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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:

7/2/2010  

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

 NA

State Use Only:

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

8. APPLICANT INFORMATION:

* a. Legal Name: Jefferson County Public School District R-1

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

d. Address:

* Street1:

Street2:  

* City:

County:

State:  

Province:  

* Country: USA 

* Zip / Postal Code:

e. Organizational Unit:

Department Name: Division Name:

Human Resources Division of Chief Financial Officer

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

Prefix: Ms. * First Name: Kristy

Middle Name:  
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* Last Name: Parsons

Suffix:

Title: Teacher on Special Assignment

Organizational Affiliation:

Jefferson County Public School District

* Telephone 
Number:

Fax Number:

* Email:

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:

NA

Title:

NA

13. Competition Identification Number:

 

Title:

 

14. Areas Affected by Project (Cities, Counties, States, etc.):

Jefferson
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* 15. Descriptive Title of Applicant's Project:

Jeffco Strategic Compensation 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: 7 * b. Program/Project: 7

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. 

* 20. Is the Applicant Delinquent On Any Federal Debt? (If "Yes", provide explanation.)

 Yes  No 

PR/Award # S385A100084 e3



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: Ms. * First Name: Cynthia

Middle Name:  

* Last Name: Stevenson

Suffix: Ph.D

Title: Superintendent

* Telephone Number: Fax Number:

* Email:

* 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: 
 Jefferson County Public School D...

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 $                  0 $                  0 $                  0 $                  0 $                  0 $                  0 

5.  Supplies $                                                                        

6.  Contractual $                                                                   

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* $                                                                    

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: 7/1/2010 To: 6/30/2011 (mm/dd/yyyy)  

                    Approving Federal agency:  ED      Other (please specify): Colorado Department of Education The Indirect Cost Rate is 
4.63% 
          (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: 
 Jefferson County Public School D...

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 $                  0 $                  0 $                  0 $                  0 $                  0 $                  0 

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) 

$                  0 $                  0 $                  0 $                  0 $                  0 $                  0 

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

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

12.  Total Costs (lines 9-
11) 

$                  0 $                  0 $                  0 $                  0 $                  0 $                  0 
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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: Cynthia Stevenson 

Title: Superintendent 

Date Submitted: 06/15/2010 
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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: Jefferson County Public Schools 
Address: 1829 Denver West, #27 
City: Golden 
State: CO 
Zip Code + 4: 80401- 
 

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:  7. Federal Program Name/Description:  

CFDA Number, if applicable:  

8. Federal Action Number, if known:  9. Award Amount, if known: $0 
10. a. Name of Lobbying Registrant (if individual, last name, 
first name, MI): N/A 
Address:  
City:  
State:  

Zip Code + 4: - 

b. Individuals Performing Services (including address if 
different from No. 10a) 
(last name, first name, MI): N/A 
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: Cynthia Stevenson 
Title: Superintendent 
Applicant: Jefferson County Public School District R-1 

Date: 06/18/2010 

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  

Jefferson County Public School District R-1  

PRINTED NAME AND TITLE OF AUTHORIZED REPRESENTATIVE

Prefix: Ms. First Name: Cynthia Middle Name:  

Last Name: Stevenson Suffix: Ph.D. 

Title: Superintendent

Signature:  Date: 

_______________________  06/15/2010  

ED 80-0013  03/04  
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  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.  
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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 : Jeffco GEPA Statement      
File  : C:\Documents and Settings\dbussey\My Documents\Grants\Federal Forms\TIF GEPA.doc 
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Jefferson County Public School District (Jeffco)  GEPA Section 427 

Section 427 of General Education Provision Act 

 
 Jefferson County Public Schools (Jeffco) has long been committed to ideals of 

equal opportunity.  Our policy states that we do not discriminate on the basis of gender, 

disability, race, color, religion, sex, sexual orientation, national origin or age in our 

programs and activities.  Specifically, Jeffco will take the following steps to ensure 

equity and participation, where applicable: 

 

• The district will meet ADA requirements for access to classrooms and media 

centers supported through federal funding. 

• The district will take steps to review the academic materials to make sure that 

they contain stories and illustrations that depict diversity in families, including 

race and national origin. 

• The project staff will encourage participation by a broad spectrum of the 

community in activities both in and out of school. 

• The district will provide brochures and other print media in Spanish or other 

languages to meet the needs of families, community members, and staff. 

• The district will provide IDEA-approved or recommended hardware, software, 

and assistive technology to support disabled students. 

• The district will not use materials or strategies that promote or show disrespect to 

any religious group. 

 

We do not anticipate any segment of the target population would be prohibited from 

participation in this project, or any or its activities, due to any barrier related to gender, 

ethnicity, language, culture, national origin or physical handicap.  To accommodate the 

needs of participants that speak languages other than English, translators, interpreters, or 

bilingual personnel will be incorporated into project activities. 
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  OMB No.1894-0007   Exp.05/31/2011 
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Email Address:
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3. Human Subjects Research
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PART 3 – PROJECT ABSTRACT ATTACHMENT 

 Jefferson County Public Schools (Jeffco) submits the attached application for 

 to the Teacher Incentive Fund’s (TIF) Evaluation grant competition, in support of 

its Jeffco Strategic Compensation (JSC) plan. This innovative plan makes differentiated teacher 

and principal compensation, promotion, and retention decisions on the basis of demonstrated 

effectiveness in achieving student learning growth (Priority 1). The JSC will rely on multiple 

measures, including results from the Colorado Growth Model and locally-developed value-added 

models (Priority 4) and a rigorous new evaluation system that balances individual, team and 

school-level measures of effective teaching and leadership. 

However, JSC goes beyond simple bonus structures. We propose to reconfigure the 

Jeffco salary schedule into a nine-level system that rewards teachers both for student growth and 

their own leadership in spreading their teaching expertise. Peer and administrator observations 

will lead not only human capital decision-making, but professional development plans that will 

serve to grow teacher leadership capacity and human capital in the district, particularly in the 

highest-need schools that will serve as pilot sites (Priorities 3 and 5). 

This plan is the result of a two-year study and planning process on behalf of Jeffco, the 

Jefferson County Education Association, and their partners. This district-union partnership, 

which has received promising state and foundation financial support to date, suggests that Jeffco 

has the capacity to implement comprehensive reforms and evaluation successfully. These factors 

indicate that we are well-positioned to sustain, and potentially scale-up district wide, the 

proposed JSC plan (Priority 2). 
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PART 4: PROJECT NARRATIVE  

Section 1: Need for the Project 

Jefferson County Public Schools (Jeffco) is the largest school district in the state of 

Colorado, with more than 84,000 students, 12,000 employees, approximately 5,000 teachers, and 

155 schools. Currently, teachers in Jeffco are compensated on a traditional salary schedule based 

on steps and levels for experience and education. The current system contains no incentives for 

teachers to learn about or lead innovative and successful efforts to help our increasingly diverse 

students become college and career ready. Teacher salary schedules like the one used in Jeffco 

were conceived in the 1920s to ensure fair and equal treatment for all (Cuban & Tyack, 2000; 

The Teaching Commission, 2004). Essentially, that salary structure has remained the same over 

the past 90 years.  

Public Impact’s cross-sector work found that the education sector stands alone in its 

extreme reluctance to modify compensation in service of its ultimate mission (Kowal, Hassel, & 

Hassel, 2008). Jeffco has a demonstrable need to transform compensation as well as to create a 

more robust system of development for teachers and principals.  Over the last two years, we have 

studied a variety of different models and examined the evidence on performance pay systems in 

both public and private sectors. Jeffco educators are ready to take bold steps in discarding the 

single-salary schedule in its entirety and creating a forward-looking approach in how educators 

are evaluated and paid.  

 Overall, Jeffco’s students have achieved at high levels. However, some schools within 

Jeffco have not achieved at levels commensurate with the rest of the district. These schools serve 

far more high-needs students than other Jeffco schools. 
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 An internal review identified 41 Jeffco schools that meet the poverty threshold for the Teacher 

Incentive Fund (TIF) award competition. These schools all had free-and-reduced meal rates 

(FARM) of 50% or more. From this group, 20 schools with the highest percentages of FARM 

eligibility were selected for review and possible implementation of the proposed compensation 

reforms described herein. This decision ensures that federal TIF funds will target schools and 

students in the greatest need. Of these 20 schools, 16 are elementary schools, three are middle 

schools, and one is a high school. The average FARM rate in these schools is 83% compared to 

the district average of 29%. In addition to the significantly higher FARM rate, Hispanic students 

represent a majority of the students in these schools at 54%, compared to the district average of 

19%. The number of English language learners is 33% in these schools, compared to the district 

average of 10%. (See Appendix A for a school-by-school breakdown and Figure 1 for a 

summary.)   

Figure 1: Demographic Comparison: Possible JSC Schools (n=20) v. Remaining Jeffco 

Schools (n-135) 
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Jeffco Strategic Compensation (JSC) is designed to support and reward educators in order 

to improve student outcomes. The following data will demonstrate need in the 20 eligible 

schools. The student outcomes in these schools lag significantly behind the remainder of the 

schools in the district. For instance, the 20 eligible TIF schools face significant challenges based 

on achievement data derived from the Colorado Student Assessment Program (CSAP) as 

compared to other Jeffco schools. Figure 2 demonstrates the disparity in performance on the 

CSAP reading assessment in grades three through ten. Only 30% of tenth grade students in the 

targeted schools attain proficiency on the reading assessment. Moreover, this represents an 

average 47 percentage points below the remaining schools in the district. The disparity in 

performance begins in third grade and grows through tenth grade. In other words, students in the 

targeted schools start out behind and appear to lose ground as they move through elementary, 

middle, and high school with an increasing number of students not demonstrating college or 

workforce readiness.  

The trend observed in reading is repeated in math, writing, and science (Figures 3, 4, and 

5). The math scores (Figure 3) are particularly problematic as district performance trends down 

from third to tenth grade but are especially pronounced for the targeted schools. By tenth grade, 

only 41% of students in the non-targeted schools are proficient or above, but only 3% of students 

in the targeted schools are proficient. Again a gap that is 19 percentage points in third grade, 

between targeted and non-targeted school averages, grows to 38 percentage points by tenth 

grade. While the increased number of ELL students in the targeted schools could explain some of 

the disparity in performance on reading and writing assessments, the fact that the weakest results 

are in math, where language typically does not play as large a factor, indicate more significant 

issues.  
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The state of Colorado uses a writing assessment in grades three through ten providing 

more data that can be used to triangulate possible issues. The highest performance of any grade 

level averages in the targeted schools is 42% and the low is 15% (Figure 4). Neither of these 

results is acceptable, particularly when compared to the significantly better performance of other 

Jeffco schools, in which the lowest district average writing score, 57% in tenth grade is 15 

percentage points better than the top performance in any year of the targeted schools. 

The Jeffco CSAP science averages provide a final data point to substantiate the 

difference in performance occurring in the district (Figure 5). At each tested grade level, the 

average performance of students in the targeted schools is at least 32 percentage points lower 

than in other Jeffco schools. Only 7% of students in targeted schools are proficient or above in 

science by tenth grade.  

Figure 2: CSAP Reading: Percentage of Student Proficient or Above in Possible JSC 

Schools (n=20) v. Remaining Jeffco Schools (n=135) 
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Figure 3: CSAP Math: Percentage of Students Proficient or Above in Possible JSC Schools 

(n=20) v. Remaining Jeffco Schools (n=135) 

 

Figure 4: CSAP Writing: Percentage of Students Proficient in Possible JSC Schools (n=20) 

v. Remaining Jeffco Schools (n=135) 
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Figure 5: CSAP Science: Percentage Proficient in Possible JSC Schools v. Remaining Jeffco 

Schools (n=135) 

 

  

These data clearly indicate that student performance in the identified schools is lagging 

behind the district. A comparison of traditional measures of educator quality indicates that 

teachers and principals in the eligible schools do not differ greatly from the rest of the district. 

For years of experience in teaching, teachers in eligible JSC schools report 8.69 years of 

experience in Colorado on average compared to the district average of 10.06. Teachers in 

potential JSC schools average 7.61 years of continuous service compared to 9.13 for the rest of 

the district. Even the seemingly slight difference of approximately a year and a half in experience 

could indicate a potentially significant difference in the number of first and second-year teachers 

in the targeted buildings.  

Potential JSC schools retain approximately 83% of teachers compared to all other Jeffco 

schools’ teacher retention rate of 85%. In 2009, teachers that met the requirements of Highly 

Qualified Teachers (HQT) filled 100% of positions in the eligible schools. This percentage 

slightly exceeded the district average of 99% HQT. For principals, the retention rate in possible 

JSC schools is lower than in other Jeffco schools, with 73% retained compared to 85% retained. 
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However, principals in both groups are retained in the district at a rate of 94% and 99% 

respectively. This indicates that principals are leaving potential JSC schools but typically stay in 

the district. Given the significantly poorer performance of the eligible schools, an even higher 

turnover rate might be expected. 

 On the surface, teacher recruitment at the eligible schools does not appear to be a 

significant problem. For each available position in eligible JSC schools there were 21.3 

applicants. In comparison, the average for the remainder of the district was 23.6 applicants per 

position. Nonetheless, it is difficult to determine whether applicant quality might be higher or 

lower at potential pilot schools versus others in the district. Targeted schools may thus be at a 

currently undetectable recruitment disadvantage. 

 The data the district has available on teacher quality compared to the student performance 

data highlight some alarming trends that are occurring nationwide. Teacher quality has 

tremendous effect on student achievement and this effect varies widely (Aaronson, Barrow, & 

Sander, 2007; Goldhaber, 2007; Haycock, 1998; Kane, Rockoff, & Staiger, 2006; Murnane, 

1975; Murnane & Phillips, 1981; Rockoff, 2004). To illustrate, Eric Hanushek (1992) found that 

the difference in student performance in a single academic year from having a “good” as 

opposed to a “bad” teacher could be more than one full year of standardized achievement using a 

value-added model. In a study of students in Texas, results suggest that there is greater benefit in 

improving the quality of the teacher in a classroom by one standard deviation, as measured by 

student achievement, than in a ten-student reduction in class size (Rivkin, Hanushek, & Kain, 

2005). Moreover, a seminal study of teacher effect on Tennessee students found that differences 

in student achievement of 52 to 54 percentile points were observed as a result of teacher 

sequence after three years. The study divided teachers into quintiles based on longitudinal value-
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added data.  In other words, students of teachers in the top quintile for three consecutive years 

did significantly better than students with similar test scores at the beginning of the sequence 

who had teachers in the bottom quintile. Further, lowest achieving students benefited the most 

from effective teachers, and students of different ethnicities responded similarly within teacher 

quartiles (Sanders & Rivers, 1996). Teacher effects are dominant and highly significant factors 

affecting student academic gains, relative to classroom context variables such as heterogeneity of 

students and class size (Wright, Horn, & Sanders, 1997). 

The current teacher compensation system rewards observable teacher characteristics, 

namely experience and degree attainment, and districts across the U.S. spend over $8.6 billion on 

the master’s salary increase alone (Roza & Miller, 2009). Yet studies have shown that neither a 

master’s degree nor teaching experience beyond the first five years are strong predictors of a 

teacher’s effectiveness, as measured by student achievement gains (Aaronson, Barrow, & 

Sander, 2007; Murnane, 1975; Murnane & Phillips, 1981; Rice, 2003; Rivkin, Hanushek, & 

Kain, 2005). Administrator evaluations are currently the primary measure of teacher 

effectiveness. However, The New Teacher Project’s “Widget Effect Report” found that teacher 

evaluations are problematic. In this report, 12 districts across four states discovered that 99% of 

teachers receive satisfactory ratings when the options are either “satisfactory” or 

“unsatisfactory.” Even when based on a broader range of rating options, less than 1% of teachers 

receive a rating of unsatisfactory (Weisberg, Sexton, Mulhern, & Keeling, 2009). 

 These findings, in combination with district data, demonstrate need in targeted Jeffco 

schools in a profound way despite the relatively strong profile of the district as a whole. The 

purpose of JSC is to fundamentally change the way teachers and principals are both monetarily 

and otherwise compensated, so that effective educators can spread their expertise to improve 
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student outcomes. The juxtaposition of the student achievement data with the human resources 

data in Jeffco make clear that these two data sets are not aligned. Clearly, students are not 

learning at acceptable or equitable rates in prospective JSC schools, despite the fact that teachers 

in these schools appear to be similar to teachers in more advantaged Jeffco schools.  

JSC pushes beyond traditional measures of HQT, experience, and educational attainment 

for educators to supporting and facilitating increased teaching effectiveness. Teachers and 

principals will be evaluated, supported professionally, advanced in their careers, and 

compensated based on how educator leadership and learning impact student learning. The above 

data make clear that this is absolutely necessary for the students in the eligible schools. The TIF 

grant period, including the planning year, will assist Jeffco in identifying what factors matter 

most in their teachers and principals for student learning. 

Commitment to Participate in the National Evaluation 

The 20 high-need schools profiled previously present very different challenges and 

opportunities when compared to the remaining schools in the district. If TIF grant funds are 

awarded as part of the Evaluation competition, 12 of these schools will be selected (10 

elementary schools and 2 middle schools). From this group of 12, the national evaluators will 

randomly select 5 elementary and 1 middle school for the experimental group and 5 elementary 

and 1 middle school for the control group. In addition to the national evaluation, Jeffco will also 

employ a local independent evaluator to collect additional qualitative and quantitative data to 

develop a robust picture of the elements of their comprehensive compensation and supports 

structures. 
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 A letter of support for JSC and the evaluation competition from Superintendent Cynthia 

Stevenson is included as part of this application. An additional letter of support from the Jeffco 

research department is included that verifies the department’s ability to support the evaluation.  

The district will fully support the implementation of the experiment including the random 

selection of schools for control and experimental treatment from the pool of 12 identified 

schools. Principal support letters from participating schools will be obtained prior to the 

awarding of grant funds. Per Mathematica (the national evaluator), this requirement of principal 

letters of support in the application package has been set aside for initial application into the 

evaluation competition, but must be addressed prior to receipt of funds.  

 The importance of the JSC plan for state, regional and national education reform 

initiatives cannot be overstated. First, the district is Colorado’s largest school system, and 

Jeffco’s launch of a performance pay system will help spread new ideas and opportunities to the 

rest of the state. Because Colorado is in the process of implementing aggressive teacher reforms 

outlined in SB 191, Colorado could learn a great deal about how to implement these reforms 

with teachers in ways that will improve student outcomes and working conditions for teachers. 

Participation in Mathematica’s national evaluation will give Jeffco a prominent role in national 

and state reform as the results from JSC will be disseminated to a wide audience.  

Second, Jeffco is geographically situated within the context of four other area districts 

(Denver Public Schools, Harrison County 2, Eagle County, and Douglas County) that are also 

implementing alternative compensation systems; other smaller districts may do so in coming 

years with state support. With Jeffco’s entry into performance pay there are enormous 

opportunities for cross-district collaboration and the spread of effective policies and practices 

with common metrics. Our proposal includes a structure for such collaboration, via a consortium 
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of districts who are implementing performance-based compensation plans on either a pilot or 

full-scale basis. The Colorado Department of Education (CDE) has expressed interest in working 

with Jeffco to convene this consortium.  

Third, the State of Colorado just launched the Governor’s Council for Educator 

Effectiveness. The purpose of the council is to provide a forum for considering options and 

providing recommendations to ensure that every educator is evaluated using multiple, fair, 

transparent, timely, rigorous and valid methods, at least 50% of which is determined by 

academic growth of their students. Among other charges, the council was given a December 31, 

2010 deadline to draft definitions of teacher effectiveness and principal effectiveness and to 

develop and recommend guidelines for adequate implementation of a high-quality educator 

evaluation system. Council membership represents diverse stakeholders: the business 

community, teachers, higher education, school districts, school district administrators, school 

board members, charter schools, parents, students and the CDE.  Kerrie Dallman, president of 

Jefferson County Education Association (JCEA) is also a council member. 

Finally, the state’s Race to the Top application (submitted May 26, 2010) includes 

provisions for developing sustainable teacher leadership teams to build capacity in using data to 

drive instruction, longitudinal data systems, increased teacher and principal effectiveness based 

on performance, and supports to ensure that effectiveness is enhanced. Additionally, the 

Colorado state legislature approved the Colorado Growth Model in 2009, which will link 

teachers to student growth across the state on the Colorado School Assessment Program (CSAP). 

Our proposal calls for Jeffco to work with state officials to align the identification of the 

district’s effective teachers, and provide opportunities for them to lead school reforms across 

Colorado.  
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Section 2: Project Design 

 Support of Teachers and Principals 

For the past two years, with content expertise of the Center for Teaching Quality (CTQ) 

and funding support from the Rose Foundation and the Colorado Department of Education 

(CDE), Jeffco’s administration and teachers have worked together on developing a compensation 

structure that fundamentally changes the way teachers advance through their careers. CTQ has 

been Jeffco’s partner in assessing district needs, reviewing the research base, and studying 

cutting-edge performance-based compensation systems nationwide.  

A Steering Committee for the Jeffco Strategic Compensation plan, comprised of district 

and union leaders, has been working with the CDE and other districts in the state to determine 

how best to compensate and support teachers. (Details on the Steering Committee are available 

in Section 3.) A recent twelve-month grant from the CDE has allowed the Steering 

Committee to enter an initial design phase to develop a performance-based compensation system 

that is designed to pay teachers more for improving student learning, developing advanced 

pedagogical skills that accelerate progress towards district goals, and taking on leadership roles 

to ensure that effective teachers spread their expertise to their colleagues and remain in positions 

in which they serve students with the highest needs (see Appendix B). Additional information on 

funding support from public and private sources (beyond TIF funds) is contained in Section 3. 

Both the foundation and state grants have given Jeffco a two-year head start on the 

program design of the Jeffco Strategic Compensation (JSC) system. The Jefferson County 

Education Association (JCEA), Jeffco superintendent Dr. Cynthia Stevenson, and key 

administrative staff and personnel have designed the model. The design work has been supported 

by the work of several contractors, including the Center for Teaching Quality (CTQ), Saltzman 
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Communications and Augenblick, Palaich and Associates, Inc. (APA). CTQ has assisted with 

facilitating meetings and connecting the Steering Committee with relevant research and experts 

to guide planning. Saltzman Communications has surveyed teachers and administrators and is 

developing a comprehensive communication plan (see Appendix C). APA is developing a 

dynamic cost model to ensure adequate funding and dispersal of funds and to develop estimates 

for how pilot efforts can ultimately drive district-wide strategic compensation reforms (see 

Appendix D). This groundwork has afforded Jeffco the opportunity to gain enough support from 

the administration and the union to participate in the experimental evaluation competition.  

In a phone survey conducted in May 2010, over 500 JCEA members responded to probes 

on their willingness to move toward this new support and strategic compensation structure. Of 

the 502 respondents, 67% felt that moving to this strategic compensation model was a step in the 

right direction. While most of these teachers were supportive of the alternative compensation 

model, 93% cited the additional time for collaboration as a “plus” for the system. Additional 

supports beyond compensation were repeatedly cited as significant advantages to the proposed 

model. Concerns do exist among teachers about how supports and compensation will change 

based on the survey data. Having a communication consulting team in place, in addition to a 

team that has been working for two years already provides Jeffco with a significant advantage in 

developing a plan that will work effectively and has buy-in from affected stakeholders.  

To understand the conditions that allow teachers to teach effectively in high-needs 

schools in deeper detail, the work of the Local Evaluation Consultant will create and administer 

an annual survey of teaching and learning conditions to be administered in pilot schools for the 

JSC plan and the comparison group. Other districts and states commonly use such surveys to 

evaluate and guide efforts to support teachers through professional development, collaboration, 
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mentoring and induction, effective principal and district leadership, and opportunities for teacher 

leadership. In Jeffco, this type of survey could also be used to determine whether and how the 

implementation of the JSC impacts school climate, staff morale, and student achievement. 

Theory of Change 

Our proposed design is based on key findings from other successful TIF sites. Based on 

information from the U.S. Department of Education and a review of sites with greater than 

expected student achievement gains, improved school climate, and solid implementation, the 

compensation systems were framed by four major elements: 

1) The model must be comprehensive. Increased teaching effectiveness in these sites is 

the integration and purposeful alignment of professional development, collaboration, 

compensation, and evaluation as a comprehensive approach to system-wide 

improvement. Researchers support the need for job-embedded professional development 

(Desimone, et al., 2002), multiple career paths (Elmore, 2000), robust evaluation 

(Danielson, 1996), and differentiated compensation (Greenwald, Hedges, & Laine, 1996). 

As these efforts are sustained, labor market sorting could significantly alter the 

compositional make-up of the schools at these sites. Certain types of teachers that are 

interested in robust evaluation, professional development, career advancement, and 

differentiated pay based on their effectiveness would seemingly be more likely to work in 

these types of systems (Goldhaber, 2006; Goldhaber, DeArmong, Liu, & Player, 2007; 

Milanowski, 2006).  

2) Wide stakeholder involvement is essential. The available research supports this 

finding (Milanowski, 2003; Odden, Kelley, Heneman, & Milanowski, 2001). 

Stakeholders include teachers, principals, district administrators, district staff, and 
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sometimes community members. Implementation also involves significant 

communication and stakeholder involvement up front, as well as on a regular basis once 

the program is in place.    

3) Teachers and administrators need the support, collegiality, professional 

development and growth opportunities embedded in the programs to drive 

improvement. The components of a comprehensive set of supports are as important as 

changing compensation. While researchers suggest that there is not ample evidence to 

determine the optimal incentive amount (Podgursky & Springer, 2007), there is general 

consensus that the amount needs to be meaningful: approximately 5% or more of total 

compensation and possibly significantly more in high-needs schools (Heneman, 

Milanowski, & Kimball, 2007; Odden & Wallace, 2007). While substantial rewards are 

necessary, they are not sufficient for successful implementation (Sawchuk, 2009).  

4) Selecting the right people into leadership positions is necessary for success. Strong 

principals working with effective teacher leaders are essential (Darling-Hammond, 

Bullmaster, & Cobb, 1995; Elmore, 2000; Leithwood, Louis, Anderson, & Wahlstrom, 

2004; Waters, Marzano, & McNulty, 2003). Teacher leaders must have proven records of 

success in working with students, and also must be able to communicate well with other 

teachers. By comprehensively addressing teaching effectiveness, through multiple 

evaluations by multiple evaluators and value-added calculations where available, these 

sites identify potential leaders using multiple measures of effectiveness. Sites with solid 

implementation create a leadership pipeline through differentiated roles for teachers. 

Once this pipeline is in place, selection of the right people to implement a rigorous 

program with fidelity becomes significantly easier.  
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The JSC plan is responsive to the findings in these “promising practices” studies. The 

proposed plan will combine rigorous new teacher and principal evaluation with targeted 

professional development that will allow teachers to advance their skills, knowledge, and careers 

while simultaneously earning performance-based pay, aligned to district goals. Additionally, the 

JSC plan will prioritize school as well as teacher team objectives that will spread teaching 

expertise through differentiated roles for teachers. This type of school and team alignment will 

fundamentally change the dynamics of teacher collaboration, the hallmark of effective 

performance pay systems.  

Affirming and advancing effective teachers will result in a role modeling effect that will 

spread effective practice, as effective teachers will be recognized and rewarded in ways that are 

not possible in the current salary system. The actual JSC compensation structure will undergird 

the theory of change by significantly rewarding and identifying the most effective teachers. This 

should align efforts around student outcomes for individual, teams, and schools of teachers so 

that efforts are aligned. This alignment of key levers for change will result in improved student 

outcomes. Ultimately, this will impact labor market sorting, as teachers who are drawn by this 

system will eventually form the faculties of these schools as other teachers opt out. 
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Figure 6: Theory of Change 

 

The objectives of the JSC are: 

• To improve student learning and teacher learning, so that all students graduate college- 

and career-ready; 

• To pay and support teachers and principals as professionals by enhancing and linking 

evaluation, collaboration, professional development, and career advancement; and 

• To fundamentally change the salary structure in Jeffco from a traditional salary schedule 

to a system that reflects the contribution educators make to student learning and the 

spread of teaching expertise.  

The four key elements – evaluation, professional development, differentiated roles, and 

compensation – of the JSC plan are described below. 

Student Growth and Evaluation: How Effectiveness Is Measured 

The JSC plan will use multiple measures in order to determine the effectiveness of 

teachers, principals, and other personnel. The newly adopted Colorado Growth Model (CGM) 

will be used as one measure of student learning growth, and thus effectiveness for teachers in 
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grades four through ten in reading, writing and math. For every student, teacher, school and 

district in Colorado, the CGM provides reports on each student’s academic growth and 

achievement history, and delivers clear, visual analysis of that student’s track to reach 

proficiency or advanced proficiency. CGM also highlights educator effectiveness based on 

student growth. Colorado has just begun the second of a three-phase process to assign unique 

identifiers to each and every educator in the state, which will further the state’s ability to 

examine many aspects of educator effectiveness across grade levels. All of this information is or 

soon will be accessible through SchoolView, an online web portal that provides student growth 

data for every school in the state. 

Currently, Colorado’s system meets 11 of the 12 elements of the America COMPETES 

Act. Colorado was recently awarded a statewide longitudinal data system (SLDS) 

grant to expand the SchoolView platform. By 2012, the State is planning to fund regional data 

coaches to train all Colorado educators to use and incorporate the information available through 

SchoolView in differentiated instructional practices. 

The CGM is an elegantly simple model that is readily accessible to educators. The model 

plots a trajectory for each student based on test data from previous years. The student is 

compared to other students who scored at a similar level from year to year. If a student performs 

at the predicted level of growth in a given year, then a year’s growth has occurred. If a student 

performs above that growth trajectory, then more than a year’s growth has occurred. If the 

student performs below the expected growth trajectory, then less than a year’s growth has 

occurred. Student results are then averaged for each teacher and this average growth score 

determines the teacher effect.  
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Schools must show adequate growth, which is based on the trajectory of their students. 

For schools and districts whose students are on a relatively solid track toward college and career 

readiness, the schools must score at the 45
th

 percentile for growth. For schools and districts 

where this is not the case, the schools must score at the 55
th

 percentile for growth. This provides 

a quantitative measure for “keep up” and “catch up” schools. The design of JSC is to support 

individual and team contributions toward these growth trajectories. 

The growth demonstrated on CSAP tests will provide the classroom level growth used to 

determine effectiveness of teachers in those grades and subjects and will allow the district to 

advance these teachers on the JSC plan. Effectiveness is not always isolated in individuals. 

Teams of effective teachers, working together can build the capacity of the group. To 

acknowledge and reward this, teams of teachers will work together toward the collective goal of 

improving student achievement. This will be another factor in advancing teachers in terms of 

compensation and leadership opportunities. These teams will be formed in collaboration with 

teachers and principals, and will include all instruction staff including but not limited to 

classroom, special education, ELL, art, music, and physical education teachers. An example 

would be a grade level team that includes the art or physical education teacher, the teacher 

librarian, and the grade level teachers to identify and support a grade level writing goal. These 

teams would then meet weekly to analyze and support writing achievement. 

Jeffco is taking a balanced approach to rewarding individual, teams, and schools of 

teachers. Research is not definitive about the best way to reward teachers (Podgursky & 

Springer, 2007; Springer & Gardner, 2010). The district also is taking a decidedly 

comprehensive stance by rewarding individuals, teams, and schools to encourage and reward 
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collaboration over competition and to ensure that teams and schools are working toward 

common goals. 

An issue with which every state and district in the country is grappling currently is how 

to measure teachers’ contributions toward student outcomes in non-tested subject areas and 

grades. With states such as Colorado and Tennessee mandating that student growth must account 

for 50% of teachers’ evaluations, this is not an issue that can be ignored any longer. Flexibility, 

collaboration, and adaptability are necessary in the current Colorado context, where growth 

scores are available for fewer than 40% of teachers. Colorado has received funding as a state to 

address this issue and is seeking further funding through its Race to the Top application. 

In accordance with SB 191, Colorado is developing assessments in non-CSAP tested 

grade levels and subject areas that will be used for individual contribution to student growth. The 

State’s planned availability of these assessments is targeted for November 11, 2011. Jeffco has 

already identified several ways to measure student growth beyond the CSAP. Several illustrative, 

though not comprehensive, examples have been gleaned from other sites that have had some 

success with prior TIF grants. For K-3 teachers, Amphitheater Unified School District has used 

improvement in reading skills on the Dynamic Indicators of Basic Early Literacy Skills 

(DIBELS) to determine growth at the individual and team levels.  

In addition to these growth measures, teacher evaluations will be significantly enhanced 

in frequency, intensity, and reliability. All teachers will be observed four to six times per year by 

multiple evaluators. (See Appendix E for a sample of the evaluation form that will be used.) The 

current evaluation rubric will need to be reviewed and updated to be more robust and to better 

align with the JSC evaluation components. On the Teaching, Learning, and Leading rubric, there 

are four possible levels, “distinguished,” “effective,” “emerging,” and “ineffective.” Teachers 
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will be evaluated on 20 different indicators. Each year, at least three different evaluators will 

formally observe each teacher a total of four to six times. Of those observations, two will be 

announced with the remaining two to four being unannounced. The principal (or assistant 

principal) will conduct two observations per year. Master teachers and mentor teachers serving 

as peer evaluators will conduct the remaining observations. To ensure inter-rater reliability, all 

evaluators will go through five days of intensive training on the rubric and will be asked to score 

videotaped lessons. Training will be conducted each summer to re-calibrate scoring. If disparities 

exist in evaluation scores, the teacher and evaluators will meet to reconcile differences in 

evaluations. Greater detail of the evaluation’s impact will be provided in the compensation and 

supports sections.    

Career Advancement and Compensation 

The ultimate goal of the JSC plan is to change the way teachers develop and work as 

professionals. To that end, the supports, career advancement, and compensation are inextricably 

linked. Jeffco currently uses a traditional salary structure (Table 2). By Year 3 of the grant, all 

teachers in the JSC schools will be placed on one of three tiers (Table 3). This is a significant and 

substantial departure from the current, traditional salary structure. The JSC will use robust 

evaluations from multiple evaluators and adequate student growth demonstrated by individuals, 

teams, and schools to move teachers up and down the compensation structure. Additionally, 

consequential decisions such as tenure and offering a continuing contract will be embedded in 

the tiered structure of JSC. In essence, all teachers in the targeted schools will sign on to 

participate in the new compensation system or will transfer to other non-JSC schools. The 

structure represents a substantial increase in pay for effective teachers as a trade-off for the 

security and stability of the current salary schedule.  
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After a planning year, and one transition year that will provide bonuses to teachers based 

on evaluations and student growth, all teachers will enter the tiered salary structure in 

experimental schools. In control schools, the transition year supports will be in place, but the 

only bonuses teachers will receive will be the additional 1% salary increase. The multiple 

evaluations by multiple evaluators will be conducted in both the control and experimental 

schools with the additional costs in both groups of schools covered by TIF. Teachers will be 

placed in the appropriate tier and step based on evaluation and growth data collected in the first 

two years of implementation. Teachers will move across the structure based on evaluations and 

student growth. In Tier 2, they will move up and down the structure based on individual, team, 

and school student growth. In Tier 3, highly effective teachers will move down the tier based on 

differentiated roles for master teachers. Two years of data will be required for any movement 

across, up or down the salary schedule. 

The proposed pay scale is in keeping with The New Commission on the Skills of the 

American Workforce (2006) that recommends the education field should recruit the top third of 

the high school graduates going on to college for the next generation of teachers. Their 

recommendation was to increase pay to a national average salary range of $45,000-$110,000 for 

working the same hours that professionals typically work.  

Table 1: Jeffco’s Current (2009-2010) Salary Schedule 

Salary Plan    

PRF 

 Level 1           

B.A.  

 Level 2 *B.A. 

+20  

 Level 3 

**B.A. +40  

 Level 4 

**B.A. +60  

 Level 5 

**B.A. +75  

     (See Below)  

 **Or Masters (See 

Below)  

 **Incl. Masters (See 

below)  

 **Incl. Masters (See 

Below)  

Grade  (O)   (O)   (O)   (O)   (O)  

Steps           

1           

2           

3           

4           
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5           

6           

7           

8  $-            

9  $-            

10  $-            

11  $-     $-          

12  $-     $-     $-        

13  $-     $-     $-     $-      

14  $-     $-     $-     $-      

15  $-     $-     $-     $-      

16  $-     $-          

17  $-     $-          

18  $-     $-          

19           

20  $-            

21  $-            

22           

23  $-            

24  $-            

25           

26  $-     $-     $-     $-     $-    

27  $-     $-     $-     $-     $-    

28  $-            

 

Table 2: Jeffco’s Proposed Strategic Compensation Structure 

 Tier 1 Tier 2 Tier 3 

Step 1  

 

 

Step 2  

 

 

Step 3  

 

 

A cost of living raise will be based on the negotiated agreement between the district and JCEA. 

Teachers can move up, down, and across based on two years of evaluation and student growth data. 

 

Clearly, JSC is a bold step toward aligning compensation to effectiveness. Unlike most 

performance pay models that simply layer bonuses on top of a traditional salary schedule, this is 

clearly compensation reform. Also, this model is a departure from career ladders in that teachers 
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can drop back down within and between Tiers 2 and 3 based on two years of evaluation and 

student growth data.  

JSC addresses Absolute Priority 2, fiscal sustainability, partially because it is an overhaul 

of the entire salary schedule. Although the top and bottom of the scale have been raised 

significantly, a teacher through growth measures and evaluations must demonstrate significant 

effect on students, teams, and schools in order to move to the upper end of the scale. The fact 

that teachers can drop back down the salary schedule decreases the likelihood of undifferentiated 

compensation inflation over time. Based on the criteria described below, only 15-20% of 

teachers in the JSC schools will achieve Tier 3.  

The key to this model is transparency. The tiers and steps are understandable to teachers. 

Table 3 demonstrates explicitly how teachers move across and down the compensation structure. 

This structure will remain in place over the course of the TIF grant and will be subject to the 

negotiated amount of cost of living raises in accordance with other district employees each year.  

Tier 1 is reserved for teachers who are new to the district, with no teaching experience, who will 

enter the district at  This is a significant increase from the current beginning salary, to 

entice more new teachers to these high-needs schools. Teachers with three years of experience or 

more who can provide evidence of effective evaluations will enter the district at . Any 

teachers with three years of experience or more who can provide evidence of effectiveness 

through evaluation reports and impact on student achievement growth can enter the district with 

a contract. The decision to move teachers from Tier 1 to Tier 2 will coincide with the 

decision to give tenure. A team of peer evaluators in conjunction with administrators will have 

observed and evaluated these teachers between 12 and 18 times when the tenure decision is 
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made. Additionally, three years of student growth data will also be available to substantiate the 

conclusions of the evaluators providing a robust perspective on the quality of beginning teachers.   

Table 3: How Teachers Advance on the Proposed JSC Salary Structure 

 Tier 1 
Can only remain at Tier 1 

for 3 years – tenure 

decision and move to Tier 

2 coincide 

Tier 2 Tier 3 

Step 1 Beginning teacher 100% or better of effective 

ratings on evaluation when 

all raters are averaged and 

individual, team, or school 

student growth of more than 

one year 

(1 of 3) 

70% distinguished ratings 

on evaluation (this will need 

to include leadership and 

ability to work with 

colleagues) when all raters 

are averaged and individual 

student growth on CSAP or 

other subject measure is 

above the 60
th

 percentile – 

these teachers will have 

model classrooms and 

receive 20% release to 

mentor other teachers 

Step 2 Teacher from another 

district with at least 3 

years of experience and 

evidence of strong 

evaluations 

30% distinguished ratings 

on evaluation, and no 

emerging or ineffective 

ratings, when all raters are 

averaged and individual, 

team, or school student 

growth of more than one 

year 

(2 of 3) 

Same as above. However, 

after their first year, 

evaluation will be based on 

ability to work with other 

teachers and growth of 

teams and school. Master 

teachers will be on full 

release and will sign a 200-

day contract to provide time 

for leadership roles 

Step 3 Teacher from another 

district with at least 3 

years of experience, 

evidence of strong 

evaluations with evidence 

of impact on student 

learning 

40% distinguished ratings 

on evaluation, and no 

emerging or ineffective 

ratings, when all raters are 

averaged and individual, 

team, and school student 

growth or more than one 

year 

(3 of 3) 

Same as above. However, 

after their first year, 

evaluation will be based on 

ability to work with other 

teachers and growth of 

teams and school. Master 

teachers will be on full and 

will sign a 215-day contract 

to provide extended time for 

leadership roles 

Cost of living increases will be based on the negotiated agreement between the district and JCEA. 

Teachers can move up, down, and across based on two years of evaluation and student growth data. 
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Tier 2 is where approximately 80-85% of the non-probationary teachers in Jeffco will be. 

When teachers are granted tenure and earn at least 100% or better of effective ratings, with no 

emerging or ineffective ratings, on the rubric, they will be moved to the first step of Tier 2. 

Teachers in schools selected as pilot sites will be given the choice not to participate by leaving a 

selected school and being re-assigned to a non-participating school. All teachers in a school that 

is selected must participate in the new system. Current tenured teachers will be initially placed in 

Tier 2 at or above their current salary until sufficient data are collected to evaluate them under 

the JSC system. Additionally, teachers must demonstrate contribution to student learning 

individually, as part of a team, or as a school. According to the standards set by the Colorado 

Growth Model for Jeffco, this growth rate must exceed the 45
th

 percentile. This jump to Tier 2 

could be a  increase in salary. The reason for the substantial increase is to demonstrate 

the value this teacher brings to the district, value that has been validated by multiple evaluations 

and student growth.  

Another unique aspect of the JSC plan is that to move forward in Tier 2, teachers, teams, 

and/or schools must improve student outcomes. Data will be collected for at least two years to 

maintain some stability in the ratings, but teachers move up and down Tier 2 based on their 

individual effectiveness, team effectiveness, and school effectiveness. To move to Step 2, 

, teachers must earn 30% distinguished ratings and two of the following categories must 

also demonstrate at least a year’s growth: individual, team, and school. To move to Step 3, 

, all three categories must demonstrate a year or more of growth and evaluation ratings 

must be 40% distinguished or greater. While the district anticipates growth measures will 

eventually be in place for all teachers according to SB 191, until those have been developed, 

some teachers, such as physical education, music, or art teachers may not be able to advance to 
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Step 3 of Tier 3. At present, this will decrease the cost of the model and ensure core teachers 

moving into the teacher leadership roles needed at the scale of 12 schools. If this model is 

adopted district wide at the conclusion of the grant period, there will likely be a need for master 

teachers in non-core subject areas at which time growth measures will likely be available for all 

teachers. 

Tier 2 ends shy of the top of the current salary schedule. This is intentional as it 

will be necessary for very good teachers to remain in Tier 2 for sustainability purposes. This is 

not a deficit category for teachers. Teachers can move back down Tier 2 if evaluation scores, or 

individual, team, and school student growth rates decline. This will be an adjustment for 

teachers, but is essential if performance is what truly drives this compensation structure. Another 

strength of this tier is its ability to capture teachers in their fifth through twelfth years in Jeffco. 

Within four years of being in the district, outstanding teachers could potentially make 

more than a less effective 30-year teaching veteran. However, if these two teachers are in the 

same building, the incentive in this tier is to work together for the good of the team and school so 

that both can advance and student outcomes can improve. 

Tier 3 teachers are the essential piece to this compensation and support reform. In order 

to be programmatically and fiscally sustainable, these teachers must add tremendous value to the 

district. As instructional leaders, these teachers will provide leadership that has traditionally 

resided in the central office and school administration. These teachers will be designated master 

and mentor teachers and will provide evaluation, job-embedded professional development, 

lesson modeling, data and student work analysis, and weekly strategy review for collaborative 

teams. These teachers must be excellent with students and also able to encourage and develop 

colleagues. With this additional responsibility comes additional compensation. Mentor teachers 
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will reside in Step 1 of Tier 3 and will make These teachers must earn 70% 

distinguished ratings on their evaluations, and demonstrate significant student growth such as 

median growth on CSAP of greater than the 60
th

 percentile. Teachers who meet these criteria 

must submit a portfolio of work that demonstrates their ability to work with students, colleagues, 

and data. A panel of peer evaluators and administrators will review the portfolios. These teachers 

will continue to teach but will be released 20% of their time to work with other teachers. Mentor 

teachers will be responsible for approximately 10 other teachers. Their 20% release time includes 

observation, co-teaching, data analysis, professional development facilitation, and lesson 

modeling. Lesson modeling could include being a model classroom for other teachers to come 

and observe, or teaching a lesson that implements a strategy being studied in the collaborative 

group in a developing teacher’s classroom. 

If Step 1, Tier 3 teachers demonstrate that they can help move a team and school of 

teachers forward by moving student growth targets and evaluations they can apply to move to 

Step 2, Tier 3. In order to maximize these teachers’ potential contributions to the effectiveness of 

teams and schools, they will sign 200-day contracts as opposed to the typical 187-day contract. 

These teachers will be designated master teachers and will be released full-time from their 

teaching responsibilities. This extended contract will give these teachers time to develop 

curriculum, research strategies, examine data, undergo training, and develop as leaders. These 

teachers will lead weekly collaborative meetings that will focus on student work. Based on the 

student work, master teachers will research strategies that will assist teachers in improving 

student results. Additionally, the master teachers will co-teach, model lessons, and provide any 

supports needed by the approximately 20 teachers for whom they are responsible. Their growth 

evaluation will be completely dependent on the student gains of their teams and schools. 
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Tier 3, Step 3 teachers will make per year. The primary difference between 

Step 2 and Step 3 is that teachers at this level will be on 215-day contracts. These teachers will 

also be designated as master teachers. Along with other master and mentor teachers in the 

buildings, these teachers will comprise the leadership teams in schools and for the district and 

support with school leadership. Additionally, Colorado’s Race to the Top proposal describes the 

need for teacher leaders to consult at the state level. This could be another potential role for these 

master teachers and could aid sustainability as a portion of these master teachers’ salaries could 

be covered by the state. 

In the control group of schools, teachers will not be eligible to move into JSC. They will 

remain on the traditional salary schedule with a 1% annual bonus for participation. However, in 

order to receive the same interventions afforded the experimental group of schools, mentor and 

master teachers in addition to release time will be covered by TIF. In control schools, mentor 

teachers will receive a stipend of  Master teachers on a 200-day contract will receive a 

 stipend, and master teachers on a 215-day contract will receive a  stipend. This 

will create the capacity in these schools to deliver the job-embedded professional development, 

additional evaluation, and support that Jeffco is proposing. 

The size of the pay increases at all levels is substantial. Much is expected of these 

teachers in the JSC, and therefore substantial rewards are necessary to change the behavioral and 

compositional aspects of these schools’ faculties. Based on survey data that the JCEA has 

gathered, some teachers at or near the top of the current salary schedule may choose to leave, 

resulting in a decrease of overall staffing costs. The program evaluation will monitor this effect 

to analyze such possible reductions and their impact on sustainability for continuation or scale-

up. The compressed structure of the JSC plan and its basis on performance will likely impact the 
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compositional aspects of the schools, attracting a different type of teacher that might be more 

motivated by a compensation structure that rewards performance. The evaluation plan will 

address how this will be monitored and analyzed. 

Student learning, teacher learning, and teacher leadership drive the new JSC. This new 

compensation structure will be phased in over the first three years of the grant project. The first 

year of the grant will serve as a planning and data collection year. The second year, Jeffco will 

provide payouts to teachers and principals who demonstrate effectiveness as defined below, but 

will not move to the tiered structure until the third year. This dramatically different approach to 

compensation and career advancement will require the collective expertise of Jeffco’s teachers 

and administrators. To facilitate this, trust in and credibility of the JSC are essential. Year 1 of 

the grant (see the Project Management Plan in Appendix F and related discussion in Section 3 

below) will engage all stakeholders, particularly teachers, the JCEA, and the administration. At 

the same time, student growth data and evaluation scores for teachers will be collected. In Year 

2, these data collection efforts will continue and payouts will be made that year.  

Because this model is about more than compensation, its success is dependent on the 

leadership of teachers in Tier 3. If teachers do not see those teachers who are elevated to Tier 3 

as effective teacher leaders, then the model will lack credibility and will not result in the desired 

changes. Therefore, allowing an additional year of data collection will enhance the likelihood 

that the teachers who achieve Tier 3 status will be the right teachers to lead the changes in the 

involved schools. In order to begin payouts in Year 2, a modified stipend structure is described 

below that will serve as a more traditional payout model for Year 2 only (see Table 5). In 

addition to student growth, all teachers in the targeted schools will be evaluated twice by an 

administrator, and four times by peer evaluators. A panel of teachers and administrators will 
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select these peer evaluators in the planning year. These peer evaluators will be trained on the 

evaluation rubric to ensure inter-rater reliability. With multiple people evaluating all teachers 

multiple times throughout the year, the likelihood of the identification of effective teachers 

increases.  

The primary focus of Year 2’s stipends will be student learning. This will serve two 

purposes. First, this will allow teachers to become acclimated to this type of pay-for-

performance. Second, and more importantly, this transition year will identify where teachers will 

fall on the tiered-structure for the following year. In addition to these data, to move into Tier 3 in 

Year 3, teachers will need to submit a portfolio including data analysis, writing sample, and 

teaching sample that will be evaluated by peer reviewers and administration.  

Because no teachers will have been identified for Tiers 2 or 3 during the initial year of 

pilot implementation, Jeffco and the JCEA will jointly nominate members of a Jeffco Peer 

Evaluation Program (JPEP) Committee before the start of the 2011-12 school year. The 

committee will review applications from accomplished, effective teachers in the district to select 

peer evaluators during this transition year. Subsequently, the JPEP will continue to offer support 

to mentor teachers in terms of training them to evaluate reliably and carefully, and to develop 

relevant professional development plans for the teachers whom they evaluate.  
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Table 4: Modified Payout Structure for Transitional Year (Project Year 2 Only) 

Payout Teaching, Learning, and Leading score 

– based on administrator and peer 

review – 50%  

Student achievement growth (based 

on team and classroom level growth 

if available) – 50% 

$4,000* 20% “distinguished” ratings Average median growth of students is 

greater than the 45
th

 percentile 

$6,000 40% “distinguished” ratings Average median growth of students is 

greater than the 55
th

 percentile 

$8,000 60% “distinguished” ratings Average median growth of students is 

greater than the 65
th

 percentile 

* Teachers can earn half of the payout by achieving either the percent “distinguished” or the 

student growth standard. 

Professional Development 

The purpose of the three pillars of Teaching, Learning, and Leading is to ensure an 

accurate appraisal of teachers’ strengths and areas that can be supported by professional 

development. In addition to informal development by more clearly identifying teaching 

effectiveness, teacher professional growth occurs through repeated observations, growth 

producing feedback, and structured reflection. Each observation will be followed by a conference 

including the observer and teacher. Areas of strength for each teacher will be identified, in 

addition to areas of refinement that will be improved through supports.  

These supports will include robust job-embedded professional development with teams of 

teachers led by master and mentor teachers who have expertise in teaching, learning, data 

analysis, and group facilitation. A ratio of one master teacher to every 20 classroom teachers and 

one mentor teacher to every 10 classroom teachers will be maintained to ensure adequate 

observation and support.  The master teachers will be released full-time from their teaching 

responsibilities to support other teachers. The mentor teachers will be released from 20% of their 

teaching loads to support other teachers. The school leadership teams will include the principal, 

master, and mentor teachers. Together, based on the needs identified in classrooms, achievement 
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data, and school improvement goals, this team will identify the strategies needed to increase 

student achievement. 

Student work will be at the center of weekly collaborative group meetings. Master and 

mentor teachers will lead the analysis of student work to look for areas of misconceptions and 

develop strategies to remediate students. This analysis will create an iterative process of 

reflection and action that will improve student learning. When necessary, master and mentor 

teachers will teach or co-teach lessons in classrooms to model effective classroom practice. 

Professional development in this model is not about telling; instead, it is about showing and then 

assessing resulting actions.  

 Principal Evaluation and Compensation 

The effectiveness of the principal will be determined based on the Vanderbilt Assessment 

of Leadership in Education (VAL-ED) and school-wide measures of student learning. “The 

VAL-ED is a paper and on-line assessment which utilizes a multi-rater, evidence-based approach 

to measure the effectiveness of school leadership behaviors known to influence teacher 

performance and student learning. The VAL-ED measures core components and key processes. 

Core components refer to characteristics of schools that support the learning of students and 

enhance the ability of teachers to teach. Key processes refer to how leaders create those core 

components” (VAL-ED, 2010). Half of principal effectiveness will be determined by VAL-ED. 

The other half of the principal’s evaluation will be based on student learning growth toward 

school accountability goals. For elementary and middle school principals school-wide growth on 

CSAP scores will determine the other half. For high school principals, growth on grades 9 and 10 

CSAP scores, ACT scores, attendance, and/or graduation rate will determine the remainder of 

their measure of effectiveness based on performance. 
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For principals, incentives will be determined be the percentage of each school 

accountability goal accomplished with payouts of up to  Additionally, performance on 

VAL-ED and could result in another payout of up to   

Data-Management System 

Combined with the Colorado data system to track student growth, Jeffco has a strong data 

team that will work to align individual, team, and school data with school-wide goals. Multiple 

central departments in Jeffco Schools will provide the expertise to enhance the data-management 

system for this initiative.  The central department staff members hold expertise in such areas as 

statistical and psychometric analyses, IT custom application development, research and program 

evaluation.  These departments (e.g., Human Resources, Information Technology, Accounting, 

and Instructional Data Services) already provide web-based systems that accurately link Jeffco 

educators with their students’ achievement data, and automated systems for teacher payroll. For 

this initiative, those existing systems would be enhanced to ensure all facets of the strategic 

compensation plan are included (e.g., online collection system for school, team and teacher goals 

and alignment of payroll systems to new salary schedules. 

Section 3: Adequacy of Support for the Proposed Project 

Strength of Management Plan 

The greatest strength of the management plan for this project is that it is not merely a 

proposed process and structure. Rather, the process is already underway and thus can 

demonstrate prior success in moving recommendations forward. For the last two years, Jeffco 

Public Schools has been engaged in the work of reforming its compensation system for teachers 

and principals. These efforts have been led by a Strategic Compensation Steering Committee (the 

Steering Committee), comprised of a broad group of district stakeholders most likely to be 
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immediately impacted by a strategic compensation plan: the superintendent and other senior 

district staff; Jeffco school board members; principals; teachers; and representatives of the 

Jefferson County Education Association (JCEA), the local teachers’ union, University staff, and 

community members.. During this time, the Steering Committee has engaged in study of 

research and best practices related to compensation reforms, and examined a variety of models to 

determine the compensation structure that would best fit with Jeffco’s particular needs.  

The Steering Committee developed a series of recommendations last year, contained in 

its Compensation Framework that suggests the underlying principles and rationale for the 

proposed Jeffco Strategic Compensation (JSC) plan. This framework has now been referred to a 

smaller but still representative 11-member Infrastructure Committee (IC). (A list of all IC 

members and their affiliations is contained in Appendix G.) Currently led by a half-time project 

director (Warren Blair, a veteran principal currently on half-time release from his administrative 

duties) and advised by the Center for Teaching Quality (a national nonprofit organization with 

expertise in compensation reform policies, school change, and teacher leadership and 

professionalism), the Infrastructure Committee is tasked with designing a strategic compensation 

system that aligns with framework goals. (The complete list of goals appears within the 

framework, found in Appendix H.)   

A recent grant from the Colorado Department of Education (CDE), made possible by 

funding from the American Recovery and Reinvestment Act of 2009 (ARRA), is supporting the 

initial design phase for JSC. The CDE grant has permitted the hiring of a full time project 

manager, Kristina Parsons, from July through December 2010. (Part 6 contains additional detail 

on her qualifications for this role, as well as those of other Jeffco staff who are principally 

involved in this project.) Ms. Parsons’ expanded role will augment the district’s current staffing 
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investment in the project, and the continuance of this position, with TIF support, will 

substantially speed the pace at which the project can move forward during Year 1.  

Starting in October 2010, TIF funds will supplement CDE grant monies, allowing Jeffco 

to continue to move forward with design, implementation and evaluation plans in a timely way. 

The project management timeline provided in Appendix F outlines our proposed activities during 

the TIF grant period and indicates benchmarks for their completion, as well as the district staff or 

contractors who will bear primary responsibility for overseeing each. Pursuant to Jeffco’s current 

CDE grant obligations, some contractors do currently occupy some of the defined contractor 

roles through December 2010. If Jeffco receives a TIF award in September 2010, the district will 

reopen an RFP for contractors who can complete the obligations for design, pilot implementation 

and evaluation under the TIF grant. 

Compensation model design. We anticipate that current CDE funds will underwrite the 

bulk of the remaining compensation model design process between now and the end of the 

calendar year. The IC’s Cost Modeling and Funding Sources Team (CMFST) is leading this 

work, informed by the recommendations made by the IC at large. Using CDE funds, they have 

engaged Augenblick, Palaich and Associates, Inc. (APA) through December 2010 to develop 

cost and models and related implementation scenarios. (See Section 2 for discussion of the 

design and cost model.) TIF support will allow the CMFST to continue its efforts to refine and 

target the model based on formative evaluations, surveys of teachers and other district or 

community stakeholders, or other considerations. A consultant will be retained effective January 

2011 to conduct the technical aspects of this work on an ongoing basis, under the CMFST’s 

direction.  
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As discussed previously in Section 2, the Colorado Growth Model cannot currently 

provide data on student learning growth for all grade levels and subject areas. Assessments will 

be developed by the Colorado Department of Education as required by SB 191. We will utilize 

these assessments for our program as they become available. District staff in the Instructional 

Data Services (IDS) and Human Resources divisions will be responsible for providing relevant 

data (e.g., linked student-teacher and student-principal data, school composition data used as 

controls) to the CMFST and consultants with whom the team works, including the Evaluation 

Consultant. Assistant Project Manager for Human Resources and additional JSC data analysts 

will guide these day-to-day efforts under the direction of the Project Manager. 

Finally, a Facilitation Consultant will work with the IC and its component teams 

throughout this design and implementation process, in collaboration with the Project Manager. 

Additionally, this consultant will facilitate the convening of a Denver Metro Alternative 

Compensation Consortium, allowing Jeffco to come together with four other local districts also 

operating strategic compensation programs (Denver Public Schools, Douglas County, Eagle 

County, Harrison County 2) to share information and best practices to help additional school 

districts around the state in implementing a performance-based compensation system. 

Professional development and evaluations for teachers and other staff. As outlined in 

Section 2, mentor or master teachers (on part- or full-time release from regular classroom 

instruction duties) or school administrators will conduct most teacher observations, guided by the 

Jeffco Peer Evaluation Program (JPEP) structure to ensure that evaluation and professional 

development are seamlessly integrated. Observation data will be used to drive ongoing 

professional development for teachers, guided by these mentor and master teachers. Coaching 

and professional development work will complement but not supplant regular district-provided 
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professional development opportunities. Other professional development needed for teachers to 

qualify for more advanced tiers, such as license endorsements or National Board certification, 

will continue to be obtained by teachers independently.  

Master and mentor teachers will be supported with training and support provided by 

outside experts and curriculum and data experts within the district, and will be evaluated in turn 

by administrators and peer master teachers. School and team gains will also demonstrate the 

effectiveness of master and mentor teachers. Mentor and master teachers, in concert with Jeffco 

professional development office staff, will create most professional development materials not 

already available. This work will be managed on a day-to-day basis by the Assistant Project 

Manager for the Division of Instruction, and overseen by the JSC Project Manager.  

Evaluation. In addition to participating in the national evaluation, evaluation will be a 

centerpiece of the JSC project implementation and management plan. The Research/Evaluation 

Team (RET) of the IC will contract with an external consultant to conduct quarterly formative 

evaluations based on quantitative and qualitative feedback. (Additional detail about the local 

evaluation plan is available in Section 4 below.) The evaluation consultant will also provide a 

summative evaluation before the conclusion of Year 5 of the project.  

Formative evaluation results will guide subsequent work in an iterative fashion, while the 

summative evaluation will offer direction for sustaining the JSC plan permanently and may be 

useful to other districts pursuing similar compensation reforms in years to come. The Project 

Manager and IC will bear responsibility for ensuring that evaluation results are incorporated into 

ongoing planning processes, by coordinating with Jeffco staff and other contractors or 

stakeholders to ensure that model designs, implementation plans, or other strategies are adjusted 

to address evaluators’ concerns and/or recommendations adequately. 

PR/Award # S385A100084 e38



Jeffco Strategic Compensation: Evaluation Competition 

 40

As described in Section 2, a survey of all staff in the pilot and comparison group schools 

will be administered annually in Years 2 through 5 of the project. This survey will be developed 

in a manner that allows for collection of feedback on school climate and conditions generally as 

well as specifically related to the design and implementation of the Strategic Compensation Plan.  

Communications and Outreach. The Communications Team of the IC will coordinate 

outreach to local stakeholders beyond those directly affiliated with the district and union, 

including parents, interested community-based organizations (CBOs), the media, policymakers 

and the general public. The team will work in collaboration with the district’s Communication 

Services staff and a Communications Consultant. This consultant will bear responsibility for 

conducting ongoing surveys and interviews of Jeffco stakeholders beyond staff (e.g., parents, 

policymakers, community members). These feedback mechanisms will allow the IC and district 

to determine levels of support for the JSC plan, learn areas in which certain groups need 

additional information about how the plan works, or have input that may be valuable to 

improving buy-in among district teachers and principals or other stakeholders. Results from 

surveys and interviews will be made available to the evaluation consultants, and a review of 

these will constitute portions of formative and summative evaluations.  

The Communications Consultant will develop strategies for two-way communication 

about the JSC plan and its anticipated or actual impacts on Jeffco teachers, principals, and 

students, and will work jointly with the Jeffco Communications Services staff to execute these 

plans. They will also collaborate with the IC Communications Team and JCEA to conduct 

ongoing outreach programs, to keep the community and stakeholders informed about the 

progress and results of JSC. These outreach programs will include regular electronic and print 

communications tools, and face-to-face contact, such as quarterly community-wide meetings in 
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several locations throughout the district and events in specific school sites as the plan is rolled 

out district-wide. 

Funding and Sustainability. In the current economic environment, affordability and 

sustainability of the JSC plan are central concerns – both practically and in terms of improving 

local “political will” and buy-in for its implementation. Cost modeling work will offer the IC and 

district a much clearer picture of short- and long-term cost projections for the plan, allowing 

them to incorporate budgetary considerations as one factor in the final design phase. Any options 

– however attractive from a policy perspective – that do not meet the essential criterion of being 

sustainably affordable will be removed from consideration. As such, the IC’s CMFST will work 

both with the cost modeling consultant and the district’s budget office to ensure that the final 

plan satisfies that concern. Moreover, the CMFST will work with the Grants Management staff 

at the Jeffco central office to identify and secure funding from state and local sources to 

supplement TIF funds during the project period, and to sustain the JSC program thereafter.  

Ultimately, this model will only be fiscally and programmatically sustainable if several 

issues are addressed. Superintendent Stevenson and school board members are considering a 

millage tax for implementing this plan across the district. Additionally, the district has already 

received funds from several foundations, including the Rose Community Foundation, to explore 

how to develop a strategic compensation system. Jeffco also received a recent $457,000 grant 

from the Colorado Department of Education. If a TIF award is made, it will increase the 

likelihood that more funds could be raised from grant sources and other state and local sources. 

There may also be uncovered cost savings in the transfer of teachers from the current salary 

schedule to the new Tier system that will be realized through implementation. This could include 

how we currently finance and staff schools and re-allocate this current funding to the new 
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system. Finally, using this compensation structure in targeted schools with the greatest needs 

could also reduce overall costs. By the end of the 5-year period, Jeffco will assume all costs 

associated with JSC. Table 5 indicates the level of resources Jeffco will commit to matching 

federal funds. 

Table 5: Fiscal Sustainability 

 Year 1 Year 2 Year 3 Year 4 Year 5 Beyond 

Year 5 

District 

Portion 

5% 10% 15% 30% 50% 100% 

Grant 

Portion 

95% 90% 85% 70% 50% 0% 

  

Clearly, JSC addresses the comprehensive approach to educator supports and 

compensation described in Absolute Priority 3. Moreover, programmatically, this structure is 

designed for sustainability as teacher leaders are developed throughout the tier structure. The 

capacity of facilitating growth in others is measured and rewarded in this system. Weekly 

collaboration meetings should begin to develop a reliance on others to improve as a team so that 

success can be sustained. Additional information on fiscal resources and sustainability of our 

proposal is contained in Section 4 below. 

Qualifications of Key Personnel 

 The two-year process of study and discussion among district and union leaders has 

been instrumental in making all parties in Jeffco much more qualified to handle the demands of 

research-based decision-making, close project and fiscal management, and spirit of compromise 

in order to benefit student learning opportunities. Even apart from this, however, Jeffco is 

fortunate to have an excellent team of professionals in place to manage the implementation of a 

compensation reform of this scope and size. Detailed information on these individuals’ 
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experience and qualifications can be found in Part 6 of this application. A few key central office 

leaders include: 

  Superintendent Cynthia Stevenson has led Jeffco Public Schools since 2002, and has 

over 35 years of experience in educational leadership in the district. Dr. Stevenson holds a Ph.D. 

in Administration, Supervision and Curriculum Development from the University of Colorado, 

and was recently a national Superintendent of the Year finalist. 

 Executive Director of Instructional Data Services (IDS) Carol Eaton directs several 

Jeffco divisions including assessment, research, program evaluation, accreditation, 

accountability, and student data reporting. Dr. Eaton received her Ph.D. from Syracuse 

University in 1999.  

 Director of Professional Development Sue Gill has served Jeffco for 32 years as a 

teacher and administrator. She created the district’s teacher induction program, and has chaired a 

variety of district-wide committees, including one on strengthening teacher evaluation processes 

and policies. 

 Executive Director of Human Resources Amy Weber has spent a dozen years as a 

human resources manager in large school districts nationwide, including Fairfax County, VA. 

Ms. Weber earned her MBA and Senior Professional Human Resources certification, and spent 

10 years as a human resources consultant. 

 Effective this summer, the Project Manager’s role is increasing from 0.5 to 1 FTE, 

and it will continue at this level over the next five years with TIF support. This individual will 

thus have adequate time to conduct proper oversight of all consultants for the project, as well as 

to act as an overall coordinator for the day-to-day work associated with design, evaluation, 

strategic and implementation of the JSC plan. Kristina Parsons currently is in the PM role. She 
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brings extensive experience as an award winning teacher and science department chair, as well 

as expertise in project management, and has deep experience with both Jeffco and the JCEA. 

Thus, she is ideally suited to work with the various stakeholders involved in moving the JSC 

project forward successfully. (Ms. Parson’s resume is included in Part 6 of the application.) 

 TIF funds will also support the hiring of a Project Assistant by December 2010, who 

will take on many of the logistical, basic communications and clerical functions for the IC 

currently associated with the coordinator’s role, and will also provide administrative support to 

the Project Manager and other staff. Two full-time Assistant Project Managers will also be 

hired in fall 2010. One will be embedded in the Human Resources division at Jeffco and another 

in Division of Instruction, to execute the evaluation and professional development programs that 

undergird the JSC plan. The plan will also require three positions to develop and support the 

collection of data needed for the JSC plan. A systems analyst will work on developing 

supporting data systems. Initial work will focus on implementing an on-line evaluation module 

that collects performance ratings for each of the evaluation categories. The Assessment Systems 

Analyst will develop and define the technical requirements that will support appropriate data 

collection and analysis. An Assessment and Research Analyst will develop valid and reliable 

processes to support the goal setting at an individual, team or school level. They will determine 

existing and new data sources that might be required and partner with schools to train, monitor 

and evaluate goals.  All these positions will report to the Project Manager. 

 As indicated in the project management plan in Appendix F, consultants are expected 

to play a significant role in many of the more technical or shorter-term aspects of the JSC 

program’s development and implementation. Pursuant to the TIF guidelines, Jeffco has not made 

agreements with any consultants who may participate in this work, beyond the scope of work 
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already funded via the CDE grant through December 2010. However, we anticipate that 

contractors will need the following expertise to be successful candidates for project work: 

 Evaluation Consultant. The consultant(s) selected for this work must have 

demonstrated expertise in evaluation of district-level funding and programs related to 

compensation and/or labor markets in the public schools; experience in analysis of public school 

compensation policies, preferably at the district level; and knowledge of the Colorado policy and 

funding landscape, as well as local teacher labor markets.  

 Cost Modeling Consultant. Education consultants in this area will require expertise in 

cost modeling; significant capacity for sophisticated quantitative and qualitative analyses; and 

extensive experience in developing and analyzing district and state policies. Special 

consideration for this contract will be extended to consultants with prior experience in 

development and implementation of alternative compensation programs.  

  Communications Consultant. This consultant will need successful experience not 

only in working with traditional media and publicity and two-way communications campaigns, 

but also with conducting public opinion research using both qualitative and quantitative data 

collection and analysis methods. The consultant must also have a track record of successful 

grassroots outreach efforts around education policy initiatives among community stakeholders. 

Preference will be given to consultants or firms with extensive experience in and knowledge of 

the Denver metro area and/or the state of Colorado. 

 Facilitation Consultant. This consultant will have a proven track record of 

successfully convening stakeholders at the district or regional level and facilitating joint policy 

or research initiatives. The consultant also will need extensive experience in working with 

Colorado school districts around issues of evaluation, compensation, and/or assessment policies 
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at the state or local levels. Preference will be given to consultants with experience in Denver 

metro area districts.  

Other Funding Sources for JSC Design and Implementation  

 As mentioned previously, Jeffco is fortunate to have a two-year history of local and 

state support for its efforts to develop a strategic compensation program, totaling nearly 

$849,000 to date (over $570,000 in state and district funding and over $278,000 in private grant 

funds). Most recently, Jeffco received an ARRA grant from the CDE, which will allow Jeffco 

and the IC to complete the main design process for the JSC compensation model. (At the time of 

submission we were still waiting for letters of support from the Colorado Department of 

Education.)   

 The Rose Community Foundation (RCF) – a large private foundation in the Denver 

metro area that has been a leading funder of other local compensation reform efforts, including 

Denver Public Schools’ groundbreaking ProComp program – has also made significant 

investments totaling nearly $235,000 to date. As part of these early grants, the Center for 

Teaching Quality was contracted to facilitate Steering Committee and IC meetings, guide their 

study of national research and best practices on alternative compensation policies, and assist the 

district in obtaining additional funding to support the project design and implementation phases. 

The Foundation expects to offer continued strategic and advisory support to the IC, and has 

indicated strong interest in considering follow-on proposals from the district to ensure that JSC is 

developed and implemented successfully and reasonably swiftly. (A letter of support from 

Phillip Gonring, Senior Education Program Officer at RCF and a leader in their grant-making for 

education compensation reforms, is attached to this proposal in Part 6.)  
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 Despite a recession-strained budget, Jeffco has also made relatively modest, but 

continued and critical, in-kind investments in the development of JSC thus far. The district made 

time available for central office staff, principals, and teachers to participate in the Steering 

Committee and IC, including covering expenses for substitute time that teachers needed in order 

to attend meetings. The district also gave a veteran principal and IC member (Warren Blair) part-

time release during the first two quarters of 2010 to act as a local project coordinator until CDE 

funds enabled the hiring of a full-time coordinator. The district has also offered meeting space 

for the Steering Committee, IC, and their contractors, as well as logistical and clerical assistance 

from the superintendent’s personal office staff. Similarly, the JCEA’s senior staff have been 

involved extensively throughout this process, constituting another significant source of in-kind 

support that is expected to continue throughout the proposed project period. 

 Perhaps most importantly, the early and ongoing participation and encouragement of 

key Jeffco officials – including the Superintendent and the President and Executive Director of 

the JCEA – have demonstrated to other staff, union members, and stakeholders that this project 

is and will remain a unified district priority. Their involvement – both in terms of their symbolic 

and leadership roles and the in-kind gift of their time – will be a critical component of the 

outreach and communications plan around the JSC plan.  

 Finally, the IC’s subcommittee structure does include a Cost Modeling and Funding 

Sources Team (CMFST). The CMFST is charged in part with identifying and securing state and 

local funding sources that can be phased in during the five-year period for the TIF grant, and 

then to sustain the JSC program thereafter. The Grants Administration staff of the Jeffco central 

office will take the lead in coordinating efforts with the CMFST during the project period, to 

better fit them for carrying out this work on an ongoing basis at the conclusion of the TIF grant. 
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The fact that sustained funding has been made an explicit priority for the IC and district, and that 

the project management plan includes a formal structure for carrying out this work, is a 

significant strength of this proposal.  

Justification for TIF Grant Request and Project Costs 

 Jeffco is requesting  in TIF funds in support of the JSC. We are aware that 

this would constitute a very substantial award to the district. However, as discussed in Sections 1 

and 2 of this proposal, the JSC goes well beyond typical bonus systems to address a variety of 

teacher quality issues comprehensively, in accord with Absolute Priority 3: building sensitive, 

accurate and fair evaluation processes that incorporate multiple measures; constructing 

professional development systems that are tied to evaluation results; and rewarding not only 

excellent teaching, but the spread of that expertise within teams and schools.  

 Moreover, educators will be relinquishing the security of the single salary schedule 

completely, so that their entire salaries, not only bonuses, depend on performance. The typical 

performance-based compensation system merely layers bonuses on top of larger compensation 

structures that are not aligned with performance goals. Entire salaries for teachers in JSC schools 

will be based on performance as a consequence of this new system (Absolute Priority 1). The 

bold and comprehensive nature of this program is what the Duncan Department of Education has 

been promoting, and its unique structure would supply useful information in the context of the 

national evaluation as well. 

 As outlined above, Jeffco anticipates substantial investments from other sources as 

well, many of whom have already contributed generously towards JSC planning efforts to date. 

The district itself has committed to phasing in additional funds, through in-kind support to the 

program and/or external funders, beginning in Year 1. By Year 5, Jeffco will be providing 
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approximately a 1:1 match of TIF funds, and will have arranged for funding for continuation or 

scale-up of the JSC plan as appropriate, fulfilling Absolute Priority 2. 

 Current CDE funding for the first phase of the JSC plan design includes consultancy from 

Augenblick, Palaich and Associates, Inc. (APA), to develop a sound cost model for the pilot of 

the program. Moreover, our proposed activities for the TIF grant include continued cost 

modeling throughout the five-year grant period from a yet-to-be-identified consultant. This 

additional planning effort will significantly improve the accuracy of the cost estimates we 

present as part of the pilot model – and of its expansions. As a consequence, Jeffco can be 

confident that any changes in the district’s compensation policy are affordable in the short-term, 

given budget constraints and a challenging fundraising environment, and sustainable for the 

long-term.  

Section 4: Quality of the Local Evaluation 

In addition to participation in the national evaluation, Jeffco is committed to quality local 

evaluation. As discussed in Section 3, the IC will contract with an external evaluator to conduct a 

summative evaluation as well as formative assessments. This local evaluation will augment the 

national evaluation with additional quantitative and qualitative data. The summative evaluation 

will offer direction for sustaining the JSC plan permanently. It will also provide evidence on the 

efficacy of compensation reforms akin to the JSC plan, which should be useful to other districts 

considering or pursuing similar compensation reforms.  The formative assessments will be 

designed to facilitate better JSC implementation and success during the course of the TIF grant. 

A review of Jeffco human resources data in Section 1 suggests that teachers in target JSC 

plan schools are not markedly less qualified or more transient than teachers in other schools. 

However, it seems clear from the student achievement data that there are large differences in 
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their efficacy as compared with peers in other schools – whether because of unmeasured 

differences under the current evaluation system, or due to lack of specific preparation and 

support for teaching in the context of high-needs schools.  

These interpretive issues aside, there remain three distinct avenues through which we 

anticipate that the JSC plan may lead to better student achievement: 1) teacher effort; focus        

2) formal performance feedback and professional development; and 3) informal role modeling 

effects. Specifically, we would expect teachers who are being rewarded under the JSC for 

student achievement gains on the CSAP tests to focus their instruction and effort around student 

achievement on these tests. Moreover, to the degree that the feedback and professional 

development teachers receive formally under JSC makes them more productive, we should 

observe greater teacher effectiveness. Similarly, we might expect teachers to improve through 

peer learning and mentoring effects (e.g., novice Tier 1 teachers seeking informal guidance from 

Tier 3 teachers) that occur because the JSC is identifying teacher excellence in a way that the old 

compensation system did not. 

Connected to the theory of action, there are a number of specific project performance 

objectives and research questions we plan to have an evaluator address in formative and 

summative evaluations: 

1. 100% of all pilot schools will make adequate percentile point gains to meet or exceed 

CDE’s School Performance Framework proficiency goals (or “status” on CSAP and 

CSAP alternate measures) in the four implementation years. Year 1 will establish 

baseline proficiency measures. Incremental proficiency goals will be calculated and 

evaluated annually for each pilot school based on the trajectory of meeting or exceeding 

the four-year proficiency targets on the CDE Framework. Did pilot schools meet these 

PR/Award # S385A100084 e49



Jeffco Strategic Compensation: Evaluation Competition 

 51

targets, and how does their performance trajectory – using both status and growth 

measures – compare to that of control schools or to comparable schools in other Colorado 

districts? 

2. Schools in the JSC will meet or exceed the adequate state CSAP growth targets set for  

 

them by CDE’s School Performance Framework for three out of the four years in the  

 

pilot program, years 2-5 of the grant, with year 1 being a benchmark year.  Each school  

 

will be given an adequate CSAP growth score by CDE each year that will be easily  

 

provided and compared for the evaluation. 

  

3. Are the teachers who advance through the JSC plan and/or receive pay increases more 

effective, based on student achievement data, than those who do not do so? 

4. Jeffco intends to identify the most effective 20% of teachers in pilot schools over the four 

implementation years and ensure that they meet standards for Tier 2, Step 3 (and possible 

movement to Tier 3) by the end of the project period. Was that objective achieved, and 

what factors mediated the district’s success in pilot schools? 

5. Jeffco further intends to assure that the system allows them to offer a 20:1 ratio of master 

teachers to other teaching staff, and 10:1 ratios of mentor teachers to other teachers. Was 

that objective achieved, and what factors mediated the district’s success in pilot schools? 

6. Is there evidence that the professional development teachers experience in JSC pilot 

schools are connected to subsequent teacher effectiveness?  

7. What is the effectiveness level, based on evaluation scores and student growth data, of 

teachers who stay in JSC schools versus those teachers who voluntarily leave JSC 

implementing schools? 
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8. What is the correlation between teachers’ evaluation scores under the new observation 

rubric and student growth data? 

9. How does the differential in the effectiveness level of teachers who stay in JSC schools 

versus those who leave compare to the differential between teacher “stayers” and 

“movers” in other schools in Jeffco? 

It is anticipated that these questions will be addressed using quasi-experimental methods, 

including regression models. This randomized design will provide more convincing evidence on 

the efficacy of the compensation reform because any differences between average student 

achievement or teacher outcomes in the treatment and control groups would be expected to an 

unbiased estimate of JSC program impacts.  

During the course of the evaluation, the Evaluation Consultant will also be expected to 

conduct a number of formative assessments that will occur yearly starting in year 2.  

Specifically, at the end of years 2, 3, and 4, the evaluator will answer questions 1, 2, and 3. This 

will help ensure that the program is functioning as intended with the “right” teachers moving 

through the JSC system and being rewarded for student achievement, and that the professional 

development activities connected to the JSC program are connected to teacher productivity.  

Additionally, the annual survey of teachers and staff in pilot and comparison schools will 

provide useful information about the JSC plan implementation in their schools and how these 

processes may mediate program effects. The Evaluation Consultant will develop this survey and 

to analyze the survey results.  Moreover, comparing the fidelity of treatment and control schools 

at a given point in time will suggest how implementation fidelity changes as schools gain 

experience with the program. This assessment will allow the district to make mid-course 
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corrections to messaging, performance feedback, or professional development during the course 

of the TIF grant period.  

Importantly, the survey analyses will also help determine how teacher attitudes and 

knowledge about the program differ between JSC and non-JSC schools as well as how attitudes 

evolve over time. We consider this to be important information as evidence (Ballou and 

Podgursky, 1993) suggests that teacher experiences with performance-based compensation affect 

their views of compensation reform whether or not they themselves receive additional pay.  

Moreover, teacher attitudes, both in JSC and non-JSC Jeffco schools, influence the sustainability 

of the program and the potential political challenges of implementing the JSC program more 

widely in the district.  Finally, knowledge gained from the survey analyses may inform Jeffco’s 

communication strategy around the JSC program. 

Table 6: Key Evaluation Research Questions and Data To Be Used 

Performance Objective to Be 

Evaluated 

Relevant Evaluation Data Data Source(s) 

Development of other accurate 

and fair measures of teacher 

and principal effectiveness 

� Copies of observation 

rubrics or other 

documentation for 

collected artifacts of 

teaching, leadership 

� Copies of policies and 

procedures related to 

observations or other types 

of qualitative evaluation 

� RET and Jeffco Human 

Resources or Professional 

Development staff 

 

� RET and Human 

Resources or Professional 

Development staff 
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Performance Objective to Be 

Evaluated 

Relevant Evaluation Data Data Source(s) 

Development of a 

compensation system that 

adequately and meaningfully 

rewards teacher and principal 

effectiveness 

� Copies of JSC salary 

schedules 

� Copies of prior salary 

schedules 

� Actual salary data for 

teachers and principals in 

implementation sites 

before and after JSC  

� Linked learning growth 

data for students in 

implementation sites 

before and after JSC  

� IC and Human Resources 

staff 

� Human Resources staff 

 

� Human Resources staff 

 

 

 

� Assessment staff 

 

 

 

Targeting phase-in of the 

compensation system to high-

needs and low-performing 

schools 

� Updated school-level data 

on demographics and 

achievement  

� Documentation of criteria 

for selecting new 

implementation sites 

� Assessment staff 

 

 

� IC 

Increasing retention of the 

most effective teachers and 

principals, especially within 

high-needs and low-

performing schools 

� Linked data on teaching 

effectiveness, as above 

� School- and individual-

level turnover data that can 

be linked with 

effectiveness data 

� Assessment and Human 

Resources staff 

� Human Resources staff 

Increasing leadership capacity 

among teachers and principals 

in Jeffco 

� Percentage of teachers in 

each school, by their tier 

(school by school, and also 

aggregated by whether the 

schools are 

implementation sites) 

� Human Resources staff 

Communicating effectively 

with Jeffco teachers, 

principals, families and other 

stakeholders about the JSC 

plan and its implementation 

� Survey and focus group 

data from teachers and 

other stakeholders 

� Communications 

consultant 

 

All evaluation reports will offer recommendations to the IC and Jeffco about how well 

the project aligns with stated performance goals at that point in time. These recommendations 

will include (but are not limited to): refinements to the compensation model that improve the 

strength or fairness of incentives and rewards; strengthening implementation or communications 
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plans; making student growth measures or other metrics for teacher and principal effectiveness 

more reliable and valid; assessing accuracy of cost projections provided by other consultants; 

assessing the appropriateness of the targeted sites for the JSC plan; and the impacts of the new 

compensation system on student learning growth and on recruiting and retaining the most 

effective teachers. The Project Manager and the IC will be responsible for seeing that the 

appropriate district staff or consultant(s) respond in a timely and adequate fashion, by 

incorporating these recommendations into ongoing planning and strategy. 

Priority 4 (Competitive Preference) – Use of Value-Added Measures of Student 

Achievement 

 Value-added measures of student achievement are an essential piece of Jeffco’s Strategic 

Compensation Plan for teachers and principals. The Colorado Growth Model will serve as the 

primary measure of teacher, team, and school impact in grades four through ten in reading, 

writing, and math. These data will be available in 2010-2011 and will plot trajectories for 

students based on the performance of students who score similarly across the state. While not a 

traditional “value-added” model, the trajectory created by multiple years of student data 

compared to performance of a similar group across the state, will provide an acceptable measure 

of teacher impact. The elegance of the Colorado Growth Model is its simplicity and accessibility 

for educators. While the growth measure is new, the model is quite similar to work done by the 

National Center for Performance Incentives at Vanderbilt University, and is valid and reliable. 

Moreover, Colorado Department of Education will be developing assessments to measure 

student growth in currently untested grades and subject areas. Student growth is the primary 

driver of the Jeffco Strategic Compensation Plan. In order to move across and down the tiered 

compensation structure, student growth must be demonstrated at the individual classroom level, 

the team level, and/or the school level. Principals will earn payouts based on how teachers, teams 
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of teachers, and their schools add value to student achievement and the attainment of school 

accountability goals.  

 The state of Colorado has developed the data system to link students to teachers. The 

information is clearly presented on the Colorado Department of Education’s website through its 

Schoolview portal. The Jeffco data team has the capacity to interface with the state on these data.  

 Multiple channels of communication will be established to ensure that teachers are 

familiar with how the growth model will be used, and how they can use the data to inform their 

instruction. The work funded by the Colorado Department of Education already underway in 

Jeffco has already begun the work of communication about value-added measures. Continued 

work from a communications firm will help disseminate information and collect survey data on 

understanding and use of value-added data. Additionally, district staff and outside experts will 

provide professional development on how the Colorado Growth Model works and can be used 

with instruction. District staff and an outside consultant will train master and mentor teachers in 

how to use these data to improve teaching practice and will share this knowledge through their 

collaborative groups. 

Priority 5 (Competitive Preference) – Increased Recruitment and Retention of Effective 

Teachers to Serve High-Need Students in Hard-to-Staff Subjects and Specialty Areas in 

High-Need Schools 

 Targeting 12 schools within a district of 155 schools based on high poverty numbers, 

while simultaneously re-structuring compensation and supports at the targeted school, should 

dramatically impact recruitment and retention of effective teachers. The proposed strategic 

compensation plan represents a 25% increase in the range of salaries available with larger 

salaries available at all tiers. In order to move across and down the new compensation structure, 
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teachers must demonstrate effectiveness in multiple ways. Therefore recruitment and retention of 

effective teachers will be tied to teachers who are effective receiving substantially larger salaries 

over time, thus broadening the incentive to work in high-needs schools. Other models might 

provide signing bonuses, or relatively small bonuses; in the targeted Jeffco schools, the entire 

compensation structure will change and will result in opportunity to make 25% more than any 

other teacher in the district if a teacher can demonstrate effectiveness. Principals at the targeted 

schools will also have the opportunity to earn substantial bonuses unavailable to principals at 

schools with less socioeconomic need. 

Fundamentally, the way teachers are evaluated, supported, and compensated will change 

in these targeted schools. Evaluations by multiple evaluators, multiple times a year, and student 

growth data will determine where the greatest needs are for teachers. This combination of 

evaluations and student growth will define effectiveness for Jeffco, thereby moving beyond 

simplistic Highly Qualified Teacher measures that often do little to determine impact on student 

outcomes. Professional development to assist teachers in their growth toward greater 

effectiveness will be tied to student data and teacher evaluation. Finally, effective teachers will 

advance on the salary scale as well as increase their responsibilities based on their effectiveness 

in working with students in any subject area. For hard-to-staff positions such as teachers of 

English language learners, special education students, math, and science, these supports and 

strategic compensation will be especially important. The targeted Jeffco schools are lagging 

significantly behind in these areas and will benefit by attracting strong teachers due to their 

significantly higher compensation structure, focused professional support, and emphasis on 

student learning. 
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The recruitment of effective educators will be communicated through district-wide 

channels. The work that has already occurred in the development of the Strategic Compensation 

Plan demonstrates the communication that will occur. From the beginning, teachers, 

administrators, and union leaders have discussed how best to attract and retain the best teachers 

to Jeffco and these schools specifically. Saltzman Communications has already surveyed 

teachers about their thoughts on strategic compensation and supports. On-going support from a 

communications firm will ensure wide-coverage of Jeffco teachers of the work going on in the 

targeted schools. This will occur through a web portal on the district site, quarterly meetings with 

teachers and administrators, and regular email updates of what is occurring. 

Priority 6 (Competitive Preference): New Applicants to the Teacher Incentive Fund 

 Jeffco is a new applicant to the Teacher Incentive Fund. 
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 Appendix A:  Possible TIF Schools 

Appendix A: Possible TIF Schools (n=20) v. Remaining Jeffco Schools (n=135) 
 

  

Free and 
Reduced Meal 

Eligibility ELL 
American 
Indian Asian Black Hispanic White 

School 
2009-2010 School  District School District School  District School  District School  District School  District School District 
Allendale 
Elementary 70.1% 29.2% 20.5% 9.6% 1.3% 1.3% 1.3% 3.9% 3.6% 2.0% 36.6% 19.3% 57.1% 73.5% 
Arvada 
Middle 
School 81.1% 29.2% 24.6% 9.6% 4.2% 1.3% 2.3% 3.9% 4.2% 2.0% 40.2% 19.3% 49.2% 73.5% 
Deane 
Elementary 82.4% 29.2% 47.3% 9.6% 1.3% 1.3% 4.6% 3.9% 3.7% 2.0% 67.5% 19.3% 23.0% 73.5% 

Edgewater 
Elementary 93.9% 29.2% 57.5% 9.6% 2.6% 1.3% 0.0% 3.9% 5.0% 2.0% 76.8% 19.3% 15.6% 73.5% 
Eiber 
Elementary 88.8% 29.2% 35.4% 9.6% 2.3% 1.3% 4.4% 3.9% 5.9% 2.0% 54.6% 19.3% 32.8% 73.5% 
Foster 
Elementary 72.8% 29.2% 44.2% 9.6% 0.2% 1.3% 0.5% 3.9% 2.4% 2.0% 55.1% 19.3% 41.7% 73.5% 
Jefferson 
High 
School 87.0% 29.2% 45.9% 9.6% 2.7% 1.3% 0.7% 3.9% 4.3% 2.0% 73.6% 19.3% 18.7% 73.5% 
Kuller-
strand 
Elementary 77.3% 29.2% 21.9% 9.6% 2.5% 1.3% 0.4% 3.9% 2.5% 2.0% 31.3% 19.3% 63.3% 73.5% 
Lasley 
Elementary 78.8% 29.2% 40.2% 9.6% 2.2% 1.3% 8.5% 3.9% 2.8% 2.0% 61.0% 19.3% 25.5% 73.5% 

Lawrence 
Elementary 72.8% 29.2% 13.7% 9.6% 4.7% 1.3% 4.7% 3.9% 4.1% 2.0% 23.8% 19.3% 62.7% 73.5% 
Lumberg 
Elementary 89.3% 29.2% 49.4% 9.6% 2.5% 1.3% 0.6% 3.9% 4.5% 2.0% 75.2% 19.3% 17.2% 73.5% 
Molholm 
Elementary 93.8% 29.2% 47.5% 9.6% 1.7% 1.3% 0.2% 3.9% 3.3% 2.0% 73.4% 19.3% 21.4% 73.5% 
O'Connell 
Middle 
School 83.9% 29.2% 39.2% 9.6% 2.4% 1.3% 7.7% 3.9% 3.4% 2.0% 62.7% 19.3% 23.8% 73.5% 

Pennington 
Elementary 81.6% 29.2% 15.1% 9.6% 2.1% 1.3% 0.4% 3.9% 2.9% 2.0% 39.7% 19.3% 54.8% 73.5% 
Pleasant 
View 
Elementary 73.4% 29.2% 15.0% 9.6% 1.4% 1.3% 1.0% 3.9% 1.9% 2.0% 24.4% 19.3% 71.5% 73.5% 
Russell 
Elementary 87.4% 29.2% 19.9% 9.6% 2.2% 1.3% 5.1% 3.9% 3.2% 2.0% 42.2% 19.3% 47.3% 73.5% 
Stein 
Elementary 90.7% 29.2% 50.7% 9.6% 2.1% 1.3% 0.7% 3.9% 3.6% 2.0% 80.1% 19.3% 13.5% 73.5% 
Stevens 
Elementary 78.8% 29.2% 19.7% 9.6% 1.3% 1.3% 2.1% 3.9% 5.2% 2.0% 48.4% 19.3% 43.0% 73.5% 
Swanson 
Elementary 78.3% 29.2% 24.6% 9.6% 1.8% 1.3% 7.9% 3.9% 2.4% 2.0% 42.5% 19.3% 45.4% 73.5% 
Wheat 
Ridge 
Middle 87.8% 29.2% 33.0% 9.6% 2.3% 1.3% 0.0% 3.9% 4.9% 2.0% 68.3% 19.3% 24.4% 73.5% 
                              
Average 
percentage 82.5% 29.2% 33.3% 9.6% 2.2% 1.3% 2.7% 3.9% 3.7% 2.0% 53.9% 19.3% 37.6% 73.5% 
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1                            Part 5: Budget Narrative 

 

PART 5: BUDGET NARRATIVE ATTACHMENT 

Line 1: Personnel 

The chart below shows personnel who will be employed by Jefferson County Public Schools (Jeffco) in connection with the 

Jeffco Strategic Compensation project throughout the project term. Where staff members are already in existing positions, the resumes 

for key personnel are contained in Part 6 of this application package. Part 2, Section 3 of the application outlines qualifications to be 

sought in contractors through the RFP, should a TIF award be made.  

Please note that costs shown are higher in Years 2-4 and lower in Years 1 and 5 because these reflect the portion of the 

relevant school years (2011-12 through 2014-15) that will be paid for out of each project year’s funding. 

At right, the “Total TIF Funds” column indicates the total of TIF funds that would be applied towards overall costs for that 

budget line item.  The “total Other Funds column indicates the total amount other funding to be applied toward costs on that line, 

whether from general district budgets, in-kind from Jeffco, or other funding sources. 
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Position FTE x Salary Allocation  Total TIF  Other Total  

Year 1 Year 2 Year 3 Year 4 Year 5 

Project Manager: This 

individual will be responsible 

for day-to-day coordination of 

the design and pilot 

implementation of the Jeffco 

Strategic Compensation (JSC) 

plan, including securing 

sustaining funding, 

coordinating the ongoing work 

of the Infrastructure Committee 

(IC), managing 

communications efforts, and 

managing contracts for the 

project. He or she will also be 

the direct supervisor for the 

Assistant Project Managers, 

Project Assistant, and JPEP 

Coordinator. Salary is 

estimated based on the third 

quartile of the central office 

salary grade 9. 

 

 

1 %  

x 

 

1 %  

x 

 

1 %  

x 

 

%  

 

 

$ 919 $ 998 
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Position FTE x Salary Allocation  Total TIF  Other Total  

IT Systems Analyst: The 

systems analyst will work on 

developing supporting data 

systems. Initial work will focus 

on implementing an on-line 

evaluation module that collects 

performance ratings for each of 

the evaluation categories. 

Beginning in year two the 

systems analyst will be 

responsible for developing 

systems needed to support 

strategic pay approach. Salary 

is estimated based on the upper 

end of pay grade 5.  

%  

x 

 

1 %  

x 

 

1 %  

x 

 

1 %  

x 

 

%  

 

 

Assessment Systems Analyst: 
This assessment analyst will 

develop and define the 

technical requirements that will 

support appropriate data 

collection and analysis to 

support both the transition year 

(Year 2 of the grant 

application) and the on-going 

strategic compensation data 

needs. Salary is estimated at the 

middle of grade 5 

  

x 

054 

1   

x 

054 

1   

 

 

1   

x 
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Position FTE x Salary Allocation  Total TIF  Other Total  

Assessment and Research 
Analyst: This position will 

develop valid and reliable 

processes to support the goal 

setting at an individual, team or 

school level. Determine 

existing and new data sources 

that might be required. Partner 

with schools to train, monitor 

and evaluate goals. Salary is 

estimated based on middle of 

pay grade 7. 

1 %  

x 

 

1 %  

x 

 

1 %  

x 

 

1 %  

x 

 

%  
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Position FTE x Salary Allocation  Total TIF  Other Total  

Assistant Project Manager 

for the Division of 
Instruction: This individual 

will oversee the development 

and implementation of the new 

JPEP program, including 

finalizing observation rubrics, 

training teacher and principal 

evaluators to observe teachers, 

developing professional 

development plans for teachers 

as necessary to fill needs 

identified during observation or 

other evaluations, and 

coordinating with Human 

Resources and Professional 

Development staff at the central 

office as appropriate. Salary is 

estimated based on a midpoint 

of grade 8 on the central office 

salary schedule. 

1 %  

x 

 

1 %  

x 

 

1 %  

x 

 

1 %  

x 

 

%  

 

 

Project Assistant: This 

individual will assist the PM 

with carrying out logistical and 

administrative tasks related to 

the JSC plan, and will provide 

administrative support to the 

PM and the IC. He or she may 

also provide some support to 

the Assistant PMs and the JPEP 

Coordinator as designated by 

the PM.  

 

 

1   

x 

44 

1   

x 

 

1   

x 

 

  

x 

 

$  $  
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Position FTE x Salary Allocation  Total TIF  Other Total  

Superintendent: Cynthia 

Stevenson will participate in 

the IC, advise senior Jeffco 

staff, facilitate internal 

communications with the 

school board about ACT, and 

participate in any public events 

as appropriate to her leadership 

role. 

1 % 

x 

 

 

1 % 

x 

 

 

1 % 

x 

 

 

1 % 

x 

 

 

% 

 

 

0 

Director of Human 
Resources: Amy Weber will be 

responsible for overseeing 

development of data 

management and other systems 

for implementation of ACT, as 

well as updating district 

policies regarding 

compensation, evaluation and 

retention. 

2  

x 

 

 

2  

x 

 

 

2  

 

 

 

2  

x 
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Position FTE x Salary Allocation  Total TIF  Other Total  

Executive Director, 
Instructional Data Services: 

Carol Eaton will oversee 

updates to academic data 

management systems, to allow 

linkage of student achievement 

data with teacher and principal 

data, and make other 

adjustments to IDS systems and 

policies as needed to 

accommodate new assessments, 

growth models, and associated 

reporting for teacher and 

principal evaluations. 

% 

x 

 

2 % 

x 

 

2 % 

x 

 

 

2 % 

x 

 

 

% 

 

 

 

Director of Professional 
Development: Sue Gill will 

work with the JPEP 

Coordinator to construct the 

initial staff support for the JPEP 

team and oversee the 

development process for new 

PD protocols arising from the 

new JPEP observation and 

evaluation system. 

 

x 

 

2  

x 

 

 

2  

 

 

1  

x 
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Position FTE x Salary Allocation  Total TIF  Other Total  

Implementation site 
principals: Principals at initial 

implementation sites will 

engage in pre-implementation 

training and planning activities 

with district and school staff to 

ensure a smooth transition to 

the new pilot compensation 

plan.  

% 

x 

 

 

0 0 0   

JPEP transitional evaluators: 

Teachers will be identified by 

the JPEP Review Board to 

serve as peer evaluators and 

coaches until the JSC system is 

able to identify and place 

teachers in Tier 3 to fill these 

roles. The number of teachers 

needed will thus decrease as the 

project moves forward and 

these Tier 3 teachers are 

identified. 

 

 

  

 

   

 

 

   $   

Teacher stipends for 

performance during 
transitional year: We assume 

here that 5% of teachers in the 

first wave of pilot schools 

receive no performance stipend; 

25% receive 50% 

receive  and 5% each 

receive 

and  

0 1 

 

0 0  $ 1  
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Position FTE x Salary Allocation  Total TIF  Other Total  

Performance-based teacher 

salaries under new JSC 
schedule: We assume roughly 

equal distribution among steps 

within tiers. Costs shown 

reflect projected total increases 

over what these teachers would 

make if compensated on the 

current Jeffco salary schedule; 

Jeffco will absorb these “base” 

salary costs throughout the 

project term. 

       

       Tier 1, Step 1  
The average cost for each 

teacher, including estimated 

cost of living increases, is 

 

0 663 

( .7 

 

 

091 

( .7 

t  

865 

( .7 

 

 

$ 671 

.7 

 

 

 

0 

       Tier 1, Step 2 
The average cost for each 

teacher, including estimated 

cost of living increases, is 

 

0  

(  

ers at 

) 

 

(  

t rs at 6 

 

(  

ers at 

) 

$  

 

rs at 6 

 

0 

       Tier 1, Step 3  

The average cost for each 

teacher, including estimated 

cost of living increases, is 

 

 

0 328 

( 0.7 

t 

 

863 

( 0.7 

t 6 

081 

( 0.7 

t 

 

$ 339 

0.7 

6 

 

0 
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Position FTE x Salary Allocation  Total TIF  Other Total  

       Tier 2, Step 1 The average 

cost for each teacher, including 

estimated cost of living 

increases, is 

 

0 86 

( 6 

  

025 

( 6 

 T  

 

811 

( 6 

  

$ 520 

6 

  

0 

       Tier 2, Step 2 The average 

cost for each teacher, including 

estimated cost of living 

increases, is  

 

0  

(  

 T hers 

 

 

 

 T ers at 

 

 

(  

 T hers 

 

) 

$  

 

 ers at 

 

0 

       Tier 2, Step 3  

The average cost for each 

teacher, including estimated 

cost of living increases, is 

 

 

 

0 592 

( .0 

  

286 

( .0 

 T  

 

988 

( .0 

  

$ 375 

.0 

  

0 

       Tier 3, Step 1  

The average cost for each 

teacher, including estimated 

cost of living increases, is 

 

 

0 366 

( 8.6 

 s 

,255 

( 8.6 

 T at 

 

,446 

( 8.6 

 s 

$ 923 

8.6 

 at 

 

 

 

0 

       Tier 3, Step 2  

The average cost for each 

teacher, including estimated 

cost of living increases, is 

 

 

0  

(  

 T hers 

 

 

 

 T rs at 

 

 

(  

 T hers 

 

$  

 

 rs at 

0 
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Jeffco Strategic Compensation: Evaluation Competition 

11                            Part 5: Budget Narrative 

 

Position FTE x Salary Allocation  Total TIF  Other Total  

       Tier 3, Step 3  

The average cost for each 

teacher, including estimated 

cost of living increases, is 

 

 

0 39 

( 7 

  

05 

( 7 

 T  

 

02 

( 7 

  

$ 26 

7 

  

0 

Teacher FTEs for master 
teachers: The district will pay 

for 12 of the master teachers in 

the last two years, shown as in-

kind. In Years 2-4, FTE 

allocations shift with the start 

of new Jeffco fiscal years and 

concurrent COLA increases, 

necessitating changes in mid-

project year; base salaries 

shown in these years 

represented a weighted average 

cost for salaries over the project 

year. 

 

  

  

 

 

  

 

 

  

   

 

 

 

 

 

 

 

 

 

  

Teacher FTEs to allow for 

release time for mentor (or 
other) teacher leaders: Salary 

estimates are adjusted as noted 

above, and assume that Tier 3 

master/mentor teachers will be 

replaced by teachers at the 

equivalent of Tier 2. 

 

 

   

 

 

 

 

  

   

  

 

 

 

 

 

 

  

 

 

 

) 
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Jeffco Strategic Compensation: Evaluation Competition 

12                            Part 5: Budget Narrative 

 

Position FTE x Salary Allocation  Total TIF  Other Total  

Principal Stipends for 

performance in pilot schools: 
Principals will be able to earn 

up to $ each year. 40% 

will be based on the results of 

individual evaluation using the 

Val-Ed evaluation tool and 30 

% will be based on the 

aggregate increase of school 

CSAP growth scores, 15% 

based on a percentage of school 

team goals accomplished and 

15% percent based on an 

individual goal set by the 

principal that is aligned with 

state accreditation.  

 

 

0 

 

$ 00 

X 6 

P  

 

00 

X 6 

P  

 

00 

X 6 

P  

  

$ 00 

6 

 

0 
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Jeffco Strategic Compensation: Evaluation Competition 

13                            Part 5: Budget Narrative 

 

Position FTE x Salary Allocation  Total TIF  Other Total  

Assistant Principal Stipends 

for performance in pilot 

schools:  
Assistant Principals will be able 

to earn up to each year. 

40% will be based on the 

results of individual evaluation 

using the Val-Ed evaluation 

tool and 30 % will be based on 

the aggregate increase of school 

CSAP growth scores, 15% 

based on a percentage of school 

team goals accomplished and 

15% percent based on an 

individual goal set by the 

principal that is aligned with 

state accreditation.  

$0 00 

X 0 

A  

 

00 

X 0 

A  

 

 

00 

X 0 

A  

 

$ 00 

0 

 

 

0 

Teacher Salary 1% Increase 
In Control Schools: Average 

base salaries and FTEs are 

adjusted as above to account for 

shifts in fiscal/academic years 

in mid-project year. 

%  

X 

 

  

 

4.7 

1 % 

X 

 

 

(  

4.7 

 

1 %  

 

 

  

(  

4.7 

 

1 % 

X 

 

 

(  

4.7 

 

% 

 

1  

$  

 

2 .7 

 

0 

Principal/Assistant Principal 

Salary 1% Increase In 
Control Schools: Average base 

salaries and FTEs are adjusted 

as above to account for shifts in 

fiscal/academic years in mid-

project year. 

 

 

 

 

1 0% 

X 

f 

 

(  

16 

 

 

 

  

1 0% 

X 

f  

 

(  

16 

 

% 

X 

1 f 

$   

 

6 

 

0 
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Jeffco Strategic Compensation: Evaluation Competition 

14                            Part 5: Budget Narrative 

 

Position FTE x Salary Allocation  Total TIF  Other Total  

Peer Evaluator Training: 
0 per mentor in first year, 

 per mentor in following 

years 

 

 

 

 

  

0 0 

 

 

 

TOTAL PERSONNEL  $  $  $     
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Jeffco Strategic Compensation: Evaluation Competition 

15                            Part 5: Budget Narrative 

 

Line 2: Fringe Benefits 

 All benefits costs shown below are estimated actual costs for Jeffco employee benefits, based on current benefits plans. The 

district benefits are usually approximately 25% of salaries, though actual costs may range higher or lower depending on individual 

factors at enrollment. The percentage of fringe benefits covered by TIF funds will match the FTE allocation for positions listed. 

 

Personnel  

(See Line 1 

itemization for detail 

on each position listed 

here.) 

Percentage of Fringe Benefits x Benefits Cost  Total In-kind 

Year 1 Year 2 Year 3 Year 4 Year 5  

Project Manager  

 

$ 15 

1  

x 

95 

 

 

23 

 

 

 

 

$   

IT Systems Analyst   

x 

$ 80 

1   

x 

80 

  

x 

$ 4 

  

x 

  

x 

$   

Assessment Systems 

Analyst 

0%  

x 

$ 6 

1 0%  

x 

7 

0%  

 

$ 6 

0%  

x 

0%  

X 

$ 750 297 

Assessment and 

Research Analyst 

0%  

x 

$ 5 

1 0%  

x 

5 

0%  

 

$ 6 

0%  

x 

0%  

x 

$ 999 149 

Assistant Project 

Manager for Division 

of Instruction 

%  

 

$  

1 %  

x 

 

%  

 

 

%  

 

%  

 

$ 492 183 

Project Assistant %  

 

$  

1 %  

x 

 

%  

 

 

%  

 

%  

 

$ 20 55 
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Jeffco Strategic Compensation: Evaluation Competition 

16                            Part 5: Budget Narrative 

 

Personnel  Percentage of Fringe Benefits x Benefits Cost  Total In-kind 

Superintendent %  

 

$  

1 %  

x 

 

%  

 

$  

%  

 

%  

 

0 52 

Director of Human 

Resources 

%  

 

$  

2 %  

x 

 

%  

 

$  

%  

 

%  

 

 89 

 

Executive Director, 

Instructional Data 

Services 

%  

 

$  

2 %  

x 

 

%  

 

$  

%  

 

%  

 

 51 

Director of 

Professional 

Development 

%  

 

$  

2   

x 

 

%  

 

$  

%  

 

%  

 

 4 

Implementation site 

principals 

 

 

0 0 0 0   

JPEP peer evaluators 
 

0 5  

x 

1   

 

  

 

  

 

 

 

  

 

3  

 

  

 

0 

Teacher benefit 

increases due to 

bonuses during 
stipend year: See Line 

1 detail for assumptions 

on salary bonus 

allocations among staff. 

0  

 

0 0 0 
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Jeffco Strategic Compensation: Evaluation Competition 

17                            Part 5: Budget Narrative 

 

Personnel  Percentage of Fringe Benefits x Benefits Cost  Total In-kind 

Teacher benefits costs 

resulting from 

performance-based 

teacher salaries under 

new JSC schedule: 
We assume roughly 

equal distribution 

among steps within 

tiers. Costs shown 

reflect projected total 

increases over what 

these teachers would 

receive in benefits 

based on the current 

Jeffco salary schedule; 

Jeffco will absorb these 

“base” fringe benefits 

costs throughout the 

project term. 

       

       Tier 1, Step 1  
The average cost for 

each teacher, including 

estimated cost of living 

increases, for benefits 

is  

 

0  

(  

t  

$  

 

 

 

$  

 

 

 

$  

 

 

 

0 

       Tier 1, Step 2 
The average cost for 

each teacher, including 

estimated cost of living 

increases, is 

 

0 8 

(  

t  

$ 7 

 

 

 

$ 2 

 

 

 

$ 9 

 

 

 

0 
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Jeffco Strategic Compensation: Evaluation Competition 

18                            Part 5: Budget Narrative 

 

Personnel  Percentage of Fringe Benefits x Benefits Cost  Total In-kind 

       Tier 1, Step 3 
The average cost for 

each teacher, including 

estimated cost of living 

increases, is 

0  

(for 20.7 

teachers at 6 

schools) 

 

(for 20.7 

teachers at 6 

schools) 

(for 20.7 

teachers at 6 

schools) 

 

teachers at 6 

schools) 

0 

       Tier 2, Step 1 
The average cost for 

each teacher, including 

estimated cost of living 

increases, is 

0  

(for 57.6 

 Teachers at 6 

schools) 

$4  

(for 57.6 

 Teachers at 6 

schools) 

$

(for 57.6 

 Teachers at 6 

schools) 

(for 57.6 

 Teachers at 6 

schools) 

0 

       Tier 2, Step 2 
The average cost for 

each teacher, including 

estimated cost of living 

increases, is $

0  

 Teachers at 6 

schools) 

 

 

 Teachers at 6 

schools) 

 

 Teachers at 6 

schools) 

 

 Teachers at 6 

schools) 

0 

       Tier 2, Step 3 
The average cost for 

each teacher, including 

estimated cost of living 

increases, is 

0  

 Teachers at 6 

schools) 

 

 

 Teachers at 6 

schools) 

 

 Teachers at 6 

schools) 

 

 Teachers at 6 

schools) 

0 

       Tier 3, Step 1 
The average cost for 

each teacher, including 

estimated cost of living 

increases, is 

0 80 

( 6 

  

s  

064 

6 

  

 

$ 527 

6 

 T  

 

$ 365 

6 

 T  

 

$ 636 0 

       
The average cost for 

each teacher, including 

estimated cost of living 

increases, is  

0  

(  

 rs at 6 

s ls) 

 

 

 rs at 6 

s) 

$  

 

 T rs at 6 

 

$  

 

 T rs at 6 

 

$  0 
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Jeffco Strategic Compensation: Evaluation Competition 

19                            Part 5: Budget Narrative 

 

Personnel  Percentage of Fringe Benefits x Benefits Cost  Total In-kind 

       Tier 3, Step 3 
The average cost for 

each teacher, including 

estimated cost of living 

increases, is  

0  

(for 4.7 

 Teachers at 6 

schools) 

 

(for 4.7 

 Teachers at 6 

schools) 

(for 4.7 

 Teachers at 6 

schools) 

(for 4.7 

 Teachers at 6 

schools) 

0 

Teacher FTEs to 

allow for master 

teachers’ release time 

25%  

X  

 

(for each 

of 18.3 

positions) 

100%  

X 

$ (for 

each of 18.3 

positions) 

100%   

X 

$   

 

18.3 

positions) 

100% 

X 

(for each of 

18.3 

positions) 

75% 

X 

(for each of 

18.3 

positions) 

$  

Teacher FTEs to 

allow for mentor 

teachers and other 

release time  

25%  

X 

    

(for each 

of 19.6 

positions) 

100% 

X 

$ (for 

each of 19.6 

positions)  

100% 

X    

$15,  

(for each of 

19.6 

positions) 

100% 

X 

7 

(for each of 

19.6 

positions) 

75%  

X  

 

19.6 

positions) 

 0 

Benefits Principal 

Stipends for 

performance at pilot 

schools:  

 

0  

 X 6 

Principals 

X 6 Principals 

 

6 Principals 

 

X 6 Principals 

0 

Benefits for Assistant 

Principal Stipends for 

performance at pilot 

schools:  

 

  

 X 10 

Assistant 

Principals 

 

 X 10 

Assistant 

Principals 

 

X 10 

Assistant 

Principals 

 

X 10 

Assistant 

Principals 

0 
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Jeffco Strategic Compensation: Evaluation Competition 

20                            Part 5: Budget Narrative 

 

Personnel  Percentage of Fringe Benefits x Benefits Cost  Total In-kind 

Teacher Salary 1% 

Increase In Control 
Schools - The basis of 

the calculation is 

benefits 

each year for each new 

FTE and then the 

PERA amount for the 

year ranging from 

16.75% up to 19.5%. 

 

25%  

X 

1% of 

 

(for each 

of 204.7 

positions) 

100% 

X 

1% of $9,461 

(for each 

 

positions) 

100%  

X 

1% of $9,971  

(for each of 

 

 

100% 

X 

1% of 

$10,466 

(for each of 

positions) 

75% 

X 

1% of 

$11,125 

(

positions) 

0 

Principal Salary 1% 

Increase In Control 
Schools- The basis of 

the calculation is 

 fixed benefits 

each year for each new 

FTE and then the 

PERA amount for the 

year ranging from 

16.75% up to 19.5%. 

 

25% 

X 

1% of 

0  

(for each 

of 16 

positions) 

100% 

X 

1% of 

 

(for each of 

16 positions) 

100%  

X 

1% of 

8  

(for each of 

16 positions) 

100% 

X 

1% of  

 

16 positions) 

75% 

X 

1% of 

 

(for each of 

16 positions) 

$9,651 0 

Peer Evaluator 

Training: Benefits 
based on $1,150 per 

mentor in first year, 

 mentor in 

following years 

100% X 

19.56 X  

100% X 

19.56 X  

 

100% X 

 

 

100% X 

19.56 X  

0 0 

 

 

 

 

 

TOTAL BENEFITS $ 01 $ 35 062 279 $ 73 650  
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Jeffco Strategic Compensation: Evaluation Competition 

21                            Part 5: Budget Narrative 

 

Line 3: Travel 
 

Purpose of Travel 

and Included 

Expenses 

Year 1 Year 2 Year 3 Year 4 Year 5 Total 

TIF Grantee Annual 
Meeting: This 

meeting is required by 

the Department for all 

TIF grantees. Average 

expenses include: 

0 airfare, 

ight 

accommodations (for 

each of 4 nights), 

per diem (for 

each of 5 days), and 

 

transportation costs. 

 

t ers 

( er 

 

 

 

 

 

 

 

 

 

 

T  

 

ers 

ger 

a  

 

 

 

 

 

 

 

 

 

 

 

t ers 

( er 

 

 

 

 

 

 

 

 

 

 

T  

 

ers 

er 

 

p  

 

 

 

 

 

 

 

 

 

$  

t ers 

( ger 

a  

 

 

 

 

 

 

 

 

 

T  
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Jeffco Strategic Compensation: Evaluation Competition 

22                            Part 5: Budget Narrative 

 

Purpose of Travel 

and Included 

Expenses 

Year 1 Year 2 Year 3 Year 4 Year 5 Total 

TIF Annual Topical 
Meeting: This 

meeting is required by 

the Department for all 

TIF grantees. Average 

expenses for each of 

two attendees include: 

0 airfare, 

/night 

accommodations (for 

each of 4 nights), 

day per diem (for 

each of 5 days), and 

 local 

transportation costs. 

$  

t  

 

ther 

l) 

 

 

 

 

 

 

 

 

 

00 

 

 

 

a ther 

l) 

 

 

 

 

 

 

 

 

 

T 00 

$  

t  

(  

ther 

l) 

 

 

 

 

 

 

 

 

 

00 

 

 

 

ther 

p l) 

 

 

 

 

 

 

 

 

 

00 

$  

t  

(  

a ther 

l) 

 

 

 

 

 

 

 

 

 

00 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Local ground 

transportation in 

Denver metro area 

for Project Manager 

and other project staff 

to attend meetings 

with the IC, 

stakeholders, 

consultants, and for 

other project business. 

es/year 

 

.  

6 es/year 

t 

 

es/year 

 

.  

es/year 

at 

 

6 es/year 

 

 

$ 0
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Jeffco Strategic Compensation: Evaluation Competition 

23                            Part 5: Budget Narrative 

 

Purpose of Travel 

and Included 

Expenses 

Year 1 Year 2 Year 3 Year 4 Year 5 Total 

Local ground 

transportation in 
Jefferson County for 

peer evaluators, 

mentor and master 

teachers to conduct 

evaluation 

observations in pilot 

sites. 

 6  

 

 

 

m  

.  

1  

 

 

 

m  

 

$  

 

 

 

 

 

 

 

 

TOTAL TRAVEL    

 

 

Line 4: Equipment 
 

 Consistent with Jeffco Public Schools’ district policies, “equipment” is defined as an item with a cost greater than $5,000. 

Item Description and 

Justification 

Year 1 Year 2 Year 3 Year 4 Year 5 Total Other 

A server will be needed to 

accommodate storage and 

analysis of linked student-

teacher and student-principal 

data at the individual, team 

and school levels. The district 

will share space on one of their 

new servers, 1

0 0 0 0 0 0 
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Jeffco Strategic Compensation: Evaluation Competition 

24                            Part 5: Budget Narrative 

 

 

 

 

 

Line 5: Supplies 
 

 Jeffco Public Schools defines “supplies” as an item with a cost of less than right, the “Total TIF” column shows 

TIF funds to be expended on each line item; the “Other Funds” column at far right indicates the total value of in-kind contributions or 

other non-TIF funds to be applied. 

Item Description and 

Justification 

Year 1 Year 2 Year 3 Year 4 Year 5 Total 

TIF 

Other 

Funds 

Laptop computers are 

needed for staff hires, 

including Project Manager 

and Project Assistant, who 

may frequently attend 

meetings outside their office 

spaces.  

 

 

0 0 0 0 0 

Desktop computers, 

including monitors and 
other peripherals, will be 

needed for 2 Assistant Project 

Managers and the JPEP 

Coordinator. (  

Year 1) 

0 0 0 0 0 0 
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Jeffco Strategic Compensation: Evaluation Competition 

25                            Part 5: Budget Narrative 

 

Item Description and 

Justification 

Year 1 Year 2 Year 3 Year 4 Year 5 Total 

TIF 

Other 

Funds 

A color printer/fax is needed 

to accommodate printing 

needs of staff, which may 

include color materials for use 

in communications work in 

order to save printing costs. 

0 0 0 0 0 0 

Desks and desk chairs are 

needed for Project Manager, 

Project Assistant, JPEP 

Coordinator, and 2 Assistant 

PMs.  in YR 1) 

0 0 0 0 0 0 

Filing cabinets and other 

office storage and shelving 
units are needed for Project 

Manager, Project Assistant, 

JPEP Coordinator, and 2 

Assistant PMs.  

YR 1) 

0 0 0 0 0 0 

Cellular phones will be 

needed for all dedicated 

project staff except the 

Project Assistant so that they 

may be “on call” at all times. 

5 x 

 

$ 00/yr 

 

$  

$ 00/yr 

 

 

$ 00/yr 

5  

$  

 

 

  

0 

Desk phones will be used to 

communicate with 

contractors, staff, principals, 

and teachers. YR 

1) 

0 0 0 0 0 0 
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Jeffco Strategic Compensation: Evaluation Competition 

26                            Part 5: Budget Narrative 

 

Item Description and 

Justification 

Year 1 Year 2 Year 3 Year 4 Year 5 Total 

TIF 

Other 

Funds 

Office supplies (e.g., paper, 

writing instruments) to 

conduct communications and 

other ongoing work for 

dedicated project staff and the 

IC. Copier and printing costs 

for outreach and 

communications materials 

related to the JSC plan .  

0 0 0 $ 0 0 0  

Vanderbilt Assessment of 

Leadership in Education 
(VAL-ED) will be the central 

quantitative assessment 

measure – alongside school 

growth data – for principal 

evaluation under the JSC 

plan. Jeffco does not currently 

have access rights for this 

assessment.  

$  

 

x  

  

 

 

 

 

$  

 

x  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

  

 

 

 

 

 

 

 

 

 

 

 

 

 

0 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

0 

Catering for meetings of the 

Consortium or IC 

00 00 00 $ 00 00  0 

 

TOTAL SUPPLIES 200 200 200 $ 200 000 ,800 
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Jeffco Strategic Compensation: Evaluation Competition 

27                            Part 5: Budget Narrative 

 

Line 6: Contractual 

 Jeffco will contract with the external consultants below for the services indicated. More detail about their specific activities 

and timing are contained in the project management plan in Appendix F. 

Purpose of Contract and Timing of 

Work 

Year 1 Year 2 Year 3 Year 4 Year 5 Total 

A communications consultant will 

coordinate outreach to local 

stakeholders regarding the TIF award 

and ACT, inform pilot schools about 

implementation and implications, 

and launch and maintain the project 

website.  All activities will be 

ongoing over the project period, with 

costs slightly higher in Year 2 (to 

cover additional outreach for the 

initial implementation of JSC) and 

Year 4 (to cover efforts to garner 

new and traditional media coverage 

of preliminary results of JSC). 

     

A cost modeling consultant 

finalizes models for the proposed 

design, and assists the Cost 

Modeling and Funding Sources 

Team (CMFST) in identifying 

prospective funding sources. 

$      

An evaluation consultant will 

conduct data collection for the 

evaluation and submit quarterly 

formative reports, as well as a final 

summative report. 
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Jeffco Strategic Compensation: Evaluation Competition 

28                            Part 5: Budget Narrative 

 

Purpose of Contract and Timing of 

Work 

Year 1 Year 2 Year 3 Year 4 Year 5 Total 

A facilitation consultant will 

convene and facilitate the quarterly 

meetings of the Denver Metro Area 

Alternative Compensation 

Consortium, including coordination 

of ongoing common study and 

evaluation and production of related 

reports or briefs. Consultant will also 

provide related support to Project 

Manager and IC at monthly IC 

meetings. 

     

 

 

 

 

 

 

 

 

 

 

PROJECT TOTAL     

 

 

 

Line 7: Construction 

Not applicable to this proposal. 

 

Line 8: Other 

 
 None. 

 

Line 9: Total Direct Costs 

 Please reference Part 2, Form ED 524, of the application for a summary of year-by-year total direct costs for the project. The 

total Direct Costs for this project . 
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Jeffco Strategic Compensation: Evaluation Competition 

29                            Part 5: Budget Narrative 

 

 

Line 10: Indirect Costs 

 Indirect costs are calculated at a rate of 4.63% for each project year, over the five project years. Jeffco will 

not be charging indirect costs to the TIF grant, but will instead offer these as part of its in-kind contribution towards the project 

beginning in Year 1. Please reference Part 2, Form ED 524, of the application for a year-by-year summary of total indirect costs for 

the project. Jeffco’s indirect cost agreement letter may be found in the Other Attachments section of this application. 

 

Line 11: Training Stipends 

 Not applicable. 

Line 12: Total Costs 

Please reference Part 2, Form ED 524, of the application for a summary of the total year-by-year costs for the 

project.  The total requested costs (direct + indirect) .  Jeffco’s in-kind contribution to this project, or funding from 

other sources, total or a Project Total of 
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