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WHY TEACHER EVALUATION 

• Only 60% enrolled in secondary education, 
insufficient for a XXIst century economy. 

• Need for basic and secondary education to 
ensure knowledge and skills to become lifelong 
learners. 

• Highly skilled teachers are the main factor. 
• Together with accurate data to intervene in a 

timely way. 
• Towards a culture of accountability and 

continuous improvement. 



Why teacher evaluation 

• Proposal of a comprehensive in-service 
teacher evaluation system for Mexico. 

• Within the context of broader set of 
recommendations on teacher policy and 
school leadership.  Complementary 

• Difficult, challenging, but critical. 

• Needs agreement and commitment of all 
stakeholders. 



MAIN COMPONENTS OF THE SYSTEM 

• Why, what, how, who. 
WHY 
• To improve student learning, which depends most 

importantly on the quality of teaching. And on good school 
management. 

• The main purpose of teacher evaluation IS TO IMPROVE 
TEACHING and therefore student learning. 

• Purposes are FORMATIVE. 
• Must identify support and teacher training mechanisms. 
• Can also be summative.  Recognition is important.   

Identification of poor teachers also. 



Main components 

WHAT 

• Especially important to evaluate TEACHING 
PRACTICES. 

• Simply knowing student results will not 
improve practices. 

• The first step is to define standards for 
teaching practice. Expressed as how teachers 
are expected to perform and teach in order for 
students to learn. 

 



Main components 

• Based on a Good Teaching Framework 

• Which addresses minimal requirements, such as 
attendance, punctuality, time-on-task. 

• And addresses at least the following domains: 
– Planning and preparation 

– Classroom environment 

– Instruction 

– Professional responsibilities, including  permanent 
professional learning. 

• Always with reference to equity and inclusion. 



Main components 

HOW 
• The main strategy is a periodic visit to the 

teachers’ work places – schools --. 
• Triangulating information from diverse 

instruments: classroom observation, teacher 
portfolios, teacher self-evaluation, evidence of 
student learning, teacher interviews, interviews 
with principal and supervisor, teacher knowledge 
tests when relevant, and student and parent 
information. 

• All teachers in the school are evaluated. 



Main components 

• Evaluation results in a report based on the 
framework and standards and proposes an 
improvement plan to be discussed with the 
teacher. 

• And identifies areas where external support is 
needed, communicated to the supervisor. 

• Standarized test results are used to confront visit 
results.  Strong discrepancies should raise  
questions for further investigation. 

• While ENLACE evolves into a value-added test. 



Main components 

WHO 

• Carefully selected and well-trained evaluators, 
at least two per school. 
– Knowledgeable about the work teachers carry out 

– Trained to make expected observations 

– Autonomy in relation to the evaluated teachers 

• Select 2,500 out of the 50,000 ATPs for a four- 
year cycle. 

• Training at the state level. 



SCHOOLS 

• Recognition of the importance of schools. 

• The difference between teaching in a well-
managed and in a poorly managed school. 

• The need to develop a school evaluation system. 

ONLY FORMATIVE AT LEAST DURING THE FIRST 
CYCLE.  Formative goals and procedures should 
be well established and valued by the teachers 
before introducing high-stakes summative 
evaluation. 



A TEACHER EVALUATION FRAMEWORK 

• The overriding goal is formative: identify 
weaknesses to intervene in a timely way to 
remedy them. 

• Mainly through school-based professional 
development, mentoring, courses. 

• Monitoring teaching practice transformation 

• Evaluation as the basis of professional 
development. 



A teacher evaluation framework 

• Developed with the active participation of 
teachers. 

• And training teachers on the framework. 

• School managers are key players both as 
informers of the evaluation process and as 
evaluators between visits.  Also, they are key 
to school-based teacher training. 

• Pilot programs 



LONG TERM GOAL, GRADUAL 
PROGRESS 

• Develop an evaluation framework by the end of this 
administration. 
– Involving stakeholders and local authorities 
– Identifying a champion for the plan 
– Ensuring funding 

 
– Develop standards 
– Develop valid performance measures 
– Building a robust data management system 
– Training evaluators 

 
–  Piloting 

 
 



Long term goal, gradual progress 

Continue in the following administration 
 

– Training teachers and principals 

– Creating access to feedback and improvement 

– Implementing a communication plan. 

 

– Going to scale 
• Prepare transition from pilot to full implementation 

• Attaching consequences to the evaluation system 

• Creation of an evaluation plan. 



RECOMMENDATIONS 

1. Establish a leadership structure and clear 
rules for the governance of the evaluation 
system 

2. Trans-administration technical body. 

3. Develop standards for teaching. 

4. Design an in-service teacher evaluation model 
that gradually evolves from purely formative 
to a combination of formative and 
summative. 



Recommendations 

5. Define instruments for evaluation 
6. Develop a support and monitoring system for school-

based professional development.  
7. Train evaluators 
8. Reduce administrative duties of supervisors and 

principals and increase school autonomy. 
9. Develop ENLACE into a value-added test. 
10. Gain momentum towards establishing the teacher 

evaluation system. 
12. Pilot and evaluate 
Change legislation to ensure long-term procedures. 
 


