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  OMB No.4040-0004   Exp.01/31/2012 

Application for Federal Assistance SF-424 Version 02

* 1. Type of Submission

Preapplication

Application

Changed/Corrected Application

* 2. Type of Application:* If Revision, select appropriate letter(s):

New   

Continuation * Other (Specify)

Revision  

* 3. Date Received: 4. Applicant Identifier:

7/1/2010 Guilford County Schools

5a. Federal Entity Identifier: * 5b. Federal Award Identifier:

State Use Only:

6. Date Received by State:  7. State Application Identifier:  

8. APPLICANT INFORMATION:

* a. Legal Name: Guilford County Schools

* b. Employer/Taxpayer Identification Number (EIN/TIN): * c. Organizational DUNS:

d. Address:

* Street1: 712 North Eugene Street

Street2:  

* City:

County:

State:

Province:  

* Country:  

* Zip / Postal Code:

e. Organizational Unit:

Department Name: Division Name:

Talent Development Human Resources

f. Name and contact information of person to be contacted on matters involving this application:

Prefix: Dr. * First Name: Amy

Middle Name: A
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* Last Name: Holcombe

Suffix:

Title: Executive Director of Talent Development

Organizational Affiliation:

Guilford County Schools Employee

* Telephone 
Number:

Fax Number:

* Email: HOLCOMA@GCSNC.COM

Application for Federal Assistance SF-424 Version 02

9. Type of Applicant 1: Select Applicant Type:

G: Independent School District

Type of Applicant 2: Select Applicant Type:

Type of Applicant 3: Select Applicant Type:

* Other (specify):

 

10. Name of Federal Agency:

U.S. Department of Education 

11. Catalog of Federal Domestic Assistance Number:

84.385A 

CFDA Title:

Application for New Grants Under the Teacher Incentive Fund Program 

* 12. Funding Opportunity Number:

052110-001

Title:

Office of Elementary and Secondary Education: Teacher Incentive Fund ARRA CFDA  
84.385 

13. Competition Identification Number:

052110-001

Title:

Office of Elementary and Secondary Education: Teacher Incentive Fund ARRA CFDA  
84.385 
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14. Areas Affected by Project (Cities, Counties, States, etc.):

Guilford County Schools, North Carolina

* 15. Descriptive Title of Applicant's Project:

Mission Possible Expansion Project

Attach supporting documents as specified in agency instructions.

Attachment: 
Title  :         
File  :   

Attachment: 
Title  :         
File  :   

Attachment: 
Title  :         
File  :   

Application for Federal Assistance SF-424 Version 02

16. Congressional Districts Of:
* a. Applicant: 12 * b. Program/Project: 6, 13

Attach an additional list of Program/Project Congressional Districts if needed.
Attachment: 
Title  :         
File  :  

17. Proposed Project:
* a. Start Date: 10/1/2010 * b. End Date: 9/30/2015

18. Estimated Funding ($):

a. Federal

b. Applicant $   

c. State $   

d. Local  

e. Other $   

f. Program 
Income

$   

g. TOTAL

* 19. Is Application Subject to Review By State Under Executive Order 12372 Process?

 a. This application was made available to the State under the Executive Order 12372 Process for 
review on  .  

 b. Program is subject to E.O. 12372 but has not been selected by the State for review.  

 c. Program is not covered by E.O. 12372. 
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* 20. Is the Applicant Delinquent On Any Federal Debt? (If "Yes", provide explanation.)

 Yes  No 

21. *By signing this application, I certify (1) to the statements contained in the list of 
certifications** and (2) that the statements herein are true, complete and accurate to the best of 
my knowledge. I also provide the required assurances** and agree to comply with any resulting 
terms if I accept an award. I am aware that any false, fictitious, or fraudulent statements or 
claims may subject me to criminal, civil, or administrative penalties. (U.S. Code, Title 218, 
Section 1001)

** I AGREE

** The list of certifications and assurances, or an internet site where you may obtain this list, is 
contained in the announcement or agency specific instructions.

Authorized Representative:

Prefix: Mr. * First Name: Maurice

Middle Name: O

* Last Name: Green

Suffix:

Title: Superintendent

* Telephone Number: (336)370-8100 Fax Number: (336)370-8398

* Email: GREENMO@GCSNC.COM

* Signature of Authorized 
Representative:

 * Date Signed:  

Application for Federal Assistance SF-424 Version 02

* Applicant Federal Debt Delinquency Explanation

The following field should contain an explanation if the Applicant organization is delinquent on any 
Federal Debt. Maximum number of characters that can be entered is 4,000. Try and avoid extra spaces 
and carriage returns to maximize the availability of space.
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ED Form No. 524 

    

U.S. DEPARTMENT OF EDUCATION 

BUDGET INFORMATION 

NON-CONSTRUCTION PROGRAMS 

  OMB Control Number: 1894-0008 

  Expiration Date: 02/28/2011

 Name of Institution/Organization: 
 Guilford County Schools

Applicants requesting funding for only one year should complete the 
column  under "Project Year 1."  Applicants requesting funding for multi-
year grants should complete all applicable columns.  Please read all 
instructions before completing form.

SECTION A - BUDGET SUMMARY 

U.S. DEPARTMENT OF EDUCATION FUNDS 

Budget Categories Project Year 1(a) Project Year 2 
(b) 

Project Year 3 
(c) 

Project Year 4 
(d) 

Project Year 5 
(e) 

Total (f) 

1.  Personnel $                                                         

2.  Fringe Benefits $                                                                    

3.  Travel $                                                                        

4.  Equipment $                                                                                             

5.  Supplies $                                                                         

6.  Contractual $                                                                   

7.  Construction $                  0 $                  0 $                  0 $                  0 $                  0 $                  0 

8.  Other $                                                                   

9.  Total Direct Costs 
(lines 1-8) 

$                                                          

10.  Indirect Costs* $                                                                        

11.  Training Stipends $                  0 $                  0 $                  0 $                  0 $                  0 $                  0 

12.  Total Costs (lines 9-
11) 

$                                                          

          *Indirect Cost Information (To Be Completed by Your Business Office):  
 
          If you are requesting reimbursement for indirect costs on line 10, please answer the following questions:  
 

          (1) Do you have an Indirect Cost Rate Agreement approved by the Federal government?  Yes  No 
          (2) If yes, please provide the following information: 
                    Period Covered by the Indirect Cost Rate Agreement: From: 7/1/2009 To: 6/30/2010 (mm/dd/yyyy)  

                    Approving Federal agency:  ED      Other (please specify): ______________ The Indirect Cost Rate is 3% 
          (3) For Restricted Rate Programs (check one) -- Are you using a restricted indirect cost rate that: 

                    Is included in your approved Indirect Cost Rate Agreement? or, Complies with 34 CFR 76.564(c)(2)? The Restricted 
Indirect Cost Rate is 0% 
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U.S. DEPARTMENT OF EDUCATION 

BUDGET INFORMATION 

NON-CONSTRUCTION PROGRAMS 

  OMB Control Number: 1894-0008 

  Expiration Date: 02/28/2011

 Name of Institution/Organization: 
 Guilford County Schools

Applicants requesting funding for only one year should complete the 
column  under "Project Year 1."  Applicants requesting funding for multi-
year grants should complete all applicable columns.  Please read all 
instructions before completing form.

SECTION B - BUDGET SUMMARY 

NON-FEDERAL FUNDS 

Budget Categories Project Year 1(a) Project Year 2 
(b) 

Project Year 3 
(c) 

Project Year 4 
(d) 

Project Year 5 
(e) 

Total (f) 

1.  Personnel $                                                         

2.  Fringe Benefits $                  0 $                  0 $                  0 $                  0 $                  0 $                  0 

3.  Travel $                  0 $                  0 $                  0 $                  0 $                  0 $                  0 

4.  Equipment $                  0 $                  0 $                  0 $                  0 $                  0 $                  0 

5.  Supplies $                  0 $                  0 $                  0 $                  0 $                  0 $                  0 

6.  Contractual $                  0 $                  0 $                  0 $                  0 $                  0 $                  0 

7.  Construction $                  0 $                  0 $                  0 $                  0 $                  0 $                  0 

8.  Other $                  0 $                  0 $                  0 $                  0 $                  0 $                  0 

9.  Total Direct Costs 
(lines 1-8) 

$                                                         

10.  Indirect Costs $                  0 $                  0 $                  0 $                  0 $                  0 $                  0 

11.  Training Stipends $                  0 $                  0 $                  0 $                  0 $                  0 $                  0 

12.  Total Costs (lines 9-
11) 

$                                                         
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ASSURANCES - NON-CONSTRUCTION PROGRAMS 

Standard Form 424B (Rev.7-97) 
 

Public reporting burden for this collection of information is estimated to average 15 minutes per response, including time for reviewing instructions, searching existing data sources, 

gathering and maintaining the data needed, and completing and reviewing the collection of information.  Send comments regarding the burden estimate or any other aspect of this collection 
of information, including suggestions for reducing this burden to the Office of Management and Budget, Paperwork Reduction Project (0348-0040), Washington DC 20503.

PLEASE DO NOT RETURN YOUR COMPLETED FORM TO THE OFFICE OF MANAGEMENT AND BUDGET. SEND IT TO THE 

ADDRESS PROVIDED BY THE SPONSORING AGENCY. 

NOTE:  Certain of these assurances may not be applicable to your project or program.  If you have questions, please contact the awarding 
agency.  Further, certain Federal awarding agencies may require applicants to certify to additional assurances.  If such is the case, you will 
be notified. 

As the duly authorized representative of the applicant, I certify that the applicant:  
  

1. Has the legal authority to apply for Federal assistance, 
and the institutional, managerial and financial capability 
(including funds sufficient to pay the non-Federal share of 
project cost) to ensure proper planning, management, and 
completion of the project described in this application. 
 

2. Will give the awarding agency, the Comptroller General of 
the United States, and if appropriate, the State, through 
any authorized representative, access to and the right to 
examine all records, books, papers, or documents related 
to the award; and will establish a proper accounting 
system in accordance with generally accepted accounting 
standards or agency directives. 
 

3. Will establish safeguards to prohibit employees from using 
their positions for a purpose that constitutes or presents 
the appearance of personal or organizational conflict of 
interest, or personal gain. 
 

4. Will initiate and complete the work within the applicable 
time frame after receipt of approval of the awarding 
agency. 
 

5. Will comply with the Intergovernmental Personnel Act of 
1970 (42 U.S.C. ''4728-4763) relating to prescribed 
standards for merit systems for programs funded under 
one of the 19 statutes or regulations specified in Appendix 
A of OPM's Standards for a Merit System of Personnel 
Administration (5 C.F.R. 900, Subpart F). 
 

6. Will comply with all Federal statutes relating to 
nondiscrimination. These include but are not limited to: (a) 
Title VI of the Civil Rights Act of 1964 (P.L. 88-352) which 
prohibits discrimination on the basis of race, color or 
national origin; (b) Title IX of the Education Amendments 
of 1972, as amended (20 U.S.C. ''1681-1683, and 1685-
1686), which prohibits discrimination on the basis of sex; 
(c) Section 504 of the Rehabilitation Act of 1973, as 
amended (29 U.S.C. '794), which prohibits discrimination 
on the basis of handicaps; (d) the Age Discrimination Act 

  

9. Will comply, as applicable, with the provisions of the 
Davis-Bacon Act (40 U.S.C. ''276a to 276a-7), the 
Copeland Act (40 U.S.C. '276c and 18 U.S.C. ''874) and 
the Contract Work Hours and Safety Standards Act (40 
U.S.C. '' 327-333), regarding labor standards for federally 
assisted construction sub-agreements. 
 

10. Will comply, if applicable, with flood insurance purchase 
requirements of Section 102(a) of the Flood Disaster 
Protection Act of 1973 (P.L. 93-234) which requires 
recipients in a special flood hazard area to participate in 
the program and to purchase flood insurance if the total 
cost of insurable construction and acquisition is $10,000 
or more. 
 

11. Will comply with environmental standards which may be 
prescribed pursuant to the following: (a) institution of 
environmental quality control measures under the 
National Environmental Policy Act of 1969 (P.L. 91-190) 
and Executive Order (EO) 11514; (b) notification of 
violating facilities pursuant to EO 11738; (c) protection of 
wetlands pursuant to EO 11990; (d) evaluation of flood 
hazards in floodplains in accordance with EO 11988; (e) 
assurance of project consistency with the approved State 
management program developed under the Coastal Zone 
Management Act of 1972 (16 U.S.C. ''1451 et seq.); (f) 
conformity of Federal actions to State (Clear Air) 
Implementation Plans under Section 176(c) of the Clear 
Air Act of 1955, as amended (42 U.S.C. ''7401 et seq.); 
(g) protection of underground sources of drinking water 
under the Safe Drinking Water Act of 1974, as amended, 
(P.L. 93-523); and (h) protection of endangered species 
under the Endangered Species Act of 1973, as amended, 
(P.L. 93-205). 
 

12. Will comply with the Wild and Scenic Rivers Act of 1968 
(16 U.S.C. ''1721 et seq.) related to protecting 
components or potential components of the national wild 
and scenic rivers system. 
 

13. Will assist the awarding agency in assuring compliance 
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of 1975, as amended (42 U.S.C. '' 6101-6107), which 
prohibits discrimination on the basis of age; (e) the Drug 
Abuse Office and Treatment Act of 1972 (P.L. 92-255), as 
amended, relating to nondiscrimination on the basis of 
drug abuse; (f) the Comprehensive Alcohol Abuse and 
Alcoholism Prevention, Treatment and Rehabilitation Act 
of 1970 (P.L. 91-616), as amended, relating to 
nondiscrimination on the basis of alcohol abuse or 
alcoholism; (g) '' 523 and 527 of the Public Health Service 
Act of 1912 (42 U.S.C. '' 290 dd-3 and 290 ee 3), as 
amended, relating to confidentiality of alcohol and drug 
abuse patient records; (h) Title VIII of the Civil Rights Act 
of 1968 (42 U.S.C. ' 3601 et seq.), as amended, relating 
to nondiscrimination in the sale, rental or financing of 
housing; (i) any other nondiscrimination provisions in the 
specific statute(s) under which application for Federal 
assistance is being made; and (j) the requirements of any 
other nondiscrimination statute(s) which may apply to the 
application. 
 

7. Will comply, or has already complied, with the 
requirements of Titles II and III of the uniform Relocation 
Assistance and Real Property Acquisition Policies Act of 
1970 (P.L. 91-646) which provide for fair and equitable 
treatment of persons displaced or whose property is 
acquired as a result of Federal or federally assisted 
programs. These requirements apply to all interests in real 
property acquired for project purposes regardless of 
Federal participation in purchases. 
 

8. Will comply, as applicable, with the provisions of the 
Hatch Act (5 U.S.C. ''1501-1508 and 7324-7328) which 
limit the political activities of employees whose principal 
employment activities are funded in whole or in part with 

Federal funds.  

with Section 106 of the National Historic Preservation Act 
of 1966, as amended (16 U.S.C. '470), EO 11593 
(identification and protection of historic properties), and 
the Archaeological and Historic Preservation Act of 1974 
(16 U.S.C. ''469a-1 et seq.). 
 

14. Will comply with P.L. 93-348 regarding the protection of 
human subjects involved in research, development, and 
related activities supported by this award of assistance. 
 

15. Will comply with the Laboratory Animal Welfare Act of 
1966 (P.L. 89-544, as amended, 7 U.S.C. ''2131 et seq.) 
pertaining to the care, handling, and treatment of warm 
blooded animals held for research, teaching, or other 
activities supported by this award of assistance. 
 

16. Will comply with the Lead-Based Paint Poisoning 
Prevention Act (42 U.S.C. ''4801 et seq.) which prohibits 
the use of lead- based paint in construction or 
rehabilitation of residence structures. 
 

17. Will cause to be performed the required financial and 
compliance audits in accordance with the Single Audit Act 
Amendments of 1996 and OMB Circular No. A-133, 
"Audits of States, Local Governments, and Non-Profit 
Organizations." 
 

18. Will comply with all applicable requirements of all other 
Federal laws, executive orders, regulations and policies 
governing this program.  

Signature of Authorized Certifying Representative: 

Name of Authorized Certifying Representative: Maurice O. Green 

Title: Superintendent 

Date Submitted: 06/14/2010 
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Approved by OMB 0348-0046 Exp. 

Disclosure of Lobbying Activities  
Complete this form to disclose lobbying activities pursuant to 31 U.S.C. 1352 
1. Type of Federal Action: 
 

 Contract 

 Grant 

 Cooperative Agreement 

 Loan 

 Loan Guarantee 

 Loan Insurance

2.  Status of Federal Action: 

 Bid/Offer/Application 

 Initial Award 

 Post-Award 

3. Report Type: 

 Initial Filing 

 Material Change 

 
For Material Change 
only: 
Year: 0Quarter: 0 
Date of Last Report:  

4. Name and Address of Reporting Entity:  
 Prime         Subawardee 

                                     Tier, if known: 0 
Name: Amy A Holcombe 
Address: 
City:  
State: 
Zip Code 
 

Congressional District, if known:  

5. If Reporting Entity in No. 4 is a Subawardee, Enter Name 
and Address of Prime: 
 
Name:  
Address:  
City:  
State:  
Zip Code + 4: - 
 

Congressional District, if known:  

6. Federal Department/Agency: Department of Education 7. Federal Program Name/Description: Teacher Incentive 
Fund 

CFDA Number, if applicable: 84.385 

8. Federal Action Number, if known:  9. Award Amount, if known: $12141040 
10. a. Name of Lobbying Registrant (if individual, last name, 
first name, MI):  
Address:  
City:  
State:  

Zip Code + 4: - 

b. Individuals Performing Services (including address if 
different from No. 10a) 
(last name, first name, MI):  
Address:  
City:  
State:  

Zip Code + 4: - 
11. Information requested through this form is authorized by title 31 U.S.C. section 
1352. This disclosure of lobbying activities is a material representation of fact upon 
which reliance was placed by the tier above when this transaction was made or 
entered into. This disclosure is required pursuant to 31 U.S.C. 1352. This information 
will be reported to the Congress semi-annually and will be available for public 
inspection. Any person who fails to file the required disclosure shall be subject to a 
civil penalty of not less than $10,000 and not more than $100,000 for each such 

failure. 

Name: Amy A Holcombe 
Title: Executive Director of Talent Development 
Applicant: Guilford County Schools 

Date: 06/14/2010 

Federal Use Only: 

Authorized for Local 
Reproduction 

Standard Form LLL (Rev. 7-

97) 
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 CERTIFICATION REGARDING LOBBYING 
  
 

Certification for Contracts, Grants, Loans, and Cooperative Agreements.

The undersigned certifies, to the best of his or her knowledge and belief, that: 

(1) No Federal appropriated funds have been paid or will be paid, by or on behalf of the undersigned, to any 
person for influencing or attempting to influence an officer or employee of any agency, a Member of Congress, an 
officer or employee of Congress, or an employee of a Member of Congress in connection with the awarding of any 
Federal contract, the making of any Federal grant, the making of any Federal Loan, the entering into of any 
cooperative agreement, and the extension, continuation, renewal, amendment, or modification of any Federal 
contract, grant, loan or cooperative agreement. 

(2) If any funds other than Federal appropriated funds have been paid or will be paid to any person for influencing 
or attempting to influence an officer or employee of any agency, a Member of Congress, an officer or employee of 
Congress, or an employee of a Member of Congress in connection with this Federal contract, grant, loan or 
cooperative agreement, the undersigned shall complete and submit Standard Form - LLL, "Disclosure of Lobbying 
Activities," in accordance with its instructions. 

(3) The undersigned shall require that the language of this certification be included in the award documents for all 
subawards at all tiers (including subcontracts, subgrants and contracts under grants, loans, and cooperative 
agreements) and that all subrecipients shall certify and disclose accordingly. This certification is a material 
representation of fact upon which reliance was placed when this transaction was made or entered into. Submission 
of this certification is a prerequisite for making or entering into this transaction imposed by section 1352, title 31, 
U.S. Code. Any person who fails to file the required certification shall be subject to a civil penalty of not less than 
$10,000 and not more than $100,000 for each such failure. 

Statement for Loan Guarantees and Loan Insurance. 

The undersigned states, to the best of his or her knowledge and belief, that: 

If any funds have been paid or will be paid to any person for influencing or attempting to influence an officer or 
employee or any agency, a Member of Congress, an officer or employee of Congress, or an employee of a 
Member of Congress in connection with this commitment providing for the United States to insure or guarantee a 
loan, the undersigned shall complete and submit Standard Form-LLL, "Disclosure of Lobbying Activities," in 
accordance with its instructions. Submission of this statement is a prerequisite for making or entering into this 
transaction imposed by section 1352, title 31, U.S. Code. Any person who fails to file the required statement shall 
be subject to a civil penalty of not less than $10,000 and not more than $100,000 for each such failure. 
 

APPLICANT'S ORGANIZATION  

Guilford County Schools  

PRINTED NAME AND TITLE OF AUTHORIZED REPRESENTATIVE

Prefix: Mr. First Name: Maurice Middle Name: O

Last Name: Green Suffix:   

Title: Superintendent

Signature:  Date: 

_______________________  06/14/2010  

ED 80-0013  03/04  

PR/Award # S385A100071 e10



  OMB No.1894-0005   Exp.01/31/2011 

 
Section 427 of GEPA 
 

 

NOTICE TO ALL APPLICANTS  

The purpose of this enclosure is to inform you about a 
new provision in the Department of Education's General 
Education Provisions Act (GEPA) that applies to 
applicants for new grant awards under Department 
programs. This provision is Section 427 of GEPA, 
enacted as part of the Improving America's Schools Act 

of 1994 (Public Law (P. L.) 103-382). 

To Whom Does This Provision Apply? 

Section 427 of GEPA affects applicants for new grant 
awards under this program. ALL APPLICANTS FOR 
NEW AWARDS MUST INCLUDE 
INFORMATION IN THEIR APPLICATIONS TO 
ADDRESS THIS NEW PROVISION IN ORDER 
TO RECEIVE FUNDING UNDER THIS 
PROGRAM. 
 
(If this program is a State-formula grant program, a 
State needs to provide this description only for projects 
or activities that it carries out with funds reserved for 
State-level uses. In addition, local school districts or 
other eligible applicants that apply to the State for 
funding need to provide this description in their 
applications to the State for funding. The State would be 
responsible for ensuring that the school district or other 
local entity has submitted a sufficient section 427 
statement as described below.)  

What Does This Provision Require?  

Section 427 requires each applicant for funds (other 
than an individual person) to include in its application a 
description of the steps the applicant proposes to take to 
ensure equitable access to, and participation in, its 
Federally-assisted program for students, teachers, and 
other program beneficiaries with special needs. This 
provision allows applicants discretion in developing the 
required description. The statute highlights six types of 
barriers that can impede equitable access or 
participation: gender, race, national origin, color, 
disability, or age. Based on local circumstances, you 
should determine whether these or other barriers may 
prevent your students, teachers, etc. from such access or 
participation in, the Federally-funded project or activity. 
The description in your application of steps to be taken 
to overcome these barriers need not be lengthy; you may 

provide a clear and succinct  

description of how you plan to address those barriers 
that are applicable to your circumstances. In addition, 
the information may be provided in a single narrative, 
or, if appropriate, may be discussed in connection with 
related topics in the application. 
 
Section 427 is not intended to duplicate the 
requirements of civil rights statutes, but rather to ensure 
that, in designing their projects, applicants for Federal 
funds address equity concerns that may affect the ability 
of certain potential beneficiaries to fully participate in 
the project and to achieve to high standards. Consistent 
with program requirements and its approved 
application, an applicant may use the Federal funds 

awarded to it to eliminate barriers it identifies. 

What are Examples of How an Applicant Might 
Satisfy the Requirement of This Provision? 

The following examples may help illustrate how an 
applicant may comply with Section 427. 

(1) An applicant that proposes to carry out an adult 
literacy project serving, among others, adults with 
limited English proficiency, might describe in its 
application how it intends to distribute a brochure 
about the proposed project to such potential 
participants in their native language. 
 
(2) An applicant that proposes to develop 
instructional materials for classroom use might 
describe how it will make the materials available on 
audio tape or in braille for students who are blind. 
 
(3) An applicant that proposes to carry out a model 
science program for secondary students and is 
concerned that girls may be less likely than boys to 
enroll in the course, might indicate how it intends to 
conduct "outreach" efforts to girls, to encourage 
their enrollment. 

We recognize that many applicants may already be 
implementing effective steps to ensure equity of access 
and participation in their grant programs, and we 
appreciate your cooperation in responding to the 

requirements of this provision.  

PR/Award # S385A100071 e11



 
Estimated Burden Statement for GEPA Requirements 

According to the Paperwork Reduction Act of 1995, no persons are required to respond to a collection of 
information unless such collection displays a valid OMB control number. The valid OMB control number for this 
information collection is 1894-0005. The time required to complete this information collection is estimated to 
average 1.5 hours per response, including the time to review instructions, search existing data resources, gather 
the data needed, and complete and review the information collection. If you have any comments concerning the 
accuracy of the time estimate(s) or suggestions for improving this form, please write to: U.S. Department of 
Education, 400 Maryland Avenue, S.W., Washington, D.C. 20202-4537. 
 

Applicants should use this section to address the GEPA provision. 

Attachment: 
Title : GEPA.doc      
File  : \\725-pres-app1\public$\Personnel\Holcombe\TIF III Grant Application\Final Application\GEPA.doc 
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General Education Provisions Act (GEPA) Statement 

 The Guilford County Schools Mission Possible Expansion program will provide equitable 

access to the activities and benefits of this project by implementing the GCS district non-

discrimination and equal opportunity policies relative to potential staff members and program 

participants.  The Guilford County Schools Mission Possible Expansion staff and Advisory 

Board will be responsible for implementing the program in an equitable manner, ensuring 

equitable access for all, regardless of gender, ethnicity, disability, religion, national origin, or 

color. 

 Marketing materials will be presented in both English and Spanish.  Efforts will be made to 

recruit underrepresented ethnic groups into the Guilford County Schools Mission Possible 

Expansion program.  Advisory Board meetings will include discussions on the project’s progress 

toward providing access for all target populations. 
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PROJECT ABSTRACT 

Guilford County Schools (GCS) proposes, under the TIF Evaluation Competition, to fund 

the Mission Possible Expansion Project.  Building upon the success of the 30 current Mission 

Possible Program schools, GCS intends to expand interventions and supports to 10 additional 

high-need schools.  Each of these high-need schools has a trend of high teacher turnover, low 

Value-Added Data, and a low North Carolina performance composite score.  The 10 proposed 

expansion schools, consisting of a high percentage of students who are economically and 

academically disadvantaged, are in great need of federal assistance in order to increase educator 

effectiveness and student growth in high-need schools (measured by standardized assessments 

and Value-Added Data). 

By 2015, all Mission Possible Expansion faculty will be effective as measured by the NC 

Evaluation Process and an increasing percentage of faculty will receive performance incentives 

based upon student achievement gains over the course of the grant. The Mission Possible 

Expansion Project will achieve these goals by recruiting, retaining and rewarding effective 

educators.  Strategies include: (1) the provision of a one-time spot bonus to recruit teachers with 

high Value-Added Data into program schools; (2) annually recurring recruitment bonuses for 

teachers who work in hard-to-staff positions; (3) need-targeted professional development to 

increase the success of teachers and principals; (4) incentives for effective teachers who take on 

instructional leadership roles within their schools; (5) individual performance incentives based 

upon Value-Added Data measures of student growth; (6) and, school-wide performance 

incentives based upon North Carolina’s ABC student growth model.  All grant funds and efforts 

will be directed at increasing educator effectiveness and student growth in high-need schools. 
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NEED FOR THE PROJECT (a) 

Guilford County Schools (GCS) is a rapidly changing community of over 70,000 students 

and 120 schools with growing percentages of students who are at risk of educational failure and 

are in need of special assistance and support.  In the past decade, Guilford County’s residents 

have become increasingly economically and academically disadvantaged.  Fifty-three percent of 

our students now qualify for free or reduced lunch assistance.  Sixty-one percent of our students 

belong to one of 132 different ethnic minority groups and speak over 150 different dialects. The 

prodigious challenges of poverty, immigration, cultural differences, learning in a second 

language, being homeless, in foster care, being multiple grade levels behind, having a learning 

disability, and many other challenges are not equitably distributed across our school district.  

Through no fault of our children, our students who face the greatest barriers to academic success 

are geographically clustered resulting in several of our schools being hard to staff.  In order to 

increase educator effectiveness and student growth in 10 of these high-need schools, Guilford 

County Schools (GCS) proposes, under the TIF Evaluation Competition, to fund the Mission 

Possible Expansion Project.   

 

High-Need Schools (a.1) 

Building upon the successes of the 30 current Mission Possible schools, GCS intends to 

expand interventions to 10 additional high-need schools.  Schools selected for participation in 

TIF III are ones that do not currently have a performance based compensation system (PBCS). 

The proposed Mission Possible Expansion schools are in need of federal assistance in order to 

increase educator effectiveness and student growth. Schools were selected by creating a 

Comprehensive School Index which generated a score for each school utilizing the percentage of 
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teacher turnover, the percentage of teachers determined to be ineffective based upon low Value-

Added Teacher Effect scores, and the school’s historical performance composite scores.  The 

district used this index score to rank schools in need of a PBCS intervention. All of these high-

need schools have a trend of high teacher turnover, low Value-Added Data, and a low North 

Carolina state standardized test performance composite scores.  The table below shows the 

Comprehensive School Index rankings used to select schools for participation in the Mission 

Possible Expansion Project. The index ranks schools from high to low with the highest number 

indicating the greatest need.  

 

Table 1: Comprehensive School Index (CSI) 

School Name  % PC % Turnover % Low VAD CSI Score 
District Average 64% 12% 33% - 
Allen Jay 59% 20% 67% 59.2 
Archer 61% 13% 100% 59.3 
Hunter 59% 16% 67% 56.9 
McLeansville 60% 14% 60% 54.1 
Montlieu Avenue 48% 21% 83% 65.4 
Sedgefield 60% 5% 100% 54.2 
Eastern 61% 27% 79% 65.0 
Kiser 64% 15% 30% 48.8 
Northeast 66% 18% 36% 51.4 
Southern 62% 13% 25% 47.5 
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Additionally, each school meets the federal requirement of having 50% or greater of its 

enrollment from low-income families based upon eligibility for free or reduced-price lunch.   

Table 2: District vs. School High-Need Student Percentages 

School Name Serving Grades % FRL Eligible Difference 
District K-12 53% - 
Hunter K-5 96% 43% 
Allen Jay K-5 92% 39% 
Sedgefield K-5 90% 37% 
Montlieu Avenue K-5 88% 35% 
Archer K-5 82% 29% 
McLeansville K-5 71% 18% 
Southern 6-8 68% 15% 
Eastern 6-8 65% 12% 
Northeast 6-8 62% 9% 
Kiser 6-8 59% 6% 
 
 

Recruiting Effective Educators (a.1.i) 

 Under the current Mission Possible School model, principals have long cited difficulty in 

recruiting effective educators into their buildings prior to the intervention of Mission Possible.  

Smith High School principal, Dr. Noah Rogers stated, ―I couldn’t even get people to agree to 

come and interview for a position at my school because they all thought it was too tough.  Now, 

with the Mission Possible incentives, I have choices of qualified candidates for each position.‖  

The success of recruitment incentives under the current PBCS is evidence that in our district, it is 

an effective strategy for recruiting effective educators into high-need, hard to staff schools.  For 

each vacancy, our district seeks to engage 10 candidates for consideration in order to identify an 

effective candidate for hire.  The table below illustrates that while we have applications on file, 

the ratio of vacancies to candidates is not ideal for identifying a highly effective candidate for 

each position. Without the provision of incentives under a PBCS, the vacancies at ―preferred 
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workplaces‖ will likely be filled first, leaving high-need schools with even fewer choices of 

effective educators. 

Table 3: Hard to Staff Subjects in Guilford County Schools 

Subjects 
Current 

Vacancies 
Desired 

Applications 
Current 

Applications 
Application 

Shortage 
Mathematics 24 240 52 188 
ESL 2 20 10 10 
Science 17 170 59 111 
Special Education 33 330 38 292 
English/Language Arts 19 190 48 142 
Elementary K-5 33 330 75 255 
 
 In an effort to change this recruiting trend, the Mission Possible Expansion Project has 

built into its project design two types of incentives designed to attract and retain effective 

educators in high-need schools.  The first is a Historically Effective Teacher incentive that is 

awarded to teachers recruited into high-need schools who can show evidence of two or more 

years of above average Value-Added Data upon hire. ―Since research finds that prior 

performance is one of the best predictors of future performance, a focus on teacher effectiveness 

is likely to produce the greatest gain in the quality of the teaching force. (Chait, 2009)‖ The 

second is an annually recurring Hard to Staff Position incentive given to teachers who accept and 

remain in a hard to staff position.  Both incentives are explained in detail in the Project Design 

section on pages 17-21. 

 Incentives alone are not enough for recruiting effective educators.  It is for that reason 

that our district has built in a screening process that is designed to ensure that the teacher 

selected to fill a vacancy is the most likely candidate to be effective in achieving student growth. 

  

PR/Award # S385A100071 e7



Mission Possible Expansion Project  Page 5 
 
 

Table 4: Effective Teacher Screening Process 

Pool Screening Step Eliminates 
100 Candidates’ online applications are reviewed by the Office of 

Employment 
50% 

50 Candidates participate in a face-to-face screening interview at the 
district 

50% 

25 Candidates are placed on a ―hot list‖ where principals select best fit 
candidates for the vacancy based upon the application and screening 

60% 

10 Candidates are brought in to interview with principal and school teams 
and are ranked based upon best fit and likelihood of effectiveness 

70% 

3  Candidates are brought in for a second and final interview 66% 
1 Candidate with the strongest potential is offered employment.  A spot 

bonus is given to any hire demonstrating 2 or more years of high VAD. 
- 

 

Retaining Effective Educators (a.1.ii) 

 The challenge of recruiting effective educators into high-need schools is coupled with 

retaining them once they are on faculty.  ―Evidence shows that pay-for-performance programs 

can increase teacher retention and improve student achievement. (Chait, Miller, 2009)‖  Based 

upon survey data collected in annual evaluations of the original Mission Possible Schools 

program, factors such as non-supportive leadership, negative school climate, and difficulty 

achieving student success all lead to higher attrition rates.  

Table 5: District vs. School Teacher Turnover Rates 

School Name % Turnover Difference 
District Average 12% - 
Allen Jay 20% +8% 
Archer 13% +1% 
Hunter 16% +4% 
McLeansville 14% +2% 
Montlieu Avenue 21% +9% 
Sedgefield 5% -7% 
Eastern 27% +15% 
Kiser 15% +3% 
Northeast 18% +6% 
Southern 13% +1% 
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Only one school, Sedgefield, has a teacher turnover rate that is lower than the district average.  

However, this school’s CSI score qualifies it for participation based upon low Value-Added Data 

and consistently low performance composite scores.  Therefore, in this case, low turnover is not 

a desirable condition as ineffective teachers are remaining in the school. 

  To combat the retention problem, the Mission Possible Expansion Project proposes to put 

into place incentives that are specifically designed to lower attrition rates.  The Hard to Staff 

Position incentive acts as a recruitment bonus for new candidates but becomes a retention bonus 

for those that choose to remain working in a hard to staff position.  The Leadership Incentive 

creates organizational buy-in and motivation to remain in the school, thus increasing teacher 

retention.  Each of these will be further explained in the Project Design section of the application 

on pages 17-21.  

 

Student Achievement (a.2) 

The student achievement for tested grades and subjects in Mission Possible Expansion 

Project schools is historically below the district average.  The performance percentages for each 

school’s math and reading NC standardized tests are shown in Table 6.  The final column shows 

the difference between the district average and each school’s individual performance. 
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Table 6: District vs. School Proficiency 

School Subject 07-08 08-09 09-10 Difference 

District Average  
Math 70.5 80.0 81.3 - 
Reading 54.3 65.6 67.4 - 

Allen Jay 
Math 53.8 64.7 65.5 15.8 
Reading 29.5 41.3 49.3 18.1 

Archer 
Math 64.4 72.4 76.1 5.2 
Reading 39.5 54.6 53.2 14.2 

Hunter 
Math 58.2 66.0 71.9 9.4 
Reading 37.6 34.6 51.7 15.7 

McLeansville 
Math 65.0 64.5 79.7 1.6 
Reading 42.9 52.1 61.3 6.1 

Montlieu  
Math 36.5 52.6 71.2 10.1 
Reading 27.0 33.5 46.3 21.1 

Sedgefield  
Math 65.2 63.3 70.5 10.8 
Reading 44.6 44.5 46.9 20.5 

Eastern  
Math 54.8 66.5 64.1 17.2 
Reading 42.9 54.7 54.9 12.5 

Kiser  
Math 66.4 80.1 77.8 3.5 
Reading 52.8 62.1 65.3 2.1 

Northeast  
Math 65.7 79.3 79.0 2.3 
Reading 48.7 60.9 63.0 4.4 

Southern  
Math 59.3 71.8 76.3 5.0 
Reading 43.2 56.1 56.7 10.7 

 

Also significant are the school growth scores as measured by SAS®’s Value-Added Data model.  

Table 7 includes each project school’s average growth effect over three years.  Negative numbers 

illustrate areas where student growth is below the district mean for growth in that subject.  As 

demonstrated by the data, project schools have a historical pattern of student growth that is 

below that of the district average. 
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Table 7: District vs. School Growth in 2009 

School Name 4th Reading 5th Reading 4th Math 5th Math 
District Average -0.4 -0.3 0.4 1.4 
Hunter -1.3 -0.7 -0.1 -1.3 
Allen Jay -2.2  -0.6 -1.1 0.2 
Sedgefield -1.2 -0.9  -1.2 -1.0 
Montlieu Avenue -0.8 -1.4  -1.3 -1.7 
Archer -1.2 -1.2  -0.4 1.8 
McLeansville 1.5 -1.2  0.1 -1.0 
 

School Name 6th LA 7th LA 8th LA 6th MA 7th MA 8th MA 
District 0.1 -0.1 -0.2 0.7 -0.1 0.3 
Southern -0.5 0.5 -0.2 0.5 0.3 -0.2 
Eastern -1.4 -0.4 -0.4 -0.5 -1.1 -0.9 
Northeast -0.6 0.2 0.2 -0.5 0.4 0.4 
Kiser -0.3 -0.1 -0.6 0.6 0.4 -0.4 
 

Definition of Comparable Schools (a.3) 

The Mission Possible Expansion Project defines comparisons schools as those who have 

a rate of teacher turnover, free or reduced lunch percentage, and a performance composite score 

similar to project schools during the 2009-2010 school year.  Because all in-district comparable 

schools are already participating in the original Mission Possible Program, the project schools 

will be compared to schools that are external to Guilford County Schools.  During the planning 

year, propensity score matching will be used to identify 20 comparison schools so that each 

project school is matched with two out of district comparison schools.  Propensity score 

matching is a quasi-experimental approach that produces accurate statistical matches based on 

the observed information provided and therefore ―controls‖ for those variables included in the 

model (Luellen, Shadish & Clark, 2005; Rosenbaum & Rubin, 1983 & 1985). 
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PROJECT DESIGN (b) 

 

District-wide Strategy for Strengthening the Educator Workforce (b.1) 

The Mission Possible Expansion Project will move Guilford County Schools closer to 

achieving our goal of establishing a PBCS district-wide. The project does this by expanding the 

current Mission Possible Program, currently in operation at only 30 high-need schools, to a total 

of 40 schools.  Establishing a PBCS is a significant strategy in the Guilford County Schools 

Strategic Plan, the district’s blueprint for strengthening our workforce and increasing student 

achievement.  The figure shows the strategic plan projects in Area III: Human Resources that are 

designed to strengthen the educator workforce.   

Figure 1: GCS Strategic Plan- Area III: Human Resources 
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The coherence and integration of the Mission Possible Expansion Project into the 

district’s overall strategy for strengthening our workforce will enable Guilford to improve the 

process used for rewarding teachers and principals in high-need schools based upon their 

effectiveness in achieving student growth.  The logic that guides how this district process will 

work is described on the following page in Figure 2: Mission Possible Expansion Project Logic 

Model.  In the next section, the methodology used for measuring educator effectiveness, 

determining educator effectiveness, and rewarding educator effectiveness is described in detail.  
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Figure 2: Mission Possible Expansion Project Logic Model 

Goal Objectives Activities 

By 2015, all Mission Possible 
Expansion faculty will be effective 
based upon standardized measures 
and an increasing percentage will 
receive performance incentives 
based upon student growth over 
the course of the grant.  

1. RECRUIT highly 
effective educators to 
work in Mission 
Possible Expansion 
Schools 

1a.  Provide a one-time spot bonus to teachers with Level 4 or 5 
Value Added Data who agree to teach in a Mission Possible 
Expansion School for a minimum of two years 

1b.  Provide an annually recurring placement incentives to 
faculty who work in pre-defined hard-to-staff positions in 
Mission Possible Expansion Schools  

2. RETAIN highly 
effective educators in 
Mission Possible 
Expansion Schools 

2a.  Increase the capacity of Mission Possible Expansion School 
faculty to be successful in achieving student growth through 
the provision of school-wide and need-targeted professional 
development  

2b. Provide incentives to highly effective faculty who take on 
additional instructional leadership roles and responsibilities 

3. REWARD educators 
who are highly 
effective in Mission 
Possible Expansion 
Schools 

3a.  Provide individual incentives to faculty who achieve Level 4 
or 5 Value Added Data results 

3b. Provide school-wide incentives based upon student growth as 
measured by the North Carolina’s ABC Accountability 
Model. 

 
The goal, objectives and activities in the logic model above are guided by the methods used for measuring, determining and rewarding 

educator effectiveness described in the following section.
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Measuring Educator Effectiveness (b.1.i) 

 The Mission Possible Office utilizes five standardized measures of effectiveness—Value 

Added Data, the North Carolina Professional Teaching Standards and Evaluation Process, the 

NC School Executive Standards and Evaluation Process, Teacher Turnover Rate (principals 

only) and the NC ABC’s Accountability Model.  All five measures are a significant part of the 

Mission Possible Expansion Project program design.  They are the tools used to measure, 

determine and reward educator effectiveness.  They are also the focus of 100% of the 

professional development described later in this application. Below is an explanation of each 

measure of effectiveness. 

 

Value-Added Data 

The Mission Possible Expansion Project uses SAS® EVAAS™, a Value-Added measure 

of the impact on student growth, as a significant factor in calculating differentiated levels of 

compensation provided to teachers.  Guilford County Schools uses the SAS® EVAAS™ 

because: 

- SAS EVAAS methodology minimizes the influence of measurement error by using up to 

five years of data for an individual student. Analyzing all subjects simultaneously 

increases the precision of the estimates. 

- By including all students in the analyses, even those with a sporadic testing history, SAS 

EVAAS provides the most realistic estimate of achievement available for a district or 

school. 

- With SAS EVAAS methodology, each student serves as his or her own control, creating a 

level playing field and eliminating the need to adjust for race, poverty, or other 
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socioeconomic factors. This innovative approach ensures that the results are fair to both 

students and educators. 

- SAS EVAAS allows educators to benefit from all tests, even though their scales are 

different. The SAS EVAAS methodology accommodates all tests that:  

- are reliable  

- are highly correlated with curricular standards  

- have sufficient stretch in the reporting scale to measure the achievement of both 

very low- and very high-achieving students in a grade and subject.  

 

The district’s capacity to implement the SAS® EVAAS™ model is based upon a 10 year 

long relationship with Drs. Bill Sanders and June Rivers, creators of the TVAAS/EVAAS™ 

model, to create customized VAD reports for Guilford County Schools.  The integrity of the 

Value-Added Data methodology is supported locally through a Data Quality Plan that regulates 

all of the actions taken by the district to verify the linkages between teachers and students prior 

to SAS processing data reports.  Final data is incorporated into GCS’s personnel database 

(HRMS) and is used to pay differentiated performance compensation based upon student growth. 

During the past 10 years, Guilford has provided extensive training to district 

administrators, principals and teachers to enable them to understand how the SAS® EVAAS™ 

model works and how to use data generated through the model to improve classroom practice. 

As a part of this training, teachers come to understand the difference between student 

achievement and student growth (and why we need to use both).  In a particularly poignant 

exercise, teachers map out the instructional strategies used in specific courses with specific 

students next to their Value-Added Data reports.  The connections between instructional practice 
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and student growth become clear during this mapping process and teachers begin to understand 

how modifying their practices can impact student learning.  Principals have learned, through 

district provided training, how to identify common patterns (teepee, shed, flat roof, etc.) that are 

indicators of teacher weaknesses and strengths.  Using these patters, principals have been able to 

couple professional development interventions with teacher needs in order to improve teacher 

effectiveness. 

The Appendix includes a technical report, entitled ―SAS® EVAAS® Statistical Models,‖ 

which discusses the value-added model that is used in these computations. In addition to 

providing the technical information pertaining to the EVAAS® Univariate Response Model, this 

report also notes a few of the positive attributes of the EVAAS® methodology.  Among these is 

the ability of the model to accommodate team teaching and departmentalized instruction, as well 

as to utilize all available historical test data for each student, regardless of the presence of 

missing data. 

 

NC School Executive and Professional Teaching Standards and Evaluation Process 

 The second and third measures of effectiveness used in the Mission Possible Expansion 

Project are the new North Carolina standards and evaluation instruments for principals and 

teachers.  These tools were developed by the NC State Board of Education, the North Carolina 

Professional Teaching Standards Commission, and McREL with a shared vision of preparing 

youth to thrive in a complex, dynamic, global, multicultural society.  Both instruments include 

objective evidence-based rubrics for observation that are aligned to professional standards for 

leading and teaching.  As a part of each evaluation process, the employee completes a self-
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assessment and professional development plan.  Each of these instruments and their 

corresponding standards is included in the Appendix. 

 

Teacher Turnover Rate 

 Each year, North Carolina’s Department of Public Instruction produces a report card for 

each LEA and individual school.  One of the important data points on this report card is the rate 

at which teachers leave the school.  In this project model, this data point is considered significant 

as it is both an indicator of school climate as well as a stability factor for students.  On an annual 

basis, principals are expected to keep their teacher turnover rates at or below 15%.  This 

percentage is slightly higher than the average district turnover rate of 12.8% to allow principals 

to transition out ineffective teachers without penalty. 

 

North Carolina ABC Model 

The ABCs Accountability Model is North Carolina’s school improvement plan to 

reorganize public schools around three goals: strong Accountability, an emphasis on the Basics 

and high educational standards, and providing schools and school districts with as much local 

Control over their work as possible. Under the ABCs, schools are evaluated based on student 

performance on standardized tests. School ratings are assigned on a scale ranging from school of 

excellence, school of distinction, school of progress, or low performing school. Schools are 

rewarded for making or surpassing expected student achievement goals.  In the Mission Possible 

Expansion Project, individual principal and school-wide performance awards are made based 

upon the school making or surpassing expected student achievement goals. 
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Determining Educator Effectiveness (b.1.iii) 

In the Mission Possible Expansion Project model, teachers, principals and other school 

faculty will need to be determined as effective in order to be eligible for individual and school-

wide performance incentives.  The table below shows the measures of effectiveness and the 

subgroups of employees who need to meet each measure.  

Table 8: Baseline Measures of Effectiveness 

Baseline Measures of Effectiveness 
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Ranked at PROFICIENT or higher in all standards on the 

summative evaluation (the summative evaluation is a 

composite of a minimum of 4 individual evaluations 

throughout the year by principals, assistant principals, 

mentors and master teachers) 

    

Individual Value-Added Data Teacher Effect equal to the 

district mean (Level 3), 1 standard error above district mean 

(Level 4), or 1.5 standard errors above district mean (Level 5) 

    

NC ABCs Accountability Model school ranking of 

EXPECTED or HIGH school growth 
    

Teacher Turnover percentage of  <15%     

 

All measures of effectiveness are taken into consideration during on an annual basis as a part of 

the summative evaluation and recommendations for contract renewals.  Educators who do not 

meet baseline measures of effectiveness are put on a monitored or directed growth plan that 

outlines expectations for improvement and the provision of additional professional development 

interventions and support.  If progress is not made, performance data and evaluations are used to 

recommend the non-renewal or non-granting of tenure to a teacher. 
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Rewarding Educator Effectiveness (b.1.ii) 
 
 The Mission Possible Expansion Project is designed to provide incentives of sufficient 

size to affect the behaviors of teachers, principals and other school personnel and their decisions 

as to whether to go to, or remain working in high-need Mission Possible Expansion Project 

schools.  The project includes five different types of incentives. 

Table 9: Effectiveness Incentives 

Incentive Explanation 

Historically 
Effective 
Teacher 
Incentive 

Rationale:  
Increase the percentage of highly effective teachers in high-need schools 
Behavioral Change:  
Effective teachers to transfer into to a high-need school 
Incentive Eligibility:  
Demonstrate 2 or more years of above average VAD 

Hard to Staff 
Position 
Incentive 

Rationale:  
Keep hard to staff positions fully staffed at all times 
Behavioral Change: 
Effective teachers will remain working in hard to staff positions 
Incentive Eligibility: 
Work in a pre-defined hard to staff position for 50% or more of the day 

Individual 
Performance 

Incentive 

Rationale: 
Recognize teachers whose students make high growth 
Behavioral Change: 
Teachers will utilize instructional practices that increase student growth 
Incentive Eligibility: 
Earn a Level 4 or 5 Value-Added Data Teacher Effect score 

School-wide 
Performance 

Incentive 

Rationale: 
Recognize all members of a school staff who contribute to student growth 
Behavioral Change: 
All faculty members will focus on student growth 
Incentive Eligibility: 
School must demonstrate expected or high growth on the NC ABC’s 
Accountability Model 

Teacher 
Leadership 
Incentive 

Rationale: 
Distribute instructional leadership throughout the school 
Behavioral Change: 
Effective teachers will actively share their skills and knowledge with other 
teachers in order to facilitate student growth 
Incentive Eligibility: 
Nomination to a teacher leadership position based upon effectiveness 

PR/Award # S385A100071 e20



Mission Possible Expansion Project  Page 18 
 
 

Of these incentives, the most significant awards are for increasing student growth.  In 

order to be eligible to receive any of the incentives, the employee must agree to participate in 

observation-based assessments of their performance at multiple points in the year, carried out by 

an administrator, mentor or master teacher who has received training in using objective 

evidence-based rubrics for observation that are aligned with standards (see the Appendix for 

samples of each evaluation rubric). 

 In the tables that follow, Recruitment, Performance, and Leadership incentives are 

described for schools that would fall into the treatment group of the experimental design.  It is 

assumed that schools selected for the control group would receive all incentives with the 

exception of the differentiated performance incentives.  Instead, faculty would receive a 1% 

salary incentive to be paid out at the same time as the treatment group’s performance incentives.
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Recruitment Incentives 

Not all positions in a high-need school are hard to staff.  Recruitment incentives are used to target positions that are hard to staff in 

Guilford County Schools: principals, math, science, special education, ESL, upper-elementary, and middle grade language arts 

teachers (as noted on page 4, Table 3: Hard to Staff Positions).  The incentives below are designed to attract historically effective 

personnel and to keep them working in a high-need school by offering incentives equivalent to a 10-15% salary increase. 

Table 10: Recruitment Incentives 

Incentive Explanation Group 
A 

Group 
B 

Group 
C 

Group 
D 

Group 
E 

Group 
F 

Historically Effective 
Teacher 

A one-time spot bonus is provided 
to any teacher recruited to a high-
need school with 2+ years of high 
VAD 

 
 

 
 

  

Hard-to-Staff Position  
An annually recurring incentive is 
provided to personnel who work in 
a hard-to-staff position 

      
  

 
Key: 
Group A: Principals  Group D: 3rd-5th Teachers, 6-8th Language Arts, ESL 
Group B: 6th-8th Math Group E: All other licensed faculty 
Group C: 6th-8th Science, Special Education (OCS, Adaptive) Group F: All classified staff  
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Performance Incentives 

Performance incentives are designed to significantly recognize individuals and schools who achieve challenging levels of student 

growth.  Individual incentives are based upon Value-Added Data whereas school-wide incentives are based upon school-wide growth 

as measured by the NC ABC’s Accountability Model.  Incentives at the highest level are three times that of the lower level.  The 

highest level of incentives represents up to 25% of an employee’s salary in performance incentives alone. 

 

Table 11: Performance Incentives 

Incentive Group A Group B Group C Group D Group E Group F 
Individual Performance Incentive 

Level 4 VAD  
 

  
 

 
  

Level 5 VAD  
 

  
 

 
  

School-wide Performance Incentive  

Expected 
Growth  

           

High Growth             
 
Key: 
Group A: Principals  Group D: 3rd-5th Teachers, 6-8th Language Arts, ESL 
Group B: 6th-8th Math Group E: All other licensed faculty 
Group C: 6th-8th Science, Special Education (OCS, Adaptive) Group F: All classified staff  
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Teacher Leadership Incentives 

Teachers with a demonstrated record of high Value-Added Data and/or historically exceptional ratings on the NC Professional 

Teaching Standards Rubric are eligible for principal nomination to a Teacher Leadership Role.  A teacher may serve as a Teacher 

Leader in one role in addition to being a Mentor Teacher for a maximum incentive of $3,000 per year. 

Table 12: Leadership Incentives 

Teacher Leadership Role Incentive 

EVAAS & Value-Added Data Teacher Leader (2 per school) 
- Provide teacher training in EVAAS & VAD 
- Coach teachers in the application of EVAAS & VAD in making instructional decisions 
- Aid in data analysis of student and school level to inform the allocation of resources and interventions 

  

Teaching Standards Teacher Leader (2 per school) 
- Provide teacher training in understanding and applying the Professional Teaching Standards 
- Coach teachers in the articulation of the standards in practice 
- Prescribe need-targeted professional development in response to low ratings on the evaluation rubric 

  

Model Classroom Teacher Leader (2 per school) 
- Host observations for new and ineffective teachers needing to see best practices modeled 
- Facilitate reflection sessions based upon these observations 
- Facilitate reciprocal observations of these same teachers with follow-up feedback and discussion  

  

Mentor Teacher (unlimited per school) 
- Complete 24 hours of state mentor training to earn mentor certification 
- Serve as a mentor to two or more beginning teachers each year 
- Complete all required mentor logs, duties and paperwork  

 
(paid by the state)  
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Table 13: Mission Possible Expansion Project Incentive Model for Treatment Schools 

Add it up: Incentive Group A Group B Group C Group D Group E Group F 

Recruitment Incentives 

Start with High VAD Recruitment Incentive      
+ Hard-to-Staff Position Incentive     

Individual Performance Incentives 

+      Level 4 VAD      
 or +      Level 5 VAD      

School-wide Performance Incentives 

+      Expected Growth      
or +      High Growth      

Teacher Leadership Incentives 

+ EVAAS School Leader      
or + Teaching Standards School Leader      
or + Model Teacher      

and + Mentor Teacher      
Total Possible Incentives 

=      Minimum Incentives   0 
=      Maximum Incentives      

 
Key: 
Group A: Principals  Group D: 3rd-5th Teachers, 6-8th Language Arts, ESL 
Group B: 6th-8th Math Group E: All other licensed faculty 
Group C: 6th-8th Science, Special Education (OCS, Adaptive) Group F: All classified staff  
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 In total, the Mission Possible Expansion Project incentive model provides for personnel 

willing to work in a high-need school up to  as a principal, as a teacher, and 

$750 as a classified employee.  Personnel that achieve the highest levels of incentives will be 

earning approximately three times the incentives of their peers in exchange for meeting the most 

rigorous and challenging targets. These are significant incentives considering that the average 

principal salary for elementary and middle schools is the average teacher salary is 

  The dollar amounts are so substantial that, based upon the district’s experience 

implementing the original Mission Possible Schools model, they should decrease attrition and 

ultimately improve student outcomes by recruiting and retaining effective educators. 

Constituent Support for a Performance Based Compensation System (b.2) 

 Guilford County Schools has had the opportunity to lead a PBCS for the past five years.  

The original Mission Possible model has been very successful but has been subject to criticism 

for excluding certain faculty and not having a school-wide incentive. During this time, we have 

learned a lot, including the most important lesson—the structure of your compensation system 

absolutely must be customized to meet the specific needs of your organization and must have the 

support of all constituents.  As a result, the new model embraces school-wide performance 

incentives, an incentive not included in the original Mission Possible Program model.  

One year ago, we formed a project team whose role it was to develop an ideal PBCS for 

our organization. Team members included a teacher, a classified employee, a special education 

specialist, a principal, a regional executive director, and our North Carolina Association of 

Educators (an NEA affiliate) president. The following timeline documents the major activities 

and projects taken on by the members of our project team in an effort to create the ideal PBCS to 

meet the staffing needs of our organization and increase student growth. 
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Table 14: Chronology of PBCS Project Team Activities 

Chronology Project Team Activity 
June, 2009 The project team met and was provided with a comprehensive set of 

materials on teacher quality and pay for performance. Members were tasked 
with identifying PBCS models from across the country and bringing back 
research highlights to share. 

July, 2009 The team came back together to share findings from research as well as 
PBCS models from across the nation. Interviews with TIF project managers 
were conducted. The team began planning for the ―Measuring What 
Matters‖ symposium. 

August, 2009 Additional interviews with TIF project managers were conducted.  The team 
finalized plans for the ―Measuring What Matters‖ symposium. 

September, 2009 GCS hosted ―Measuring What Matters,‖ a symposium on teacher quality 
and pay for performance featuring Dr. Jim Guthrie, Dr. Patrick Schuermann, 
and Dr. Sabrina Laine.  Attending guests included elected politicians, local 
business leaders, foundation heads, PTA board members, GCAE (NEA 
affiliate) board members, teachers, principals, parents and district 
administration.  Following the symposium, a survey was sent out to all 
attendees to obtain feedback about the direction GCS should head in 
planning for a new PBCS model. 

October, 2009 The project team sent out a district-wide survey in order to find out what 
employees valued in a PBCS.  Results were analyzed and posted online. 

November, 2009 The project team hosted two public forums to collect input on the design of 
a new PBCS. 

December, 2009 The project team hosted two additional public forums to collect input on the 
design of a new PBCS. 

January, 2010 The team designed a new PBCS based upon research, other PBCS models, 
interviews with project directors, input from symposium speakers, surveys 
and public forums. 

February, 2010 The project team presented the new PBCS model to the member of the 
board of education. 

March, 2010 The project team brought the new PBCS back to the board of education for 
a vote.  Board members voted to adopt the new model for implementation in 
the 2011-2012 school-year. 

June, 2010 Staff brought forward the TIF III grant application seeking board approval 
to apply for and submit the grant application.  The board of education voted 
in favor of developing and submitting a TIF III application. 
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Guilford County Schools has done due diligence in seeking support from within and 

outside of the organization.  We are pleased to say that we have the full support of our 

community and organization for the project design in this grant application as evidenced by the 

letters of support. 

Rigorous, Transparent and Fair Evaluation Systems for Educators (b.3) 

The North Carolina principal and teacher evaluation instruments will be used by the Mission 

Possible Expansion Project as measures of effectiveness and are based on the Framework for 

21st Century Learning and the North Carolina Professional Teaching Standards. The instruments 

are designed to promote effective leadership, quality teaching, and student learning while 

enhancing professional behaviors that leads to effective instructional practice. All of the 

instruments and processes are designed to encourage professional growth, to be flexible and fair 

to the employee being evaluated, and to serve as the foundation for the establishment of 

professional goals and identification of professional development needs. 

The intended purpose of the North Carolina Teacher Evaluation Process is to assess the 

teacher’s performance in relation to the North Carolina Professional Teaching Standards and to 

design a plan for professional growth. The Principal or Master Teacher will conduct the 

evaluation process in which the teacher will actively participate through the use of self-

assessment, reflection, presentation of artifacts, and classroom demonstrations. The use of the 

principal and teacher performance evaluations process will: 

- Serve as a measurement of performance; 

- Serve as a guide as employees reflect upon and improve their effectiveness; 

- Serve as the basis for instructional improvement; 
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- Focus the goals and objectives of schools and districts as they support, monitor, and 

evaluate their personnel; 

- Guide professional development programs for personnel; 

- Serve as a tool in developing coaching and mentoring programs for principals and 

teachers; and 

- Enhance the implementation of the approved curriculum. 

 

The 2010-2011 is the first year that Guilford County Schools will be using both instruments 

to evaluate educator effectiveness.  It is for this reason that we feel it is prudent to utilize the 

planning year to provide additional training to Mission Possible Expansion Project schools 

beyond the training already provided over the past school year.  The Master Teachers whose 

positions have been written into the grant budget will become experts in these instruments and 

will provide extensive school-wide and need-targeted training on the evaluation instrument as 

well as on the standards. 

We also believe that principals need a full school year to calibrate their scoring on this 

multi-rater rubric in order to appropriately differentiate levels of effectiveness.  Both evaluation 

instruments can be found in the Appendix section of this application.  The scoring rubrics 

demonstrate that both instruments are multi-rater, differentiate for levels of effectiveness and 

significantly take into account student test data. During the full implementation years, each 

employee will be evaluated a minimum of four times at different times throughout the school 

year. 
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Data Management System (b.4) 

 The current Mission Possible Program utilized a data manager position to design and 

populate a customized Access database with program information.  This has worked effectively 

in conjunction with following the Data Quality Plan to achieve project goals.  From experience, 

we know the challenges of not collecting enough data and the burden of collecting too much.  

Knowing exactly what data we now need in order to effectively manage a PBCS, we would like 

to take advantage of a planning year to work with a programmer to design a web-based system to 

collect, analyze and synthesize program information.  We would like for this information to 

interface with our Human Resource Management System (HRMS) as well as our payroll system 

(SUNPAC).  Initial meetings with programmers have led us to believe that this process will take 

approximately 10 months.  

 

High-Quality Professional Development (b.5) 

 The Mission Possible Expansion Project professional development plan strategically 

capitalizes upon the talents of the effective personnel in program schools.  Personnel determined 

to be effective, using the measures of effectiveness described in application section b.1.i, pages 

12-15, are identified as Master Teachers and Teacher Leaders.  These educators will be provided 

with extensive training in each measure of effectiveness including EVAAS & VAD, NC 

Evaluation Process, and strategies for reducing teacher turnover. Initial training will be provided 

during the planning year while subsequent training will be delivered during an annual three day 

Enhancing Teacher Effectiveness Retreat designed to advance the skills of effective teachers. 

 These effective educators will be utilized in project schools as resources for supporting 

their colleagues in better understanding the measures of effectiveness used in the PBCS to 
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improve student achievement.  Master and Lead Teachers will be used during planning periods, 

workdays, after-school, during the school day (using substitute teachers) and during the summer 

to provide ineffective educators (including those that did not qualify for incentives based upon 

performance) need-targeted professional development.  Professional development will be aligned 

to the weaknesses identified in each teacher’s summative evaluation.  The content of this 

professional development will center upon the NC Professional Teaching Standards, the 

application of student EVAAS and individual teacher Value-Added Data. 

 Inclusive of both school-wide and need-targeted professional development, the Mission 

Possible Expansion Project will help educators understand the measures of effectiveness that are 

a part of the PBCS in order to increase student achievement.  The table below illustrates the 

multiple development opportunities that will be provided to principals, master teachers, teacher 

leaders, effective teachers and ineffective teachers. 

 

Table 15: Professional Development for Measures of Effectiveness 

Professional Development  
for Measures of Effectiveness 
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Recruiting Effective Educators       
Retaining Effective Educators       
Developing Teachers through Effective Evaluations       
Developing Instructional Leaders in Your School       
NC School Executive Standards and Evaluation Process       
New Teacher Center: Induction Institute       
New Teacher Center: Teacher Talent Symposium       
EVAAS and Value Added Data Advanced Level Training       
NC Professional Teaching Standards and Evaluation Process       
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Professional Development  
for Measures of Effectiveness 
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Advanced Level Training 
Enhancing Teacher Effectiveness Retreat       
NC Professional Teaching Standards       
NC Evaluation Process       
Using EVAAS and Value Added Data to Inform Instruction       
NC Teaching Standard I: Teacher Leadership       
NC Teaching Standard II: Diversity       
NC Teaching Standard III: Content       
NC Teaching Standard IV: Instructional Practices       
NC Teaching Standard V: Reflection on Practice       

 

The quality of the professional development will be measured using end of course participant 

surveys.  Surveys will indicate the relevance of the content, effectiveness of the trainer, and 

overall quality of the experience.  The effectiveness of the professional development will be 

determined by linking course participation to student testing outcomes.  If the professional 

development does not yield student growth, the course content will be examined and redesigned 

accordingly in order to ensure educator effectiveness. 

Ultimately, Guilford County Schools’ personnel who participate in the Mission Possible 

Expansion Project can expect the design of the project to offer incentives, professional 

development and supports that will aid them in increasing their own effectiveness in order to 

increase student growth as represented by the program model in Figure 3.
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Figure 3: Mission Possible Expansion Project Program Design Model

 

 

• EVAAS and VAD

• Teaching Standards

• Model Classroom

• Mentor Teacher

• Performance Evaluations

• School-wide Professional 
Development

• Need-Targeted Development

• Individual Performance 
Incentives (VAD)

• School-widePerformance
Incentives (ABC's)

• Historically Effective Teacher 
Incentives

• Hard-to-Staff Position Incentives

Recruitment 
Incentives

Performance 
Incentives

Leadership 
Incentives

Performance 
Management
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ADEQUACY OF SUPPORT (c) 

 

Project Management Plan (c.1) 

The Mission Possible Expansion Project management plan incorporates lessons learned and best 

practices from Guilford County Schools’ original Teacher Incentive Fund grant (which supports 

8 of the 30 original Mission Possible schools).  The allocation of responsibilities, realistic 

timeline, and identified milestones will ensure that the project objectives are achieved on time 

and within budget. The graphic below illustrates the organizational structure that will support the 

management of the Mission Possible Expansion Project. 

 

Figure 4: Mission Possible Expansion Project Management Support Continuum 

 

 

Clearly Defined Responsibilities 

 Included in the project budget are funds for eight district project team members and 

teacher leaders at each school site.  Each full-time faculty member’s responsibilities are detailed 

below. 

Executive Director: The executive director is accountable for the overall leadership and 

management of the Mission Possible Expansion Project.  She will lead the data manager, master 

District 
Project Team

• Executive Director
• Data Manager
• Master Teachers 

(5)
• Office Support

School 
Leadership

• Principal
• Teacher Leaders for:

• VAD
• Teaching Standards 
• Model Classroom
• Mentor Teachers

Whole School 
Faculty

• Hard to staff 
positions

• Certified positions
• Classified 

positions
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teachers, office support, and principals of the 10 project schools in achieving all project 

objectives.  The executive director will prepare all quarterly progress reports as well as the 

Annual Progress Report.  In this role, she will also act as the liaison between the project staff, 

schools and board of education. 

Data Manager: The data manager is accountable for the collection of all data related to the 

recruitment, retention, and rewarding of educators in Mission Possible Expansion Project 

schools.  The manager will work with programmers to achieve a seamless data tracking system 

that will share data between the district’s Human Resource Management System and payroll.  

The data manager will also facilitate the provision of incentive contracts for each eligible 

employee.  The data manager will work closely with the national and local evaluators to provide 

accurate and timely data for analysis. 

Master Teachers: All five master teachers will be assigned a matched set of one control and one 

treatment school.  Each master teacher will be responsible for:  (1) performing multiple 

evaluations of each teacher as required by the grant; (2) developing individual, monitored, and 

directed growth plans in accordance with the NC Professional Teaching Standards and 

Evaluation Process; (3) designing and delivering need-targeted professional development to 

ineffective teachers; (4) identifying and developing teacher leaders within the school; (5) 

coordinating the activities of teacher leaders; (6) hosting an annual teacher leadership retreat to 

sustain and grow the skills of effective teachers; (7) assisting the principal in recruiting effective 

teachers; (8) maintaining federal data collection records at each of their two school sites. 

Office Support: The project’s office support will provide assistance to the entire project team, 

national evaluators and local evaluator in achieving all project objectives.  Duties of the office 

support person will include but not be limited to managing the Mission Possible office, 
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managing communications with program schools, potential candidates, and supporting the 

executive director, data manager and master teachers in all efforts. 

Teacher Leader for Value-Added Data: Two VAD teacher leaders will be chosen per school 

based upon a historical track record of earning above average individual Value-Added Data 

effect scores.  In this role, the teacher leader will provide teacher training on the EVAAS 

database, coach teachers in the application of their individual VAD reports, and will aid in the 

analysis of EVAAS data at the school level.  Each teacher leader will receive a $2,000 per year 

incentive for serving in this role. 

Teacher Leader for Standards and Evaluation: Two Standards and Evaluation teacher leaders will 

be chosen per school based upon a historical track record of earning exceptional performance-

based evaluation ratings.  In this role, the teacher leader will provide teacher training on the NC 

Professional Teaching Standards and Evaluation Process, will coach teachers in effective 

instructional practices, and will assess and prescribe need-targeted professional development to 

improve the teaching effectiveness of other teachers in the school. Each teacher leader will 

receive a per year incentive for serving in this role. 

Teacher Leader for Model Classrooms: Two Model Classroom teacher leaders will be chosen per 

school based upon a historical track record of effective performance and high student growth.  In 

this role, the teacher leader will host peer observations, facilitate reciprocal observations, and 

will participate in peer feedback sessions designed to continually improve the capacity of all 

teachers in the school to advance student learning. Each teacher leader will receive a per 

year incentive for serving in this role. 

Teacher Leader for Mentoring: Each school will develop teacher mentors for the purpose of 

inducting and mentoring novice teachers.  In order to serve as a mentor, a teacher leader must 
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complete 24 hours of state mandated mentor training, mentor a minimum of two new teachers, 

and complete all required mentor logs and paperwork.  Each mentor will receive  per year 

for serving in this role.  These funds will be provided by the state and will not be paid for out of 

federal grant dollars. 

 

Detailed Timelines 

 Guilford County Schools, as a part of this application, is agreeing to implement a 

planning period of 10 months during which it will use TIF funds to fully develop each of the five 

required core elements.  Below is a table illustrating to what degree district personnel believe 

each of the five elements is currently in place.  Following, the timeline explains how the district 

will develop each core element it lacks during the planning period as well as all other project 

activities. 

Figure 5: Core Element Current Status 

Core Element Current Status 

Communication Plan  25% 

Constituent Buy-In and Involvement  75% 

Evaluation Systems 100% 

Data Management System  25% 

Understanding Measures of Effectiveness  25% 
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Table 16: Project Timeline  

Project Activity 
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Meet with principals and regional superintendents to gain 

buy-in and develop letters of support for applying for the 

Mission Possible Expansion Project. 

Pre-award 

Inform district personnel and school faculties that GCS 

was awarded the TIF grant. 

Conduct site visits of each program school to provide an 

orientation to the TIF grant award program and to review 

the program design.  Provide a timeline of future events 

so that employees know what to expect. 

Notify all eligible schools participating in the TIF 

Evaluation of their treatment or control group assignment 

at least two months prior to the assigned treatment group 

implementation schedule. 

October 1, 2010: Mission Possible Expansion Project 

begins 
    

 

Hire project faculty (Data Manager, Office Support, 

Master Teachers) 
    

 

Develop a community-wide marketing campaign for 

Mission Possible 
    

 

Use marketing materials to host multiple informational 

events for Mission Possible schools and faculty to learn 

about incentive and leadership opportunities 

    

 

PR/Award # S385A100071 e38



Mission Possible Expansion Project  Page 36 
 
 

Project Activity 

P
la

nn
in

g 
Y

ea
r 

Y
ea

r 
2 

Y
ea

r 
3 

Y
ea

r 
4 

Y
ea

r 
5 

Train master teachers in EVAAS/VAD, NC Professional 

Teaching Standards and Evaluation Process, New 

Teacher Center: Induction Model, and New Teacher 

Center: Teacher Talent Symposium 

    

 

Work with Master Teachers and Executive Coaches to 

develop professional development course materials for 

delivery to principals and teachers in Year 2 

    

 

Work with programmers to develop a data tracking 

system that can share information between HRMS and 

payroll 

    

 

Provide training for all project principals in the following 

courses: 

Course 1: Recruiting Effective Educators 

Course 2: Retaining Effective Educators 

    

 

Work with principals to recruit effective faculty for all 

vacancies 
    

 

Identify all teacher leaders at each of the 10 project 

schools 
    

 

Train master teachers in EVAAS/VAD, NC Professional 

Teaching Standards and Evaluation Process 
    

 

Develop instruments to measure project objectives, 

finalize the collection of baseline data,  and solidify 
    
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evaluation procedures with the local external evaluator 

Provide teacher training on the NC Professional Teaching 

Standards 
    

 

Provide teacher training on the NC Professional Teaching 

Evaluation Process 
    

 

Provide teacher training on EVAAS & Value-Added 

Data 
    

 

Provide training for all project principals in the following 

courses: 

Course 3: Developing Teachers Through Effective 

Evaluations 

Course 4: Developing Instructional Leaders in Your 

School 

    

 

In conjunction with the local external evaluator, develop 

an annual evaluation report and present findings to the 

board of education 

     

Conduct on-site, in-depth orientation sessions with each 

program school to include: 

- Introduction of Master Teacher and his/her role 

- Introduction of Lead Teachers and their roles 

- Overview of required professional development 

- Overview of measures of effectiveness 

- Overview of incentive structures 

     
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- Overview of evaluation requirements 

Provide need-targeted training to ineffective teachers      

Host quarterly meetings with all Teacher Leaders, 

facilitated by Master Teachers, for the purpose of 

monitoring progress towards project objectives 

     

Disseminate research and findings at national 

conferences (ASCD, NSDC, AASPA) 
     

Award performance incentives based upon student 

growth 
     

Host an annual Teacher Effectiveness Retreat      

Provide the DOE with quarterly updates      

Submit an Annual Performance Report      

Conduct an end of year needs-assessment to determine 

the degree to which all tasks were completed, program 

goals met, and to identify any carryover needs for the 

following grant year. 

     
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Milestones for Accomplishing Project Tasks 

 Each year, the Mission Possible Expansion Project will have numerous milestones that 

will act as ongoing indicators of progress towards meeting project objectives.  Those milestones 

include: 

- Satisfying each of the five core elements and moving into full project implementation  

- Starting each school year with 100% of Mission Possible faculty positions staffed 

- Ending each school year with less than 15% attrition of faculty 

- Ending each school year with 100% of faculty rated as effective Receiving final student 

test data and achieving growth in 100% of schools 

- Making performance incentive awards in the fall of each school year 

- Hosting annual Mission Possible Faculty orientations at the beginning of each year 

- Working with school leadership teams to imbed Mission Possible program activities into 

the School Improvement Plan 

- Hosting quarterly Teacher Leader meetings 

- Applying the annual evaluation data in our daily practice as a method of continuously 

improving the program  

- Hosting the annual Teacher Effectiveness Retreat as a strategy to set an annual vision that 

is responsive to program evaluation data and the changing needs of each school 

- Submitting the Annual Progress Report 

Each milestone will be documented and members of the organization and community will be 

provided with monthly updates that detail milestones as well as progress toward meeting project 

objectives. 
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Communications Plan 

The Mission Possible Office believes in open communication between current faculty, 

future faculty, internal constituents, and external community constituents.  To that end, a 

communications plan was collaboratively developed for the purpose of building dialogue 

between the Mission Possible Office and those we serve.  It is our intention to continue utilizing 

this plan throughout the course of the Mission Possible Expansion Project as a means of 

communicating about our high-need schools and hard to staff positions.   The Mission Possible 

Communications Plan focuses on four distinct goals:  

1. The Mission Possible Office will develop and utilize effective systems to communicate 

with and receive feedback from internal constituents on program goals, policies, and 

procedures. 

2. The Mission Possible Office will raise awareness of program goals, activities, and 

achievements among internal and external constituents. 

3. The Mission Possible Office will increase awareness of program successes as a marketing 

strategy to recruit and retain the highest quality teachers and school leaders. 

4. The Mission Possible Office will effectively use media outlets to garner program 

awareness and support on local, state, and national levels. 

In order to meet these goals, we have developed a Communication Plan of Action.  The 

Communication Evaluation details how we will determine whether or not each of our goals was 

met.  All progress towards meeting communication targets will positively impact the quality and 

quantity of communication about Mission Possible. 

  

PR/Award # S385A100071 e43



Mission Possible Expansion Project  Page 41 
 
 

Table 17: Communication Plan of Action 

Strategy Audience Responsible Timeframe Goal 

Advisory Teams Internal Executive Director Quarterly 1, 2 

Conference 

Presentations and 

Papers 

External Executive Director As Needed 2, 3, 4 

Email Distribution 

Lists 
Internal Executive Director As Needed 1, 2 

Quarterly Reports to 

DOE 
External Executive Director Quarterly 1, 2 

GCS News Briefs 
Internal 

External 
Executive Director Weekly 1, 2, 3, 4 

Marketing Materials External Executive Director As Needed 2, 3 

Media Interviews External 

Principals 

Teachers 

Executive Director 

As Needed 3, 4 

Newsletter 
Internal 

External 
Master Teachers Monthly 1, 2, 3 

On-Site Faculty 

Orientations 
Internal Master Teachers Annually 1 

Principal Meetings Internal Executive Director Annually 1, 2 

Recruiting Trips/Job 

Fairs 
External Master Teachers As Needed 2, 3 

Website 
Internal  

External 

Executive Director 

Master Teachers 
Daily 1, 2, 3, 4 
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Table 18: Communication Evaluation Plan 

Goal Strategy Target 

1 

Advisory Team Meetings 2 
Email Communications Daily 
Evaluation Reports to DOE 4 
GCS Newsbriefs Announcements 12 
Mission Possible Newsletter 10 
On-Site Faculty Orientation 40 
Principal Meetings 4 
Teleconferences 12 
Mission Possible Website (hits) 1,000 

2 

Advisory Team Meetings 2 
Conference Presentations/Papers 6 
Email Communications Daily 
Evaluation Reports to DOE 4 
GCS Newsbriefs Announcements 12 
Marketing Materials 1,000 
Mission Possible Newsletter 10 
Principal Meetings 4 
Recruiting Trips/Job Fairs 6 
Teleconferences 12 
Mission Possible Website (hits) 1,000 

3 

Conference Presentations/Papers 6 
GCS Newsbriefs Announcements 12 
Marketing Materials 1,000 
Media Interviews 10 
Mission Possible Newsletter 10 
Recruiting Trips/Job Fairs 6 
Mission Possible Website (hits) 1,000 

4 

Conference Presentations/Papers 6 
GCS Newsbriefs Announcements 12 
Media Interviews 10 
Mission Possible Website (hits) 1,000 
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Qualifications of Project Director and Key Personnel (c.2) 

The resumes of all key personnel are provided in Part 6, Other Attachments Forms. 

Below are the education and experience qualifications of the project director and local external 

evaluator.  Both the project director and local external evaluator are currently working together 

managing and evaluating Guilford County Schools’ Teacher Incentive Fund I project, Mission 

Possible.  Evaluation of this original project has determined that grant efforts have achieved 

stated goals in recruiting and retaining educators, providing professional development to 

educators and increasing the achievement of high-need students in hard to staff schools.  In an 

effort to build upon the success of the original project, it is the district’s intention to keep the 

same project director and local external evaluator in place for the Mission Possible Expansion 

Project.  The new project design is based upon the experiences of the current project director and 

evaluator as well as upon the evaluation data from the original 30 Mission Possible Schools. It is 

for that reason that we believe that these key personnel are qualified to carry out their 

responsibilities and that their time commitments are appropriate and adequate to implement the 

project effectively. 

Qualifications of the Project Director 

Dr. Amy Holcombe holds a doctorate in curriculum and teaching, a Master of School 

Administration, an M.Ed. in English education, and a B.A. in English. She has successfully acted 

as the project manager for numerous federal grants including Enhancing Education through 

Technology, Magnet Schools Assistance Program, Teacher Incentive Fund, and Transition to 

Teaching, and is widely published in the areas of teacher quality, literacy, technology, and pay 

for performance. Dr. Holcombe has served Guilford County Schools in numerous roles including 
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teacher, principal, director of curriculum for K–12, director of federal programs, director of 

organizational development, and director of talent development. 

Qualifications of the Local Evaluator 

Dr. Holli Bayonas will serve as the project director of the local external evaluation. In this 

capacity, she will oversee and lead all aspects of the project including development and review 

of the data collection templates, data collection, and analyses, and production and dissemination 

of all evaluation reporting. Dr. Bayonas has been working in the field of education research for 

over 9 years, with experience in statistical modeling, needs assessment, process analysis, 

program evaluation, technology integration, and instructional design. Over a 2-year period, she 

has managed the external evaluations of three federal grant programs totaling over $900,000. She 

is currently the lead evaluator for GCS’s TIF funded Mission Possible program and Transition to 

Teaching program, both USED funded programs. Dr. Bayonas holds a Ph.D. from Indiana 

University in Instructional Systems Technology with a minor in Education Research Methods. 

Qualifications of the Data Manager 

Please reference the Clearly Defined Roles and Responsibilities section on pages 31-33 for 

detailed qualifications of the data manager. 

Qualifications of the Master Teachers 

Please reference the Clearly Defined Roles and Responsibilities section on pages 31-33for 

detailed qualifications of the Master Teachers. 
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Project Support from Non-Federal Funds (c.3) 

 

 Guilford County Schools is committed to sustaining a robust performance based 

compensation system for the purpose of ensuring the equitable distribution of talent across the 

district in order to achieve student growth in every school.  Guilford’s commitment is 

demonstrated in part by having established the state’s first comprehensive PBCS in 2005 using 

local dollars.  The original Mission Possible Program included 22 schools (including two 

Cumulative Effect High Schools) and was expanded to 30 schools in 2006 with the provision of 

a Teacher Incentive Fund I grant.  Upon completion of the project period, the district intends to 

sustain the PBCS.  Similarly, the Teacher Incentive Fund III grant will allow Guilford to expand 

the PBCS to include 10 additional schools for a total of 40 schools participating in the Mission 

Possible Program.  Upon completion of the TIF III project period, Guilford intends to sustain the 

PBCS.  Figure 7 illustrates the transition of funding sources from 2005 through 2015. 
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Figure 6: Mission Possible Funding Sources 
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 Schools participating in the Mission Possible School program have demonstrated that the 

provision of interventions has helped them to recruit and retain teachers.  Therefore, schools in 

program year 6 will transition to a performance based compensation system only (without the 

additional provision recruitment incentives necessary in the early years).  Table 19 shows the 

financial impact of this transition on the district’s ability to sustain schools in the program and to 

make an increasing share of the performance based compensation provided to teachers, 

principals and other personnel during the TIF III project period and beyond. 
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Table 19: Projected Program Costs and Non-TIF Fund Contributions 

Year TIF Funds Non-TIF Funds 

2010-2011  

2011-2012  

2012-2013  

2013-2014  

2014-2015  

2015-2016 $0 

2016-2017 $0 

2017-2018 $0 

2018-2019 $0 

2019-2020 $0 

During the project period, TIF-funded incentives are budgeted at the same level each year.  The 

only cost increases are a 3% salary increase built into each year.  It is expected that as the 

program is in place with all of its professional development and support, that the percentage of 

faculty earning incentive will increase.  This is accounted for in the Non-TIF Funds column 

which increases at a rate of  per year until it plateaus at $1.7 million.  After the 2014-

2015 school-year, GCS will use a performance-incentive only model across all 40 schools.  The 

district should be able to sustain this funding and the PBCS barring any unforeseen 

circumstances. 
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Sufficient and Reasonable Project Costs (c.4) 

This application represents what we feel are reasonable expenses in relation to our project 

objectives and design.  The cost projections included in the project and budget narratives are 

based upon our experience implementing the first Teacher Incentive Fund grant (2006-present).   

The eight identified project staff members represent what we feel are sufficient personnel 

resources to meet all project goals.  Salary amounts for personnel were calculated using the 

North Carolina and Guilford County Schools salary scales for each position included in the 

grant.  

Calculations used to predict incentive awards are based upon four years of historical data.  

Recruitment incentives are guaranteed; whereas, performance incentives are earned at different 

rates by different position groups.  Using previous years’ test data, we determined what the 

typical total payout would be for each grant year and built in anticipated increases over the 

course of the grant to account for increased educator effectiveness. 

In total, we feel that the personnel and costs described in this application are a good 

investment of federal dollars, are sufficient for achieving all project objectives and reasonable 

based upon prior experience implementing a Teacher Incentive Fund grant. 
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QUALITY OF THE LOCAL PROJECT EVALUATION (d) 
 

In collaboration with key personnel, the external evaluator will assess the extent to which 

the program objectives are being met. The evaluation will utilize a mixed methods design to 

track implementation fidelity, program outcomes, and assess sustainability.  

Strong and Measurable Performance Objectives (d.1) 

By 2015, all Mission Possible Expansion faculty will be effective as measured by the NC 

Evaluation Process and an annually increasing percentage will receive performance incentives 

based upon student achievement gains. This goal, synonymous with raising student achievement, 

will be reached by achieving the following objectives: 

1. RECRUIT highly effective educators to work in Mission Possible Expansion Schools. 

2. RETAIN highly effective educators in Mission Possible Expansion Schools. 

3. REWARD educators who are highly effective in Mission Possible Expansion Schools. 

These objectives will be reached through six main activities: 1a. Provide a one-time spot 

bonus to recruit teachers with high Value-Added Data into program schools. 1b. Provide an 

annually recurring recruitment bonuses for teachers who work in hard-to-staff positions. 2a. 

Provide need-targeted professional development to increase the success of teachers and 

principals. 2b. Provide incentives to effective teachers who take on instructional leadership roles 

within their schools. 3a. Provide individual performance incentives based upon Value-Added 

Data measures of student growth. 3b. Provide school-wide performance incentives based upon 

North Carolina’s ABC student growth model. 

Quantitative and Qualitative Evaluation Data (d.2) 

The local evaluation is uniquely positioned to be able to build off of previous evaluation 

findings from the original GCS Mission Possible program. Based on previous findings and 
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experiences, the current proposed evaluation will not only focus on gathering data related to the 

performance measures and program objectives, but will focus significantly more resources on 

qualitatively documenting differences across schools in terms of leadership and structure. It is 

evident from previous results of the original Mission Possible program that some schools have 

better success than others, so it is imperative to try to get at why those differences exist, 

especially in the area of staff morale. This will be achieved through multiple site visits to schools 

as well as interviews and focus groups with key personnel at each school. This qualitative data 

coupled with the quantitative measures from the surveys, Value-Added Data, and state testing 

data will enable GCS to begin to formulate the contextual factors that are necessary for a 

successful PBCS. This information will also be used to inform professional development 

offerings for not only teachers, but principals and other leaders. The result will be a PBCS model 

that could be implemented in additional schools at GCS as well as in other districts in North 

Carolina. Table 20 outlines the evaluation questions (based on the program logic model) and the 

quantitative and qualitative data sources that are associated with each evaluation question. 
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Table 20: Evaluation Questions with Data Sources 

Evaluation Questions 

Data Sources 
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Implementation Fidelity Evaluation Questions 
To what extent were program activities 
outlined in the logic model implemented?         

To what extent has each school 
identified/utilized additional leaders as 
outlined in the grant? 

       
 

To what extent are professional 
development offerings relevant to reaching 
program objectives? 

        

Is there sufficient organizational capacity 
to deliver the project activities?         

Outcome Evaluation Questions 
To what extent is each employee group 
meeting the effectiveness measures?         

To what extent are program objectives of 
recruiting, retaining, and rewarding of 
faculty being met? 

       
 

To what extent did student achievement 
increase?         

What are the unintended impacts of the 
project, if any?         

What are school personnel's experience of, 
satisfaction with, and perceived impacts of 
PBCS? 

        

In those schools that are experiencing more 
success with meeting objectives, why are 
they more successful? 

        
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Sustainability Outcome Questions 
What are the drivers of or barriers to 
successful implementation and potential 
for impact? 

        

What adjustments in project activities will 
lead to improved performance toward 
achieving objectives? 

        

What modifications, if any, should be 
made to objectives and strategies?  Should 
the project be supported beyond the 5-year 
period? 

        

Is there sufficient organizational capacity 
to deliver the project activities beyond the 
grant cycle? 

       
 

 
 
Evaluation Procedures for Continuous Improvement (d.3) 
 

The data sources will be used in a formative nature by having quarterly updates with the 

project staff and updates with the Board of Education as needed. These data sources will also be 

compiled in an annual evaluation report organized around the evaluation questions. The 

evaluation is participatory in nature, which entails bi-weekly meetings between GCS project 

personnel and the external evaluator. All data collection instruments will be developed in 

collaboration from program staff. In addition to quarterly updates and annual reports, individual 

school reports will be prepared beginning in Year 2 for the School Principals. These customized 

reports allow Principals to see how their school is performing in comparison to the district, state, 

and at least two other comparison schools (schools selected through propensity score matching). 

In Year 4 and 5 of the grant, the qualitative data will help inform Principals in a more 

prescriptive way of how they can improve the climate in their school, which mediates the 

objective related to retaining faculty. 
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Table 21: Table of Deliverables 
 

Deliverable Deliverable Date 
Annual Formative Reports to include: 

a) Answers to Implementation Fidelity evaluation 
questions 

b) Answers to Outcome evaluation questions 

c) Answers to Sustainability questions* 

d) Progress in meeting the specified grant objectives (grant 
requirements) 

*Sustainability questions will be addressed in Year 4 and 5 of 
the grant. The GPRA reports will be completed by the Principal 
Investigator with data assistance from the evaluator. 

 
 
 
July 30, 2011 
July 30, 2012 
July 30, 2013 
July 30, 2014 
 
 
 

Final Evaluation Report 
 

Year 5-Specified by the 
Federal Program Officer 

 

 Guilford County Schools has experienced great successes implementing Mission 

Possible, our district’s PBCS.  We have celebrated recruitment and retention successes beyond 

our original goals.  Schools have seen marked increases in student achievement across the 

program.  Program faculty has cited the benefits of the high-quality professional development 

made available through federal funding.  GCS has learned a great deal about what aspects of a 

PBCS are effective in our organization.  We are excited about the opportunity to apply for 

federal dollars to implement our new Mission Possible model and to expand the program to 10 

additional high-needs schools. 
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HIGH-NEED SCHOOL DOCUMENTATION 

 

Schools to be Served in the Proposed Project Free or Reduced Price Lunch Rate 

Hunter Elementary 96% 

Allen Jay Elementary 92% 

Sedgefield Elementary 90% 

Montlieu Elementary School 88% 

Archer Elementary 82% 

McLeansville Elementary 71% 

Southern Middle 68% 

Eastern Middle 65% 

Northeast Middle 62% 

Kiser Middle 59% 
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Union, Teacher, Principal Commitment Letters or Surveys 
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Grant Application\Final Application\Other Documents\Other Attachement Forms.pdf  

PR/Award # S385A100071 e78



PR/Award # S385A100071 e0



PR/Award # S385A100071 e1



PR/Award # S385A100071 e2



PR/Award # S385A100071 e3



PR/Award # S385A100071 e4



PR/Award # S385A100071 e5



PR/Award # S385A100071 e6



PR/Award # S385A100071 e7



PR/Award # S385A100071 e8



PR/Award # S385A100071 e9



PR/Award # S385A100071 e10



PR/Award # S385A100071 e11



PR/Award # S385A100071 e12



PR/Award # S385A100071 e13



PR/Award # S385A100071 e14



PR/Award # S385A100071 e15



PR/Award # S385A100071 e16



PR/Award # S385A100071 e17



PR/Award # S385A100071 e18



PR/Award # S385A100071 e19



PR/Award # S385A100071 e20



PR/Award # S385A100071 e21



PR/Award # S385A100071 e22



PR/Award # S385A100071 e23



PR/Award # S385A100071 e24



PR/Award # S385A100071 e25



PR/Award # S385A100071 e26



PR/Award # S385A100071 e27



PR/Award # S385A100071 e28



PR/Award # S385A100071 e29



PR/Award # S385A100071 e30



PR/Award # S385A100071 e31



PR/Award # S385A100071 e32



PR/Award # S385A100071 e33



PR/Award # S385A100071 e34



PR/Award # S385A100071 e35



PR/Award # S385A100071 e36



PR/Award # S385A100071 e37



PR/Award # S385A100071 e38



PR/Award # S385A100071 e39



PR/Award # S385A100071 e40



PR/Award # S385A100071 e41



PR/Award # S385A100071 e42



PR/Award # S385A100071 e43



PR/Award # S385A100071 e44



PR/Award # S385A100071 e45



PR/Award # S385A100071 e46



PR/Award # S385A100071 e47



PR/Award # S385A100071 e48



PR/Award # S385A100071 e49



Project Narrative 

Other Attachments 

Attachment 1: 
Title: Appendix Pages: 21 Uploaded File: \\725-pres-app1\public$\Personnel\Holcombe\TIF III Grant 
Application\Final Application\Other Documents\Appendix.pdf  

PR/Award # S385A100071 e129



PR/Award # S385A100071 e0



PR/Award # S385A100071 e1



PR/Award # S385A100071 e2



PR/Award # S385A100071 e3



PR/Award # S385A100071 e4



PR/Award # S385A100071 e5



PR/Award # S385A100071 e6



PR/Award # S385A100071 e7



PR/Award # S385A100071 e8



PR/Award # S385A100071 e9



PR/Award # S385A100071 e10



PR/Award # S385A100071 e11



PR/Award # S385A100071 e12



PR/Award # S385A100071 e13



PR/Award # S385A100071 e14



PR/Award # S385A100071 e15



PR/Award # S385A100071 e16



PR/Award # S385A100071 e17



PR/Award # S385A100071 e18



PR/Award # S385A100071 e19



PR/Award # S385A100071 e20



Budget Narrative 

Budget Narrative 

Attachment 1: 
Title: Budget Narrative Pages: 15 Uploaded File: \\725-pres-app1\public$\Personnel\Holcombe\TIF III Grant 
Application\Final Application\Narratives\Budget Narrative.pdf  

PR/Award # S385A100071 e151



1 
 

BUDGET NARRATIVE 

Expenses Related to the Planning Period 

Guilford County Schools intends to use the time from October, 2010, to July, 2011, as a planning period.  Related expenses are noted 

in each budget category and are labeled as “Planning Year.”  During this 10 month time period, program staff will be employed and 

will utilize their time to: 

- Develop and implement a plan for effectively communicating to teachers, administrators, classified staff, and the community 

about the Mission Possible program, its features and its requirements 

- Provide in depth training to program staff, teachers and administrators in both measures of effectiveness (NC Professional 

Teaching Standards and Evaluation Process and the use of the EVAAS database for analyzing Value-Added Data)  

- Work with a programmer to develop a robust data-tracking system that allows for the analysis of data to drive program 

improvements, report on GPRA goals, and report on program performance goals 

- Develop course content, facilitator manuals and participant manuals for professional development of teachers 

Additionally, expenses related to travel, equipment, supplies, contractual services, and the category of other, will support the setup of 

the Mission Possible Expansion Schools Office, and the hiring and training of all staff.  In total, the planning year and program set-up 

total approximately 1/3rd of the cost of a program implementation year.  Additional details about the chronology of 

activities are detailed in the timeline and milestones section of the project narrative on pages 34-39. 
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Personnel 

The Mission Possible Expansion Project seeks to employ eight core team members inclusive of an executive director, a data manager, 

an office manager, and five master teachers.  In this budget category, only four of the eight positions are described.  The remaining 

four master teacher positions will be funded through TIF evaluation dollars and are described below in the category of “Other.” All 

salaries are based upon the Guilford County Schools salary schedule which is driven by the state of North Carolina. 

Personnel and Differentiated 
Compensation % FTE 

Planning 
Year Year 2 Year 3 Year 4 Year 5 Total 

Executive Director (1): Will be responsible 
for the overall leadership and management of 
the Mission Possible Expansion Project as 
described on page 31 of the project narrative.  
Her qualifications are described in detail in 
the key personnel resume section of the 
application. 

    

Data Manager (1): Will be responsible for 
working with contractors to establish a data 
management system, will collect all data 
related to personnel and performance 
measures, will produce reports for users of 
Mission Possible data as described on page 
32 of the project narrative. 
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Personnel and Differentiated 
Compensation %FTE 

Planning 
Year Year 2 Year 3 Year 4 Year 5 Total 

Office Manager (1): Will be responsible for 
managing the Mission Possible office, 
managing communications with program 
schools, potential candidates, and will 
support the executive director, data manager 
and master teachers in all efforts as described 
on page 32 of the project narrative. 

    

Master Teacher (1/5): Will be assigned to 
work with two schools each to provide need-
targeted professional development, guide the 
work of teacher leaders, help principals 
analyze and manage data, coach teachers and 
facilitate program activities as described on 
page 32 of the project narrative. 

  

Master Teacher Incentives (5): Each master 
teacher will be eligible for $20,000 per year 
in incentives for working in a high-need 
school.  Year 1 will be pro-rated based upon 
start date and will not include incentives for 
test data. 

  

Treatment School Certified Faculty 
Incentives: Incentives will be paid based 
upon placement in hard to staff positions as 
well as for leadership roles and student 
growth as described on pages 17-21 of the 
project narrative. Dollar amounts are 
predicted based upon historical performance 
of each school. 
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Personnel and Differentiated 
Compensation %FTE 

Planning 
Year Year 2 Year 3 Year 4 Year 5 Total 

Control School Certified Faculty 
Incentives: Incentives will be paid based 
upon placement in hard to staff positions as 
well as for leadership roles and a 1% salary 
bonus as described on page 18 of the project 
narrative. Dollar amounts are calculated 
based upon actual staffing of each school. 

 

Substitutes: Will be utilized to free up 
teachers to participate in reciprocal site visits 
of teachers at other schools, to receive need-
targeted professional development, and to 
participate in coaching experiences as 
described on pages 21 and 28 of the project 
narrative. 

 

Total Personnel       

 

Note: 

As requested in the grant application instructions, all classified (non-licensed) faculty incentives have been placed in the “Other-
Personnel” section of the budget in order to comply with ARRA regulations.  
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Fringe Benefits 

Fringe benefits for the personnel and differentiated compensation described in the Personnel category are calculated below at 18.35%. 

Personnel and 

Differentiated 

Compensation 

%FTE 
Planning 

Year 
Year 2 Year 3 Year 4 Year 5 Total 

Executive Director     

Data Manager     

Office Manager     

Master Teacher     

Master Teacher Incentives     

Treatment School Incentives     

Control School Incentives     

Substitutes 
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Travel 

Travel expenses described below cover attendance at two annual Teacher Incentive Fund meetings.  Additionally, the Mission 

Possible Expansion Project will include travel for the training of Master Teachers during the grant planning year.  During years two 

through five, travel expenses include travel to major national conferences at which project research and findings will be disseminated 

by principals and teachers in Mission Possible Expansion Schools.  Costs are figured using $500 per airline flight, $75 per diem rate, 

$200 per hotel room per night, local travel expenses (taxi, metro), and registration costs for each event. 

Travel Event Participating Planning 
Year 

Year 2 Year 3 Year 4 Year 5 Total 

Annual TIF Meetings (2)    
New Teacher Center Induction Institute  
(5 days, $1500 reg. fee)  

    

Teacher Talent Equals Student Success 
Symposium- New Teacher Center  
(4 days, $650 reg. fee) 

 
      

ASCD- Alternating Annual Conference 
and Teaching and Learning Conference 
each year (4 days, $600 reg. fee)  

 
   

National Staff Development Council- 
Alternating Annual Conference and 
Summer Learning Conference each year 
(4 days, $300 reg. fee) 

   

The Council of the Great City Schools  
(4 days, $275 reg. fee) 

     

American Association of School Personnel 
Administrators (4 days, $275 reg. fee) 

     

Total Travel  
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Equipment 

Equipment costs to facilitate the Mission Possible Schools Expansion Project include one computer and printer per program employee 

as well as one LCD projector for each Master Teacher.  The computers and printers will be used to facilitate the project activities.  

Projectors will be used in delivering professional development in Mission Possible schools.  Equipment costs occur in year one of the 

grant only. 

Equipment Cost per Number Needed Year 1/Total Cost 

Computers  

Laser Printers  

LCD Projectors  

Total Equipment   
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Supplies 

We are requesting a small budget that will provide the Mission Possible Expansion Schools Office with daily operating supplies such 

as printer ink, paper, desk supplies, LCD replacement bulbs for projectors, etc.  Additionally, we are requesting $2,000 per Master 

Teacher per year in order to purchase supplies to be used in delivering professional development to the 10 Mission Possible Expansion 

Schools.  Funds would cover chart paper, markers, manipulatives, and the cost of printing materials. 

Supplies Cost per Year Years Total Cost 

Office Supplies   

Professional Development Supplies   

Total Supplies   

 

Contractual 

Grant Evaluation- Guilford County Schools highly values the funding of a local evaluation that is inclusive of feedback not available 

through Mathematica.  Working with our current TIF I evaluator, Guilford proposes to continue preparing a district-wide evaluation 

report, individual school reports, climate data, focus group feedback, multiple short-surveys to receive timely feedback on project 

characteristics, and debriefing sessions with principals to interpret findings.  The external evaluation will annually. 

These costs cover a senior level evaluator and assistant to work on the grant for approximately 260 days plus benefits (27%) at 
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. A quality control review and transcription services are covered by annually. Travel to the annual DC meetings is 

based on previous trips and estimated to be per trip for a 2-day meeting. Funding is included to disseminate research and 

findings. Local mileage to travel within Guilford County to the 10 schools is estimated to be . In addition, s budgeted 

for operating expenses and supplies such as color copies, survey software, computer software expenses, shipping fees, postage, paper 

survey materials, communication, utilities and other office supplies and is based on actual cost from previous contracts of similar 

nature.  

Communication and Marketing- One of the needs identified in Guilford’s current TIF grant is the provision of communication and 

marketing materials for recruiting candidates.  In this grant, we propose to work with a marketing professional to help design a 

program “brand” that is inclusive of web, video and print materials that will effectively attract candidates to our high-need schools.  

Rates are estimated at per school to create (during year 1) a recruiting video to be used by principals at job fairs and during job 

interviews, 25 days of marketing planning and graphic design (during year 1) per hour, and  per year for the printing of 

marketing materials to be used to recruit effective educators to Mission Possible Expansion Schools.  

Course Instructors for Executive Development- While master teachers can provide school-wide and need targeted professional 

development for the teachers at each of our 10 Expansion Schools, they are not experienced administrators that are able to train 

principals.  Therefore, executive development will be provided by course instructors with expertise in the areas of: Recruiting 

Effective Educators, Retaining Effective Educators, Developing Teachers through Effective Evaluations, Developing Instructional 
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Leaders in Your School.  In order to offer these courses and executive coaching to principals, we are proposing to contract with course 

instructors for executive development.  This training will begin in year one of the grant as a part of an effort to prepare principals to 

make the best hiring decisions during the grant planning year. This cost is estimated to be per year per principal for a total of 

, using local rates for executive development courses and coaching.  

Copier- The Mission Possible Expansion Schools Office will need to contract with a vendor to provide a copies and the cost of copies 

in order to facilitate grant activities.  The cost is estimated at per year based upon current contractual agreements. 

Telecommunications- Cellular phone service for six employees (Executive Director and five Master Teachers) will allow for 

communication needed to carry out grant activities.  This is estimated at a cost of per phone per year based upon current 

contractual agreements.  

GoToMeeting- Under the current Mission Possible TIF I grant, GoToMeeting software has been heavily used to do real time training 

with principals and teachers.  Additionally, it has been used to facilitate program-wide meetings virtually, avoiding the travel time and 

costs for our principals.  We propose to continue the use of this valuable tool at the current contracted rate of per year. 

Data-Tracking System- Currently, Mission Possible uses Access to manually input and analyze program data.  We propose to develop 

a web-based program that will allow us to pull data from our current HRMS system and push data into our payroll system, avoiding 

the manual entry of data that already exists electronically within other district databases.  Based upon a recent meeting with a 

programmer, we are estimating that initial development will cost (250 hours at a rate of per hour), year two 
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modifications will cost (150 hours at a rate of per hour), and general maintenance and upgrades per year for 

the remainder of the grant (50 hours per year at a rate of per hour).  

Contractual Planning Year Year 2 Year 3 Year 4 Year 5 Total Cost 

Local Evaluation      

Communications and 

Marketing 

     

Executive Development      

Copier      

Telecommunications      

GoToMeeting Contract      

Data Tracking System  $55,000 

Total Contractual      

 

Construction 

We are not requesting any funds in this category.  
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Other- TIF Evaluation Fund 

Master Teachers- Using $ in TIF Evaluation dollars, the Mission Possible Expansion Schools Project proposes to fund the 

four additional Master Teacher positions, fringe costs for those positions, and training directly related to the measures of educator 

effectiveness.  Salaried positions are funded with a 3% annual raise and an 18.35% fringe rate.  

Teacher Leader Initial Training- During the initial planning year, 40 teacher leaders and 5 master teachers will receive training in both 

measures of effectiveness (Evaluation Instrument and VAD tools). Training costs are per person for high-level training in each 

measure of effectiveness based upon 4 total days of training at  per day per person for meals, facilities, materials and trainer fees. 

Other- TIF Evaluation Fund Planning Year Year 2 Year 3 Year 4 Year 5 Total Cost 
Master Teacher (4/5): Will 
be assigned to work with two 
schools each to provide need-
targeted professional 
development, guide the work 
of teacher leaders, help 
principals analyze and manage 
data, coach teachers and 
facilitate program activities as 
described on page 32 of the 
project narrative. 

     

Master Teacher Fringe      
Teacher Leader Training      
Total Other- TIF Evaluation      
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Other- Personnel  

Classified Employee Incentives- In order to separate the cost of classified incentives from certified incentives under ARRA 

regulations, we have chosen to put all classified incentives and fringe benefits under the “other-personnel” category.  Incentive rates 

have been calculated using predications based upon historical school performance.  Fringe rates on incentives are calculated at 

18.35%.  These incentives are further divided into control and treatment schools.  

 

Other- Personnel Planning Year Year 2 Year 3 Year 4 Year 5 Total Cost 
Performance Incentives for 
Classified Employees at 
Treatment Schools 

0  

Fringe for Classified 
Employees at Treatment 
Schools 

0  

Performance Incentives for 
Classified Employees at 
Control Schools 

0  

Fringe for Classified 
Employees at Control Schools 

0  

Total Other- Personnel  $0  
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Other- Regular  

Teacher Effectiveness Retreat- We are proposing to host an annual Teacher Effectiveness Retreat to address the challenge of 

sustaining and increasing the performance of effective teachers.  Additionally, this retreat experience will increase effective teachers’ 

capacity to act as instructional leaders who are able to share their strategies and knowledge with others. The 3-day-long summer 

Teacher Effectiveness Retreat will be held on the SAS, Inc. campus in Cary, North Carolina (SAS, Inc. is our North Carolina provider 

of Value-Added Data).  In partnership with SAS, Inc. faculty, Master Teachers will provide extensive training in the interpretation and 

application of Value-Added Data to increase instructional effectiveness.  Each year, the retreat content will be responsive to needs 

identified through the local evaluation of the project.  Calculations of cost are based upon hosting a teacher retreat at this location 

under a different federal grant this past year: per night for hotel (2 nights), per day for meals (3 days), and for 

Audio-Visual fees (3 days). Reference application page 27. 

Other- Regular Planning Year Year 2 Year 3 Year 4 Year 5 Total Cost 

Teacher Leadership Retreat     

Total Other- Regular      
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Indirect Costs 

Indirect cost rates are calculated at 3%.  In the table below are listed the annual direct costs and corresponding indirect costs.  Finally, 

the last row shows the total of the direct and indirect cost rates. 

Total Costs Planning Year Year 2 Year 3 Year 4 Year 5 Total Cost 

Direct Costs      

Indirect Costs      
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