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OMB Number: 4040-0004
Expiration Date: 03/31/2012

Application for Federal Assistance SF-424

* 1. Type of Submission: * 2. Type of Application: * If Revision, select appropriate letter(s):
|:| Preapplication |Z New | |
|Z Application |:| Continuation * Other (Specity):

|:| Changed/Corrected Application |:| Revision | |

* 3. Date Received: 4. Applicant Identifier:
07/24/2012 | | |

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

| || b=

State Use Only:

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

8. APPLICANT INFORMATION:

*a. Legal Name: |Breakthrough Charter Schools |

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

27-0362848 | |84094l434000O

d. Address:

* Streett: |9711 Lamont Avenue |

Street2: | |

* City: |Cleveland |

County/Parish: |Cuyahoga |

* State: | OH: Ohio |

Province: | |

* Country: | USA: UNITED STATES |

* Zip / Postal Code: |44106—4124 |

e. Organizational Unit:

Department Name: Division Name:

| |2

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

Prefix: |Ms. | * First Name: |Jes‘s‘ica |

Middle Name: | |

* Last Name: |Cohen |

Suffix: | |

Title: |Director of Grants and Foundation Relations

Organizational Affiliation:

|Friends of Breakthrough Schools |

* Telephone Number: |216-373-2603 Fax Number: [216-373-2603 |

* Email: |jcohen@breakthroughcleveland.org |




Application for Federal Assistance SF-424

* 9. Type of Applicant 1: Select Applicant Type:

N: Nonprofit without 501C3 IRS Status (Other than Institution of Higher Education)

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:

|84.374

CFDA Title:

Teacher Incentive Fund

*12. Funding Opportunity Number:

ED-GRANTS-061412-001

* Title:

Office of Elementary and Secondary Education (OESE): Teacher Incentive Fund (TIF): TIF General
Competition CFDA Number 84.374A

13. Competition Identification Number:

84-374A2012-1

Title:

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

Add Attachment Delete Attachment View Attachment

* 15. Descriptive Title of Applicant’s Project:

Breakthrough's Strategic Human Capital Improvement Plan

Attach supporting documents as specified in agency instructions.

Add Attachments Delete Attachments View Attachments




Application for Federal Assistance SF-424

16. Congressional Districts Of:

* a. Applicant b. Program/Project

Attach an additional list of Program/Project Congressional Districts if needed.

OtherDistrictsServed.pdf Add Attachment Delete Attachment | View Attachment |

17. Proposed Project:

*a. Start Date: |10/01/2012 *b. End Date: |09/30/2017

18. Estimated Funding ($):

a. Federal 1,202,861.00

* b. Applicant (b)(4)
c. State
*d. Local
e. Other

*f. Program Income

g. TOTAL

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

|:| a. This application was made available to the State under the Executive Order 12372 Process for review on |:|
|:| b. Program is subject to E.O. 12372 but has not been selected by the State for review.

|X| c. Program is not covered by E.O. 12372.

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

|:| Yes |X| No

If "Yes", provide explanation and attach

21. *By signing this application, | 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. | also provide the required assurances** and agree to
comply with any resulting terms if | accept an award. | 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)

X ** | AGREE

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

Authorized Representative:

Prefix: |Ms . | * First Name: |Jill |

Middle Name: | |

* Last Name: |Miller |

Suffix: | |
* Title: |Chief Operations Officer
* Telephone Number: |216—456—2086 | Fax Number: |

*Emam|jmiller@breakthroughcleveland.org

* Signature of Authorized Representative: Jessica Cohen

* Date Signed: |o7/24/2o12




Other congressional districts served: OH-13, OH-14

PR/Award # S374A120005
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OMB Number: 4040-0007
Expiration Date: 06/30/2014

ASSURANCES - NON-CONSTRUCTION PROGRAMS

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:

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.

Act of 1973, as amended (29 U.S.C. §794), which
prohibits discrimination on the basis of handicaps; (d)
the Age Discrimination Act 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

2. Will give the awarding agency, the Comptroller General abuse; (f) the Comprehensive Alcohol Abuse and
of the United States and, if appropriate, the State, Alcoholism Prevention, Treatment and Rehabilitation
through any authorized representative, access to and Act of 1970 (P.L. 91-616), as amended, relating to
the right to examine all records, books, papers, or nondiscrimination on the basis of alcohol abuse or
documents related to the award; and will establish a alcoholism; (g) §§523 and 527 of the Public Health
proper accounting system in accordance with generally Service Act of 1912 (42 U.S.C. §§290 dd-3 and 290
accepted accounting standards or agency directives. ee- 3), as amended, relating to confidentiality of alcohol
and drug abuse patient records; (h) Title VIII of the Civil
3. Will establish safeguards to prohibit employees from Rights Act of 1968 (42 U.S.C. §§3601 et seq.), as
using their positions for a purpose that constitutes or amended, relating to nondiscrimination in the sale,
presents the appearance of personal or organizational rental or financing of housing; (i) any other
conflict of interest, or personal gain. nondiscrimination provisions in the specific statute(s)
under which application for Federal assistance is being
4. Wil initiate and complete the work within the applicable madg; ar.1d,. 0 .the requwement; of any other
time frame after receipt of approval of the awarding nongllsc!'lmlnatlon statute(s) which may apply to the
agency. application.
' . Will comply, or has already complied, with the
5.  Will comply with the Intergovernmeqtal Personngl Act of requirements of Titles 11 and 11l of the Uniform
1970 (42 U.S.C. §.§4728-4763) relating to prescribed Relocation Assistance and Real Property Acquisition
standards for merit systems for programs funded under Policies Act of 1970 (P.L. 91-646) which provide for
Znegrf]ctj?xe; 2?2;‘:\;?: ggﬁg::gg?gf:ﬁ;ﬂeg Isntem of fair and equitable treatment of persons displaced or
ngsonnel Administration (5 C.F.R. 900, Sub yart F) whose property is acquired as a result of Federal or
T ’ P ) federally-assisted programs. These requirements
i ) ) apply to all interests in real property acquired for
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

Previous Edition Usable

Authorized for Local Reproduction

project purposes regardless of Federal participation in
purchases.

. Will comply, as applicable, with 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.

Standard Form 424B (Rev. 7-97)
Prescribed by OMB Circular A-102



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 subagreements.

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

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

12. Will comply with the Wild and Scenic Rivers Act of
1968 (16 U.S.C. §§1271 et seq.) related to protecting
components or potential components of the national
wild and scenic rivers system.

13. Will assist the awarding agency in assuring compliance
with Section 106 of the National Historic Preservation
Act of 1966, as amended (16 U.S.C. §470), EO 11593
(identification and protection of historic properties), and
the Archaeological and Historic Preservation Act of
1974 (16 U.S.C. §§469a-1 et seq.).

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

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

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

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

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

* SIGNATURE OF AUTHORIZED CERTIFYING OFFICIAL

*TITLE

|Jessica Cohen

|Chief Operations Officer

* APPLICANT ORGANIZATION

* DATE SUBMITTED

|Breakthrough Charter Schools

lo7/24/2012 |

Standard Form 424B (Rev. 7-97) Back



DISCLOSURE OF LOBBYING ACTIVITIES

Approved by OMB
Complete this form to disclose lobbying activities pursuant to 31 U.S.C.1352

0348-0046

1. * Type of Federal Action: 2. * Status of Federal Action: 3. * Report Type:
|:| a. contract |:| a. bid/offer/application & a. initial filing
& b. grant & b. initial award I:‘ b. material change

c. cooperative agreement |:| c. post-award

|:| d. loan
|:| e. loan guarantee
|:| f. loan insurance

4. Name and Address of Reporting Entity:

g Prime I:‘ SubAwardee

Name Breakthrough Charter Schools |
* Street 1 | | Street 2 | |
9711 Lamont Avenue
City |Cleveland | State |OH: Ohio | Zp |44106 |
Congressional District, if known: |OH-11 |
6. * Federal Department/Agency: 7. * Federal Program Name/Description:

Department of Education Teacher Incentive Fund

CFDA Number, if applicable: |84 .374
8. Federal Action Number, if known: 9. Award Amount, if known:

$ | |

10. a. Name and Address of Lobbying Registrant:

Prefix I:I " First Name [ - | Middle Name | |
asttane | [
NA

* Street 1 | | Street 2 | |

* City | | State | | Zip | |

b. Individual Performing Services (including address if different from No. 10a)

Prefix I:I * First Name A | Middle Name | |
* Last Name | | Suffix I:I
NA

* Street 1 | | Street 2 | |

* City | | State | | Zip | |

1q. [Information requested through this form is authorized by title 31 U.S.C. section 1352. This disclosure of lobbying activities is a material representation of fact upon which
reliance was placed by the tier above when the transaction was made or entered into. This disclosure is required pursuant to 31 U.S.C. 1352. This information will be reported to

the Congress semi-annually and will be available for public inspection. Any person who fails to file the required disclosure shall be subject to a civil penalty of not less than
$10,000 and not more than $100,000 for each such failure.

* Signature: |Jessica Cohen |

*Name: Prefix * First Name |Jill | Middle Name |

* Last Name . Suffix
Miller
Title: [chief operations Officer |Te|ephone No.: |[216-456-2086 |Date: |o7/24/2012
Authorized for Local Reproduction
Federal Use Only:

Standard Form - LLL (Rev. 7-97)




OMB Control No. 1894-0005 (Exp. 01/31/2011)

NOTICE TO ALL APPLICANTS

The purpose of this enclosure is to inform you about a new
provision in the Department of Education's General
Education Provisions Act (GEPA) that applies to applicants
for new grant awards under Department programs. This
provision is Section 427 of GEPA, enacted as part of the
Improving America's Schools Act of 1994 (Public Law (P.L.)
103-382).

To Whom Does This Provision Apply?

Section 427 of GEPA affects applicants for new grant
awards under this program. ALL APPLICANTS FOR
NEW AWARDS MUST INCLUDE INFORMATION IN
THEIR APPLICATIONS TO ADDRESS THIS NEW
PROVISION IN ORDER TO RECEIVE FUNDING UNDER
THIS PROGRAM.

(If this program is a State-formula grant program, a State
needs to provide this description only for projects or
activities that it carries out with funds reserved for State-level
uses. In addition, local school districts or other eligible
applicants that apply to the State for funding need to provide
this description in their applications to the State for funding.
The State would be responsible for ensuring that the school
district or other local entity has submitted a sufficient

section 427 statement as described below.)

What Does This Provision Require?

Section 427 requires each applicant for funds (other than an
individual person) to include in its application a description
of the steps the applicant proposes to take to ensure
equitable access to, and participation in, its
Federally-assisted program for students, teachers, and
other program beneficiaries with special needs. This
provision allows applicants discretion in developing the
required description. The statute highlights six types of
barriers that can impede equitable access or participation:
gender, race, national origin, color, disability, or age.

Based on local circumstances, you should determine
whether these or other barriers may prevent your students,
teachers, etc. from such access or participation in, the
Federally-funded project or activity. The description in your
application of steps to be taken to overcome these barriers
need not be lengthy; you may provide a clear and succinct

description of how you plan to address those barriers that are
applicable to your circumstances. In addition, the information
may be provided in a single narrative, or, if appropriate, may
be discussed in connection with related topics in the
application.

Section 427 is not intended to duplicate the requirements of
civil rights statutes, but rather to ensure that, in designing
their projects, applicants for Federal funds address equity
concerns that may affect the ability of certain potential
beneficiaries to fully participate in the project and to achieve
to high standards. Consistent with program requirements and
its approved application, an applicant may use the Federal
funds awarded to it to eliminate barriers it identifies.

What are Examples of How an Applicant Might Satistfy 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 enroliment.

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.

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.

Optional - You may attach 1 file to this page.

AttachmenttoFormGEPA427.pdf

| Delete Attachment | View Attachment




Attachment to Form GEPA427

The Breakthrough schools specifically aim to serve students in Cleveland and to a small extent, the
surrounding cities. Therefore, by design, Breakthrough is serving low-income minority students. To
ensure equitable access to the schools within Breakthrough, the marketing of the opportunity is done by
a blanket canvassing of Cleveland as described in the proposal- direct mailings to students enrolled in
the Cleveland Metropolitan School District and grass roots information distribution. An additional note:
Breakthrough has translated its school marketing materials into Chinese and Spanish in order to more
fully reach into the Asian and Hispanic communities.

PR/Award # S374A120005
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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 an 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 $10,00 0 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 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 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 subjec t to a civil penalty of not less than $10,000 and not more than $100,000
for each such failure.

* APPLICANT'S ORGANIZATION

|Breakthrough Charter Schools

* PRINTED NAME AND TITLE OF AUTHORIZED REPRESENTATIVE

Prefix: * First Name: 7111 | Middle Name:|

Miller | suffix: |:|

* Title: |Chief Operations Officer

* Last Name:

* SIGNATURE: |Jessica Cohen | * DATE:|o7/24/2012




Close Form

SUPPLEMENTAL INFORMATION
REQUIRED FOR
DEPARTMENT OF EDUCATION GRANTS

1. Project Director:

Prefix: * First Name: Middle Name: * Last Name:

Suffix:

Ms . Jill Miller

Address:

*Sﬁeeﬂ:|97ll Lamont Avenue

Street2: |

Coumywcuyahoga

*Cﬂywcleveland

* State: |OH: Ohio

*Country:| USA: UNITED STATES |

* Phone Number (give area code) Fax Number (give area code)

Email Address:

|jmiller@breakthroughcleveland.04

2. Applicant Experience:

Novice Applicant |:| Yes |:| No |Z Not applicable to this program

3. Human Subjects Research

Are any research activities involving human subjects planned at any time during the proposed project Period?

|:| Yes |Z No

Are ALL the research activities proposed designated to be exempt from the regulations?

L

|:| Yes Provide Exemption(s) #:

|:| No Provide Assurance #, if available:

Please attach an explanation Narrative:




Abstract

The abstract narrative must not exceed one page and should use language that will be understood by a range of audiences.
For all projects, include the project title (if applicable), goals, expected outcomes and contributions for research, policy,
practice, etc. Include population to be served, as appropriate. For research applications, also include the following:

« Theoretical and conceptual background of the study (i.e., prior research that this investigation builds upon and that
provides a compelling rationale for this study)

« Research issues, hypotheses and questions being addressed

= Study design including a brief description of the sample including sample size, methods, principals dependent,
independent, and control variables, and the approach to data analysis.

[Note: For a non-electronic submission, include the name and address of your organization and the name, phone number and
e-mail address of the contact person for this project.]

You may now Close the Form

You have attached 1 file to this page, no more files may be added. To add a different file,
you must first delete the existing file.

* Attachment: |TIFAbstract.pdf Delete Attachment| View Attachment




Breakthrough Charter Schools—Strategic Human capital Improvement Plan (SHIP)
Breakthrough Charter Schools’ Strategic Human capital Improvement Plan (SHIP)
application is for the General TIF Competition. This application comes from a group of nine
participants, including:
e Breakthrough Charter Schools — Nonprofit Organization
e Friends of Breakthrough Schools — Nonprofit Organization
e Entrepreneurship Preparatory School — LEA
e Village Preparatory School — LEA
e Entrepreneurship Preparatory School Woodland Hills — LEA
e Village Preparatory School Woodland Hills — LEA
e C(Citizens Academy — LEA
e C(Citizens Academy East — LEA
e C(Citizens Leadership Academy - LEA
Each LEA includes only one school for a total of seven schools participating. All seven
schools to be served by the proposed TIF-funded SHIP are high-need.
Through SHIP BCS will build a performance-based evaluation and compensation system to
effectively recruit, reward, and retain quality teachers. BCS endeavors to create a human capital
system within the network that drives educational excellence and improves instructional
outcomes. The three main objectives and associate activities are:
¢ Building network and school-level capacity to support the Breakthrough Educator
Evaluation System criteria, and enhance the network’s human resources functionality;
e Refining and implementing an educator salary structure and an educator recruitment and

selection plan based on effectiveness as measured by the Breakthrough Educator

PR/Award # S374A120005
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Evaluation System across the seven schools participating in this application with the
objective of improving educator recruitment and retention; and,

¢ Improving and implementing a professional development and promotion system to
support the development and retention of teachers and principals identified through the
evaluation process with the objective of improving instructional and leadership practices
at the school level.

BCS is applying for Competitive Preference Priority 4 (assurance that BCS is a new TIF
applicant and that each LEA to be served by the project has not previously participated in a TIF-
supported project) and Priority 5 (assurance that BCS’s application includes a salary structure
based on effectiveness for both teachers and principals).

By developing and implementing a performance-based compensation system and refining
its human capital management system, BCS will transform the quality of its teaching force and

maintain a high level of academic achievement among underserved local children.
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“Educating our youth is central to the future of our city; with its students’ strong record of
academic achievement Breakthrough is at the forefront of the dramatic improvements taking
place across Cleveland’s educational landscape,” — Retired Senator and Governor from the
State of Ohio, George V. Voinovich.

Introduction

Breakthrough Charter Schools (BCS) is one of the leaders in the charter school movement in
urban education and innovation. Unique in its composition — featuring four educational models
at the K-8 level — BCS offers Cleveland, Ohio families real options for providing their children
with a college preparatory education.

Before BCS, thirteen, twelve, and seven years ago respectively, Citizens Academy, the
Intergenerational School and Entrepreneurship Preparatory School began because their founders
saw a city in crisis and understood that education was part of the solution. In 2009, these school
leaders came together to discover if, by working together, they could improve their schools’ long
term sustainability and create a platform to grow and serve more children in the city.
Breakthrough Charter Schools was born.

BCS is a charter management organization (CMQO) whose mission is to create more high-
quality school options for Cleveland’s children by opening new schools and raising city-wide
expectations. Already, our schools deliver an outstanding college preparatory education to over
1,400 students who have very few high caliber educational options. Our three schools that will
open this summer will see us serving 2,000 students. When compared with our city, county, and
state, Breakthrough students — 98% minority and 78% low-income — dramatically outperform
other student groups on every test at every grade level. Our goal is to expand upon this success

citywide by improving upon and replicating our founding schools.
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BCS plans to grow to serve 7,000 students across 20 schools by 2020, thereby serving, on
average, more than 15% of all K-8 children in public schools in Cleveland, and have a
demonstrable impact on a city in need of viable educational options for its children. But as we
grow, Breakthrough’s success hinges on maintaining and expanding the quality of our teaching
staff and school leadership.

Breakthrough schools require teachers that are passionate about changing the way urban
students are educated. They must be absolutely committed to their students’ academic success
and personal development as responsible citizens. They should be creative, highly motivated,
and have a sense of urgency, understanding that every moment in the school day matters. Our
teachers also must be committed to working together, learning from each other, and doing
whatever it takes to make sure each of their students succeeds. They must know how to build
and maintain a culture of excellence and use data to individualize instruction for a wide range of
ability levels.

BCS was recognized as a national leader in 2010 when it became one of only 28 CMOs to be
a member of the Charter School Growth Fund and again, in 2011, when it became one of only 19
CMOs to receive a replication and expansion grant from the Charter Schools Program at the U.S.
Department of Education. Since its inception in 2005, Charter School Growth Fund has only
made awards to 6% of its applicants. This is the first time the group has invested in Ohio; this
investment is a tribute to Breakthrough’s unique structural model, its strong relationship with the
Cleveland Metropolitan School District, and its direct impact on educating children in Cleveland.

In contrast, there are approximately 38,000 children enrolled in failing district and charter
schools in Cleveland, Ohio -- more than two-thirds of all public school students in the city.’

Years of failure by district and charter schools alike have left many families disheartened,
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disengaged, and without options. In many neighborhoods, families literally have no option other
than to enroll their child in a failing school.” The end result has been disastrous: out of 100 9"
graders in Cleveland, only 63 will graduate from high school, only 23 will start college and
only 7 will graduate from college."" Breakthrough’s schools are providing hope and a real
solution to the public education crisis in Cleveland.

At BCS, the vision for instructional improvement has the goal of all our students being
academically prepared to attend a college-preparatory high school and matriculate to and
graduate from college. Achieving this requires highly effective teachers serving our students,
and retaining those teachers for leadership roles in the classroom or, as our network grows, in the
administration of our newly replicated schools. By doing so, our students are assured of the
high-quality, college preparatory education that is Breakthrough’s promise to the city of
Cleveland’s children.

The State of Ohio has an ongoing commitment to educational reforms and is
implementing new systems for teacher and principal evaluation and licensure over the next few
years. A TIF-funded performance-based compensation system at BCS, operating within this
landscape and working in concert with the State, will be more effective, and can be implemented

more quickly. BCS also ascribes to the Ohio model for improved student achievement:

Teacher As instruction

Evaluate teacher Using results helps Provide teachers

instructional improves,

performance all teachers with time, performance student learning
using multiple identify areas resources, and improves with improves,
measures where they can support to improve access to time, reflected in

improve
instruction

instruction standardized

tests

resources, and
support

Since Breakthrough’s inception in 2010 and receiving Race to the Top funding from the State
of Ohio that same year, all of our models have been engaged in a rigorous evaluation of the

network’s current human capital management system (HCMS) to align it with the network’s

PR/Award # §374A1 20005
Page e22



vision of instructional improvement.

At this juncture, seven of our nine schools (listed in Application Requirement 3 and each
their own LEA) with the highest level of economically disadvantaged students and the network’s
management organization are eager to enhance the breadth and quality of the current HCMS by
building systems, practices and a team to advance our collective improved instruction and talent
objectives. Through these efforts, BCS will ensure that its students in these participating
schools, on average 98% minority and 81% eligible for free and reduced lunch,” have a mission-
driven, highly effective teacher in the classroom guiding them to their academic achievement
goals.

These schools in particular are committed to thoughtfully and swiftly implementing a
performance-based compensation system for educators based on effectiveness. Just this past
year, many of these schools have lost highly-effective teachers. The most commonly cited
reason from the departing teachers was not feeling properly compensated for their hard work and
effective performance. A letter from one of these teachers explaining why she decided to leave
her position at Citizens Academy can be found in Attachment Q. Other participating schools are
specifically concerned about future recruitment of excellent teachers as they replicate and
promote current teachers into leadership positions. Regardless of the reason, in these seven
schools, the challenges of teacher recruitment, compensation, and retention are particularly
acute.

BCS is applying for TIF funding to supplement federal, state and private funding already
dedicated to further developing and improving a talent pipeline and a human capital recruitment
and retention strategy that will enable BCS to achieve its network growth and student

performance objectives. Over the next five years, BCS will transition to an improved and
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comprehensive human capital management system that is aligned with the network’s vision
of instructional improvement, and develop and implement an educator salary structure
based on effectiveness in seven of its nine schools, meeting Absolute Priority 1 and Absolute
Priority 2. BCS respectfully requests funding to implement the first five years of its Strategic
Human capital Improvement Plan (SHIP) for the network and seven schools, which includes:

e Building network and school-level capacity to support the Breakthrough Educator
Evaluation System criteria, and enhance the network’s human resources functionality;

e Refining and implementing an educator salary structure and an educator recruitment and
selection plan based on effectiveness as measured by the Breakthrough Educator
Evaluation System across the seven schools participating in this application with the
objective of improving educator recruitment and retention; and,

e Improving and implementing a professional development and promotion system to
support the development and retention of teachers and principals identified through the
evaluation process with the objective of improving instructional and leadership practices
at the school level.

ASSURANCE REQUIRED BY TIF COMPETITIVE PREFERENCE PRIORITY 4: In
accordance with the Competitive Preference Priority 4, BCS is a new applicant to the Teacher
Incentive Fund. BCS assures that each LEA to be served by the project has not previously
participated in a TIF-supported project.

ASSURANCE REQUIRED BY TIF COMPETITIVE PREFERENCE PRIORITY 5: In
accordance with the Competitive Preference Priority 5, the project proposed in this application
includes, as part of the network’s performance-based compensation system, a salary structure

based on effectiveness for both teachers and principals. A description of how BCS meets this
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priority is found below.

Application Requirement 3: Documentation of High-Need Schools

Table 1: Schools Participating in the BCS TIF Application

School Name Founded | 2012 ODE Rating | Students Served % of FRL
Citizens
Academy 1999 Excellent 421 students K-5 78.3%
(CA)
E P“zlés)cm"’l 2006 Effective 305 students, 6-8 83.4%
Village Prep Not Yet Rated (First
School 2009 | Rating2013,3¢ | 270 Steens. £2 87%
(VP) Grade) & &
Citizens 96 students, .
Leadership 2011 Effective opening with 6 72.9%
Academy grade (growing
(CLA) to 6-8)
Citizens Eligible for first 175 students,
Academy East 2012 rating one year opening K-2 75%
(CAE) after opening (growing to K-5)
Entrepreneurship o 90 students,
Preparatory Eligible for first opening with 60
School :: 2012 rating one year 11 ade Eg rowin 85%
Woodland Hills after opening & o g_g) &
(EP WH)
Village
Preparatory Eligible for first 180 students,
School 1I :: 2012 rating one year opening K-1 85%
Woodland Hills after opening (growing to K-5)
(VP WH)

Application Requirement 4: SEA and Other Group Applications
This application is put forth by a group consisting of two non-profit organizations,

Breakthrough Charter Schools and Friends of Breakthrough Schools, and seven LEAs: Cleveland
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Entrepreneurship Preparatory School (E Prep), Village Preparatory School (V Prep), Citizens
Academy (CA), Citizens Leadership Academy (CLA), Citizens Academy East (CAE),
Entrepreneurship Preparatory School Woodland Hills Campus (EP WH) and Village Preparatory
School Woodland Hills Campus (VP WH).

Included in this application is a Memorandum of Understanding signed by all members
of the group and identifying Breakthrough Charter Schools as the lead applicant. BCS
understands that each entity of the group is considered a grantee.

Project Need

Breakthrough’s schools are located in Cleveland’s historically under-served neighborhoods
and primarily serve low-income, minority students. According to the Ohio Department of
Education (ODE), Breakthrough schools are consistently rated among the best schools in
Cleveland and Ohio. The graphs in Attachment L. demonstrate Breakthrough’s outstanding
academic performance; the result of the network’s rigorous and effective educational models.
Breakthrough’s combined ODE performance establishes it as the highest-rated CMO in
Cleveland.

However, BCS faces significant challenges in the area of educator recruitment and retention.
To build on the network’s outstanding academic success, a strategic human capital intervention
plan is needed. The impact of having effective teachers in the classroom cannot be
overemphasized. Research shows that a student with an effective teacher for three years in
a row will score 50 percentage points higher on achievement tests than a similar student who
is assigned three ineffective teachers during the same period.” But actually getting effective
teachers in the classrooms of schools that serve low-income and minority students and keeping

them there is a challenge. The failure to do so unfortunately only exacerbates the effect of
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poverty and lack of resources that underserved children in urban areas face. In fact, research
shows that generally, the odds of a child being assigned highly effective teachers five years
in a row are one in 17,000." Consider the additional challenges of placing effective teachers in
schools that serve low-income demographics and the ratio only increases.”™

For BCS these challenges become particularly acute when considering the substantial growth
and expansion the network will experience through 2020. By the end of the network’s growth
period, Breakthrough’s teaching staff will grow from 105 in 2011 to 379 in 2020 to serve the
estimated growth of the network from 1,408 students to 7,000 students. However, BCS realizes
that with a teacher attrition rate of 18%, significant improvements upon the network’s human
capital strategy must be developed and implemented to maintain the quality of instruction in the
classroom and to adequately staff new schools with highly effective teachers and administrators.

When the flagship schools began their collaboration, one of the desired critical outcomes was
that teacher recruitment would generate cost-efficiencies and, over time, become more effective
at recruiting the best local and national talent to the network. Partially, this has been realized in
centralizing the schools’ Human Resources and Finance departments at the BCS network level.
Results from this year’s network-wide survey indicate that close to 94% of teachers “agree with
the goals their schools are trying to achieve.” And over 75% of teachers “feel energized by the
BCS network’s mission to provide sustainable, high-quality schools throughout Cleveland.”
However, BCS has also learned that three recruitment and retention factors continue to persist:
geography, compensation, and perceived lack of work-life balance.

Unlike large cities such as New York, Chicago and Los Angeles, young college graduates are
not gravitating naturally to Cleveland nor seeking to relocate here for their first job following

college. Coupled with the network’s relative youth and emergence on the national charter scene,
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relative to other successful CMOs in the nation, BCS has a smaller pool from which to draw its
applicants due to its geography: mainly those from the state of Ohio and Ohio natives looking to
move back to their home state. BCS is looking forward to fully capturing this quantitative
information through the amplification of its HR system and use this number to inform
recruitment in the future.

This hurdle is compounded because of the very nature of the network’s high-performing
schools that create high expectations for BCS teachers. The seven schools applying for TIF
funding feature longer school days, an extended school year, extensive after-school tutoring and
homework help, summer school and Saturday school for remedial assistance. Therefore, their
teachers are by and large working more and for less compensation. Compensation information
from the Cleveland Metropolitan School District indicates that teachers have a 6.5 hour school
day (compared to Breakthrough’s average school day of 8.5 hours) and received a 3.33% average
salary raise last year."" BCS teachers only received a cost of living increase between 1-2% plus
small bonuses based on student performance and additional responsibilities. From a
compensation analysis conducted by BCE in 2011, the average salary of a Breakthrough teacher
was $37,354 based on compensation from 2009-2010. In contrast, the average salary for a
Cleveland Metropolitan School District teacher that year was $66,238. When faced with the
choice of working at a Breakthrough school or seeking a job at a district school in the region,
many come to the conclusion that while working in a mission-driven, high-performing urban
school is inspiring, it is not as financially feasible. As of June 2012, 31% of open positions at
Breakthrough for the 2012-2013 school year remained vacant.

The table below details Breakthrough’s projected hiring needs for the next five years and in

2020 when the network has completed its growth.
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Teacher Hiring Project at Breakthrough Schools

TIF Project In 2020
Year 1 2 3 4 5 with 20
schools
Fiscal Year 2012- 2014-
2013 2013-2014 2015 2015-2016 | 2016-2017 2020
# Students 2,059 2,666 3,215 3,970 4,696 6972
# New Hires
(for new schools 54 26 35 42 28 18
and growth)
#Hires needed
due to attrition 18 8 33 39 46 65
(assumes 18%
attrition)
Total New Hires
Each Year 72 54 68 81 67 83
Total Teachers 154 180 215 257 285 379

While many Breakthrough teachers are attracted to the network’s mission and its students’
outstanding academic performance, retention is another widespread challenge across the
network. In 2010-2011, the first year for which Breakthrough has network-wide results, 18% of
teachers left the network.

Two common reasons for teacher attrition in urban schools are low salaries and lack of
adequate mentoring support.”™ A recent internal survey administered by Case Western
Reserve University on Breakthrough’s behalf found that among the schools included in this
application 76 % of teachers in the schools applying for TIF funding disagreed with the
statement “I am paid fairly for the work I do.” Of those, 32% of teachers strongly disagreed.
Over 69% of teachers were dissatisfied with their work-life balance. Of those, close to 37% of
teachers strongly disagreed. The national percentage of teachers in charter schools generally
dissatisfied with their work-life balance as was benchmarked in a study done by The New
Teacher Project is only 54%.* 1Tt is evident that the strategies implemented for the success of our

students are having a significant impact on the job satisfaction of our most valuable asset: our
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teachers.

Anecdotally, BCS teachers are attracted to the network because its growth opens up a
number of administrative leadership positions for aspiring teachers. Since Breakthrough’s
inception in 2010, the network has intended to develop and implement a robust career pathway
and network professional development initiative. Leadership knew then that following the
network’s growth plan would require 20 school leadership positions to be filled in the short term
from 2012 to 2017. With the receipt of the Charter Schools Program(CSP) grant from the U.S.
Department of Education, BCS earmarked some monies to offset the expense of developing the
program in what would be year two of the TIF grant and implementing the program in years
three and four of the TIF grant. However, additional funding will enable BCS to offset
additional program expenses and develop a more comprehensive program than it was intending
to implement with more limited funding. By doing so, BCS can improve upon its schools’
ability to properly and effectively mentor teachers, further mitigating one factor in teacher
attrition. Additionally, CSP funds were not budgeted for the implementation of these initiatives
in our newly replicated schools that lack RttT funding.

Another important factor: turnover rates are higher in younger teachers.™ This consistent
finding among researchers portends that Breakthrough’s 18% attrition rate will only rise as the
network opens new schools and increasingly relies on young teachers to fill new classroom roles
and openings left by more experienced teachers moving into administrative leadership positions.

Based on the data cited above, implementing a performance-based compensation system
based on effectiveness coupled with robust professional development and a career pathway
system would provide alluring incentives for our teachers to remain and advance within the

network.
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Planning Year

Critical to the success of the proposed changes to the Breakthrough HCMS and the
anticipated move to a PBCS, is a thoughtful and engaged planning year effort. The first year of the
proposed grant period will enable BCS to build network and school-level capacity to support the to-
be-designed Breakthrough Educator Evaluation Systems to be implemented in year 2, and enhance
the network’s human resources functionality to appropriately support Breakthrough’s SHIP.

A recent analysis from the Parthenon Group maintains that “performance-based
compensation systems can achieve their goals only if teachers have a clear ‘line of sight’ on how to
influence their growth and future worth in the new system.”™ The paper goes on to state that “Any
performance-based compensation plan must be clear and directly tied to the evaluation system to
avoid teacher confusion as to where teachers stand and what they must do to impact student
achievement and thus advance in the system.”™" Furthermore, an effort of this magnitude will
require capacity building for network systems in order to integrate previously disparate professional
development efforts into a streamlined, effective and data-based program and establish an
infrastructure that will serve the anticipated growth of the network.

To this end, key goals for the planning year of the project include:

e Develop and implement a communications plan for effectively sharing the advantages of
a conversion to a PBCS to teachers, administrators, school personnel, and the
community, as well as ensuring all stakeholders understand measures of effectiveness in
the evaluation system.

e Research, acquire, and convert to a transitional system first and a robust data-
management and reporting system later that supplements technology already in place to

link student achievement data to human resources systems and employee payroll data.

e (Obtain and maintain the involvement and support of teachers, principals, and other
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personnel from the network level and each of the BCS educational models participating
in the project.

e Develop and establish a professional development plan that will allow administrators and
educators to use data generated by these systems to improve their performance. (Please
see the section on Selection Criteria 5 for more detail)

e Design the teacher evaluation process, and performance-based compensation structure
Breakthrough anticipates that its lead consultant in these efforts will be The New Teacher
Project (TNTP). TNTP works with schools, districts, and states across the country to ensure that

low-income and minority students get outstanding teachers. A national nonprofit organization
founded by teachers, TNTP is driven by the knowledge that effective teachers have a greater
impact on student achievement than any other school factor. In response, TNTP develops
customized programs and policy interventions that enable education leaders to find, develop and
keep great teachers. Since its inception in 1997, TNTP has recruited or trained approximately
43,000 teachers and worked with more than 200 districts in 31 states - benefiting an estimated 7
million students. Meanwhile, TNTP's acclaimed studies of the policies and practices that affect
the quality of the teacher workforce -- most recently including The Widget Effect (2009) and
Teacher Evaluation 2.0 (2010) -- have influenced federal education policy and inspired reform
efforts across the country. TNTP is active in more than 25 cities, including 10 of the nation's 15
largest. Breakthrough’s engagement with TNTP will support the goal of attracting, retaining and
developing effective teachers for existing and future Breakthrough schools through three key
services:

1. Advise BCS on a short-term and long-term data systems strategy for collecting

performance data
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2. Advise BCS on the implementation of the Ohio mandated teacher evaluation system,
specifically focused on customizing state requirements to individual school models and
supporting Breakthrough’s internal and external communications plan to facilitate the
change in organizational culture likely to result from implementing SHIP

3. Developing the design and modeling of a differentiated and sustainable compensation
and career pathway program which meets the needs of both individual school
instructional models and the growing network.

TNTP’s Client Technology team’s expertise in the planning year will be critical in building
the technological capacity needed for the implementation of SHIP. In conjunction with
implementation of a new teacher evaluation model in 2013-2014, BCS will need an immediate
tactical solution to collect and analyze the most critical data, such as observations and ratings,
while developing a long-term strategic solution to have in place to manage the process once the
evaluation model is fully formed.

With the integration of the member schools’ human resources and compliance functions, and
funding from the Charter Schools Program grant received in 2011, BCS currently uses the
following technologies to facilitate and enhance performance:

ADP Human Resource Information System - In the past year the BCS network has
adopted ADP’s Human Resources Information System. This system allows us to improve our
ability to access and analyze HR data to facilitate better talent management, including
performance reviews. This system captures important data elements about our teachers
including demographics, licensure, years of tenure and other relevant items that we use to create
profiles of our teachers. Wedding this information with the student performance pieces with first

a transitional data system and then a more robust enterprise system will provide BCS with the
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basic ability to measure student growth of each teacher, analyze factors that lead to effective
teaching and effectively implement and manage a performance based compensation structure.

Applitrack- Applitrack is an all-in-one recruitment solution that provides a central location
and database for Breakthrough's recruitment efforts, assisting in the management of resumes and
applicant information. The system also analyzes and coordinates recruitment efforts so that we
can target our most effective talent pipelines.

Global Scholar Pinnacle Suite - Pinnacle SIS provides a single resource for enrollment,
attendance, health, and discipline information. Pinnacle Grade transforms traditional grading
functions to give teachers, administrators, parents and students a comprehensive view of student
progress. Pinnacle Instruction supports the creation of assessments, and includes a standards-
aligned content repository. This suite of products houses all of the student information.

Scantron/Global Scholar Performance Series - All Breakthrough Schools currently
conduct a fall and spring assessment of the Scantron/Global Scholar Performance Series
(Scantron). Scantron provides students with tests custom-tailored to their proficiencies in reading
and math. The online test adjusts automatically to each student's ability level, generating more
difficult questions if the student is answering correctly and easier ones if the student is answering
incorrectly. The result is a valid and reliable "scaled score" that can be used to measure academic
growth just as a yardstick is used to measure a child's growth in height.

Scantron gives you an accurate portrait of each student's instructional level over a wide
breadth of knowledge as it allows one to track individual student, school and even district-wide
progress and gains across time; and compare performance scores to state standards content,
national student groups and reading resources through the Scaled Score, Standards Item Pool

Score, National Percentile Ranking, and Lexile® Reading Score. Scantron provides results
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immediately so that teachers can impact instruction and properly place students.

ODE interactive Local Report Card (iLRC) - The iLRC is an interactive tool developed by
ODE to provide current and historical Local Report Card data. On this site is information about
every Ohio public school or district such as proficiency test results, graduation rates, financial
data and demographics. Data on this site is able to help inform and guide parental involvement,
plan and evaluate school improvement initiatives and drive decision-making to refine the
educational process.

During the planning year, TNTP’s team will develop a tactical solution that builds on
Breakthrough’s current technology to use in the first two years of the new evaluation model and
provide strategic advisory to guide Breakthrough’s long-term technology planning and decisions.
Specifically, the team will deliver a fully developed data entry and reporting solution, created
using an online database application, to capture the updated observation forms from teacher and
principal evaluations and report out the associated data.

This tactical product will include the following: 1) a requirements document detailing
specifics of each element, 2) observer access to submit teacher observation forms, 3) basic built-
in formulas to calculate overall observation ratings, 4) basic canned reports to track network-
level observation completions and ratings, 5) full data export capabilities to analyze data at the
teacher, school, and district level, 6) functionality for district administrator to update teacher-
school roster data, and 7) an associated change request program to manage district administrator
bug reports and enhancement requests.

During the transition from our schools’ current evaluation systems to the new evaluation
systems to be implemented with SHIP, BCS requires the flexibility to adjust the data entry

solution as needed. This will provide BCS with the capability to refine and improve upon
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evaluation rubrics and assessments without having to invest more money in adjusting an
integrated enterprise system. BCS believes by year 3 of the proposed project the evaluation
system will be static enough to warrant the purchase of a more robust, integrated enterprise
system to serve the network for the long term.

TNTP’s team will also:

» Provide strategic advisory tailored to Breakthrough’s context, including a high-level
needs assessment and roadmap to meet both short- and long-term objectives

» Identify and share best practices for technology management to effectively implement a
new evaluation system

+ Assess technology needs and develop a list of functionality needed to meet the district’s
short- and long-term needs, which can be used with vendors, including in an RFP.

As a young organization, BCS has spent the last two years building a strong organizational
culture and facilitating effective communication between the schools, the BCS management
organization and its fundraising and advocacy arm, Friends of Breakthrough Schools (FOB). As
with any collaboration or merger, stakeholder engagement and a method of change management
is essential. BCS leadership recognizes that a move to a comprehensive educator evaluation
system and a salary structure based on effectiveness will require a very high level of stakeholder
engagement. Essential to the success of SHIP is obtaining and maintaining the involvement and
support of teachers, principals, and other personnel from the network level and each of the BCS
educational models participating in the project.

Together, all BCS stakeholders have made remarkable strides and achieved significant
milestones since the formation of BCS. Nonetheless, in building the first-of-its-kind

organization, leadership recognized early on that there is much to be learned from shared
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experiences and several areas can be improved to maximize the future success of the network
and the schools within it.

BCS believes that throughout the implementation of SHIP, it is essential to approach the
work and processes with a proven method of effecting organizational change and change
management. To this end, in the planning year of this grant BCS will be launching “work
streams” for educator evaluation, educator and school-level staff performance-based
compensation and educator professional development. This change management process,
elaborated on in Attachment S, demonstrates network and school leadership’s ongoing
commitment to the development, implementation, and refinement of our improved HCMS and
all its component parts.

While in most cases work streams are used at BCS to come to one common pathway, given
the uniqueness of the educational models participating in TIF, the SHIP work streams will enable
the schools/models to identify and build on commonalities that strengthen network objectives
while encouraging school-specific solutions that meet school objectives. The work streams will
serve as the critical foundation for the implementation of this transformational initiative. TNTP
will provide strategic guidance and tactical assistance in the formation, execution and successful
conclusion of these work streams in the first year of the project.

ABSOLUTE PRIORITY 1, SELECTION CRITERIA A, REQUIREMENT 1 AND
COMPETITIVE PREFERENCE PRIORITY 5 - COHERENT AND COMPREHENSIVE
HUMAN CAPITAL MANAGEMENT SYSTEM (HCMS)
Breakthrough’s HCMS

As a unique network that has only undertaken integrated human resources and talent

management efforts since its inception in 2010, Breakthrough has an HCMS that straddles both
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the network level and the school level. Prior to the creation of BCS, each of the member schools
managed recruitment, hiring, retention, dismissal, compensation, professional development and
promotion on its own. The past two years have been the start of a continual process to refine the
systems the schools had in place as well as create efficiencies and added benefits for network
employees.

BCS is a non-unionized network of schools. As such, there are no applicable LEA-level
policies that might complicate or facilitate modifications needed to use educator effectiveness as
a factor in human capital decisions. Our schools’ ability to build and adjust its own team of
mission-driven, highly effective teachers has been central to the network’s academic success.
BCS has the autonomy to base human capital decisions solely on effectiveness. To a certain
extent our flagship schools have been doing this from the time of their founding. Although BCS
has only existed as a network since 2010, the flagship schools in this application, Citizens
Academy and Entrepreneurship Preparatory School/Village Preparatory School, have had 6-13
years of experience evaluating teachers and using that information to inform the whole range of
human capital decisions in their schools. At Citizens Leadership Academy, Shelly Saltzman,
building on her 8 years of prior experience evaluating teachers, designed and implemented
CLA’s teacher evaluation system in its inaugural year.

During this critical juncture in the network’s growth and expansion, it is imperative that
we have the appropriate tools to transition to the educator evaluation systems mandated and/or
recommended by the state of Ohio. In addition, BCS will undertake, over the next five years, the
integration of proven school/network-level human capital strategies with new state-level policies.
The boards of the schools included in this application, the Breakthrough Charter Schools board,

and the Friends of Breakthrough board are informed and supportive of this undertaking (See
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Attachment H for their letters of support). Furthermore, the Breakthrough leadership team which
includes the Model Leaders (chief academic officers) for all school models, the network’s C-
level team and Friends of Breakthrough’s executive team have recognized SHIP as a priority for
the near future and are committed to supporting the work needed to implement SHIP for the
betterment of the network. Leadership from all of the schools participating in this proposal have
been thoroughly involved in the preliminary development of SHIP and this application process.
Their involvement has energized their staff and lay leadership behind this key initiative. All
Breakthrough schools believe that their students’ successes are a direct result of the educators
that teach them and lead their schools.
Recruitment

Achieving excellence begins with the recruitment of bright, talented, hard-working,
mission-driven teachers and leaders. In a coordinated effort between the schools and the BCS
HR department, BCS hires tens of teachers annually. For the 2012-2013 school year BCS had 70
open teaching positions. Filling these requires a multi-pronged strategy that includes direct
marketing for new hires and innovative talent pipeline initiatives.

The educator evaluation system BCS is putting into place in 2013 as a key component of
SHIP will greatly inform the overall recruitment process. Prior to the creation of BCS, flagship
schools managed and directed their own educator selection process. With the implementation of
SHIP, BCS will move from a disaggregated process to a network-wide, school/model-
differentiated evaluation system and recruitment/selection strategy.

Locally, BCS recruitment strategies include reaching out to college students throughout
the state of Ohio via job fairs and email blasts through the schools’ career services departments;

mass marketing openings through Facebook, the BCS website, job postings at the Ohio
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Department of Education, idealist.org, craigslist.org, K12jobspot, NEMNET, the Ohio Alliance

of Public Charter Schools and Teach; leveraging diversity partnerships with professional

organizations and sororities and fraternities; and various career information sessions held by all

the schools.

To improve recruitment in alignment with our overall SHIP, BCS intends to begin on-

campus recruiting earlier in the year with a schedule to be finalized this fall to enhance outcomes

within that approach. The HR department will target historically African American colleges and

universities and host on-campus Breakthrough information days. This past year, schools made

individual visits to these colleges and universities in the spring, but there wasn’t a coordinated,

early network effort.

Current Planned
Fall Winter Spring Fall Winter Spring
On-site local | Targeted Attend teacher | On-site Targeted Attend
college online recruitment job | college visits | online teacher
visits (not recruitment fairs, HBCU and network recruitment recruitment
HBCU) marketing visits by information marketing, job fairs, BCS
began individual sessions (local | BCS hosted hosted
schools, BCS and HBCU), info sessions information
hosted info BCS hosted at schools, sessions at
sessions at info sessions HR team and | schools, use
BCS offices at BCS school leaders | preliminary
offices, train use common teacher
HR team and | characteristics | evaluation
school leaders | of highly- results to
how to effective identify
identity teachers in common
common new staff characteristics
characteristics | selection of current
of highly- process highly-
effective effective
teachers teachers.
during
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selection ‘

process
Disseminate information to interested Disseminate same information as in the past,
applicants regarding career and leadership but also include information on improved
opportunities at BCS professional development opportunities and

compensation scale as a recruitment tool

Social and digital media are significant aspects of our recruiting strategy. This year, BCS
made substantial improvements to the “Careers” section of our website:
BreakthroughSchools.org. Information is posted there regarding the recruiting process, timelines
for the selection and hiring processes, staff biographies to show potential career progression and
development within the network, and a FAQs section to answer general selection process
questions. BCS intends to maintain this website and make improvements as necessary
throughout the course of SHIP. Additionally, BCS will amplify its use of Facebook, Twitter and
other social media to market the network and reach more potential applicants living in Ohio and
all over the country.

What began this year as ad hoc information sessions for potential applicants will be
formalized next year as the Breakthrough Meet and Greet program. Hosted throughout the year
at the BCS central office, different school sites, and by both the BCS HR team and different BCS
schools, these planned sessions will offer applicants the opportunity to learn about one or more
of our schools and models and have early access to information. These sessions highlight the
diverse set of employment opportunities that Breakthrough offers. This change in scheduling of
the information sessions is anticipated to spark early interest in the network and result in earlier
submission of job applications. Early exposure to job opportunities at BCS will result in earlier
relationship building with the ultimate goal of having high-quality candidates excited to teach or

lead at Breakthrough by the early spring. This coincides with the beginning of the traditional
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education recruitment cycle when students are graduating and many teachers are aware of
whether or not their contracts will be renewed.
Talent Pipeline Initiatives

In 2010, as BCS was forming, there was already an understanding of the talent challenges
the network would face as it grew. In response, the BCS management organization secured
funding for a significant and non-exclusive partnership with Ursuline College. The engagement
of Urban Teacher Residencies United, BCS and Ursuline created the Cleveland Urban Teacher
Residency program which launched in the 2011-2012 school year.

In 2011, changes to Ohio law permitted Teach for America (TFA) to operate in the state.
For Cleveland, a city that over the past few decades been experiencing a brain drain of young
talent, this was a very promising development. With the entrance of TFA into Ohio, there is a
momentous opportunity to leverage the talent of its corps members to expand our cadre of
effective educators. More information on Breakthrough’s objectives, benefits and successes
from these two programs can be found in Attachment T. With CUTR and TFA, BCS is building
a robust and sustainable talent pipeline to serve the network now and in the future.
Hiring
Specifically, with the help of The New Teacher Project (TNTP), school leaders and HR

staff will use preliminary teacher evaluations in 2012 and SHIP evaluations in 2013 and later to
identify common characteristics of highly-effective teachers. We anticipate that there will be not
only characteristics that are important to the network, but also model/school-specific
characteristics of note. The team at TNTP will work closely with the HR department and school
leaders to develop model-specific interview questions for selection purposes and also develop

rubrics for the assessment of applicant responses. Right now, BCS uses a common rubric which
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has frustrated the schools’ ability to properly screen candidates for school-specific traits and
needs. For this reason, multiple rubrics will be particularly helpful to the BCS HR department as
it screens applications and assesses phone screen interactions before recommending candidates
to school leaders.

TNTP will also assist BCS in preparing to publicize components of SHIP and the new
recruitment timeline in a way that would be compelling and appropriate to share with prospective

applicants. The mechanics of the BCS selection and hiring process are depicted below:
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The division of responsibilities for the selection and hiring process are not anticipated to
change under SHIP. The mechanics of the process are subject to refinement that might result
from Breakthrough’s engagement with TNTP. Once hired, all new staff will be met with and
surveyed on what attracted them to the network and how the hiring process can be improved.
ABSOLUTE PRIORITY 2 and SELECTION CRITERIA B - RIGOROUS, VALID, AND
RELIABLE EDUCATOR EVALUATION SYSTEMS
Current Evaluation Systems

As a network of schools in the state of Ohio, all the schools participating in this application

will be utilizing the Ohio Teacher Evaluation System (OTES) that is adapted to the schools’

PR/Award #£874A120005
Page €43



unique educational models to evaluate its teachers. All the teachers in these schools will be
evaluated according to the standards and regulations of OTES as well as additional school- or
model-specific considerations. These systems together will comprise the Breakthrough Educator
Evaluation System. Please see all the schools current rubrics and the OTES sample rubric in
Attachment M. While all the school-specific high-quality evaluation rubrics have been in use for
years and include four performance levels each, these rubrics will be carefully evaluated to
ensure alignment with OTES requirements and the inclusion of school- or model-specific
characteristics.

Presently, it is not common practice for schools in Ohio to use an effectiveness rating that
differentiates levels of teacher effectiveness. However, as a network of public charter schools,
BCS has been using many aspects of OTES to evaluate its teaching staff. All network schools
participating in this application evaluate their teachers using the following general structure:

Table 3: General Teacher Evaluation Process

Timeline Activities

June-August Goal Setting — Our schools use a variety of strategies for goal setting and
generally include setting three goals. Goals are reviewed by the principal
with each teacher on staff. New teachers set goals based on their

demonstrated lesson given during the hiring process

Continuous Observations - On a biweekly and/or monthly basis (varies by school),
throughout the year | teachers are observed by the teacher coach in his/her respective school
(titles of these positions vary by school model), and a member of the
school leadership team (principal or assistant principal). These
observations in most schools include a pre-conference and a post-
conference for evaluation. In others, teachers can access their evaluations
electronically and request a conference. In some schools, teachers receive
written copies of their evaluations that will be signed and placed in their

personnel files.
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Following school | Student Data Analysis - School leadership and teacher coaches analyze
interim assessments | student achievement data using the OAA-approved benchmark vehicle.

throughout the year

Every six weeks Professional Development - Based on the data analysis of student
during the school | achievement, the schools devote days throughout the year for group

year professional development sessions.

Mid-school year | Mid-year Assessment — Each teacher meets mid-year (in addition to
observation follow-ups) with school leadership to review goals and
receive teacher feedback on the evaluation rubric. School leadership and
teacher coaches use this information to plan summer PD, external PD

opportunities, and school/model-specific PD opportunities.

March-May Year-end Review — The principal reviews all evaluation activities with the
teacher.
June Compensation Review — Preliminary OAA data is received in late June,

after which school leadership considers that, and all evaluation data from

the year, to inform school-wide bonuses to be awarded that year and/or

base salary increases for the following school year.

We have detailed in Attachment I the current evaluation systems and in Attachment J the
professional development components for each school currently open. Also indicated are the
replication schools opening this summer that will follow their flagship school’s systems in the
intervening years as the new evaluation and professional development programs are integrated
and implemented and then transition to the new systems as planned.

The BCS Educator Evaluation work stream, working closely with TNTP, will be charged
with integrating these somewhat different evaluation systems to comply with OTES while
maintaining school/model-specific characteristics. Breakthrough schools that are participating in
RttT will also leverage the guidance of their regional specialists to ensure compliance with

OTES standards and RttT requirements.
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The Ohio Teacher Evaluation System

OTES was collaboratively created by the Ohio Department of Education (ODE) in response
to a 2009 mandate (House Bill 1). The extensive creation of this system included three years of
committee work plus a field test and pilot. ODE designed this framework to be “research based,
transparent, fair and adaptable to the specific contexts of Ohio’s districts (rural, urban, suburban,
large and small)”. While the creation of OTES is largely a result of requirements set forth
through legislation,™ there is a certain degree of flexibility within the framework. Whenever
possible, LEAs are encouraged to make decisions based on their specific models and subsequent
needs. According to the ODE, the scope of work of the Ohio Teacher Evaluation Writing Team
during 2009-2010 included extensive study of model evaluation systems throughout the country.
Many state systems were examined in depth (e.g., District of Columbia Public Schools,
Delaware, New Mexico, Colorado) for a standards-based definition of teacher effectiveness.
Research was supplemented by the work of Charlotte Danielson, Laura Goe, New Teacher
Center, and Learning Point Associates.

While the OTES framework is in response to a specific piece of Ohio legislation, currently
public charter schools are exempt from the requirement to implement the system, with the
exception of public charter schools receiving Race to the Top Funds. Currently, three
Breakthrough schools in this applicant group are recipients of Race to the Top funds: CA, EP
and VP, and will be adopting the OTES framework in 2013-2014. The four remaining LEAs in

this application will also implement the system at the same time as they are committed to

implementing the network’s shared mission and methods.
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OTES relies on two main evaluation components each making up 50% of the evaluation:
a rating of Teacher Performance and a rating of student academic growth as indicated in the

figure below provided by the ODE in their OTES Model Document.™ This percentage of student
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academic growth is based on research and best practices identified by the ODE. The impact this

component would have on the overall rating is explained by Figure 2 below.
Teacher Performance on Standards (50%)

The teacher performance evaluation process of OTES has several components. Evaluators of
teacher performance are charged with documenting concise evidence from:

e Professional Growth or Improvement Plans (more details follow in Selection Criteria 5)

* Professional Growth Plan: A one-year teacher-created plan to assist the educator
in focusing on the areas of professional development which will allow for
improvement as an overall educator. The process is teacher-centered but includes
specific feedback from an evaluator/administrator and is reflective of current data.

* Improvement Plan: A plan developed by the evaluator based on ineffective

ratings in performance and/or student growth. This plan identifies specific areas
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of improvement in addition to what support and guidance is needed to help the
teacher improve.
e Formal Observations utilizing the OTES Teacher Evaluation Rubric
* Two, 30 minute observations of the educator teaching in the classroom conducted
by credentialed evaluators from the school leadership team
e Classroom Walkthroughs
* Ongoing; feedback is given to teachers on an ongoing basis
e Pre- and Post-Conferences.
* Conferences occur prior to and after a formal observations. While these
conferences are cited as a best practice, they are optional for OTES. We
anticipate that BCS will continue these conferences in the schools that have them

already and these will likely be adopted by all schools applying for TIF funds.

Breakthrough’s Teacher Performance Challenges

As Breakthrough develops and implements comprehensive educator evaluation systems to
comply with Ohio law, questions will arise with respect to how to customize the systems to best
serve the needs of Breakthrough schools and educators and support individual Breakthrough
schools' educational models. TNTP will work with the educator evaluation work stream to
identify areas in which state models and suggested components require customization, and to
design systems and processes appropriate for Breakthrough's context, models and goals. BCS
will learn from TNTP how other organizations have solved similar challenges, as well as obtain
TNTP’s own best thinking (including ideas for addressing non-tested grades and subjects, etc.).
Tactically, TNTP will work with Breakthrough to create project plans and stakeholder

engagement plans to facilitate design decisions and implementation planning.
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BCS is looking forward to implementing the OTES framework while remaining true to their
models by designing school-specific evaluation systems based on the framework. For instance,
Citizens Academy which has been using its own rubric for over a year will work within the work
steam and with TNTP to perform a review of both rubrics (CA and OTES) and add items
indigenous to its model to the OTES rubric. In this way, they will remain true to their mission
and vision while complying with the rigorous requirements of HB153 (Ohio) and RttT. TNTP’s
objectivity and expertise will be valuable in assisting each TIF-funded school with incorporating
model-specific information into the rubric.

The OTES rubric used in formal evaluations of a teacher outlines four levels of teacher
performance for each of ten standard areas. Those areas of assessment are: Focus for Learning,
Assessment Data, Prior Content Knowledge/Sequence Connections, Knowledge of Students,
Lesson Delivery, Differentiation, Resources, Classroom Environment, Assessment of Student
Learning, and Professional Responsibilities. The OTES/Breakthrough rubric will be applied
holistically and evaluators will assess which teacher performance level provides the best overall
description of the teacher. These ten standard areas of assessment are aligned to the Ohio
Standards for Educators and work in tandem with what has already been established to be
clements of effective teaching. Please see Attachment M for the OTES model rubric and the
rubrics used last year by the Breakthrough schools in operation last year.

Student Academic Growth Measures (50%)

Under OTES to be adopted by Breakthrough schools in this application, student growth
measures will account for 50% of the teacher evaluation. OTES, as published by the DOE,
defines student growth as “the change in student achievement for an individual student between

two or more points in time.” The student growth component cannot contain a sole data set, but
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rather is comprised of two or more measures of Value-Added scores, vendor-created assessments
and LEA-determined student growth measures. For all teachers with regular instructional
responsibilities, they will be evaluated based on student growth at the classroom level.

Teacher-level Value-Added scores must be used where available. In Ohio, value-added
information is available for Ohio Achievement Assessment tests for subjects in grades 4-8;
however, the general framework of the combination of measures will vary depending on the
grades and subjects taught. As in the case of kindergarten through third grade where teacher-
level Value-Added scores are not available; schools will choose other assessments from a pre-
approved vendor list in which to measure student growth.

BCS, this past year implemented the use of Scantron/Global Scholar Performance Series
(a vendor-created assessment approved for OTES use by the ODE) in reading and math for
grades 2-8. The Scantron test can be used to measure growth over time using a vertical scaled
score. After both qualitative and quantitative evaluation, test items are placed on a vertical
difficulty scale to show a student’s ability level within a subject. This scale can be used across
grades and allows educators to view growth over time.

This nationally normed reference test is given to all students at least twice a year and
provides benchmark and student growth information for assessment. BCS anticipates using
Scantron to assess grades K-1 when those testing measures become available next year,
providing data for those teachers that will be used in their evaluations as well. In other instances
where traditional assessments are not available, (including Intervention Specialists, English as a
Second Language instructors, and physical education, music and art teachers), BCS is looking
forward to working with the team from TNTP and following the suggested process by the ODE

to identify Student Learning Objectives (SLO) and their subsequent assessments to evaluate
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those teachers for the student performance component of OTES. Based on the position, student
growth will be measured accordingly (grade-level or school-level measures).

In addition to the classroom observations and the student growth measures, teachers will be
evaluated on a variety of additional factors. Our schools have used a variety of factors in the
past (included in Attachment M) and will be working with TNTP to ensure they are aligned with
best practices and OTES. We also expect that whole school growth will be an additional factor
for teachers with regular instructional responsibilities but separate from the classroom-level
student growth data. Our schools believe that by considering whole school growth, the
collegiality and teamwork amongst teachers is enhanced and encouraged.

The Evaluation Process’ Summation

Once the evaluation process is completed for each teacher, he will receive his rating for his
performance that school year. The final summative rating levels include: Ineffective,
Developing, Proficient and Accomplished. The below definitions are provided by ODE.
Ineffective: A rating of Ineffective indicates that the teacher consistently fails to demonstrate
minimum competency in one or more teaching standards. There is little or no improvement over
time. The teacher requires immediate assistance and needs to be placed on an improvement plan.
Developing: A rating of Developing indicates that the teacher demonstrates minimum
competency in many of the teaching standards, but may struggle with others. The teacher is
making progress but requires ongoing professional support for necessary growth to occur.
Proficient: A rating of Proficient indicates that the teacher consistently meets expectations for
performance and fully demonstrates most or all competencies. This rating is the rigorous
expected performance level for most experienced teachers.

Accomplished: A rating of Accomplished indicates that the teacher is a leader and model in the
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classroom, school, and district, exceeding expectations for performance. The teacher
consistently strives to improve his or her instructional and professional practice and contributes
to the school or district through the development and mentoring of colleagues.
Credentialed Evaluators

A welcome addition to the educator evaluation process required by OTES not already
performed by Breakthrough schools is the formal credentialing of evaluators. Evaluators charged
with administering the OTES rubric must be fully credentialed by taking a rigorous three-day
workshop sponsored by the Ohio Department of Education. At the training, participants view a
variety of teaching videos and learn to score accurately and consistently using the OTES
observation rubric. Following the intensive workshop, evaluators must then pass an online test
consisting of two-parts: (1) lesson analysis and (2) multiple choice assessment of the post-
conference component. The evaluator is considered “credentialed” after passing both parts of the
assessment process and may actively participate in evaluating the performance of teachers.
Should the evaluator fail any part of the assessment, he/she is required to review portions
(online) and then retake the failed portions of the test until credentialed.

ODE partnered with the National Institute for Excellence in Teaching (NIET) to create an
extensive interactive online resource program for the OTES which includes a vast teaching video
library, online modules and an assessment portal for credentialing evaluators. This teaching
video library may also be utilized in order to train staff on the OTES process as well as best
practices. A NIET representative was also present at the workshops as an additional resource to
educators. NIET is also slated to produce several teacher videos designed to train educators on
the implementation of the OTES rubric. These are expected to be available in October, 2012.

Because of the uniqueness of each of our schools and their educational models, BCS anticipates
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the need to create its own training videos that will focus on the successful school/model-specific
characteristics of teachers in a Breakthrough school. Each K-8 family of schools will require
two different videos, one for the elementary school model and one for the middle school model.

Our school leadership is already in the process of getting credentialed. Many have
already attended the OTES evaluator training sessions and have completed the process. In
addition to being credentialed by the state of Ohio — which will ensure a high degree of inter-
rater reliability — the below positions also possess extensive academic experience and training for
their roles. Inter-rater reliability will be bolstered by periodic co-observations by other
credentialed evaluators and regular re-certification of evaluators as required.

The qualifications for all evaluators listed below can be found either in Attachment K or

Attachment O depending on the position.

School Grades Served | Evaluator-Credentialed Positions
Citizens Academy K-5 Model Leader
Citizens Academy East Principal

Assistant Principal
Director of Academics

Academic Coordinator

Citizens Leadership Academy 6-8 Head of School/Model Leader
Village Preparatory School K-5 Head of School
Village Preparatory School : Director of Curriculum and Instruction
Woodland Hills
Entreprencurship Preparatory School 6-8 Head of School
Entreprencurship Preparatory School Director of Curriculum and Instruction
:: Woodland Hills Special Education Coordinator*

*The Special Education Coordinator will specifically evaluate intervention specialists in all
Village Preps and Entreprencurship Prep Schools.

Ohio Principal Evaluation System (OPES)
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In 2007, the Ohio Department of Education convened a group of educational stakeholders
to design a model principal evaluation system aligned to the Ohio Standards for Principals. In
late 2008 that model was adopted by 20 districts (140 schools) that participated in a year-long
training and credentialing process. The model has since been revised to include a scoring rubric
for making summative evaluations of principal effectiveness. OPES will need to be adopted by
all public districts and by community schools participating in Race to the Top by July 1, 2013
and implemented in the 2013-2014 school year. The Ohio Department of Education will post a
final version of the OPES model and resources in August 2012. BCS schools, both funded by
RttT and not, will be adopting OPES in the 2013-2014 school year. Citizens Academy has led
Breakthrough’s transition to OPES using it this past year to evaluate its principal.

OPES is not a prescription but instead a resource model made available to districts to use as
they find appropriate. BCS will work with TNTP to adapt OPES for use by all TIF-funded
schools for principals and assistant principals. The system is a research-based model for the
evaluation of school principals which is aligned with the Ohio Standards for Principals, national
and state legislation, current evidence and new findings on effective leadership, and research
linking leadership to student achievement and learning.

In OPES, student growth measures (weighted at 50%) and evaluation of principals’
proficiency on the standards (also weighted at 50%) determine the level of principal
effectiveness. The procedures and data sources for measuring student growth are still to be
determined in Ohio. However, BCS anticipates using the same data sources for measuring
student growth for principals as are used for teachers under OTES. Using the rubric, principals
are evaluated and rated as: Ineffective, Proficient, Accomplished or Distinguished. Full details

on what OPES measures is included in Attachment U.

PR/Award #§§74A1 20005
Page e54



According to Ohio state law, this evaluation must be conducted by the LEA’s superintendent
or his/her designee. In the case of BCS, all principals report to the network’s Model Leaders
(Chief Academic Officers), who in turn report to the network’s Chief Executive Officer. BCS
will ensure that principal evaluations are conducted by the school’s respective model leader who
will all be properly credentialed by ODE. Should that be impossible due to a vacancy in that
position that has a current principal filling that role or an inability to fill that role with a suitable
candidate, the Chief Executive Officer will designate a qualified, credentialed evaluator to follow
the evaluation process as per state law and the professional development objectives of the
network.

SELECTION CRITERIA C - PROFESSIONAL DEVELOPMENT SYSTEMS TO
SUPPORT THE NEEDS OF TEACHERS AND PRINCIPALS IDENTIFIED THROUGH
THE EVALUATION PROCESS

Currently, although BCS educators are not given a formal performance rating, BCS uses a
pathway similar to professional development as recommended by OTES, albeit informal. A
distinct hallmark of BCS professional development across the network is an additional holistic
component that provides a range of professional development opportunities to the entire educator
staff. Furthermore, Breakthrough schools have a strong shared culture of growth and teamwork.
BCS is proud that, across all schools, educators know that they can always seek curricular
assistance, coaching, and tools and opportunities for growth from school leadership.

Other shared professional development approaches include a summer institute for teachers
(duration varies by school) including a “culture camp” component, coaching opportunities, an
educator’s handbook that outlines teacher expectations, in-classroom observations at least twice

a year (usually more frequently), several intense professional development days, and
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opportunities to lead whether as grade-level chair, department chair, through service on a Race to
the Top team or by taking on additional administrative or data responsibilities. These leadership
opportunities not only assist recruitment in that they provide candidates with a leadership path
and an opportunity for promotion, but they also indicate to teachers in the classroom that there is
a school structure that supports them. Grade-level and departmental-chairs oversee their fellow
teachers, collaborate on lessons, review and analyze data and disseminate student information to their
colleagues.

Also shared by faculty across the network is the expectation for continuous building upon
practice according to each school’s vision, goal-setting practice and design principles. All
schools fund some teachers’ attendance at various conferences and trainings based on leadership
potential and teacher and student performance as evaluated through the processes described
above. These conferences and training sessions include model-specific topics like Expeditionary
Learning or Building Excellent School’s Weekend Warrior conferences, focus on a subject such
as the National Council of Teachers of Math Conference or are given by ODE for Ohio-based
areas of interest. In addition to those listed, school leadership also attends conferences including
the National Alliance of Public Charter Schools annual conference and/or the Ohio Alliance of
Public Charter Schools. If teachers have an interest in an area that would benefit the school,
barring available funds and teacher performance, our schools encourage them to pursue it.

Teachers and school leadership have also had the opportunity throughout the year to visit
high-performing charter schools nationwide. This exposure to core practices of successful
schools enables teachers and leaders to learn and then directly apply meaningful instructional
practices to BCS classrooms. This approach is not only effective for teachers, but also deans
and academic coordinators. The BCS network is supplementing this school-level approach this

year with funding for school leaders who are specifically interested in integrating blended
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learning within their school models and learning more by visiting successful blended learning
schools. Pending available funding, BCS would like to continue to pursue offering network-
wide professional development opportunities on behalf of all the schools .Non-academic
professional development has also been offered across network schools to build skills in
Microsoft Office, leadership abilities, and management.

Across all our schools, professional development is easily accessible. At BCS, educator
evaluation and the accompanying professional development is a year-round process and highly
responsive to the successes and challenges of students and teachers alike. Educators in all
schools are encouraged to share their learnings and experiences with colleagues. This often
results in teacher presentations at professional development days or educators creating materials
and resources for the benefit of their fellow teachers. BCS school leadership firmly believes that
the strength of the network’s academic success is the collaborative approach of leadership,
teachers, students and staff.

As a network, BCS is looking forward to implementing Breakthrough University. This
comprehensive program, to be designed in year 1 of this grant and piloted in year 2, will develop
internal talent. The University will feature a training curriculum offered to internal candidates
for school leadership positions and network operational positions. The curriculum will include
training from internal staff and external consultants and sources on leadership, management,
diversity inclusion and business (School Finance and Operations, including Title I and other
complex compliance requirements) topics for future leaders identified within the network.

This program will endeavor to maximize the talent pool already present within the network.
CSP grants will cover the start-up costs of implementing this program in year 2 of the TIF grant

and decrease over time. Eventually program costs will be absorbed into Breakthrough’s general
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operating budget. CSP grant funds will be used for the external and internal consultants, program
development, and materials and supplies.

Breakthrough University will demonstrate the network’s willingness and capacity to grow
leaders which will help teacher recruitment and enhance the overall professional development
opportunities in the network.

OTES Professional Development

As part of SHIP, Breakthrough’s transition to OTES will see an educator’s evaluation
directly informing the requirements for his/her professional growth plan (PGP) or professional
improvement plan (PIP). By using the OTES framework, BCS will essentially be formalizing its
similar current professional development approach and also enable the network to develop career
pathways that could be integrated into the system. This is an advantage for our teachers and
leaders, but also for our human capital strategy. This aspect of SHIP has the potential to enhance
our teachers’ and leaders’ experiences in the network, but also serve as a robust recruiting tool
through which more aspiring and current teachers recognize the value of being a Breakthrough
educator.

The table below indicates how the two components of the evaluation system are
combined for an overall teacher rating and professional development plan.

Figure 2: Evaluation Components Combined for Overall Teacher Rating

Teacher Performance

Proficient Developing

Student Growth

Proficient Proficient Developing Developing

Expected
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Developing Developing

Based on an educator’s growth score, the school leadership team will implement PGP or PIP.
OTES recommends the following requirements depending on the final assessment of a teacher’s
growth throughout the school year.

Figure 3: Professional Plans Based on Overall Rating

Above
Expected Description of Requirements For Professional
Expected
Growth Growth or Improvement Plan
Growth
v v Growth Plan
v Improvement Plan
v Self-Directed by Teacher
v Collaborative —Teacher and Evaluator
v Directed by the Evaluator
v v v Professional Conversations
v v v Mid-Year Progress Check
v v v End-of-Year Evaluation

Professional Growth Plan (PGP)

Selected for those who demonstrate expected or above expected growth, the PGP helps
teachers focus on areas of professional development that will allow them to improve their
practice. Teachers are responsible for the implementation and completion of the plan and may
use the plan as a starting point for the school year. This plan will be individualized to the needs
of the teacher and the students based on available data and specifically relate to the teacher’s
areas for growth as identified in the teacher’s evaluation. The evaluator will recommend

professional development opportunities and support the teacher by providing a variety of
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resources. The growth plan will be reflective of the data available and include:
* Identification of area(s) for future professional growth;
* Specific resources and opportunities to assist the teacher in enhancing skills,
knowledge and practice;
«  Outcomes that will enable the teacher to increase student learning and achievement.™"
Professional Improvement Plan (PIP)

PIPs are developed for a teacher by the evaluator in response to ineffective ratings in
performance and/or student growth. PIP is intended to identify specific areas for improvement
of performance and for identifying guidance and support needed to help the teacher improve.
This plan can be initiated at any time during the evaluation cycle by the evaluator based on
deficiencies in performance as documented by evidence collected by the evaluator. When an
improvement plan is initiated by an administrator, it is the responsibility of the administrator to:

e Identify, in writing, the specific area(s) for improvement to be addressed in relationship

to the Ohio Standards for the Teaching Profession;

e Specity, in writing, the desired level of performance that is expected to improve and a

reasonable period of time to correct the deficiencies;

e Develop and implement a written plan for improvement that will be initiated immediately

and includes resources and assistance available;

e Determine additional education or professional development needed to improve in the

identified area(s);

e (Qather evidence of progress or lack of progress.

A reassessment of the educator’s performance will be completed in accordance with the

written plan. This allows for multiple opportunities for observation of performance. Upon
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reassessment of the educator’s performance, if improvement has been documented at an
acceptable level of performance, the regular evaluation cycle will resume. If the teacher’s
performance continues to remain at an ineffective level, the supervising administrator will
reinstate the improvement plan with additional recommendations for improvement or take the
necessary steps to recommend dismissal.*"

School and network leaders look forward to working with TNTP to align the network’s
current professional development approach with OTES requirements. OTES is very compatible
with the current evaluation and professional development systems in place already throughout
the network. One area that has already been identified for integration is the evaluation rubrics
our schools use. In 2012-2013, the network will embark on an intensive effort with TNTP to
develop and finalize each school-specific rubric in accordance with the needs of the school and
OTES requirements. Another area of work with TNTP will be formally aligning leadership

opportunities and professional development with performance.

Breakthrough Career Pathways

) School Administration Teaching

An area of professional development Pathivav Pathivav
that BCS has not yet implemented is the Principal Master
Teacher

formalization of career pathways. This is

Figure 4: Sample Career Pathway

a dynamic and complex undertaking for rilipra
the network because of the unique Drean of
Students Serior
characteristics of each model and school Teacher
Crade

which requires the delicate reconciliation T eviel Clair

of network standardization and the o
Ettective Teacher

retention

Dreveloping Teacher
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of school/model distinctions. Early conversations around this topic are intending for career
planning and professional development feedback to surface during teacher recruitment and the
post-observation conferences or discussions with teachers.

Currently teachers in the network are aware of available leadership positions (from grade-
level chair to principal of a new school). However, there is no formalized space where teachers
can voice their aspirations and receive directed feedback and suggestions for developmental
assistance to reach their goals. TNTP will assist BCS in integrating national best practices into
the evaluation process that create that space and help articulate and mediate expectations for
leadership roles.

OPES Professional Development Program

A growth plan for principals is developed as part of their summative evaluation process. It
includes feedback from the evaluator as well as the principal’s assessment of progress toward
goals, and the support needed to further his/her continuous growth and development.
Professional development will be individualized to the needs of the principal, and specifically
relate to her/her areas for growth as identified in the principal’s evaluation. The evaluator will
recommend professional development opportunities, and support the principal by providing
resources (e.g. time, financial).

As the principal and evaluator work collaboratively during the formative assessment process,
scheduled conferences will take place several times during the year. By the end of the year, the
evaluator and principal should discuss opportunities for professional development that evolve

naturally as a result of the evaluation process. The growth plan will include:

. Identification of areas for future professional growth
. Specific resources and opportunities to assist the principal in enhancing skills, knowledge
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and practice
. Outcomes that will enable the principal to increase student learning and achievement
An improvement plan is developed when the principal’s performance in one or more areas is
scored as ineffective or their overall performance is scored as ineffective. The evaluator and
principal are required to meet to develop a plan for improvement. The development of the form
may take more than one meeting and sufficient time needs to be provided to ensure that the plan
is comprehensive and well detailed.

Improvement must include the following:

. Identification of specific deficiencies and recommended areas of growth

. Measurable goals for improving the deficiencies to acceptable levels

. Specific professional development or strategies to accomplish the goals

. Specific resources necessary to implement the plan, including but not limited to

opportunities for the principal to work with highly effective principals or central office
staff
. A timeline for the plan, including intermediate checkpoints to determine progress and
provide feedback and coaching
. Procedures for determining acceptable improvement
Ohio Resident Educator Program
Particularly relevant to BCS which relies on newly-licensed teachers to fill teaching spots
in our growing network is the new Ohio Resident Educator (RE) Program. RE is a four year
program of formative assessment and mentoring support for new teachers that will culminate in
the completion of a state-wide summative performance-based assessment. The benefit of a four-

year program is that it allows mentors and other colleagues to work with REs over time and
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move deeper into the process of being an effective teacher. Legislation mandating a new
licensure system for teachers was passed in 2009 and included the RE program. In Ohio, all
teachers wishing to be licensed by the state must complete this program. The RE program began
in the 2011/12 school year. Please see Attachment V for more information on this program.
COMPETITIVE PREFERENCE PRIORITY 5: AN EDUCATOR SALARY
STRUCTURE BASED ON EFFECTIVENESS AND REQUIREMENT 1:
PERFORMANCE BASED COMPENSATION FOR TEACHERS, PRINCIPALS AND
OTHER PERSONNEL

BCS is very excited to develop under SHIP an educator salary structure based on
effectiveness. After one year of implementing the educator evaluation system in year 2 of the
proposed grant project, BCS anticipates implementing the salary structure changes in year 3 of
the grant (2014-2015).

Breakthrough’s salary structure will follow PBCS Design Model 1 as described in the TIF
application package. The compensation system will provide for base salary increases on average
of 10% combined with an incentivized bonus pool for teachers and principals who receive an
overall rating of effective or higher under the evaluation system previously described herein.
This would apply to all teachers and principals in the seven participating schools. BCS
anticipates that in the refinement of the Breakthrough Educator Evaluation System, teachers
demonstrating Expected Growth and Above Expected Growth as defined in Figure 3 would be
eligible for additional compensation under the to-be-developed salary structure. Given this, the
salary differential between two similarly situated educators will be tied exclusively to the
educator’s overall evaluation ratings.

In addition, of those teachers eligible for compensation based on their effectiveness rating,
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additional compensation would be available for teachers who take on additional responsibilities
and leadership roles as they do already in the schools. BCS will determine through the
development of this system whether principals will be similarly eligible for additional
compensation if they take on additional responsibilities and leadership roles.

To stimulate and enhance the collaborative spirit among school staff that has been central to
the network’s success, other personnel, who are not teachers or principals, would be eligible for
additional compensation based on performance standards to be determined by the schools. In
partnership with TNTP, we anticipate that these standards would include - as is already the case
in many of our schools — a consideration of “annual yearly progress” performance (a school-level
student growth measurement), overall school rating by the ODE (a school-level student growth
measurement) for 50% of the evaluation and a staff member’s individual performance evaluation
by his/her direct report or school principal for the other 50% of the evaluation.

BCS is committed to implementing a performance-based compensation system that has the
following design principles:

Simplicity — be transparent, fair, and easy to understand and implement

Recruitment — convey the school/model/network principles and value to attract effective
and highly effective teachers

Performance — Provide significant rewards and incentives to effective teachers beginning
in the first year (not funded by the TIF grant) to retain teachers through the transition
process

Total Compensation — be competitive with districts and charters, increasing long-term
earning potential

Flexibility and Fit — be flexible enough to allow the network to meet specific staffing
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needs and change as needs change

With the expertise of TNTP, Breakthrough seeks to identify a differentiated salary structure
based on effectiveness that will meet the aforementioned design goals. The flexibility and
autonomy of our charter schools network enables the schools participating in this application to
use a teacher’s evaluation rating as the central component of how educators are compensated for
their work. Early projections as this system is being developed anticipate that 90-100% of an
educator’s compensation decision will be determined by that educator’s overall evaluation rating.
Career pathway opportunities and additional responsibilities will depend on a teacher’s
evaluation rating. After the work stream process had produced a differentiated salary structure
through the involvement of school leaders, educators and network staff, the proposed salary
structure will be approved by all participating school boards who have been highly supportive
throughout the course of the development of SHIP and its associated components.

Through a combination of financial and non-financial awards to be implemented under SHIP,
BCS is optimistic that the network can significantly bolster its reputation as a premier employer
in northeast Ohio, resulting in hiring and retaining highly-effective teachers to implement our
schools’ vision of instructional improvement.

SELECTION CRITERIA D AND APPLICATION REQUIREMENT 2: INVOLVEMENT
AND SUPPORT OF TEACHERS AND PRINCIPALS

In 2010, EP, VP, and CA were all awarded RttT funding from the Ohio Department of
Education. These awards were the first step our schools took to address the need to improve
their educator evaluation systems and professional development opportunities, and to find
solutions to the human capital challenges they face. The RttT scope of work has directly

impacted the development and implementation of a comprehensive educator evaluation system
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and performance-based compensation system that BCS seeks to implement in 7 of its high-need
schools. The RttT work thus far has charged the participating schools with measuring student
growth through the use of value-added data, using a variety of formative instructional practices
to provide ongoing feedback to educators, creating common formative assessments, and utilizing
data to identify and accelerate best practices.

In 2010, the schools were charged to compose RttT Transformation Teams comprised of
50% educators and 50% administrators. All three teams have at least two teachers each that will
continue the RttT work through 2013-2014. These teachers have been actively involved in
leading the ongoing monitoring of plan implementation and aligning the LEAS’ efforts to meet
RttT goals and objectives. Educators have spent, on average, 14 hours a month and over 160
hours annually on this effort at each RttT-funded school. Educator involvement in the
preliminary design of the educator evaluation, professional development and performance-based
compensation systems has been as extensive as possible not only because of the requirements
and framework of RttT dictated by the State of Ohio, but also because teacher participation at
such a strategic level is an important part of our schools’ cultures. Acting in accordance with the
state of Ohio’s development of an overall educator evaluation system, these schools are now
three years into their overall progress, making this an ideal time to elevate our efforts with the
support of a grant from the Teacher Incentive Fund.

Last year, prior to the finalization of the Ohio Teacher Evaluation System and the Ohio
Principal Evaluation System, a team made up of three teachers at E Prep undertook a
comprehensive research effort of performance-based compensation systems. This team came
together as a result of one teacher’s participation in a consortium on teacher compensation

organized and sponsored by the Bill and Melinda Gates Foundation for Ohio schools. Following
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a year of research and collaboration with other teachers in the school, the team presented to the
Board of Directors a draft for a possible performance-based compensation system.

This system called for a teacher evaluation based on student performance and professional
merits, as well as school-level and grade-level bonuses for meeting academic assessment results
objectives and value-added objectives. While this system does not adhere to all the subsequent
Ohio state requirements our schools must meet, this time- and labor-intensive effort has greatly
contributed to the preliminary development of the network-wide PBCS that BCS seeks to
implement with TIF funding. Furthermore, prior to learning of this grant, this team’s effort
brought the need for a PBCS to the forefront of the network’s awareness and demonstrated the
widespread desire and teacher support for such a system at BCS.

As BCS proceeds with its efforts to further develop and implement a PBCS and evaluation
system as described in this application, the schools will continue to rely on the teachers on the
RttT Transformation Team to be deeply involved in this initiative even after the RttT teams
disband in 2014-2015. In addition, we expect that each new school in the network that is not
participating in the RttT efforts will also have at least one, if not two, educators that will join one
or more of the work streams that will be formed upon receipt of TIF grant funds. BCS commits
to maintaining the involvement of at least one educator from each educational model
participating in the development and implementation of the TIF-funded project throughout the
course of the grant. Ideally, we would involve two teachers from each of our three educational
models applying for TIF, resulting in six teachers actively contributing in the design, refinement
and implementation of the PBCS and the educator evaluation systems.

Letters of support for the proposed PBCS and the educator evaluation systems described in

the application are included witch demonstrates significant educator support. Included is at least
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one letter from each of our educational models that will be participating in the initiative proposed
to be funded by this grant. The letters demonstrate that there is broad and deep support for the
design and implementation of a PBCS with an educator evaluation system at its center. All
teachers are committed and ready to comply with all Ohio state regulations and programs, as
well as contribute to the ongoing development and refinement of a Breakthrough PBCS that will
build on Ohio state evaluation requirements. A union is not the exclusive representative of any
teachers or principals in each participating LEA.
SELECTION CRITERIA E - PROJECT MANAGEMENT
1. Roles and Responsibilities Key Personnel AND 2. Sufficient Human Resource Allocation
In addition to the staff at the school-level of all of the schools participating in this
application, the schools have the benefit of the Breakthrough Charter Schools management staff
and the Friends of Breakthrough Schools (FOB) staff. BCS was formed to provide governance,
oversight, resources, support and services to each of the educational models that exist in its
network while building a shared operational platform that can support the launch of more high-
performing schools in Cleveland. Through a unique collaborative relationship with the schools,
BCS, FOB, and the schools provide the best services to the students at economies of scale while
still allowing for flexibility and innovation throughout the network. BCS responsibilities to the
schools include both academic and non-academic duties:

EANTY

* Academic Organizational Structure: Similar to Uncommon Schools’ “regions”, BCS
has instituted a leadership reporting structure organized by “school models”; each model
has a BCS-employed School Model Leader that is responsible for curriculum

development as well as student and teacher performance of all the schools within their

model and reports directly to the BCS CEO. The Model Leader’s most important function
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centers on maintaining the essence of the academic model and its unique culture. In
addition to coaching and overseeing School Building Leaders, Model Leaders are
ultimately responsible for student outcomes in all the schools within their model.
* Central Services Structure: The centralized structure of key operational functions,
including Talent Recruitment, Facilities and Procurement, Finance, Accounting,
Compliance, Communications, I'T, Performance Management, and Alumni Tracking
allows the network to scale key talent across multiple schools as it grows and will ensure
that BCS is delivering outstanding service at decreasing cost to its schools. Each school
employs a Director of Operations who is the primary liaison to the CMO for coordinating
operational services.
Attachments K, M and F provide more detailed information regarding the functions of staff
integral to the successful implementation of this project and their qualifications.
3. Project Objectives and Performance Measures

BCS endeavors to create a human capital system within the network that drives educational
excellence and improves instructional outcomes.
Objective 1: Provide comprehensive, data-driven educator evaluations across the network

e By the end of year 1 of the grant BCS will fully integrate the Ohio Teacher and Principal
Evaluation Systems with BCS evaluation systems currently in use (with special attention
to adding school/model-specific components to the general OTES/OPES rubrics).

e The new evaluation system will be fully and effectively communicated to all educators
and leadership across the network.

e By year 2 of the proposed grant period, the seven Breakthrough schools participating in

TIF will implement the Breakthrough Educator Evaluation System for 100% of its
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educators.
e By year 2 of the proposed grant period, a data system to support network-wide evaluation
systems will be developed and implemented.
Objective 2: Develop and Implement an Educator Salary Structure and an Educator
Recruitment and Selection Plan
e By year 3 of the proposed grant period, develop an educator salary structure based on
effectiveness that will be used by at least the 7 Breakthrough schools participating in TIF.
e In year 3 of the proposed grant period, implement the educator salary structure based on
effectiveness in at least the 7 Breakthrough schools participating in TIF.
e In years 1 and 2, develop and refine recruitment and selection strategies to lower turnover
costs and increase retention.
e Increase the average years of service of Breakthrough teachers in the 7 TIF-participating
schools from 3.64 years to 4.5 years by the end of the grant period.
e Hire and retain 75% of Cleveland Urban Teacher Residents upon the completion of their
residency each year.
e Hire and retain 50% of TFA corps members upon the completion of their term of service
starting in year 3 of the proposed grant period.
Objective 3: Improving and implementing a Professional Development and Promotion
System based on Teacher Evaluations that Improve Instruction
e By year 2 of the grant period, define and share with stakeholders Breakthrough Career
Pathways available to network teachers and leadership.
e At least 80% of students proficient in math as certified by the OAA test score rubric.

o Atleast 85% of students proficient in reading as certified by the OAA test score rubric.
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e Achieve a network-wide weighted average OAA metric performance index score of 94
(excluding year one of new schools).
4. Project Evaluation Plan

BCS will use a variety of methods to evaluate the objectives stated in this narrative. For
objective one, BCS will compile HR information to ensure that 100% of educators in the 7
schools under SHIP are evaluated using the Breakthrough Educator Evaluation System. The
communication plan for the evaluation system will be evaluated through educator feedback and
periodic review during regular Breakthrough Leadership Team meetings. The evaluation of the
data system to be implemented with this grant will be performed in concert with The New
Teacher Project and Breakthrough’s technical support team, Smart Solutions.

In year 1 of the proposed TIF grant, BCS will hire a Director of Performance Management,
reporting directly to the BCS CFO and working very closely with the school Model Leaders,
who will be responsible for using school and CMO level data to analyze educational,
organizational, and operational effectiveness at the school building, model, and CMO levels.
This Director will support school, model, and CMO leaders as they use data to drive
continuously improved educational and operational effectiveness at all levels of the organization.
The Director will be a key part of the evaluation process of TIF project goals.

To measure objective 2, HR information will be compiled to determine if there was an
improvement of Breakthrough teachers’ average years of service. Recruitment and selection
strategies will be periodically reviewed by the HR committees of the network and schools’
boards, as well as the Breakthrough Leadership Team. The educator salary structure’s rollout
will also be subject to regular review and the feedback of stakeholders across the network. HR

information will be compiled to verify retention rates among TFA corps members and Cleveland
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Urban Teacher Residents.

For the achievement objectives included in objective 3, BCS will compile and analyze data
from the Ohio Department of Education (ODE). The Ohio Achievement Assessment results and
the demographic data will be analyzed and independently verifiable by the ODE. ODE data will
also be used in concert with BCS’s payroll records to verify the ratio of students to CMO staff.

Overall, to effectively evaluate the performance of BCS as a human resources service
provider and its services to the schools, BCS annually surveys the schools with what the network
has termed a “360 degree scorecard.” This tool measures the services provided to the school and
staff and whether the school and staff are meeting BCS’s expectations. The scorecard includes
enrollment, student achievement, human resources effectiveness, fiscal accountability, staff and
parent satisfaction, and operational efficiency as some of the measured factors. BCS will
analyze and report on the results at least annually to network staff and boards.

5. Realistic and Achievable Timelines

Please see the timeline projections for implementing the components of the HCMS, PBCS,
and educator evaluation systems as described (i) in Selection Criteria A and B and for
completing project tasks and achieving objectives (ii) in Selection Criteria A, B, and E3. A
complete timeline for this project is included in Attachment P.

SELECTION CRITERIA F - SUSTAINABILITY

BCS was formed partially from the desire of the founding schools to effect important
economies of scale through their collaboration and invite philanthropic funding on a larger scale.
By coming together to represent over 2,000 students and developing the ability to scale to serve
more children, BCS has attracted the large-scale support of corporate, community, and

family foundations, representing close to 65% of the network’s operating and capital
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support annually. These funders, including the Cleveland Foundation, George Gund
Foundation, Lubrizol Foundation, Cliffs Foundation, American Greetings, Inc., PNC Bank,
Walton Family Foundation, and many others, have recognized the impact BCS schools have had
and the capacity the network is building to fundamentally change the educational map in
Cleveland.

In addition, BCS was successful in attracting the attention of a major national
foundation: the Charter School Growth Fund. BCS is only one of 19 CMOs in the country
to be awarded the Charter Schools Program (CSP) Replication and Expansion grant from
the U.S. Department of Education to support Breakthrough’s replication and expansion plan.
The CSP grant will infuse $8,648,901 into the network over the five year grant period. With this
confluence of national and local dollars BCS is assembling the interim multi-year support
required for BCS to grow into financial sustainability. We will continue to seek private
philanthropy for operating, capital and programmatic needs, as well as look for other federal
grant opportunities to support our work.

Through Breakthrough’s unique partnership with the Cleveland Metropolitan School District
(CMSD), BCS this past year was an integral partner in developing the Cleveland Plan — state
legislation passed in June that authorizes a portion of the upcoming Cleveland tax levy to be
shared with high-performing charter schools in Cleveland. Should the levy pass in November,
this would significantly reduce the network’s need for significant ongoing philanthropy.
Working collaboratively with the Mayor of Cleveland, CMSD, and other stakeholders, BCS will
work this fall to ensure the passage of a four year levy that would result in $25.2 million in funds
being directed to the Cleveland public school system in the first six months. Of that, BCS in the

first year would receive $2.1 million in that same time period. A very conservative estimate
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(considering reduced enrollment at BCS and high numbers of other charter schools eligible for

levy dollars) would project levy revenue for the BCS network as follows:

FY13* FY14 FY15 FY16 FY17%*
Annual
dollar/student $ 1,006 | $ 1,620 | $ 1356 | $ 1,101 | $ 490
Projected Levy

Revenue to BCS $ 1,512,145 $ 3,167,743 $ 3,251,490 $ 3,322,201 $ 1,642,612

*FY 13 and FY 17 represent a half year

This levy revenue would significantly reduce our philanthropic needs across the network and
contribute to overall viability of a long-term PBCS. Without this change in the tax levy
allocation, sustainability is still possible due to the cost-reduction strategies outlined above and
the natural growth of schools, with the addition of state and federal dollars that accompany the
network’s growth to full enrollment. BCS anticipates that per pupil cost will decrease over the
next ten years, eventually resulting in the network operating primarily on public funds or with a
very sustainable limited amount of private philanthropy directed to hallmark programming of the
models and/or facilities.

Complementing TIF grant dollars are grant funds that BCS is receiving through the Charter
School Programs. Some of those funds are being used for the Breakthrough network
professional development program, from which all schools will benefit, and for our talent
pipeline initiatives, CUTR and TFA. TIF grant dollars will also be complemented by Federal
Entitlement funds and Race to the Top monies that the seven schools in this application currently
use to fund teacher, principal, and other staff bonuses for school-wide academic achievement and
taking on additional responsibilities. The above programs will not be funded by TIF at all.

Central to the sustainability of the proposed PBCS is Breakthrough’s understanding of the
network’s financial model and building a thoughtful PBCS. We are looking at the average cost

per teacher of the compensation system and will be designing a system that assures we are

PR/Award #ﬁ74A1 20005
Page e75




sustainable by projecting revenues in a 3 year, S year, and 10 year model. Projecting enrollments
as we grow and understanding the relationship between per pupil dollars, if need be, we are
willing to build a system with an index. We could set an index value against which component
(e.g. base salary, bonus) percentages can be multiplied. We can increase or decrease this index in
order to adjust for changing budgets. Furthermore, using a PBCS based on effectiveness will
mean that teachers who do not demonstrate effectiveness will not receive increases. Also, there
will be expense offsets from the elimination of the cost of living adjustment that each of our
educators currently receive and reduced staff turnover costs. Preliminary calculations estimate
that staff turnover at our current rate of 18% costs the network at least $100,000 a year.
Application Requirement 5: Limitations on Multiple Applications

BCS assures that all LEAs entering into the Memorandum of Understanding for this TIF
application are participating in only one application in this fiscal year. Although it is not required
for this application, the nonprofit organizations that have entered into the Memorandum of
Understanding will also be participating in only one application in this fiscal year.
Application Requirement 6: Use of TIF Funds to Support the PBCS

TIF funds will be used for personnel expenses that are incurred through the course of the
project. This includes a percentage of time for staft at both nonprofits that will be developing
and improving systems and tools that support the PBCS and benefit all the participating LEAs.
Those positions are: CFO, COO, Model Leaders of participating schools, the HR department,
and grants administration by the Director of Grants and Foundation Relations, Accountant, and
Grants Administrator. The salary costs of the “central office staff” will be pro-rated in years 3-5
if the other two schools do not implement a PBCS before that to reflect that 7 out of the 9

schools in the network are TIF-funded.
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Furthermore, TIF funds will be used to compensate educators as part of each LEA’s PBCS.
TIF funds will specifically be used for the salary increases for these positions that result from the

implementation of the PBCS in 2013-2014. The numbers of teachers receiving compensation

are.

School/Year | 203" | 2015|2016 | 2017
CA 28 28 28 28
CAE 15 19 %) 26
CLA 19 19 19 19
EP %) 28 28 28
VP 37 37 37 37
EPWH 23 27 29 29
VPWH 24 33 20 B3
tTe(:;:ers 168 191 203 210

Although the PBCS has not yet been finalized, we are estimating for each effective or highly-
effective teacher an average base salary increase of 10% and when including a bonus pool of
$2,500 for each teacher available for performance rewards (not leadership roles or additional
responsibilities), each effective or highly-effective teacher on average will see a total
compensation increase of 15%. These averages result in an additional funding need of $5,884
on average for each teacher plus the associated fringe benefits.

The number of principals and assistant principals stays constant in the 7 participating schools
throughout this application. There are 7 principals and 3 assistant principals. We are estimating
for each principal and assistant principal an average base salary increase of 5% and when
including a bonus pool of $4,500 for each position available for performance awards (not
leadership roles or additional responsibilities), each position on average will see a total
compensation increase of 11%. These averages result in an additional funding need of $8,246
on average for each teacher plus the associated fringe benefits.
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TIF funds will also be used for professional development in each of the 7 schools that is
related to the PBCS. This professional development will be designed to address the educator
needs that have been identified through the evaluation systems described in the application. In
years 1 of the grant, the professional development will be based on the current evaluation
systems in the 7 schools, rather than the refined one to be implemented in years 2-5. That year
will enable the schools, as they develop the evaluation system for year 2, to assess the success of
the professional development opportunities across the network and apply those learnings to the
development of the professional development program in years 2-5.

TNTP’s engagement as described throughout this application will be funded through the TIF
grant. Related to the development of the data system needed for implementation of the PBCS is
the purchase of the appropriate technology. In the first two years, prior to the implementation of
the PBCS, these costs will be funded in full by the grant. In subsequent years, as per the grant
regulations, these costs will be prorated to reflect that 7 out of the 9 schools in the network are
TIF-funded.

Also to be funded are the two mandatory conferences for TIF grantees each year of the grant
period. We are committed to sending 3 participants to the TIF grantee meeting and 2
participants to the TIF topical meeting each year at an estimated cost of between $5,300 and
$5,737 for the entire grant period.

Application Requirement 7: Limitation on Using TIF Funds in High-Need Schools Served by
Existing TIF Grants

BCS assures that if successful under this competition, it will use the grant award to

implement the proposed PBCS and professional development only in high-need schools that are

not served, as of the beginning of the grant’s project period or as planned in the future, by an
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existing TIF grant.
Conclusion

BCS has a timely, extraordinary and unique opportunity in Cleveland. With four exceptional
educational models, a strong district-charter partnership, and strong local, corporate and
foundation support, BCS has the opportunity to make a difference for children. Cleveland is big
enough to matter but small enough that the execution of Breakthrough’s strategic growth plan
can elevate the entire city’s educational standard. The Teacher Incentive Fund Grant can provide
the financial support to elevate our high-performing network to a new level of excellence.

Facing a nationally-endemic challenge of retaining teachers in urban schools, BCS now seeks
to confront those challenges head on. By developing and implementing a performance-based
compensation system and refining its human capital management system to accommodate the
PBCS, BCS is poised to transform the quality of its teaching force. In turn, BCS will be able to
maintain its notably high level of academic achievement and continue to educate the underserved
children of Cleveland through its growth plan. At the end of the TIF project, upon completion of
its Strategic Human Capital Improvement Plan, BCS looks forward to turning its focus to its then
veteran teaching force and improving on its human capital strategy once again.

As the catalyst for higher expectations in public education and as a successful network of
schools, Breakthrough Charter Schools, Friends of Breakthrough Schools and the participating
LEAs can see a city that is home to premier employers of educators and an innovative network
of public schools that are breaking the cycle of poverty our students face every day. With a grant

from the Teacher Incentive Fund, this vision is one we can share with all of Cleveland.

" Ohio Department of Education, 2010.
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" Boston Consulting Group, 2009.
" Cleveland Foundation analysis based on National Student Clearinghouse data.

¥ Ohio Department of Education, 2010.
" Hanushek, E.A., Kain, J.F., O’Brien, D.M., & Rivkin, S.G. (2005, November) The market for

teacher quality. Cambridge, MA: National Bureau of Economic Research.

www.nctg.org/nctg/research/111280646874.pdf

' Walsh, K. (2007, September). If wishers were horses: The reality behind teacher quality
findings. Washington, DC: National Council on Teacher Quality.

www.nctqg.org/p/publications/docs/wishes _horses 20080316034426.pdf

Vit ibid

viii

Data accessed from http://www.teacherportal.com/district/ohio/Cleveland-Metropolitan-

School-District on July 18, 2012

* Waddell, Jennifer H, “Fostering Relationships to Increase Teacher Retention in Urban
Schools,” Journal of Curriculum and Instruction (JoCI) May 2010, Vol. 4, No. 1, 70-85

* Full benchmark data can be found via link in the document “Using the School Leader’s
Toolbox Benchmark Survey” located by searching for “benchmark survey” at www.tntp.org
* Ingersoll, R. M. (2001). Teacher turnover and teacher shortages: An organizational analysis.
American Educational Research Journal, 37(3), 499— 534.

*I The Parthenon Group. Parthenon Perspectives — “Observations from the Field: Practical
Reflections on Teacher Perforamnce Based Compensation,” June 2012.
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¥ OTES is aligned with the standards for teachers adopted under section 3319.61 of the Revised

Code of the State of Ohio
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* Accessed on June 27, 2012, at

http://education.ohio.gov/GD/Templates/Pages/ODE/ODEDedicatedPage.aspx?page=970

xvi

This information was taken from the OTES Model on the Ohio Department of Education website on June 27,
2012.

i ibid
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Application Reference Charts

Instructions: These charts are provided to help applicants ensure that their applications
address all of the priorities and requirements — as any application that does not do so is
ineligible for funding for the 2012 competitions. These charts will be used by Department
staff when screening applications.

Applicants should complete and include these charts as an attachment with their
application. Go to http://www2.ed.gov/programs/teacherincentive/applicant.html to
download a Microsoft Word version of this template. Fill out the Word document and
submit it as a PDF attachment with your application.

Please indicate your eligibility classification
Instructions: Check the eligibility classification that applies to your application.

Applications from a single entity:
In the case of a single applicant that is an LEA, check this box.

___LEA

Group Applications:

Group applications involve two or more eligible entities. In the case of a group application,
check the box that describes the eligibility classification of all of the applicants. Select only one
box.

2 or more LEAs
__ One or more SEAs and one or more LEAs
X _ One or more nonprofit organizations and one or more LEAs (no SEA)

One or more nonprofit organizations and one or more LEAs and one or more SEAs
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Instructions

Instructions: In each column of the table below, please specify where your application discusses each priority or
requirement -- including each provision that applies to each priority or requirement. For information, descriptions, or
assurances included in the project narrative, please complete both 1) the Title of the Section(s) or Subsection(s) and 2) the
relevant Page Number(s) where this matter is discussed. Otherwise, please indicate the Attachment in which it is discussed.

Please identify every section, page, and/or attachment in which the priority or requirement is discussed. More than one
section, subsection, page, or attachment may appear in each cell.

Absolute Priority 1

Requirement or Priority

Title of Section or

Subsection in which this
priority or requirement is

Page Number(s) on
which this requirement
or priority is discussed

Attachment on
which this priority
or requirement is

discussed discussed
Absolute Priority 1: HCMS Absolute Priority 1, 18-24, 24-35, 36-44, 45- | Attachments I, J, M,
To meet this priority, the applicant must Absolutely Priority 2, 47 O,U,V

include, in its application, a description of its
LEA-wide HCMS, as it exists currently and
with any modifications proposed for
implementation during the project period of the
grant.

Selection Criteria C,
Competitive Preference
Priority 5

(1) How the HCMS is or will be aligned with
the LEA’s vision of instructional
improvement;

Introduction, Current
Evaluation Systems,
Breakthrough’s Teacher
Performance Challenges,
Selection Criteria C

3,24-27, 29, 36-44

Attachments I, J, M,
T,U,V

(2) How the LEA uses or will use the
information generated by the evaluation
systems it describes in its application to

Recruitment, Hiring,
Absolute Priority 2,
Selection Criteria C,

20-23, 23, 32, 36-44, 45-
47

Attachments I, J, M,
T,U,V
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inform key human capital decisions, such as
decisions on recruitment, hiring, placement,
retention, dismissal, compensation,
professional development, tenure, and
promotion;

Competitive Preference
Priority 5

(3) The human capital strategies the LEA uses
or will use to ensure that high-need schools
are able to attract and retain effective
educators

Breakthrough’s HCMS,
Competitive Preference
Priority 5, Breakthrough
Career Pathways, Selection
Criteria C

18-24, 45-47, 42, 36-39

Attachment P
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(4) Whether or not modifications are needed to
an existing HCMS to ensure that it includes
the features described in response to
paragraphs (1), (2), and (3) of this priority,
and a timeline for implementing the
described features, provided that the use of
evaluation information to inform the design
and delivery of professional development
and the award of performance-based
compensation under the applicant’s
proposed PBCS in high-need schools begins
no later than the third year of the grant’s
project period in the high-need schools
listed in response to paragraph (a) of
Requirement 3--Documentation of High-
Need Schools.

Absolute Priority 1,
Absolutely Priority 2,
Selection Criteria C,
Competitive Preference
Priority 5, Project
Objectives and Performance
Measures

18-24, 24-35, 36-44, 45-
47, 51-53

Attachments I, J, M,
O,P, T,UV

Absolute Priority 2

Requirement or Priority

Title of Section or
Subsection in which this
priority or requirement is
discussed

Page Number(s) on
which this requirement
or priority is discussed

Attachment on
which this priority
or requirement is
discussed
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Absolute Priority 2: Educator Evaluation Absolute Priority 2 24-35 Attachments I, M, O,
Systems P, S
To meet this priority, an applicant must include,
as part of its application, a plan describing how
it will develop and implement its proposed
LEA-wide educator evaluation systems. The
plan must describe-
(1) The frequency of evaluations, which must | The Ohio Teacher 27-28
be at least annually; Evaluation System, Ohio
Principal Evaluation System
(2) The evaluation rubric for educators that Current Evaluation Systems, | 24, 28-29 Attachments I, M
includes at least three performance levels and | Teacher Performance on
the following-- Standards
(i) Two or more observations during each Current Evaluation Systems, | 24, 28-29 Attachments I, M
evaluation period; Teacher Performance on
Standards
(i1) Student growth, which for the Student Academic Growth 30-32 Attachment M
evaluation of teachers with regular Measures
instructional responsibilities must be growth
at the classroom level; and
(ii1)) Additional factors determined by the Student Academic Growth 32-33 Attachment M

LEA;

Measures, The Evaluation
Process” Summation

(3) How the evaluation systems will generate
an overall evaluation rating that is based, in
significant part, on student growth; and

The Evaluation Process’
Summation, Ohio Principal
Evaluation System, OTES
Professional Development,

32-33, 35, 39-41

Attachments M, U

(4) The applicant’s timeline for implementing
its proposed LEA-wide educator evaluation
systems.

Project Objectives and
Performance Measures

51-53

Attachment P
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Absolute Priority 3

Requirement or Priority Title of Section or Page Number(s) on Attachment on
Subsection in which this which this requirement | which this priority
priority or requirement is | or priority is discussed or requirement is
discussed discussed

Absolute Priority 3: STEM Plan (if applicable) | NA
To meet this priority, an applicant must include
a plan in its application that describes the
applicant’s strategies for improving instruction
in STEM subjects through various components
of each participating LEA’s HCMS, including
its professional development, evaluation
systems, and PBCS. At a minimum, the plan
must describe—

(1) How each LEA will develop a corps of NA
STEM master teachers who are skilled at
modeling for peer teachers pedagogical
methods for teaching STEM skills and content
at the appropriate grade level by providing
additional compensation to teachers who—

(i) Receive an overall evaluation rating of
effective or higher under the evaluation
system described in the application;

(i1) Are selected based on criteria that are
predictive of the ability to lead other
teachers;

(ii1) Demonstrate effectiveness in one or
more STEM subjects; and

(iv) Accept STEM-focused career ladder
positions;
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(2) How each LEA will identify and develop
the unique competencies that, based on
evaluation information or other evidence,
characterize effective STEM teachers;

NA

(3) How each LEA will identify hard-to-staff
STEM subjects, and use the HCMS to attract
effective teachers to positions providing
instruction in those subjects;

NA

(4) How each LEA will leverage community
support, resources, and expertise to inform the
implementation of its plan;

NA

(5) How each LEA will ensure that financial
and nonfinancial incentives, including
performance-based compensation, offered to
reward or promote effective STEM teachers
are adequate to attract and retain persons with
strong STEM skills in high-need schools; and

NA

(6) How each LEA will ensure that students
have access to and participate in rigorous and
engaging STEM coursework.

NA
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Competitive Preference Priority 4

Requirement or Priority

Title of Section or
Subsection in which this
priority or requirement is
discussed

Page Number(s) on
which this requirement
or priority is discussed

Attachment on
which this priority
or requirement is
discussed

Competitive Preference Priority 4: New and
Rural Applicants (if applicable)

To meet this priority, an applicant must provide at
least one of the two following assurances, which
the Department accepts:

(a) An assurance that each LEA to be served by
the project has not previously participated in a
TIF-supported project.

Assurance Required by TIF
Competitive Preference
Priority 4

(b) An assurance that each LEA to be served by
the project is a rural local educational agency (as
defined in the NIA).

NA

Competitive Preference Priority 5

Requirement or Priority

Title of Section or
Subsection in which this
priority or requirement is
discussed

Page Number(s) on
which this requirement
or priority is discussed

Attachment on
which this priority
or requirement is
discussed

Competitive Preference Priority 5: An
Educator Salary Structure Based on Effectiveness
(if applicable)

To meet this priority, an applicant must propose,
as part of its PBCS, a timeline for implementing
no later than in the fifth year of the grant’s project
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