the search topic such as 

reports, white papers, and books as sources of information for the literature review. Also, 

to ensure the academic rigor of the literature search, only articles in full text that have 

been peer-reviewed were used in this study. Reports that were considered and used for 

this literature review were also in full text and peer reviewed. Finally, I also used the 
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multidisciplinary database and the SAGE Journals, the ProQuest Central database, and 

Academic Search Complete to identify resources. 

The articles used in this research study met the following criteria. Each article was 

peer-reviewed, only articles that were the basis of primary research were used for this 

dissertation, and articles that have been published within the last 5 years from the 

inception of this study. The total number of articles collected for this study was 128. 

However, not all articles were used in this study. 

Theoretical Framework 

Since The New Teacher Project’s publication of The Widget Effect (Weisberg et 

al., 2009), much has changed in the way observers approach teacher effectiveness 

including how classroom observations are conducted, the way observers determine final 

evaluation ratings, and how teachers are retained, promoted, compensated, or fired. 

Specific observer practices that have changed in the classroom teacher evaluation process 

include the evaluation instrument, additional classroom visits, and the nature of 

conversations regarding teacher performance in consideration of mandates by Michigan 

legislation. Approaching the change for improvement in teacher observation and the 

ratings of teachers can be viewed through the lens of SCT, which was originally 

developed as social learning theory in the 1960s by Bandura. SCT affords a clear 

understanding of the cognitive skills needed by an observer to effectively observe their 

teachers. The unique feature of SCT, which lent itself to this study, was that SCT has an 

emphasis on social influence and its impact on the external and internal social 

environment (see LaMorte, 2018). Self-efficacy is a central aspect of the SCT’s 
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emphasis. Observer self-efficacy is vital to the implementation of an effective evaluation 

system and its demands to implement specific strategies regarding classroom observation. 

Therefore, the research questions that were used in this study directly relate to self-

efficacy and the identification of observation practices observers feel confident 

implementing during classroom observations, as well as those practices observers are not 

confident in implementing and those for which they believe they need additional training.  

The overall purpose of SCT explains how people can maintain and regulate their 

behavior through control and reinforcement that can be sustained over time (LaMorte, 

2018). SCT embraces the notion that through forethought and self-reflection, people can 

substantially influence their own outcomes and the environments in which they live and 

work (James, 2014). Individuals learn by observing mentors whose behavior they choose 

to emulate, all of which is mediated by their self-efficacy beliefs, which is generally 

defined as one’s belief in their ability to succeed in a specific task or situation (James, 

2014). There are six constructs that make up SCT, according to LaMorte (2018): 

reciprocal determinism, behavioral capability, observational learning, reinforcements, 

expectations, and self-efficacy. 

James (2014) found that self-efficacy and goal setting drive SCT because if an 

individual does not believe they can be successful at a particular task, a positive outcome 

only occurs in rare instances. A research study conducted by Pisciotta (2014) identified 

the relationship between teacher self-efficacy as it relates to job performance, in this case, 

teacher observation, student achievement, and teacher perceptions on the evaluation 

process. Pisciotta found that when observers lack self-efficacy and are not implementing 
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quality performance observations, the lack of feedback on the observation may lead to 

low teacher self-efficacy, affecting their ability to fulfill the requirements by the state of 

Michigan. Perceptions of self-efficacy influence one’s choices and self-beliefs, including 

the goals he or she chooses to pursue and the effort he or she puts into the goals (Vinney, 

2019). These beliefs can impact personal growth and social change. Belief in one’s self-

efficacy can be the difference between whether an individual even considers making a 

positive change in their lives and in the lives of others (Vinney, 2019). Having strong 

self-efficacy and a positive attitude of improvement, observers may be more prepared 

when observing teachers, thereby impacting teacher effectiveness by increasing their own 

effectiveness.  

SCT provided the lens for me to analyze observer responses obtained during the 

interview process regarding classroom teacher observation instrumentation, training, and 

goal setting, while focusing on observers their own self-efficacy to improve teaching 

effectiveness and increase student achievement. In a study conducted by Bell et al. (2014) 

of 42 administrators in the Los Angeles Unified School District, it was determined that in 

order to effectively train observers, it is critical to understand two of the major tasks of 

classroom observation: creating accurate rating scores and formulating conversations 

around those ratings that support instructional improvement. Bell et al. used the lens of 

SCT to improve observer training and teacher ratings, adding to the validity of the use of 

SCT for the current study.  

Another major component of SCT is observational learning. This is the process of 

learning desirable and undesirable behaviors by observing others, then reproducing 
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learned behaviors in order to maximize results (Vinney, 2019). This observational 

learning occurs through a sequence of four processes: (a) attention processes, (b) 

retention processes, (c) production processes, and (d) motivational processes (Vinney, 

2019). A basic premise of SCT is that people learn not only through their own 

experiences, but also by observing the actions of others and the results of those actions 

(Vinney, 2019). By working with other observers and collaborating with them regarding 

training videos, training practices, and training techniques, the observation of other 

observers at work may lead to positive learned behaviors. 

Current final teacher evaluation ratings in Michigan indicate that teachers are 

performing at a high level overall. However, the data on student achievement does not 

match this research. The quality and level of training received by individuals conducting 

classroom observations and final evaluation ratings are the factors that were looked at in 

this qualitative study. In this qualitative research study, I explored the quality of the 

training and preparedness of individuals conducting classroom teacher observations and 

determining final evaluation ratings. Using SCT as the lens for this study, like Bell et 

al.’s (2014) mixed-method study regarding observer training, this qualitative study 

interpreted the data obtained using the six constructs of SCT. 

Pisciotta (2014) used SCT to analyze teachers’ responses to the teacher evaluation 

instrument as it relates to their own self-efficacy towards improving teaching 

effectiveness and student achievement. In another study using the SCT perspective, Bell 

et al. (2014) viewed the scoring of observations of classroom interactions to be a complex 

socio-cognitive process that must be understood in order to improve observer training, 
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and ultimately, score quality. The study found that in order to effectively train observers, 

it is critical to understand how observers learn to complete two major tasks when 

observing; learning to score accurately and learning to have conversations around the 

scores to support instructional improvement (Bell et al., 2014). Bell et al. found that 

observers were not only thinking about creating scores based on the observation; they 

often thought about how they were going to have the post observation feedback session 

or how they would improve the teachers’ practice while observing them. Walker and 

Posner (2003) used SCT in their study to test and determine if self-efficacy is used to 

influence people’s behavior intentions directly and indirectly through effects on outcome 

expectancy. Data on self-efficacy and outcome expectancy were collected from 115 

college students to jog two consecutive miles. It was found the more efficacious people 

were, the more positive the outcomes they associated with an activity and the surer they 

were they would perform the particular activity (Walker & Posner, 2003). 

Current final teacher evaluation ratings indicate that teachers are performing at a 

high level. However, in the state of Michigan, the data on student achievement does not 

support these high teacher performance ratings. The quality and level of training received 

by individuals conducting classroom observations and final evaluation ratings were the 

factors looked at in this qualitative study. I used SCT as the lens for this study, similar to 

Bell et al. (2014) in their mixed-methods study regarding observer training. Using SCT as 

the framework for this study created a path that focuses on positive social influence and 

its emphasis on external and internal positive social reinforcements. Using the six key 

constructs of SCT to identify the current perceptions of observers, new training strategies 
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were identified and used to customize future training, moving closer to meeting the needs 

of all observers. Data gathered from participants surrounding specific observation 

practices that are embraced and implemented and those practices that are not 

implemented in combination with observation practices that will enhance the 

effectiveness of the training through the lens of SCT will benefit observers using the 5 

Dimensions Plus Teacher Evaluation Rubric. 

Literature Review Key Variables and/or Concepts 

In this section, I address concepts related to the purpose of this study, its research 

questions, and the methodology and strategies used to collect appropriate and relevant 

data. Based on the literature, previous studies and their approaches to the teacher 

evaluation topic, and the theoretical frameworks used as a lens to view the data, I 

gathered data about what was known to advance this research study focusing on 

perceptions of the quality of training of the 5 Dimensions Plus Teacher Evaluation Rubric 

in the state of Michigan. There are two research questions that provided the foundation 

for this study and focus on training of observers and their practices. These research 

questions are as follows: 

RQ1. What are the perceptions of school administrators who are responsible for 

evaluating teachers about the additional training they need for performing effective 

classroom observations? 

RQ2. What are the perceptions of school administrators who are responsible for 

evaluating teachers about the training they have received for performing classroom 

observations? 
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Legislation and Teacher Evaluations 

In this subsection of the literature review, I present the background of Michigan’s 

teacher evaluation process, as it became the focus in education in 2011 with the passing 

of PA 100-103 and subsequent Michigan legislation. To this end, I review the reforms 

that have been legislated regarding teacher evaluation and the changes that have taken 

place regarding classroom teacher evaluation.  

Early legislation in the field of education started with the federal Elementary and 

Secondary Education Act (ESEA) of 1965 (White, 2018). However, this law did not 

specifically address teacher evaluation. Michigan’s Public Act (PA) 25 of 1990 forced a 

significant shift of educational focus by establishing an accountability system for public 

schools through a school improvement process to include parent and community 

involvement (Michigan Legislature, n.d.). This legislation, however, also failed to 

specifically address teacher evaluation. Ten years after the passage of PA 25, the No 

Child Left Behind Act of 2001 replaced the ESEA, which was then followed by the Race 

to the Top competition in 2009, and the Elementary and Secondary Education Act 

Flexibility program of 2011 (Michigan Legislature, n.d.). These initiatives emphasized 

state development of systems tying teacher performance evaluation and tenure decisions 

to student achievement (White, 2018). 

Since September 2011, Michigan teacher evaluation laws have mandated a 

change in the way school districts and school building administrators evaluate and rate 

teachers as stated in the Michigan Revised School Code Act 451 (1976). PA 102 of 2011 

provided a statewide system of educator evaluation that would have an extensive impact 
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on all public-school teachers (Michigan Department of Education, 2019). This law also 

established the MCEE as a temporary state commission to advise the governor, state 

board of education, and state legislature on a number of issues relating to the 

implementation of PA 102. Aside from Michigan legislation, federal legislation was also 

on the forefront of teacher improvement and evaluation. The No Child Left Behind Act 

(NCLB) was reauthorized nine years later with the passage of the ESSA of 2015.  

In 2013, a pilot study performed by the Institute for Social Research at the 

University of Michigan found that most schools in the study lacked a fully developed 

teacher observation system, or well-structured policies and procedures and detailed 

documents to guide the process directed by PA 102 (Rowna, et al., 2013). As of 2015, PA 

173 provides language for the state of Michigan to now provide training for observers 

and teachers about the teacher evaluation rubric used in their individual school districts, 

and to assist in learning, identifying, and assessing teaching practices and strategies 

(White, 2018). 

Prior to ESSA’s passage, Michigan legislation surrounding education placed an 

emphasis on teacher performance and teacher effectiveness through an elaborate teacher 

evaluation system (White, 2018). Since ESSA’s (2015) passage, teacher evaluation has 

returned the authority of educational issues and programs back to the states, rendering 

current teacher evaluation less restrictive than previous legislation. Currently, 42 states 

and the District of Columbia now have teacher evaluation policies written into state law 

or regulations (White, 2018). 
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Teacher Evaluation and Performance Ratings 

The Widget Effect (Weisberg et al., 2009), a report that examined teacher 

effectiveness, brought attention to the failure of school districts across the United States 

to recognize and respond to the differences in teacher effectiveness, specifically those 

teachers who are not effective. The qualitative study surveyed over 1,300 school 

administrators and over 15,000 teachers, resulting in a wide-ranging report that studies 

teacher evaluation and teacher dismissal in four states and 12 diverse school districts. The 

title refers to the practice of school district observers to assume teacher effectiveness is 

the same for most teachers. When the study was conducted, researchers found that in a 

binary system of rating such as satisfactory and unsatisfactory, 99% of teachers were 

rated satisfactory, professional development was inadequate for observers, and nearly 

75% of teachers did not receive any specific feedback on improving their performance in 

their last observation. Poorly performing teachers were going unaddressed, along with 

new teachers being neglected during the observation process. Moreover, when multiple 

rating categories were used, less than one percent of teachers were left out of the top two 

categories, which were effective and highly effective. Overall, Weisberg et al. (2009) 

recognized teachers were not receiving the proper feedback for improvement, 

development, and support from those who were performing classroom observations. This 

report recommended that administrators receive rigorous training followed with ongoing 

support, conduct consistent observations, make fair assessments of classroom teacher 

performance, and provide constructive feedback along with differentiated support to all 

teachers. 
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In another study, researchers examined school administrators’ perceptions of how 

well the Iowa Evaluator Approval Training Program (IAETP) made them feel prepared to 

conduct teacher evaluations using the Iowa Teaching Standards and Criteria (Lasswell et 

al., 2008). In this study, the researchers developed a survey instrument featuring short 

answer and Likert scale responses, which was administered to a randomly selected group 

of Iowa public school administrators. Over 65% of administrators who responded 

reported that the training provided by the IAETP had adequately prepared them for 

conducting teacher evaluations; however, this shows the inconsistency in training 

provided to observers in education, as surveys from Iowa research found there are 

differences in the way teacher evaluations are conducted. This finding was consistent 

with research conducted by Archer et al. (2016), which suggests principals are likely to 

need extensive training and ongoing support to enact teacher evaluation practices. 

Overall, classroom observation today may be better than in the past, when it was based 

on simple checklists, but the quality of implementation clearly remains uneven. The first 

attempts at observation training probably won’t produce the accurate and meaningful 

feedback that can be expect from later attempts. Observation is too challenging to expect 

the first attempt to be fully successful. 

A review of studies conducted regarding the effectiveness ratings of teachers 

shows little has changed in their performance ratings since the passage of federal and 

state legislation pertaining to teacher evaluation. Never in the history of education has 

teacher evaluation had such state and national attention. Recent teacher evaluation 

legislation brings a high stakes policy, which could possibly mean the dismissal of 
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teachers from the profession in a relatively easier manner than in the past no matter how 

long the teacher has been teaching. Since the publication of a federal white paper in 1983 

called A Nation at Risk, a focus on public education and its effectiveness has risen. A 

publication titled The Blueprint for Reform, published by the U.S. Department of 

Education in 2010, focused on teacher evaluation as a means to improve teacher quality. 

It was then followed by the Obama administration offering to fund schools through the 

Race to the Top initiative’s school improvement grants. Waivers were offered as relief 

from the requirements for Race to the Top funding if states used test scores in teacher 

evaluations to judge teacher quality (Hazi, 2014). Prior to this, teacher evaluations were 

mainly focused on final or summative evaluations, and most policies did not include any 

requirements for establishing teacher performance standards and evaluator training 

(Mathers et al., 2008). 

MCEE was formed in 2011 to study school reform strategies, including teacher 

evaluation strategies that have been at the forefront of politicians’ efforts to improve 

public schools (Michigan Council for Educator Effectiveness, 2013). In its process of 

gathering input from stakeholders, the commission collected papers commissioned from 

experts on a variety of educational issues and heard testimony from administrators, 

teachers, students, representatives of professional and public groups, parents, business 

leaders, public officials, and scholars. All groups were represented and testified at eight 

meetings in front of the whole commission, as well as at six public hearings, two panel 

discussions, a symposium, and a series of meetings organized by the Department of 

Education. This extensive data gathering process took over two years to produce a final 
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report. In the report it was found that observer feedback is vital and that targeted 

professional development opportunities should be made available to teachers (Michigan 

Council for Educator Effectiveness, 2013). 

The purpose of teacher evaluations is to determine classroom teacher 

effectiveness while ensuring that opportunities for improvement are provided through 

coaching, professional development, and support (Bell et al., 2014; Michigan Department 

of Education, 2016). Bell and colleagues compiled data from a handful of large-scale, 

nationwide studies, interviews of 42 focus observers making up a large sample of 998 

administrators found there is much to be learned about how to accurately score 

observations. Observers were shown 10-minute videos, with results indicating that the 

master raters used the observation rubric more consistently to score lessons compared to 

the trained raters, who more often used strategies other than the rubric, including 

reasoning from memorable training, calibration videos, or use of their own internal 

criteria. The results of my study support the idea that ongoing training in classroom 

observation is necessary for accurate teacher evaluation. 

Classroom Observer Proficiency  

Effective teachers have a direct impact on overall student achievement (Kane et 

al., 2011a; Kraft & Gilmour, 2017; Lasswell et al., 2008; Michigan Council for Educator 

Effectiveness, 2013; Putman et al., 2018; Steinberg & Sartain, 2015). Supporting 

effective teaching with professional development requires an effective observer. 

Researchers posit that effective observers will lead to an increase in teacher effectiveness 

and the ability to differentiate and identify teachers in need of support and to prescribe 
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the support needed. Observation results often are the only window a school system has 

into the state of the teaching in its classrooms. Without accuracy, it is impossible to know 

what support teachers need or if those supports are working (Archer et al., 2016). 

In a study conducted by Kane et al. (2011a), the Cincinnati Public Schools’ 

Teacher Evaluation System (TES) used peer evaluators selected based on their own TES 

score to serve as full-time observers for 3 years before returning back to the classroom. In 

TES, both peer and administrator observers complete an intensive training course and 

must accurately score videotaped teaching examples to check interrater reliability (Kane 

et al., 2011a). As mentioned earlier it is challenging for observers to differentiate and 

identify effective teachers and teaching practices. Kane et al. (2011a) found the teachers’ 

classroom practices as measured by TES scores do predict differences in student 

achievement. 

According to Gargani and Strong (2014), changes need to be made to the current 

teacher evaluation system. Multiple reports suggest not only are the ratings of teachers 

inflated, but observers are also asked to do too much, making the observation procedures 

too burdensome while leaving too little focus on feedback. Gargani and Strong (2014) 

conducted experimental studies of the Rapid Assessment of Teacher Effectiveness and 

found that by using shorter segments of instruction, fewer observations, less training, and 

a smaller number of simpler scoring criteria than in previously evaluated instruments, 

they were able to generate scores that were more consistent, more reliable, predictive, and 

less expensive. In other studies, it was also discovered that principals were struggling to 

complete the necessary number of observations in a given school year (Donaldson et al., 
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2014), and that fidelity was a question in the implementation process due to time 

(Derrington, 2014). 

Understanding of the evaluation rubrics used by observers to conduct classroom 

observations is another factor affecting teacher evaluation. Cosner et al. (2015) conducted 

case studies in three states, exploring two questions: (1) Are principals able to develop 

the necessary conceptual understandings to support the robust evaluation practices 

required? (2) Are they also able to develop productive approaches for addressing the new 

work demands generated by the new evaluation systems? Findings suggested that 

principals in each state found that administrators realized increased workloads and time 

demands with the new system, suggesting that principals are likely to struggle to 

complete every element of the system and may have challenges implementing all the 

required observations (Cosner et al., 2015). Donaldson et al. (2014) also found that 

principals were struggling to meet the required number of observations throughout the 

school year, averaging four observations per year and not meeting the recommended six 

observations per teacher.  

The studies discussed in this literature review thus far have used either qualitative 

or mixed methods. A variety of strategies were used for gathering data including 

interviews, surveys, and the use of a Likert scale for responses. Reports and dissertations 

were also used in this literature review that combined the use of case studies, interviews, 

and surveys. Mixed methods studies used data such as classroom teacher evaluation 

ratings, the percentage of teachers rated in each category, and teacher evaluation ratings 

including student growth numbers (Bell et al., 2014; Dodson, 2015b; Donaldson, 2013; 
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Kimball & Milanowski, 2009; Kraft & Gilmour, 2017; Loewus, 2017; Michigan 

Department of Education, n.d.; Norris, et al., 2017). To date, there exists little evidence 

about the degree to which teacher evaluation reforms have fundamentally changed the 

distribution of teacher performance ratings (Kraft & Gilmour, 2017). Currently, research 

suggests that the percentage of teachers rated as unsatisfactory has not changed in the 

majority of states that have adopted new teacher evaluation systems (Kraft & Gilmour, 

2017). At the same time, there is considerable variation across states in the percentage of 

teachers rated in the category just below proficient, as well as above (Kraft & Gilmour, 

2017). 

Identified Effective Observer Skills 

The key to getting the most out of teacher evaluation is figuring out how to 

implement it in a way that challenges, supports, and motivates teachers (Donaldson, 

2016). Donaldson also noted that teacher evaluation requires robust evaluation 

instruments, skilled and conscientious district and school leaders, and teachers who are 

willing to take risks, self-evaluate, and learn. Donaldson (2013) stated that effective 

teacher evaluation requires endurance on the part of the observer. The success evaluation 

systems depend on the will, skill, and capacity of school principals who have historically 

been tasked with evaluating teachers (Cosner et al., 2015).  

According to Praetorius et al. (2012), in order for the quality of instruction to 

improve, it is important for those individuals conducting classroom teacher observations 

and final evaluations to identify the strengths and weaknesses of teachers concerning 

their teaching performance. Strengths and weaknesses are generally identified by the 
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rating and feedback teachers receive from observations or final evaluations. If these 

ratings are in question because of rater bias or experience, the intent to improve a 

teacher’s instructional delivery may focus on the wrong area or not focus on any area at 

all. Having an honest and transparent observer–teacher relationship is critical to the 

ongoing professional development and improvement of each teacher even if the feedback 

is sometimes critical (Praetorius et al., 2012).  

On average, the observers who participated in a survey conducted by Kraft and 

Gilmour (2017) estimated that 27% of all teachers in their schools were performing at a 

level below proficient. Moreover, 81% of administrators and 57% of teachers could 

identify a teacher in their school who was ineffective. This estimate is more than four 

times the percentage of teachers who were rated below proficient (Kraft & Gilmour, 

2017). Loewus (2017) found similar results in a survey of 200 principals in a large urban 

district in the Northeast. The study found evaluators identified far more teachers as weak 

in a confidential survey than they did on the formal district evaluations. During 

interviews with principals, findings suggested that the large differences in the 

distributions of formative versus summative ratings are primarily the result of higher 

stakes attached to the summative ratings (Loewus, 2017). A cause of these higher 

rankings for teachers is the need for positive relationships with their staff, according to 

Loewus (2017). There are many other possibilities surrounding the classroom teacher 

observation process from the observer perspective that can lead to inflated final teacher 

evaluation ratings. When principals are asked their opinions of teachers in confidence and 

with no stakes attached, they are much more likely to give harsh ratings (Loewus, 2017). 



55 

 

Additionally, upon rating a teacher with a minimally effective or ineffective rating, 

intensive amounts of time are required to document their performance and to provide 

support for their professional growth. Similarly, Kraft & Gilmour (2017) found principals 

questioned the time to collect evidence in a few observations to mark a teacher below 

proficient. When observing and rating new teachers, principals in their study believed 

new teachers were still learning and it was unfair to rate new teachers as below proficient 

if they were working to improve. Kraft & Gilmour (2017) also found that principals 

believed giving a low rating to a potentially good teacher would be counterproductive to 

the teacher’s development. As a result, these researchers found that even teachers who 

are truly inadequate in their practice may be given scores on their observations that do 

not reflect their true instructional capacities. Strunk et al. (2014) believed these inflated 

ratings may reflect a form of rater leniency as well as raters not being trained how to 

differentiate between inadequate and average levels of practice.  

Classroom Observer Limitations and Barriers to Effective Evaluation 

Historically, teacher evaluations were mainly focused on final or summative 

evaluations, and most policies did not include any requirements for establishing teacher 

performance standards and evaluator training (Mathers et al., 2008). Research conducted 

by Mathers et al. (2009) found that fewer than one out of 10 teacher evaluation policies 

required evaluator training. Similarly, another study conducted by the Regional 

Educational Laboratory Midwest (2007) also found that fewer than one out of 10 district 

policies required evaluator training. This may affect an evaluator’s self-efficacy, as 

research conducted by Dodson (2015b) indicated that 72% of the respondents surveyed 
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said the principal training they completed did not prepare them well for the 

implementation of the evaluation system. Over half of the respondents stated their state 

department of education did not provide adequate training to them for the implementation 

of the new state-mandated instrument used for teacher evaluation (Dodson, 2015b).  

In a study conducted by the University of Michigan’s Institute for Social Research 

(Rowna et al., 2013), when observers received their initial training, many principals 

lacked confidence in their ability to use classroom observation tools with fidelity. This 

study found that only 60% of principals felt confident to conduct teacher observations 

after their initial training, while 52% felt confident to conduct pre- and post-observation 

conferences with teachers. Among the participants, 39% of principals were confident that 

their scoring of lessons was in line with the scoring of others (Rowna et al., 2013). Also, 

50% of principals agreed or strongly agreed that they needed more information about the 

protocol they used for evaluation (Rowna, et al., 2013). According to Archer et al. 

(2016), however, there is no magic number of how many hours of training are needed to 

ensure accuracy and meaningful feedback. It is safe to say observer training will take 

school leaders away from their myriad other duties for dozens of hours over the course of 

a year (at least when they are first trained) and that some observers will take more time 

and more reteaching to get through it. There have been previous studies that have 

explored observer training and its relationship to teacher effectiveness. 

Principals’ perception of teacher evaluation is that the evaluation process serves 

two purposes: (1) to improve instruction, and (2) to identify teachers who are not 

effective for intervention and possibly dismissal (Donaldson, 2013). However, some of 
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the limitations concerning evaluation cited by the principals interviewed in a study 

conducted by Donaldson (2013) found that burdensome paperwork and an evaluation tool 

that is obsolete were barriers to completing and conducting teacher observations. The 

Donaldson study began with semi structured interviews with 30 principals in a charter or 

public school system in two Northeastern states. Some principals in the Donaldson study 

stated that the culture of the building can sometimes dictate the number of teacher 

observations a principal conducts and can also discourage them from critiquing teachers 

through the evaluation process. This is consistent with research conducted by Halverson 

et al. (2004), who found that most principals viewed evaluation as a time management 

challenge, with increased meeting and paperwork requirements. According to Halverson 

et al., (2004) some principals adjust these requirements by streamlining their evaluation 

approach or cutting back on the amount and types of evaluation evidence. Others make 

changes to build in more time at school for evaluation activities. 

In a study conducted by Dodson (2015b), surveys were sent to school principals 

in seven states with a response rate of 17%. The survey used Likert scale attitude 

measures as well as forced-choice and open-ended questions, leading to the discovery of 

some disturbing results regarding the attitudes and beliefs of the principals surveyed. 

Over half of the respondents surveyed stated they might leave their profession earlier 

than planned because of the task of implementing the new evaluation system and 

instrument. The early departure from the profession was due to the increase in the 

number of teacher observations principals must conduct to meet the requirements of the 

instrument. Some, not quite half, were also against the inclusion of students’ test scores 
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as part of the teacher evaluation (Dodson, 2015a). Principals were concerned with the 

number of teacher observations that are required with the modern teacher evaluation 

systems and the amount of time required to fully complete the observation. This is similar 

to findings from a study conducted by Cosner et al. (2015), which also found that 

administrators had concerns regarding increased workloads and time demands with new 

evaluation systems.  

According to Dodson’s (2015a) research, most Kentucky principals were unhappy 

with the new teacher evaluation system, including the proficiency test they must take to 

implement the system. These principals required more training on how to use the new 

evaluation instrument being implemented (Dodson, 2015a). In a mixed methods study 

conducted by Norris et al. (2017), survey and interview data revealed a similar theme; 

that is, where’s the training? This study used a survey sent to administrators in one urban 

school district, along with formal semi structured interviews of 10 of the original 

surveyed administrators. The findings in this study identified a weakness in the area of 

teacher evaluation training for observers. Administrators noticed within their training and 

certification process a shortcoming regarding how to conduct effective teacher 

evaluations. Administrators believed the mandatory certification process did not provide 

adequate training to conduct teacher evaluations (Norris et al., 2017). The interview 

strategy used by Norris aligned with the intention of my study. Building upon what is 

already known about the training of classroom observers, the data from this study 

revealed training practices observers perceive are effective and those that are not 
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effective. Data was collected regarding the systemic ongoing training practices that are 

beneficial to observers.  

The Need for Quality Observer Training 

The research reveals the need for additional training for observers, no matter the 

type of teacher evaluation rubrics being used to conduct classroom teacher evaluations 

(Cosner et al., 2015; Donaldson et al., 2014; Michigan Council of Educator 

Effectiveness, 2013; Semmelroth & Johnson, 2014; Smylie, 2014). Classroom teacher 

observation is a complex process and observers must be trained in the use of their school 

districts’ selected observation tool. To support fidelity, the vendor or a designated 

certified person must provide this training. The goal of the training should be to ensure a 

baseline level of interrater agreement/reliability (Michigan Council for Educator 

Effectiveness, 2013). The primary observer is responsible for providing the teacher with 

summative feedback from all observations and developing goals for improvement in 

consultation with the teacher being evaluated (Michigan Council for Educator 

Effectiveness, 2013). The success of a new teacher evaluation system implemented in any 

state depends on the capacity of school principals in many different areas (Archer et al., 

2016; Cosner et al., 2015). As of 2015, nationally, approximately 20 states provided 

teacher evaluation training or are planning to provide this type of training leading to 

evaluator certification (Cosner et a1., 2015). Additionally, some states required 

evaluators to pass an assessment to obtain certification prior to conducting teacher 

evaluations. Training opportunities are listed on each state’s website along with 

guidebooks and online training for evaluators to increase their evaluation skill sets.  
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Rowna et al. (2013) found that training should consist not only of the basic 

introductory days of training provided by the vendor, but also additional calibration 

training designed to improve observation scoring and reduce rater error. Similarly, 

Putman et al. (2018) found that through ongoing calibration training for observers, 

identifying proficiency at each grade level, content area, or school campus is made more 

reliable. Kentucky requires all observers to complete specific instrument training, which 

includes 2 days of training ending with an assessment lasting 6 hours before observing 

their staff. Teachers must also complete and pass a calibration assessment every 2 years 

after the principal has passed the initial assessment (Bell et al., 2014). This is consistent 

with implications from research conducted by the Center for Public Education, which 

found that using well-trained observers further ensures that teachers being evaluated 

receive similar scorers regardless of who conducts the observations (Hull, 2013). 

Research by Smylie (2014) also addresses the concern of training. This study 

looked at whether the training focused on the rubric itself or if it includes conveying 

evaluation results in a way that leads to the support of poorly performing teachers 

through professional development, remediation plans, or coaching to beginning teachers 

or poorly performing veteran teachers to address a weakness identified in their 

evaluation. The consensus was that teacher evaluation that simply labeled teaching as 

ineffective would not improve student achievement. Productive, timely feedback must be 

present accompanied by opportunities to learn. Each observation should lead to new 

goals to work on with specific professional development (Smylie, 2014). 
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Trained observers have the capacity to provide feedback where opportunities are 

afforded to each teacher to gain information through formal scoring and feedback 

routines. The observation/evaluation should encourage teachers to be more self-

reflective, while at the same time creating more opportunities for conversations with 

other teachers and administrators about effective practices (Taylor & Tyler, 2012).  

Ensuring that observers can provide accurate and meaningful feedback in rich 

conversations with teachers is essential for improving teaching and learning (Archer et 

al., 2016).  

Quality observation takes a special set of knowledge and skills. It has been well 

reported that teacher evaluation has swept the country in the past 8 years regarding 

improving public education. Seven challenges have been identified for this new 

movement: limited student assessment data; untested subject areas; quality of observers; 

individual versus team-based accountability; working conditions; and engaging all 

stakeholders (Cosner et al., 2015). Race to the Top and No Child Left Behind waivers 

were used by the federal government to push, prod, and cajole districts and schools to 

overhaul the way they assess teachers (Donaldson, 2013). Cosner et al. (2015) found that 

principals are going to need extensive training and ongoing support to develop necessary 

understanding and skills to enact new teacher evaluation systems. The researchers further 

found that directors of preparation programs would be wise to learn about new state 

evaluation systems and actively build alignment between instructional leadership courses, 

principal residency experiences, and new systems to cultivate the deep understandings 

that are essential for more robust teacher evaluation systems (Cosner et al., 2015). 
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Training of observers has several important dimensions: (a) observers must be 

able to recognize examples of the evaluative criteria in action; (b) observers must 

interpret the evidence for some aspect of teaching against the evaluative criteria; and (c) 

observers must make a judgment about the teacher’s performance, linking interpretations 

to the descriptions of levels of performance (Cosner, et al., 2015). As a result, to address 

these issues, in this study, observer bias was mitigated in the data collection process 

during the interview of participants. Questions, follow-up questions, and probing 

questions were posed regarding observer perceptions of teacher effectiveness before and 

after training.  

Observer bias is a major concern when performing classroom observations that 

can be combated through evaluator training. Murphy et al. (2004) pointed out that 

cognitive limitations and a lack of skills or information needed to accurately evaluate 

classroom teacher performance are also concerns when conducting observations. 

Moreover, evaluator motivation is also likely to affect the strength of the rating criterion 

relationship and can affect the degree of leniency of the evaluator (Kimball & 

Milanowski, 2009). Evaluator skill in observing and processing information about 

employee behavior may furthermore influence the performance rating. The more skilled 

the evaluator, the more likely he or she will give ratings that accurately reflect how the 

teacher actually performs on the dimensions of the evaluation instrument (Kimball & 

Milanowski, 2009). 

Observers need to be aware of the many biases they may subconsciously hold 

during formative and summative observations. Addressing such biases as evaluator 
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motivation, attitude towards the evaluation tool, the relationship the evaluator has with 

the teacher, the will and skill of the evaluator, and evaluator training is necessary to avoid 

there being any doubt in the validity and reliability of the observation (Kimball & 

Milanowski, 2009). Kimball & Milanowski found that the more an evaluator is able to 

control these and other biases, the more likely he or she is able to give evaluation ratings 

that reflect the teacher’s performance. Learning to control influences that hinder an 

effective observation is done through high-quality, effective training; however, even after 

high-quality initial training is in place, a school system may find that as many as 40% of 

trainees still need additional support (Archer et al., 2016). 

Criteria for Differentiating Effective Teachers 

Differentiating teacher performance does not happen simply because states and 

districts have a new evaluation rubric. Some policymakers and reformers have naively 

assumed that because states and districts have adopted new evaluation procedures that put 

a much stronger emphasis on student achievement, evaluation results will inevitably look 

much different; however, that assumption has proven incorrect (Doherty & Jacobs, 2013). 

The core driver of teacher development is not accurate scoring or rating, but 

skillful coaching; that is, working with teachers on one specific concrete action that will 

improve results (Michigan Department of Education, 2016; Smylie, 2014). The goal of 

teacher evaluation is to provide a more valid measure of teacher quality by distinguishing 

between teachers at different performance levels (Putman et al., 2018). The MET project 

demonstrated that it is possible to identify great teaching by combining three types of 

measures: (1) classroom observations, (2) student surveys, and (3) student achievement 
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gains (Weisberg et al., 2009). Such observation practices should not only identify great 

teaching, but also provide the feedback that teachers need to improve their practice and 

that serves as the basis for more targeted professional development.  

The MET Project was the first large-scale study to demonstrate, using random 

assignment, that it is possible to identify great teaching. The recognition of strong 

teachers for retention, while simultaneously encouraging fewer effective teachers to leave 

the profession, is one of the many responsibilities of the observer. This is in addition to 

helping all teachers learn and grow, as well as increasing student gains in learning and 

other positive student outcomes (Putman et al., 2018). Evaluation systems must be able to 

differentiate among different teachers’ effectiveness and apply that information in key 

personnel decisions in order to build the strongest possible teacher workforce (Putman et 

al., 2018).  

Observation requires significant instructional expertise and the ability to put aside 

long-held pedagogical preferences in favor of a shared vision of instructional quality 

(Archer et al., 2016). Keep in mind that even after training is well developed, it takes 

time for those trained to fully master the art and science of observation. Data from the 

literature suggest new evaluation systems that include multiple rating categories have not 

necessarily resulted in more differentiated ratings for teachers (Kraft & Gilmour, 2017). 

Nevertheless, the importance of training is evident with the increased emphasis on high-

stakes evaluation and its impact on employee retention, dismissal, and promotion. 

Consistency among observers is a concern, as is an emphasis on the importance of 

training for the evaluation process and its final ratings. Schmitt et al. (1986) noted that 
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differences among evaluators can stem from a variety of reasons such as different 

opportunities to observe, experience, and the cognitive makeup or perspective through 

which the observer approaches the evaluation process. Knowing the policies and 

procedures of observers allows for a comparison of how each observer uses the 

information available to them in making final rating decisions (Schmitt et al., 1986). 

Training sessions can then emphasize certain aspects of the evaluation process, striving 

for more consistency among evaluators and addressing evaluator bias. 

Identifying teacher effectiveness in classrooms is challenging for many reasons, 

including the difficulty of deciding on the definition of effective teaching. Observers do 

not totally agree whether a certain lesson was good or bad. The results regarding the 

interaction between observers and instructional sequences provide evidence that 

observers have different implicit theories about good instruction (Praetorius et al., 2012). 

Classroom observation is a highly challenging task requiring the observer to filter a 

dynamic and unpredictable scene in the classroom to find the most important indicators 

of performance, make an accurate record of the indicators, and then apply a set of criteria 

as intended (Archer et al., 2016). 

The National Council on Teacher Quality (Doherty & Jacobs, 2015) referred to a 

pattern emerging across states showing that most teachers, almost all, are identified as 

effective or highly effective. Another source of pressure to revise teacher evaluation 

practices was the Gates Foundation project titled Measures of Effective Teaching, 

published in 2013. A basic premise of teacher evaluation systems is that the more 

proficient the teacher, the higher the academic outcomes of the students in that 
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classroom. School leaders have long been aware of the potential impact of an excellent 

classroom teacher and the academic achievement of the student in the classroom (Jacob, 

2012). 

There is a subjective aspect that plays into the evaluation of teachers by 

administrators (Green and Oluwole, (2015). Principals may feel strongly about a teacher 

they have hired and supervised for many years, making it very difficult to be critical of 

their classroom practices. Teachers in the past may have been given a satisfactory rating 

but are now under new performance-based evaluation systems and changes are being 

made in the way evaluation ratings are awarded. Principals are also giving effective 

ratings for teachers that may need improvement, in order to avoid having difficult 

conversations with those individual teachers (Doherty & Jacobs, 2013).  

Papay and Kraft (2016) stated that teachers can continue to improve over the 

course of their career under the condition that teacher evaluation allows for detailed, valid 

feedback on classroom practices, as well as support for improvement from 

knowledgeable and well-trained administrators or peers. These are just some of the 

dynamic characteristics for today’s administrators performing classroom observations 

that need to be addressed while trying to overcome the barriers and challenges of the 

evaluation process. 

The Current State of Teacher Evaluation in the State of Michigan 

Beginning with the implementation of the federal Race to the Top policy and its 

agenda for increasing teacher quality and effectiveness, potentially leading to an increase 

in student achievement and learning, Michigan, like many states, has implemented new 
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and more complex teacher evaluation systems. This, in turn, means that observers need to 

have access to certain resources, develop new knowledge and procedures, and build new 

skill sets if these new evaluation systems are to be successful. Training needs to be 

provided systemically throughout the tenure of all principals if the skills needed for 

effective observations are to be developed and maintained. Kimball and Milanowski 

(2009) stated that it would take more than basic training for observers and other 

evaluators to successfully enact the new teacher evaluation systems. Research by Cosner 

et al. (2015) would concur that observers are likely to need extensive training and 

ongoing support to develop the necessary understandings and skills to successfully 

implement the new teacher evaluation practices. The United States Government cannot 

mandate state adoption of any evaluation system or evaluation reform initiatives. 

However, when federal dollars are attached to education policy and money for school 

districts is dependent upon the implementation of evaluation policies such as the Race to 

the Top initiative, states are obligated to adhere and follow federal guidelines of 

educational reform such as the new teacher evaluation initiatives that are now in place in 

most states (Croft et al., 2016). School districts in Michigan have been forced to provide 

systemic training for teachers and administrators on how to use their newly selected 

evaluation tool in order to receive federal funding.  

As stated in the introduction to this chapter, there is a problem in the state of 

Michigan’s education system regarding the ability of observers to identify or report the 

true levels of effectiveness of teachers when conducting classroom teacher observations 

and final evaluations (Kraft & Gilmour, 2017; Norman, 2010; Steinberg & Sartain, 2015; 
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Weisberg et al., 2009). Observers acquire the knowledge to provide accurate evaluations 

through high-quality, effective training that is systemic and ongoing and includes being 

able to provide feedback to teachers. Many observers, however, may have limited 

capabilities, time, and preparation to engage in post-conferencing and coaching feedback 

effectively, resulting in a poor teacher–evaluator observation experience for observers 

and teachers (Smylie, 2014). 

The reinvention of teacher evaluation systems has stemmed from three forces, 

according to Smylie (2014): (1) a consensus that teacher evaluation at the current time is 

ineffective, (2) a strong influence from President Obama’s Race to the Top legislation, 

which provided U.S. Department of Education waivers and funds for those revamping 

their evaluation systems, and (3) the idea that new teacher evaluation systems would 

increase teacher effectiveness, leading to an increase in student achievement (Smylie, 

2014). During the research on teacher evaluation, Smylie found that training received by 

observers must cover a wide range of areas including focusing on the rubric itself, 

conveying evaluation results, helping poorly performing teachers develop professional 

development or remediation plans, or providing coaching to beginning teachers or to 

poorly performing veteran teachers to address a weakness identified in their evaluation. 

This includes rigorous training and certification of observers and observing multiple 

lessons by multiple observers (Ho & Kane, 2013). 

Michigan Law and Teacher Evaluation 

The state of Michigan has established observation tool requirements. One of these 

requirements is training for individuals conducting classroom teacher observations and 
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final evaluations. Also, Michigan requires at least two classroom observations per year, 

of which one must be unannounced. The administrator responsible for final evaluation 

must conduct one of the observations. Feedback must be provided to the classroom 

teacher within 30 days of the observation and must include a review of lesson plans along 

with classroom student engagement.  

Michigan law governs educator evaluations for teachers and administrators, and 

when implemented with fidelity, will be a key strategy in the efforts to see Michigan 

become top 10 in education among states in 10 years (Michigan Department of 

Education, 2016). High-quality evaluations provide teachers with critical feedback on 

how they can improve their own practice to impact the lives of students. Districts can use 

evaluations to identify trends, develop data-driven strategies, and plan professional 

development to the needs of teachers (Michigan Department of Education, 2016). 

In Michigan, PA 173 of 2015 requires all teacher observation tools used by school 

districts be research-based, with the authors and their qualifications identified; the tool 

providing evidence of reliability, validity, and efficacy; and a plan for developing 

evidence, evaluation frameworks, and rubrics (Michigan Department of Education, 

2016). The school district must also have in place a process for observations and 

feedback to teachers, along with a plan for training of evaluators and observers (Michigan 

Department of Education, 2016). PA 173 Section 1249 (c) also mandates that student 

growth is used as a significant part of the final teacher evaluation. Including student 

growth in the evaluation process requires that the 5 Dimensions Plus Rubric must also 

contain a final scoring section allowing for student growth percentages. In addition, 
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according to PA 173 Section 1249 (2)(n) of 2015, beginning with the 2016–17 school 

year, a school district shall ensure training is provided to all observers who will be 

performing teacher observations. This law created a possible learning gap for observers 

of teachers regarding their formal training on how to perform and conduct teacher 

observations and final evaluations.  

Taken as a whole, the principals who work with the new teacher evaluation 

systems are expected to develop new procedural understandings of the teacher evaluation 

process, while also increasing their skills in recognizing quality teacher classroom 

practices and pedagogy (Cosner et al., 2015). Specifically, Cosner et al. (2015) found 

principals conducting classroom observations are expected to acquire a new 

understanding of student learning objectives and broaden their abilities to collect and 

manage large volumes of evidence from numerous data sources, while at the same time 

enhancing their communication skills to provide meaningful, evidence-informed 

feedback to teachers after each classroom observation.  

Ideally, observations should provide teachers feedback on all aspects of a 

lesson—both the quality of the content and skill in presenting it. This feedback is crucial 

to improvement in teacher effectiveness. In most Michigan schools, observers still 

struggle to provide specific, high quality and useful feedback on what they see in a 

teacher’s classroom, much less provide feedback that can help teachers adapt their 

instruction to the common core state standards (The New Teacher Project, 2013).  

Rater reliability, as referenced earlier (Kane et al., 2011b; Hill et al., 2012; 

Semmelroth & Johnson, 2014), encompasses many aspects such as rubric knowledge, 
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knowledge of proven research-based instructional strategies, and knowledge of content 

standards and benchmarks, along with quality systemic training to recognize quality 

pedagogy. While rater certification is not required of classroom observers in the state of 

Michigan, rater certification is available with the 5 Dimensions Plus evaluation rubric, 

which is mentioned in my study. 

According to the State of the States report on evaluating teaching, leading, and 

learning, a troubling pattern has emerged across states that are implementing a new 

performance-based teacher evaluation system. It was found that a vast majority of 

teachers are identified as either effective or highly effective (Doherty & Jacobs, 2015). In 

the years 2012 through 2014 in the state of Michigan, it was found that just over 3% of 

teachers were rated minimally effective or ineffective on their final ratings. 

Current Observer Training 

To collect evidence, the observer needs to know what evidence is, and what kinds 

of evidence are relevant. To rate performance, observers need to understand the 

conditions under which each rating is merited. To provide feedback effectively, one 

needs to know how to coach. Training requires the most resources and the most know-

how (Archer et al., 2016). Districts could invest in training for principals focused on how 

to navigate difficult conversations about substandard performance with individual 

teachers and their entire staff (Kraft & Gilmour, 2017). With deeper training about 

teaching practices, principals are also likely to need specific training on how to provide 

evaluation feedback (Cosner et al., 2015). Archer et al., (2016) would also agree with 

Kraft and Gilmour (2017) and Cosner et al., (2015) that ensuring observers can provide 
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accurate and meaningful feedback in rich conversations with teachers is essential for 

improving teaching and learning.  

Observer training must also include the use of a web-based or a database 

application an evaluator can use to record or script teacher actions, behaviors, classroom 

notices, and wonderings. Training for observers does not guarantee a successful 

observation with reliable ratings for teachers. In the study conducted by Praetorius et al. 

(2012) involving trained and untrained raters, the focus was on identifying the differences 

between trained and untrained raters about their final ratings of teachers. Rather than 

focus on trained versus nontrained observers, this study conducted a thorough analysis of 

the data and explored the training strategies used for classroom observers and the 

perceived outcomes of those strategies to conduct effective observations. 

The observer training that will be the subject of my study will be the 5 

Dimensions Plus Techer Evaluation Rubric created by the Center for Educational 

Leadership at the University of Washington. The 5 Dimension Plus Teacher Evaluation 

Rubric has 6 dimensions, each containing indicators of performance. The Center for 

Educational Leadership (CEL) recommends 3 days of extensive training, two dimensions 

each day, for classroom observers using the 5 Dimensions Plus Teacher Evaluation 

Rubric. A 3-day rater reliability training is also available, but not required by the state of 

Michigan, for observers who would like to calibrate their rating skills with the staff from 

CEL regarding observer practices. Although it is mandated by legislation in the state of 

Michigan that all observers and teachers receive training, the quality of the training 

received was the topic of my research study. The 5 Dimensions Plus Teacher Evaluation 



73 

 

Rubric had been used in Michigan since the 2012–13 school year, when Michigan formed 

the MCEE. The MCEE was formed to pilot four potential observation rubrics in schools 

to determine which rubric best fit the needs of schools, leading to the selection of the 

observation rubric. The four evaluation rubrics included Charlotte Danielson’s 

framework for feaching, Marzano’s teacher evaluation model, the Thoughtful Classroom, 

and 5 Dimensions Plus Teacher Evaluation Rubric for Teaching and Learning. Michigan 

followed the Council’s recommendations, which included allowing local school districts 

to select any one of the four evaluation tools to use. The Michigan legislature has since 

passed legislation that allows local school districts to select any rubric besides the four 

suggested, provided they can fulfill PA 173 sections 3 (a), (b), (c) and (d) requirements. 

In this study I addressed the training of observers in Michigan by gathering data related 

to the research questions during the interview process.  

Ho and Kane (2013) also stressed the importance of well-trained observers who 

should be assessed for accuracy before being allowed to rate classroom teacher 

performance. It is not only important for quality training to be received by classroom 

teacher observers; it is just as important to sustain those skills acquired in training by 

calibrating skills throughout their experiences as a classroom teacher observer. Observers 

in Michigan do have an opportunity to calibrate their observation skills and become rater-

certified using the 5 Dimensions Plus Teacher Evaluation Rubric through a certified 

trainer trained at the CEL on the University of Washington Campus.  

There are many proven observation strategies that make up an effective 

observation such as observation certification that includes extensive knowledge of the 
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rubric being used. As mentioned earlier in this chapter, observers in the state of Michigan 

have the opportunity through the 5 Dimensions Plus Teacher Observation Rubric trainers 

to become rater-certified. Recent studies have found that the use of multiple observers, 

along with ensuring observers are certified, is a critical factor for achieving acceptable 

and reliable evaluation ratings for teachers (Culbertson, 2012; Semmelroth & Johnson, 

2014). Observer training should also include extensive teaching, familiarization, and 

knowledge of the criterion-based assessment or evaluation rubric used to perform 

classroom observations. Observers who are trained and familiar specifically with one 

evaluation rubric will promote consistent and fair observations. Stitt et al. (2003) found 

that communication of teacher expectations by observers should be evident and explicitly 

explained to teachers. Moreover, observations results should encourage teachers to 

participate in their own learning by identifying what to work on towards for 

improvement.  

Lack of Observer Training 

Lack of training can threaten the reliability of evaluation and the objectivity of the 

results, which may lead to the misuse of the evaluation instrument itself and a reduction 

in the ability of the instrument to improve teacher classroom performance (Mathers et al., 

2008). Evaluators need to understand quality teaching, the rubric being used, its 

characteristics, and the teacher behaviors it intends to measure (Mathers et al., 2008). 

Two of the greatest challenges facing classroom teacher observation are the 

inconsistencies with the application of teacher evaluation practices and a lack of trained 

and knowledgeable observers (Mathers et al., 2008). Observers need to understand and be 
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able to identify quality teaching, along with the extensive understanding of the teacher 

evaluation rubric. Mathers et al., (2008) also found that without teacher evaluation 

training, observers may be unaware of the potential bias they may bring to the classroom 

observation. Quinn (2014) confirmed in an interview with Robert Marzano that there is a 

pattern in teacher evaluations showing that individuals awarding final evaluation ratings 

are giving ratings that are much higher than deserved. Similarly, according to Kane et al. 

(2011b), a stumbling block in teacher observation practices is a lack of consensus on 

valid measures for recognizing and rewarding effective teaching. This may stem from a 

lack of training for those administrators conducting classroom teacher observations. 

Based on this information, the question arises whether classroom observations are 

hopelessly flawed in assessing teacher effectiveness (Kane et al., 2011b). Kane et al. 

(2011b) adhere to the thought that quality training can overcome these types of barriers. 

However, Kane et al. (2011a) found that in the Cincinnati Public School System’s TES, 

when based on sound well executed classroom observations performed by trained 

evaluators, observers are able to identify effective teachers and their practices. However, 

Dodson (2015b), found that in some principal preparation programs, it was recommended 

that individuals spend significant time doing field experience along with traditional 

training strategies. In a multistate study conducted by Dodson, he found that principals 

believed that practical training helped them prepare for leading schools. Although not all 

states involved mentioned the benefits of gaining practical experience in observation as a 

top benefit, it was a significant experience for some principals in three of seven states and 

was thought to be beneficial in all states (Dodson, 2015b). Herlihy et al. (2014) also 
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found, while conducting a research study in 17 states, each receiving a grant from the 

Race to the Top grant monies, that enhanced training of observers is needed to meet 

standards. The majority of states, including Michigan, require principals or other 

observers to have the training to conduct teacher evaluations; however, the quality of the 

training provided remains in question (Doherty & Jacobs, 2015). 

Starting in the 2016–17 school year, Michigan teachers and administrators were 

required to receive training on the teacher observation tool and how it is used (Michigan 

Department of Education, 2016). Those individuals who conduct the teacher observations 

and final evaluations must also receive expert-provided training on the implementation of 

the tool with fidelity (Michigan Department of Education, 2016). In a study conducted by 

the University of Michigan Institute for Social Research for the Michigan Council for 

Educator Effectiveness, it was found that school districts who used the 5 Dimensions Plus 

Teacher Evaluation Rubric tended to rate teachers lower than the other teacher evaluation 

rubrics (Rowna et al., 2013). Much can be speculated about this scoring difference 

compared to other rubrics used by districts in the study, such as rater bias, rater 

reliability, different areas observed, and teacher effectiveness. Researchers state the best 

guess about the differences in the observation rubrics used in the study might be 

differences in the emphasis of the 5 Dimension Teacher Evaluation Rubric in the weight 

given to assessing cognitively demanding instruction.  

Since that time, no studies have been conducted surrounding the 5 Dimensions 

Plus Teacher Evaluation Rubric. Interview questions during the data collection phase of 

my study addressed some of the issues brought up in the University of Michigan study. 
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Keeping in mind that the focus of this study was administrators who have received the 

training provided by certified trainers for the 5 Dimensions Plus Teacher Evaluation 

Rubric, I addressed the gap in the literature that deals with the quality and effectiveness 

of the observer training for teacher evaluation in Michigan. Increasing the quality of 

observer training will enable users of the 5 Dimensions Plus Teacher Evaluation Rubric 

to be more effective in observing and coaching teachers, leading to more effective 

teachers, resulting in increased student achievement in the state of Michigan. 

For Michigan teachers and administrators, it is the obligation of the school district 

to provide training on the observation tool and how it is used (Revised School Code Act 

451 of 1976 MCL 380.1249). Individuals conducting classroom teacher observations and 

final observations having expert-provided training on the implementation of the 

observation tool with fidelity is a necessary requirement to assure reliability and validity 

(Michigan Department of Education, 2016). 

Summary and Conclusion 

The purpose of teacher evaluations is to determine educator effectiveness while 

ensuring ample opportunities for improvement are provided, including relevant coaching, 

support, and professional development (Michigan Department of Education, 2016). The 

ability to differentiate effectiveness among teachers when performing classroom teacher 

observations or final evaluations is critical to student success; however, it seems to be a 

skill not yet obtained by most observers (Kraft & Gilmour, 2017; Norman, 2010; 

Steinberg & Sartain, 2015; Weisberg et al., 2009). Norman (2010) states two of the most 

important challenges we face in improving teaching are distinguishing good teachers 
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from bad teachers and helping all teachers improve. Knowing what impacts student 

learning will directly result in evaluating teachers and improving the teacher evaluation 

process. Dowley and Kaplin (2014) stated the success of teacher evaluation depends 

entirely upon the rigor with which the systems are implemented in each individual school 

district. 

High-quality evaluations provide teachers with feedback that is critical for the 

improvement of their own practice, which in turn impacts students’ lives (Michigan 

Department of Education, 2016). When valid and reliable evaluation systems are put in 

place with fidelity, districts can use evaluations to identify trends and develop 

professional development strategies that meet the needs of educators (Michigan 

Department of Education, 2016). In this study I gathered data regarding the perceptions 

of observers who are using the 5 Dimension Plus Teacher Evaluation Rubric regarding 

the quality of training received. 

The Dodson (2015a) study proposed several recommendations included training 

for observers, taking and passing an observer exam, continued calibration, and 

certification requirements for observers in order to conduct classroom observations. The 

5 Dimensions Plus Teacher Evaluation Rubric also uses a collaboration and certification 

strategy by having observers watch and rate videos that have been rated by the experts at 

CEL. There are characteristics of all effective performance evaluations, starting with 

being research-based, clear, straightforward performance standards, and having multiple 

rating options that include frequent observations from multiple observers providing 

timely feedback. However, as The Widget Effect (Weisberg et al., 2009) study suggested, 
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there is no single correct model for performance evaluation when observing teachers, so 

it recommended that observers be well trained at conducting observations effectively. 

To date, little research has been conducted regarding observer training and its 

correlation to teacher evaluation scores. Also, concerning the field of rating instructional 

quality, only a few investigations have looked at the thinking and reasoning behind the 

ratings of observers surrounding instructional quality (Praetorius et al., 2012). No 

research was found specifically addressing the quality and effectiveness of training 

provided by the 5 Dimensions Plus Teacher Evaluation method. my research addressed 

this gap in the literature. Cosner et al. (2015) recommends that state training designs have 

a combination of both in-person learning experiences facilitated by highly skilled 

trainers, along with targeted online training and resources such as videos, PowerPoint 

presentations, and written guidance including group and individual discussions of teacher 

pedagogy through classroom visits or similar district practices. In addition to these 

recommendations, Smylie (2014) suggested strengthening the link between professional 

development within the teacher evaluation system and practice, while increasing 

opportunities for professional development for teachers and evaluators. Increasing the 

capacity of school administration, particularly those conducting observations and final 

evaluations, by allocating resources is one of the most efficacious acts states and school 

districts can take to increase the effectiveness of the teacher evaluation system (Smylie, 

2014). Training along with certification training is made available in the state of 

Michigan through the professional organization for junior high and senior high school 



80 

 

principals multiple times throughout the school year for the 5 Dimensions Plus Teacher 

Evaluation Rubric.  

Using data obtained from a variety of school districts, I compared rural, urban, 

and suburban school district principals/observers on their perceptions of teacher 

evaluation preparedness, focusing on training for administrators. Implementing a new 

teacher evaluation system comes with many challenges for observers and school districts. 

Some challenges include observer time needed to conduct formative observations, using 

multiple observers when conducting formative observations, and an increased workload 

when implementing the evaluation system with fidelity. Data was gathered with the 

intention of providing information to increase the effectiveness of observers by 

identifying areas of improvement and strategies for professional growth and development 

for teachers in specific areas. Areas of observer training explored included initial training, 

field experience, strategies that are used and those that are not used, and systemic 

ongoing training for observers. 

My study addressed gaps in the literature regarding school district training 

programs and their approaches for initial training and systemic support for districts using 

the 5 Dimensions Plus Teacher Evaluation Rubric. Data collected can lead to training 

practices that will generate stronger teacher evaluation practices for district observers, 

which may result in increased teacher effectiveness. I used a qualitative approach by 

interviewing selected individuals who conduct classroom teacher observations and final 

evaluation ratings. Questions during the data collection phase addressed the 

observation/evaluation practices that are working and those practices that are not working 
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and the areas participants feel additional training is needed to increase their capacity to 

differentiate effective levels of teaching. Chapter 3 will address the research design and 

rationale for the selection of a qualitative study, as well as the process of gathering data 

for analysis. The methodology of participant selection and criteria will also be addressed 

in Chapter 3, along with instrumentation, trustworthiness, data reliability and validity, 

and ethical issues and how they will be addressed.  
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Chapter 3: Research Method 

 

As shown through the review of literature, more training is needed concerning 

teacher effectiveness when conducting classroom observations and final evaluations in 

the state of Michigan (see Cosner et al., 2015; Norris et al., 2017; Rowna et al., 2013; 

Weisberg et al., 2009). Currently, teacher observations and evaluations are connected to 

high-stakes accountability, as well as ongoing professional development and support 

measures. In an online survey of over 380 observers conducted by Dodson (2015b) it was 

found that a large majority of respondents, 72%, said the principal preparation program 

they completed did not prepare them well for the implementation of the evaluation 

system, and over half, 56%, said the state department of education did not provide 

adequate training to them for the implementation of the new instrument. Despite this 

study, little is known about the perceptions of the observers regarding the quality of 

training received to conduct classroom observations and evaluations. The purpose of this 

study was to gather data focusing on the quality of training received and its effectiveness 

by those individuals who conduct classroom teacher observations and final evaluations. 

In this study, I gathered data regarding the training strategies used for classroom 

observers and the perceived outcomes of those strategies to conduct effective 

observations. The research included participants who are currently observing, evaluating, 

and rating teachers using the 5 Dimensions Plus Teacher Evaluation Rubric in the 

Michigan public school system.  
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Chapter 3 provides a description of the research method that was used to conduct 

this study. The first section describes the study’s research design and the rationale for 

using this approach. A diversified participant pool was gathered that provided rich 

insights regarding observer training which may lead to new findings and training 

strategies. Next, the study’s research questions are restated and provide a foundation for 

the interview questions (Appendix A) that were used in this research. The role of the 

researcher and the data collection strategy are explained, followed by participant 

selection and instrumentation. Data collection and data analysis processes are then 

discussed in detail, along with the justification for the chosen strategies. Validity and 

credibility strategies to ensure trustworthiness throughout the research process are also 

discussed in detail and how those assurances were accomplished. Qualitative research 

design limitations were mitigated through such strategies as journaling, bracketing, and 

working with a critical friend to ensure reflexivity and objectivity. The chapter concludes 

with a discussion of ethical issues. 

Research Design and Rationale 

I used a basic qualitative research design for this study. Merriam (2009) described 

qualitative research as using rich descriptive words about a phenomenon while being 

cognizant of the changing conditions of the phenomenon. In the current study, the 

participants’ perceptions about the quality and effectiveness of observer training were 

studied. A qualitative research design allowed the collection of data from the experiences 

of observers with an interview protocol. My prior work with classroom teacher 



84 

 

observations provided some experiences conducting instructional conversations with staff 

members and peers regarding observer training and enhanced this research design. 

With this research, I looked at the perception of effectiveness of training for 

classroom observers who are currently working with the 5 Dimensions Plus Teacher 

Evaluation Rubric. More specifically, the phenomena of interest in this study arose when 

it was discovered that 97% of teachers in Michigan were rated on their final evaluations 

as either “effective” or “highly effective” since the new teacher evaluation rating system 

rating was implemented in 2011; meanwhile, student achievement scores continue to 

decline in the state, leading me to look further into the quality of observer training. The 

basic qualitative research design selected for this study was considerate of strategies 

traditionally used to gather information on the experiences and perceptions of those 

individuals responsible for observer training.  

A quantitative research study was conducted examining the relationship of the 

number of classroom observations, observation characteristics, evaluator characteristics 

and the school districts letter score from the state of Indiana in the 2012–13 school year 

(Pies, 2017). Pies (2017) focused on quantity of observations along with observer and 

observation characteristics. This study did not consider the training of observers, which is 

a prelude to observation. In a qualitative phenomenological study by Stewart (2016), 

individual educators, particularly teachers, were asked how educators experience and 

make sense of the new teacher accountability evaluation system. This study focused on 

teachers and their experiences, not administrators. In 2014, a qualitative study was 

conducted regarding the Michigan teacher evaluation laws; it included surveys and 
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interviews with teachers and administrators in school districts in southeastern Michigan. 

The study relied on Gorte’s framework for effective evaluation implementation, which is 

based upon several components (Mowrer, 2014). This study also did not explore the 

quality of training provided to observers. A qualitative study conducted by James (2014) 

examined the abilities required to be an effective evaluator of teachers and what skills, 

knowledge, and training are required to reach this desired ability level. This study also 

used SCT as a framework for the skills needed of an observer to effectively evaluate 

teachers. While the James study was more aligned with my research study, by identifying 

the skills and abilities, it did not examine the training techniques and quality needed for 

observers to reach a desired ability. The study which comes closest to my study was 

conducted by Pisciotta (2014); however, it also did not address the quality of observer 

training. For the above reasons, it was the purpose of this qualitative study to address the 

perceptions of participants regarding observer training, diving much deeper into the area 

of quality of strategies used during observer training.  

In conclusion, the use of a qualitative approach offered several advantages for this 

research study that led to the gathering of data in real-world settings as interviews are 

conducted using open-ended questions under conditions that are comfortable and familiar 

to the participant (see Patton, 2015). Any component of qualitative research may need to 

be reconsidered or modified during the study in response to new developments or 

changes to other components (Maxwell, 2013). Qualitative research takes the idea of 

moving back and forth between the different components of the study, assessing the 

implementation at each phase (Maxwell, 2013). Therefore, while an interview protocol 
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was used to explore the perceptions of the participants of this study, the qualitative 

research design allowed for additional probes and member checking in order to fully 

answer the study’s research questions, which are stated below.  

Research Questions 

The research questions listed guided the data collection process as a foundation 

for developing interview questions that generated rich data regarding observer training. 

However, interview questions may need to be modified or expanded as a result of new 

discoveries or new learning while conducting the research (Maxwell, 2013). The 

interview questions (Appendix A), stemmed from the research questions that generated 

data addressing the training received by principals as well as anticipated follow-up 

questions that dove deeper into practices and behaviors on how to improve observer 

training in the state of Michigan. It was anticipated that the data served to enhance a 

training protocol that addresses perceptions of any identified gaps in observer training.  

RQ1. What are the perceptions of school administrators who are responsible for 

evaluating teachers about the additional training they need for performing effective 

classroom observations? 

RQ2. What are the perceptions of school administrators who are responsible for 

evaluating teachers about the training they have received for performing classroom 

observations? 

Interview questions served to elicit data that answer the research questions that 

were used in this research study and can be found in Appendix A. The research questions 
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addressed the observer’s experiences in training and the implementation of the 5 

Dimensions Plus Teacher Evaluation Rubric.  

Role of Researcher  

The qualitative approach requires the researcher to bracket or set aside their own 

experiences and biases in order to understand those participating in the study (Creswell, 

2009). According to Patton (2015), emotions and feelings lead to caring, and caring is a 

primary source of bias. By using a value-neutral approach to this research study, I kept 

my personal bias in check during all phases of the research study. As a researcher, I 

brought over 18 years of administrator experience working with teachers, observing 

teachers, and conducting final teacher evaluation ratings. I have over 25 years in 

education working with elementary, junior high, and high school teachers, and have 

worked with the 5 Dimensions Plus Teacher Evaluation Rubric for over 7 years. In this 

qualitative research study, the role I took on as the researcher as defined by Creswell 

(2013), I became the key instrument of data collection as I conducted interviews, 

examined documents, and observed behavior. 

In this study, I used an interview strategy to gather data that were focused on the 

experiences of observers. As the researcher, one of the roles I played was the role of 

being the key instrument in collecting and analyzing the data. During the interview 

process, data was collected not only through the interview questions, but also by being 

aware of body language and behavior during the interviewing process (Creswell, 2013). I 

also needed to have a two-way awareness where I played the role of the 

interviewer/researcher as I watched the interviewee. The same is true as the interviewee 
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is aware of my mannerisms during the interview (see Patton, 2015). Janesick (2011) 

pointed out that the interviewing process increases one’s skill set and mindset as a 

qualitative researcher, building on existing observation skills. In this process, the quality 

of the information obtained during an interview is largely dependent on the interviewer 

(Patton, 2015). Another important role I assumed as the researcher was to develop 

rapport and establish a trusting relationship to develop the data needed for greater 

understanding. One way to establish a trusting relationship where participants felt 

comfortable was to emphasize the focus of the study on the quality of the training 

received to conduct classroom observations, not the observer’s performance during such 

observations. The interview complexity requires that the interview accommodates 

contextual shifts and reflexivity, and rather than suppress a respondent’s reflexivity, the 

active interviewer encourages these shifts and reflections (Holstein & Gubrium, 1995). I 

bracketed my biases during the interview process, allowing the interviewee to expand on 

any subject while continuing to probe in a direction with follow-up questions to generate 

rich, deep data. 

During each interview, I asked open-ended interview questions and listened 

closely to the participants I interviewed. I refrained from assuming the role of an expert 

researcher with a rigid protocol regarding my questions and acted more flexible, allowing 

the interviewee to guide the flow of the interview. However, follow-up and probing 

questions were used to keep the interviewee on track. As the interviewer, I needed to 

understand the importance of recognizing the meanings, beliefs, and attitudes of the 

participants in the study (see Maxwell, 2013). Being able to become more refined during 
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the process of research to reflect on an increased understanding of the problem was 

critical during the interviews (see Creswell, 2013). This was accomplished using the 

Rubin and Rubin (2012) model for conducting interviews, which offers a more simplistic 

and flexible structure consisting of seven stages in the interview process. I used the 

following stages in designing my interview strategy for this study recommended by 

Creswell (2013): 

• Design open-ended questions that are directly linked to the research questions 

stated in this chapter and in Chapter 1. 

• Identify participants who meet the participant criteria. 

• Decide on the type of interview to use. 

• Use adequate recording devices for all interviews. 

• Design the interview protocol. 

• Continually refine interview questions if necessary. 

• Arrange interviews convenient for participants and stick to all time and location 

commitments. 

Professional Relationships with Participants 

At the time of this research study participants were employed as public-school 

administrators who conduct classroom teacher observations and final evaluations using 

the 5 Dimensions Plus Teacher Evaluation Rubric. Participants were not from the school 

district where I was employed as an administrator; therefore, a supervisory relationship 

did not exist. All participants held the same position level within school districts; 

therefore, any type of power imbalance was minimized while conducting interviews. 
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Among the identified school districts currently using the 5 Dimensions Plus Teacher 

Evaluation Rubric, I selected participants based on their demographic data using the 

Michigan school data web site (www.mischooldata.org), which provides all 

demographics for public schools. 

As a long-time member of MASSP, I have established an extensive network with 

colleagues from school districts across the state of Michigan. As a result, I used this 

network as a resource for potential participants. MASSP has established a list of school 

districts that are currently using the 5 Dimensions Plus Teacher Evaluation Rubric which 

I used to recruit potential participants. This list was used to identify school buildings and 

school districts that are using the 5 Dimensions Plus Teacher Evaluation Rubric. I 

accessed the Michigan Department of Education’s website to identify rural, suburban, 

and urban school districts and cross reference these schools with the MASSP list of 

school buildings and school districts. Once building and districts were identified from the 

resources used, invitation letters, emails, and follow-up phone calls were used to contact 

and invite potential participants. All efforts to contact potential participants were cold 

calls, where no previous relationship has been established or any influence to participate 

was present. 

Rubin and Rubin (2012) referred to the interview process as a relationship based 

on trust, where the interviewer will protect interviewees in situations where information 

could be embarrassing to the interviewee. However, even before this protection takes 

place, I established trust by demonstrating that we share a common background and have 

relevant job experiences that would make the interviewees more confident that I 

http://www.mischooldata.org/
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understood their answers (Rubin & Rubin, 2012). As an interviewer, it was important to 

establish rapport with the participants, but the rapport must be established in a way that 

does not undermine the neutrality concerning how the person responds to the questions 

(Patton, 2015). As Patton (2015) pointed out, neutrality must be present at all times, 

which allows the interviewee to respond without judgment on the interviewer’s part.  

Management of Researcher Bias 

As the interviewer, I stayed focused on participant meaning, allowing me to 

control interviewer bias. As Creswell (2013) suggested, during the entire qualitative 

research process I maintained a focus on learning the meaning the participants hold about 

observation training, not the meaning or beliefs that I brought to the research. This was 

accomplished throughout the interview process by developing and following a 

predetermined protocol that gathered data addressing all the research questions. 

Following the protocol helped in ensuring the integrity of the research and the validity of 

the data collection process addressing any bias the researcher may have (Maxwell, 2013). 

Questioning also controls researcher bias in that question design does not undermine the 

neutrality of the participant’s response, allowing the participant to convey any 

information without engendering favor or disfavor regarding that response (Patton, 2015). 

I identified all biases I brought to the study through the process of self-reflection. 

As a principal who observers teachers and have had the 5 Dimensions Plus training, I 

have been conscious of my personal experiences regarding training. I used a colleague in 

my own school district along with two practicing observers in nearby districts to act as 

practice participants to assist in identifying any bias I may have in my design and 
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delivery. As stated, I brought over 20 years of observer experience, along with 

completion of multiple professional development sessions, enabling me to establish a 

relationship with participants because of our common experiences while obtaining more 

accurate and valid findings. As the qualitative researcher in this study, I set out to 

understand the quality of training received by the observer while documenting the reality 

of their experiences, making no attempt to manipulate, control, or eliminate any data, and 

realizing the possible variables in responses. Using the bracketing strategy of setting 

aside personal experiences, biases, and preconceived notions about the research topic 

assisted in mitigating biases I may have had. Also, using a critical friend, in this case a 

colleague who has over 15 years of observer experience, as a resource during the research 

phase of the study provided another perspective and helped keep a neutral approach and 

mitigate my biases. As a researcher it was important to refrain from allowing my 

judgements to responses and remain open to possible new perspectives of the phenomena 

being studied. More information is provided in the methodology subsection of this 

chapter. 

Other Ethical Issues 

This research study did not take place within the school district where I am 

currently employed. I did not have any supervisory role with participants, nor am I 

currently sitting on any professional committees with participants. Participants may have 

strong bias towards the evaluation/observation process in the state of Michigan. I asked 

participants to expand on any such bias or any biases towards the observation 

requirements to fully understand their perception. As an interviewer I needed to keep an 
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awareness of perceived biases or strong beliefs towards teacher observation and 

evaluation from each interviewee. I used questions to redirect the conversation to a less 

stressful set of questions while still gathering rich data for the study.  

In the initial introduction letter explaining the purpose of this research study, it 

was noted that all participants potentially have an impact on how future observer training 

is delivered and the strategies that may be emphasized during training sessions. It was 

written in the consent form signed by participant and researcher that all participants 

remain anonymous and the information they provide will remain confidential. All data 

collected remains stored on a data disk kept in a lockbox in the home office of the 

researcher. All data gathered and connected to this research study will be destroyed 

3years after the study has been finalized and approved by Walden University.  

Methodology 

Participant Selection Logic 

The population from which participants was selected for my research study were 

those individuals who conduct classroom teacher observations and final evaluations at the 

secondary, junior high, or middle school level in the state of Michigan. These individuals 

are currently employed in a public school system that was using the 5 Dimensions Plus 

Teacher Evaluation Rubric in rural, urban, and suburban school districts. Participants 

were selected from a list of identified school districts currently using the 5 Dimensions 

Plus Teacher Evaluation Rubric accessed from the Michigan Association of Secondary 

School Principals. The purposeful recruitment of participants generated a selection pool 

that had a varying number of years of experience conducting observations and final 
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evaluations. However, as the researcher I selected both participants that had limited years 

of observing and participants who had an extensive number of years of experience 

observing teachers. 

Qualitative research typically focuses on small sample sizes. The participants in 

my my study were part of a purposeful sample that intentionally sampled a group of 

classroom observers that can best inform the study about the effectiveness of observer 

training (Creswell, 2013). The selection and the strategies that were used relied on the 

works of Patton (2015). The effectiveness of purposeful sampling lies in the selection of 

information-rich participants for an in-depth study in which one can learn a great deal 

about issues of central importance to the purpose of the study. In-depth information from 

a smaller sample size can be valuable, especially if the identified participants are very 

valuable and are information rich. What was critical to the selection process was that the 

sampling strategy and decision be fully described, explained, transparent, and justified so 

that information users, such as district and state educational administrators, have the 

appropriate context for judging the sample set. 

Participant Selection Criteria 

Participant selection criteria were based upon the participants being an active 

classroom observer and final evaluator and currently using the 5 Dimensions Plus 

Teacher Evaluation Rubric. At the time of this research study there were over 150 school 

districts using the 5 Dimensions Plus Teacher Evaluation Rubric, according to the 

MASSP website. Using the MASSP list and the Michigan Department of Education 

website, which identifies rural, urban, and suburban school districts, to identify potential 
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participants, invitations were sent to the participants inviting them to participate in the 

research study (Appendix B) via email, followed up with a phone call to potential 

participants as the recruitment strategy for this study. School district websites along with 

the Michigan Public and Private School Directory were also used to access names and 

contact information for potential participants. Participants may have had varied amounts 

of experience of conducting classroom observations. 

Number of Participants 

As Patton (2015) pointed out, the focus in a qualitative study is on a relatively 

small sample size to provide in-depth information that is valuable and information-rich. 

The intent of my qualitative research study was not to study a high number of 

participants; rather, this study involved fewer participants, enabling more extensive in-

depth data to dive into details and information from each participant (Creswell, 2009). I 

decided upon a sample size of 13 participants to fit the time frame of this study and to 

gather a sufficient amount of data to reach saturation. 

Patton (2015) suggested that the purposeful sample size is about judgment and 

negotiation. The recommendations are that qualitative researchers state a minimum 

number based upon reasonable coverage of the phenomenon and purpose of the study, 

keeping in mind the design should be flexible and emergent (Patton, 2015). However, if 

data collection and the coding process shows a potential pattern unlike a majority of the 

data collected, more participants may need to be selected to fully saturate the data to a 

point where no new trends or patterns are evident. Once the minimum number of 

participants was reached, I continued to interview participants as long as each interview 
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presented more refined or a different perspective to the quality of observer training, thus 

reaching the saturation point (Rubin & Rubin, 2012). To avoid this, an additional 

selection of five to 10 participants were identified and put on a list to be contacted if 

necessary. 

Specific Procedures for Identifying, Contacting, and Recruiting Participants 

Participants were identified using the MASSP master list of schools currently 

using the 5 Dimensions Plus Teacher Evaluation Rubric. From the list, a purposeful 

sample of school districts was identified, along with the buildings and building 

administrators that have students in grades 7 through 12 in the same building or in 

separate buildings. 

If more participants had been needed, emails would have been sent to those 

individuals who conduct classroom observations from the MASSP master list of schools, 

inviting them to participate in my qualitative research study. All participants who agreed 

to participate in my research study and committed to a specific interview date and time 

were sent a confirmation email or a confirmation phone call (Appendix B). The original 

number of invitations to potential participants was more than four times the number of 

those individuals who did participate in the research study. Initial invitations to 

individuals were extended via personal contact, email, or a phone conversation asking for 

a face-to-face interview, or an interview using an online application such as 

GoToMeeting or Zoom. An introduction of my research study and its purpose and 

benefits was discussed before any invitation was extended to potential participants. In the 

event of too few participants willing to participate in the research study, the recruitment 
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process would have started again with the initial list of over 150 school districts using the 

5 Dimensions Plus Teacher Evaluation Rubric. Initial contact was made via email 

introducing myself and the research study I was conducting.  

Saturation came when participant interviews continued to generate trends in the 

data that were very similar. Saturation became evident when analysis of the data collected 

showed evidence of nothing new being learned and therefore no additional themes are 

discovered (Patton, 2015). Patton (2015) stated that saturation implies that data collection 

and data analysis are happening simultaneously, and this analysis informs subsequent 

data collection decisions. To avoid prematurely reaching saturation, Patton suggests 

avoiding having a narrow sampling frame that has a skewed or limited perspective from 

participants, the data collection method is ineffective and does not follow a process, or 

the researcher is inexperienced and unable to get beyond the surface with participants. To 

avoid these shortcomings of sample size, I invited five to 10 additional participants under 

the understanding that they may not be needed to participate in the study. Bracketing my 

biases during the interview avoided having a limited perspective and conducting 

rehearsal interviews with a close colleague improved my interview skills, enabling the 

opportunity to collect more rich data. 

During the recruitment process, the purpose and problem statement were 

described in detail, as well as how participating in my study would benefit all individuals 

who conduct classroom teacher observations and final evaluations. It was assumed that 

the participants would see the value of the study and use the results and conclusions of 
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this research study as an awareness of the beliefs and attitudes of colleagues towards 

teacher observation and the quality of training received in Michigan.  

Instrumentation 

The data collection process for my study was based upon methodology proposed 

by Patton (2015) for using interviews in a qualitative research study. Patton pointed out 

that skilled interviewing requires planning different kinds of questions, such as 

descriptive questions versus questions that require interpretations and judgments. When 

designing interview questions, I conducted a small number of practice interviews to 

measure and assess the interview process by monitoring the validity and reliability of the 

questions asked and the data gathered, ensuring the proper questions were being asked 

and the data was valid. I invited a small group of colleagues who I work with, but not in 

the same building or district, to assist me in rehearsing the questions. The process was 

assessed for its value concerning the perceived quality of observer training with the 5 

Dimensions Plus Teacher Evaluation Rubric. I identified questions that may require a 

follow-up question to clarify or gather additional information. Also, listening for key 

words in responses that may have led the direction for the follow-up questions is an 

important part of the interview. In addition, the process involved distinguishing 

interviewee responses into categories such as behavioral, attitudinal, or knowledge-based 

(Patton, 2015). The interview is an interaction and a relationship wherein skills and 

experience affect the quality of responses (Patton, 2015). By conducting two practice 

interviews I gained experience at refining questions and digging deeper into 

conversations while gathering data. Competencies such as listening, using clear and 
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open-ended questions, using follow-up questions where appropriate, observing, knowing 

the types of questions to be asked, being prepared for the unexpected, and being present 

throughout the interview are essential characteristics according to Patton. It was agreed 

upon by the participant that the interview would be recorded to ensure the highest 

accuracy when transcribing the interview for coding purposes.  

Unlike the informal conversational interview Patton (2015) describes, I used a 

semi structured interview approach, which assisted in keeping the interviewee on course. 

Using an interview protocol with specific open-ended questions offers the advantages of 

exact wording for each participant. All participants answered the same questions, 

increasing the comparability factor among participants, minimizing interviewer bias, and 

making the organization of data gathered much easier in the data analysis phase of the 

study (Patton, 2015). However, follow-up questions may have varied for participants, in 

order to reach a more in-depth response and gather rich data stemming from the original 

response. Once the exchange of dialog had ceased regarding the follow-up question or 

questions, I referred to the interview protocol and questions as planned. 

During interviews, I observed gestures and body language of the interviewees, 

and used the memoing technique to scribe notes and information that I believed were 

important for the study. As mentioned, face-to-face interviews were not possible due to 

the pandemic. Observing body language was challenging since all interviews were 

conducted remotely online, limiting the view of the participants. Audio recordings were 

also used in all interviews to capture the narrative of each interview, which was later 

transcribed and stored for analysis. As stated earlier, Creswell (2009) suggested that the 
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researcher is the key instrument in a qualitative study. Using the interview process as the 

primary source, steps must be taken to assure the richest data was collected.  

 Researcher-Developed Instrument 

Merriam (2009) suggested that when developing an interview protocol, it is 

important to avoid questions that may have multiple responses, leading questions, and 

closed-ended questions that limit the information gathered. The interview protocol and 

interview questions are listed in Appendix A and C of this research study. To this end, I 

created and used an interview protocol for asking questions and recording answers during 

the interviews. The protocol contained the date, location, interviewee name, employment 

position, school district type, years of observer experience, and instructions for the 

interviewer to follow so that standard procedure was used for each interview as 

recommended by Creswell (2009). The interview protocol was designed as a semi- 

structured interview that allows flexibility, which can lead to the possibility of gaining a 

richer insight into the training of observers while allowing for follow-up probing 

questions to gather a deeper perspective on the training (Merriam, 2009). Specifically, 

strategies for developing the protocol suggested by Merriam (2009) included a greeting; 

the purpose of the interview; confidentially statement; request from the participant to the 

interviewee allowing the interview to be recorded; an explanation that the participant 

could end the interview at any time if he or she chooses to do so; and avoiding questions 

that have multiple responses, leading questions, and closed-ended questions that tend to 

lead to yes-or-no responses. Open-ended questions were developed and modified as 
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needed to gather a sufficient amount of valid data. If follow-up questions were needed, 

those questions and answers were also scribed and recorded.  

Questions for the interview instrument used in this my were developed using 

published dissertations that were similar to this research study, literature sources, studies, 

and published books. Many of the questions contained in the instrument were similar to 

those developed by Pisicotta (2014), who used an online survey with teachers in her 

dissertation regarding the teacher evaluation system, its effectiveness to increase 

teachers’ effectiveness, and self-efficacy. I used those questions that related to observer 

training. Question foundations or stems were also used from James (2014), who used a 

combination of interview questions and survey questions for participants to gather data. 

Questions related to training and observer perceptions from the James study were used as 

a basis for developing selected questions. I ensured qualitative validity was established 

and maintained throughout this research study by continually checking for the accuracy 

of the findings by employing the following procedures: member checking to determine 

accuracy by taking back participant responses for review by participants to ensure 

accuracy, reflecting on any bias brought to the study by utilizing a critical 

friend/colleague to review and check the narratives as a result of the data collected, and 

presenting any negative or discrepant information that may not align with themes 

(Creswell, 2009).  

I conducted two practice interviews to assess the interview process by monitoring 

the trustworthiness of the data gathered and ensuring the questions elicited data that could 

answer the research questions. I invited a small group of colleagues who I work with, not 
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in the same building, to participate in the rehearsal. The data were assessed for value 

concerning observer training with the 5 Dimensions Plus rubric. However, the data were 

not included in data analysis. The purpose of these interviews was to gain interviewing 

experience, assess the data gathered for appropriateness, practice the use of recording 

devices, and monitor the interview process as a working, flowing process.  

Procedures for Recruitment, Participation, and Data Collection  

The general procedures for recruitment and data collection were described in 

detail earlier in this chapter. Participants were identified using a list of school districts 

that are currently using the 5 Dimensions Plus Teacher Evaluation Rubric. A series of 

contacts with school principals or assistant principals who conduct teacher observations. 

The original research design was to conduct face-to-face interviews or utilize an online 

platform such as GoToMeeting. However, during the introductions and rapport-building 

phase, I discovered that all the participants were more familiar with the online platform 

Zoom. Therefore, I used Zoom to conduct the interviews and collect data during the 

months of June, July, and August of 2020. I followed up with participants by emailing 

them a copy of the transcript of their interview to review for accuracy regarding 

responses to the questions about observation training while also bringing closure to the 

participant’s responsibility. 

Each interview took between 30 and 40 minutes. Consent forms, purpose of the 

research study, and any other information was previously sent to all participants. It was 

much more important to be thorough rather than vague and non-direct when first starting 

the interview process to ensure a positive relationship was developed and rapport was 
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established. Interviewer neutrality was critical in how the interviewee responded and 

determined my ability to act in favor or disfavor of any responses displaying a behavior 

of trust and understanding (Patton, 2015). There was a possibility that a conversation may 

occur regarding the introduction and purpose of the study prior to the initial interview, 

which would decrease the interview time needed. This conversation would take place 

possibly over the phone during the initial planning of the interview meeting. This 

conversation would only take place after institutional review board approval has taken 

place. 

Recording of Data 

Data were recorded in audio and written formats. It was explained to each 

participant at the start of the interview that along with the recording devices used, notes 

would also be taken during the interview as a backup document in case of technology 

failure. An interview recording protocol was established for recording all interview 

conversations (Appendix C). This detailed protocol was created and followed for each 

interview conducted. Specific instructions were included in the protocol to avoid the 

interview getting off topic or on a subtopic tangent. Subquestions, probing questions, 

comments, and if necessary, follow-up questions were used, requiring participants to 

provide more detail and specifics regarding observer training. A paper-pencil template 

was created to manually record details on each question and follow-up question, with 

plenty of space to record notes. Written notes, emails, and recorded interviews were 

transcribed after each interview and stored in two separate areas. A flash drive was used 

to store interview data that will be in a lockbox in a personal office. Data is now stored 
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on my personal computer where all files are password protected and is secured in the 

researcher’s home office.  

Communications With Participants 

A larger participant pool was established with the possibility of participants not 

being used in the study. Participant recruitment letters explaining the purpose of the 

research study were delivered to over 70 potential participants to ensure the desired 

sample size would be available to participate in the research study. This information was 

relayed to each possible participant at the outset of the recruitment process. 

Communication with participants also included information regarding their 

decision to withdraw from the research study. Specifically, it was made known to each 

participant during the consent process that there would not be any negative consequences 

if they decided not to continue with the study. According to Creswell (2013), it is 

important to thank participants for their time and effort for participating in the research 

study. Exiting the study would come in the form of a letter sent via email to each 

participant acknowledging their participation in the study and notifying them that the data 

collection process has officially ended, and their participation has ended. Also included in 

the letter would be the notification of official completion date. At that time, they would 

be furnished with a copy of the dissertation.  

Follow-Up Procedures and Debriefing 

Upon completion of each interview, I briefly summarized each response to ensure 

what was recorded and documented was truly the intent of participants’ responses 

(Creswell, 2013). A transcript of the interview was sent to each interviewee via email to 
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assure accurate recordings of each response to avoid misinterpreted answers. Upon the 

completion of the research study, participants received a final copy of the research study 

once published so as to not feel abandonment after participating in the study (Creswell, 

2013). 

Data Analysis Plan 

All data were collected through the interview process for my qualitative research 

study. Except for demographic data, all interview questions, sub questions, or follow-up 

questions during the interview process connected to one of the two research questions 

stated in this study related to the perceptions of participants regarding classroom observer 

training, additional training, and their experiences conducting classroom observations. 

Throughout the data collection phase, the process of making sense out of the data, 

preparing the data for analysis, and moving deeper and deeper into understanding the data 

was iterative (Creswell, 2009).  

Upon completion of each interview, I began the transcription process using an 

application which downloaded all recordings into text form. When considering data 

analysis and the potential for ethical issues to arise, Creswell (2009) suggested that 

researchers consider protecting the anonymity of the participants, the proper care of data 

and its storage or elimination, and the accurate account of the data collected from 

participants. To achieve this, I stored all data on a data disk and password-protected 

laptop device in a lock box in my home. Participants were assigned an ID number to 

ensure their anonymity and confidentiality of their responses. 
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Interview data were recorded using a remote recording device and downloaded, 

transcribed, and analyzed. During each interview, I engaged in handwritten memoing in 

which I noted gestures, topics that the participant seemed to be passionate about, and 

areas for further discussion and questioning. During this phase, I set aside and bracketed 

any personal bias that might have hindered any deeper dialog regarding the quality of 

training received or experiences of the participants. 

Issues of Trustworthiness 

The test for credibility of the findings occurs throughout data collection and data 

analysis. Procedures were set in place for gathering, storing, coding, interpreting, and 

reporting findings for the study. Creswell (2009) recommended using one or more 

strategies to check the accuracy of the findings. Using triangulation as an internal validity 

check was established by having multiple participants provide an abundance of 

information surrounding observer training throughout the data-gathering process and data 

analysis. By analyzing each participant response measured among other participant 

responses, I was able to build a coherent justification for themes and patterns among the 

data.  

Using member checks, I also established credibility by electronically sending the 

findings along with a transcript of their interview, having participants review and 

determine the accuracy of the report, looking at themes and patterns (Creswell, 2009). I 

continually exercised self-conscious analytical scrutiny of my introspection to ensure 

maintaining reflexivity throughout this entire research study as prescribed by Patton 

(2015). Self-awareness, even a degree of self-analysis, has become a requirement for 
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qualitative research studies (Patton, 2015). Possessing a degree of reflexivity forces an 

awareness of potential biases, values, and experiences I brought to my research study 

(Creswell, 2013). Creswell also pointed out the reflexivity has two parts, each dealing 

with the personal experiences of the phenomenon as explored and how past experiences 

have shaped the interpretations of the phenomenon. During the data gathering process, I 

used a colleague to review the interview process, the data collected, and the analysis of 

the data for any irregularities or discrepancies in the data themes. This colleague was a 

well-respected administrator in our school district who was often sought out for district 

educational decisions. Rubin and Rubin (2012) suggested that when confirming data 

gathered from interviewees, the researcher should repeat or summarize what they thought 

they heard and the interviewee either agrees with the statement or modifies the statement. 

This strategy is important when the interviewee has said something that is different than 

the perspective of the interviewer or when the interviewer needs to be assured, they have 

understood correctly (Rubin & Rubin, 2012). 

External transferability threats arise when researchers draw incorrect inferences 

from the sample data to other persons, other settings, or past or future situations 

(Creswell, 2009). Having a purposeful representative participant sample of urban, rural, 

and suburban school districts as well as participants with varying observer experience 

ensures transferability. Ensuring external validity, a participant sample set was 

established that was diverse in demographics and years of observer experience that led to 

the transferability of the results from this study. Creswell (2009) suggested researchers 

identify the potential threats that may arise in the study, define the exact type of threat 
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and the potential issue to the research study, and discuss plans of how to address the 

threat. I kept a daily research journal along with memoing throughout the research 

process that tracked all decisions and processes, providing the documentation necessary 

for transparency and dependability.  

Ethical Procedures 

Ethical issues can emerge throughout the entirety of a qualitative study and 

researchers need to consider what ethical issues might arise during a study and develop a 

plan to address these issues (Creswell, 2013). Having a frame of mind that everything 

was not going to move along and having an alternative plan for issues that arise helped 

provide the flexibility needed to proceed when issues did arise. Prior to conducting any 

part of the study, I sought approval from the Walden University Institutional Review 

Board. Once approval was granted (approval numbers 05-04-20-0242427), all 

participants had full disclosure of the purpose of the study and signed off on their 

commitment and participation in the study. A consent form was created for participants to 

sign before they participated in the research. Informational consent forms had all 

pertinent information regarding withdrawing from the study, protection of confidentiality 

of participants, known risks of participating in the study, and signatures of participants 

and the researcher along with the acknowledgement that participants’ rights were not 

violated during the data collection process as proposed by Creswell (2009). The consent 

form had the critical elements of the selection process, identification of researcher, 

identification of the purpose and benefits of the study, level of involvement by 

participants, identification of any risks and withdraw procedures, and contact information 
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if the participant has any questions throughout the study. All participants were given a 

cover letter containing information about the research study (Appendix B). 

I took into consideration the ethical obligations of the role of the researcher 

throughout the study. All recruitment documents mentioned above were provided and 

were used during the initial stages of recruiting. All recruitment procedures were 

documented, continuing the process audit trail to ensure all ethical standards were met. 

As with all data collected, recruitment information is password protected and kept on my  

computer in my personal home office. 

 When collecting data, I respected all protocols of each school building and school 

district. I sought not to disrupt the flow of the day by recognizing and respecting the time 

commitments of participants (Creswell, 2009). Interview questions (Appendix A) and an 

interview recording protocol (Appendix C) were used with every participant to ensure a 

consistent ethical procedure was followed. As mentioned above, a consent form also 

provided all details for participating and if necessary, withdrawing from the study. A 

process of full disclosure was used with all participants, answering all questions 

regarding data and procedures in my research study as recommended by Creswell (2013). 

The data analysis and reporting started with full disclosure of results while respecting the 

privacy of the participants (Creswell, 2009). Interview and all other data, including notes, 

journal entries, memos, and digital recordings, have been kept in locked cabinets in a 

locked office at my residence. All electronic transcripts are being kept in password-

protected files, to which only I have access.  
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In concluding this section on ethical considerations, it was important to emphasize 

that I needed to protect their research participants and develop trust while promoting the 

integrity of the research study (Creswell, 2009). Ethical practices involve much more 

than following a set of published guidelines. I needed to anticipate ethical issues and 

actively address them in the research plan (Creswell, 2009). To this end, I conveyed the 

purpose of the study to all participants to avoid any deception issues (Creswell, 2009) 

regarding the observer training and the 5 Dimensions Plus Teacher Evaluation Rubric. 

During each interview I kept an awareness, if for some reason the interviewee appeared 

to be getting upset or emotional about a question or about the 5 Dimensions Plus rubric, 

and I would redirect the questioning to a more comfortable, less stressful set of questions 

while continuing to gather rich data. Another issue regarding the treatment of participants 

was that I assured that all participants’ identities remained confidential. As Creswell 

(2009) pointed out, this allows the participants to retain ownership of their voices and 

may generate unfiltered data.  

Summary 

The purpose of this study was to gather data and report findings regarding 

available training and its effectiveness for those individuals conducting classroom teacher 

observations and final evaluations. I utilized a basic qualitative research design, using 

interviews as the data source. The design selection was based upon the need to gather 

information on the experiences and perceptions of those individuals conducting 

classroom observations and final evaluations surrounding observer training. In chapter 4, 

I presented and discussed the results of this study. I described the setting the study took 
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place along with the participant demographics. Tables and charts are used to describe and 

present the findings, specific results, the categories, and themes that resulted from 

participant responses surrounding training needs and future training needs of each 

participant. 
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Chapter 4: Results  

The purpose of this qualitative research study was to explore the perceptions of 

administrators regarding their preparedness to evaluate and observe classroom teachers 

and the quality of their teacher observer training. All participants in this study were 

administrators of Grades 7-12 in public schools and used the state-mandated 5 

Dimension’s Plus Teacher Evaluation Rubric. Interviews were conducted via an online 

platform with participants, which resulted in identifying data and the final findings. 

The interview questions (Appendix A) were designed to gather data that led to 

further insight into the perceptions of quality training provided to observers who are 

using the 5 Dimensions Plus Teacher Evaluation Rubric. As a researcher, I needed to 

have the patience and objectivity to engage in a complex process of data analysis through 

the ambitious task of sorting large amounts of data while reducing the data into themes or 

categories.  

I gathered data that identified specific training practices that may potentially raise 

the capacity of observers to differentiate effective levels in teaching. The research 

questions focused on the observation process and the quality of training received by 

individuals who conduct classroom observations and final evaluations for teachers in the 

state of Michigan. Focusing on the training opportunities available, the strategies used in 

training, and the perception and preparedness of observers, data collected and analyzed 

led to results that could be used to improve the training procedures and processes 

currently used in observer training. 
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This chapter provides a brief description of the study participants’ demographics 

along with an extensive review of each interview and the themes that evolved from the 

interview transcripts of all 13 participants. Following sections in this chapter describe the 

processes that was taken, starting with the initial practice sessions to conduct each 

interview, and finishing with the analysis of the data and producing the final results. 

Because face-to-face interviews were not possible due to COVID restrictions during the 

pandemic, I used Zoom, a video-conferencing platform (Zoom Technologies, 2011). The 

electronic platform Zoom was used based on the amount of experience and familiarity I 

had working the Zoom application while working with colleagues during professional 

meetings versus the other platforms. A description of the interactive, open-ended 

interview method applied in this study that was used due the changing circumstances 

surrounding the worldwide pandemic follows. The process of collecting, recording, and 

interpreting the data was the result of numerous immersions into the data and a thorough 

analysis as described by Moustakas (1994). The final sections in this chapter provide a 

description of the data analysis processes, including the trustworthiness used to ensure 

the level of validity and credibility exercised during this research study. 

Field Test 

While designing and planning the interview and the questions, I conducted two 

practice interviews with colleagues in a face-to-face situation to fine-tune the interview 

process and monitor the trustworthiness of the interview questions. The practice 

interviews took place in the offices of each principal, where a recording device was used 

as well as written notes taken from the interviews. Communications were sent to the two 
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field test participants via email regarding the description of the study along with the 

consent form that needed to be signed and returned. I asked the original 20 questions that 

were answered by the participants. The field test was a valuable source for making slight 

adjustments in the questioning techniques including the delivery of questions, selection of 

probing question, and question design. A follow-up question was modified slightly to 

enhance the likelihood of eliciting answers about any changes participants might suggest 

for future training. Also, a modification was made to a question regarding the most 

effective training received by participants. Data collected in the field test were not 

included in the results of the study. 

Setting  

The original plan for this qualitative research study was to conduct face-to-face 

interviews in order to collect data. In March of 2020, the state of Michigan and the 

United States were in the beginning stages of a pandemic. In the following weeks, the 

state of Michigan education system followed government orders to shut down schools 

and businesses to prevent the spread of the COVID-19 virus. The COVID-19 virus and 

the declared government responses to the pandemic had a major impact on daily lives, 

including the strenuous process of completing a dissertation. The pandemic changed the 

way citizens conducted their daily business and altered the way I would be able to 

conduct and complete all the interviews and data collection process for this study. 

Restrictions and safety protocols were placed on communities and school systems in the 

state of Michigan during the time the interviews were scheduled to take place. Citizens 
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were encouraged to stay at home to avoid spreading or contracting the COVID-19 virus 

and school buildings were shut down while teachers delivered instruction virtually.  

Adhering to the COVID-19 restrictions placed on communities and schools, an 

alternative plan was created and implemented to conduct the interviews to complete the 

study. A small number of learning platforms were considered to conduct the virtual face-

to-face live interviews with participants. Zoom allowed for a virtual face-to-face 

interview to take place that could also be recorded, which then could be used to generate 

a hard copy of each interview transcript. Invitation letters for each Zoom interview were 

sent via email as previously planned, schedules were followed, and procedures were 

followed with the intention that all interviews would be scheduled and taking place 

virtually using the Zoom electronic application. Participant responses were favorable, and 

interviews were scheduled. Since participants were no longer required to attend to a full 

day of working in their schools and, in some cases, ultimately working from home, all 

participants were familiar with the Zoom application and agreed to an interview through 

this online platform. I believe this made securing a 35- to 45-minute interview much 

easier because of the convenience of the interview process. The population from which 

participants were purposively selected were those individuals who were conducting 

classroom teacher observations and final evaluations. These individuals were currently 

employed in a public school system that was using the 5 Dimensions Plus Teacher 

Evaluation Rubric in Grades 7-12. The participants were selected because they best 

informed the study about the effectiveness of observer training (see Creswell, 2013). The 

primary source for data gathering was semi structured interviews with the participants.  
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Demographics 

I used purposive sampling to identify potential participants. The criteria for 

participation included being a current principal or assistant principal of Grades 7- 12, 

working in a public school district and using the 5 Dimensions Plus Teacher Evaluation 

Rubric.  

As shown in Table 1, the 13 participants came from rural, urban, and 

urban/suburban school districts from across the state of Michigan, with four participants 

from a rural, four from an urban/suburban, and five from an urban district. 

Table 1 

 

Participant Demographics 

Participants 

 

Years’ 

Experience 

Observing 

 

Grade Level Setting 

Participant 1  6 7–8 Rural 

Participant 2  

Participant 3  

Participant 4  

Participant 5  

Participant 6  

2 

10 

3 

8 

8 

7–8 

9–12 

9–12 

9–12 

9–12 

Urban 

Urban 

Rural 

Urban 

Urban 

Participant 7  4 9–12 Urban 

Participant 8  

Participant 9  

Participant 10 

Participant 11 

Participant 12 

Participant 13 

6 

10 

6 

7.5 

7 

2 

9–12 

7–12 

7–8 

7–8 

7–8 

7–8 

Urban/Suburban 

Rural 

Rural 

Urban/Suburban 

Urban/Suburban 

Urban/Suburban 

Note: An urban area, or built-up area, is a human settlement with a high population 

density and infrastructure of built environment. Rural to include all people, housing, and 

territory that are not within an urban area. Suburban areas are lower density areas that 

separate residential and commercial areas from one another. 
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The participants ranged from 2 to 10 years of observer experience. The average 

years of observing teachers among the participants was 6 years. Schools or contracted 

personnel who conduct classroom teacher observations and final evaluations and use 

Danielson’s evaluation rubric, Marzano’s evaluation rubric, or any other professionally 

created or a locally developed state of Michigan-approved teacher observation rubric 

were excluded from this study.  

Data Collection 

The data collection process included setting the boundaries for the study, 

collecting the information through semi-structured interviews, and establishing a protocol 

for recording the information gathered (see Creswell, 2009). As discussed earlier, I used a 

purposive sampling to identify potential participants who met criteria to ensure that the 

participants could best answer the research questions (see Creswell, 2013). Using 

multiple lists from Michigan Department of Education, the Center for Educational 

Performance and Information, and school demographics for the state of Michigan, I 

created master lists for rural, urban, and urban/suburban school districts in the state of 

Michigan and matched these with published lists of schools and school districts that were 

using the 5 Dimensions Plus Teacher Evaluation Rubric to generate a list of school 

districts that were currently using the rubric. I identified 70 potential participants and sent 

invitations via email to all of them, as previously planned. 

The data collection process required alternate collection methods to be put in 

place due to COVID-19 and the restrictions and stay-at-home orders put in place by the 

Michigan Department of Health and Human Services and the governor in the state of 
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Michigan for businesses, schools, and the citizens. It was evident that the concept of 

meeting with participants in a face-to-face format was impossible and at best would make 

both the interviewer and interviewee feel uncomfortable. All interview schedules were 

then altered and changed to use an online Zoom platform. Using an online platform 

limited the interview atmosphere, which in turn presented difficulties in building a 

trusting relationship while also making it difficult to read body language. 

Original interviews were scheduled to take place at a location of the interviewee’s 

choosing for their convenience. However, as a result of the ever-changing environment 

brought on by the COVID-19 world pandemic, all interviews needed to be changed and 

took place in an alternate setting other than a true face-to-face meeting. The interviews 

for this research study took place over 4 weeks from May through June of 2020. Since 

face-to-face interviews were no longer possible, interviews were scheduled at the 

participant’s convenience with the determination of the location and time of interview 

that best fit their schedules. The researcher conducted the interviews at the participants 

convenience either at their home or school office. All interviews took place during the 

school day, with the exception of one interview which took place in the late afternoon. 

All participants were asked and agreed to the interview being recorded and that only the 

narrative of the interview would be used for the research study. Establishing rapport with 

the participants seemed more comfortable in the commonality of all educators facing new 

challenges to deliver the curriculum and meet the students’ academic and social and 

emotional needs while conducting daily work responsibilities virtually. 



119 

 

During the interviews, I also took notes and memoed any narrative from the 

participants that may have been of interest throughout the interview. Upon completion of 

each interview, all recordings were sent to a transcriptionist for a final electronic and hard 

copy to be used in the analysis process. The transcription processing time was 1-2 days 

for each interview.  

There were 13 participants in this study. There were 70 invitations sent to identify 

potential participants via email, resulting in an 18.5% response rate. In the initial email I 

introduced himself as a Walden University doctoral candidate conducting research and 

letting them know the letter was seeking participants to interview regarding observation 

training. Included in the email, I also attached the invitation letter and consent form. 

Participants were asked to contact the researcher if there were any questions regarding 

participating in the study. No phone conversations took place regarding questions of the 

study. Final participants returned an email to the researcher with a signed consent form. 

Interviews were intended to be conducted with a minimum of 12–15 identified 

participants who are currently using the 5 Dimensions Plus Teacher Evaluation Rubric. 

To have the best representation of demographics, a target participant pool of four to five 

participants were planned to be selected from each type of school district, rural, urban, 

and suburban. The final 13 participants brought to the study a variety and range of 

administrative experience.  

Two recording devices were used for all interviews, along with using pen and 

paper to take notes during each interview. A small, handheld, manually operated recorder 

was placed near the laptop speaker during all interviews. The second device was the 
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recording option included in the Zoom application. As the host of the Zoom meeting, I 

controlled the start and finish of the recordings by clicking the button on the screen to 

activate the recording option. During the interview a bracketing technique was used to 

control any researcher biases I may have, allowing the interviewee to expand on any 

subject while continuing to probe in a direction with follow-up questions. 

I followed Rubin and Rubin’s (2012) model for conducting interviews, which 

involved three stages in the interview process: observe the body language of participants 

through the monitor, use memoing to scribe notes and information important for the 

study, and use audio recordings that will be transcribed and stored for analysis.  

To assure the accuracy of the transcriptions to reflect the perceptions of the 

participants, I used member checking. I sent a copy of each participant’s transcript via 

email to the participants and asked them to check for accuracy and indicate if any 

additions or corrections were needed. Nine responded and none of them offered 

corrections or additions. 

Data Analysis 

Coding and Analysis 

Data analysis was an ongoing process involving continual reflection about the 

data, and was conducted concurrently with gathering data, making interpretations, and 

writing reports (Creswell, 2009). I followed the six steps for analyzing data suggested by 

Creswell (2009), working through organizing and preparing the data by interpreting the 

meaning of themes and descriptions. The duration of the data collection process, analysis, 

and preparing the data for presentation, took up to 4-6 months. Steps 1 and 2 involved 
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organizing and preparing the data for analysis and making sure all data was read. This 

involved the transcription of all data, both written and recorded. I sent the interview 

recordings to a professional transcriber ensuring accuracy in the participants reporting. 

Once the interview data were transcribed, I uploaded the data into NVivo12 which 

generated the reports I used to create codes, categories, and themes. I reviewed the 

finished reports for similarities, commonalities, and patterns. I began to code each 

interview response according to the similarities or differences in the responses. During 

Steps 3 and 4, I continually reviewed the codes assigned to each response. I then started 

to identify potential categories and themes that would be based on the codes assigned to 

each response. Themes and categories were considered throughout the interview process 

to develop an understanding of patterns along with identifying outlying or different 

information during the data collection process. Steps 5 and 6 involved making decisions 

on how the descriptions and themes were presented and final interpretation of the data 

(Creswell, 2009). Themes emerged from the frequency of each word or phrase from the 

participants responses by placing like responses together and creating themes. Table 2 

displays the categories that emerged from the assigned codes.  
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Table 2  

Categories 

Code Name References 

Demographics 15 

Challenges 42 

5 Dimensions Plus Rubric 158 

Future training needs 165 

Training  137 

Feedback 75 

Observations 163 

 

Table 3 identifies the themes that emerged from the data analysis. Two themes 

were identified for final reporting. However, three groups were used to generate the 

theme preferred training. 

Table 3  

 

Themes 

 

 

 

 

 

Codes References 

Future Training Needs 105 

Networking with 

Colleagues 

13 

Practical training then 

debriefing with colleagues 

7 

Refresher course 12 
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The qualitative software NVivo12 enabled me to manipulate the data manually or 

use auto code for coding purposes. I used the visuals to continually analyze and question 

the data gathered to create the final analysis. Table 4 displays the connection between the 

research questions, interview questions, and the constructs of social cognitive theory, the 

theoretical framework for this qualitative research study.  

Table 4 

 

Research Question Connections to Interview Questions and Constructs of SCT 

Research 

Questions 

Interview 

Questions 

SCT #1 SCT #2 SCT #3 SCT #4 SCT #5 SCT #6 

#2 4, 7, 8, 9, 

14, 15, 

16, 18, 

19, 20  

X 

X 

X 

 

X X X X X 

#1 6, 7, 9, 17   X X  X 

        

 

Table 5 displays the connections between the interview questions and the SCT 

constructs that were used in this study. 

Table 5 

 

Interview Question Connection with Constructs of SCT 

Interview 

Questions 

SCT #1 SCT #2 SCT #3 SCT #4 SCT #5 SCT #6 

 4, 6, 11, 

12, 14, 

15, 16, 

18, 20   

7, 10, 11, 

13, 14, 

15, 16, 18 

11, 12, 

13, 14, 

15, 16, 

17, 18, 20 

8, 11, 12, 

13, 14, 

16, 17, 

18, 20 

9, 11, 12, 

14, 20 

10,11, 12, 

13, 14, 

15, 17, 

18, 20 

 

During the data analysis process, I established and maintained transparency by 

documenting all possible codes, categories, and themes. I created a codebook to use as 

documentation of possible codes throughout the coding process. I used memoing as a 
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technique to write down any emerging ideas throughout the data collection and analysis 

process as prescribed by Creswell (2013). As Maxwell (2013) suggested, memoing is one 

of the most important techniques a researcher has for developing ideas. Maxwell also 

suggests that memoing is a way to understand the topic by engaging in serious reflection 

and analysis, leading to analytic insights that can be kept chronologically throughout the 

study and made available for reporting. I ensured ethical procedures were taken, requiring 

all data be reported regardless if the data aligned with limited themes or matched with no 

other themes or trends (Creswell, 2013). To ensure transparency and accuracy with all 

participants, interview transcripts were made available to check all data was transcribed 

as originally gathered. All data gathered, data analysis, finding and conclusions which 

lend credibility and validity to this study making it more realistic due to the thoroughness 

of the data gathering and analysis (Creswell, 2009). Assigning an participant number to 

each participant (Creswell, 2013) assured that reports did not disclose information that 

would be damaging to any school district or building administrator.  

If for any reason a participant decided to withdraw from the research study for 

conflicting interests or disagreement with the researcher, the situation was discussed and 

the process for withdrawing from the study was reviewed. All accommodations were 

exercised to ensure any participant who wished to withdraw from the study could do so 

with no expectations or limitations. I ensured any data gathered prior to a participant 

withdrawing from the research study remained confidential. All responses were 

considered, and no discrepant responses were noted. Participants had the opportunity to 

voice and document any disagreements or issues, and beliefs for leaving the research 
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study for any reason. There were no participants who wished to leave in this research 

study, and all participants started and completed their commitment to being a part of the 

study. 

I organized and prepared the data for analysis. I created folders that were used to 

store all information during the data collection and analysis process for each participant. 

Upon receiving each interview transcript from the transcriptionists and printed hard 

copies for each transcript, I then read over each transcript along with listening to the 

recordings to identify those potential codes that quickly emerge more frequent than 

others. The initial reading was conducted with no memoing or annotations performed to 

avoid any bias. Included in step 1 was determining any obvious patterns or potential 

categories evident in the interview responses to direct and guide the coding process 

(Maxwell, 2013). During this time a codebook was created and used throughout the data 

analysis process. The codebook was used to record potential categories, patterns, and 

store short statements, words and phrases, themes, patterns, and potential codes that were 

ultimately used in the final data analysis process (Appendix D). I used the codebook as a 

reference throughout the analysis process, I also created a document containing each 

individual question response for each participant. This allowed for a deeper dive into 

participants’ response to each question by identifying similarities and differences thus 

creating patterns and potential categories and themes. 

After reading the transcripts, step two involved uploading the transcripts into a 

software program called NVivo12. NVivo12 software program facilitates analysis of 

qualitative data by creating queries, word frequency searches, and manipulation of the 
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data. Using the identified potential patterns, notes, annotations, words, highlights from 

the transcripts, possible themes, along with the codebook notes, were entered into 

NVivo12. Word and phrase frequency were identified from the participant responses to 

identify potential themes. Each transcript was read numerous times allowing for the 

identification of codes. Using the software each transcript was reviewed and codes were 

identified based on frequency use in the interview responses. For example, the code 

future training needs was developed by participant numbers eight and eleven stating the 

need for additional training as noted in Figure 1 and the expression of training needs 

during responses. Figure 2 lists the methods that training should take place as referenced 

by number of participants. Participant numbers 8, 5, and 11 all noted issues with the 

training such as the length of training, the complexity of the training, and the amount of 

material involved in the training. Participants one, 11, and five also referred to working 

with colleagues during training sessions as beneficial. Working with colleagues was the 

most impactful part of the training, as noted by participant number 8, who stated, “Being 

able to practice the process and then talk about it was probably the most impactful.” 

Participant number 11stated the need for networking by saying, “I like talking to other 

educators just to talk about what works, what they’ve tried, and what suggestions that 

they have or, stay away from this type of thing.” A desire to stay in communication with 

colleagues was evident in the findings. The code working with colleagues was created by 

the responses by participant numbers 8 and eleven stating the calibrating, like the 

watching the same clip and us comparing what we saw and what we coded, is always 

good, I think. ‘That it’s good practice.”  
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Patterns and relationships among categories were used to identify the themes by 

matching similar terms. The main categorizing strategy in qualitative research is coding 

(Maxwell, 2013). Over 80 codes (Appendix D) were originally identified during the data 

analysis. I identified several categories from which the two major themes emerged. 

Specific codes consisted of the 5 Dimensions Plus Teacher Evaluation Rubric, coding, 

scripting, training, future training, observations, and time. Categories identified 

throughout the analysis process included extensive training, extensive time for 

implementation, challenges of coding and scripting, engaging in difficult conversations 

with teachers, the 5 Dimensions Plus Teacher Evaluation Rubric as a growth tool, and 

strengths and weaknesses of the rubric.  

Data analysis included all participant transcripts. During the reporting of the final 

results and findings it was found that all participants were very interested in participating 

in my research study and were open to follow-up participation if necessary; however, this 

was not necessary in this research study. 

Evidence of Trustworthiness 

To assure the trustworthiness of data collection, data analysis, and interpretations, 

I addressed issues of credibility, transferability, dependability, and confirmability 

(Korstjens & Moser, 2018).  

Credibility refers to the plausibility of findings from the viewpoint of participants. 

Credibility was established using NVivo12, where the original transcripts were uploaded 

and thoroughly reviewed for patterns and themes, ensuring credibility. The findings 

represented plausible information drawn from the participants’ data and are a correct 
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interpretation of the participants’ original views (Korstjens & Moser, 2018). Reflexivity 

was evident through maintaining a high degree of self-awareness, continually having a 

conscious analysis of my own perspectives, and recording in a journal any thoughts that 

resonated with me in the interview process (Patton, 2015). Having a degree of reflexivity 

forces the awareness of potential biases, values, experiences, processes, and procedures 

within the research study are exercised ensuring credibility (Creswell, 2013). 

I used follow-up questions to confirm and dive deeper into participants 

perspectives. By creating an atmosphere of respect and develop positive rapport with the 

participants credibility was established. This was done by having small talk surrounding 

our commonalities in our workload and profession. Credibility happens by having 

confidence in the truth of the findings including an accurate understanding of the context 

and is commonly used in qualitative research studies in place of the word validity (Guest 

et al., 2012). Credibility of the findings occurred throughout the data collection and the 

data analysis process. It was evident in the like responses from participants numbers eight 

and 11 that the training received and how it was delivered rose as a common theme. The 

need for additional training was a frequent response by participants for credibility. 

Frequency of common language, words, and phrases from the participants reached the 

point of saturation and also enhanced credibility. It was evident that saturation was 

occurring by the responses from the participants that surrounded the two themes. 

Participants were electronically emailed their transcripts to check for accuracy and add 

any additional information that was not recorded. Of the thirteen participants in this 
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study, I received feedback from eight of the participants confirming the accuracy of the 

responses.  

Transferability refers to the degree to which findings can be claimed to be 

applicable to other participants and contexts. I selected participants that represented high 

school, and middle school levels, and those with a demographic of rural, suburban, and 

urban that allowed for a greater possibility for others to replicate this study.  

External transferability threats arise when the degree to which findings can be 

claimed to be applicable to other contexts. Having a purposeful representative participant 

sample of urban, rural, and suburban school districts as well as participants with varying 

observer experience ensures transferability. However, transferability occurs based on 

those in other similar settings considered the findings to be applicable to theirs. A 

participant sample set was established that was diverse in demographics and number of 

years of observer experience, ensuring the transferability of the results. The high degree 

of transferability in my research study depended upon other contexts or settings and 

respondents and was a result of the participant sample and process followed (Korstjens 

and Moser, 2018). I kept a research journal memoing throughout the research process to 

track all decisions and processes, providing the documentation necessary for transparency 

and dependability to address any threats to transferability. A thorough description of the 

participants and the research process mentioned earlier ensures the findings are 

transferable to other settings and further research (Korstjens & Moser, 2018).  

The protocols of data analysis were thoroughly followed for each participant, 

ensuring the stability of findings over time (Korstjens & Moser, 2018). Exercising 
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transparency by describing the data analysis steps taken from the start to the development 

and reporting of the findings (Korstjens & Moser, 2018) was evident and ensured 

dependability in this research study. The analysis process was in line with the accepted 

standards for this design, ensuring a high degree of dependability. Dependability is also 

evident when other researchers can repeat the study and arrive at the same findings with 

the same data. Dependability refers to whether the research process is consistent and can 

be carried out with careful attention to the rules and conventions of qualitative 

methodology (Guest et al., 2012) and the likelihood that other researchers could repeat 

the study and would arrive at the same findings with the same data. 

Confirmability refers to the extent to which results can be corroborated. Guest et 

al. (2012) suggested that to confirm data gathered from interviewees, the researcher 

should repeat or summarize what they thought they heard and the interviewee either 

agrees with the statement or modifies the statement. This was evident in multiple 

readings of the transcripts where the participant responses were often repeated to confirm 

their answers to questions. Korstjens & Moser (2018) refer to confirmability as the 

neutrality of the research study. Confirmability was established by the corroboration of 

the findings. 

Results 

The two research questions in this study focused on the additional training 

observers need for performing effective classroom observations and the perceptions 

observers have about the training they have received for performing classroom 

observations. Each research question was addressed in the interview questions (Appendix 
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A). Social cognitive theory’s constructs were used as a lens for the data analysis. Training 

involves the acquisition of new learning and behaviors. three of the six SCT constructs 

were used in the data analysis process specifically regarding training. Self-efficacy, 

behavioral capability, and observational learning all relate to a learned behavior and 

performing that behavior specifically to observation training. Four of the interview 

questions addressed the need for future training while 10 of the interview questions 

directly addressed the quality of training received. The findings from the data analysis 

discovered two themes, with each having multiple subthemes. The first theme identified 

many participants needing additional training in a number of areas. Subthemes identified 

desired areas and the methods by which the training should be delivered. Regarding 

observer training, participant number eight stated, “I think there is a need for it,”. The 

second theme identified the quality of training received by participants and the need for 

training including the methods used to deliver the training. Subthemes surrounded the 

variety of training delivered. 

Theme 1: Future Training  

The first theme revealed that all participants desired future ongoing training and 

identified how that training should be delivered. Participant number 11 stated, “I think 

there is always a need for it,” when referring to future training. The emergence of 

subthemes was evident when five areas of future training were identified as well as the 

methods in which that training should be delivered. Figure 1 displays the five areas 

identified for future training. 
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Figure 1 

 

Future Training Needs 

 

Figure 1 also displays the number of participant references regarding the types of 

future training and the methods of training delivery. Collaboration with colleagues, a 

continuous offering of refresher courses, and the opportunity to network with colleagues 

regarding the observation process were areas for future training. The future training areas 

can be distilled into two subthemes: the areas most desired by participants for observation 

training followed by ongoing training support in the form of refresher courses. 

Training Perceptions   

Although not displayed in table 3, was the perceptions of 8 of the participants 

describing how the 5-day initial training for the 5 Dimension Teacher Evaluation Rubric 

they received was either overwhelming, extensive, or intensive was. One participant 

described it as “very thorough. I mean, I learned a lot; it was really long, though.” It was 

also discovered the participants thought the many steps involved to learn the entire rubric 
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created an overwhelming feeling, especially for a new person. Regarding the training for 

the 5 Dimensions Plus Teacher Evaluation Rubric, participant number five stated, “5D is 

not something you can sit and get and understand it because you have to be able to work 

through it.” Participant number thirteen described the training as “really good and really 

intensive.” Participant number seven stated “I was overwhelmed” when describing their 

observation training. Also mentioned about the training received and was described by 

participant number eleven as, “There was way too much lead-up, I thought, versus the 

actually doing it and trying and see how we did.” Working with colleagues was the most 

impactful part of the training, as noted by participant number 8, who stated, “Being able 

to practice the process and then talk about it was probably the most impactful.” The 

constructs of behavioral capability and observational learning were the lens used to 

analyze the training perceptions data. 

Professional Networking  

A subtheme expressed by eight of the participants was that networking with 

colleagues regarding the observation process as a type of training that participants 

preferred. Communicating and sharing experiences and processes with other observers 

who have experience observing, was a method that participants chose for training. 

Looking through SCT’s self-efficacy lens, participant number one referred to the 

interview process that took place for this research study where individuals were engaged 

in talking about observations as, “would be really, really powerful for evaluators in the 

field to have discussions about how they do the process.” Participant number eleven 

stated the need for networking by saying, “I like talking to other educators just to talk 
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about what works, what they’ve tried, and what suggestions that they have or, stay away 

from this type of thing.” A desire to stay in communication with colleagues was evident 

in the findings.  

Collaborating and debriefing with colleagues regarding the coding process after 

the viewing of a short classroom teaching video was a desired training method by 

participants. Participant number nine stated, “The calibrating, like the watching the same 

clip and us comparing what we saw and what we coded, is always good, I think. That it’s 

good practice.” It was also suggested that with the emergence of live face-to-face 

technology platforms, individuals could watch videos and then, via a platform such as 

Zoom, collaborate regarding observations. Participant four suggested that multiple 

observers watch the same video clip from their own buildings and conduct the process of 

the observation and then compare how everyone coded the teacher in the video. 

Participant number 4 stated, “All of that can be done from I’m sitting right here in my 

office.” 

Also, conducting live classroom observations with colleagues or individually and 

then gathering as a group to compare and debrief about the coding process was 

referenced often by participants. Participant number five suggested that observers in 

groups of two or three go out and do an actual live observation and regather so that 

everyone can say, “Hey look, this is why I focused on this, or this is what I focused on.” 

Participant number 9 stated, “The opportunity to be able to do a little bit of work with 

other administrators and other people in education, just be able to get some of their 

vantage points.” Networking with others was emphasized with participant number eleven 
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who stated. “Well, I think I'm always looking for other ideas. I mean, like what you said, 

I like talking to other educators just to talk about what works, what they’ve tried and 

what suggestions that they have or, stay away from this type thing.” Participant number 5 

stated “I think the more opportunities that you can get people to live within it and then, 

come back and have conversations about it and debrief about it and reflect on it, the more 

quality conversations, and the better ownership that people with have about 5D.” 

Participant number eleven stated, “Well, I think I’m always looking for other ideas 

Live Debrief with Colleagues 

 Live debriefing with colleagues and training emerged as a subtheme. This 

involves actively observing with others in a classroom and then debriefing outside the 

classroom immediately following the observation. SCT’s 3 constructs of self-efficacy, 

behavioral capability, and observational learning were used as the lens to analyze 

participant responses regarding live debrief with colleagues. Conducting professional 

development on a platform such as Zoom or Google Meet was mentioned specifically as 

it can be done without physically leaving the building. This, of course, involves viewing 

a video of a classroom and then scripting and coding the video. Participant number seven 

suggested the idea of being placed in training cohorts of observers and utilizing the 

technology to connect and communicate with colleagues, stating, “Especially with the 

use of Zoom and Google Meet now, I think there should be some kind of mentorship.” 

Added participant number thirteen, “I guess even just a refresher even every year or 

every other year, even if it was optional, just even like a Zoom meeting or something, 

that would be beneficial.” 
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Utilizing an online platform to collaborate with colleagues was another form of 

professional development along with the variety of content that can be the focus of the 

meeting. It was suggested that community refreshers would be an idea. Participant 

number two stated, “We’re hosting this forum for admin to come in and just share.” 

Participant number four stated, “I guess coming out of the situation we are with all these 

lessons online, I mean, why couldn’t our training continue where, OK, here’s a short five-

minute video clip.” Participant number four also stated, “Everybody scripts it, code it, 

let’s throw it out there, and we’ll see where we all land.” 

Refresher Training 

Another subtheme that emerged from the data analysis was the need for ongoing 

training or a refresher course for observation, as evidenced by participant number two 

stating, “I think refreshers would be huge.” “I think there’s always a need for it” was the 

message from participant number 8. Participant eight also referred to ongoing training as, 

“It’ll definitely be continuous or needs to be, and I’m sure of that.” The findings have 

shown that ongoing refresher training is wanted, and that training may come virtually via 

an online platform. “This would be difficult for districts to do, but if there was even a 

refresher once a year, on just how to do it,” stated participant number thirteen. “I do think 

you need to go every couple of years and kind of have a refresher to make sure you 

haven’t gotten off track and all of a sudden interpret it,” stated participant number 10. 

Participant 10 also stated “I think some refresher would go.” 

When asked about refresher training, participant number nine stated, “I think it’s 

good going back to get some . . . refreshers and retraining.” Gaining a different 
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perspective on the observation process was the motive for participant number nine, who 

also stated, “I think there’s sometimes that it’s just a matter of me going through and 

doing a refresher or getting a different perspective on it that after five years things 

changed in my philosophy, and in some different interpretations and stuff like that.” All 

participant responses were analyzed through the SCT lens of behavioral capability and 

observational learning. 

Theme 2: Training Needs 

Figure 2 displays the three training methos identified through the data analysis of 

the participants’ responses as the preferred method of training delivery. Three subthemes 

emerged from the data analysis under training needs.  

Figure 2 
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Video Training 

The main subtheme theme that emerged from the quality of training came through 

the lens of behavioral capability and observational learning of the SCT constructs, 

although only four of the 13 participants mentioned this type of training method, the 

training which involved watching videos of teachers teaching in their classrooms and 

practicing the observation process. This method had the most references. Participant 

number ten thought “it would be nice just to be able practice in a live classroom, but they 

had what was second best, which was viewing teaching video clips of teachers.” 

Participant number eight stated, “I think the best parts of that training were, one, they 

would play a lesson and then as a group, we would kind of just practice it.” Training as a 

group and watching the videos followed by comparing the observation practices such as 

scripting and coding among training participants was an effective practice and was 

desired for future training as well. Participant number four, recalled the trainers saying, 

“Hey, watch this video and we’ll kind of jump in and we’ll all script and code it and see 

where you’re at and see where I’m at.” Participants recognized the importance of viewing 

classroom teacher clips and practicing the observation process, which was evident in 

participant eleven stating, “When it finally came to the part where we were able to script 

and code and then we would swap with other people, we would all see the same thing. 

And then we would swap how we coded it.” After viewing short video clips of classroom 

teachers, participants favored the collaboration among colleagues as a desired training 

practice. Participant number six stated, “Being able to practice the process and then talk 

about it was probably the most impactful.” 
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Interrater Reliability 

One of the subthemes was the rater reliability or the interrater reliability training 

process. This occurs when observers can consistently rate teachers and properly code 

teachers’ actions in comparison to the University of Washington’s Center for Educational 

Leadership’s established ratings. During the video clip, trainees’ script what they observe 

and then code what they observed. The codes are compared to the codes of the certified 

raters from the Center for Educational Leadership at the University of Washington. If the 

codes matched those of the raters from the Center for Educational Leadership, the 

observer was then considered to be rater certified. This task involves the three constructs 

of the SCT lens of self-efficacy, behavioral capability, and observational learning. This is 

a difficult process and requires “a tremendous amount of time, all doing the exact same 

thing,” according to participant number five. Another participant stated that their district 

is still working on rater reliability but thinks it is the most effective practice: “It was 

validating for rater reliability, to be able to score well on those and what the researchers 

at the Center for Education and Learning at Washington are focused on,” stated 

participant number 1. Participant number ten stated, “I think the reliability training that 

we went to is certainly helpful.” Only four participants discussed rater reliability training; 

however, the data shows its value for an administrator and administrative team as noted 

by participant 3 who stated “I think the most effective, actually, what we’re still working 

on is the rater, interrater reliability.” Participant number ten described the reliability 

training as “kind of like a refresher, a quicker refresher.” 
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Recent Training 

Figure 3 displays the most recent training received by each participant. 

Figure 3 

 

Most Recent Training Received by Participants 
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Summary 

Each participant was able to express their experiences through an interview 

process surrounding observer training for those using the 5 Dimensions Plus Teacher 

Evaluation Rubric. I found the following themes as they relate to the research questions. 

Participants described the 5-day initial training for the 5 Dimension Teacher Evaluation 

Rubric as either overwhelming, extensive, or intensive. The data revealed that 

participants thought the many steps involved to learn the entire rubric created an 

overwhelming feeling, especially for new observers using the rubric. Multiple training 

sessions are needed to fully grasp the steps required by the 5 Dimensions Plus Teacher 

Evaluation Rubric. Extensive training identified by the participants was in the form of 

watching videos of teachers, then debriefing with colleagues emerged as a theme in the 

findings. Interrater reliability training followed up with networking with colleagues was 

also discovered in the findings 

All of the participants expressed perspectives on what they experienced during 

their observer training. Addressing Research question 1, future training, data analysis also 

revealed a need for future training and in which that training should take place. Through a 

deep dive into the data and an extensive analysis utilizing an electronic coding 

application a thorough review of the data took place. Research question 2 asked the 

participants’ perspective on the quality of training received. Watching video clips of 

classroom teachers and practicing the observation scripting and coding process, followed 

by debriefing conversations with others in the training, was a theme that was consistent 

among a most of the participants. Through an in-depth mining of the data, I discovered 
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the following themes surrounding the two research questions. The thirteen participants 

reflected on the two research questions which consisted of watching video clips of 

teachers and then coding the observation followed with a debriefing process with 

colleagues. Another theme that emerged in the data analysis process was the participants’ 

desire for ongoing training and support and an opportunity to network with colleagues 

regarding the observation process utilizing the 5 Dimensions Plus Teacher Evaluation 

Rubric. 

 In chapter 5, I reiterate the purpose and nature of the study and why it was 

conducted, as well as summarize the key findings and what ways the findings confirm or 

disconfirm the findings from the literature review in Chapter 2. An analysis and 

interpretation of the findings in the context of social cognitive theory was a part of this 

study. A description of the limitations to trustworthiness, recommendations for further 

research, and the potential impact for positive social change.  
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Chapter 5: Discussion, Conclusions, and Recommendations 

The purpose of this qualitative research study was to understand the perceptions 

of observers regarding their preparedness and the quality of teacher observer training they 

receive. This qualitative research study contributed to the body of knowledge needed to 

address the research problem of exploring the training those observers have received, as 

well as the future training observers feel they require to be more effective observers. Data 

analysis led to identifying trends, patterns, and training methods currently in place for 

observer training that are perceived to be effective and what participants would prefer for 

future training.  

In this qualitative study, the focus was on the training process of those individuals 

who conduct classroom observations and final evaluations for the teachers in the state of 

Michigan. Focusing on the training opportunities available, the strategies used in training, 

and the perception and preparedness of observers, specific training strategies were 

identified that can be used in training sessions. Data collected and analyzed led to results 

that can be used to improve the training procedures and processes currently in place for 

observer training. 

Relevance of Study 

The relevance of this study was shown in the findings where it was proven there 

is a need for additional training for observers conducting classroom teacher observations. 

Additionally, the findings revealed the type of training method preferred for initial and 

future training for observers such as watching short video clips followed by debriefing 

with colleagues and refresher courses via an online platform. Trainers and the 
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organizations providing the 5 Dimensions Plus Teacher Evaluation Rubric training can 

use the findings provided by this research study to plan and organize future training 

sessions. 

Key Findings 

The findings of this research study identified two overarching themes: training 

needs and quality of training received. Several subthemes, such as networking with 

colleagues, live training followed by debriefing with colleagues, refresher courses via 

video conferencing, video training, and interrater reliability, emerged during the data 

analysis phase. The themes and subthemes can help design the content and frequency of 

future training sessions delivered to observers. Using an online platform where observers 

can collaborate with colleagues after watching video clips of teachers and compare 

ratings and scripting would address the needs of participants. Training received in the 

form of watching video clips of classroom teachers, conducting a mock scripting, coding 

and then comparing and debriefing with colleagues was the participants’ preferred form 

of training. Participant number 11 stated,  

When it finally came to the part where we all script and code and then we would 

swap with other people, we would all see the same thing. And then we would 

swap how we coded it. That was probably the most—the part that was helpful for 

me.  

The findings also revealed the value of interrater reliability training for observers being 

offered more frequently through an online learning platform, which participants felt was 

valuable.  
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The second theme discovered during the data analysis was the quality of 

additional training surrounding the observation process, such as coding and scripting after 

watching teaching video clips followed by a debriefing with colleagues and ongoing 

support such as video conferencing with colleagues periodically throughout the school 

year, along with the specific methods of delivering that training.  

Interpretation of the Findings 

The findings from this research study echoed the literature regarding the need for 

additional training of evaluators. Also, the findings in this research study bring the 

awareness of knowledge in the quality of training delivered by identifying methods in 

which the additional training should take place. Cosner et al. (2015) recognized that 

observers are more than likely to need extensive training and ongoing support. Smylie 

(2014) also stated training should cover a wide range of areas, like those areas identified 

by the participants in this research study. Doherty and Jacobs (2015b) and Dodson 

(2015b) also stated more training is needed, reinforcing the findings from this study. The 

types of training, the areas training is needed, and how that training should be delivered, 

are areas of new knowledge discovered from this research study.  

Closely connected to the research question regarding the perception of quality of 

training and confirming the literature in Chapter 2 is the ability of the observer to 

distinguish between the rating levels of effectiveness when rating teachers. Determining 

good teaching from bad was a concern of a participant, which aligns with other findings 

from Rowna et al. (2013) and Weisberg et al. (2009). Gargani and Strong (2014), Kraft 

and Gilmour (2017), and Loewus (2017) aligned with participant responses, along with 
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Strunk et al. (2014) and Donaldson (2013) who also found that ratings of teachers were 

inflated. Also confirming previous knowledge from the literature review, four of the 

participants identified the struggle of completing the steps required of the observation 

rubric and the number of observations required, echoing what Halverson et al. (2004) 

stated regarding time management and how it is needed to complete required 

observations. 

SCT was the theoretical framework I used in this research study. It emphasizes 

the environment in which observers work, their capacity to change their behavior, and the 

self-confidence to make that change (LaMorte, 2018). SCT places the emphasis on social 

influence, as well as external and internal social reinforcement. Three of the six 

constructs in SCT were used as a lens for the data analysis. Training involves the 

acquisition of new learning and behaviors. Three of the six SCT constructs were used in 

the data analysis process, specifically regarding training. Self-efficacy, behavioral 

capability, and observational learning all relate to a learned behavior and performing that 

behavior specifically to observation training. A blend of all six constructs were used 

during the data analysis process by looking through the lens of each construct and its 

meaning and applying them to participants’ responses during the data analysis. 

The theory considers the way in which individuals acquire and maintain behavior 

while also considering the social environment in which individuals perform the behavior 

(LaMorte, 2018). Participants identified five areas of need for future training. The areas 

identified are networking with colleagues, refresher courses, live training followed by a 

debriefing with colleagues, ongoing support, and video training with colleagues. 
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Providing training in each of the identified areas may result in a change in behavior 

surrounding classroom teacher observation, leading to an improved social and work 

environment. The findings in this study identified the need for future training and the 

specific areas the training is needed in. Currently there is a lot of attention given to the 

content in curriculum and how specific teaching methods are utilized in the classroom. 

Using the preferred methods found in this study for training that were identified in the 

data analysis, a positive culture of training and collegiality may result among observers 

leading to a positive behavior change in observation practices. Addressing the 

observation needs and implementing the methods identified may lead to a positive 

relationship and behavior change in teachers and observers resulting in a positive social 

classroom environment.  

Limitations of the Study 

Conducting a research study that involves interviews with participants in a 

traditional face-to-face manner was not possible during the pandemic. Due to the 

pandemic an alternate plan was put in place and interviews were conducted using a 

virtual face-to-face video conferencing platform called Zoom. Two practice interviews 

were conducted to gain interviewing experiences and to make any necessary adjustments 

to the interview protocol and the flow of the interview. However, these interviews were 

conducted in the traditional direct face-to-face environment not using the ZOOM 

platform. Upon finalizing all interviews, the pandemic closures and executive orders of 

no travel, these restrictions did not permit a face-to-face meeting, thus forcing a change in 

direction for conducting interviews.  
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During the interview process developing a report with the participants was very 

pleasant and went much smoother than expected possibly due to the fact that everyone in 

education was experiencing a new working environment via the video conferencing 

platform. Having an interview protocol ensured all interviews went as planned, 

overcoming the limited experience of conducting interviews via an on-line platform. 

Only selecting participants in Grades 7-12 presented a limited number of 

available participants along with focusing on only those participants using the 5 

Dimensions Plus Teacher Evaluation Rubric. In addition, it was necessary to have rural, 

urban, and urban/suburban represented in the study which was accomplished successful 

by having an equal number of participants from junior high and high school level and 

district demographic. By creating and sending over seventy invitations to potential 

participants it was possible to have demographic representation from rural, urban, and 

suburban school districts.  

My being the only researcher in this qualitative study presented a dependability 

issue that was addressed by using member checks via email. Researcher reflexivity also 

endured dependability by exercising an intentional focus on each step by reviewing the 

data analysis process multiple times.   

Recommendations 

As the data were collected and analyzed from the interview questions about 

observation and training, it was evident that there was a need for further research 

surrounding observer training. The following are recommendations to expand previous 

knowledge and use the data gathered in this dissertation as a basis for further research. 
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• Future research should investigate the effectiveness of other teacher 

evaluation rubrics and the training provided for those rubrics.  

• Experimental studies on the effectiveness of training approaches that 

incorporate the recommendations of this study are indicated, such as watching 

videos and then debriefing with colleagues and interrater reliability training 

followed by networking with colleagues. 

• Further research should include kindergarten through Grade 6 and settings that 

include independent schools.  

• Investigations of training conducted in virtual format is a need. 

• Future experimental studies that investigate the effectiveness of training 

approaches that incorporate the recommendations of the administrators in this 

study.  

The findings of this study present strategies that can be used to increase the 

awareness effective observer by those who use the 5 Dimensions Plus Teacher Evaluation 

Rubric. Increasing the perceptions of observers regarding the quality of observer training 

can potentially lead to an increase in the effectiveness of observations conducted by 

principals, resulting in effective teaching practices and leading to an increase in student 

achievement. The findings from this research study can also be used to design future 

training, the methods used for delivering the training, and how the training should take 

place. Also, how often the training is delivered, the length of each training session, and 

the method of delivery should be considered. The findings from this study may be used to 

create a training program leading to a work environment that is designed to meet the 
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needs of the observers, thus resulting in a more effective observation experience. Using 

these findings in the education setting may result in a positive social change among the 

trainers and observers, leading to more effective teachers, resulting in an increased 

student achievement. Effective teachers have a lasting academic and social impact on 

students along with the school environment, school district, and the community by 

increasing the social, educational, and economic opportunities for students.  

The social significance of this study will be realized when the findings of this 

study are implemented in the training sessions of those individuals and organizations who 

provide training for the 5 Dimensions Plus Teacher Evaluation Rubric. The Michigan 

Association of Secondary School Principals and the University of Washington’s Center 

for Educational Leadership may also benefit from the findings in this research study by 

addressing the methods of training and the areas training is needed.  

Implications 

Michigan law requires that individuals who are conducting classroom 

observations receive training on how to conduct classroom teacher observations using 

their teacher evaluation rubric of choice. However, the law does not require observers to 

attend additional training, which was evident in the findings of my research study.  

The findings of my study provide strategies that can be utilized to design and 

deliver training practices to observers leading to increase the effectiveness of observers 

who use the 5 Dimensions Plus Teacher Evaluation Rubric. High quality observer 

training can potentially lead to an increase in the effectiveness of observations conducted 

by principals resulting in effective teaching practices leading to an increase in student 
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achievement. Increasing student achievement levels can lead to more opportunities for 

students while in school and after graduation. The findings can also be used to design 

future training, the methods that training should use, the length of each training session, 

and the areas the training should occur that meets the identified needs of observers. These 

findings can be used to create a training program leading to a work environment that is 

designed to meet the needs of the observers resulting in a more effective observation 

experience. Using these findings in the education setting will result in a positive social 

change amongst the trainers and observers leading to more effective teachers resulting in 

a positive training and observer experience and an increase in student achievement. 

Effective teachers have a lasting academic and social impact on students along with the 

school environment, school district, and the community by increasing the social, 

educational, and economic opportunities for students.  

In addition, my study is relevant to the field of education regarding the training of 

observers that lead trainers’ ability to assist teacher’s improvement directly resulting in 

an increase in student achievement. These students then will be provided more 

opportunities leading to social change within themselves, their families, and their 

communities. The social significance of this study will be realized when the findings of 

this study are implemented in the training sessions of those individuals and organizations 

who provide training for the 5 D Plus Teacher Evaluation Rubric. The Michigan 

Association of Secondary School Principals and the University of Washington’s Center 

for Educational Leadership may also be benefited the findings in this research study. 
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Based on the findings of this research study, the following are recommendations 

for professional practice for classroom observer training using the 5 Dimensions Plus 

Teacher Evaluation Rubric. 

• Use video clips of classroom teachers while conducting a mock classroom 

observation followed by a debriefing with colleagues locally, regionally, or 

statewide. 

• Attend and participate in on-going training specifically utilizing an on-line 

platform to deliver the training. 

• Network with colleagues both locally and statewide to debrief and engage in 

discussion regarding the observation process using the 5 Dimensions Plus Teacher 

Evaluation Rubric. 

• Continue efforts by observers to reach out to other observers to collaborate 

regarding the observation process, teacher effectiveness, and student achievement 

resulting in a greater collective knowledge. 

Conclusion 

It is known that the more effective a classroom teacher is, the better the chance of 

high levels of learning in the classroom (Marzano, 2003). This study dove deeply into the 

perceptions of observers’ training strategies that are currently and the perceived outcomes 

of those strategies to conduct effective observations for those currently conducting 

classroom teacher observations and final evaluations and using the 5 Dimensions Plus 

Teacher Evaluation Rubric. The data show the need for continued professional 

development regarding the evaluation of teaches and their effectiveness. It is evident in 
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the results that ongoing training and networking are requested and needed for the success 

of teacher observation. The data gathered in the interview process brought a better 

understanding of the training received by observers, as required by Michigan PA 173 of 

2015, as well as the level of training and preparedness. Classroom observers are a 

significant part of the improvement in classroom teacher effectiveness and meeting the 

training needs of classroom observers is vital for this improvement to take place. my 

study identified the reported training needs and in what form that training could take 

place. This study used peer-reviewed scholarly literature that had referenced the topic of 

classroom observations and the necessary processes it involves. A semi structured 

interview format was used to gather the data for my study. The interviews consisted of 20 

questions surrounding observation and training with follow-up questions asked of the 

participants when more information was needed. As a result of the pandemic, interviews 

were conducted using a video conferencing platform that allows for live video. Thirteen 

participants were selected and agreed to participate in this research study. Participants 

represented rural, urban, and suburban demographics. An interview protocol was used as 

a guide for conducting the interviews. Interview notes were taken during each interview 

and all interviews were recorded for transcription purposes. 

I gathered specific training methods that participants feel would benefit their 

professional practice, leading to improvement in teaching practices and student 

achievement. Since the passage of Public Act 173 Section 1249 (2) (n) of 2015, 

beginning with the 2016–17 school year, a school district shall ensure that training is 

provided to all evaluators and observers who will be performing teacher classroom 
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observations. The preferred training by participants was in the areas of observing live 

teaching followed by a debriefing with colleagues. The other method of training included 

the viewing of short video clips of classroom teachers scripting and coding the video clip 

with an opportunity to debrief with colleagues. Networking with colleagues via an online 

platform such as Zoom was also preferred by participants for initial training. At the time 

of the publication of this dissertation the Michigan Association of Secondary School 

Principals does offer additional training via an online platform for observers to attend 

without gathering in a group. Although this type of delivery was a result of the worldwide 

pandemic, it has benefited school observers by allowing training to continue. As a result, 

I plan to put in place professional development that involves the Zoom platform. 

Observers can gather via Zoom from their own school buildings. These meetings can be 

topic-generated specific to observer needs and will be set up by an invitation via zoom 

with a link to join the meeting. This was specifically requested by a participant.  

Finally, conducting this research study I was able to evaluate my experience as a 

scholar, a practitioner, and a researcher. I gained a sense of confidence in my skills and 

capacity to accomplish more regarding research surrounding classroom teacher 

observation and training. When observers support teachers in ways that increase their 

self-efficacy, it can directly lead to an increase in student achievement, which may lead to 

opportunities for students to better themselves, their families, and their community 

resulting in positive social change at all levels. This study identified areas of current 

training practices that are grounded in past practices and bring with it a negative mindset 

in areas of meeting the needs of observers. The findings identified in my research study 
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will enhance the training practices and as a result create a positive experience for 

observers and trainers. Education has always been a relationship occupation now more 

than ever since the emergence of COVID-19 and the national pandemic. Support and 

understanding are necessary now more than ever to continue to create a positive work 

culture where all stakeholders can flourish. Superintendents and principals must establish 

numerous relationships with community, administration, staff, and students.  

Understanding and meeting the training needs of observers will bring about a 

positive mindset for administrators and teachers. The training practices and methods 

discovered in this basic qualitative study will lead to observers becoming confident in 

their observation skill set. Utilizing the strategies to connect with those being observed 

while building and maintaining positive relationships through their actions and feedback 

will result in a positive observation experience for both parties. Relationships are key to 

bringing about a building culture that will lead to a positive social change in the school 

building and community. Putting in place the training practices identified in my study 

while cultivating and maintaining positive relationships will create a school building, 

district, and community culture that will lead to a positive social change in the 

relationships of all school and community stakeholders.  
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Appendix A: Interview Questions 

 

DEMOGRAPHIC 

 

1. Number of years as an administrator? 

2. Total number of students and teachers in school? 

3. Type of school? Urban? Suburban? Rural? 

OBSERVATION 

 

4. Please tell me about yourself as an administrator/observer and your experience 

with observing teachers. 

5. How often are teachers observed and are classroom observations performed 

separate from the end of year evaluations? 

6. Are you able to spend sufficient quality time in the classroom to accurately 

evaluate the performance of your teachers and what is a typical duration you 

spend in classrooms for each observation? 

7. How has the observation process with the 5D+ influenced your classroom 

observations? 

8. Describe the teacher observation process you use when observing teachers. (pre-

observation conference, observation, and post-observation conference) 

9. What, from your perspective, are the keys to effective evaluation? 

10. What are the strengths and weaknesses that you perceive of using the 5D+ 

Teacher Evaluation Rubric? 

11. What specific element of the 5D+ rubric do you find effective, and why? 
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12. How can observers best accomplish the goals of observation/evaluation as it 

relates to the 5D+ rubric? 

 

13. What do you think are the challenges of the classroom teacher observation 

process for the observer? 

TRAINING 

 

14. How long has it been since your last training for evaluation/observation? 

15. How much training have you had using 5D+ or teacher evaluation/observation in 

general and that type of calibration process or rater certification have you gone 

through if any?  

16. What type of training did you receive in the area of teacher evaluation that you 

found most effective? 

17. What type of training would you like to attend that would assist you in better 

evaluating all of your classroom teachers? 

18. Describe the training you received from your school district in the evaluation 

process. (Follow-up question: Was the PD effective? If, (not / yes) why was it / or 

why wasn’t it effective? 

19. Who provided you the 5D+ training? 

20. How much training Is the district requiring of you as an observer and describe 

your observation/evaluation training experience? 

Final Statement 

 

If I have any additional or follow-up questions, may I contact you? (yes / no). I want to 

again thank you (interviewee’s name) for participating in this research. I know how 

important your time is and your responses have been extremely helpful.  
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Appendix B: Cover Letter 

 

Hello Participant Name: 

 

I hope you and your family are staying healthy and safe in these unchartered waters. As a 

building principal myself I totally understand what you are going through. It’s really hard 

to lead a building of teachers when we are all distance learning and the daily contact is 

non-existent. It is also very difficult to reach out to my colleagues in my challenge to 

finish our school year regarding graduation and other end of the year activities let alone 

try to complete my research study which is my reason for contacting you. I need your 

help in completing a research project I have taken on to complete my doctorate degree. 

 

I am a Ph D. candidate at Walden University conducting research on the training of 

teacher observers who are using the 5 D’s Plus Teacher Evaluation Rubric. For my 

research study, I am looking to interview 10 to 12 administrators, gathering information 

on their perceptions about their training for conducting observations. The University of 

Washington’s Center for Educational Leadership is interested in the final results of this 

study and may use the findings for future professional development. I have attached 2 

documents and I am hoping you will look over the documents and possibly accept a 

phone call later this week where we can go over any questions you may have and set up a 

time for an on-line meeting. The attached documents are the introduction letter for you to 

review along with the consent form. I appreciate your time and consideration and also 

appreciate what you do on a daily basis.  

 

Thank you, 

 

Mark A. Williams, Principal 
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Appendix C: Interview Recording Protocol 

 

 

 

Name of Researcher: Mark A. Williams   Date of Interview: 

 

Name of Interviewee:      Job Title: 

 

Years in Current Position:     Interview Location: 

 

Interview Start Time:      Interview End Time: 

 

Interviewee Anonymous ID Number: 

 

 

 

Introduction: 

Good (morning, afternoon, evening) (Interviewee’s name) my name is Mark Williams, 

and I am a doctoral student at Walden University. I want to thank you for allowing me 

the opportunity to interview you. The interview that I will be conducting is a standardized 

open-ended interview with the goal and purpose of learning about your observer training, 

observer experiences, specifically your experiences with the 5D+ Teacher Evaluation 

Rubric. This is a fact-finding interview with no right or wrong answers so please answer 

as truthfully as possible. 

 

As part of the process, I am interviewing Junior High and Senior High school principals 

in the state of Michigan. During our conversation, I am hoping to learn more about your 

observation practices and personal experiences with regard to the training provided for 

the 5D+ Teacher Evaluation Rubric. 

 

I will be writing a report based on my findings in the interviews that I will be conducting, 

and I want to ensure you that the information gathered from our conversation will remain 

confidential and anonymous. I would like to tape record the interview so that I will have 

an accurate record of our conversation. Would that be okay? (Yes / No). I will also be 

taking some field notes as a secondary option for capturing the information discussed 

during our interview. 

 

The interview should take approximately 60 minutes and can be stopped at any time per 

your request. Do you have any questions for me before we begin?  
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Appendix D: Original Codes and Times Referenced  

 

Original Code Number of References 

Experience 13 

Challenges 42 

Time to schedule observations 4 

Scripting 5 

Indicators 12 

Time to do observations 10 

5 Dimensions Plus Rubric 158 

Scripting  15 

Weaknesses 21 

Time to complete observations 10 

Rubric  42 

Growth tool 12 

Strengths 22 

Strengths 27 

Growth model 27 

Future training needs 65 

Video training with colleagues 4 

Practical training then debriefs 7 

Network with another admin 13 

Refresher course  12 

Training  137 

Should be continuous 4 

Overwhelming 9 

extensive 9 

Video training 8 

Inter Rater Reliability 7 

Rater reliability training 14 

Refresher training 16 

Who Provided Training 19 

Feedback  75 

Relationships 4 

Coaching 28 

Observations 163 

In-class process 11 

Length of time 13 

Wonderings 14 

Post-conversation 10 

Scripting  15 
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