
 
Miami-Dade County Public Schools 

Evaluation Procedures 
 
The Office of Labor Relations has the responsibility of negotiating labor contracts with 
certified bargaining agents.  Currently, employees in the following unions are formally 
evaluated: The United Teachers of Dade (UTD) – teachers and clerical employees and 
Dade County Schools Administrators’ Association (DCSAA) – professional and 
technical employees.  Additionally, employees in the following employee groups are also 
evaluated:  Managerial Exempt Personnel (MEP) – principals, assistant principals, 
Region and District Administrators and Confidential Exempt Personnel (CEP) – high 
level clerical employees who have access to confidential material and information. 
 
The process of evaluating employees is ongoing and the instruments used in the 
evaluation process are modified and revised by the parties when necessary.  Each time a 
contract is up for bargaining, the provisions of the evaluation tool may be subject to 
collective bargaining.  Once the agreements are agreed upon, the negotiated contracts are 
distributed to all members of the bargaining unit.  The evaluation and contract documents 
are also uploaded onto the District website for computer access. 
 
United Teachers of Dade 
 
2008 – Instructional Performance Evaluation and Growth System (IPEGS) 
A new evaluation tool for instructional personnel was adopted in 2008 for 
implementation.  IPEGS utilizes the Goals and Roles Assessment Evaluation Model 
developed by Dr. James Strong.  The foundation of IPEGS is based on eight performance 
standards and indicators.  IPEGS is currently being used to assess the performance of 
instructional personnel. 
 
IPEGS is being revised to comply with new statutory compliance requirements of Senate 
Bill 736. 
 
Dade County School Administrator’s Association – Professional and 
Technical Personnel 
Employees in this bargaining unit are evaluated using required forms.  The process 
begins with a planning phase which must be developed on or before September 30 of the 
fiscal year.  A planning form is completed in a conference and a written plan is signed 
and agreed upon by the employee and the evaluator.  A mid-year progress conference is 
conducted to monitor progress towards goals and objectives.  At the end of the fiscal year 
an evaluation conference is conducted to review employee performance throughout the 
year. 
 
The current DCSAA evaluation form being used has not been modified within the past 
contractual period. 
 



 
 
Managerial Exempt Personnel – Performance Management Assessment for 
Administrators – This evaluation tool consists of three phases:  a Planning Phase – 
during this phase the assessee and the assessor must agree on key performance targets, 
professional growth targets, and administrative competencies; a Mid-year Assessment 
Status – during this phase the assessee and the assessor meet to determine if the assessee 
is on target to meet expected outcomes or if additional assistance is required; the third 
phase is the End of Year Overall Assessment – during this phase each component of the 
tool is weighted to calculate an overall rating of Substantially Exceeds Standards, 
Exceeds Standards, Meet Standards or Does Not Meet Standards. 
 
A new MEP administrative evaluation tool is being developed to comply with the 
requirements of Senate Bill 736 for principal evaluations which incorporates student 
achievement. 
 
Confidential Exempt Personnel (CEP) – Exempt/Confidential Personnel Evaluation 
Employees in this group have a single assessment of their performance.  The document is 
completed once a year.  There are four ratings for each performance area; These areas are 
combines to calculate an overall rating of exemplary, above expectation, meets 
expectation or below expectation. 
 
 
 
 
 
 
 
 
 



ARTICLE XIII - EVALUATION 
 
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. 
 
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. 
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 

 
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. 
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