
-34-

ARTICLE XIII  --  EVALUATION

INTRODUCTION

Evaluation is a decision made by comparing observation data to an established standard. This
comparison reflects the extent to which employees meet performance expectations and is used
to make employment decisions.  Each year, the principal or supervising administrator
designated by the principal must observe all teachers regardless of their contract status. The
purpose of these observations is to formulate an annual evaluation decision that is recorded on
the annual evaluation form. Evaluation is a statutory responsibility of the principal.

A. Employees are entitled to an evaluation which is fair, equitable, and impartial. The
parties agree to the continuation of a developmental approach to improving teaching and
learning, using the PACES.  In accordance with Florida Statutes, no disciplinary action
shall be taken based on incompetence in the absence of documentation and procedures
required by the PACES.

B. All documents and procedures pertaining to observation/evaluation are hereby
incorporated and made a part of this Contract, and there shall be no unilateral changes.
Required procedures and standards for observation/evaluation are specified in the
current edition of the Procedures for Observation, Assessment, and Evaluation of
Instructional Personnel and School Support/Resource Personnel.

C. The parties agree that the Joint Committee on Standards for Educational Evaluation will
serve to monitor all aspects of the PACES including the oversight of implementation and
the current edition of the Procedures for Observation, Assessment, and Evaluation of
Instructional Personnel and School Support/Resource Personnel as well as all other
documents pertaining to the PACES which are hereby referenced and made a part of
this Contract.  The Joint Committee on Standards for Educational Evaluation will also
conduct reviews of the PACES as necessary to ensure compliance with current statutes
and State Board Rules.  Implementation of the PACES for teachers began on
September 12, 2001.

Section 1. Fundamental Competencies

All teachers shall demonstrate, through the performance of their professional responsibilities,
a mastery of basic skills (i.e., reading, writing, speech, computation, spelling) fundamental
(generic) teaching competencies, and subject matter skills in areas of certification.  The
assessment of basic skills and fundamental teaching competency is a management function.
It is understood and agreed that M-DCPS has the right to develop and utilize handbooks,
guidelines, diagnostic tests and assessment techniques, or other aids to assist administrators
in implementing this Article.  Such diagnostic tests and assessment techniques will be used,
as deemed appropriate by M-DCPS, to fulfill the obligations of the school system (as stipulated
in this Article) to identify professional growth needs of teachers.

The Board agrees that there shall be no mass testing of teachers.  Further, it is the intent of the
Board that individual testing shall be for the sole purpose of  requiring additional professional
growth practices and improving the teaching/learning process.  Results of such tests shall be
confidential and shall not be used, by either party, as evidence for a change in contractual
status or for dismissal.
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Section 2. General Procedures/Accountability

All requirements and timelines for observations/evaluations using the PACES are outlined in
the most current edition of the Procedures for Observation, Assessment, and Evaluation of
Instructional Personnel and School Support/Resource Personnel.  Evaluations for each
employee shall be conducted in accordance with mutually agreed upon observation/evaluation
procedures and in accordance with applicable Florida Statutes. Appropriate implementation of
M-DCPS' required observation/evaluation procedures is a priority responsibility of the
supervising administrator.  Observations/evaluations shall not be scheduled to occur during
program reviews/ audits by district or Regional office personnel. No formal
observation/evaluation shall be conducted during an employee!s first 10 days and last 10 days
with student contact.

When standards are not met after observation(s) conducted by the principal or supervising
administrator at the school site in accordance with the most current edition of the Procedures
for Observation, Assessment, and Evaluation of Instructional Personnel and School
Support/Resource Personnel, the teacher shall be entitled to receive  Professional Improvement
Plan (PIP) which shall include reasonable timeframes for implementation. The PACES shall be
used for identification of standards and the formulation of the PIP.  Teachers for whom a PIP
is required may present alternative plans for the principal's consideration. The function of the
PIP is to assist the teacher in professional growth. A PIP may include, but is not limited to, in-
school assistance, Teacher Education Center offerings, and professional development
activities.  Teachers shall follow the PIP requirement(s).  Failure to implement the PIP or to
meet standards on an annual evaluation shall constitute just cause for disciplinary action in
accordance with the due process provisions in this Contract.

A major responsibility of the department head/grade-level chairperson is to assist teachers in
developing and maintaining quality teaching and learning programs. The principal may rely upon
the advice of department heads/grade-level chairpersons in making program improvements.
The department head/grade-level chairperson shall not, however, use or prepare the official
PACES Observation Form for Annual Evaluation form(s) or the Annual Evaluation form.

The Office of Professional Standards will provide to the Union the names of teachers
recommended for disciplinary action up to and including dismissal. The Union will have the
option of reviewing the basis for any potential disciplinary action with the Office of Professional
Standards.

Recommended disciplinary actions based on performance observations/evaluation, which
involve alleged misapplication/misinterpretation of required contractual provisions/ procedures,
will be subject to review and appropriate action on a case-by-case basis. Disciplinary action(s)
against affected employees will be recommended only in cases in which observation/evaluation
procedures have been adhered to.
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Section 3. PACES Procedures - Full Requirements and Procedures are specified in
the current edition of the Procedures for Observation, Assessment, and
Evaluation of Instructional Personnel and School Support/Resource
Personnel

All personnel shall be fully informed of the criteria and procedures associated with the
evaluation process before the evaluation takes place.

Section 4. The PACES Domains

A. Domains - The PACES consists of seven domains which are identified in the system by
Roman numerals. Written plans are evaluated independently from an observation using
required teaching and learning components in the PACES Domain I.  The PACES
Domains II - VI are evaluated by information collected during classroom observation(s).
The PACES Domain VII is evaluated on an ongoing-basis and is only used to make an
annual evaluation decision.  An observation/annual evaluation that results in a below
standards rating must be substantiated with the appropriate documentation.

Domain I -  Planning for Teaching and Learning
Domain II - Managing the Learning Environment
Domain III - Teacher/Learner Relationships
Domain IV - Enhancing and Enabling Learning
Domain V  - Enabling Thinking
Domain VI - Classroom Based Assessment of Learning 
Domain VII - Professional Responsibilities

B. Length of Observation

1. Beginning and ending times must be recorded by the observer on the PACES
Observation Form for Annual Evaluation.

2. An official observation for evaluation of instruction personnel must start at the
beginning of the scheduled class/subject and last a minimum of 20 minutes.  Any
follow-up observation must start at the beginning of the class and last for the
complete lesson.  However, for classes extending beyond the standard
elementary/secondary scheduled class/subject (e.g., two (2) hour block
schedule, three (3) hour auto mechanics, etc.), the administrator must have
observed a lesson from the beginning of the class and remain for a minimum of
one hour. 

An official observation for evaluation of school support/resource personnel must
start at the beginning of the scheduled activity and last a minimum of 20 minutes.
Any follow-up observation must start at the beginning of the activity and last for
the duration of the activity.  However, for activities that extend beyond one hour,
the administrator must have observed the activity from the beginning of the
activity and remain for a minimum of one hour.
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C. Professional Improvement Plan

For information regarding the implementation of Professional Improvement Plans, refer to the
current edition of the Procedures for Observation, Assessment, and Evaluation of Instructional
Personnel and School Support/Resource Personnel.

Observation findings and/or evaluation decisions shall be made in compliance with all required
procedures. Decisions made, in violation of procedures shall be rendered null and void, when
identified by the Union in compliance with procedures established by the parties.

Section 5. Monitoring of the PACES Implementation

A. To assure quality teaching and learning and fair, equitable, and impartial evaluation of
teacher performance, the parties agree that the Joint Committee on Standards for
Educational Evaluation shall monitor the implementation of PACES.

B. Appointments to the Joint Committee shall be made by the Superintendent and the UTD
President or Designee and shall reflect equal representation of M-DCPS and the Union.

C. It is the intent of the parties that the procedures specified below shall serve as the
alternative to Levels I and II of the Grievance Procedure.

If the employee desires, he/she has the right to request representation by the exclusive
bargaining agent or to represent himself/herself in a PACES Appeal.  An employee may not be
represented by a minority/rival Union or by an attorney in a PACES Appeal Level I and II.

1. The PACES - Appeal Level I:

Within 30 days of an alleged violation(s) of the PACES procedures the Union,the
principal or supervising administrator, and then the appropriate Regional Center
Director as needed, shall make every effort to obtain informal resolution of these
issues and refer unresolved issues to the PACES - Appeal Level II.

2. The PACES - Appeal Level II

a. Issues appealed to Level II shall be addressed by representatives
appointed by the Joint Committee, with equal membership from the
District and the Union. The appointed representatives shall be mindful of
the statutory timeframes and shall meet and render decisions
expeditiously.  Following a confirmatory observation all pending and/or
new issues shall be addressed within 14 calendar days. The
representatives shall communicate their findings to the Joint Committee
as well as the affected employee(s) and work location/Regional Center
administrator(s).

b. Disputes not resolved at the PACES - Appeal Level II shall be subject to
the Grievance Procedure, beginning at Level III; and,
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c. The Joint Committee shall review the issue(s) referred to it and shall
revise procedures where warranted.

d. The timeline for filing a grievance shall commence with the signature date
reflected on the finding, which shall be the date upon which copies of the
finding are transmitted to the affected parties.

e. The Joint Committee shall also be authorized to conduct visits to jointly-
selected school sites for the purpose of resolving disputes and monitoring
and enhancing the PACES implementation.

Section 6. Observation/Evaluation of Itinerant Personnel

Itinerant teachers shall be treated the same as other teachers of like contractual status with
regard to the number of required evaluations. The principal at the home-base school, for payroll
purposes, shall be responsible for observations and the preparation of the annual evaluation
report.

Section 7. Professional Service Contract Personnel

The performance assessment rights of professional service contract employees, per Florida
Statutes, are summarized in Article XXI, Section 1(B)(4).

Section 8. Instructional Performance Evaluation and Growth System (IPEGS) Pilot
Program Design Teams

M-DCPS and UTD identified representatives to serve on a joint committee.  Three design teams
representing differentiated personnel categories were established.  Members were determined
by both M-DCPS and UTD.  The three categories were:  classroom teachers, student services
personnel (i.e., school psychologists, guidance counselors, social workers, etc), and
instructional support personnel (curriculum support specialists, media specialists, teachers on
special assignment.  The design team members adopted a consensus building approach in
completing their design work.

Definitions:

Performance Indicators:  Tools for measuring achievement which clearly identify the needs of
students and specifically state what is to be achieved in relationship to needs.

Performance Standards:   A statement of the general guidelines and criteria that will be used
in evaluating teachers and the techniques utilized in achieving measurable results.

Rubrics:   Rubrics will bridge the gap between standards and assessment.  They yield
summative and formative data which will be used to define performance levels.  A rubric
depicting a continuum of effectiveness is tailored to each of the performance standards.  In a
five level system.  The levels are:  exemplary, superior, proficient, developing and
unsatisfactory.
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Observation:  Annual contract employees will have a minimum of two observations a year.
Professional Service and continuing contract personnel will have at least one observation a
year.  An Observation must last a minimum of 20 minutes.

Goal Setting:  Instructional Personnel document benchmarks established at the beginning of
the year set forth to build on strengths, address weaknesses, and document gains at the end
of the year.

Documentation Logs: Record of evidence indicating whether performance standards related to
specific student achievement have been met by the teacher.

IPEGS Pilot Program

Thirty two (32) schools will be selected collaboratively by M-DCPS/UTD to participate in a one
year pilot program of the new Instructional Performance Evaluation and Growth System.

• The staff and administration of the pilot schools will be provided on-going training on the
new tool by the Office of Professional Development in conjunction with the consulting
firm.

• The pilot IPEGS will begin implementation in the 2006-2007 school year.

• Professional educators in the pilot schools will be evaluated on seven or eight
performance standards.

1. Knowledge of Learners
2. Instructional Planning
3. Instructional Delivery and Engagement
4. Assessment
5. Learner Progress
6. Communication
7. Professionalism
8. Learning Environment 

• A five level rubric will be used to assess how well the performance standards are
performed by the teachers who are evaluated.  The five levels in the rating  system are:

1. Exemplary - teacher optimizes learning and is highly effective
2. Superior - teacher promotes learning and uses a variety of approaches
3. Proficient - teacher demonstrates content area knowledge and engages learners

in appropriate strategies
4. Developing - teacher attempts to use a variety of appropriate strategies but often

is ineffective
5. Unsatisfactory - teacher lacks knowledge and does not academically engage

learners
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The staff and administration from the thirty-two (32) pilot schools will provide feedback on the
2006-2007 implementation of IPEGS at the individual school sites.  The data will be compiled
and analyzed by the joint M-DCPS/UTD Evaluation Committee. The Committee shall make
recommendations.  The parties shall collaboratively amend/modify IPEGS.  These modifications
and amendments will be made prior to the 2007-2008 school year.

In the 2007-2008 school year, the second implementation phase will include additional schools
selected to participate in the IPEGS.  During the 2007-2008 school year, the data will be
compiled and analyzed by the joint M-DCPS/UTD Evaluation Committee.   The Committee shall
make recommendations.  The parties shall collaboratively amend/modify IPEGS.  These
modifications and amendments will be made prior to the 2008-2009 implementation.




