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

Application for Federal Assistance SF-424 Version 02
* 1. Type of Submission * 2. Type of Application:* If Revision, select appropriate letter(s):
[1 Preapplication IXI New
IXI Application [1 Continuation * Other (Specify)
[1 Changed/Corrected Application [l Revision
* 3. Date Received: 4. Applicant Identifier:
7/6/2010
Sa. Federal Entity Identifier: * 5b. Federal Award Identifier:
N/A
State Use Only:
6. Date Received by State: 7. State Application Identifier:

8. APPLICANT INFORMATION:

*a.Legal Name: South Carolina Department of Education

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

d. Address:

* Street]:
Street2:

* City:
County:
State:
Province:
* Country:

* Zip / Postal Code:

e. Organizational Unit:

Department Name: Division Name:

Educator Preparation, Support and Assessment Educator Quality and Leadership

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

Prefix: Mr. * First Name: Dennis

Middle Name:
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* Last Name: Dotterer

Suffix:

Title: South Carolina TIF

Organizational Affiliation:

State Department Of Education

* Telephone

Number: I Fax Number:

* Email:

Application for Federal Assistance SF-424

Version 02

9. Type of Applicant 1: Select Applicant Type:
A: State Government

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:
ED-GRANTS-052110-001

Title:

Teacher Incentive Fund ARRA

13. Competition Identification Number:
N/A
Title:

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

11 School Districts representing 10 counties across the State of South
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Carolina. These counties include: Bamberg, Beaufort, Darlington, Dorchester,
Edgefield, Hampton, Laurens, Pickens, Spartanburg and Sumter. Additionally,
the State's Department of Juvenile Justice School District serves all counties
within the State.

* 15. Descriptive Title of Applicant's Project:

South Carolina Teacher Incentive Fund 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: 6 *b. Program/Project: 2-6

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 S
b. Applicant & |
c. State $0

d. Local $0

e. Other $0

f. Program $0
Income

g. TOTAL S I

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

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

review on .

IX] b. Program is subject to E.O. 12372 but has not been selected by the State for review.
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[1 c. Program is not covered by E.O. 12372.

* 20. Is the Applicant Delinquent On Any Federal Debt? (If ''Yes'', provide explanation.)
[1 Yes IXI No

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

IX1##+ T 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: Dr. * First Name: Jim
Middle Name: H

* Last Name: Rex

Suffix:

Title: State Superintendent of Education

* Telephone Number: ] Fax Number: ]
* Email: I

* Signature pf I.Authorized * Date Signed:
Representative:

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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U.S. DEPARTMENT OF EDUCATION OMB Control Number: 1894-0008

BUDGET INFORMATION

NON-CONSTRUCTION PROGRAMS Expiration Date: 02/28/2011

Applicants requesting funding for only one year should complete the
Name of Institution/Organization: column under "Project Year 1." Applicants requesting funding for multi-
South Carolina Department of Edu... 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 Project Year 4 Project Year 5 Total (f)
©) d )

Personnel

Fringe Benefits

Travel

Equipment

Supplies

Contractual F

Construction
Other

9. Total Direct Costs

i
|
(lines 1-8)
$
|

| -

s s e s s
-_II_-_II_-_II_-_II_-_II_-_

Sl Bl Fal Al Pl Bl I o

10. Indirect Costs*
11. Training Stipends

12. Total Costs (lines 9-
11)

*Indirect Cost Information (7o 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? X1 ves [1 No
(2) If yes, please provide the following information:
Period Covered by the Indirect Cost Rate Agreement: From: 7/1/2008 To: 6/30/2011 (mm/dd/yyyy)

Approving Federal agency: X1 Ep [1 Other (please specify): The Indirect Cost Rate is 2%
(3) For Restricted Rate Programs (check one) -- Are you using a restricted indirect cost rate that:

IX1 15 included in your approved Indirect Cost Rate Agreement? or, [1 Complies with 34 CFR 76.564(c)(2)? The Restricted
Indirect Cost Rate is 2%

ED Form No. 524

PR/Award # S385A100134 eb



U.S. DEPARTMENT OF EDUCATION

BUDGET INFORMATION

OMB Control Number: 1894-0008

NON-CONSTRUCTION PROGRAMS Expiration Date: 02/28/2011

Name of Institution/Organization:
South Carolina Department of Edu...

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

Project Year 3 Project Year 4 Project Year 5 Total (f)
©) (<)) (e

(b)
Personnel
Fringe Benefits
$

Travel

Equipment

Supplies

Contractual

Construction

Sl Bl Fal Al Pl Bl I o

Other

9. Total Direct Costs
(lines 1-8)

= | [+ |- | |

10. Indirect Costs $

11. Training Stipends $

12. Total Costs (lines 9- l
11)

PR/Award # S385A100134
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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, | certify that the applicant:

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. '276¢ 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.

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. Wil 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.

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.

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.

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.);
(9) 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

4. Willinitiate 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
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under the Endangered Species Act of 1973, as amended,
(P.L. 93-205).

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.

Will assist the awarding agency in assuring compliance



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 Il and Il 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.

14.

15.

16.

17.

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.).

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.

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.

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.

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."

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: Dr. Jim H Rex

Title: State Superintendent Of Education

Date Submitted: 07/02/2010
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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:

[1 Contract

IXI' Grant
[1 Cooperative Agreement

[1 Loan
[1 Loan Guarantee
[1 Loan Insurance

2. Status of Federal Action: 3. Report Type:

[1 Initial Filing
[1 Material Change

[X1 Bid/Offer/Application
[1 Initial Award

[1 Post-Award

|For Material Change|
only:

Year: OQuarter: 0
Date of Last Report:

. Name and Address of Reporting Entity:
[X] Prime [1 Subawardee

Tier, if known: 0
Name: The SC Department of Education
Address: Does not employee lobbyists
City:
State:
Zip Code + 4: -

|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: United States Department of
Education

7. Federal Program Name/Description: Teacher Incentive
Fund

CFDA Number, if applicable: 84.385

8. Federal Action Number, if known: N/A

9. Award Amount, if known: $0

10. a. Name of Lobbying Registrant (if individual, last name,
first name, MI):

Address: (last name, first name, MI):
City: Address:
State: City:
Zip Code + 4: - State:
Zip Code + 4: -

Ib. Individuals Performing Services (including address if
different from No. 10a)

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
hich reliance was placed by the tier above when this transaction was made or
lentered into. This disclosure is required pursuant to 31 U.S.C. 1352. This information
ill be reported to the Congress semi-annually and will be available for public
linspection. 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: Dr. Jim H Rex
Title: State Superintendent of Education
Applicant: South Carolina Department of Education

Date: 07/02/2010

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
South Carolina Department of Education

PRINTED NAME AND TITLE OF AUTHORIZED REPRESENTATIVE

Prefix: Dr. First Name: Jim Middle Name: H
Last Name: Rex Suffix:
Title: State Superintendent of Education
Signature: Date:
07/02/2010
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

PR/Award # S385A100134

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.

ell




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 : SC TIF GEPA Statement
File : C:\fakepath\GEPA Statement.pdf
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Equitable Access and Participation (GEPA 427 Statement)

The South Carolina Department of Education has alongstanding commitment to educational
excellence and equity. SCDE programs are open to all students. The State follows a plan to
provide exemplary, integrated educational programs that meet individual student needs,
talents, interests, and aspirations. All students and their parents/caregivers have ready access
to program materials and applications for the state’ s programs. Nearly all district buildings
are accessible to the physically handicapped and those that are not are being upgraded to
provide accessibility. Any individual requiring specia services and/or English as a second
language (ESL) services are provided with accommodations in accordance with the
appropriate policies and guidelines.

Improving opportunities for all students to learn and reach their full potential isaguiding
principle for the South Carolina Department of Education. SCDE and specifically SC TAP
has a primary focuses on eliminating achievement disparity of low-income and minority
children in relation to state standards while a second focuses on selecting, supporting, and
retaining employees who support the state’ s mission and reflect the diversity of the student
enrollment, and a third focuses on partnerships with stakeholders.

SC TAP has aproven record of being able to set and meet ambitious goals for raising student
achievement regardless of background, race or ethnicity and of using evaluation datato drive
the decision-making process.

SC TAP schooals, district and state staff are required to participate in training designed to
ensure that students, teachers, family members, etc., have equitable access to and
opportunities to participate in programs without regard to age, color, creed, disability, marital
status, national origin, race, religion, sex, or sexual orientation. Despite statewide budget
cutbacks, resources continue to be allocated to address priority needs designed to ensure that
all students have access to an equal opportunity for arich educational experience.

Fair Employment Practices: SCDE and SC TAP adheres to hiring practices which avoid
discrimination on the basis of age, color, creed, disability, marital status, national origin, race,
religion, sex, or sexual orientation. The SCDE Human Resources Office, District Offices,
school buildings, and other offices throughout the state post a statement summarizing the fair
employment regulations, penalties for noncompliance, and avenues for complaint. SCDE and
SC TAP follow procedures designed to encourage applications from traditionally under-
represented groups, and participates in a program which encourages minority personnel to
consider teaching careers. District schools and programs seek to hire staff with outstanding
educational and professional qualifications that have a demonstrated ability to work
effectively with staff, students, families, and other community members from varied
ethnic/cultural and socioeconomic backgrounds.
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OMB No.1894-0007 Exp.05/31/2011

SUPPLEMENTAL INFORMATION
REQUIRED FOR
DEPARTMENT OF EDUCATION GRANTS

1. Project Director:

Prefix: * First Name: Middle Name: * Last Name: Suffix:
Mr. Dennis Dotterer
Address:

“Streetl:
Street2: _

* City: E—
County:
* State: I
* Phone Number (give area Fax Number (give area
code) code)
______ ______
Email Address:

2. Applicant Experience

Novice Applicant [1 Yes IXI No [1 Not applicable

3. Human Subjects Research
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The South Carolina Department of Education will apply for the TIF grant in the
main competition, having designed amodel, SC TAP, to create a performance based
compensation system (PBCS) to recruit, develop, enhance and retain quality educators in
identified high-need schools across the state of South Carolina. Specifically, SC TIF will
work with 1,703 teachers and principals effecting 20,433 students in 42 schools within 12
school districts across South Carolinato develop a comprehensive model of reform to
enhance student achievement, while increasing compensation for highly effective
educators.

SC TIF offers new models for incentives for recruitment and retention of teachers
and administrators in hard-to-staff areas in high-need schools, multiple professional
training opportunities, as well as new compensation and career advancement
opportunities. It honors the essence, while changing the structure of the education
profession. SC TAP Systemis designed around four key pillars of reform: Multiple
Career Paths, which allow teachers the opportunities for career advancement while
continuing to work directly with students to increase achievement; Performance Based
Accountability, using multiple measures of student and teacher achievement in afair and
rigorous manner; Ongoing, applied professional development to allow teachers to target
and develop the required skills to address the needs of the individual teacher aswell as
the needs of the students; and lastly, Performance Based Compensation, which enables
teachers and principal s the opportunity to increase compensation, based on student
achievement measured using a value-added growth model as well as instructional
excellence as evaluated by avalid, reliable and rigorous instrument.

Through SC TIF, the Department of Education will implement a PBCS using
value-added measures that are reliable and transparent to enhance the educational culture
and recruit and retain highly effective educators and ultimately effect the student
achievement for all students. SC TIF will become a beacon for other districts across the
State. Through ajoint partnership with the 12 districts, SC TIF will be areflection of the
power teachers hold over their individual professional growth aswell as their
compensation. SC TIF will be aunique reform effort that involves teachers every step of
the way, starting with teachers voting to implement the reform and continuing with
teachers being the main decision makers as it relates to identifying and reforming their
individual developmental needs and the unique needs within their classroom.

SC TAP has been a successful partner with multiple schools and districts across
the State and has been at the forefront of innovation and data management related to
performance based compensation reform. Through the effort of SC TIF, South Carolina
will reach the tipping point of moving from apilot initiative to afull blown state-wide
model of reform. SC TIF will be thefinal catalyst needed to prove that when
performance based compensation isimplemented with the proper efforts, support and
buy- in from the teachers, students will grow above and beyond expected arbitrary
benchmarks.
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Section 1: Statement of Need

In applying for the TIF Grant Main Competition, it is recognized that the single most
important predictor for student success is the quality of the teacher in the classroom (Jordan,
Mendro, and Weerashinghe, 1997; Sanders and Horn, 1998; and Haycock, 1998). Often the
most experienced, effective teachers go to more affluent districts; consequently, the poor and
often minority students in poor or uncompetitive districts do not receive an equitable education
(Haycock, 1998). The SC TIF partner schools serve high poverty and high minority populations
in 42 schools across 12 digtricts. While the Request for Proposals established a baseline
requirement of at least 50% of low income families, these schools have much higher percentages
of families living in poverty based on eligibility for free or reduced-price lunch subsidies, and
other poverty measures used by LEAS.

Although each school qualifies as a high-need school, collectively, the school’s have an
average poverty index of 83.6% (the state average is 72%) and an average minority population of
69% (the state average is 45%) (See Table 1 below). The poverty index is created using the
poverty metric identified by the State of South Carolina which uses both Free and Reduced lunch
eligibility aswell as Medicaid qualifications. The table also delineates the percentages of
students who scored unmet, defined as below standard by the South Carolina Education
Oversight Committee, on the statewide assessment, the Palmetto Assessment of State Standards
(PASS), administered in grades 3-8. 1n 2009, the partner schools had a much higher percentage
of students scoring below basic in all four core areas than the state average.

The two high schools involved in the project—Strom Thurmond High School and Clinton
High School show long-term consequences of such conditions through teacher turnover rates,

on-time graduation rates, and student achievement data. 1n these high schools 23% of continuing
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contract (experienced) teachers who taught during the previous year did not return, as compared

to the State average of 15%. The high schools have an average dropout rate of 3.2%, which is

glightly higher than the State dropout rate of 3%; 10% of students are older than usual for the

grade level compared to the state average of 8.6%; and 28.8% of 10" graders fail the exit exam

required by the State for graduation. The high schools have a graduation rate of only 66.5%

compared to 74.1% of high schools similar to these in factors such as demographics and size.

The Department of Juvenile Justice School District also has significant needs that often

go unmet. The schools within this State district have a 100% Free and Reduced lunch

population. Besides the unique needs of significant poverty, these schools and teachers face

unique challenges on a daily basis meeting the needs of juvenile offenders. The students who

attend these schools have been incarcerated for multiple reasons, which create unique

educational settings. Similarly, the Simpson Alternative Education Center in Pickens faces

comparable challenges. These students have shown little to no success in the district’s high

schools and therefore are sent to the alternative education center. Data from the Department of

Juvenile Justice School District and the Simpson Alternative Education Center are not listed in

Table 1 due to the constant student turnover at these institutions.

Table1: Profileof TIF Partner Schools
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% Not
% Not % Not MET
Not MET | MET Met PASS
School MET MET Poverty | % Minority | PASS PASS PASS Social
District/School | AYP AYP Index Enrollment | ELA Math Science | Studies
Name 2008-9 | 2007-8 | 2009-10 | 2009-10 2008-9 2008-9 2008-9 2008-9
| Pickens |
AR Lewis
Elementary Yes Yes 78.0% 2.3% 11.3% 18.5% 25.6% 11.1%
Simpson
Alternative
Education
Center N/A 58.62
2
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Six Mile

Elementary Yes Yes 63.5% 2.9% 12.7% 17.3% 18.7% 12.4%

Crosswell

Elementary Yes Yes 96.0% 91.3% 10.4% 15.6% 15.7% 10.4%

West End

Elementary No Yes 77.0% 27.5% 19.3% 20.3% 23.9% 20.2%

Pickens

Elementary No Yes 63.3% 11.4% 21.7% 28.3% 34.0% 27.5%

Brunson

Elementary Yes Yes 70.4% 45.9% 9.3% 19.8% 25.0% 6.9%

Clinton High No No 76.0% 43.3% N/A N/A N/A N/A

Eastside

Elementary No No 85.4% 68.7% 27.4% 31.9% 36.2% 24.2%

Bell Street

Middle No No 78.0% 70.1% 32.7% 30.8% 33.2% 42.7%

West Hartsville

Elementary Yes No 89.1% 78.8% 35.8% 27.3% 42.4% 30.8%

Spaulding

Elementary Yes No 91.9% 65.9% 44.4% 44.9% 47.7% 38.3%

Brunson Dargan

Elementary No No 96.4% 81.8% 32.7% 39.4% 40.4% 41.3%

Thornwell

School of the

Arts Yes No 96.3% 82.8% 41.0% 42.3% 42.3% 43.3%

Darlington

Middle No No 83.0% 70.0% 44.9% 43.7% 46.7% 40.4%

Chestnut Oaks

Middle No No 94.5% 91.1% 54.2% 62.6% 41.2% 54.0%

Crosswell Drive

Elementary Yes No 96.0% 91.3% 41.6% 33.2% 45.9% 28.3%

Lemeria

Elementary Yes No 98.1% 93.3% 22.4% 38.8% 36.7% 19.4%

Douglas

Elementary Yes No 89.4% 74.4% 28.2% 29.1% 44.2% 39.4%

Johnston

Elementary No No 88.4% 84.4% 26.9% 44.3% 52.3% 34.5%

Strom Thurmond

High No No 72.0% 66.1% N/A N/A N/A N/A

W.E. Parker

Elementary Yes No 76.3% 67.4% 20.8% 25.3% 28.9% 20.8%

Johnson-

Edgefield-

Trenton Middle No No 81.0% 75.8% 28.5% 34.9% 40.1% 39.6%

| Dorchester2 |

Eagle Nest

Elementary Yes No 55.5% 54.7% 15.9% 18.6% 32.1% 13.6%

Summerville Yes No 64.7% 44.8% 17.6% 25.2% 28.8% 20.2%
3




Elementary

Windsor Hill
Elementary Yes No 73.9% 89.3% 16.8% 20.2% 32.8% 17.2%

Williams
Memorial
Elementary No 85.0% 73.2% 25.6% 30.2% 29.1% 15.6%

O P Earl
Elementary Yes No 65.7% 16.3% 22.1% 27.5% 14.6% 16.9%

Inman
Elementary Yes Yes 70.8% 27.8% 17.3% 21.2% 24.5% 19.6%

N/A 100%

Denmark-Olar

Elementary No 95.6% 98.5% 43.2% 60.9% 51.2% 40.0%
Robert Smalls

Middle No No 78.8% 64.4% 35.4% 38.3% 36.2% 39.6%
Joseph Shanklin

Elementary Yes No 91.0% 76.0% 34.0% 42.3% 38.1% 40.9%
Broad River

Elementary Yes No 77.6% 56.1% 26.5% 32.5% 37.4% 41.0%
Shell Point

Elementary Yes No 78.2% 60.8% 27.8% 35.4% 32.1% 19.4%
James Davis

Elementary No No 96.8% 97.5% 44.0% 56.0% 64.4% 50.0%
Whale Branch

Elementary No No 95.6% 77.2% 51.3% 47.4% 64.4% 53.4%
Whale Branch

Middle Yes No 91.7% 84.8% 47.5% 43.5% 48.6% 34.9%
Beaufort Middle No No 51.8% 38.9% 22.7% 24.1% 27.0% 19.7%
St. Helena

Elementary Yes No 98.3% 96.2% 33.5% 50.9% 56.6% 41.7%
Beaufort

Elementary 86.2% 60.3% 27.4% 32.7% 36.4% 30.5%
ELEMENTARY

STATE

AVERAGE 24.2% 29.4% 35.4% 25.6%
MIDDLE

SCHOOL

STATE

AVERAGE 33.2% 34.2% 36.5% 36.1%
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Need: Challengesin Recruiting and Retaining Teachers and Principalsin the LEA(S) and

High-Need Schools

The 2008-09 school year began with 203 vacant teacher positions (CERRA Supply and
Demand Survey, 2009%). These vacancies demonstrate districts inabilities to recruit and retain a
sufficient number of quality teachers. Long-term, these challenges will become more acute
given the declining number of graduates from South Carolina s colleges of education. 1n 2008
State institutions of higher education graduated 2,534 teaching candidates. That number
decreased by 9% (2296) in 2009.

The National Commission on Teaching and America s Future recognizes retention as a
main cause of the nation’ s teacher shortage. The average teacher turnover rate for SC TIF
partner schools was 17.5% which is significantly higher than the state average of 10%. Only two
districts, representing 6 SC TIF schools, have aturnover rate lower than the state average. The
chart below indicates the percentage of teachers not returning to the same school or district from

the previous year (2008-2009).

District Pickens Hampton 1 Laurens 56 Darlington Sumter 17
Turnover 9.2% 9.9% 16.5% 24.9% 23.2%
School Edgefield | Dorchester 2 | Dorchester 4 | Spartanburgl | Bamberg2 | Beaufort

Turnover 11.1% 17.9% 6.2% 12.9% 20.3% 21%

The cost of turnover represents a waste of limited school resources (Texas, 2000).
Estimates for the cost of turnover represent between a multiplier of .25 to 1.5 of the annual
leaver’s salary plus benefits. These formulas trandate into arange of costs for schools, for
example |} =t Chestnut Oaks Middle School, based on an average teacher

salary ofili] which is significantly lower than the average national salary of [Jjjjjjjand

! CERRA, The Center for Educational Recruitment, Retention and Advancement in South Carolinais explained in
significant detail in section 6, Recruiting and Retaining effective teachers.
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state average salary of [} Replacing teachers who leave with teachers with more
experience or advanced degrees would impact the school’ s budget even more.

The salary survey conducted by the American Federation of Teachers ranks South
Carolina 33 in the nation for average teacher salary aswell as for average beginning teacher
pay. Our state average salary for ateacher with no experience i i}, et four of the partner
districts offer salaries below this amount. Rural areas and blighted suburban areas often face the
most difficult dilemmas in retaining teachers because they compete not only with business and
industry for personnel, but also with districts with higher tax bases that offer teachers higher
compensation.

Many teachers certified in South Carolina leave the state to teach in neighboring states
where they receive higher compensation. Our closest neighbors, Georgia, North Carolina, and
Tennessee provide greater compensation. Georgia' s average teacher salary is- more than
South Carolina’s, and North Carolina’s average salary iJjjjjj more. Five SC TIF partner
districts, Pickens, Hampton 1, Edgefield, Beaufort & and Spartanburg County School District 1,
are within 30 miles of border states, so they feel a pronounced effect of this compensation
differential in their attemptsto recruit and retain quality teachers.

These districts also face extreme hardship in recruiting and retaining talented principals
and district leaders. The most senior superintendent has six years with the district; the average
number of years of experience for superintendentsin the partner districtsisthree. Similarly, as
Table 2 below details, 37 of the 45 schools have principals with 5 or less years of experience.
The average principal term is 4.1 with the median being two years. Thus, the turnover at the

teaching level is paralleled by turnover at the leadership levels. Currently, if principals desire
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more responsibilities (and subsequent pay increases), their options are often limited to leaving

the principalship to attend to roles at district offices.
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These digtricts reported the following for the quality and experience of their professional

staff.
Table2: Educational Attainment and Experiencein the Partner Districts (2008-2009 data)

% Teacher % Teachers with | # of Years at
Turnover Advanced School for

School Name 2008-9 Degrees 2008-9 | Principal

AR Lewis

Elementary 5.7% 75.0% 0

Simpson

Alternative

Education Center

Six Mile

Elementary 14.4% 65.6% 5

Crosswell

Elementary 6.1% 56.3% 1

West End

Elementary 8.0% 52.1% 4

Pickens

Elementary 11.7% 63.9% 4

Brunson

Elementary 7.0% 81.8% 1

Clinton High 14.9% 57.9% 1

Eastside

Elementary 16.2% 60.0% 0.1

Bell Street Middle 18.3% 55.6% 3

West Hartsville

Elementary 29.1% 57.9% 6

Spaulding

Elementary 16.3% 47.6% 1

Brunson Dargan

Elementary 28.0% 63.6% 2

Thornwell School

of the Arts 26.5% 43.5% 8

Darlington Middle 24.6% 30.6% 2

[Sumter17 |

Chestnut Oaks

Middle 35.8% 33.3% 4

Crosswell Drive

Elementary 19.5% 42.9% 0

Lemeria

Elementarﬁ 14.3% 54.3% 15

Douglas

Elementary 13.6% 56.0% 1

Johnston

Elementary 9.4% 57.7% 1
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Strom Thurmond

High 10.8% 42.6% 1

W.E. Parker

Elementary 7.3% 73.0% 2

Johnson-

Edgefield-Trenton

Middle 14.4% 56.1% 3
| Dorchester2 |

Eagle Nest Elem N/A 46.2% 2

Summerville

Elem 13.2% 59.3% 27

Windsor Hill Elem 22.6% 50.0% 2
| Dorchester4 |

Williams

Memorial Elem 6.2% 78.7% 2

O P Earl

Elementary 11.4% 51.3% 9

Inman

Elementary 14.3% 78.0% 7

Denmark-Olar

Elementa 20.3% 51.6% 5

Robert Smalls

Middle 23.0% 60.5% 12

Joseph Shanklin

Elementary 19.8% 60.5% 1

Broad River

Elementary 22.4% 62.5% 4

Shell Point

Elementary 12.9% 54.8% 4

James Davis

Elementary 21.3% 59.3% 1

Whale Branch

Elementary 30.0% 55.2% 4

Whale Branch

Middle 33.3% 39.3% 1

Beaufort Middle 13.9% 57.4% 5

St. Helena

Elementary 18.4% 75.0% 0

Beaufort

Elementary 13.5% 68.2% 8

STATE

AVERAGE 10%
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Section 2: Project Design

Building on Success

The South Carolina Department of Education has created a unique partnership with the
National Institute for Excellence in Teaching (NIET) and its comprehensive system for teacher
and student advancement known as “TAP’ (see page 15 for a description of TAP) to change the
State’s current, flat salary and compensation system to a dynamic performance based
compensation system designed to increase teacher effectiveness and generate higher student
achievement in our highest need schools. 1n 2007, SC received TIF funding to bring TAP to 23
of the highest need schools in the State. This project has resulted in significant increases in
student achievement in these schools, and has led to major policy and funding changes at the
State level that position TAP' s Performance Based Compensation Systems (PBCS) as akey
strategy for improving teacher and principal effectiveness in the state. These policy successes
include aligning the State evaluation tool with the TAP evaluation rubric, approving the use of
State technical assistance funds for SCTAP, and the State using the TAP System as a model of
mentoring for Induction level (1% and 2" year) teachers to ensure the quality of growth to reach
minimum adequacy. SC TAP has impacted State strategies for improving educator effectiveness,
and has emerged as a leading state initiative to create change among our neediest schools.

In this TIF proposal, we seek to expand the work we accomplished through the initial TIF
funding. Our new proposal will enable South Carolinato take SCTAP to greater scale, further
solidifying SCTAP as a key State strategy for high need schools to improve their human capital,
and apply the lessons learned through SCTAP to State strategies for strengthening the educator
workforce including: performance based compensation, rigorous evaluation, use of value-added

growth measures, development of a career ladder that supports differentiated leadership in

10
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schools, and to create links between provision of professional development and evaluation
systems.

Through this SC TIF proposal, we will bring this dynamic reform to an additional 12
districts across the state, 42 primary, middle, and high schools, 1,703 teachers and
administrators, and 20,433 students who come from high poverty, high minority families and
areas. Through the five years of the project, and expansion in the final years, our SC TIF
proposal has the potential to affect more than 60,000 children and 5,000 teachers and principals.
This expansion will solidify an innovative, proven system of performance based compensation
reform in high need schools across the state of South Carolina. In addition, we propose in this
grant to study the effects of a performance incentive structure that allows for larger potential

incentives for the most effective teachers as compared to current SCTAP schools.

SC TIF Partner School Districts

Y School District

o Partner Schools

Our proposed TIF project employs short- and long-term solutions for the teacher and

principal effectiveness problems in these high need schools. In the short run, SCTAP uses a

11
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tiered professional development system where master and mentor teachers provide on-going and
applied professional development for other teachers in an effort to build local capacity. In the
long term, career advancement opportunities and significant yearly performance incentives are
strategies to attract and retain effective teachers and principals in South Carolina s high need
schools.

The South Carolina Department of Education, through SC TAP, sent a letter to al school
districts within the state inviting them to apply to be partners in this Teacher Incentive Fund
grant proposal. Each district was given the opportunity to respond with interest and receive a
TAP implementation presentation to decide if this model would meet the needs of the district and
receive buy-in from stakeholders. A total of 83 schools and 17 districts expressed an interest in
learning more, and 42 schools committed to partnering with the Department on this grant. Our
work to ensure the involvement and support of teachers and principals for this reform is further
described in the communications section.

Thislevel of interest islargely driven by the success seen to date in existing SCTAP
schools. Even though the current schools are in varying years of implementation, the data show
some promising trends. As part of South Carolina TAP' s external evaluation, schools were
matched with schools of similar demographics as identified by our State accountability matching
system through the Education Oversight Committee, a part of the state legislative system. The
comparison demonstrated that 13% more of the 43 TAP schools made AY P than the non-TAP
schools. Additionally, 92% of the TIF schools made at least a year’ s worth of growth in reading,
math, science, and social studies according to the SAS, Inc. value-added measurement. Fifty-four
percent of the TIF schools received value-added scores of “5” meaning that the school averages

were two standard errors above growth expected for one year (See Figure 1) representing

12
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significantly greater than average growth. Prior to TIF, several participating schools, including
Whitlock Junior High, JV Martin Middle School, Estill Middle School, and Chestnut Oaks
Middle School were designated as chronically underperforming. As aresult, they were identified
as Palmetto Priority Schools by the Department. These schools were made part of the Palmetto
Priority collaborative when they failed to meet the expected progress on student achievement
required by the State's Education Accountability Act (EAA). They were identified among 39 of
the lowest-performing schools in the state based on student achievement. Since the
implementation of TAP in these schools, al 4 middle schools have been removed from the
Palmetto Priority list. Asaresult of this success, TAP has been identified as a State-approved
school-turnaround model. This means that underperforming schools that choose to participate in
TAP may use State improvement funds to offset costs associated with TAP. Thiswould allow a
number of schools to achieve their required funding matches in early years of the TIF award and

to plan for sustainability after the grant.

13
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Figure 1: 24 South Carolina K-8 Original TIF Schools Value-added Performance '08-'09

South Carolina TIF schools K-8

4%

4% W School value-added score of "5"

N\

i School value-added score of "4"

5
4
School value-added score of "3"
i Schoolvalue-added score of "2"
1

i School value-added score of "1"

* A value-added score of “3” meansthe school achieved an average of one year’sgrowth
for all students. A value-added “4” isone standard error above oneyear’sgrowth, and a
value-added “5” istwo standard errors above one year’s growth — significantly more
growth than comparable schools. A value-added “2” isone standard error below oneyear’s
growth, and a*“1” istwo standard errorsbelow. In other words, a value-added score of “2”
or “1” indicatesthat studentsare learning lessthan is expected in a given year.

New SC TIF Project: Building on Success

Each of our 12 partner districts faces challenges in recruiting, developing and retaining
teachers. Collectively, they are high poverty, high minority, high rurality, low educational
impoverished areas with scarce or low economic bases to support education, and shifting
populations, representing the range of conditions present in the state that makes retaining the
human capital of talented teachers very difficult. The SC TIF project is designed to alow the
effects on teacher and principal professional growth and retention and, most importantly, growth
in student achievement to be seen by all State schools as a viable means of whole school reform

to further effect change in education within South Carolina

14
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Without an effective whole school model of compensation and reform, the limited pool of
quality teachers will often seek employment outside of these hard-to-staff districts where salaries
are higher and working conditions (e.g. leadership, mentoring, and empowerment) are better.
Results from the South Carolina working conditions survey administered statewide in April 2005
indicate that leadership, the work environment, the opportunity for continuous improvement,
career advancement opportunities and the ability to interact and work with professional
colleagues draw teachersto work in hard-to-staff schools. The survey also revealed a significant
correlation between retention and professional development at all levels (Emerick, 2005).

SC TIF will utilize a comprehensive school-wide model focused on four tenets as
outlined below. These tenetsinclude: aggressive career advancement that allows teachersto
maintain effective practice within the classroom while receiving additional responsibilities and
compensation; arigorous evaluation system that both differentiates levels of effectiveness and is
linked to student achievement; a professional development system that is connected to the
evaluation system and is designed specifically around teachers and students; and a compensation

system that rewards effective practice for both teachers and principals.

: Ongoing
Multiple Applied
Career Paths Professional

Growth

Instructionally Performance-
Focused Based
Accountability Compensation

15
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TAP: The System for Teacher and Student Advancement was developed by the Milken Family

Foundation, and is administered by the non-profit National Institute for Excellence in Teaching

(NIET). Detailed information on the National Programs designed by NIET can be found at

www.tapsystem.org as well asin Appendix A. SC TAP customized this comprehensive reform

model for South Carolina schools. The details that drive this comprehensive reform are what

truly help student achievement increase in any style or type of building.

1.

PR/Award # S385A100134

Multiple Career Paths allow teachers powerful opportunities for greater responsibility
with commensurate pay. In SC TAP, teachers may assume the roles of career teachers,
mentor teachers and master teachers. Career teachers are typical classroom instructors.
Mentor teachers are classroom instructors who also hold some coaching and mentoring
responsibilities and serve on the school’ s instructional leadership team. Master teachers
are similar to Instructional Coaches and use their expertise and knowledge to work with
multiple teachers in the building. Teachers move up this career ladder by showing
sustained student achievement as well using their ability and leadership to coach peer

teachers on effective practices.

Ongoing, Applied Professional Development allows teachers continuous, onsite growth
opportunities focused on the needs of their students to enhance their overall effectiveness
intheir craft. This professional development is designed and delivered by the leadership
team and occurs during the school day. It is focused on the immediate implementation of

research-based, vetted srategies that have proven success.

Instructionally Focused Accountability is represented by fair evaluations based on clearly
defined, research-based standards. The rubric based observation and evaluation system

allows this process to be a professional growth opportunity rather than a bureaucratic
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process. Teachers are observed a minimum of 4 times throughout the school year by
certified, trained evaluators. The State has approved use of this evaluation tool to fulfill

all requirements under the State mandated evaluation system.

Performance Based Compensation - Salaries and performance incentives are tied to
responsibilities, instructional performance and student achievement results. Performance
incentives are given to teachers based on a value-added approach to student achievement
within the teachers' classroom, as awhole school and on their instructional performance.
Each of these incentives are weighted and grouped together for the total performance

based compensation.

SC TIF will provide needed resources to 42 schools throughout the life of the grant,

enabling the State to expand the SC TAP approach to aimost 100 schools, helping the State reach

atipping point where this PBCS can become the leading solution for high-need schools across

the State.

PR/Award # S385A100134
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M ultiple M easur es of Teacher Effectiveness; Student Growth a Significant Factor

The SC TIF differentiated compensation system clearly addresses absolute priority one
and is based on a modifications of TAP's formula (Appendix B): 60% of teacher performance
incentives are calculated from student achievement as measured by value-added growth; the
other 40% is based on a valid and reliable classroom observational rubric known asthe TAP

Teaching Skills, Knowedge and Responsibility (SKR) Standards (See Figure 2).

Figure 2: Basisfor TAP Performance Based Compensation

Performance Incentives

30% _
40% W Observations

i Individual Value

[ —— | Added Scores
e
g School Value Added
=—— —
30% Scores

These percentages will be adjusted in some cases, for example, based on the availability
of datato calculate individual classroom value-added. In addition, principals will receive
performance based compensation based on multiple measures including 60% school wide value-
added growth, 20% SC TAP implementation, and 20% based on a principal 360 degree
evaluation tool (VAL ED). See Table 3 for a description of how each teachers and principals

effectiveness will be translated into performance compensation.
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Table 3: Performance Based Compensation for Teachersand Principals

Educator Criterion 1 Criterion 2 Criterion 3
K-3 Teacher 40% SKR 30% class value- 30% school value-
added on MAP added
3-8 Teacher —tested | 40% SKR 30% class value- 30% school value-
subject area added on State added
assessments
3-8 teacher —non- 40% SKR 30% of a core 30% school value-
tested subject area subject’s value-added | added
on State assessments
9-10 Teacher —ELA | 50% SKR 20% class value- 30% school value
and Math added on MAP added
9-12 Teacher —non- | 50% SKR 50% school value-
math/EL A subject added
K-8 Principal 20% Evaluation | 20% fidelity of 60% on school-wide
implementation value-added
9-12 Principal 20% Evaluation | 20% fidelity of 60% on school-wide
implementation value-added

To include as many teachers as possible under the SC TIF schools' performance
incentive structure with individual student data, Measures of Academic Progress (MAP) will be
used to determine individual student growth in grades K—3 and 9" and 10" grade math and ELA.
MAP tests from the North West Evaluation Association give projected growth for each
individual student, and ateacher’s value-added score is calculated based on these tests. Also,
teachers in non-tested subjects, such as related arts, will have the opportunity to choose one of
the core content areasto reinforce in their classes in order to be linked to those particular
students value-added gains. These changes will ensure that 30% of the performance incentive
for aimost all teachers in the building will be based on the performance of students for whom
they are directly accountable. These changes will also help build the sense of community and
commonality of purpose by encouraging collaboration between content area and related arts

teachers.
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By including MAP tests and related artsteachers in TIF, accountability for teachers will
increase. The use of MAP scores expands upon the traditional TAP model. In the traditional TAP
model, 50% of a non-core 4" — 8" grade teacher’ s performance incentive would be based solely
on the school-wide gains. With SCTAP' s model, teachers who do not teach a State-tested subject
or whose classroom does not meet the requirements to receive a value-added report based on the
PASS test can have an avenue for individual accountability.

M easur es of Student Growth are Valid and Reliable

Value-added analysis uses a statistical methodology that documents the rate of student
progress at State, district, school, grade, and student levels and is based on individual student
achievement data. The data determine academic gain or value-added growth for a student or
group of students above a predicted target over a specific period of time; a student’s past
performance on tests predicts which scores students should achieve if they continued on the same
path. Projected growth is determined by actual growth in two or more previous years. Using the
value-added model, actual scores are compared to the predicted scores to determine the progress
of ateacher’s class. We will use areputable provider to ensure validity and reliability of these
calculations as described in the section on value-added measures.

Current TAP teachers continue to report high levels of satisfaction with TAP (See Table
4 below). Of the 366 teachers surveyed in 2008-09, 90% indicated that they supported or
strongly supported increased accountability, and 73% indicated they supported or strongly
supported the concept of pay for performance. These levels of support reflect the success of our
efforts to ensure the involvement and support of teachers and principals as outlined later in the

communications section.
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When these teachers were asked about the level of collegiality at their schools since TAP
was implemented, 93% reported that collegiality at their school is average or high. Thisisan
important finding that contradicts the common perception and fear that performance pay systems
will cause competition and a lack of cooperation among teachers. We believe thisis due in part
to the collaboration generated through weekly professional development cluster meetings, as
well as the structure of the performance compensation, which encourages collegiality by
rewarding individua and school-wide student growth. SCTAP s modification with the related
artsteachers as well aswith MAP testing will only increase the collegiality throughout the
building, as all teachers will have a stake in every child’s education.

Table4: SC TAP Survey Teacher Survey Results

Multiple Career Path 2005
2008 | 41.0 38.0

Professional Growth 2005
2008 | 28.0 [ 63.0 |

Accountability 2005
2008

34.0 | 58.0 |

Performance-based Compensation 2005
2008

27.0

Collegiality 2005
2008

26.0 68.0

Percent

O Moderate Suppot O Strongly support
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SC TIF Performance Compensation is Significant Enough to | mpact Behavior

As stated in the first absolute priority, schools must differentiate levels of compensation
to reward teachers who demonstrate their effectiveness by improving student achievement, and
demonstrate that compensation levels will impact educator behavior.

Asillustrated in the chart below, TAP results in an increase in the percentage of effective
teachers and a decrease in the percentage of ineffective teachers in a school. We believe the
levels of compensation we propose are significant enough, in combination with other aspects of
the TAP system, to create this change. The change in the percentage of effective versus
ineffective teachers in a school is aresult of recruitment, retention and professional growth.

Chart 1. Teacher Retention based on Teacher Efficacy

100% I I I I
Probability of Retention

Into the Following Year /__,_._-——"

75%

//

25% ~

~—

Probability of Turnover ——
Before the FollowingYear ———
0% ! ! ! !

1.0 1.5 20 25 3.0 3.5 4.0 4.5 5.0

Teacher's Skills, Knowledge,
and Responsibilities Score

SC TIF will create afund for performance incentives based on an allocation of |jji|j
which is approximately 5.6% of the statewide average annual teacher salary. Additionally, every
school will provide recruitment and retention incentives for teachers in hard-to-staff subjects
(math, science, special education) of up tjij per teacher over athree year period

(explained in detail in Competitive Priority 5, Retention and Recruitment). In existing SCTAP
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schools, the most effective teachers can earn double or triple the per teacher allocation of-.
We have seen this level of reward impact teacher and principal effectiveness and student
achievement; however we believe there is value in testing whether a higher potential bonus will
have a greater impact on teacher behavior. We therefore propose in this grant to increase the
amount per teacher into the pool t(- thus creating the opportunity for the most effective
educatorsto approximately- or roughly 15% of the statewide average teacher salary per
year. Outside of this TIF grant, schools implementing TAP within the State have differing
allocations per teacher ranging from|jij o] e will study the effects of differing
levels of potential performance incentives on student achievement by comparing these schools
with the schools in this grant.

Labor Market Effects

Indeed, agoad of this TIF grant isto increase the number of schools in South Carolina
employing differentiated compensation, creating structures that enable schools to begin every
year with highly qualified, highly effective teachers. SC TIF will work jointly with the human
resources divisions in each participating district to use various forms of media to announce job
openings at the TIF schools. The Project Director or staff will attend college recruitment fairs to
attract teachers beginning their career, and TIF staff will attend a variety of State conferences to
attract the most effective teachersto TIF schools. If the TIF grant isto be a catalyst for systemic
change, it must create a heightened sense of competition where non-TIF districts are compelled
to abandon their antiquated pay systems and adopt similar differentiated compensation models in

order to compete with the TIF schools.
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Principals

Just asthe most effective teachers are needed in the classrooms, South Carolina needs the
most effective principals to remain in the schools. The State has implemented a uniform
evaluation system for principals. South Carolina’s General Assembly adopted legislation that led
to the development and statewide implementation of the Program for Assisting, Developing, and
Evaluating Principal Performance (PADEPP) in 2001 (S.C. Code Ann. 8 59-24-5). This system
isthe most recent revision in the State' s long history of having a uniform statewide evaluation
system for principals. While the evaluation system is important in identifying effective
principals, additional measures must be taken to identify, recruit and reward highly effective
principals in high-need schools. Under the current system, if a principal desires more
responsibility (and subsequent pay increase), the options are often limited to assuming arole at
the district office. South Carolina TIF provides effective principals with the opportunity to make
the equivalent salary a promotion to the district office would afford.

The TIF partner schools will offer avariety of incentives to principals and assistant
principals. These include performance incentives based in significant part on the school-wide
value-added gains. During the 2009-10 school-year, SC TAP schools piloted a principal
performance incentive based on school wide value-added data as well as the school’s
performance on the implementation monitoring process of the TAP Annua Review to create a
performance incentive structure. In this grant we will add additional indicators for the TIF school
principals. SC TAP is currently working with the Anderson Research Group and will continue to
work with the external evaluator of SC TIF to develop a comprehensive formulato calculate

administrator performance incentives. Results from adequate yearly progress (AY P) and district,
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state, or NIET principal evaluation models as well as a 360 degree Principal Assessment may be
included in the formula; however, 60% will be based on student value-added growth.

Using the SC TAP current principal compensation system of school value-added growth
at 75% and TAP Annual Review at 25%, the payouts for the principals in the SC TAP schools
for 2008-09 ranged fron N (when [l vas allocated per administrative team).
SC TIF will alocate|jij per administrative team to be divided among the principal and
assistant principals, based on 60% for the principal and 40% for the assistant principals. TIF
school administrators' performance compensation will be determined using 60% of the overall
school value-added score, 20% based on the implementation guidelines and review from the SC
TAP Annual Review (Appendix C), and 20% based on the State of South Carolina’s principal
evaluation system, PADEPP and the 360 degree assessment instrument (See Table 1 above). In
terms of evaluation, every principal and assistant principal in TAP schools will participate in this
formal evaluation cycle each year. During the first year, the SC TAP advisory board, aswell as
representatives from each district, will translate the State principa evaluation systemto create a
rubric (using a1 to 5 scale similar to all other SC TAP rubrics including value-added scoring)
which will be used to determine the level of success and the performance incentive for each
administrator.

Rigorous, Fair, Transparent Evaluation

The proposed TIF project will provide mechanisms to evaluate teacher and principal
performance throughout the academic year. The TAP instructional evaluation system helps
teachers and principals focus on pedagogy and student datato determine which teaching

practices will lead to increased effectiveness.
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TAP differentiates teaching effectiveness through multiple observations, observers, and
measures. TAP Teaching Skills, Know edge and Responsibilities (SKR) Standards is a set of
twenty-six research-based indicators of effective classroom instruction. These SKR standards
have four domains which include three indicators for Designing and Planning Instruction; twelve
indicators for Instruction; four indicators for the Learning Environment, and seven indicators for
Teacher Responsibilities®. The focus of the evaluations is not content specific. Therefore, all
teachers, including those in the special areas can be evaluated fairly by individuals who do not
have content expertise in the subject observed. After each evaluation, teachers receive a score of
1to 5, with 5 being exemplary (See Appendix D for an example of the TAP Instructional

Rubric).

A NIET (2010) research summary shows the distribution of teachers on the TAP 5-point
scale, demonstrating what setsthe TAP system apart from most other evaluation systems (see
Figure 3). The mean evaluation score for TAP teachers nationwide is 3.5 out of 5. In contragt,

Weisberg and colleagues (2009) found:

In districts that use binary evaluation ratings (generally “satisfactory” or
“unsatisfactory”), more than 99 percent of teachers receive the satisfactory rating.
Districts that use a broader range of rating options do little better; in these districts, 94
percent of teachers receive one of the top two ratings and less than one percent is rated

unsatisfactory. (p. 6)

2 Career teachers have three indicators for Teacher Responsibilities. Master and mentor teachers have seven
indicators because of their added responsibilities.
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Figure 3: Distribution of TAP teacher evaluation ratingsin TAP schools
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Source: NIET 2010, p. 9 — N=4007

Evaluations are performed 4 to 6 times per year by the TAP Leadership Team, which is
comprised of master and mentor teachers, the principal, the SC TAP director and his staff, and
other school administrators. At least half of the observations are unannounced. All announced
observations include a pre-and post-conference with the teacher. Unannounced observations
include only a post-conference. As Ralph Waldo Emerson stated, “We do not learn from our
experiences, rather, we learn from reflecting on our experiences.” It isthis coaching ideal that
SC TAP utilizes to enhance the teachers understanding and provides the teachers, at all levels,
the opportunity for growth. This approach also ensures that evaluations are aligned with
professional development.

Each teacher is evaluated a minimum of four times a year by multiple trained, certified

and annually recertified evaluators using a comprehensive rubric. These standards are based on

education psychology research focusing on learning and instruction. Instructional guidelines and
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standards developed by numerous national and state organizations, including the work of
Danielson (1996), among others, were reviewed and formed the basis for TAP's standards for
teacher accountability. The teaching standards and rubrics are based on empirical studies from
diverse literature, and research indicates that teachers who teach according to these standards
will produce large significant achievement gains (Schacter & Thum, 2004; Daley and Kim,
2010). Research also indicates that when these rubrics are applied correctly, they serve as
accurate predictors of student achievement gains.

The TIF Project Director and SC TAP Regional Master Teachers will train each evaluator
atotal of five days on the rubric, and each participant must pass the certification test before
beginning observations. Annual evaluator recertification is required and inter-rater reliability is
continuously monitored. The Project Director and his staff will conduct observations and
debriefings in participating schools to ensure the rubrics are being applied correctly and to check
for inter-rater reliability. Leadership teams at the site level use an online data entry system
(CODE) to track all teacher observations and scores. This system is then used in the school
leadership team meetings to check for score inflation, deflation, and consistency among
evaluators with the real time data it is able to provide to the leadership teams. Evaluation data
serves as a guide for the leadership team in the pedagogical areas of strength and weakness for
the faculty to better enhance the level of professional development based specifically on the
needs of the teachers.

To calculate the payouts and reward excellent teachers, the faculty of a school is typically
divided into pools for career, mentor and master teachers. Performance incentive funds cannot
shift from one pool to another. This separation ensures no evaluator would personally gain or

lose financially as a result of scoring an observation.
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SC TAP Evaluation Systems are Aligned with State Evaluation Systems

SC TAP and the state of South Carolina have worked together to correlate the TAP
evaluations to alow all state schools using the TAP System to fulfill all requirements of ADEPT,
Assisting, Developing, and Evaluating the Performance of Teaching, the state teacher evaluation
and accountability system, streamlining the evaluation process. Through 8 years of research and
correlation, the South Carolina Department of Education has devised a system that considers 2.5
onthe TAP Instructional Rubric to be at the competent level for the state accountability system.
Further, because of the intense opportunities for professional growth within the TAP System, the
Stateis using the TAP System as a model of mentoring for Induction level (1% and 2" year)
teachers to ensure the quality of growth to reach minimum adequacy. In 2006, the ADEPT
system altered its performance dimensions to create performance standards, which more closely

align with the TAP System.

The statewide Principal Evaluation System (See Table 5) will be used to evaluate the
principals. This system utilizes a portfolio style assessment throughout the school year to
evaluate each of the indicated standards. District-level personnel will evaluate these portfolios.
These evaluations will then be correlated to the rubric designed by the SC TAP Advisory
Council to determine the principal performance-based compensation. Additionally, beginning in
year 2, all SC TIF principals will also be evaluated using the 360 degree assessment tool, known
as VAL Edor asimilar instrument. The process will begin in year two to allow significant
training to be completed by state and district officials as well asthe principals themselves. The
SC TAP Advisory Council will use the PADEPP Assessment tool and the 360 degree assessment
tool to devise a payout rubric to identify the key portions of these tools that will ultimately

comprise the 20% of the principal administrative payout.
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Table5: The Program for Assisting, Developing, and Evaluating Principal Performance
(PADEPP)

PROGRAM FOR ASSISTING, DEVELOPING, AND
EVALUATING PRINCIPAL PERFORMANCE NUMBER OF RELATED CRITERIA

(PADEPP) STANDARDS
Standard 1: Vision
Standard 2: Instructional Leadership
Standard 3: Effective Management
Standard 4: Climate
Standard 5: School-Community Relations
Standard 6: Ethical Behavior

Standard 7: Interpersonal Skills
Standard 8: Staff Development
Standard 9: Principa’s Professional Development

A A O WO OO O O O b~

Additional evaluations will be conducted of the school, and specifically of the principal
as part of the SC TAP Annual Review process. Throughout the school year, approximately every
two weeks, the SC TAP Regional Master Teachers will conduct walkthrough observations to
identify and coach the principal on effectively monitoring the implementation of TAP within
each building. As part of the formal Annual Review process, the SC TAP State team and NIET
experts review the level and fidelity of implementation of SCTAP according to arubric based on
the levels of implementation that have shown the greatest impact on student achievement in TAP
schools. Specifically, the team will analyze documents as they pertain to the leadership team
elements, the design of the schools goals, and the alignment of professional development to those
goals. Additionally, the teams will observe leadership team meetings and professional

development cluster meetings (weekly meetings) to examine the effectiveness of implementation
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using a researched based valid and reliable review instrument. I dentified areas of this Annual
Review will then determine the remainder of the principal’ s performance-based compensation.

Teacher L eadership: Spreading Expertise

I mplementing a compensation system that rewards teachers and principals for
demonstrated increases in student achievement is one facet of school reform, and equipping,
enabling, and supporting teacher and principal skill development to foster those academic
improvements in their peers is another essential step in our proposed TIF program. TIF s career
paths provide educators with incentives to take on additional responsibilities and leadership roles
through a selective process and enable instructional leadership to be shared among the principal
and master and mentor teachers in a participatory leadership model. A rigorous evaluation
system and school-based professional development are only possible with a cadre of teacher
leaders to accomplish this work.

Unlike typical professional development, TAP provides on-site expertsin master and
mentor teachers and prime coaching evaluators to provide weekly professional development and
reinforce this learning by providing classroom support to ensure effective transfer of the new
techniques learned. The TIF Project Director and staff members will train leadership team
members to identify effective research-based practices, prove the effectiveness of the strategies
or adaptations with the students that are in that particular school, and then teach the strategiesto
other teachers in weekly professional development groups. The master teachers have access to an
online TAP training portal to identify and share successful instructional strategies. In addition,
the SC TAP director conducts a monthly networking seminar for master teachers on successful
strategies, and master and mentor teachers receive a monthly newsletter about effective

strategies, recent research, and pertinent readings.

31

PR/Award # S385A100134 e3l



Mentor teachers provide day-to-day coaching and mentoring services to the teachers
under their supervision. They collaborate with colleagues to construct benchmark lessons, team-
teach, and demonstrate model instructional skills. Mentor teachers receive an average yearly
salary augmentation of- Mentors support five to eight teachers and provide another layer
of coaching as well as a career path within instruction.

A master teacher occupies the highest level teacher leadership position in a TAP school.
The master teacher is ahighly skilled professional educator who shares significant leadership
responsibilities and authority with the principal. A master teacher oversees the professional
development of teachers under his/her supervision, facilitates curriculum and assessment
planning, team teaches with colleagues, provides demonstration lessons, and conducts teacher
evaluations based on the professional development provided. Master teachers will receive a
I sclary augmentation for their additional responsibilities and leadership roles and are
responsible for the professional development of the career teachers. Master teachers are expected
to work an additional 5 to 8 days per year.

A Prime Coaching Evaluator (PCE) is responsible for ensuring that all teacher
evaluations are tied to individual professional development and overall teacher success. The
prime coaching evaluator, an additional step for career advancement, will be used mostly in
secondary schools due to the large number of teachers and individual needs which must be
addressed. They will conduct observations on each teacher and be responsible for coaching and
helping design teachers’ Individual Growth Plans (IGPs). This coaching structure will ensure
that all teachers receive the differentiated professional development that pertainsto the

individual needs. The prime coaching evaluator will work hand in hand with leadership teams,
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mainly master and mentor teachers, to ensure that school-wide goals and professional
development sessions are created to best suit the needs of all the individuals in the school.

The regional master teacher (RMT) is responsible for implementing TIF in agroup of
schools. The RMT attends the national TAP trainings and helps the Project Director build
capacity among the school-level master teachers. RMTswill spend 90% of their time in the
schools, providing on-going support for the master and mentor teachers and principals. The
RMTs salaries will be comparable to a principal in that specific region. Based on SC TAP
surveys over the previous 6 years, the level of support provided by the regional master teachers
was identified as the single most important factor to the success of the individual school (SC
TAP, 2008). Teachers within the school need significant expertise in the school leadership to
perform at the highest level. Schools require the highest level of support from the State team to
enable them to produce exemplary results.

High Quality Professional Development

Professional development for principals is provided by the RMTs and the TAP Director.
These professionals provide feedback throughout the year based on their observational visitsto
TAP schools. They also support principals in developing high quality leadership teams and in
improving their ability to evaluate classroom instruction, coach master and mentor teachers and
set sudent achievement and professional development school goals. As described in the next
section, TAP staff work with principals to support their understanding, use and ability to
communicate value added results to teachers and external stakeholders in the community.

As described above, the ongoing, embedded, applied professional development model
that SC TAP usesiscritical to integrating all aspects of teacher development. The cluster

meeting model of professional development allows the school leadership team to devise a
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professional development plan that is created based on the needs of teachers and students within
a school building. It isthis model that allows teachers to be continually exposed to strategies that
are necessary for their individual development based on a weekly examination of student work.
The traditional model of professional development does not allow the differentiation of strategies
and needs to ensure that the teachers’ and students' needs are addressed. The SCTAP cluster
model of professional development ensures the opportunity for growth of all teachers at
individualized rates. In this model, the needs of highly effective teachers and less effective
teachers, as measured using value-added growth and classroom observations, are met. And
because of the partnership with the South Carolina Department of Education, this professional
development also qualifies for recertification credit for continuing contract teachers.
Additionally, decisions regarding professional development, whether from the State and
district level, or identified by teacher or student data in a school, can be integrated into the
cluster model. Through the SCTAP professional development model, each teacher creates and
reflects using an Individualized Growth Plan (IGP). These IGPs are designed to facilitate
reflective practice. The teacher’s | GP serves as an ongoing, fluid journal of individualized
professional development. The IGP provides a specific plan for improvement for teachers that

are not performing at the “effective” level.
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The graphic above represents the total professional devel opment model as created by SCTAP. All aspects of this
professional devel opment are necessary to increase the effectiveness of all ingtructors within the school building. It
iswhen all three are aligned that one will see the greatest effect on teacher growth and ultimately student
achievement.

Ensuring Educators Understand M easur es of Effectiveness

An additional vital aspect to teacher preparation and understanding of effective teaching
occurs with the value-added |eadership team conferences. Upon receiving the value-added
analysis for each teacher, the leadership team conferences with each teacher to discuss the
results. During this discussion, the data is presented to the teacher in an effort to demonstrate the
areas of effective practice aswell as any identified areas of concern. Value-added data by itself is
not useful unless the results can be conveyed to teachers in away that will impact classroom
practice. By relating value-added results to the individual teacher’ s classroom observation
results, the leadership team is able to tie evaluation resultsto professional development. These
connections are further strengthened for teachers as master and mentor teachers follow-up with
them in their classrooms, helping them to act on this data. When a principal is able to use the
value-added results to align teacher strengths to student needs, the potential for significant
student growth increases exponentially.

Similarly, the TAP Director or Regional Master Teachers, conference with administrators

to explain school-wide value-added results as well as the results of other measures of principal
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and assistant principal effectiveness. These discussions strengthen administrators' ability to
analyze value-added data as well as data from their evaluations, and apply this understanding to
improving their practice. Finally, these discussions further deepen administrators’ understanding
and ability to explain how value-added measures are translated into performance compensation
for all educatorsin the school.

Data M anagement to Support the Performance Based Compensation System

Currently, the TAP schools in South Carolina use SAS Data Services, created by Dr. Bill
Sanders, to calculate the value-added growth for the students, as further described in the section
addressing value-added measures. Before the scores are computed by SAS, the SC TAP director
works with SCDE technology personnel and local district technology directorsto create adata
base of student to teacher linkages and also student to student linkages that will be uploaded into
the Battelle for Kids Link System. These two linkages are necessary to tie the teacher to the
student when the scores are calculated and in order to project growth, respectively. Thereis not
only awork-shop for the district personnel responsible for the linkages, but on-site assistance is
available and is further supported by Regional Master.

The student value-added scores are then compiled into teacher reports detailing the
average student growth (value-added score) per teacher. Currently SAS performs the value-
added calculations for most of the schools involved in TAP nationwide and is prepared to
perform calculations for the additional forty-two schools through the TIF grant. Also, field
testing formulas designed in the fall of 2006 by Anderson Research Associates and validated
since its inception will be used to calculate value-added scores based on MAP datatied to

teacher and primary school principal performance incentives for grades K—3.
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CODE, Comprehensive Online Data Entry System, a sole source provider to all national
TAP schools, now handles all of the teacher observational data for the TAP schools in South
Carolina and is prepared to support the additional 42 new schools. Each time a formal
observation is conducted, the scores are input into the internet based program and compiled,
weighted according to the evaluator and teacher being evaluated, and finally averaged. Real time
corresponding charts and graphs are produced, which can be utilized by the leadership team to

diagnose school-wide pedagogical problems.

Fiscal Sustainability

SC TAP has been financially viable for the previous nine years. Overcoming significant
State budget constraints, SCTAP has provided a vision with this TIF grant for an effective PBCS
for high-need schools. However, making the financial changes necessary to begin this reform
represent a significant hurdle for high-need schools. We seek TIF funding to extend SCTAP to
an additional 45 schools, bringing this reform to almost 100 SC schools. By showing that the
kind of results we were able to achieve through the initial TIF grant can be extended to these
additional schools, we believe we will establish SCTAP as the leading model for addressing the
need for improved educator effectiveness in high need schools. In addition, during these nine
years, all necessary support structures have been developed including: data systems;
individualized teacher, school, district, and State support; and communication plans. These
structures provide seamless benefits to all schools investing in a PBCS and illustrate how TAPis
an integral part of South Carolina’' s strategy for recognizing and rewarding educatorsin high

need schools based on effectiveness.
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To address fiscal sustainability, partner districts have jointly agreed to two sustainability
terms as a condition of their TIF grant participation as noted in their MOU signed by the district
superintendent: (1) barring complete financial disaster, the partner district is committed to
provide the PBCS to teachers and principals at participating TAP schools during and after the
end of the TIF grant, and b) barring complete financial disaster, the partner district is committed
to provide from non-TIF funds the following share of the PBCS: Incentives: Y ear Two 15%,

Y ear Three 30%, Year Four 45%, Y ear Five 60% & beyond 100% and Personnel: Y ear Two:
10%, Y ear Three 25%, Y ear Four 33.3% and Y ear Five 50%.

SC TAP has already provided partner district leadership with a district budget covering
the five years of the TIF grant to delineate all costs throughout the five-year grant period.
Additionally, the state director will work with partner districts to strategically reallocate existing
federal, State, and local funds to support the sustainability and expansion of the PBCS. The
partnering school districts have agreed to identify Title, Title |1, professional development
funds as well as State monies and local funds to ultimately create a sustainability plan by the
completion of the third year of the grant.

Over the previous five years, the South Carolina Department of Education has committed
approximately- per year of State Title Il fundsto implement SC TAP. These funds will
continue to be available to enhance SC TAP. Because SC TIF is administered by the State
Department of Education, all resources of the Department, including financial allocations such as
Title Il and state technical assistance monies are available to reallocate to address sustainability.
Based on a proviso passed by the State legislature, State technical assistance funds are
designated funds from the State legislature to be used for the enhancement of schools identified

as consistently underperforming. SCTIF schools have access to these funds.
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The state of South Carolina demonstrated its support for performance-based
compensation systems such as SC TAP with the passage of the general appropriations bill
H.4657 which proposes cuts in recurring allocations to | ili] inc!uding the reallocation
of State bonuses for National Board Certification to performance pay models which will take
effect September 2010. Additionally, the chairman of the education subcommittee and the
incoming chairwoman of the State Board of Education offered significant support a an April 14,

2010 board meeting.

Programmatic Sustainability

Comprehensive school reform is most beneficial if it can be integrated into all aspects of
the State education system. This is essential when looking at the design of a performance-based
compensation system that is beginning to demonstrate benefits including increased teaching
effectiveness and increased student achievement.

SC TAP' s integration in the South Carolina Department of Education, through the
Division of Educator Quality and L eadership, has allowed SC TAP to use the resources of the
Department as well asto allow the Department to become knowledgeable about the TAP
System. It is because of this joint venture that SC TAP has become an identified State
comprehensive reform model. This was the case when SC TAP was chosen and identified in
legislation as a model to support the persistently under achieving schools identified as the
Palmetto Priority Schools. Additionally, SC TAP was highlighted in the Race To The Top
application as a model that utilizes a value-added approach in addition to an intense, rigorous,

transparent instructional evaluation system.
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Since it is part of the State Department of Education, SC TAP can benefit the entire state.
State resources, such as the longitudinal data system, state-wide assessment centers, sate-wide
coaching training, as well as professional development centers have all been available for SC
TAP schools. It isthrough these regional delivery centers that SC TAP will be able to expand
and integrate al state initiatives.

Similarly, SC TAP has been integrated with the state accountability system for teacher
evaluation (ADEPT). The ADEPT system was redesigned five years ago to align with the TAP
evaluation rubrics as well as the mentoring and coaching model. The State has now designed the
evaluation systemto allow TAP to fulfill all obligations for inducting new teachers and
continuing professional development of continuing contract teachers. Due to this alignment with
the State evaluation system, SC TAP evaluations are used to determine tenure and retention
decisions.

Ensuring Communication to all Stakeholders

While the necessary groups to have on board may vary somewhat by local climate and
circumstance, performance pay and value-added assessment measures cannot be imposed top
down. Without exception, teachers must be involved at every step of the process. As aresult,
teachers are involved in the implementation from the start. We also invite stakeholder groups to
visit operating TIF schools to garner broader support.

The first step in South Carolina has been with the State Director and either the principal
or superintendent. Next, the State Director explains the core tenants of TAP to leadership teams
at the schools. Finally, the State Director presents TAP to the entire faculty of the school. This
presentation is designed to not only describe in detail how TAP isimplemented, but how the

value-added assessment model works as well as how it correlates to performance based
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compensation. Based on this presentation, teachers vote whether or not they want to join the SC
TAP System. In most cases, the State Director presents TAP to the Board of Education for the
specific districts upon request. All of the South Carolina schools listed as partners under the TIF
grant have received the initial presentation and must vote with two thirds of their faculty
approving SCTAP before implementation will begin.

TAP schools will receive a series of trainings as described previously in this proposal.
The final presentation that the school receives at the beginning of the implementation year isa
value-added bonus calculation presentation that explains in great detail the process involved in
using a value-added model as well as how that ties to the performance compensation. The
following summer, the State Director trains all school leadership teams on value-added
calculations as well as the process they will follow to hold value-added conferences with all
teachers to ensure complete understanding of measures of effectiveness.

Additionally, the state of South Carolina has developed and implemented a
communications project, SC Teacher Village. This web-based portal is an online teacher model
to connect teachers from all locations across the state through the use of an interface similar to a
“Facebook” design. SC TAP has created a page on this portal to allow TIF teachers to accessthe
TAP neighborhood and have continual dialogue to serve multiple needs. First, teachers will be
able to communicate securely with each other regarding the implementation of TAP. Second,
this portal will serve as a forum to share practices proven effective with our studentsin SC.
Third, this forum will serve as a catalyst to alow professional development to be shared across
the state in an economical and effective manner. Finally, the portal will serve asa TAP resource
page to continually update information as it relates to performance based payout structures, and

house multiple Webinars if additional training is needed on all aspects of TAP including value-
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added payout structures, implementation guidelines, etc. The page will also post openings within
TAP schoolsto allow for the career ladder opportunities to stretch across the state.

With continual communication and buy in from teachers, principals, districts and State
level educators, SC TAP will be able to inform, train and enhance the understanding of the
effects of a comprehensive, performance based compensation system.

SC TAP Communication Plan

The policy procedures will be based on National School Public Relations Association Standards
for Educational Public Relations Program® structure as follows:

. Concept
A. Policy

1. The organization shall adopt a clear and concise public relations policy
statement.

2. Thepolicy statement shall be approved through formal action of the
organization's governing body, shall be published in its policy manual, and
shall be reviewed annually by the governing body.

3. Thepolicy statement shall express the purposes of the organization's
public relations program and shall provide for the delegation of authority
to appropriate executives.

B. Procedures

1. Management shall clarify the public relations policies through the
development of written operational procedures.

2. The procedures shall outline major components of the public relations
program, detail rules and regulations, and specify employee roles and
responsibilities.

3. The procedures shall be distributed to all employees and representatives of
key external publics.

Each of these steps will be completed by a team of the Executive Director, Executive Master
Teachers (4), and Program Specialist.

The position responsible for ensuring the adherence to the plan and providing an evaluation of
the plan will be the Executive Director.

Goals of the Community Relations Plan:

The goals of the Community Relations Plan are as follows:

3 National School Public Relations Association. National School Public Relations Association Standards for
Educational Public Relations Program. Available online: http://www.nspra.or g/main_schoolpr.htm

42

PR/Award # S385A100134 e42



Lo

Establish aregular and timely communication process between the SCTAP office and
each participating school.

Raise the awareness of SCTAP among educators and non-educators across the state.
Use positive publicity to increase funding.

Garner support for the program from state-wide stakeholders.*

Use media outlets effectively to promote SCTAP.

abrwd

Action Plan:

An effective communication plan includes multiple vehicles and methods for delivering
communications. The table below illustrates the type, audience, person responsible, and the
timeframe.

The table below illustrates the type of communication, audience, person responsible, and the
timeframe to achieve each goal.

Type Audience | Person Responsible | Time Frame Goal
Monthly Internal Administrative Monthly 1
newslettersto Assistant
participating
schools
Provide External Executive Director Quarterly 34
Quarterly
reportsto
USDE and
private
foundations
SCTAP updates | Interna Executive Director Annually 2,345
on SCETV and

Externa
Present SCTAP | External Executive Director/ Monthly 2
at various Program Specialist
conferences
around the state
Present SCTAP | External Executive Director Monthly 2
at Rotary Clubs
and other non-
educational
meetings
SCTAP State External | ALL SCTAP Staff Annually 2,34
Conference and
Internal
Establish External Program Specialist Weekly 2,345

* These stakehol ders indude the Governor, Superintendent of Education, members of the State Legislature, Palmetto
State Teachers Association, South Carolina Education Association, South Carolina Association of School
Administrators, and etc.
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positive
relationships
with journalists
acrossthe state
who cover
education
Create External | Administrative Annually 2
pamphlets for Assistant
local libraries
and conferences
Provide current | External | Administrative Weekly 1,25
and interactive | and Assistant
Website Internal
Provide External Program Specialist Annually 5
training and
guidance to
principals on
media
relations

Evaluation of Communication Plan:

Listed below are the goal of the SCTAP communication plan and the method for evaluating
them. The goals of the Community Relations Plan are as follows:

1. Egablish aregular and timely communication process between the SCTAP office and
each participating school.

a. Feedback formswill be provided to all school leadership personnel soliciting
specific information on whether they “ believe” the communication isregular and
timely. In addition, all SCTAP staff will complete a smilar Likert-style survey
about each participating school. The survey results will be aggregated for the
SCTAP office and disaggregated for each participating school. Results from the
surveys will be used to guide changes in communication policy.

2. Raisethe awareness of SCTAP among educators and non-educators across the state.

a. Inpartnership with the Anderson Research Group, conduct a baseline (Y1) survey
of educators and non-educators across SC via random sampling to rate the
awareness of SCTAP. Administer the survey each subsequent year to note if the
awareness levels are increasing.

3. Use positive publicity to increase funding.

a. Conduct annual budget reviews, and survey those involved (or their
assistants/aides) with allocating money for SCTAP to determine their knowedge
and support..

4. Garner support for the program from state-wide stakeholders.
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a. Sponsor a SCTAP annual conference with stakeholders, administer a Likert-style
survey at the conference to gauge the support for the program. Compare the data
longitudinally.

5. Use mediaoutlets effectively to promote SCTAP.

a. Monitor the news outlets across the state looking for a) the number of stories/
pieces on SCTAP each year and b) the percentage of positive, neutral or negative
stories/pieces. This data will be compared longitudinally.

Annually, the data sources mentioned above will be analyzed, and the community relations plan

will be changed accordingly. The Executive Director will conduct the data analysis and meet
with the team for input on appropriate changes.
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Section 3: Adequacy of Support for the proposed Project

M anagement Plan and K ey Per sonne€l

The South Carolina Department of Education (SCDE) will be the fiscal agent for the proposed
South Carolina Teacher Incentive Fund (SC TIF). Theroles/responsibilities of the participating districts
areoutlined in each formal memorandum of agreement with the SCDE that are attached in the
appendices.

Upon notification of funding, we will convene a TIF Advisory Board that will include the SC TIF
Project Director who is also the TAP Director, the Department’ s Director of Educator Preparation,
Support and Assessment, the Regional Master Teachers, two representatives from each district, the
executive director of South Carolina’s Center for Educator Recruitment, Retention, and Advancement
(CERRA), and key personnel from The National Institute for Excellencein Teaching (NIET). TheTIF
Advisory Board will meet quarterly the first year and twice a year thereafter to provide a consistent
platform for on-going, systematic review of the status and continuous improvement of SC TIF. Topics
will include, but will not be limited to, implementation status; master teacher evaluations; recruitment and
retention results and plans; and school report card data, adequate yearly progress (AYP), and value-added
growth.

Based on the advisory board's findings and with permission of the US Department of Education,
changes or adaptations will be made in the program’s implementation to ensure that all of the program’'s
objectives will be met. Each district and school’ s leadership team (superintendent, directors, the
principal, assistant principal, mentor teachers, and master teachers) will adopt the advisory board’s model,
with |eadership teams meeting weekly to review the program’s implementation, and use the data and

recommendations to report to the Project Director and amend the implementation as needed.
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Chart 3: The Management structure of SC TIF

South Carolina
Department of
Education

SC TAP Project Director

Principal Investigator SC TIF Advisory Board
National Institute for External Evaluator
Excellence in

Teaching (NIET)

Data Collection Regional Master Participating School
Elements*: Teachers Districts
CODE
Value-Added Services

Battelle For Kids

School Leadership

Teams:
Administrators
Master Teachers
Mentor Teachers
Prime Coachina Evaluators
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* Data Collection partners are explained in greater detail in data management section
Timeline

The SC TIF management plan table below clearly outlines each activity that will be achieved,
who is responsible for its implementation and completion, how that activity relates to at least one of the
stated objectives, and when that activity will occur. This planis designed to fulfill SC TIF s goals and

obj ectives—on time and within budget.
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Timeline

o o Person(s) YEAR 15 YEAR 2 YEARS 3-5

Activity/Related Objective Responsible Quarter Quarter Quarter

1 2 34 2 34 2 3 4
TIF implementation presentations and site visits Project Director N

(PD) and Staff
Advisory Board Organizational Meeting PD N,
Training with the Instructional Rubric PD and Staff N VAR I
Interview/hire Master and Mentor Teachers Districts VAR, v v
Advisory Board Meeting—Program I mplementation PD N, N, N,
Recruit successful and promising new teachers Districts, PD N N, N,
Annual TIF Report to US Department of Education PD v v v
Advertising via the media for recruitment Districts, PD ~ ~ ~
State Test and MAP (K-3) Schools v v v
School planning and goal setting Schools v v v
Report to NIET on school’ s recruiting and retention PD N, N, N,
K-3 MAP for basdline data Schools v v v
Job Performance meetings with Master Teachers PD
Summer training for Master and Mentor Teachers PD and Staff v v v
Create linkage files for student to teacher and teacher to | PD N, N, N,
school value-added calculations
SC TIF conference PD and Staff v v v
Report to State Department and NIET on student PD
achievement progress
Annual briefings for principals and teachers regarding PD and Staff v | v v
value-added data and performance based compensation
Principal and teacher value-added conferences PD and school v A N, N,
principal
AYP data and value-added calculations (1,2,6) PD ~ ~ ~ ~
Teacher Performance | ncentive checks awarded (1,4) Districts N, N, N,
® Quartersrefer to federal funding period beginning with December in the first quarter.
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Credential Paragraphs

Key staff duties and qualifications are summarized bel ow, with resumes and job postings
in the Appendix E.
Dennis Dotterer, currently the director of SC TAP, will serve as the Project Director for
SC TIF, devoting 80% of histime (asin-kind) to SC TIF implementation. Heis currently
employed to direct the implementation, expansion, and sustainability of the State's only
performance pay program, TAP. Inthis capacity, Mr. Dotterer has worked with school districts
across the state and directed multiple grant awards from the USED. Hehas servedina TAP
school as an assistant principal and served as a principal at both the e ementary and middle levels
and, therefore, has first-hand experience with the common problems and issues school leadership
teams will face and strategies that have been proven successful in these situations. Mr. Dotterer
has an undergraduate degreein Elementary Education, a master’s degree in Gifted and Taented
Education, and an educational specialist degreein Administration and Supervision. The Project
Director will
o help the districts market the participating T1F schools, via various forms of
advertising, by publicizing the performance incentives and career ladder plan;
e supervise Regional Master Teachers and program assistant;
e provide on-site technical assistance,
e |ead advisory board meetings;
e provideinitial and continuing training for school-based master and mentor teachers;
e consult with SAS, Inc. Data Services to generate a list of teachers who qualify for
performance incentives based on value-added scores,
e provide coaching training for Regional Master Teachers and school level master,
mentor teachers and administrators,

e conduct classroom observations using Cognitive Coaching;
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e aftend fairs and content conferences to recruit highly effective teachersto TIF
schools; and
o work with the school districts to help them attract high caliber teachers.

Principal Investigator: Dr. Allison Jacques, Director of the SC Department of

Education’s Office of Educator Preparation, Support, and Assessment, will devote 25% of her
time (in-kind) to SC TIF. Dr. Jacques will provide fiscal and administrative oversight of the
project. She will oversee the creation and maintenance of a new SCDE Web page listing specific
openings at TAP schools and their potential performanceincentives. This Web sitewill provide
principals with a highly effective means to attract master and mentor teacher candidates
specifically. Dr. Jacquesis aformer South Carolina Secondary School Principal of the Year and
served on the board for the National Association of Secondary School Principals. She brings 16
years of educational experience of which thirteen arein administration. Her high school
experienced improvement in academic performance, attendance and graduation rate. Her school’s
State report card rating improved to an absolute rating of excellent, whereit stayed during her
tenure and was the only high school in the State recognized for exemplary writing.

Regional Master Teachers (RMTS): Four educators will be hired to devote 100% of their

time to assume responsibility for the daily implementation of TAP in the four geographic regions
in which the participating schools will be clustered. The RMT is responsible for implementation
of TIF inagroup of schools. The RMTs will attend the national TAP trainings and help the SC
TIF Project Director build capacity among the school-level master teachers. RMTs will spend
90% of their time in the schools providing on-going support for the master and mentor teachers.
The RMTs' salaries will be comparableto a principal in their region.

One RMT will be housed in Pickens and will work with the partner school s in Pickens,
Spartanburg 1 and the Department of Juvenile Justice. The second Regional Master Teacher will
be housed in Laurens 56 and will work with Laurens 56, Sumter and Edgefield. Thethird

Regional Master Teacher will be housed in Beaufort and will work with Beaufort and Bamberg 2.
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Thefinal will bein Dorchester 2 to provide support for the partner schoolsin Dorchester 2,
Dorchester 4, Dillon, Marion 7 and Darlington. The RCMT will

e evaluate and coach career, mentor, and master teachers,

e provide support for school-level data analysis, goal setting, professional

development, coaching, and training for coaches using Cognitive Coaching,;

e assist the project director in conducting the summer training; and

e participate in aweekly conference call with the Project Director.

Qualifications for these positions include a minimum of four years classroom experience
and a minimum educational attainment of a master’s degree. Candidates with leadership
experience and/or National Board Certification are preferred.

Master Teachers: The master teachers will devote 100% of timein their individual

schools to SC TIF and will provide significant |eadership and share responsibilities regarding
professional development with the principal. Master teachers will occupy the highest level
teaching positions in the participating schools. The master teachers are highly skilled professional
educators and will be recommended to have a minimum educational attainment of a master’s
degree and at least five years of successful teaching experience. Master teachers will spend the
majority of their time focusing on the professional development of teachers.

Prime Coaching Evaluators: The Prime Coaching Evaluator will devote 100% of timein

their individual school to SC TIF and will provide significant evaluative leadership and share
responsibilities of teacher evaluation and data analysis with the principal. The prime coaching
evaluator must be skilled in working with individualized coaching (i.e.: Cognitive Coaching or a
similar method) and teacher evaluation systems. It will be recommended that candidates for this
position have a master’s degree and at least 5 years of successful teaching experience. The prime
coaching evaluation will spend the majority of time evaluating and coaching teachers aswell as

analyzing data to work with teachers. With the collegial approach to the leadership team, this
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role will bevital to ensure connections between individua evaluations, identified student and
teacher needs, and the goals of professional devel opment.

Mentor Teachers: The mentors teach aregular schedule but are also responsible for

sharing the professional development duties with the Master Teachers including cluster,
observations, and coaching.

The career teachersin a TAP school are those teachers who teach a regular schedul e of
classes and are responsible for implementing the professional development with their students.
These teachers sdect weekly the type of support needed from the master or mentor teachersin
their classrooms. Career teachers are responsible for constant analysis of student work.

Program Specialist: This person will devote 100% of timeto SC TIF and will be

responsiblefor providing clerical, fiscal, and administrative support to the project director and the
RMTs. Responsibilities of this position include publishing and distributing an electronic monthly
newsletter to TIF school |eadership teams, featuring effective strategies, arranging meetings and
trainings, preparing minutes of advisory board meetings, and completing routine functions such
as copying, faxing, ordering supplies, and responding to inquires. Additionally, this person will
create and design webinars and trainings to disseminate to all SC TIF schools for instructional
purposes. Minimum qualifications for this position include an associat€ s degree and two years

of both educational and clerical experience.
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Section 4: Quality of Local Evaluation

Upon natification of funding, the project will contract with an external evaluator.
Using a utilization-focused evaluation process as described by Michael Quinn Patton
(2008), the external evaluator will systematically examine evidence related to each
objective within the five goals of the project with the intent of continuously informing
and responding to program development and implementation. Baseline data collected in
Y ear 1 of the project along with the use of a comparison group of non-TIF schools will
allow for the effective evaluation of progress within TIF schools. Approximately 40
comparison schools will be selected that match as closely as possible the participating
schoolsin relation to Poverty Index, Absolute Rating, and Growth Rating. Poverty Index
is a school-based measure that integrates student lunch status and Medicaid eligibility.
Absolute and Growth Ratings are calculated annually for each school based on student
performance on State-administered standardized tests or other factors related to student
performance. Comparison schools will be used as appropriate to evaluate differences that
may be attributed to schools TIF status. Publically available data through the South
Carolina Report Card system and student achievement data requested from the South
Carolina Department of Education will be gathered for the comparison schools.

Five goals and related objectives that are aligned with the program’s mission and
purpose were developed to guide the evaluation process. Continuous information related
to preliminary and final results will be communicated to the program director and other
stakeholders to allow for use in program design and implementation and promote data-

driven decision making.
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South Carolina TIF Goals& Objectives

PR/Award # S385A100134

1. Attract and retain high quality teachers and principals in high-poverty, high needs
schools in South Carolina

a. TIF schools will begin each school year with 90% of teachers meeting

highly qualified status.

. At least 50% of the T1F schools will demonstrate an increase on the

Teacher Efficacy Scale (TES) each academic year.

. At least 50% of the TIF schools will demonstrate an increase on the

Teacher Collegiality Scale (TCS) each academic year.

. On average, teachers in TIF schools will receive a score of 3.5 onthe

evaluation rubric that is aligned with the TAP Teaching Skills, Knowledge,

and Responsbility Standards.

. The average turnover rate of teachers in TIF schools will be lower than

that of the comparison schools by Y ear 3.
The average number of years of experience of principalsin TIF schools

will be greater than principals in the comparison schools by Y ear 3.

. Factorsthat impact teacher and principal retention and attrition will be

determined.

2. Enhance leadership and career advancement opportunities for teachers in high-
poverty, high needs schools in South Carolina

a. 20% of teachersin TIF schools demonstrate career advancement by taking

on additional responsibilities or accepting an advanced position.
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b. Trends in performance evaluations of teachers and principals in TIF
schools will be determined to assist in guiding professional development
models and approaches and leadership development strategies.

3. Enhance the preparation and performance of principals in high-poverty, high
needs schools in South Carolina

a. Onaverage, principal scores determined through the Program for
Assisting Developing and Evaluation Principal Performance (PADEPP)
will improve each year.

b. 50% of principalsin TIF scores will score at a pre-determined appropriate
level on the 360 degree assessment tool by Y ear 3.

4. Maintain and improve student achievement in high-poverty, high needs schools in
South Carolina.

a. Onaverage, students enrolled in TIF schools will maintain growth
projected during a one-year period using a value-added model.

b. 50% of students enrolled in TIF schools will demonstrate an improvement
in student achievement above their projected growth.

c. 50% of the TIF schools will demonstrate an improvement in Absolute or
Growth Rating by at least one level by Year 3 of the project.

d. The average Absolute and Growth Ratings of TIF schools will be higher
than the comparison schools.

e. Differencesin student achievement using a value-added approach will be
explored using Grade 4 through 8 Palmetto Assessment of State Standards

(PASS) scores of teachers in TIF schools and comparison schools.
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5. Enhance statewide system to identify, recruit, and retain high-quality teachers and
principals in high-poverty, high needs schools.

a. A statewide advisory committee made up of people representing each
level on the career ladder will be actively engaged during each year of the
project.

b. Datasystems and multiple methods of data collection will be used to
ensure validity, reliability, and effectiveness of methods used to make
decisions about performance incentives, teacher effectiveness, principal

performance, and the evaluation of the program.

Evaluation Plan

The objectives within each goal will be monitored and reported on to examine
progress, explore barriers, and determine additional areas for evaluation.
Goal 1

To explore progresstoward Goal 1 and its seven objectives, information from a
variety of sources will be used. To understand the percentage of highly-qualified
teachers employed at each TIF school at the beginning of the academic year, two
databases will be explored. The South Carolina Center for Educator Recruitment,
Retention, and Advancement (CERRA) database contains demographic and certification
dataon al South Carolina teachers. The South Carolina Department of Education
Division of Educator Quality and L eadership’s database contains teacher evaluation data
including the content competency requirements for being labeled *“highly qualified” as

defined by No Child Left Behind. The percentage of “highly qualified” teachers at the
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comparison schools also will be tracked and compared to that of the TIF schools
throughout the project.

The Teacher Efficacy Scale (TES), a 30-item Likert-scale survey, will be used to
examine personal teaching efficacy and general teaching efficacy. These surveys are
administered to teachers in TIF schools on an annual basis and scores will be compared
over time. Mean scores for each school will be calculated to explore efficacy at all
participating schools. In addition, teachers complete an Attitudes and Beliefs survey that
allows for avariety of areas to be examined including Teacher Collegiality. Collegiality
isan emerging areathat is being identified as a component in promoting and maintaining
high-quality teaching and teachers. Mean Teacher Collegiality scoreswill be calculated
by TIF schoolsto determine trends and improvement.

To explore teacher performance, teachersin TIF schools are evaluated using a
rubric that is based on the TAP Teaching Skills, Knowledge, and Responsibility
Sandards, which includes 26 research-based indicators of effective classroom
instruction. District and school teacher turnover rates and principal experience will be
gathered from the South Carolina Department of Education for all of the TIF districts and
schools. These rates and years of experience in the TIF schools will be compared to the
average rate among the comparison schools to determine differences. Factorsthat impact
teacher and principal retention and attrition will be studied using surveys, interviews, and
focus groups with stakeholders in TIF schools and staff and administrators within the
South Carolina Department of Education. In addition, continuing examination of
research literature and discussions with experts in the field will assist in identifying

factorsthat contribute to teacher and principal retention and attrition.
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Goal 2

Extensive professional development, aligned with strengths and areas for
improvement identified through the TAP Teaching Skills, Knowledge, and
Responsibilities Sandards and the statewide Principal Evaluation System, is provided to
teachers and principals in TIF schools. The number of mentor and master teachers at
each TIF schools will be calculated each year to examine changes. Information related to
teacher and principal responsibilities and leadership will be collected to determine
advancement and leadership potential of personnel in TIF schools. Teacher and principal
surveys and interviews will be used to assess the perceived quality and potential benefits
of professional development provided to TIF schools. Overall trendsin TIF school
needs, based on performance evaluations used to determine teacher and principal
effectiveness, also will be explored and reported on to assist project personnel in
designing, delivering, and consulting with TIF schools regarding professional
development needs.
Goal 3

Principals in TIF schools will be evaluated through the statewide Principal
Evaluation System, which uses the Program for Assisting, Developing, and Evaluating
Principal Performance (PADEPP) standards to determine principal effectiveness. In
addition, the 360 degree assessment tool will be used to evaluate principalsin TIF
schools beginning in Year 2. Results from these two assessments will be collected and
analyzed to determine principal effectiveness within the TIF schools. Based on baseline
data collected during Years 1 and 2, appropriate levels of growth and expectation will be

determined for principalsin TIF schools. These levels will be monitored during the
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remainder of the project to evaluate improvement and explore commonalities among
principalsin TIF schools related to strengths and areas of improvement.
Goal 4

Using a value-added analysis model, student achievement scores will be tracked
to explore expected and actual growth for each teacher ina TIF school. The Measures of
Academic Progress (MAP) distributed by the Northwest Evaluation Association will be
used to assess changes in student achievement for teachers working with Kindergarten
through Grade 3 teachers and Grades 9 and 10 English/language arts and math. Palmetto
Assessment of State Standards (PASS) scores will be used to assess changes in student
achievement for teachers working with Grades 4 through 8. PASS is South Carolina' s
standardized assessment system that is used with students in Grades 3 through 8 for
accountability purposes. Using PASS results, student proficiency levels are categorized
as Exemplary, Met, and Not Met. Using appropriate methods, MAP scores will be
calibrated to compare student achievement across both assessments for al qualifying
teachers. In addition, PASS scores will be requested from the South Carolina
Department of Education for Grades 4 through 8 teachers in the comparison schools.
Using the value-added analysis model, comparisons on PASS scores of teachers in the
designated grades will be examined to identify significant differences between student
achievement in TIF schools and non-TIF schools.
Goal 5

To evaluate the objectives within this goal and the overall status of the godl,
information will be collected from the project director to determine the membership and

activity of the statewide advisory committee. The evaluator will use multiple sources of
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data and appropriate data analysis techniques to conduct the external evaluation and will
work with the project director to identify additional sources of data and analysis methods
that would be appropriate to enhance understanding of teacher quality and strategies that
impact retention. In addition, conversations with organizations and individuals involved
in teacher quality initiatives acrossthe state will occur to better understand coordination
and collaboration among multiple entities.
Evaluation Reporting

Interim and final reports will be produced by the external evaluator to apprise the
project director and other stakeholders of progress toward the goals and objectives.
Ongoing collaboration and communication will occur between the external evaluator and
project personnel to ensure data collection efforts are occurring, resolve any issues during
the data collection process, develop and revise instruments used for data collection, and
determine additional evaluation methods to guide understanding of the impact of the

project.
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Section 5: Priority 4: Competitive Preference: Use of Value-Added M easures
Effective measurement of student achievement must be completed using a growth
model to ensure that teachers evaluated using these data are not put at a disadvantage if
they choose to teach more challenging students or subjects or choose to teach in more
challenging schools. The SC TAP System uses a value-added assessment model to level
the playing field by allowing ateacher to demonstrate their skill by measuring the growth
of each student compared to that student’ s longitudinal performance. Unsuccessful
models often use scores on a high stakes test alone as an arbitrary bar to determine the
success of students and teachers. In the SC TAP System, value-added scores for
individual classroom gain are based on three levels and correlate to classroom gains in
student achievement. A score of 3 indicates that the aggregate growth of all studentsin a
teacher’s class has met ayear’s growth. Teachers must earn a minimum score of 3 or
higher to receive a payout in the individual classroom achievement category. A score of 5
istwo or more standard deviations above the predicted growth and a score of 4 is one to
two standard deviations above the predicted growth. South Carolina’s value-added gains
have been calculated by Dr. Bill Sanders from SAS, Inc. The value-added calculations
take the growth of the student into account as opposed to the mere achievement level.
Value-added scores for a school-wide gain are also based on levels 1-5 and
correlate to how much the collective school gains (or does not gain) in student
achievement. Teachers in a school that earns a score of 3 will earn 50% of the monies
available in the school-wide gain category; a score of 4 will earn 75% of the funds

available, and a score of 5 will earn 100% of the funds available in the school-wide gain

category (between || -
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All core content teachers in grades 4-8 will be evaluated using a value-added

assessment on the State accountability achievement test, PASS (Palmetto Assessment of

State Standards). K — 3" grade teachers as well as English Language Arts teachers and

math teachers at grades 9 and 10 will utilize the MAP test designed by NWEA. High

school value-added gains will also be assessed using the South Carolina Education

Oversight Committee's (EOC) accountability matrix that has been in place for four years.

The external evaluator and the SC TIF Advisory Group will use the instrument to ensure

that all high schools are measured using the most available and reliable data (See chart 2

below).

Chart 2: High School Criteriato Measure Student Growth

HIGH SCHOOL RATINGS

CRITERIA USED FOR INCENTIVE BONUSES

- 97.5-99.9 90.7-97.4
62.90r 53.7-62.8  37.453.6
more
88.30r 79.6—88.2  62.2-79.5
more

- 021+ 0.11-02 0.0-0.1

the building using the school wide value-added score.
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3

87.3-90.6 Beow 87.3

26.7-37.3 Bdow 26.7

53.562.1 Bdow53.5

-0.01--0.1 -0.11+

Principals will be assessed utilizing the value-added score of all students within
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Data management capacity:

(1) SC TAP has utilized a value-added assessment model since 2001. Since its
inception, SC TAP has updated several segments of the State's longitudinal data system
aswell as our delivery and reliability systems to ensure the quality of the datathat is
being produced. SC TAP currently utilizes an online data entry system that identifies
each teacher and matches them to the proper subjects and schools. SC TAP then works
with the SCDE to ensure that the teachers identified in the State data base are matched to
the correct schools, subjects and grade levels. SC TAP then uploads this datato a
computer system created by Battelle For Kids called LINK. LINK is a sole source online
data warehouse system that enables schoolsto verify the teacher-student linkage process
to ensure 100% reliability as it relates to this data. The process begins with a member of
the SC TAP team verifying all schools and teachers based on data collected from the SC
TAP online data system as well as the State Longitudinal Data System. After SC TAP
staff verification, the principal of each individual school verifies that each teacher and
student within the building is present. Each individual teacher then logs on to the system
and links all students they have taught throughout the school year. To ensure the data
remains correct, the final phase of the school verification process requires the principal to
return to the data file to ensure that every child in the school is linked to one teacher per
subject area. Once this verification process is completed and has been returned to SC
TAP, the datais uploaded to SAS, Inc., the current value-added calculator, to await the
student test data. Because each student in South Carolina has a unique student identifier,
once the test results are received by the SCDE, SC TAP isable to link each test result to

each student and then upload this datato SAS, Inc. aswell. Although this process
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requires multiple levels of verification, SC TAPs god is to ensure 100% reliability in

linking teacher datato student data.
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Section 6: Priority 5: Competitive Preference: Retention and Recruitment

Through the process of matching the needs of the schools to this proposal, all
schools were asked to identify their personnel needs. As noted in the statement of need,
recruiting and retaining effective teachers to these hard-to-staff schools is one of the
highest prioritiesthat each district listed. To that end, SC TAP has designed a plan to not
only identify quality personnel, but attract them to these schools using increased
compensation and leadership opportunities and retain them using the same increased
compensation and leadership opportunities.

NIET has completed extensive research regarding the retention of effective
teachers throughout TAP schools in both South Carolina and Texas. The research
demonstrates the power of utilizing a comprehensive model to retain effective teachers.
The overall impact of retention on educational quality depends on the effectiveness of
those teachers who remain as compared to the effectiveness of those who leave. As
shown previously in Chart 1, results from the NIET study indicate that highly effective
teachers are more likely to remain in a comprehensive TAP school, while the least
effective teachers have a higher probability of leaving a comprehensive TAP school.
Recruitment

Throughout the past four years, SC TAP, through the Anderson Research Group,
has conducted extensive research to identify highly effective teachers using a composite
score of multiple factors. Throughout the previous three years, SC TAP and the Anderson
Research Group have studied the attributes of teachers who have shown significant
student achievement results as well as significant teaching skills using the TAP

instructional rubric observation tool. These attributes were then weighted and organized
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into a mathematical formulato identify the most effective candidates for any particular

position. The formula, |G s 2ble to be applied to any applicant

for ateaching position. Based on the total composite score, principals will be able to

identify the highest quality candidate that shows the greatest potential to have the most

significant impact on student achievement. ||| GGG

In addition to these efforts, the state of South Carolinaworks closely with The
Center for Educational Recruitment, Retention and Advancement (CERRA) in
identifying, attracting, placing and retaining well-qualified individuals for the teaching
profession in our state. CERRA is the oldest and most established teacher recruitment

program in the country.

PR/Award # S385A100134 e67

67



CERRA's agenda is a comprehensive one in which the Center pursues a variety of
programs for increasing the number of students in the education pipeline and recruiting
and retaining qualified, caring, and competent teachers. The Center's primary target
groups are middle and high school students, college students, and adults interested in
changing careers. CERRA also targets groups of accomplished teachers through
programs including mentoring, teacher leadership and National Board Certification. The
network of educators in its programs overlaps in powerful ways to increase opportunities
for improved recruitment in TIF schools.

It is through work with CERRA that the South Carolina Department of Education
is able to identify hard-to-staff subjects, schools and areas. Each year, CERRA identifies
these schools through continuous monitoring and publishes these subjects and schools.
That list is given to the SCDE and will ultimately be utilized when deciding upon the
recruitment and retention bonuses that will support attracting quality personnel to these
subjects and schools.

The plan of action through this grant is not only to give recruitment bonuses to
hard-to-gtaff schoolsto attract quality candidates but to continue to offer incentives to
retain these candidates as well. If aqualified candidate is willing to fill a vacancy and
teach in a hard-to-staff subject in a high-need school, they will be given a recruitment
bonus of ] ! this candidate is able to demonstrate success in teaching and student
achievement through the TAP Instructional Rubric Observational Tool as well as score at
least one year’s growth or more using the identified value-added growth model, then the
candidate will receive an additionalfjjJJ|j to remain in the school for the second year. If

the candidate is continuing the successful trend, the candidate will receive an additional
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I to remain at the school for athird year totaling arecruitment and retention bonus
of- over athree year term. This money will be in addition to any performance
based incentive and/or stipend that they may receive for being in a TAP school. Given
this scenario, it would be possible for ateacher to agree to teach at ahigh need SC TAP
school and receive up to|ij over the course of three yearsiif teaching in a high
needs subject or school ()] over three years), demonstrating leadership through
being a mentor (i each year) as well as demonstrating significant student
achievement (i performance incentive each year). This would ultimately translate

into an equivalent of almost one year’s salary for demonstrating significant results.
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Section 7: Priority 6: Competitive Preference: New Applicantsto the Teacher
Incentive Fund

Although the South Carolina Department of Education and SC TAP have been
involved with TIF prior to this submission, no partner schools in this TIF grant
application have ever received funding through Federal TIF Funds. We are applying for
this TIF project with a different group of eligible LEAs as our partner schools and

therefore qualify for Competitive Priority 6 as new participantsto TIF.

70

PR/Award # S385A100134 e70



Section 8: Eligibility of Preferences Documentation Chart

Page Eligibility Requirements
Applicant/Fiscal Agent Classification [FAC] | Page(s): 1-12 and Project Abstract
High-need schools’ free or reduced price Page(s): 1-4 and High Needs Grant
lunch status [HN] Application section
Absolute Priorities [AP]
AP1 Page(s): 13- 29
AP 2 Page(s): 35-38 and Budget Narrative
AP3 Page(s): 14- 19, 39
Competitive Preference Priorities [ CPP]
CPP4 Page(s): 34-35, 59,61-64
CPP5 Page(s): 65-68
CPP 6 Page(s): 70
Main TIF Competition Requirements
Selection of Competition [ SC] Page(s): 1 and Project Abstract
Application Requirement [AR] Page(s): 30
Core Elements of a PBCS and a Potential Page(s): 39, 43-44,
Planning Period [ PPP]
Core Elements [CE]
CEA Page(s): 39-44
CEB Pages (s): 11, Appendix C
CEC Page(s): 25 — 30 and Appendix E
CED Page(s): 35-36, 38-39
CEE Page(s): 34-35
Professional Development [PD] Page(s): 15, 30-34, 58
High-Need Schools Documentation [HN] * See HN above
Additional Eligibility Requirement [AER] Page(s): 10-11
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DISTRICT
BAMBERG 02
BEAUFORT 01
BEAUFORT 01
BEAUFORT 01
BEAUFORT 01
BEAUFORT 01
BEAUFORT 01
BEAUFORT 01
BEAUFORT 01
BEAUFORT 01
BEAUFORT 01
DARLINGTON 01
DARLINGTON 01
DARLINGTON 01
DARLINGTON 01
DARLINGTON 01
DORCHESTER 02
DORCHESTER 02
DORCHESTER 04
HAMPTON 01
LAURENS 56
LAURENS 56
LAURENS 56

PICKENS 01
PICKENS 01
PICKENS 01
PICKENS 01

PICKENS 01
SPARTANBURG 01
SPARTANBURG 01
SUMTER 17
SUMTER 17
SUMTER 17
EDGEFIELD 01
EDGEFIELD 01
EDGEFIELD 01
EDGEFIELD 01
EDGEFIELD 01
DORCHESTER 02
PICKENS 01

BEDS

0502010
0701005
0701008
0701010
0701011
0701018
0701020
0701022
0701023
0701027
0701028
1601023
1601024
1601027
1601028
1601031
1802019
1802024
1804018
2501004
3056016
3056017
3056023

3901015
3901021
3901025
3901027

3901028
4201007
4201010
4317029
4317031
4317044
1901002
1901003
1901005
1901007
1901009
1802009
3901

DEPT. of JUVENILE JUSTICE 5208402
DEPT. of JUVENILE JUSTICE 5208409
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SCHOOL

DENMARK-OLAR ELEMENTARY
ROBERT SMALLS MIDDLE
BEAUFORT ELEMENTARY

BROAD RIVER ELEMENTARY
JAMES J DAVIS ELEMENTARY
SHELL POINT ELEMENTARY

ST HELENA ELEMENTARY

JOSEPH S. SHANKLIN ELEMENTARY
WHALE BRANCH ELEMENTARY
WHALE BRANCH MIDDLE
BEAUFORT MIDDLE

SPAULDING ELEMENTARY
BRUNSON-DARGAN ELEMENTARY
THORNWELL SCHOOL FOR THE ARTS
WEST HARTSVILLE ELEMENTARY
DARLINGTON MIDDLE

WINDSOR HILL ELEMENTARY
EAGLE NEST ELEMENTARY
WILLIAMS MEMORIAL ELEMENTARY
BRUNSON ELEMENTARY

CLINTON HIGH

BELL STREET MIDDLE

EASTSIDE ELEMENTARY

CROSSWELL ELEMENTARY
A R LEWIS ELEMENTARY
PICKENS ELEMENTARY
SIX MILE ELEMENTARY

WEST END ELEMENTARY

O P EARLE ELEMENTARY

INMAN ELEMENTARY

CROSSWELL DRIVE ELEMENTARY
LEMIRA ELEMENTARY

CHESTNUT OAKS MIDDLE

STROM THURMOND HIGH

DOUGLAS ELEMENTARY

JOHNSTON ELEMENTARY

W E PARKER ELEMENTARY
JOHNSTON-EDGEFIELD-TRENTON MIDDLE
SUMMERVILLE ELEMENTARY

SIMPSON ALTERNATIVE EDUCATION CENTER
BIRCHWOOD

COASTAL EVALUATION CENTER

el

INDEX
95.62
78.77
86.17
77.63
96.76
78.22
98.30
90.98
95.58
91.37
51.76
91.86
96.43
96.30
89.07
83.04
73.94
55.50
84.95
70.74
76.04
79.97
85.39

64.44
77.61
63.28
63.46

76.92
65.72
70.79
96.01
98.06
94.52
71.96
89.42
88.44
76.33
80.96
64.66
58.62
100.00
100.00



School Level
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Project Narrative

Union, Teacher, Principal Commitment Letters or Surveys

Attachment 1:
Title: Letters of Support and MOUs Pages: 43 Uploaded File: Letter of Support Appendices2.pdf
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State of South Carolina
Office of the Governor

MARK SANFORD Post Orfrice Box 12267
GOVERNOR COLUMBIA 29211

July 6, 2010

The Honorable Arne Duncan

U. S. Department of Education
400 Maryland Avenue, SW
Washington, D.C. 20202

Dear Mr. Secretary,

I am writing in support of the South Carolina Department of Education’s proposal to expand and
enhance the Teacher Advancement Program (TAP) under the Teacher Incentive Fund (TIF)
program. This effort can significantly improve the quality and effectiveness of the teaching
force in South Carolina while serving as a national model for other states. TAP has already
proven itself in the Palmetto State with schools using the TAP model consistently outperforming
similar schools. Teachers are rewarded for great teaching, principals are rewarded for leading
high-performing schools and students get the benefits of data-driven, student-focused instruction.

Providing the structure for strong professional development, career advancement and
performance-based compensation, TAP promotes evaluating and compensating educators based
on the value they bring to classrooms and students. Lessons learned through the implementation
of this initiative will be used to improve schools across South Carolina.

This proposal offers an important step in the state’s goal to strengthen teaching and learning in
our schools by helping to ensure that our teachers have the tools required for success. The
existing South Carolina TAP has laid the foundation for the expansion and enhancement of this
important initiative. With the partnerships and collaborations included in this proposal, I am
hopeful that this will be a successful endeavor for all concerned.

Thank you for your careful consideration of this important initiative.

Sincerely,

Mark Sanford

MS/js.kt
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) South Carolina Jim Rex
\ Department Of Education Superintendent of Education
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Together, we can.

July 6, 2010

To Whom It May Concern:

It is with tremendous pride that I support the South Carolina Department of
Education’s application for the Teacher Incentive Fund (TIF) grant competition. I
have been personally involved in South Carolina’s performance-based compensation
efforts throughout my tenure as State Superintendent of Education. Since 2001, we
have partnered with the National Institute for Excellence in Teaching (NIET) to
utilize the TAP System. During that time, South Carolina has emerged as a leader in
TAP implementation, with the highest humber of TAP schools as well as the highest
level of demonstrated value-added student achievement growth in the nation.

For the TIF competition, we have designed a model, SC TAP, to create a
performance-based compensation system (PBCS) to recruit, develop, enhance, and
retain highly effective educators in identified high-need schools across the state.
Specifically, SC TIF will work with 1,703 teachers and principals affecting 20,433
students in 42 schools within 12 school districts across South Carolina to develop a
comprehensive model of reform to enhance student achievement, while increasing
compensation for highly effective educators.

The State of South Carolina, through the Department of Education, is
committed to using SC TIF as a catalyst needed to prove performance-based
compensation, when implemented with the proper efforts, such as support and buy-
in from teachers and school leaders, increases student achievement above and
beyond expected benchmarks.

Sincerely,

Jim Rex
State Superintendent of Education

JR/jp

1429 Senate Street Columbia, SC 29201 J 803.734.8500 803.734.3389 www.ed.sc.gov




4 d The System for Teacher
: and Student Advancement

July 1,2010

Dr. Thelma Meléndez de Santa Ana
U.S. Department of Education

400 Maryland Avenue, SW
Washington, D.C. 20202

Dear Assistant Secretary,

I write to express my support of the partnership between the South Carolina Department of
Education and the National Institute for Excellence in Teaching (NIET) in the submission of a
Teacher Incentive Fund (TIF) proposal. The cornerstone of the SC Department of Education’s
TIF proposal is the implementation of TAP™: The System for Teacher and Student
Advancement (TAP). As developer and ongoing provider of support for TAP in schools across
the country, we endorse SC Department of Education’s inclusion of this comprehensive reform
in their TIF project.

NIET began working with the SC Department of Education in 2001 to implement TAP in high-
need schools. With just six schools in the first year, TAP is now integrated into over 40 schools
statewide and that number is growing. The underlying premise of the SC Department of
Education’s TIF proposal is the development and sustainability of the TAP system across the
State of South Carolina. We are confident that this approach meets the requirements of TIF and
will help to develop a more effective educator workforce. With more effective teachers and
principals in the schools, we can begin to close the achievement gaps and ensure that all children
have the opportunity to achieve. We believe that the performance-based compensation,
instructionally focused accountability, multiple career paths and ongoing professional
development that are integral to TAP are necessary elements in the building of an effective
teaching profession over time.

We look forward to our continued partnership with the South Carolina Department of Education
under this TIF project.

Sincerely,

Gary Stark
President, National Institute for Excellence in Teaching

NATIONAL INSTITUTE FOR EXCELLENCE IN TEACHING
1250 Fourth Street » Santa Monica + CA 90401-1366
office: (310) 570-4860 + fax:(310) 570-4863

7 www.tapsystem.org
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Comprehansive Online Data Entry

MEMORANDUM
TO: Dennis Dotterer, State Director, South Carolina TAP
FROM: Scott McMichael — President
DATE: June 30, 2010
RE: Sole Source Provider of Comprehensive Online Software System for TAP

TAP System was created to attract, retain and develop talented teachers and to provide teachers greater
opportunity and career advancement. CODE is the Comprehensive Online Data Entry system design and
developed in cooperation with the South Carolina TAP team and the National Institute for Excellence in Teaching
specifically for schools embracing the nationwide Teacher Advancement Program (TAP).

Innovative Architects has developed a web-based software solution uniquely designed for schools participating in
the nationwide TAP initiative in the way that we provide real-time evaluation information, online tracking of
goals, meetings and action plans, and a forum for sharing information with other schools in the state. Innovative
Architects is the sole source provider of this online capability.

We've made it simple for TAP schools to use the system and more efficient for schools to execute TAP. CODE is
now deployed in 180 TAP schools in twelve states. Now completing our third school year with South Carolina, we
look forward to our continued relationship and support of South Carolina TAP in its next wave of implementation.
For more information on CODE, please contact me directly at Innovative Architects at 770-623-5734.

Microsoft

GOLD CERTIFIED
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Ba“elle 1160 Dublin Road, Suite 100
Columbus, OH 43215
s (614) 481-3141
VKI S (614) 481-8997 fax

www.BattelleforKids.org

Bringing clarity to
school improvement

July 1, 2010

Dennis Dotterer, Executive State Director
South Carolina TAP Systems

3700 Forest Drive, Suite 320

Columbia SC 29204

Dear Dr. Dotterer:

The purpose of this letter is to indicate Battelle for Kids support of the South Carolina TAP
Systems’ proposal being included in the Teacher Incentive Fund application due July 6, 2010.

We are pleased to offer our BFK-LINK (patent pending) technology tool to ensure valid
attributions of individual teachers to individual students. This unique, sole-source tool is
essential in recognizing the instructional responsibility of teachers to individual students.
BFK-LINK (patent pending) takes into account both teacher and student mobility, as well as
shared teaching assignments.

We look forward to this collaboration to recognize and reward highly effective teachers.

JWM:gcm
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Teacher - Incentive Fund Grant
Partnership Memorandum of Understanding

This is a memorandum of understanding (MOU) between the State Department of Education,
specifically SC TAP, and Bamberg School District 2 (hereafter referred to as “the local education
agency, or LEA).

The purpose of this partnership is to develop and implement goals for SC TAP: The System for
Teacher and Student Advancement, a project that will be funded through the federal Teacher
Incentive Fund (TIF) grant. The primary purpose of this project is to implement a comprehensive
performance- based compensation systems for teachers and principals to help increase educator
effectiveness and ultimately improve student achievement in high-need schools. SC TAP
accomplishes this goal by implementing TAP, a systemic reform to identify, recruit, develop,
place, reward and retain highly effective teachers and principals. SC TAP will work with the
partner LEA to fulfill the activities that are listed in the TIF grant application to accomplish the
following goals:

1. Attract and retain high quality teachers and principals in high-poverty, high needs schools
in South Carolina

2. [Enhance leadership and career advancement opportunities among teachers in high-
poverty, high needs schools in South Carolina

3. Maintain and improve student achievement in high-poverty, high needs schools in South
Carolina

4. Enhance the preparation and performance of principals in high-poverty, high needs
schools in South Carolina

5. Enhance statewide SC TAP system

To achieve the goals mentioned above, the LEA will agree to the following terms throughout the
grant award period (September 2010 — July, 2015).

eb5

The Partner LEA agrees to perform the following activities:

1. Intentionally implement the four TAP elements outlined in the TAP Implementation
Guide and SC TAPs Policies and Procedures which are consistent with State and federal
laws, and the respective district policies, procedures and regulations. The partner will
carry out each of these elements simultanecusly using the TAP planning and
implementation materials, resources and workshops provided by SC TAP;

2. Commit to hiring effective candidates to participate in all grant activities;

3. Implement the TAP System with fidelity to the model as measured annually SC TAP
Annual Reviews;
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4. Ensure adequate funding in matching as it relates to all personnel matches in the amounts
of 10% in year 2, 25% in year 3, 40% in year 4 and 50% in year 5.

5. Ensure adequate funding in matching as it relates to all incentive matches, including both
recruitment and retention incentives as well as performance based incentives in the

amounts of 15% in year 2, 30% in year 3, 45% in year 4 and 60% in year 5;

6. Barring any unforeseen economic setbacks, allocate district resources to ensure
sustainability after the life of the grant;

7. Appoint a person in a leadership position who will serve as the primary liaison to SC
TAP for TIF grant responsibilities;

8. Promote and participate in the specific activities listed in the TIF grant;
9. Work in collaboration with SC TAP on all grant activities;
10. Give priority to accomplishing the activities in collaboration with SC TAP;

11. Immediately report to the Project Director any misdeed, deficiency or inability to fulfill
any LEA responsibilities;

12. Adopt consistent policies across participating SC TAP schools.

SC TAP agrees to the following:

1. Assign specific staff to serve as a liaison to partner LEA;

2. Promote and participate in the specific activities listed in the TIF grant;

3. Work in collaboration with partner LEA on all activities;

4. Disseminate reports on accomplished work to State groups, districts and other interested

parties as requested.

TERMS
This MOU binds SC TAP and the partner LEA to every statement and assurance made in the
Teacher Incentive Fund grant application. If funded, this MOU shall be in effect for the length of
the Teacher Incentive Fund grant from the U.S. Department of Education. In the event the grant
is not funded, this MOU will terminate upon notification that the grant is not funded.
COSTS
It is the intent of the parties that no additional costs will be incurred, except those that are set
forth in the grant proposal or those funded in the grant. In the event that the cost of implementing

this MOU exceeds grant funds or grant expectations, or statewide economic disaster, any party
may terminate this contract upon giving the other parties thirty days notice.
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Teacher Incentive Fund Grant
Partnership Memorandum of Understanding

This is a memorandum of understanding (MOU) between the State Department of Education,
specifically SC TAP, and Beaufort County School District (hereafter referred to as “the local
sducation agency, or LEA),

The purpose of thie partnerghip is to develop and implement goals for SC TAP: The System for
Teacher and Student Advancement, a project that will be funded through the federal Teacher
Incentive Fund (TIF) grant. The primary purpose of this project is to implement a comprehensive
performance- based compensation systems for teachers and principals to help increase educator
effectiveness and ultimately improve student achievement in high-need schools, SC TAP
accomplishes this goal by implementing TAP, a systemic reform to identify, recruit, develop,
place, reward and retain highly effective teachers and principals. SC TAP will work with the
partner LEA to fulfill the activities that are listed in the TIF grant application to accomplish the
following goals:

1. Attract and retain high quality teachers and principals in high-poverty, high needs schools
in South Carolina

2. [Enhance leadership and career advancement opportunities among teachers in high-
poverty, high needs schools in South Carolina

3. Maintgin and improve student achievement in high-poverty, high needs schools in South
Carolina

4. Enhance the preparation and performance of principals in high-poverty, high needs
schools in South Carolina

5. Enhance statewide SC TAP system
To achieve the goals mentioned above, the LEA will agreo to the following terms throughout the
grant award period (Septernber 2010 ~ July, 2015).
The Partner LEA agrees to perform the following activitiss:

1. Intentionally implement the four TAP clements outlined in the TAP Implementation
Guide and SC TAPs Policies and Procedures which are consistent with State and federal
laws, and the respective district policies, procedures and regulations. The partner will
carry out each of these elements simultaneously using the TAP planning and
implementation materials, resources and workshops provided by SC TAP;

2. Commit to hiring effective candidates to participate in all grant activities;

3. Implement the TAP System with fidelity to the model as measured annually SC TAP
Annual Reviews;

e8
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4, Ensure adequate funding in matching as it relates to all personnel matches in the amounts
of 10% in year 2, 25% in year 3, 40% in year 4 and 50% in year 5.

5. Ensure adequate funding in matching as it relates to all incentive matches, including both
recruitment and retention incentives as well as performance based incentives in the
amounts of 15% in year 2, 30% in year 3, 45% in year 4 and 60% in year 5,

6. Barring any unforeseen economic setbacks, allocate district resourves to ensure
sustainability after the life of the grant;

7. Appoint a person in a leadership position who will serve as the primary liaison to SC
TAP for TIF grant responsibilities;

8, Promote and participate in the specific activities listed in the TIF grant;
9. Work in collaboration with SC TAP on all grant activities;
10. Give priority to accomplishing the activities in collaboration with SC TAP;

11. Immediately report to the Project Director any misdeed, deficiency or inability to fulfill
any LEA responsibilities;

12. Adopt consistent policies across participating SC TAP schools.

SC TAP agrees to the following:

1. Assign specific staff to serve as a liaison to partner LEA;

2. Promote and participate in the specific activities listed in the TIF grant;

3. Work in collaboration with partner LEA on all activities;

4. Disseminate reports on accomplished work to State groups, districts and other interested

perties as requested,

TERMS
This MOU binds SC TAP and the partner LEA to every statement and assurance made in the
Teacher Incentive Fund grant application. If funded, this MOU shall be in effect for the length of
the Teacher Incentive Fund grant from the U.S. Department of Education. In the event the grant
is not funded, this MOU will terminate upon notification that the grant is not funded,
COSTS
It is the intent of the parties that no additional costs will be incurred, except those that are set
forth in the grant proposal or those funded in the grant. In the event that the cost of implementing

this MOU exceeds grant funds or grant expectations, or statewide economic disaster, any party
may terminate this contract upon giving the other parties thirty days notice.
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Teacher Incentive Fund Grant
Partnership Memorandum of Understanding

This is a memorandum of understanding (MOU) between the State Department of Education,
specifically SC TAP, and Darlington County School District (hereafter referred to as “the local
education agency, or LEA).

The purpose of this partnership is to develop and implement goals for SC TAP: The System for
Teacher and Student Advancement, a project that will be funded through the federal Teacher
Incentive Fund (TIF) grant. The primary purpose of this project is to implement a comprehensive
performance- based compensation systems for teachers and principals to help increase educator
effectiveness and ultimately improve student achievement in high-need schools. SC TAP
accomplishes this goal by implementing TAP, a systemic reform to identify, recruit, develop,
place, reward and retain highly effective teachers and principals. SC TAP will work with the
partner LEA to fulfill the activities that are listed in the TIF grant application to accomplish the
following goals:

1. Attract and retain high quality teachers and principals in high-poverty, high needs schools
in South Carolina

2. Enhance leadership and career advancement opportunities among teachers in high-
poverty, high needs schools in South Carolina

3. Maintain and improve student achievement in high-poverty, high needs schools in South
Carolina

4. Enhance the preparation and performance of principals in high-poverty, high needs
schools in South Carolina

5. Enhance statewide SC TAP system
To achieve the goals mentioned above, the LEA will agree to the following terms throughout the
grant award period (September 2010 - July, 2015).
The Partner LEA agrees to perform the following activities:

1. Intentionally implement the four TAP elements outlined in the TAP Implementation
Guide and SC TAPs Policies and Procedures which are consistent with State and federal
laws, and the respective district policies, procedures and regulations. The partner will
carry out each of these elements simultaneously using the TAP planning and
implementation materials, resources and workshops provided by SC TAP;

2. Commit to hiring effective candidates to participate in all grant activities;

3. Implement the TAP System with fidelity to the model as measured annually SC TAP
Annual Reviews;

PR/Award # S385A100134 ell



4. Ensure adequate funding in matching as it relates to all personnel matches in the amounts
of 10% in year 2, 25% in year 3, 40% in year 4 and 50% in year 5.

5. Ensure adequate funding in matching as it relates to all incentive matches, including both
recruitment and retention incentives as well as performance based incentives in the
amounts of 15% in year 2, 30% in year 3, 45% in year 4 and 60% in year 5;

6. Barring any unforeseen economic setbacks, allocate district resources to ensure
sustainability after the life of the grant;

7. Appoint a person in a leadership position who will serve as the primary liaison to SC
TAP for TIF grant responsibilities;

8. Promote and participate in the specific activities listed in the TIF grant;
9. Work in collaboration with SC TAP on all grant activities;
10. Give priority to accomplishing the activities in collaboration with SC TAP;

11. Immediately report to the Project Director any misdeed, deficiency or inability to fulfill
any LEA responsibilities;

12. Adopt consistent policies across participating SC TAP schools.

SC TAP agrees to the following:
1. Assign specific staff to serve as a liaison to partner LEA;
2. Promote and participate in the specific activities listed in the TIF grant;
3. Work in collaboration with partner LEA on all activities;

4. Disseminate reports on accomplished work to State groups, districts and other interested
parties as requested.

TERMS

This MOU binds SC TAP and the partner LEA to every statement and assurance made in the
Teacher Incentive Fund grant application. If funded, this MOU shall be in effect for the length of
the Teacher Incentive Fund grant from the U.S. Department of Education. In the event the grant
is not funded, this MOU will terminate upon notification that the grant is not funded.

COSTS

It is the intent of the parties that no additional costs will be incurred, except those that are set
forth in the grant proposal or those funded in the grant. In the event that the cost of implementing
this MOU exceeds grant funds or grant expectations, or statewide economic disaster, any party
may terminate this contract upon giving the other parties thirty days notice.
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Teacher Incentive Fund Grant
Partnership Memorandum of Understanding

This is a memorandum of understanding (MOU) between the State Department of Education,
specifically SC TAP, and Department of Juvenile Justice School District (hereafter referred to as
“the local education agency, or LEA).

The purpose of this partnership is to develop and implement goals for SC TAP: The System for
Teacher and Student Advancement, a project that will be funded through the federal Teacher
Incentive Fund (TIF) grant. The primary purpose of this project is to implement a comprehensive
performance- based compensation systems for teachers and principals to help increase educator
effectiveness and ultimately improve student achievement in high-need schools. SC TAP
accomplishes this goal by implementing TAP, a systemic reform to identify, recruit, develop,
place, reward and retain highly effective teachers and principals. SC TAP will work with the
partner LEA to fulfill the activities that are listed in the TIF grant application to accomplish the
following goals:

1. Attract and retain high quality teachers and principals in high-poverty, high needs schools
in South Carolina

!\J

Enhance leadership and career advancement opportunities among teachers in high-
poverty, high needs schools in South Carolina

3. Maintain and improve student achievement in high-poverty, high needs schools in South
Carolina

4. Enhance the preparation and performance of principals in high-poverty, high needs
schools in South Carolina

5. Enhance statewide SC TAP system

To achieve the goals mentioned above, the LEA will agree to the following terms throughout the
grant award period (September 2010 — July, 2015).

The Partner LEA agrees to perform the following activities:

1. Intentionally implement the four TAP elements outlined in the TAP Implementation
Guide and SC TAPs Policies and Procedures which are consistent with State and federal
laws, and the respective district policies, procedures and regulations. The partner will
carry out each of these elements simultaneously using the TAP planning and
implementation materials, resources and workshops provided by SC TAP;

2

Commit to hiring effective candidates to participate in all grant activities;

3. Implement the TAP System with fidelity to the model as measured annually SC TAP
Annual Reviews;
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4. Ensure adequate funding in matching as it relates to all personnel matches in the amounts
of 10% in year 2, 25% in year 3, 40% in year 4 and 50% in year 5.

5. Ensure adequate funding in matching as it relates to all incentive matches, including both
recruitment and retention incentives as well as performance based incentives in the

amounts of 15% in year 2, 30% in year 3, 45% in year 4 and 60% in year 5;

6. Barring any unforeseen economic setbacks, allocate district resources to ensure
sustainability after the life of the grant;

7. Appoint a person in a leadership position who will serve as the primary liaison to SC
TAP for TIF grant responsibilities;

8. Promote and participate in the specific activities listed in the TIF grant;
9. Work in collaboration with SC TAP on all grant activities;
10. Give priority to accomplishing the activities in collaboration with SC TAP;

11. Immediately report to the Project Director any misdeed, deficiency or inability to fulfill
any LEA responsibilities;

12. Adopt consistent policies across participating SC TAP schools.

SC TAP agrees to the following:

1. Assign specific staff to serve as a liaison to partner LEA;

(8]

Promote and participate in the specific activities listed in the TIF grant;
3. Work in collaboration with partner LEA on all activities;

4. Disseminate reports on accomplished work to State groups, districts and other interested
parties as requested.

TERMS

This MOU binds SC TAP and the partner LEA to every statement and assurance made in the
Teacher Incentive Fund grant application. If funded, this MOU shall be in effect for the length of
the Teacher Incentive Fund grant from the U.S. Department of Education. In the event the grant
is not funded, this MOU will terminate upon notification that the grant is not funded.

COSTS

It is the intent of the parties that no additional costs will be incurred, except those that are set
forth in the grant proposal or those funded in the grant. In the event that the cost of implementing
this MOU exceeds grant funds or grant expectations, or statewide economic disaster, any party
may terminate this contract upon giving the other parties thirty days notice.
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Teacher Incentive Fund Grant
Partnership Memorandum of Understanding

This is a memorandum of understanding (MOU) between the State Department of Education,
specifically SC TAP, and Dorchester School District 2 (hereafter referred to as “the local
education agency, or LEA).

The purpose of this partnership is to develop and implement goals for SC TAP: The System for
Teacher and Student Advancement, a project that will be funded through the federal Teacher
Incentive Fund (TIF) grant. The primary purpose of this project is to implement a comprehensive
performance- based compensation systems for teachers and principals to help increase educator
effectiveness and ultimately improve student achievement in high-need schools. SC TAP
accomplishes this goal by implementing TAP, a systemic reform to identify, recruit, develop,
place, reward and retain highly effective teachers and principals. SC TAP will work with the
partner LEA to fulfill the activities that are listed in the TIF grant application to accomplish the
following goals:

11E

Attract and retain high quality teachers and principals in high-poverty, high needs schools
in South Carolina

Enhance leadership and career advancement opportunities among teachers in high-
poverty, high needs schools in South Carolina

Maintain and improve student achievement in high-poverty, high needs schools in South
Carolina

Enhance the preparation and performance of principals in high-poverty, high needs
schools in South Carolina

Enhance statewide SC TAP system

To achieve the goals mentioned above, the LEA will agree to the following terms throughout the
grant award period (September 2010 — July, 2015).

The Partner LEA agrees to perform the following activities:

PR/Award # S385A100134

Intentionally implement the four TAP elements outlined in the TAP Implementation
Guide and SC TAPs Policies and Procedures which are consistent with State and federal
laws, and the respective district policies, procedures and regulations. The partner will
carry out each of these elements simultaneously using the TAP planning and
implementation materials, resources and workshops provided by SC TAP;

Commit to hiring effective candidates to participate in all grant activities;

Implement the TAP System with fidelity to the model as measured annually SC TAP
Annual Reviews;
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Ensure adequate funding in matching as it relates to all personnel matches in the amounts
of 10% in year 2, 25% in year 3, 40% in year 4 and 50% in year 5.

Ensure adequate funding in matching as it relates to all incentive matches, including both
recruitment and retention incentives as well as performance based incentives in the

amounts of 15% in year 2, 30% in year 3, 45% in year 4 and 60% in year 5;

Barring any unforeseen economic setbacks, allocate district resources to ensure
sustainability after the life of the grant;

Appoint a person in a leadership position who will serve as the primary liaison to SC
TAP for TIF grant responsibilities;

Promote and participate in the specific activities listed in the TIF grant;
Work in collaboration with SC TAP on all grant activities;
Give priority to accomplishing the activities in collaboration with SC TAP;

Immediately report to the Project Director any misdeed, deficiency or inability to fulfill
any LEA responsibilities;

Adopt consistent policies across participating SC TAP schools.

SC TAP agrees to the following:

1. Assign specific staff to serve as a liaison to partner LEA;
2. Promote and participate in the specific activities listed in the TIF grant;
3. Work in collaboration with partner LEA on all activities;
4. Disseminate reports on accomplished work to State groups, districts and other interested
parties as requested.
TERMS

This MOU binds SC TAP and the partner LEA to every statement and assurance made in the
Teacher Incentive Fund grant application. If funded, this MOU shall be in effect for the length of
the Teacher Incentive Fund grant from the U.S. Department of Education. In the event the grant
is not funded, this MOU will terminate upon notification that the grant is not funded.

COSTS

It is the intent of the parties that no additional costs will be incurred, except those that are set
forth in the grant proposal or those funded in the grant. In the event that the cost of implementing
this MOU exceeds grant funds or grant expectations, or statewide economic disaster, any party
may terminate this contract upon giving the other parties thirty days notice.
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Teacher Incentive Fund Grant
Partnership Memorandum of Understanding

This is a memorandum of understanding (MOU) between the State Department of Education,
specifically SC TAP, and Dorchester School District 4 (hereafter referred to as “the local
education agency, or LEA).

The purpose of this partnership is to develop and implement goals for SC TAP: The System for
Teacher and Student Advancement, a project that will be funded through the federal Teacher
Incentive Fund (TIF) grant. The primary purpose of this project is to implement a comprehensive
performance- based compensation systems for teachers and principals to help increase educator
effectiveness and ultimately improve student achievement in high-need schools. SC TAP
accomplishes this goal by implementing TAP, a systemic reform to identify, recruit, develop,
place, reward and retain highly effective teachers and principals. SC TAP will work with the
partner LEA to fulfill the activities that are listed in the TIF grant application to accomplish the
following goals:

1. Attract and retain high quality teachers and principals in high-poverty, high needs schools
in South Carolina

2. Enhance leadership and career advancement opportunities among teachers in high-
poverty, high needs schools in South Carolina

3. Maintain and improve student achievement in high-poverty, high needs schools in South
Carolina

4. Enhance the preparation and performance of principals in high-poverty, high needs
schools in South Carolina

5. Enhance statewide SC TAP system

To achieve the goals mentioned above, the LEA will agree to the following terms throughout the
grant award period (September 2010 — July, 2015).

e20

The Partner LEA agrees to perform the following activities:

1. Intentionally implement the four TAP elements outlined in the TAP Implementation
Guide and SC TAPs Policies and Procedures which are consistent with State and federal
laws, and the respective district policies, procedures and regulations. The partner will
carry out each of these elements simultaneously using the TAP planning and
implementation materials, resources and workshops provided by SC TAP;

2. Commit to hiring effective candidates to participate in all grant activities;

3. Implement the TAP System with fidelity to the model as measured annually SC TAP
Annual Reviews;
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Ensure adequate funding in matching as it relates to all personnel matches in the amounts
of 10% in year 2, 25% in year 3, 40% in year 4 and 50% in year 5.

Ensure adequate funding in matching as it relates to all incentive matches, including both
recruitment and retention incentives as well as performance based incentives in the

amounts of 15% in year 2, 30% in year 3, 45% in year 4 and 60% in year 5;

Barring any unforeseen economic setbacks, allocate district resources to ensure
sustainability after the life of the grant;

Appoint a person in a leadership position who will serve as the primary liaison to SC
TAP for TIF grant responsibilities;

Promote and participate in the specific activities listed in the TIF grant;

Work in collaboration with SC TAP on all grant activities;

. Give priority to accomplishing the activities in collaboration with SC TAP;

Immediately report to the Project Director any misdeed, deficiency or inability to fulfill
any LEA responsibilities;

Adopt consistent policies across participating SC TAP schools.

SC TAP agrees to the following:

1.

Assign specific staff to serve as a liaison to partner LEA;

2. Promote and participate in the specific activities listed in the TIF grant;
3. Work in collaboration with partner LEA on all activities;
4. Disseminate reports on accomplished work to State groups, districts and other interested
parties as requested.
TERMS

This MOU binds SC TAP and the partner LEA to every statement and assurance made in the

Teacher Incentive Fund grant application. If funded, this MOU shall be in effect for the length of

the Teacher Incentive Fund grant from the U.S. Department of Education. In the event the grant
is not funded, this MOU will terminate upon notification that the grant is not funded.

COSTS

It is the intent of the parties that no additional costs will be incurred, except those that are set

forth in the grant proposal or those funded in the grant. In the event that the cost of implementing

this MOU exceeds grant funds or grant expectations, or statewide economic disaster, any party
may terminate this contract upon giving the other parties thirty days notice.
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Teacher Incentive Fund Grant
Partnership Memorandum of Understanding

This is a memorandum of understanding (MOU) between the State Department of Education,
specifically SC TAP, and Edgefield County School District (hereafter referred to as “the local
education agency, or LEA). .

The purpose of this partnership is to develop and implement goals for SC TAP: The System for
Teacher and Student Advancement, a project that will be funded through the federal Teacher
Incentive Fund (TIF) grant. The primaty purpose of this project is to implement a comprehensive
performance- based compensation systers for teachers and principals to help increase educator
effectiveness and ultimately improve student achjevement in high-need schools. SC TAP
accomplishes this goal by implementing TAP, a systemic reform to identify, recruit, develop,
place, reward and retain highly effective teachers and principals. SC TAP will work with the
partner LEA to fulfill the activities that are listed in the TTF grant application to accomplish the
following goals:

1. Attract and retain high quality teachers and principals in high-poverty, high needs schools
in South Carolina

2. Euhance leadership and career advancement opportunities among teachers in high-
poverty, high needs schools in South Carolina

- 3. Maintain and improve student achievement in high-poverty, high needs schools in South
Carolina

4, Enhance the preparation and performance of principals in high-poverty, high needs
schools in South Carolina

5. Enhance statewide SC TAP system

e23

To achieve the goals mentioned above, the LEA will agree to the following terms throughout the
grant award period (September 2010 ~ July, 2015).

The Partoer LEA agrees to perform the following activities:

1. Tntentionally implement the four TAP elements outlined in the TAP Implementation
Guide and SC TAPs Policies and Procedures which are consistent with State and federal
laws, and the respective district policies, procedures and regulations. The partner will
carry out each of these clements simultaneously using the TAP planning and
implementation materials, resources and workshops provided by SC TAP;

2. Commit to hiring effective candidates to participate in all grant activities,

3. TImplement the TAP System with fidelity to the model as measured annually SC TAP
Annual Revicws;
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Ensure adequate funding in matching as jt relates to all personnel matches in the amounts
of 10% in year 2, 25% in year 3, 40% in year 4 and 50% in year 3.

Ensure adequate funding in matching as it relates to all incentive matches, including both
recruitment and retention incentives as well as performance based incentives in the
amounts of 15% in year 2, 30% in year 3, 45% in year 4 and 60% in year 5;

Barring any unforeseen economic setbacks, allocate district resources to ensure
sustainability after the life of the grant;

Appoint a person in a leadership position who will serve as the primary liaison to SC
TAP for TIF grant responsibilitios;

Promote and participate in the specific activities listed in the TUF grant;
Work in collaboration with SC TAP on all grant activities;
Give priority to accomplishing the activities in collaboration with SC TAP;

Tmmediately report to the Project Director any misdeed, deficiency or inability to fulfill
any LEA responsibilities;

Adopt consistent policies across participating SC TAP schools.

SC TAP agrees to the following:

1.

2.

Assign specific staff to serve as a liaison to partner LEA;
Promote and participate in the specific activities listed in the TIF grant;
Work in collaboration with partner LEA on all activities;

Disseminate reports on accomplished work to State groups, districts and other interested
parties as requested.

TERMS

This MOU binds SC TAP and the partner LEA to every statement and agsurance made in the
Teacher Incentive Fund grant application, If funded, this MOU shall be in cffect for the length of
the Teacher Incentive Fund grant from the U.S. Department of Education. In the event the grant
is not funded, this MOU will terminate upon notification that the grant is not funded.

COSTS

It is the intent of the partics that no additional costs will be incurred, except those that are set
forth in the grant proposal or those funded in the grant. In the event that the cost of implementing
this MOU exceeds grant funds or grant expectations, or statewide economic disaster, any party
may terminate this contract upon giving the other parties thirty days notice.
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Teacher Incentive Fund Grant
Partnership Memorandum of Understanding

Thisis amemorandum of understanding (MOU) between the State Department of Education,
specifically SC TAP, and Hampton School District 1 (hereafter referred to as “the local education
agency, or LEA).

The purpose of this partnership isto develop and implement goals for SC TAP: The System for
Teacher and Student Advancement, a project that will be funded through the federal Teacher
Incentive Fund (TIF) grant. The primary purpose of this project is to implement a comprehensive
performance- based compensation systems for teachers and principals to help increase educator
effectiveness and ultimately improve student achievement in high-need schools. SC TAP
accomplishes this goal by implementing TAP, a systemic reform to identify, recruit, develop,
place, reward and retain highly effective teachers and principals. SC TAP will work with the
partner LEA to fulfill the activities that are listed in the TIF grant application to accomplish the
following goals:

1. Attract and retain high quality teachers and principalsin high-poverty, high needs schools
in South Carolina

2. Enhance leadership and career advancement opportunities among teachersin high-
poverty, high needs schools in South Carolina

3. Maintain and improve student achievement in high-poverty, high needs schoolsin South
Carolina

4. Enhance the preparation and performance of principalsin high-poverty, high needs
schoolsin South Carolina

5. Enhance statewide SC TAP system
To achieve the goals mentioned above, the LEA will agree to the following terms throughout the
grant award period (September 2010 — July, 2015).

The Partner LEA agreesto perform the following activities:

1. Intentionally implement the four TAP elements outlined in the TAP Implementation
Guide and SC TAPs Palicies and Procedures which are consistent with State and federal
laws, and the respective district policies, procedures and regulations. The partner will
carry out each of these elements simultaneously using the TAP planning and
implementation materials, resources and workshops provided by SC TAP;

2. Commit to hiring effective candidates to participate in all grant activities;

3. Implement the TAP System with fidelity to the model as measured annually SC TAP
Annual Reviews;
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10.

11.

12.

Ensure adeguate funding in matching asit relates to all personnel matches in the amounts
of 10% inyear 2, 25% in year 3, 40% in year 4 and 50% in year 5.

Ensure adeguate funding in matching asit relates to al incentive matches, including both
recruitment and retention incentives as well as performance based incentivesin the
amounts of 15% in year 2, 30% in year 3, 45% in year 4 and 60% in year 5;

Barring any unforeseen economic setbacks, allocate district resources to ensure
sustainability after the life of the grant;

Appoint aperson in aleadership position who will serve as the primary liaison to SC
TAP for TIF grant responsibilities;

Promote and participate in the specific activities listed in the TIF grant;
Work in collaboration with SC TAP on al grant activities,
Give priority to accomplishing the activities in collaboration with SC TAP;

Immediately report to the Project Director any misdeed, deficiency or inability to fulfill
any LEA responsibilities;

Adopt consistent policies across participating SC TAP schools.

SC TAP agreesto thefollowing:

1.

2.

Assign specific staff to serve asaliaison to partner LEA;
Promote and participate in the specific activities listed in the TIF grant;
Work in collaboration with partner LEA on all activities;

Disseminate reports on accomplished work to State groups, districts and other interested
parties as requested.

TERMS

This MOU binds SC TAP and the partner LEA to every statement and assurance made in the
Teacher Incentive Fund grant application. If funded, this MOU shall bein effect for the length of
the Teacher Incentive Fund grant from the U.S. Department of Education. In the event the grant
is not funded, this MOU will terminate upon notification that the grant is not funded.

COSTS

It isthe intent of the parties that no additional costs will be incurred, except those that are set
forth in the grant proposal or those funded in the grant. In the event that the cost of implementing
this MOU exceeds grant funds or grant expectations, or statewide economic disaster, any party
may terminate this contract upon giving the other parties thirty days notice.

PR/Award # S385A100134
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Lead Partner (LEA Superintendent)

Project Director for Grant Project

Chair of the Board of Education (local, if appropriate)
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Teacher Incentive Fund Grant
Partnership Memorandum of Understanding

This is a memorandum of understanding (MOU) between the State Department of Education,
specifically SC TAP, and Laurens School District 56 (hereafter referred to as “the local education
ageney, or LEA).

The purpose of this partnership is to develop and implement goals for SC TAP: The System for
Teacher and Student Advancement, a project that will be funded through the federal Teacher
Incentive Fund (TIF) grant. The primary purpose of this project is to implement a comprehensive
performance- based compensation systems for teachers and principals to help increase educator
effectiveness and ultimately improve student achievement in high-need schoois. SC TAP
accomplishes this goal by implementing TAP, a systemic reform to identify, recruit, develop,
place, reward and retain highly effective teachers and principals. SC TAP will work with the
partner LEA to fulfill the activities that are listed in the TIF grant application to accomplish the
following goals:

1. Attract and retain high quality teachers and principals in high-poverty, high needs schools
in South Carolina

k2

Enhance leadership and career advancement opportunities among teachers in high-
poverty, high needs schools in South Carclina

3. Maintain and improve student achievement in high-poverty, high needs schools in South
Carolina

4. Enhance the preparation and performance of principals in high-poverty, high needs
schools in South Carolina

5. Enhance statewide SC TAP system

To achieve the goals mentioned above, the LEA will agree to the following terms throughout the
grant award period (September 2010 — July, 2015).

e29

The Partner LEA agrees to perform the following activities:

1. Intentionally implement the four TAP elements outlined in the TAP lmplementation
Guide and SC TAPs Policies and Procedures which are consistent with State and federal
faws, and the respective district policies, procedures and regulations, The partner will
carry out each of these elements simultaneously using the TAP planning and
implementation materials, resources and workshops provided by SC TAP;

[ (%]

Commit to hiring effective candidates to participate in all grant activities,

3. Implement the TAP System with fidelity to the model as measured annually SC TAP
Annual Reviews;
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10.

1.

12,

Ensure adequate funding in matching as it relates to all personnel matches in the amounts
of 10% in year 2, 25% in year 3, 40% in year 4 and 50% in year 5.

Ensure adequate funding in matching as it relates to all incentive matches, including both
recruitment and retention incentives as well as performance based incentives in the

amounts of 15% in year 2, 30% in vear 3, 45% in year 4 and 60% in year 5;

Barring any unforeseen economic setbacks, allocate district resources to ensure
sustainability after the life of the grant;

Appoint a person in a leadership position who will serve as the primary Haison to SC
TAP for TIF grant responsibilities;

Promote and participate in the specific activities listed in the TIF grant;
Work in collaboration with SC TAP on all grant activities;
Give priority to accomplishing the activities in collaboration with SC TAP;

[mmediately report to the Project Director any misdeed, deficiency or inability to fulfill
any LEA responsibilities;

Adopt consistent policies across participating SC TAP schools.

SC TAP agrees to the following:

1. Assign specific staff to serve as a liaison to pariner LEA;
2. Promote and participate in the specific activities listed in the TIF grant;
3. Work in collaboration with partner LEA on all activities;
4. Disseminate reports on accomplished work to State groups, districts and other interested
parties as requested.
TERMS

This MOU binds SC TAP and the partner LEA to every statement and assurance made in the
Teacher Incentive Fund grant application. If funded, this MOU shall be in effect for the length of
the Teacher Incentive Fund grant from the U.S. Department of Education. In the event the grant
is not funded, this MOU will terminate upon notification that the grant is not funded.

COSTS

1t is the intent of the parties that no additional costs will be incurred, except those that are set
forth in the grant proposal or those funded in the grant. In the event that the cost of implementing
this MOU exceeds grant funds or grant expectations, or statewide economic disaster, any party
may terminate this contract upon giving the other parties thirty days notice.

e30
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Teacher Incentive Fund Grant
Partnership Memorandum of Understanding

Thisis amemorandum of understanding (MOU) between the State Department of Education,
specifically SC TAP, and Pickens County School District (hereafter referred to as “the local
education agency, or LEA).

The purpose of this partnership isto develop and implement goals for SC TAP: The System for
Teacher and Student Advancement, a project that will be funded through the federal Teacher
Incentive Fund (TIF) grant. The primary purpose of this project is to implement a comprehensive
performance- based compensation systems for teachers and principals to help increase educator
effectiveness and ultimately improve student achievement in high-need schools. SC TAP
accomplishes this goal by implementing TAP, a systemic reform to identify, recruit, develop,
place, reward and retain highly effective teachers and principals. SC TAP will work with the
partner LEA to fulfill the activities that are listed in the TIF grant application to accomplish the
following goals:

1

Attract and retain high quality teachers and principals in high-poverty, high needs schools
in South Carolina

Enhance leadership and career advancement opportunities among teachersin high-
poverty, high needs schools in South Carolina

Maintain and improve student achievement in high-poverty, high needs schools in South
Carolina

Enhance the preparation and performance of principals in high-poverty, high needs
schoolsin South Carolina

Enhance statewide SC TAP system

To achieve the goals mentioned above, the LEA will agree to the following terms throughout the
grant award period (September 2010 — July, 2015).

The Partner LEA agreesto perform the following activities:

PR/Award # S385A100134

1.

Intentionally implement the four TAP elements outlined in the TAP Implementation
Guide and SC TAPs Palicies and Procedures which are consistent with State and federal
laws, and the respective district policies, procedures and regulations. The partner will
carry out each of these elements simultaneously using the TAP planning and
implementation materials, resources and workshops provided by SC TAP;

Commit to hiring effective candidates to participatein al grant activities;

Implement the TAP System with fidelity to the model as measured annually SC TAP
Annual Reviews;
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10.

11.

12.

Ensure adeguate funding in matching asit relates to all personnel matches in the amounts
of 10% inyear 2, 25% in year 3, 40% in year 4 and 50% in year 5.

Ensure adeguate funding in matching asit relates to al incentive matches, including both
recruitment and retention incentives as well as performance based incentivesin the
amounts of 15% in year 2, 30% in year 3, 45% in year 4 and 60% in year 5;

Barring any unforeseen economic setbacks, allocate district resources to ensure
sustainability after the life of the grant;

Appoint aperson in aleadership position who will serve as the primary liaison to SC
TAP for TIF grant responsibilities;

Promote and participate in the specific activities listed in the TIF grant;
Work in collaboration with SC TAP on al grant activities,
Give priority to accomplishing the activities in collaboration with SC TAP;

Immediately report to the Project Director any misdeed, deficiency or inability to fulfill
any LEA responsibilities;

Adopt consistent policies across participating SC TAP schools.

SC TAP agreesto thefollowing:

1.

2.

Assign specific staff to serve asaliaison to partner LEA;
Promote and participate in the specific activities listed in the TIF grant;
Work in collaboration with partner LEA on all activities;

Disseminate reports on accomplished work to State groups, districts and other interested
parties as requested.

TERMS

This MOU binds SC TAP and the partner LEA to every statement and assurance made in the
Teacher Incentive Fund grant application. If funded, this MOU shall bein effect for the length of
the Teacher Incentive Fund grant from the U.S. Department of Education. In the event the grant
is not funded, this MOU will terminate upon notification that the grant is not funded.

COSTS

It isthe intent of the parties that no additional costs will be incurred, except those that are set
forth in the grant proposal or those funded in the grant. In the event that the cost of implementing
this MOU exceeds grant funds or grant expectations, or statewide economic disaster, any party
may terminate this contract upon giving the other parties thirty days notice.

PR/Award # S385A100134
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Teacher Incentive Fund Grant
Partnership Memorandum of Understanding

This is a memorandum of understanding (MOU) between the State Department of Education,
speeifically SC TAP, and Spartanburg School District 1(hereafler referred to as “the local
cducation agency, or LEA),

The purpose of this partnership is to develop and implement goals for SC TAP: The System for
Teacher and Student Advancement, a project that will be funded through the federal Teacher
Incentive Fund (TIF) grant. The primary purpose of this project is to implement a comprehensive
performance- based compensation systems for teachers and principals to help increase cducator
effectiveness and ultimately improve student achievement in high-need schools. SC TAP
accomplishes this goal by implementing TAP, a systemic reform to identify, recruit, develop,
place, reward and retain highly cflective teachers and principals. SC TAP will work with the
partner LEA to fulfill the activities that are listed in the TTF grant application to accomplish the
following goals: '

1. Attract and retain high quality teachers and principals in high-poverty, high necds schools
in South Carolina

2. Enhance Icadership and career advancement opportunities among teachers in high-
poverty, high needs schools in South Carolina

3. Maintain and improve student achievement in high-poverty, high needs schools in South
Carolina

4, Enhance the preparation and performance of principals in high-poverty, high needs
schools in South Carolina

5. Enhance statewide SC TAP system

To achieve the goals mentioned above, the LEA will agree to the following terms throughout the
grant award period (September 2010 = July, 2015).

The Partuner LEA agrees to perform the following activities:

1. Intentionally implement the four TAP elements outlined in the TAP Implementation
Guide and SC TAPs Policies and Procedures which are consistent with State and federal
laws, and the respective district policies, procedures and regulations. The partner will
carry out each of these ¢clements simultaneously using the TAP planning and
implementation materials, resources and workshops provided by SC TAP;

2. Commit to hiring effective candidates to participate in all grant activities;

3. Implement the TAP System with fidelity to the model as measured annually SC TAP
Annual Reviews;
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10.
11.

Ensure adequate funding in matching as it relates to all personnel matches in the amounts
of 10% in year 2, 25% in year 3, 40% in year 4 and 50% in year 5.

Ensure adequate funding in matching as it relates to all incentive matches, including both
recruitment and retention incentives as well as performance based incentives in the
amounts of 15% in year 2, 30% in year 3, 45% in year 4 and 60% in year 5;

Barring any unforeseen economic setbacks, allocate district resources to ensure
sustainability after the life of the grant;

Appoint a person in a leadership position who will serve as the primary liaison to SC
TAP for TIF grant responsibilities;

Promote and participate in the specific activities listed in the TIF grant;
Work in collaboration with SC TAP on all grant activities;
Give priority to accomplishing the activities in collaboration with SC TAP;

Tmmediately report to the Project Director any misdeed, deficiency or inability to fulfill
any LEA responsibilities;

12. Adapt consistent policies across participating SC TAP schools.

SC TAP agrees to the following:

1.

2.

3.

4.

Assign specific staff to serve as a liaison to partner LEA;
Promote and participate in the specific activities listed in the TIF grant;
Work in collaboration with partner LEA on all activities;

Disseminate reports on accomplished work to State groups, districts and other interested
parties as requested.

TERMS

This MOU binds SC TAP and the partner LEA to every statement and assurance made in the
Teacher Incentive Fund grant application. If funded, this MOU shall be in eflect for the length of
the Teacher Incentive Fund grant from the U.S. Department of Education. In the event the grant
is not funded, this MOU will terminate upon notification that the grant is not funded.

COSTS

Tt is the intent of the partics that no additional costs will be incurred, except those that are set
forth in the grant proposal or those funded in the grant. Tn the event that the cost of implementing
this MOU exceeds grant funds or grant expectations, or statewide economic disaster, any party
may terminate this contract upon giving the other parties thirty days notice.
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Teacher Incentive Fund Grant
Partnership Memorandum of Understanding

This is a memorandum of understanding (MOU) between the State Department of Education,
specifically SC TAP, and Sumter 17 School District (hereafter referred to as “the local education
agency, or LEA).

The purpose of this partnership is to develop and implement goals for SC TAP: The System for
Teacher and Student Advancement, a project that will be funded through the federal Teacher
Incentive Fund (TTF) grant. The primary purpose of this project is to implement a comprehensive
performance- based compensation systems for teachers and principals to belp increase educator
effectiveness and ultimately improve student achievement in high-need schools. SC TAP
accomplishes this goal by implementing TAP, a systemic reform to identify, recruit, develop,
place, reward and retain highly effective teachers and principals. SC TAP will work with the
partner LEA to fulfill the activities that are listed in the TIF grant application to accomplish the
following goals:

]. Attract and retain high quality teachers and principals in high-poverty, high needs schools
in South Carolina

2. Enhance leadership and career advancement opportunities among teachers in high-
poverty, high needs schools in South Carolina

3. Maintain and improve student achievement in high-poverty, high needs schools in South
Carolina

4. Enhance the preparation and performance of principals in high-poverty, high needs
schools in South Carolina

5. Enhance statewide SC TAP system

To achieve the goals mentioned above, the LEA will agree to the following terms throughout the
grant awand period (September 2010 — July, 2015).

The Partner LEA agrees to perform the following activities:

1. Intentiopally implement the four TAP elements outlined in the TAP Implementation
Guide and SC TAPs Policies and Procedures which are consistent with State and federal
laws, and the respective district policies, procedures and regulations. The partner will
carry out each of these elements simultaneously using the TAP planning and
implementation materials, resources and workshops provided by SC TAP;

2. Commit to hiring effective candidates to participate in all grant activities;

3. Implement the TAP System with fidelity to the model as measured annually SC TAP
Annual Reviews;
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4. Ensure adequate funding in matching as it relates to all personnel matches in the amounts
of 10% in year 2, 25% in year 3, 40% in year 4 and 50% in year 5.

5. Ensure adequate funding in matching as it relates to all incentive matches, including both
recruitment and retention incentives as well as performance based incentives in the
amounts of 15% in year 2, 30% in year 3, 45% in year 4 and 60% in year 5;

6. Barring any unforeseen economic setbacks, allocate district resources to ensure
sustainability after the life of the grant;

7. Appoint a person in a leadership position who will serve as the primary liaison to 5C
TAP for TIF grant responsibilities;

8. Promote and participate in the specific activities listed in the TIF grant;

9. Work in collaboration with SC TAP on all grant activities;

10. Give priority to accomplishing the activities in collaboration with SC TAP;

11. Immediately report to the Project Director any misdeed, deficiency or inability to fulfill
any LEA responsibilities,

12. Adopt consistent policies across participating SC TAP schools.

SC TAP agrees to the following:
1. Assign specific staff to serve as a liaison to partner LEA,

2. Promote and participate in the specific activities listed in the TIF grant;

3. Work in collaboration with partmer LEA on all activities;

4. Disseminate reports on accomplished work to State groups, districts and other interested
parties as requested.

TERMS

This MOU binds SC TAP and the partmer LEA to every statement and assurance made in the
Teacher Incentive Fund grant application. If funded, this MOU shall be in effect for the length of
the Teacher Incentive Fund grant from the U.S. Department of Education. In the event the grant
is not funded, this MOU will terminate upon notification that the grant is not funded.

COSTS

It is the intent of the parties that no addijtional costs will be incurred, except those that are et
forth in the grant proposal or those funded in the grant. In the event that the cost of implementing
this MOU exceeds grant funds or grant expectations, or statewide economic disaster, any party
may terminate this contract upon giving the other parties thirty days notice.
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BEAUFORT MIDDILE SCHOOL

2501 MOSSY OAKS RD
BEAUFORT, SOUTH CAROLINA 29902
PRINCIPAL 843-322-5700 ASSISTANT PRINCIPALS

CAROLE T. INGRAM NATHANIEL DRAKE
CARRIE GRILLI

July 5, 2010

Dear Mr. Dotterer,

It's my pleasure to write aletter of support for the expansion of the TAP program in South Carolina.
Asone of the original schoolsto initiate the TAP model in South Carolina, Beaufort Middle School showed
consistent growth in student progress and in teacher effectiveness. Our students made gains that met state
and national expectations, and our teachers sharpened their instructiona skillsin application of the best-
practice qualities outlined in the TAP instructional rubric. As principal of BMS, | have had the opportunity
to share this progress firsthand. | endorse the TAP model as a viable method for improving student
achievement while focusing on teacher effectiveness.

The on-going professional learning through cluster provides teachers aformat for action research as
they make classroom applications of the strategies they develop. The benefits of these collegial groups
yield authentic analysis and use of data and a cycle of continuous improvement of planning, instruction, and
assessment.

The framework of the instructional rubric is a valuable guide for observing teachers. It provides
specific, consistent instructional language for giving feedback to teachers around indicators of excellence.
This feedback then offers teachers personal targets for professional growth and personalizes their learning as
reflective practitioners.

The value added results provided to teachers at the end of each year show them how their teaching
has affected student growth. The compensation for growth those teachers receive who meet and exceed
expectations communicates “ Job well done” in away other models of feedback and improvement do not.

When BM S was affiliated as a TAP school, we celebrated the impact this model had on our student
achievement and teacher effectiveness. It would be a pleasure to be part of the Teacher Incentive Fund
Grant (TIF) and for additional Beaufort County Schools to celebrate the benefits of this model.

Sincerely,

Carole Ingram
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West Hartsville Elementary School
214 Clyde Road, Hartsville, SC
Phone: 842-857-2370

Fax: 8430857-3272
“The Best School In the West”
Office of the Principal

To: Dennis Dotterer
From: Kay Howell, West Hartsville Elementary School
RE: TAP

Dear Mr. Dotterer,

I am very excited about West Hartsville Elementary becoming a TAP school
during the 2010-2011 school year through the Teacher Incentive Fund Grant (TIF). |
have done research on TAP and | know it will accelerate the achievement of our
students and offer ongoing valuable training to our staff. My staff is ready for the
opportunities that will be presented in research, classroom strategies as well as
coaching and feedback from observations by administration and other team members.
We are looking forward to the focus that cluster, observations and Leadership Teams
can bring to West Hartsville. As you know most teachers do not have the opportunity
that is offered for professional growth through informal and formal observations and
coaching sessions. We are ready for the new challenges TAP will certainly offer and the
positive changes.

As you may know, | have been in education for 37 years, have received a M.ED
in Elementary Education and Ed.D. in Educational Leadership. | have participated in
professional development and course work throughout my years in education, however,
I see TAP as a fantastic opportunity to become a more reflective, focused educator and
for my staff to bloom and grow in experience and knowledge through the TAP model.

Sincerely,
Kay s. Howell, Ed.D.

Kay S. Howell, Ed. D.
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Project Narrative

Other Attachments

Attachment 1:
Title: SC TIF Appendices Pages: 166 Uploaded File: SC TIF 3 7-6-10 part 2.pdf
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SC TIF Appendix Table of Contents

5. Appendix E: Resumesand Position Postings.......................... 145-164
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Dennis Dotterer

Current Position: Executive Director for South Carolina TAP: The System for Teacher and
Student Advancement.

Academic Degrees:

Ed. S.
Converse College
July, 2001
Major: Administration and Supervision

M. Ed.
Converse College; Spartanburg, SC
July, 1999
Major: Gifted and Talented Education

B.A
Clemson University; Clemson, SC
December, 1996
Major: Elementary Education

Professional Experience:

July 2009 - Present - South Carolina Department of Education — South Carolina TAP,
Executive Director

June 2008 - July 2009 - South Carolina Department of Education — South Carolina
Teacher Advancement Program (SCTAP), Associate State Director

June 2006 - June 2008 - Greenville County Schools - Tanglewood Middle School,
Principal

June 2005 - June 2006 - Laurens School District 56 — Clinton Elementary School,
Principal

July 2002 - June 2005 - Laurens School District 56 - Bell Street Middle School,
Assistant Principal

November 2000 -June 2002- Greenville County — Paris Elementary School, Assistant
Principal.

December 1996 — November 2000 - Greenville County— Mitchell Road Elementary

School, Sans Souci Elementary School, Northwood Middle School, 5% and 6" grade
teacher
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Leadership/Awards/Grants:

Graduate of School District of Greenville County’s Leadership Academy
State of SC Progress Energy School Leadership Executive Institute

Treasurer of Assistant Principal’s Association

Palmetto’s Finest Award, National Blue Ribbon Award, Exemplary Writing, and
Red Carpet with two separate schools

Recipient of The Middle School Award of Excellence in Curriculum and
Instruction

District Chairman of Elementary School Steering Committee and School
Improvement Councils

Village Green Grant Recipient

Lead member in Greenville Interchange Foreign Language studies Grant
Recipient of 21 Century Learning Center Grant

Math and Science Hub Middle Level Grant

Co-wrote numerous EIA grants

ADEPT evaluator certification

TAP Evaluator certification

Higher Education Assessment of Teachers lead designer

Professionals Organizations:

National Association of Secondary School Principals
National Middle School Association

Piedmont Consortium for the Gifted

Association for Supervision and Curriculum Development
South Carolina Association of School Administrators
South Carolina Middle School Association

South Carolina International Reading Association

South Carolina Council for Teachers of Mathematics
South Carolina Council for Social Studies

Professional Development Presentations and Seminars:

PR/Award # S385A100134

Cognitive Coaching professional agency trainer

“Scheduling for TAP” presenter

National TAP conference multi-session presenter

National TAP professional development trainer

SCASA summer leadership school and state presentations
SCMSA presenter

SCIRA presenter and award winner

NUFSAID middle school presenter

Statewide Value Added Assessment trainer

Louisiana Blue Ribbon commission on Education, Nov., 2009

el46



ALLISON BATTEN JACQUES, Ph. D.
',

EXPERIENCE

PR/Award # S385A100134

DIRECTOR, OFFICE OF EDUCATOR PREPARATION, SUPPORT AND ASSESSMENT,
DIVISION OF EDUCATOR QUALITY AND LEADERSHIP, South Carolina Department of Education,
Columbia, SC

2005-Present

Responsibilities include: Overseeing the development, implementation and evaluation of systems for
educator preparation programs in accordance with state statutes, State Board of Education regulation and
State Department policies including the program approval and accreditation process for teacher education,
overseeing the development, implementation, monitoring and evaluation of the Title 11, Part A, Teacher
Quality section of the No Child Left Behind Act and the Title Il Higher Education Act Report, overseeing
the development, implementation and evaluation of the South Carolina Teacher Advancement Program and
overseeing the development, implementation and evaluation of teacher recruitment and retention programs.

PRINCIPAL, BROOKLAND-CAY CE HIGH SCHOOL, Lexington District Two, Cayce, SC

2001-2005

Responsibilities included: Supervision of the school program and staff, creating a vision for the school and
carrying out the plan of action within the school and community

ADJUNCT PROFESSOR, UNIVERSITY OF SOUTH CAROLINA, Department of Educational

L eadership, Columbia, SC

2003-Present

Responsibilities include: Teaching the principal ship practicum, atwo semester course that serves as the
culmination of the Masters’ degree program in Educational Administration

ASSISTANT PRINCIPAL FOR INSTRUCTION, BROOKLAND-CAY CE HIGH SCHOOL,
Lexington District Two, Cayce, SC

1999-2001

Responsibilities included: Curriculum and Instruction, scheduling, testing, attendance, student activities,
staff development, supervision of students, and teacher evaluation

ASSISTANT PRINCIPAL FOR CURRICULUM AND INSTRUCTION, CROSSROADS MIDDLE
SCHOOL, District Five of Lexington and Richland Counties, Irmo, SC

1998-1999

Duties included: Assisting with the opening of a new school, constructing master schedule, allocating
budgets to departments and teachers, developing a curricular vision, teacher assignments, interviewing
teachers, meshing the skills of teachers from two faculties, assessing building needs, working with
contractors responsible for renovations, textbooks, and discipline

ASSISTANT PRINCIPAL FOR CURRICULUM AND INSTRUCTION, IRMO MIDDLE SCHOOL -
CAMPUSI, District Five of Lexington and Richland Counties, Irmo, South Carolina

1997-98

Responsibilities included: Curriculum and instruction, teacher supervision and evaluation, orientation and
mentoring for first year teachers, textbooks, supervision of departments, discipline, staff development and
in-service training, maintaining budgets for staff development and continuous improvement, approval and
disbursement of professional leave, program improvement committee coordination, and coordination of
standardized testing
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TEAM LEADER and TEACHER, PINE RIDGE MIDDLE SCHOOL, Lexington District Two, West
Columbia, South Carolina

1994-1997

Responsibilities included: Scheduling, planning and conducting team meetings, mediating concerns
between teachers, staff and administration, disseminating information, maintaining clear communication
with administration, Student Council advisor, and Cheerleading coach

EDUCATION

UNIVERSITY OF SOUTH CAROLINA
Doctor of Philosophy in Educational Administration, August 2002

UNIVERSITY OF SOUTH CAROLINA
Educational Specialist, May 1999

UNIVERSITY OF SOUTH CAROLINA
Masters in Educational Administration, May 1997

UNIVERSITY OF SOUTH CAROLINA
Bachelor of Fine Artsin Art Education, May 1994

PROFESSIONAL ACCOMPLISHMENTS

PR/Award # S385A100134

e Appointed to the Education Oversight Committee’s, South Carolina Teacher Recruitment and
Retention Task Force, 2007

e Wrote and received a $34 million grant from the United Stated Department of Education, 2006

e National Association of Secondary School Principals’Met Life Secondary Principal of the Year for
South Caroling, 2005

e Executive Board Member, NASSP s National Association of Student Councils, 2004-05

e Joseph B. Whitehead National Educator of Distinction Award Recipient, Presented by the Coca-
Cola Scholars Foundation for exemplary dedication to the field of education, 2005, 2003

e NASSP LEAD Conference, Facilitator and Featured Presenter: Keys to Positive Communication,
Ddlas, TX, 2005

e Principal of the Y ear, South Carolina Athletic Administrators Association, 2004

e  South Carolina Department of Education, Conducted Seminar for Principal Leaders, 2004

e Southern Association of Student Councils, Presented: Principal Insights for Student L eaders, New
Orleans, LA, 2004

e President, South Carolina High School League, AAA Classification, 2003

Phi Delta Kappa International Conference, Presentation of SCDE Red Carpet Award, St. Louis,

MO, 2003

Phi Delta Kappa International Outstanding Dissertation Award, 2002

South Carolina Department of Education’s External Review Team, 2002-Present

Area Coordinator, Phi Delta Kappa International, serving Southern Region, 2002-Present

University of South Carolina, Department of Educational Leadership Facilitator, Supervision

course on-site sessions, 2003-Present

SCDE Office of School Quality, Workshop Facilitator- SAT Preparation, 2002

President, Phi Delta Kappa, University of South Carolina Faculty Chapter, 2001

SCDE Office of Safe Schools and Y outh Services, Presented: Using PSAT Results, 2001

SC Consortium for Gifted Education, Presented: Improving SAT Performance, 2001

Governor’s Press Conference Releasing South Carolina SAT Scores, Facilitator, 2000

Vice-President, Phi Delta Kappa, University of South Carolina Faculty Chapter, 2000
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Executive Board, South Carolina Middle School Association, 1996

Regional Director for the Midlands region of the SC Middle School Association, 1996-98
Teacher of the Y ear, Pine Ridge Middle School, L exington District Tw01995-96
Chairperson for Diversity Focus for District Strategic Plan, District Five of Lexington and
Richland Counties, 1998

Schooal District Five Of Lexington and Richland Counties’ Language Arts Leadership Team and
SAT Improvement Committee Member, 1997-1999

SCASA Award of Excellence Committee, 1999

SC Middle School Association' Strategic Plan, Steering Committee, 1998

South Carolina State Department of Education Showcase, Presenter, 1996

District Leadership Council, Lexington District Two, 1995-96

Coordinator, Lexington District Two Artistically Gifted and Talented Program 1995-2001
South Carolina Middle School Association Conference, Presenter, 1994-1996

PUBLICATIONS

Batten, A., Semsar, J. and Kessdl, I. “ Ask the experts,” Leadership for Student Activities,

vol. 33:3, November 2004, p.46.

Batten, A. and Jacabs, J. Relationships between experiences and attrition for induction year

teachers. (2003). National Council of Professors of Educational Administration.
Sedona, AZ.

Batten, Allison M. (2002) Induction year teachers in South Carolina high schools:

Relationships between their assessments of experiences and attrition. Columbia:
University of South Carolina, College of Education.

Batten, et al. (2001) Needs of induction year teachers in South Carolina’ s professional

development schools. Columbia: University of South Carolina, College of Education.

PROFESSIONAL MEMBERSHIPS

PR/Award # S385A100134

South Carolina Advisory Board for the National Commission on Teaching and America’ s Future
The Council of Chief State School Officers' Interstate New Teacher Assessment and Support
Consortium, Member

Instructional Leaders Roundtable, South Carolina Association of School Administrators

South Carolina Association of Colleges for Teacher Education

South Carolina Association of Teachers of Education

University of South Carolina, Quality Assurance Committee

Executive Board, National Association of Student Councils, Principal Representative, 2004-05
Lexington County Sheriff’s Student Advisory Council, Principal Representative, 2005
National Association of Secondary School Principals

South Carolina Association of School Administrators

Phi Delta Kappa International

University of South Carolina Chapter, Phi Delta Kappa

South Carolina Middle School Association

International Reading Association

National Art Education Association

Lexington County Principals' Association

Alpha Delta Kappa International, Omicron Chapter

Brookland-Cayce High School Educational Foundation
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TAP Regional Master Teacher

Basic Job Responsibilities — Regional Master Teacher

Data Analysis with Schools

Some of the responsibilities a Regional Master Teacher will have as a
member of this team are to: Aide schools with the Analysis of student data to
identify and break down student learning goals by school, content area, and
grade level. After the school has completed the analysis of the data, the
Regional Master teachers should help develop school academic achievement
plan, create school assessment plan, monitor goal setting activities, provide
ideas for classroom follow-up and goal attainment for cluster groups and
individual growth plans and assess teacher evaluation results and maintain
inter-rater reliability. These items are best completed with the leadership
team.

Cluster Group Planning, Implementation, and Evaluation

As a RMT, it will be necessary to work with the master teacher in developing
the long range cluster plan and maintaining weekly cluster group meeting
records and activities. The RMT will be involved with overseeing the
implementation of cluster meetings with follow up regarding the STEPS for
Effective Learning. They will provide appropriate follow-up with the master
teacher on the assessment of all cluster groups' progress towards goals. The
RMT should coach the master and/or mentor teachers on the reinforcement
and refinement areas of the cluster and if necessary, model an appropriate
cluster. The RMT should aide with the analysis of student work to verify the
effectiveness of the cluster meetings. When appropriate, the RMT should
work with the school leadership team to create and validate effective Cluster
meetings.

Manage Teachers’ Individual Growth Plans

Oversees Master and mentor teachers in developing goals, providing
instructional interventions with proven results, facilitates teacher proficiency
with these new strategies through classroom and cluster based follow-up, and
ensures that the progression of the master and mentor teacher skill
development is aligned with changing teacher and student learning needs as
it relates to effective cluster implementation.

Evaluations/Conferencing

Conducts cluster evaluations and conferencing for both formal and informal
observations. Holds effective pre- and post- conferences with master and
mentor teachers. Conducts classroom observations on Master and Mentor
teachers with follow up post conferences. Conducts observations with
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members of the leadership team for inter-rater reliability purposes. RMT will
not be involved in regular teacher observations.

5. Professional Growth

While the regional master teacher is expected to come to the job with a high
level of educational knowledge, they will be afforded the opportunity to work
with a TAP State Directors and with other regional master teachers in an
effort to enhance their skills and provide their teachers with only the best
instructional interventions and strategies. It will be expected that Regional
Master Teachers conduct regional trainings for their schools on all areas of
implementation of TAP.

6. School observations

RMTs are expected to visit with schools, Master and Mentor teachers, and
school leadership teams consistently. Regional Master Teachers should
spend 3 to 4 days per week in schools working with the SLT to implement
TAP.

7. Planning and Follow ups

RMTs should submit a plan of action for the week no later than Monday
morning for the upcoming week. This plan is a tentative plan on what areas
the RMT will be working on with which schools. Additionally, the RMTs
should submit a follow up detailing the work that was completed the week
prior as well the effectiveness of the efforts that were seen at the school.
Follow ups should be provided to each school within 48 hours of a visit
detailing what was seen with a reinforcement and refinement area to aide with
growth.

Qualifications

Regional Master Teachers are required to have substantially more experience in
curriculum development, professional development and mentoring than a
traditional master teacher. They must represent the “gold standard” in teaching
and professional development and serve as a role model to all other instructional
staff. Master teachers should have at least five years experience at the teacher
level and a proven track record in increasing student achievement at both the
individual teacher level as well as the building level. Regional Master Teachers
must have contributed to their profession through activities such as conducting
research, publishing articles or other work in reputable education journals,
teaching at the higher education level, presenting at conferences and receiving
awards recognizing their educational talents. Finally, Regional Master teachers
need to be excellent communicators with students and adults alike.

Specific Qualifications Required:
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e Master’s degree in relevant academic discipline.

e Doctorate degree in relevant academic discipline desired.

e At least five years of successful teaching as measured by performance
evaluations, promotions, and portfolio of work.

e For teachers currently in TAP schools, exemplary scores on the TAP
Teacher Performance-based Accountability evaluation.

e Demonstrated expertise in content, curriculum development, student
learning, test analysis, mentoring, and professional development as
demonstrated by an advanced degree, advanced training and/or career
experience.

e Student data that illustrates the teacher’s ability to increase student
achievement through utilizing specific instructional interventions.

e Instructional expertise demonstrated through model teaching, team-
teaching, video presentations, and student achievement gains.

e Classroom demonstrations and external observations.

e Proof of effective professional development for individuals as well as large
groups

e Proof of contribution to profession such as research, publications,
university teaching, presentations, awards.

e Excellent communication skills and an understanding of how to facilitate
growth in adults.

Overview of Master Teacher Position

Regional Master teachers function in a unique manner relative to the school level
leadership teams. Their main function is to work with the leadership team to
implement the professional development aspect of the Teacher Advancement
Program. The Regional Master Teachers work with the Master and Mentor
teachers on implementation and evaluation of cluster meetings and individual
growth of teachers. Additionally, Regional Master Teachers work with the
leadership teams to analyze school data to create school and cluster plans.
Regional Master Teachers will be responsible for maintaining communication
from the state level to the individual schools as well as inform the schools of any
changes that occur with the implementation of TAP. Finally, Regional Master
Teachers will conduct regional and state level trainings to build capacity of the
program at the school level.

Roles and Responsibilities

e Analyze school-wide student data as basis for developing school plan.

e Develop school plan utilizing the TAP processes.

e Oversee planning, facilitation and follow-up of cluster group meetings
during professional growth blocks.
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Team-teach with colleagues, demonstrate model clusters, and develop
and help implement curriculum.

Observe and provide peer assistance and coaching of the master and
mentor teachers towards meeting Individual Growth Plan goals.
Evaluate Master and Mentor teacher performance using TAP Rubrics and
conduct follow-up conferences.

Participate in all TAP trainings.

Lead professional development meetings at region, state, and national
levels

Maintain records of implementation for each individual school
Document and coach leadership teams

Work an expanded calendar year

el53



TAP MASTER TEACHER

Basic Job Responsibilities — Master Teacher

1. Leadership Team Participation

Some of the responsibilities a Master teacher will have as a member of this
team are to: Analyze student data to identify student learning goals by grade
level, Develop school academic achievement plan, Create school assessment
plan, Monitor goal setting, activities, classroom follow-up and goal attainment
for cluster groups and individual growth plans, Assess teacher evaluation
results and maintain inter-rater reliability.

2. Cluster Group Planning and Implementation

As a Cluster group leader, the master teacher will be responsible for:
Developing the long range cluster plan, weekly cluster group meeting records
and activities with other members of the Leadership Team, Overseeing and
leading, co-leading or attending selected cluster meetings weekly following
the STEPS for Effective Learning, Providing appropriate follow-up in the
classroom, and assessing all cluster groups' progress towards goals.

3. Manage Teachers’ Individual Growth Plans

Oversees groups of teachers in developing goals, provides instructional
interventions with proven results, facilitates teacher proficiency with these
new strategies through classroom based follow-up, and ensures that the
progression of teacher skill development is aligned with changing student
learning needs.

4. Evaluations/Conferencing

Conducts classroom evaluations and conferencing for both formal and
informal observations.

5. Classroom Follow-up

Includes observation/feedback, model teaching (demonstration lessons)
and team-teaching following every cluster meeting and in individual teacher
mentoring situations.

6. Professional Growth

While the master teacher is expected to come to the job with a high level of
educational knowledge, they will be afforded the opportunity to work with a
TAP State Director, “Lead” Master teacher and with other master teachers in
an effort to enhance their skills and provide their teachers with only the best
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instructional interventions and strategies. In some cases, mentor teachers
will attend selected in-service training sessions.

Qualifications

Master teachers are required to have substantially more experience in curriculum
development, professional development and mentoring than a traditional teacher.
They must represent the “gold standard” in teaching and serve as a role model to
all other instructional staff. Master teachers should have at least five years
experience at the mentor level and a proven track record in increasing student
achievement. Master teachers must have contributed to their profession through
activities such as conducting research, publishing articles or other work in
reputable education journals, teaching at the higher education level, presenting
at conferences and receiving awards recognizing their educational talents.
Finally, master teachers need to be excellent communicators with students and
adults alike.

Specific Qualifications Required:

e Master’s degree in relevant academic discipline.

e Doctorate degree in relevant academic discipline desired.

e At least five years of successful teaching as measured by performance
evaluations, promotions, and portfolio of work.

e For teachers currently in TAP schools, exemplary scores on the TAP
Teacher Performance-based Accountability evaluation.

e Demonstrated expertise in content, curriculum development, student
learning, test analysis, mentoring, and professional development as
demonstrated by an advanced degree, advanced training and/or career
experience.

e Student data that illustrates the teacher’s ability to increase student
achievement through utilizing specific instructional interventions.

e Instructional expertise demonstrated through model teaching, team-
teaching, video presentations, and student achievement gains.

e Classroom demonstrations and external observations.

e Proof of contribution to profession such as research, publications,
university teaching, presentations, awards.

e Excellent communication skills and an understanding of how to facilitate
growth in adults.

Overview of Master Teacher Position

Master teachers function in a unique manner relative to the traditional teacher.
Their primary role is, with the principal, to analyze student data and create and
institute an academic achievement plan for the building. Master teachers lead
cluster groups, and provide demonstrations lessons, coaching and team-teaching
to career teachers. They also spend, on average, two hours per day teaching
students. Master teachers collaborate to develop and to determine the adoption
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of learning resources. They are partners with the principal in evaluating other
teachers. Master teachers may also partner with the principal in sharing some of
the responsibility of interacting with parents.

Roles and Responsibilities

Analyze school-wide student data as basis for developing school plan.
Develop school plan utilizing the TAP processes.

Oversee planning, facilitation and follow-up of cluster group meetings
during professional growth blocks.

Team-teach with colleagues, demonstrate model lessons, and develop
and help implement curriculum.

Observe and provide peer assistance and coaching towards meeting
teachers’ Individual Growth Plan goals.

Evaluate teacher performance using TAP Rubrics and conduct follow-up
teacher conferences.

Participate in all TAP trainings and become a certified a TAP evaluator.
Attend professional development meetings facilitated by the “Lead” Master
Teacher and TAP State Director.

Work an expanded calendar year.

Appraisal

The principal, the “Lead” Master teacher, the TAP Executive Director and other
master teachers will appraise master teachers informally and formally on an
ongoing basis. (See: Teacher Advancement Program: Teacher Institutionally-
focused Accountability and Pay Guide.) As well, mentor and career teachers will
participate in master teacher evaluations.

PR/Award # S385A100134
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Prime Coach Evaluator

Basic Job Responsibilities — Prime Coach Evaluator

Prime Coach Evaluator will facilitate change in instructional practices of
teachers that will enable teachers to diagnose student needs more
analytically; plan more productively; and teach more effectively.
Responsibilities include:

1.

10.

11.

PR/Award # S385A100134

The PCE provides leadership for teachers by planning,
collaborating, organizing, mentoring and facilitating change to
improve the instructional program.

The PCE observes teachers in their classrooms and offers
insights for the enhancement of teaching-learning situations.

The PCE disaggregates and analyzes data and assists principals
and teachers in its interpretation to measure and improve
student achievement and/or program effectiveness.

The PCE provides knowledge of appropriate standards, content,
materials, and resources.

The PCE facilitates the use of research-based teaching strategies
through Master Teachers to address the needs of teachers and
school goals as related to individual evaluations.

The PCE provides staff development concepts to Master Teachers
as needed to implement the teacher’s individual growth plan.

The PCE establishes, maintains and enhances effective
communication with administrators, teachers, parents and other
stakeholders.

The PCE demonstrates a commitment to professional growth and
ethical standards to advance the mission, goals and policies of
SCTAP.

The PCE works with principals and teachers in organizing grade
level/department meetings in order to affect horizontal and
vertical continuity and articulation of instructional program
throughout the school.

The PCE demonstrates appropriate use of educational tools to
enhance and extend instruction

The PCE performs other duties related to the improvement of
student achievement as determined by the principal.
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Qualifications

Prime Coach Evaluators are required to have substantially more experience in
evaluation, curriculum development, professional development and
coaching/mentoring than a traditional teacher. They must be able to serve as a
role model to all other instructional staff. The PCE should have at least five years
experience as a coach and a proven track record in increasing student
achievement among peers. The PCE must have contributed to their profession
through coaching activities such as individual coaching, peer coaching, group
professional development coaching and problem solving strategies. Finally,
PCEs need to be excellent communicators with students and adults alike.

Specific Qualifications Required:

e Master’s degree in relevant academic discipline.

e Instructional Coaching training; ie: Cognitive Coaching, etc.

e At least five years of successful teaching as measured by performance
evaluations, promotions, and portfolio of work.

e For teachers currently in TAP schools, exemplary scores on the TAP
Teacher Performance-based Accountability evaluation.

e Demonstrated expertise in evaluation, coaching, curriculum development,
student learning, test analysis, mentoring, and professional development
as demonstrated by an advanced degree, advanced training and/or career
experience.

e Student data that illustrates the teacher’s ability to increase student
achievement through utilizing sPCEific instructional interventions.

e Instructional expertise demonstrated through model teaching, team-
teaching, video presentations, and student achievement gains.

e Classroom demonstrations and external observations.

e Proof of contribution to profession such as research, publications,
university teaching, presentations, awards.

e Excellent communication skills and an understanding of how to facilitate
growth in adults.

Overview of the Prime Coach Evaluator:

The Prime Coach Evaluator will devote 100% of time in their individual
school to SC TIF and will provide significant evaluative leadership and share
responsibilities of teacher evaluation and data analysis with the principal. The
prime coach evaluator must be skilled in working with individualized coaching
(i.e.: Cognitive Coaching or a similar method) and teacher evaluation systems. It
will be recommended that candidates for this position have a master’s degree
and at least 5 years of successful teaching experience. The prime coach
evaluator will spend the majority of time evaluating and coaching teachers as
well as analyzing data to work with teachers. With the collegial approach to the
leadership team, this role will be vital to ensure connections between individual
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evaluations, identified student and teacher needs, and the goals of professional
development.

Roles and Responsibilities

Analyze school-wide student data as basis for developing school plan.
Develop school plan utilizing the TAP processes.

Oversee planning, facilitation and follow-up of cluster group meetings
during professional growth blocks.

Team-teach with colleagues, demonstrate model lessons, and develop
and help implement curriculum.

Observe and provide peer assistance and coaching towards meeting
teachers’ Individual Growth Plan goals.

Evaluate teacher performance using TAP Rubrics and conduct follow-up
teacher conferences.

Participate in all TAP trainings and become a certified a TAP evaluator.
Attend professional development meetings facilitated by the “Lead” Master
Teacher and TAP State Director.

Work an expanded calendar year.

Appraisal

The principal, the Regional Master Teacher, the TAP Executive Directors will
appraise master teachers informally and formally on an ongoing basis. As well,
mentor and career teachers may participate in Prime Coaching Evaluators’
evaluations.
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TAP MENTOR TEACHER

Basic Job Responsibilities MENTOR Teacher

Leadership Team Participation

Some of the responsibilities a mentor teachers will have as a member of this
team are to: Analyze student data to identify student learning goals by
classroom level, Develop academic achievement plan, Create classroom
assessment plans, Monitor goal setting, activities, classroom follow-up and
goal attainment for cluster groups and individual growth plans, Assess
teacher evaluation results and maintain inter-rater reliability.

Cluster Group Planning and Implementation

As a Cluster group facilitator, the mentor teacher will coordinate with the
master teacher for: Developing the long range cluster plan, weekly cluster
group meeting records and activities with other members of the Leadership
Team, Overseeing and leading, co-leading or attending selected cluster
meetings weekly following the STEPS for Effective Learning, Providing
appropriate follow-up in the classroom, and assessing all cluster groups'
progress towards goals.

Manage Teachers’ Individual Growth Plans

Working with the Master teacher, Peer coach groups of teachers in
developing goals, provides instructional interventions with proven results,
facilitates teacher proficiency with these new strategies through classroom
based follow-up, and ensures that the progression of teacher skill
development is aligned with changing student learning needs.

Evaluations/Conferencing

Conducts classroom evaluations and conferencing for both formal and
informal observations.

Classroom Follow-up

Includes observation/feedback, model teaching (demonstration lessons)
and team-teaching following every cluster meeting and in individual teacher
mentoring situations.

Professional Growth

While the master teacher is expected to come to the job with a high level of
educational knowledge, they will be afforded the opportunity to work with a
TAP State Director, mentor teachers, along with other master teachers, will
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work in an effort to enhance their skills and provide their teachers with only
the best instructional interventions and strategies. In some cases, mentor
teachers will attend selected in-service training sessions to grow towards
becoming a master teacher.

Qualifications

Mentor teachers are required to have more experience in curriculum,
professional development and coaching than a traditional teacher. They must
represent a high standard in teaching and serve as a role model to all other
teachers. Mentor teachers should have at least five years experience in teaching
and a proven track record in increasing student achievement. Mentor teachers
must have contributed to their profession through activities such as conducting
research, publishing articles or other work in reputable education journals,
teaching at the higher education level, presenting at conferences and receiving
awards recognizing their educational talents. Finally, mentor teachers need to be
excellent communicators with students and adults alike.

Specific Qualifications Required:

e Working towards a Master’s degree in relevant academic discipline.

e At least five years of successful teaching as measured by performance
evaluations, promotions, and portfolio of work.

e For teachers currently in TAP schools, exemplary scores on the TAP
Teacher Performance-based Accountability evaluation.

e Demonstrated expertise in content, curriculum development, student
learning, test analysis, mentoring, and professional development as
demonstrated by an advanced degree, advanced training and/or career
experience.

e Student data that illustrates the teacher’s ability to increase student
achievement through utilizing specific instructional interventions.

e Instructional expertise demonstrated through model teaching, team-
teaching, video presentations, and student achievement gains.

e Classroom demonstrations and external observations.

¢ Excellent communication skills and an understanding of how to facilitate
growth in adults.

Overview of Master Teacher Position

Mentor teachers function in a unigue manner relative to the traditional teacher.
Their primary role is, with the master teacher, to analyze student data and create
and institute an academic achievement plan for the building. Mentor teachers
help facilitate cluster groups, and provide demonstrations lessons, coaching and
team-teaching to career teachers. They also spend, on average, six hours per
day teaching students. Mentor teachers collaborate with master teachers to
develop and to determine the adoption of learning resources. They are partners
with the leadership team in evaluating other teachers. Mentor teachers may also
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partner with the principal in sharing some of the responsibility of interacting with
parents.

Roles and Responsibilities

Analyze classroom level student data as basis for developing individual
teaching plans.

Develop classroom plans utilizing the TAP processes.

Oversee planning, facilitation and follow-up of cluster group meetings
during professional growth blocks.

Team-teach with colleagues, demonstrate model lessons, and develop
and help implement curriculum.

Observe and provide peer assistance and coaching towards meeting
teachers’ Individual Growth Plan goals.

Evaluate teacher performance using TAP Rubrics and conduct follow-up
teacher conferences.

Participate in all TAP trainings and become a certified a TAP evaluator.
Attend professional development meetings facilitated by the “Lead” Master
Teacher and TAP State Director.

Work an expanded calendar year.

Appraisal

The principal, the Regional Master Teacher, the TAP Executive Directors will
appraise menttr teachers informally and formally on an ongoing basis.
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Program Specialist

SCTAP

The Program Specialist will devote hissher time to the SCDE SC TIF Project. The

major responsibilities of this position will be to

Design training and technol ogy to enhance implementation of TAPin SC TIF
schools

Provide administrative/secretarial support to the office asit relatesto SC TIF
Compl ete administrative tasks and projects related to the project

Answer questions, direct requests to appropriate staff and work with othersin the
department to resolve issues related to the project activities

Create and monitor participant data base

Assist in the coordination of development sessions

Make business travel arrangements for Project Director

Order and track supplies for the project, and

Other duties as assigned

The preferred qualifications for this position are an educational and three or more

years of administrative experience in afast-paced environment. A preference will be

given to individuals who have experience working at a state level. This position requires

exceptional organizational skills aswell as excellent written and verbal skills and the

ability to multitask and handle confidential and delicate situations. The individual must

possess advanced skillsin Microsoft Office and computer applications.
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Section 7: Budget Narrative
BUDGET NARRATIVE (FORM 524)
PROJECT-YEAR BUDGET TABLESAND NARRATIVES

TIF GRANT PLANNING YEAR

Budget Year Summary:
Year 1
Total
Budget Categories

1. Personnel

2. Fringe Benefits
3. Travel

4. Equipment

5. Supplies
6. Contractua

7. Construction

8. Other

9. Total Direct Costs (lines 1-8)
10. Indirect Costs*

11. Training Stipends

12. Total Costs (lines 9-11)

PROJECT-YEAR BUDGET NARRATIVE: YEAR ONE

1) Personned

For SC TIF to be a complete success, the most important item is to hire al state-level
TAP staff. That includes the TAP Director, program assistant, and the Regional Master
Teachers (RMTs). Personnel costs associated with this grant are laid out to ensure that

such a large cohort of schools as is included in SC TIF application will receive al
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necessary support to implement TAP with fidelity. The TAP Director’s salary will be
I and will be spend 80% of his time on the SC TIF project. The remaining 20%
will be in-kind matching using state Title 11 monies. The Principal Investigator, who
oversees the TAP Director, will contribute up to 10% of her time, as needed, to the grant.
This represents an in-kind contribution of up t(_ These positions are primarily
responsible for fiscal grant management and overall implementation of the TAP System.
The TAP program specialist will earn a salary of [Jjij and will be paid from the TIF

grant. RMTswill each be paid |||}

Personnel: Thefollowing

reqguested personnel will all be FTE% Total Salary TIF Grant Allocated
hired as employees of the Salary
project.
TAP Director: holds ultimate 80% e [

responsibility for TAP
implementation in South
Carolina. Paid approximate
salary of ahigh school principal.
Responsibilities include (defined
further in TIF Application):

o Convening the TAP Network
and working with schools
through al implementation
challenges

¢ Supervising Regional Master
Teachers, program specialist

¢ Providing on-site technical
assistance

o Leading quarterly advisory
board meetings

¢ Assisting in data management
to ensure validation for those
who receive incentive bonuses

Program Assistant: assists the 100% ] [ ]

TAP Director in all TAP
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implementation. Also spends
100% of time on TIF activities.
Responsibilitiesinclude:

e Designinitial and continuing
training for school-based
master and mentor teachers

e Working with TAP schoolsto
help them attract highly
qualified and effective
teachers

e Administrative, clerical and
fiscal support

e Preparing minutes from TAP
network meetings

e Scheduling and preparing
materials for TAP Network
meetings

o Data management
responsibilities, ensures
quality data collection and
validate performance
incentives

Regional Master Teachers (4): 100%
Each RCMT will devote 100% of
his or her time to TIF grant work
and will work with
approximately 10 local schools.
RMTsattend TAP trainings and
build capacity of Master and
Mentor teachers. RMTs are paid
acomparable salary to a school
principal. Other dutiesinclude:
e Evaluating and supporting
career, mentor and master
teachers

e Assisting in school-level data
analysis, goal setting and
cluster groups

e Assisting the TAP Director in
providing training sessions
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o Participating in TAP Network
and other meetings or phone
calls necessary with TIF and
TAP Directors

Master teachers will design and
lead embedded professional
development for individual
teachers as well as cluster

groups. The salary represents the
average salary of ateacher with a
master’ s degree and 20 years of
experience. Each school (42)
will have 1 master teacher.

augmentation: Each Master
teacher earnsjjjjij per year
above their previous salary in
return for additional job
responsibilities.

Evauator (PCE): The PCE will
be responsible for data
collection, evaluating and
coaching individual teachers as
well as coordinating with the
Master teachers to ensure that
professional development is
aligned to the specific needs of
both the students and the
teachers. This position will only
affect schools with significantly
large populations (15).

augmentation: Each Master
teacher earnsjiij per year
above their previous salary in
return for additional job
responsibilities.

Mentor teacher salary 100% ] e

augmentation: each mentor
teacher earnsjjjjjjjjjijoer year
above their previous salary in
return for additional job
responsibilities (173).

School Based Master teachers: 100% e e

Master Teacher Salary 100% N - T

School Based Prime Coaching 100% ] [

Prime Coaching Evaluator 100% e e

Totds: Total Personnel

Cost:
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2) Fringe Benefits
It is necessary to consider fringe benefits for the above positions. Thirty-one percent of
each base salary in the personnel chart is used to calculate a total of ||l in fringe

benefits for year one.

3) Trave
Travel isan essential expense to establish and monitor the structure of professional

development and school culture as the needs change.

Travel Number of Cost per Trip Total
Trips
TAP Director travel for 84 42 trips O or e
school based overnight meeting
implementation
meetings. Each school e 150 milesround trip
receives 2 @ federal mileage
implementation EﬁitleeOf 2050 per
meetings. Thefirst « [ pe right for
meeting is regarding the lodging
TAP System and design o $40 per diem
for that school and the
second meeting is the 42 trips @[Jjjjfffor single
value-added presentation trip (150 miles round
with the performance trip)

incentive structure to
ensure complete
understanding.
Approximately half of
these meetings will
require an overnight stay
and per diem.

Regional Master Teacher 2 o< trip X 2trips= [
startup training 1: This 3
day/3 night training is

the second step toward a * e night out of
school’ s adoption of state lodging
TAP . 0 flight cost

' . per day per diem
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NIET startup training 2: 2 l0er trip X 2 trips =
This 2 day/2 night e
training isthe fina step
toward aschool’s [JO per night out of
adoption of TAP. state lodging

. light cost

. ')er day per diem
Annual Nat’'| TAP 250 -
Conference Los
Angeles, California: e [ re night out
This 3 day/3 night of state lodging
conference will be * ﬂ'%ht cost
attended by TAP state : oy
leadership and the TAP transportation
|eadership teams from
each TIF school in order
to receive essential TAP
training. Rate is based
on conference being held
in Los Angeles,
Cdliforniaasit has been
three of the past four
year.
In-State travel: 1 e

Federal Mileage Rate @i}
Lodging rate @ per day

Project Director Grant 42 f
monitoring: Project
Director will visit each Mileage rate of $0.50 with
school to assess averagetrip to_ schools @ 150
implementation of TAP miles
to ensure fidelity and
assist in problem
solving.
Sitevisitsto TAP 84 [ |
schools: Regiona master
teachers will visit each Mileage rate offJjJJif with
school at least once averagetrip tq schools @ 150
every two weeksin the miles
initial year to aide with
implementation of TAP
and coach master and
mentor teachers and
principals on effective
practice. These visits
will befor 2 daysa
month per school.
Statewide Principal 2 [ ]
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meetings: This meeting
is designed for ongoing
training for
administrators on
implementation practices
and leadership skill
training. A meeting will
be held in the fall and
spring.

Mileage rate of [Jwith
average trip to meeting site @
150 miles

Statewide Master
Teacher meeting: This
meeting is an ongoing
training on vital
implementation aspects,
such as value-added and
implementation topicsto
ensure ongoing fidelity
to the model. All Master
teachers will attend.

Mileage rate of [JJjjjj with
average trip to schools @ 150
miles

Annual TIF 3 day
Summer Implementation
Institute. All schools
will send leadership
teams to a summer
ingtitute for continual
statewide structural
updates. Approximately
4 individuals per school
(Principal, Assistant

42 schools each with
2 nightswith 6 people, 3
rooms and 2 cars

o [ rer night
conference rate

e Mileage at Federd
rate of [Jx 150

miles round trip
e Per diem of [ per

Principal, Master teacher day
and 1 mentor teacher)
will attend yearly.
TIF Annual Grantee ’
Meeting: Required | 0 per night
meeting for all TIF . ??;fff e‘:faet ifg;e
grantees for 2 days/1 oer d?;f’x ) days-
night. o Per diem of [Jjjjj per
day X 2
o Fight il
TIF Annual Topical ’
Meeting: Required . per night
meeting for al TIF . ?:2;3 e':‘gaet Fie
grantees for 2 days/1 oer dsa";ox 2' days-
night. o Per diem of [ per
day X 2
Flight 3l
Total:

|
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4) Equipment
Equipment will be provided as an in-kind contribution from SCDE for the Principal

Investigator, as well as any other staff who assist with the grant. The TIF grant will
contribute computers and wireless internet access for the TAP Director and RMTs, as
well as an LCD and printer for the TAP Director, the program specialist, and 1 for each
of the RMTs. TAP staff housed at the State Department of Education will be provided
with office supplies and equipment as an in-kind contribution from SCDE.

Valuing computers at [JJij per computer, printers at i per printer or LCD, and

internet access and other technical equipment ] per person.

Item Description Cost of Item Number of Items Total Amount
Computers
LCD Projector
Printers
Wireless Access
Total:

DO |O|O

5) Supplies

It is necessary to include a budgetary line item for basic training supplies for statewide
trainings including, but not limited to, statewide master teacher meetings, statewide
administrator meetings, and TIF Summer Implementation Institute. Assuming an annual
cost of ] per school for the 42 schools directly involved with the implementation of
TAP, the total value for training suppliesin the first year is|jjj This cost will include
printing and binding materials for each participant for each session. The South Carolina
Department of Education will provide all office supplies to the TAP Director, Principal
Investigator and policy staff during the year one. The budget breakdown for training

suppliesis summarized in the following table.

| ltem |  Costperschool | Total Amount | Total Cost |
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Supplies

42

|
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6) Contractual

Contractual

Number of trainings or
schools

Total

Startup workshop training: SC
TAP will contract with NIET
to train staff in how to conduct
annual startup workshops that
will take place prior to the
school year in TAP schools
that need assistance. Each
training costsjjjjjjj to conduct.

4

Annual accessto TAP Training
Portal: All TAP schools must
have a subscription to the TAP
training portal where videos of
best classroom practices can be
viewed, and other documents
and information are shared.

Access costs|jij rer
schooal.

42 schools

NIET School Review Process:
SC TAP will contract with
NIET to conduct areview of
each TAP school annually to
ensure fidelity to the TAP
model. Each review costs

10 schools per review

Comprehensive Online Data
Entry: Data management
system with payout process

cost per school with an
additional required

each year for programmatic
upgrades to system.

42 schools

360 degree administrative
evaluation model for valid and
reliable assessment of
administration. i per
administrator.

100 administrators

Data Linkage System to allow
for verification and validation
of student/teacher linkage to
ensure reliability of the datafor
value-added calculations.

Each school costs|

42 schools

Vaue Added calculations:
Contract with acompany to
complete value-added
calculations for all students

25,200 students
1,603 teachers
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and school S| rer student
and [Jjjjper teacher.

Grant Evaluation:
Communications:
Total:

7) Training Stipends
N/A

8) Other
Other costs in South Carolina s TIF grant during the planning year consist primarily of

registration fees for conferences to provide greater professiona development inthe TAP

System.

Item Timing of Cost Total Cost
SC TAP TIF Summer Summer 2011 [ ]
Implementation Institute:
Includes location rental,
necessary presentation
equipment, and training

materials.

Teacher performance End of the academic year [
incentives: All teachersin TAP

schools are eligible for 1,603 teachers

performance incentives, based
on classroom observation

scores and student growth data.
I e teacher.
Administrator performance End of the academic year. e
incentives: All principals and
assistant principalsin TAP 42

schools are eligible for
performance incentives based
on evaluations and student
growth data. | rer
administrative team.
Recruitment bonuses: Bonuses 0 $0
used for hard-to-staff subjects
in high need schools that are
hard to serve. Each first year
bonus will be-.
Retention Bonuses: Bonuses 0 $0
used to retain quality teachers
in the subject area that they
were hired for. Year two and
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three bonuses ar il

respectively.

Total:

9) Total Direct Costs

Total direct costs represent the sum of al budget line items discussed above. The total

direct cost i Gz

10) Indirect Costs

Anindirect cost rate of 2.0% is charged to all applicable costs through an indirect cost

agreement through the South Carolina Department of Education. The amount of

applicable costs is found by subtracting all equipment and contractual costs, less up to

I o< contract, from the total direct cost which total S| ilj: The anount of

indirect costs equal S|

11) Total Costs

Total cost isthe sum of total direct costs and total indirect costs. Thetotal cost of the

first yeor

Year 1 Cost

TIF Grant Allocation

District Match District Match
Personnel and I ncentives
Fringe
$0 $0
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1) Personnel

TIF GRANT YEAR 2

Budget Year Summary:
Year 2
Total
Budget Categories

1. Personndl

2. Fringe Benefits

3. Trave

4. Equipment

5. Supplies

6. Contractud

7. Construction

8. Other

9. Total Direct Costs (lines 1-8)

10. Indirect Costs*

11. Training Stipends

12. Total Costs (lines 9-11)

PROJECT-YEAR BUDGET NARRATIVE: YEAR 2

Personndl:.

FTE% Total Salary

TIF Grant Allocated
Salary
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TAP Director: holds ultimate 80% B - Cost Of

responsibility for TAP Living increase of
implementation in South 3%
Carolina. Paid approximate

salary of ahigh school principal. e

Responsibilities include (defined
further in TIF Application):

o Convening the TAP Network
and working with schools
through al implementation
challenges

e Supervising Regional Master
Teachers, program specialist

¢ Providing on-site technical
assistance

¢ Leading quarterly advisory
board meetings

e Assisting in data management
to ensure validation for those
who receive performance

incentives
Program Assistant: assists the 100% B - Cost Of
TAP Director inal TAP Living increase of
implementation. Also spends B

100% of time on TIF activities.
Responsihilities include:

e Designinitial and continuing
training for school-based
master and mentor teachers

e Working with TAP schools to
help them attract highly
qualified and effective
teachers

o Administrative, clerical and
fiscal support

e Preparing minutes from TAP
network meetings
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e Scheduling and preparing
materials for TAP Network
meetings

¢ Data management
responsibilities to ensure
quality data collection and
validate performance

incentives
Regional Master Teachers (4): 100% B - Cost Of
Each RCMT will devote 100% of Living Increase of
his or her time to TIF grant work 3%

and will work with
approximately 10 local schools.
RMTs attend TAP trainings and
build capacity of Master and
Mentor teachers. RMTs are paid
acomparable salary to a school
principal. Other dutiesinclude:
¢ Evaluating and supporting
career, mentor and master
teachers

e Assisting in school-level data
analysis, goal setting and
cluster groups

e Assisting the TAP Director in
providing training sessions

o Participating in TAP Network
and other meetings or phone
calls necessary with TIF and
TAP Directors.

School Based Master teachers: 100% B - 10%
Master teachers will design and district match
lead embedded professional

development for individual
teachers as well as cluster

groups. The salary represents the
average salary of ateacher with a
master’ s degree and 20 years of
experience. Each school (42)
will have 1 master teacher.

Master Teacher Salary 100% I - 10%
augmentation: Each Master

teacher earnJJij per year district match
above their previous salary in

return for additional job
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responsibilities.

School Based Prime Coaching 100% - 10% e
Evaluator (PCE): The PCE will
be responsible for data collection, district match

evaluating and coaching
individual teachers aswell as
coordinating with the Master
teachers to ensure that
professional development is
aligned to the specific needs of
both the students and the
teachers. This position will only
affect schools with significantly
large populations (15).

Prime Coaching Eval uator 100% B - 10% I
augmentation: Each Master
teacher earnsjjjjjjiij per year district match
above their previous salary in
return for additional job
responsibilities.

Mentor teacher salary 100% - 0% I
augmentation: each mentor
teacher earn{Jjij per year district match
above their previous salary in
return for additional job
responsibilities (173).

Totals; Total Personnel

Cost:

2) Fringe Benefits

It is necessary to consider fringe benefits for the above positions. Thirty-one percent of
each base salary in the personnel chart is used to calculate atotal offjj N i
fringe benefits for year 2.

3) Trave

Travel is an essential expense to establish and monitor the structure of professional

development and school culture as the needs change.
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Travel

Number of Trips

Cost per Trip

Total

TAP Director travel for 42 21 trips for
school based advisory overnight meeting
meetings. Each school
receives one advisory o | milesround
meeti ng per year tl’i.p @ federa
regarding the TAP mil eag;e:a;fi Ioef
System implementation . .per night for
for that school and the lodging
value-added presentation o [Oper diem
as needed to ensure
complete understanding.
Approximately half of 21 trips @} for
these meetings will single trip (150 miles
reguire an overnight stay round trip)
and per diem.
NIET ongoing training: 2 r
This 2 day/2 night | per night out
training isthe of state lodging
continuation training : ' ”'%ht cost
toward effective B et €y per
implementation.
Annual Nat’'l TAP 250 ]
Conference: This 3 day/3
night conference will be o [ e night out
attended by TAP state of statelodging
leadership and the TAP . . pzr' %?;%05‘
leadership teams from
. . per day
each TIF school in order transportation
to receive essential TAP
training. Rate is based on
conference being held in
Los Angeles, California
asit has been three of the
past four year.
In-State travel 1 e
Federal Mileage Rate @

Lodging rate per day
Project Director Grant 42
monitoring: Project
Director will visit each Mileage rate of [JJjjjjj with
school to assess average trip to schools @ |
implementation of TAP miles
to ensure fidelity and
assist in problem solving.
Sitevisitsto TAP 84 ]

schools: Regional master
teachers will visit each
school at least once

Mileage rate of [ with
average trip to schools @]
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every two weeksin the
initial year to aide with
implementation of TAP
and coach master and
mentor teachers and
principals on effective
practice. These visits will
be for 2 days a month per
school.

miles

Statewide Principal
meetings. This meeting
is designed for ongoing
training for
administrators on
implementation practices
and leadership skill
training. A meeting will
be held in the fall and
spring.

Mileage rate of [Jjjwith
average trip to meeting site
@ 150 miles

Statewide Master
Teacher meeting: This
meeting is an ongoing
training on vital
implementation aspects,
such as value-added and
implementation topicsto
ensure ongoing fidelity
to the model. All Master
teachers will attend.

Mileage rate of [JJjjjj with
average trip to schools @ 150
miles

Annual TIF 3 day
Summer Implementation
Institute. All school will
send leadership team to a
summer institute for
continual statewide
structural updates.
Approximately 4
individuals per school
(Principal, Assistant
Principal, Master teacher
and 1 mentor teacher)
will attend yearly.

42 schools each with
2 nightswith 6 people, 3
rooms and 2 cars
I rer night
conference rate
e Mileage at Federal
rate offjjjj x 150
miles round trip
e Per diem of [ per
day

TIF Annual Grantee
Meeting: Required
meeting for all TIF
grantees for 2 days/1
night.

per night

conference rate

o Transportatiorfjjij
per day X 2 days

o Perdiem offfjj] e
day X 2

TIF Annual Topical
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Meeting: Required
meeting for all TIF

o [lce night

conference rate

I

e  Transportatio
g_raﬂte% for 2 days/1 per day X 2 days
night. o Perdiem of ] per

day X 2
Figh{iilill
Total:
4) Equipment

All equipment is provided to staff during the planning year for the duration of the grant

period.

5) Supplies

It is necessary to include a budgetary line item for basic training supplies for statewide

trainings including, but not limited to, statewide master teacher meetings, statewide

administrator meetings, and TIF Summer Implementation Institute. Assuming an annual

cost offjjij per school for the 42 schools directly involved with the implementation of

TAP, the total value for training suppliesin the first year is|jjjjjj. This cost will include

printing and binding materials for each participant for each session. The South Carolina

Department of Education will provide all office supplies to the TAP Director, Principal

Investigator and policy staff during the year one. The budget breakdown for training

suppliesis summarized in the following table.

Total Cost

ltem Cost per School Total Amount
Supplies [ 42

I
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6) Contractual

Contractual

Number of trainings or
schools

Total

SC TAP will contract with
NIET to train staff in
continuation workshops that
will take place prior to the each
school year start upin TAP
schools that need assistance.
Each training cost{jjjjjij to
conduct.

4

Annual accessto TAP Training
Portal: All TAP schools must
have a subscription to the TAP
training portal where videos of
best classroom practices can be
viewed, and other documents
and information are shared.

Access costs- per school.

42 schools

NIET School Review Process:
SC TAP will contract with
NIET to conduct areview of
each TAP school annually to
ensure fidelity to the TAP
model. Each review costs

10 schools per review

Comprehensive Online Data
Entry: Data management
system with payout process

costs per school with an
additional required

each year for programmatic
upgrades to system.

42 schools

360 degree administrative
evaluation model for valid and
reliable assessment of
administration. [ per
administrator.

100 administrators

Data Linkage System to allow
for verification and validation
of student/teacher linkage to
ensure reliability of the datafor
value-added calculations.

Each school cost

42 schools

Value Added calculations:
Contract with a company to
complete value-added
calculations for all students
and schools. [Jjfjper student

25,200 students
1,603 teachers
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and $25 per teacher.

Grant Evaluation:

Communications:

Total:

B

7) Training Stipends
N/A

8) Other

Other costs in South Carolina’s TIF grant during the planning year consist of registration

feesfor conferences that are similar to those in the planning year. Additionally,

performance bonuses begin in year two of the grant.

[tem

Timing of Cost

Total Cost

SC TAP TIF Summer
Implementation Institute:
Includes location rental,
necessary presentation
equipment, and training
materials.

Summer 2012

Teacher performance bonuses:
All teachersin TAP schools
are eligible for performance
bonuses, based on classroom
observation scores and student

growth data. [ Jirer

teacher.

End of the academic year

1,603 teachers — district match
of 15%

Administrator performance
bonuses: All principals and
assistant principalsin TAP
schools are eligible for
performance bonuses based on
evaluations and student growth
det-N per
administrative team.

End of the academic year.

42 — district match of 15%

Recruitment bonuses: Bonuses
used for hard to staff subjects
in high needs schools that are
hard to serve. Each first year
bonus will bjlJ]. Year
two is calculated at the average
year turnover rate of 10%.

10% of 1603 teachers = 160
recruitment bonuses @
-15% district match

Retention Bonuses. Bonuses
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used to retain quality teachers
in the subject area that they
were hired for. Year two and
three bonuses are
respectively.

Total T —

9) Total Direct Costs

Total direct costs represent the sum of al budget line items discussed above. The total

direct cost is|| Gz

10) Indirect Costs

Anindirect cost rate of 2.0% is charged to all applicable costs through an indirect cost
agreement through the South Carolina Department of Education. The amount of
applicable costs is found by subtracting all equipment and contractual costs, less up to

I e contract, from the total direct cost which total S| il The anount of

indirect costs equal S|

11) Total Costs

Total cost isthe sum of total direct costs and total indirect costs. The total grant

allocation of the second year i l]l 'n addition to that amount, [N is

made through a district match, resulting in atotal cost for the second year of

Year 2 Cost District Match District Match TIF Grant Allocation
Personndl and Incentives
- | Fringe | ]
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1) Personnel

TIF GRANT YEAR 3

Budget Year Summary:
Year 3
Total
Budget Categories

1. Personndl

2. Fringe Benefits

3. Trave

4. Equipment

5. Supplies

6. Contractud

7. Construction

8. Other

9. Total Direct Costs (lines 1-8)

10. Indirect Costs*

11. Training Stipends

12. Total Costs (lines 9-11)

PROJECT-YEAR BUDGET NARRATIVE: YEAR 3

Personnel:.

FTE% Total Salary

TIF Grant Allocated
Salary
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TAP Director: holds ultimate 80% I
responsibility for TAP

implementation in South I bas<d plus
Carolina. Paid approximate yearly Cost Of
salary of ahigh school principal. Living @ 3%

Responsibilities include (defined
further in TIF Application):

o Convening the TAP Network
and working with schools
through al implementation
challenges

e Supervising Regional Master
Teachers, program specialist

¢ Providing on-site technical
assistance

¢ Leading quarterly advisory
board meetings

e Assisting in data management
to ensure validation for those
who receive incentive bonuses

Program Assistant: assists the 100% e
TAP Director inal TAP

implementation. Also spends Vel
100% of time on TIF activities. Cost Of Living
Responsihilities include: increase @ 3%

e Designinitial and continuing
training for school-based
master and mentor teachers

e Working with TAP schoolsto
help them attract highly
qualified and effective
teachers

e Administrative, clerical and
fiscal support

e Preparing minutes from TAP
network meetings

e Scheduling and preparing
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materials for TAP Network
meetings

¢ Data management
responsibilities to ensure
quality data collection and
validate performance

incentives
Regional Master Teachers (4): 100% e
Each RCMT will devote 100% of
his or her time to TIF grant work I + Cost Of
and will work with Living Increase of
approximately 10 local schools. 3%

RMTs attend TAP trainings and

build capacity of Master and

Mentor teachers. RMTs are paid

acomparable salary to a school

principal. Other dutiesinclude:

e Evaluating and supporting
career, mentor and master
teachers

e Assisting in school-level data
analysis, goa setting and
cluster groups

e Assisting the TAP Director in
providing training sessions

e Participating in TAP Network
and other meetings or phone
calls necessary with TIF and
TAP Directors.

School Based Master teachers: 100% B - 25
Master teachers will design and district match
lead embedded professional

development for individual
teachers as well as cluster

groups. The salary represents the
average salary of ateacher with a
master’ s degree and 20 years of
experience. Each school (42)
will have 1 master teacher.

Master Teacher Salary 100% I - 25%
augmentation: Each Master
teacher earnJJij per year district match
above their previous salary in
return for additional job
responsibilities.
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School Based Prime Coaching
Evaluator (PCE): The PCE will
be responsible for data
collection, evaluating and
coaching individual teachers as
well as coordinating with the
Master teachersto ensure that
professional development is
aligned to the specific needs of
both the students and the
teachers. This position will only
affect schools with significantly
large populations (15).

100%

.

district match

Prime Coaching Evaluator
augmentation: Each Master
teacher earnsjjjjiij per year
above their previous salary in
return for additional job
responsibilities.

100%

R

district match

Mentor teacher salary
augmentation: each mentor
teacher earns|jjjjjjjij rer year
above their previous salary in
return for additional job
responsibilities (173).

100%

.

district match

Totals;

Total Personne

Cost:

2) Fringe Benefits

It is necessary to consider fringe benefits for the above positions. Thirty-one percent of

each base salary and stipend in the personnel chart is used to calculate a total of

I i fringe benefits for year three.

3) Trave

Travel isan essentia expense to establish and monitor the structure of professional

development and school culture as the needs change.

Travel Number of Trips

Cost per Trip

TAP Director travel for
school based advisory

21 trips for

overnight meeting

Total
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meetings. Each school

receives one advisory [l milesround
meeti ng per year trl_p @ federal
regarding the TAP mlleagpee:artneiloef
System implementation . .per night for
for that school and the lodging

value added presentation o [ per diem

as need to ensure
complete understanding.

Approximately half of 21 trips @[ for
these meetings will single trip (150 miles
reguire an overnight stay round trip)

and per diem.

NIET ongoing training: 2

This 2 day/2 night . per night out
training isthe of state lodging
continuation training : ' f"%ht cost
toward effective diemper ay per
implementation.

Annua Nat'| TAP 200 ]
Conference: This 3 day/3

night conference will be e [ rer night out
attended by TAP state of statelodging
|eadership and the TAP : Of"%ht cost
leadership teams from . Eg d'E;m
each TIF school in order ransportation

to receive essential TAP
training. Rateis based on
conference being held in
Los Angeles, Cdlifornia
as it has been three of the
past four year.

In-State travel 1 e

Federal Mileage Rate @

Lodging rat%loo per day

Project Director Grant 42
monitoring: Project
Director will visit each Mileage rate of [JJjjjjj with
school to assess average trip to schools @
; ; 150 miles
implementation of TAP
to ensure fidelity and
assist in problem solving.
Sitevisitsto TAP 84 [ |
schools: Regiona master
teachers will visit each Mileage rate of [JJjjjjj with
school at least once every average trip to schools @

150 miles

two weeksin the initial
year to aide with
implementation of TAP
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and coach master and
mentor teachers and
principals on effective
practice. These visits will
be for 2 days a month per
school.

Statewide Principal
meetings: This meeting
is designed for ongoing
training for
administrators on
implementation practices
and leadership skill
training. A meeting will
be held in the fall and
spring.

Mileage rate of [ with
average trip to meeting site

@ 150 miles

Statewide Master
Teacher meeting: This
meeting is an ongoing
training on vital
implementation aspects,
such as value-added and
implementation topics to
ensure ongoing fidelity
tothe model. All Master
teachers will attend.

Mileage rate of [ with
average trip to schools @

150 miles

Annual TIF 3 day
Summer Implementation
Institute. All school will
send leadership teamto a
summer institute for
continual statewide
structural updates.
Approximately 4
individuals per school
(Principal, Assistant

42 schools each with
2 nightswith 6 people, 3
rooms and 2 cars

Il e night

conference rate
Mileage at Federal

rate offjjjjj x 150

miles round trip

Per diem offjji]

Principal, Master teacher per day
and 1 mentor teacher)
will attend yearly.
TIF Annual Grantee '
Meeting: Required [ per night
meeting for all TIF conference rate
grantees for 2 days/'1 . ;;aré?;ogag 3ays
night o Perdiemof

per day X 2

e Flight

TIF Annual Topical i
Meeting: Required | per night
meeting for al TIF conference rate
grantees for 2 days/1 . g;azzogag gays
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I

night. Per diem of JJJ]
per day X 2
Flight il

Total:

4) Equipment

All equipment is provided to staff during the planning year for the duration of the grant

period.

5) Supplies

It is necessary to include a budgetary line item for basic training supplies for statewide

trainings including, but not limited to, statewide master teacher meetings, statewide

administrator meetings, and TIF Summer Implementation Institute. Assuming an annual

cost of ] per school for the 42 schools directly involved with the implementation of

TAP, the total value for training suppliesin the first year is|Jjjjj This cost will include

printing and binding materials for each participant for each session. The South Carolina

Department of Education will provide all office supplies to the TAP Director, Principal

Investigator and policy staff during the year one. The budget breakdown for training

suppliesis summarized in the following table.

Item

Cost per School

Total Amount

Total Cost

Training Supplies

42

I
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6) Contractual

Contractual

Number of trainings or
schools

Total

SC TAP will contract with
NIET to train staff in
continuation workshops that
will take place prior to the each
school year start up in TAP
schools that need assistance.
Each training costJjjjjjjj to
conduct.

4

Annual accessto TAP Training
Portal: All TAP schools must
have a subscription to the TAP
training portal where videos of
best classroom practices can be
viewed, and other documents
and information are shared.

Access costs|jjij rer
schoal.

42 schools

NIET School Review Process:
SC TAP will contract with
NIET to conduct areview of
each TAP school annually to
ensure fidelity to the TAP
model. Each review costs

10 schools per review

Comprehensive Online Data
Entry: Data management

system with payout process

costs per school with an
additional required

each year for programmatic
upgrades to system.

42 schools

360 degree administrative
evaluation model for valid and
reliable assessment of
administration [ per
administrator.

100 administrators

Data Linkage System to allow
for verification and validation
of student/teacher linkage to
ensure reliability of the datafor
value-added calculations.

Each school costs

42 schools

Vaue Added calculations:
Contract with acompany to
compl ete value-added
calculations for all students
and schools. [ per student

25,200 students
1,603 teachers
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andl [ per teacher.

Grant Evaluation:

Communications:

Total:

7) Training Stipends
N/A

8) Other

[tem

Timing of Cost

Total Cost

SC TAP TIF Summer
Implementation Institute:
Includes location rental,
necessary presentation
equipment, and training
materials.

Summer 2013

Teacher performance bonuses:
All teachersin TAP schools
are eligible for performance
bonuses, based on classroom
observation scores and student

growth dataij rer

teacher.

End of the academic year

1,603 teachers — district match
of 30%

Administrator performance
bonuses: All principals and
assistant principalsin TAP
schools are eligible for
performance bonuses based on
evaluations and student growth

cete I e

administrative team.

End of the academic year.

42 — district match of 30%

Recruitment bonuses: Bonuses
used for hard to staff subjects
in high needs schools that are
hard to serve. Each first year
bonus will be]jjij. Year
two is calculated at the average
year turnover rate of 10%.

5% of 1,603 teachers = 80
recruitment bonuses @
-30% district match

Retention Bonuses. Bonuses
used to retain quality teachers
in the subject area that they
were hired for. Year two and
three bonuses arejjjilij
respectively.

160 teachers recruited from
year 2 — 30% district match

Total:
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9) Total Direct Costs

Total direct costs represent the sum of all budget line items discussed above. The total

direct cost is|j| | | Gz

10) Indirect Costs

Anindirect cost rate of 2.0% is charged to all applicable costs through an indirect cost
agreement through the South Carolina Department of Education. The amount of
applicable costsis found by subtracting al equipment and contractual costs, less up to

I e contract, from the total direct cost which total S|ilij: The amount of

indirect costs equal |-

11) Total Costs

Total cost isthe sum of total direct costs and total indirect costs. The total grant

alocation of the third year is|jji] 'n addition to that amount, || is made

through a district match, resulting in atotal cost for the third year of |||

Year 3 Cost District Match District Match TIF Grant Allocation
Per sonnel and I ncentives
L | Fringe | ]
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TIF GRANT YEAR 4

Budget Year Summary:
Year 4

Total
Budget Categories

1. Personnel

2. Fringe Benefits

3. Travel

4. Equipment

5. Supplies

6. Contractua

7. Construction

8. Other

‘ 9. Tota Direct Costs (lines 1-8)

10. Indirect Costs*

11. Training Stipends

12. Total Costs (lines 9-11)

PROJECT-YEAR BUDGET NARRATIVE: YEAR 4

1) Personnel

Personnel:.

FTE%

Total Salary

TIF Grant Allocated
Salary
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TAP Director: holds ultimate 80% I
responsibility for TAP

implementation in South I based plus
Carolina. Paid approximate yearly Cost Of
salary of ahigh school principal. Living @ 3%

Responsibilities include (defined
further in TIF Application):

o Convening the TAP Network
and working with schools
through al implementation
challenges

e Supervising Regional Master
Teachers, program specialist

¢ Providing on-site technical
assistance

¢ Leading quarterly advisory
board meetings

e Assisting in data management
to ensure validation for those
who receive incentive bonuses

Program Assistant: assists the 100% e
TAP Director inal TAP

implementation. Also spends Vel
100% of time on TIF activities. Cost Of Living
Responsihilities include: increase @ 3%

e Designinitial and continuing
training for school-based
master and mentor teachers

e Working with TAP schoolsto
help them attract highly
qualified and effective
teachers

e Administrative, clerical and
fiscal support

e Preparing minutes from TAP
network meetings

e Scheduling and preparing
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materials for TAP Network
meetings

¢ Data management
responsibilities to ensure
quality data collection and
validate performance

incentives
Regional Master Teachers (4): 100% e
Each RCMT will devote 100% of
his or her time to TIF grant work B vely
and will work with Cost Of Living
approximately 10 local schools. Increase of 3%

RMTs attend TAP trainings and

build capacity of Master and

Mentor teachers. RMTs are paid

acomparable salary to a school

principal. Other dutiesinclude:

e Evaluating and supporting
career, mentor and master
teachers

e Assisting in school-level data
analysis, goa setting and
cluster groups

e Assisting the TAP Director in
providing training sessions

e Participating in TAP Network
and other meetings or phone
calls necessary with TIF and
TAP Directors.

School Based Master teachers: 100% B - 333%
Master teachers will design and district match
lead embedded professional

development for individual
teachers as well as cluster

groups. The salary represents the
average salary of ateacher with a
master’ s degree and 20 years of
experience. Each school (42)
will have 1master teacher.

Master Teacher Salary 100% B 333%
augmentation: Each Master
teacher earnJJij per year district match
above their previous salary in
return for additional job
responsibilities.
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School Based Prime Coaching 100%

Evaluator (PCE): The PCE will
be responsible for data
collection, evaluating and
coaching individual teachers as
well as coordinating with the
Master teachersto ensure that
professional development is
aligned to the specific needs of
both the students and the
teachers. This position will only
effect schools with significantly
large populations (15).

%

district match

Prime Coaching Evaluator
augmentation: Each Master
teacher earnsjjjjiij per year
above their previous salary in
return for additional job

responsibilities.

100%

%

district match

Mentor teacher salary

augmentation: each mentor

teacher earnJJij rer year
above their previous salary in

return for additional job

responsibilities (173).

100%

R

district match

Totals;

Total Personne

Cost:

2) Fringe Benefits

It is necessary to consider fringe benefits for the above positions. Thirty-one percent of

each base salary in the personnel chart is used to calculate atotal of |jjiij in fringe

benefits for year 4.

3) Trave

Travel isan essentia expense to establish and monitor the structure of professional

development and school culture as the needs change.

Travel Number of Trips Cost per Trip Total
TAP Director travel for 42 21 trips @ jjifor ]

school based advisory

overnight meeting
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meetings. Each school
receives one advisory
meeting per year
regarding the TAP
System implementation
for that school and the
value added presentation
as need to ensure
complete understanding.
Approximately half of
these meetings will

miles round
trip @ federal
mileage rate of
per mile
per night for
lodging

[l rer diem

21 trips @[ for
single trip (150 miles

reguire an overnight stay round trip)
and per diem.
NIET ongoing training: 2
This 2 day/2 night e $100 per night out
training isthe of state lodging
continuation training $250 flight cost

) $40 per day per
toward effective diem
implementation.
Annual Nat’'l TAP 200 ]
Conference: This 3 day/3
night conference will be o per night out
attended by TAP state of state lodging
leadership and the TAP . flight cost
|eadership teams from L

: . per day
each TIF school in order transportation
to receive essential TAP
training. Rateis based on
conference being held in
Los Angeles, Cdlifornia
asit has been three of the
past four year.
In-State travel 1 e
Federal Mileage Rate @
Lodging rate @ per day

Project Director Grant 42
monitoring: Project
Director will visit each Mileage rate offJjjji] with
school to assess average trip to schools @
. . 150 miles
implementation of TAP
to ensure fidelity and
assist in problem solving.
Sitevisitsto TAP 84 [ |

schools: Regiona master
teachers will visit each
school at least once every
two weeksin the initial
year to aide with
implementation of TAP

Mileage rate of [JJjjjjj with
average trip to schools @

150 miles
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and coach master and
mentor teachers and
principals on effective
practice. These visits will
be for 2 days a month per
school.

Statewide Principal
meetings: This meeting
is designed for ongoing
training for
administrators on
implementation practices
and leadership skill
training. A meeting will
be held in the fall and
spring.

Mileage rate of [ with
average trip to meeting site

G miles

Statewide Master
Teacher meeting: This
meeting is an ongoing
training on vital
implementation aspects,
such as value-added and
implementation topics to
ensure ongoing fidelity
tothe model. All Master
teachers will attend.

Mileage rate offJjjjjjjj with
average trip to schools @

150 miles

Annual TIF 3 day
Summer Implementation
Institute. All school will
send leadership teamto a
summer institute for
continual statewide
structural updates.
Approximately 4
individuals per school
(Principal, Assistant

42 schools each with
2 nightswith 6 people, 3
rooms and 2 cars

I rer night

conference rate
Mileage at Federal
rate of $0.50 x 150
miles round trip

Per diem offjji]

Principal, Master teacher per day
and 1 mentor teacher)
will attend yearly.
TIF Annual Grantee '
Meeting: Required | per night
meeting for all TIF conference rate
grantees for 2 days/'1 . ;;aré?;ogag gg{y -
night. e Perdiemof

per day X 2

® Fligh

TIF Annual Topical i
Meeting: Required . per night
meeting for al TIF conference rate
grantees for 2 days/1 . g;azzogag gr;ys-
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night. Perdiem offifi]
per day X 2
Flight il
Total .

4) Equipment
Equipment will be provided as an in-kind contribution from SCDE for the Principal

Investigator, as well as any other staff who assist with the grant. The TIF grant will
upgrade computers and wireless internet access for the TAP Director and RMTs, as well
as an LCD and printer for the TAP Director, the program specialist, and for each of the
RMTs. TAP staff housed at the State Department of Education will be provided with
office supplies and equipment as an in-kind contribution from SCDE.

Valuing computers at [Jij per computer, printers at [Jjjfjper printer or LCD, and

internet access and other technical equipment affjjjjjjj per person.

Item Description Cost of Item Number of Item Total Amount

Computers

LCD Projector

Printers

DO |O|O

Wireless Access

Total:

5) Supplies

It is necessary to include a budgetary line item for basic training supplies for statewide
trainings including, but not limited to, statewide master teacher meetings, statewide
administrator meetings, and TIF Summer Implementation Institute. Assuming an annual
cost of ] per school for the 42 schools directly involved with the implementation of
TAP, the total value for training suppliesin the first year i This cost will include
printing and binding materials for each participant for each session. The South Carolina

Department of Education will provide all office supplies to the TAP Director, Principal
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Investigator and policy staff during the year one. The budget breakdown for training

suppliesis summarized in the following table.

Item Cost per School Total Amount Total Cost
Training Supplies [ | 42 [
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6) Contractual

Contractual

Number of trainings or
schools

Total

SC TAP will contract with
NIET to train staff in
continuation workshops that
will take place prior to the each
school year start up in TAP
schools that need assistance.
Each training costsjjjjjj to
conduct.

4

Annual accessto TAP Training
Portal: All TAP schools must
have a subscription to the TAP
training portal where videos of
best classroom practices can be
viewed, and other documents
and information are shared.

Access costs|jjij rer
schoal.

42 schools

NIET School Review Process:
SC TAP will contract with
NIET to conduct areview of
each TAP school annually to
ensure fidelity to the TAP
model. Each review costs

10 schools per review

Comprehensive Online Data
Entry: Data management

system with payout process

cost per school with an
additional required

each year for programmatic
upgrades to system.

42 schools

360 degree administrative
evaluation model for valid and
reliable assessment of
administration [ per
administrator.

100 administrators

Data Linkage System to allow
for verification and validation
of student/teacher linkage to
ensure reliability of the datafor
value-added calculations.

Each school cost

42 schools

Vaue Added calculations:
Contract with acompany to
compl ete value-added
calculations for all students
and schools. [Jjfjoer student

25,200 students
1,603 teachers
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andl [ per teacher.

Grant Evaluation:

Communications:

Total:

7) Training Stipends
N/A

8) Other

[tem

Timing of Cost

Total Cost

SC TAP TIF Summer
Implementation Institute:
Includes location rental,
necessary presentation
equipment, and training
materials.

Summer 2014

Teacher performance bonuses:
All teachersin TAP schools
are eligible for performance
bonuses, based on classroom
observation scores and student

growth data. |JJirer

teacher.

End of the academic year

1603 teachers — district match
of 45%

Administrator performance
bonuses: All principals and
assistant principalsin TAP
schools are eligible for
performance bonuses based on
evaluations and student growth
det- N per
administrative team.

End of the academic year.

42 — district match of 45%

Recruitment bonuses: Bonuses
used for hard to staff subjects
in high needs schools that are
hard to serve. Each first year
bonus will be]jjij. Year
two is calculated at the average
year turnover rate of 10%.

3% of 1603 teachers = 80
recruitment bonuses @
-45% district match

Retention Bonuses. Bonuses
used to retain quality teachers
in the subject area that they
were hired for. Year two and
three bonuses arejjjilij
respectively.

160 teachers recruited from
year 2 + 100 teachers recruited
inyear 3 —45% district match

Total:
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9) Total Direct Costs

Total direct costs represent the sum of all budget line items discussed above. The total

direct cost is|j| | | Gz

10) Indirect Costs

Anindirect cost rate of 2.0% is charged to all applicable costs through an indirect cost
agreement through the South Carolina Department of Education. The amount of
applicable costsis found by subtracting al equipment and contractual costs, less up to

I o< contract, from the total direct cost which total S|ilij: The amount of

indirect costs equal |-

11) Total Costs

Total cost isthe sum of total direct costs and total indirect costs. The total cost of the

fourth year i ] 'n acdition to that amount, ||l is made through a

district match, resulting in atotal cost for the fourth year of ||| N

Year 4 Cost District Match District Match TIF Grant Allocation
Per sonnel and I ncentives
L | Fringe | ]

PR/Award # S385A100134 e43



1) Personnel

TIF GRANT YEAR S

Budget Year Summary:
Year 5
Total
Budget Categories

1. Personndl

2. Fringe Benefits

3. Trave

4. Equipment

5. Supplies

6. Contractud

7. Construction

8. Other

9. Total Direct Costs (lines 1-8)

10. Indirect Costs*

11. Training Stipends

12. Total Costs (lines 9-11)

PROJECT-YEAR BUDGET NARRATIVE: YEAR 5

Personndl:.

FTE% Total Salary

TIF Grant Allocated
Salary
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TAP Director: holds ultimate 80% I
responsibility for TAP

implementation in South I bas<d plus
Carolina. Paid approximate yearly Cost Of
salary of ahigh school principal. Living @ 3%

Responsibilities include (defined
further in TIF Application):

o Convening the TAP Network
and working with schools
through al implementation
challenges

e Supervising Regional Master
Teachers, program specialist

¢ Providing on-site technical
assistance

¢ Leading quarterly advisory
board meetings

e Assisting in data management
to ensure validation for those
who receive incentive bonuses

Program Assistant: assists the 100% e
TAP Director inal TAP

implementation. Also spends Vel
100% of time on TIF activities. Cost Of Living
Responsihilities include: increase @ 3%

e Designinitial and continuing
training for school-based
master and mentor teachers

e Working with TAP schoolsto
help them attract highly
qualified and effective
teachers

e Administrative, clerical and
fiscal support

e Preparing minutes from TAP
network meetings

e Scheduling and preparing
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materials for TAP Network
meetings

¢ Data management
responsibilities to ensure
quality data collection and
validate performance

incentives
Regional Master Teachers (4): 100% e
Each RCMT will devote 100% of
his or her time to TIF grant work B ety
and will work with Cost Of Living
approximately 10 local schools. Increase of 3%

RMTs attend TAP trainings and

build capacity of Master and

Mentor teachers. RMTs are paid

acomparable salary to a school

principal. Other dutiesinclude:

e Evaluating and supporting
career, mentor and master
teachers

e Assisting in school-level data
analysis, goa setting and
cluster groups

e Assisting the TAP Director in
providing training sessions

e Participating in TAP Network
and other meetings or phone
calls necessary with TIF and
TAP Directors.

School Based Master teachers: 100% I - 50%
Master teachers will design and district match
lead embedded professional

development for individual
teachers as well as cluster

groups. The salary represents the
average salary of ateacher with a
master’ s degree and 20 years of
experience. Each school (42)
will have 1 master teacher.

Master Teacher Salary 100% I - 50%
augmentation: Each Master
teacher earnsjiij per year district match
above their previous salary in
return for additional job
responsibilities.
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School Based Prime Coaching 100% B - 50% e
Evaluator (PCE): The PCE will

be responsible for data district match
collection, evaluating and
coaching individual teachers as
well as coordinating with the
Master teachersto ensure that
professional development is
aligned to the specific needs of
both the students and the
teachers. This position will only
affect schools with significantly
large populations (15).

Prime Coaching Evaluator 100% B - 333% [ ]
augmentation: Each Master
teacher earnsjjjjiij per year district match
above their previous salary in
return for additional job
responsibilities.

Mentor teacher salary 100% - 250 e
augmentation: each mentor
teacher earnJJij rer year district match
above their previous salary in
return for additional job
responsibilities (173).

Totals; Total Personne

Cost:

2) Fringe Benefits

It is necessary to consider fringe benefits for the above positions. Thirty-one percent of
each base salary in the personnel chart is used to calculate a total of- in fringe
benefits for year 5.

3) Trave

Travel isan essential expense to establish and monitor the structure of professional

development and school culture as the needs change.

Travel Number of Trips Cost per Trip Total
TAP Director travel for 42 21 trips Qi for ]
school based advisory overnight meeting
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meetings. Each school
receives one advisory
meeting per year
regarding the TAP
System implementation
for that school and the
value added presentation
as need to ensure
complete understanding.
Approximately half of
these meetings will

e 150 milesround
trip @ federal
mileage rate of

per mile

. 'per night for

lodging

o [ rer diem

21 trips for

single trip (150 miles

reguire an overnight stay round trip)
and per diem.
NIET ongoing training: 2
This 2 day/2 night . per night out
training is the of siate lodging
continuation training . f"%ht cost
toward effective S per €2y pet
implementation.
Annual Nat’'l TAP 200 ]
Conference: This 3 day/3
night conference will be e [ rer night out
attended by TAP state of statelodging
leadership and the TAP . flight cost
|eadership teams from ° per dlem
. * per day
each TIF school in order transportation
to receive essential TAP
training. Rateis based
on conference being held
in Los Angeles,
Cdliforniaasit has been
three of the past four
year.
In-State travel 1 ]
Federal Mileage Rate @
Lodging rate @ per day
Project Director Grant 42
monitoring: Project
Director will visit each Mileage rate of [JJJi] with
school to assess average trip to schools @
. . 150 miles
implementation of TAP
to ensure fidelity and
assist in problem solving.
Sitevisitsto TAP 84 [ |

schools: Regional master
teachers will visit each
school at |east once every
two weeks in the initial
year to aide with

Mileage rate of [JJjjjj with
average trip to schools @
150 miles
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implementation of TAP
and coach master and
mentor teachers and
principals on effective
practice. These visits will
be for 2 days a month per
school.

Statewide Principal
meetings. This meeting
is designed for ongoing
training for
administrators on
implementation practices
and leadership skill
training. A meeting will
be held in the fall and
spring.

Mileage rate of [ with
average trip to meeting site

@ 150 miles

Statewide Master
Teacher meeting: This
meeting is an ongoing
training on vital
implementati on aspects,
such as value-added and
implementation topicsto
ensure ongoing fidelity
tothe model. All Master
teachers will attend.

Mileage rate of $0.50 with
average trip to schools @

150 miles

Annual TIF 3 day
Summer Implementation
Institute. All school will
send leadership teamto a
summer institute for
continual statewide
structural updates.
Approximately 4
individuals per school
(Principal, Assistant
Principal, Master teacher
and 1 mentor teacher)
will attend yearly.

42 schools each with
2 nightswith 6 people, 3
rooms and 2 cars

I rer night

conference rate
Mileage at Federa

rate of [Jjj x 150

miles round trip

Per diem of ||}
per day

TIF Annual Grantee
Meeting: Required
meeting for al TIF
granteesfor 2 days/1
night.

per night
conference rate
Transportation[jjj
per day X 2 days
Per diem of

per day X 2
Flight

TIF Annual Topical

Meeting: Required . per night
meeting for al TIF conference rate
o Transportationjji]
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grantees for 2 days/1 per day X 2 days
night o Perdiemof il
' per day X 2
Flight il
Total:
4) Equipment

All equipment is provided to staff during the 4th year for the remainder of the grant

period.

5) Supplies

It is necessary to include a budgetary line item for basic training supplies for statewide

trainings including, but not limited to, statewide master teacher meetings, statewide

administrator meetings, and TIF Summer Implementation Institute. Assuming an annual

cost of ] per school for the 42 schools directly involved with the implementation of

TAP, the total value for training suppliesin the first year is|jj This cost will include

printing and binding materials for each participant for each session. The South Carolina

Department of Education will provide all office supplies to the TAP Director, Principal

Investigator and policy staff during the year one. The budget breakdown for training

suppliesis summarized in the following table.

ltem

Cost per School

Total Amount

Total Cost

Training Supplies

42

I
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6) Contractual

Contractual

Number of trainings or
schools

Total

SC TAP will contract with
NIET to train staff in
continuation workshops that
will take place prior to the each
school year start up in TAP
schools that need assistance.
Each training costsjjjjjj to
conduct.

4

Annual accessto TAP Training
Portal: All TAP schools must
have a subscription to the TAP
training portal where videos of
best classroom practices can be
viewed, and other documents
and information are shared.

Access costs- per school.

42 schools

NIET School Review Process:
SC TAP will contract with
NIET to conduct areview of
each TAP school annually to
ensure fidelity to the TAP
model. Each review costs

10 schools per review

Comprehensive Online Data
Entry: Data management
system with payout process

costs per school with an
additional required

each year for programmatic
upgrades to system.

42 schools

360 degree administrative
evaluation model for valid and
reliable assessment of
administration | per
administrator

100 administrators

Data Linkage System to allow
for verification and validation
of student/teacher linkage to
ensure reliability of the datafor
value-added calculations.

Each school costs

42 schools

Value Added calculations:
Contract with acompany to
complete value-added
calculations for all students
and schools. [ rer student

andjjjij per teacher.

25,200 students
1,603 teachers
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Grant Evaluation:

Communications:

Total:

7) Training Stipends
N/A

8) Other

Item

Timing of Cost

Total Cost

SC TAP TIF Summer
Implementation Institute:
Includes location rental,
necessary presentation
eguipment, and training
materials.

Summer 2015

Teacher performance bonuses:
All teachersin TAP schools
are eligible for performance
bonuses, based on classroom
observation scores and student

growth data. | rer

teacher.

End of the academic year

1,603 teachers — district match
of 60%

Administrator performance
bonuses: All principals and
assistant principalsin TAP
schools are eligible for
performance bonuses based on
evaluations and student growth
det- N rer
administrative team.

End of the academic year.

42 — district match of 60%

Recruitment bonuses: Bonuses
used for hard to staff subjects
in high needs schools that are
hard to serve. Each first year
bonus will beljjjilj. Year
two is calculated at the average
year turnover rate of 10%.

1.5% of 1603 teachers = 25

recruitment bonuses @ |il}
-60% district match

Retention Bonuses. Bonuses
used to retain quality teachers
in the subject area that they
were hired for. Year two and
three bonuses are
respectively.

150 teachers recruited from
year 2 — 60% district match

Total:
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9) Total Direct Costs

Total direct costs represent the sum of all budget line items discussed above. The total

direct cost is|j| | N

10) Indirect Costs

Anindirect cost rate of 2.0% is charged to all applicable costs through an indirect cost
agreement through the South Carolina Department of Education. The amount of
applicable costsis found by subtracting al equipment and contractual costs, less up to

I e contract, from the total direct cost which total S|l The amount of

indirect costs equal S|

11) Total Costs

Total cost isthe sum of total direct costs and total indirect costs. The total cost of the

fifth year i S| i} 'n addition to that amount, || lij is made through a district

match, resulting in atotal cost for the fifth year of |||

Year 5 Cost District Match District Match TIF Grant Allocation
Per sonnel and I ncentives
L | Fringe | ]
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Yearly In-Kind Matching

Budget Summary:

In-Kind
Total Year [| Total Year Total Total Total Year
Budget Categories 1 2 Year 3 Year 4 5

1. Personnel

2. Fringe Benefits

3. Travel
4. Equipment

5. Supplies
6. Contractua

7. Construction
8. Other
9. Total Direct Costs

10. Indirect Costs*

11. Training
Stipends

12. Total Costs Y ear

In-kind Costs do not include matching requirementsfor districtsasit relatesto
personnel and Fringe or Performance I ncentives. Thetotal amount of In-Kind
Costsplus District Matching per grant requirementsare listed on the Standard
Budget Sheet (ED 524) part 2.

1) Personnel
Personndl:.

FTE% Total Salary TIF Grant Allocated
Salary

PR/Award # S385A100134 eb4



TAP Director: holds ultimate 20% B <= 1plus Year 1=

responsibility for TAP yearly Cost Of

implementation in South Living @ 3%

Carolina. Paid approximate

salary of ahigh school principal. Year 2 =} Year 2 =}

Responsibilities include (defined

further in TIF Application): Year 3= Year 3 N

e Convening the TAP Network Year 4= R Year 4 = R
and working with schools

through all implementation Year 5 | Year 5 - |

challenges

e Supervising Regional Master
Teachers, program specialist

¢ Providing on-site technical
assistance

¢ Leading quarterly advisory
board meetings

e Assisting in data management
to ensure validation for those
who receive incentive bonuses

TIF Program Investigator 10% e ]

The South Carolina Department
of Education will provide the
salary for Allison Jacques, the
Program Investigator through
State Education Funding. Dr.
Jacques will allocate up to 10%
of her time to the TIF Project.

At least 75% of Schools will 32 positions
match the TIF alocation of a
master teacher with In-Kind
personnel such as aliteracy
coach, etc. These In-Kind
matches will perform the duties
of aschool based master teacher
towards the goals as outlined in
the grant.

School Based Master Teachers: 100% e e
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TOTALS Year 1.
Year 2:
Year 3:
Year 4.
Year 5:

2) Fringe Benefits
It is necessary to consider fringe benefits for the above positions. Thirty-one percent of
each base salary in the personnel chart is used to calculate atotal of [l in year 1,

B v 2 S invea 3 S in year 4, and S in year 5 for

fringe benefits for each year.

4) Equipment

The State Department of Education will furnish office space and equipment that is
necessary to furnish the office. Additionally, the State Department of Education will
furnish meeting space for master teacher and administrator meetings during the year.
Additionally, the State Department will furnish the Program Investigator with an office,

computer, printer, and furniture.

Item Cost Total Amount per
year
Directors Office per month
Program Investigator ler month @ '

Office 10%

Furniture
Computer Supplies @ 10%
Training Rooms per day X 3

meetings

5) Supplies
It is necessary to include a budgetary line item for basic office supplies. Assuming an

annual cost of [fj per person for the 6 individuals directly involved with the
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implementation of TAP, the total value for office suppliesin the first year is|jjjjjj. The

South Carolina Department of Education will provide all office supplies to the TIF

Director, Principal Investigator and policy staff. SCDE will provide al standard office

supplies to the TAP Director, program specialist and administrative assistant as well.

The budget breakdown for office suppliesis summarized in the following table.

ltem

Cost per person

Total Amount

Total Cost

Office Supplies

6

I

9) Total Direct CostsIn-Kind

Total direct costs represent the sum of all budget line items discussed above. The total

direct cost is SN in vear 1. SN in vear 2. in yea 3.

B vea 4 and N in ve 5.
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