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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:
|:| Preapplication |Z New
|Z Application |:| Continuation

|:| Changed/Corrected Application |:| Revision

* If Revision, select appropriate letter(s):

* Other (Specify):

* 3. Date Received: 4. Applicant Identifier:

07/26/2012 | |

5a. Federal Entity Identifier:

5b. Federal Award Identifier:

State Use Only:

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

8. APPLICANT INFORMATION:

*a-LegalName:|Aspire Public Schools

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

* ¢. Organizational DUNS:

943311088

|01224034ZOOOO

d. Address:

* Streeti: |1001 22nd Ave.

Street2: |Suite 100

* City: |Oakland

County/Parish: |

* State: |

CA: California

Province: |

* Country: |

USA: UNITED STATES

* Zip / Postal Code: |94606—5232

e. Organizational Unit:

Department Name:

Division Name:

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

Prefix: | |

* First Name: |Yvonne

Middle Name: |

* Last Name: |Parker

Suffix: | |

Title: |Institutional Giving Manager

Organizational Affiliation:

|Aspire Public Schools

* Telephone Number: |510-434-5508

Fax Number: (510-434-5010

* Email: |yvonne .parkerfaspirepublicschools

.org




Application for Federal Assistance SF-424

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

M: Nonprofit with 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.):

Areas Served by APS TIF Grant.pdf Add Attachment Delete Attachment View Attachment

* 15. Descriptive Title of Applicant’s Project:

Aspire Public Schools Educator Effectiveness System

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 CA-9 b. Program/Project

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

120404-Aspire Congressional Districts.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 7,227,243.00

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

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

* 20. Is the Applicant Delinquent On Any Federal Debt? (If "Yes,” provide explanation 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: | | * First Name: |James |

Middle Name: | |

* Last Name: |Willcox |

Suffix: | |
* Title: |Chief Executive Officer
* Telephone Number: |510—434—5036 | Fax Number: |510—434—501o

*Emam|james.willcox@aspirepublicschools.org

* Signature of Authorized Representative: Jennifer Jordan

* Date Signed: |o7/2e/2o12




r

N
ASPIRE

PUBLIC SCHOOLS

College for Certain
Areas Served by Aspire Public Schools TIF Grant

Aspire Public Schools is committed to transformative change in California’s public schools. Qur mission is to
close the achievement gap for CA’s low-income youth while proving what’s possible when we invest in great
teaching and great data systems: college for certain.

Our TIF project will serve students and teachers across the Aspire network. Our cities include:

Bay Area
e East Palo Alto (2 schools)

e Oakland (8 schools)

Central Valley
e Modesto (3 schools)

e Sacramento (3 schools)

e Stockton (7 schools)

Los Angeles Area
e Huntington Park (6 schools)

e Los Angeles (3 schools)
e South Gate (2 schools)

PR/Award # S374A120038
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ASPIRE

PUBLIC SCHOOLS

Congressional Districts Served by Aspire Public Schools

Aspire City Congressional District

Oakland CA-9

Modesto CA-18
Sacramento CA-5

Stockton CA-18
East Palo Alto CA-14
Huntington Park CA-34
South Gate CA-39
Los Angeles CA-35

PR/Award # S374A120038
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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

|Jennifer Jordan

|Chief Executive Officer

* APPLICANT ORGANIZATION

* DATE SUBMITTED

|Aspire Public Schools

lo7/26/2012 |

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 |Aspire Public Schools
* Street 1 | | Street 2 | ] |
1001 22nd St. Ave Suite 100
City |Oakland | State |CZ—\: California | Zp |94606 |
Congressional District, if known: |CA=9 |
6. * Federal Department/Agency: 7. * Federal Program Name/Description:

U.S. 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 | |
n/a
n/a

* Street 1 | | Street 2 | |

* City | | State | | Zip | |

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

Prefix I:I * First Name o/a | Middle Name | |
* Last Name | | Suffix I:I
n/a

* 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: |Jennifer Jordan |

*Name: Prefix I:I * First Name |Jameo | Middle Name |

* Last Name . Suffix
Willcox
Title: [chief Executive Officer |Te|ephone No.: [510-434-5036 |Date: |O7/26/2012
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.

Aspire Employee Handbook_Relevant Sections|

| Delete Attachment | View Attachment




EQUAL EMPLOYMENT OPPORTUNITY

Aspire is an equal opportunity employer and makes employment decisions based on merit.
Aspire policy prohibits unlawful discrimination on the basis of race, ethnic group, color, sex
(including pregnancy, childbirth, or related medical conditions), national origin, registered
domestic partner status, ancestry, religion, creed, physical or mental disability, marital status,
medical condition, sexual orientation, veteran status, age, or the appearance of any of these
characteristics, and any other basis protected by federal, state, or local law. When necessary,
Aspire also makes reasonable accommodations for disabled team members, unless undue
hardship would result.

Aspire promotes a positive, productive work environment within which all individuals are
treated with respect and dignity. Each individual has the right to work in a professional
atmosphere that promotes equal opportunity and prohibits discriminatory practices. It is the
responsibility of every team member to conscientiously follow this policy.

ANTI-HARASSMENT POLICY

Aspire is committed to providing a work environment free of unlawful harassment. In
accordance with applicable law, Aspire policy prohibits sexual harassment and harassment
because of race, ethnic group, color, sex (including pregnancy, childbirth, or related
medicalconditions), national origin, registered domestic partner status, ancestry, religion, creed,
physical or mental disability, marital status, medical condition, sexual orientation, veteran status,
age, or the appearance of any of these conditions, and any other basis protected by federal, state,
or local law. All such harassment is unlawful and will not be tolerated. This policy applies to all
person involved in the operation of Aspire, including but not limited to, supervisors, managers,
other team members, students, students’ family members, and vendors.

Sexual Harassment Defined

Applicable state and federal law define sexual harassment as unwanted sexual advances,
requests for sexual favors, or visual, verbal, or physical conduct of a sexual nature when: (1)
submission to the conduct is made a term or condition of employment; or (2) submission to or
rejection of the conduct is used as basis for employment decisions affecting the individual; or
(3) the conduct has the purpose or effect of unreasonably interfering with the team member’s
work performance or creating an intimidating, hostile, or offensive working environment. This
definition includes many forms of offensive behavior. The following is a non-exhaustive
partial list:

Unwanted sexual advances;
Offering employment benefits in exchange for sexual favors;
Making or threatening reprisals after a negative response to sexual advances;

Visual conduct such as leering, making sexual gestures, or displaying sexually suggestive
objects, pictures, cartoons, or posters;

PR/Award # S374A120038
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Verbal conduct such as making or using derogatory comments, epithets, slurs, sexually
explicit jokes, or comments about any team member’s body or dress;

Verbal sexual advances or propositions;

Verbal abuse of a sexual nature, graphic verbal commentary about an individual’s body,

sexually degrading words to describe an individual, or suggestive or obscene letters,
notes, or invitations;

Physical conduct such as touching, assault, or impeding or blocking movements; and

Retaliation for reporting harassment or threatening to report harassment.

It is unlawful for males to sexually harass females or other males, and for females to sexually
harass males or other females. Sexual harassment on the job is unlawful whether it involves
coworker harassment, harassment by a manager or supervisor, or harassment by persons doing
business with or for Aspire.

Other Types of Harassment

Prohibited harassment on the basis of race, ethnic group, color, national origin, registered
domestic partner status, ancestry, religion, physical or mental disability, marital status, medical
condition, sexual orientation, veteran status, age, or any other protected basis, includes
behavior similar to sexual harassment, such as:

Verbal conduct such as threats, epithets, derogatory comments, or slurs;

Visual conduct such as derogatory posters, photographs, cartoons, drawings, or
gestures;

Physical conduct such as assault, unwanted touching, or blocking normal movement;
and

Retaliation for reporting harassment or threatening to report harassment.

Harassment Complaint Procedure

Aspire’s complaint procedure provides for an immediate, thorough, and objective investigation
of any claim of unlawful or prohibited harassment, appropriate disciplinary action against one
found to have engaged in prohibited harassment, and appropriate remedies for any victim of
harassment. A claim of harassment may exist even if the team member has not lost a job or
some economic benefit.

Any Aspire team member who believes that s/he has been harassed on the job, or becomes
aware of the harassment of others, is encouraged to inform the offender that this behavior is
unwelcome. A written or verbal complaint to the supervisor, manager, Human Resources, or
any other member of management should also be made as soon as possible. The complaint
should be as detailed as possible, including the names of individuals involved, the names of any
witnesses, direct quotations when language is relevant, and any documentary evidence (notes,
pictures, cartoons, etc.).

PR/Award # S374A120038
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All incidents of prohibited harassment that are reported will be investigated. Aspire will
immediately undertake or direct an effective, thorough, and objective investigation of the
harassment allegations. The investigation will be completed and a determination regarding the
reported harassment will be made and communicated to the team member who complained and
to the accused harasser(s).

If Aspire determines that prohibited harassment or other conduct that violates an Aspire policy
has occurred, the organization will take effective remedial action commensurate with the
circumstances. Appropriate action will also be taken to deter any future harassment. If a
complaint of prohibited conduct is substantiated, appropriate disciplinary action, up to and
including immediate termination, will be taken. Whatever action is taken against the
wrongdoer will be communicated to the team member who complained. Applicable law
prohibits retaliation against any team member who complains of prohibited harassment or who
participates in an investigation.

Aspire encourages that all team members report any incidents of harassment immediately so
that complaints can be quickly and fairly resolved. Please be aware that the Federal Equal
Employment Opportunity Commission (EEOC) and the California Department of Fair
Employment and Housing (DFEH) investigate and prosecute complaints of prohibited
harassment in employment. Any employee who believes that s/he has been harassed or
retaliated against for resisting and/or reporting may file a complaint with the appropriate
agency. The nearest office is listed in the telephone book.

Liability for Harassment

Any team member of Aspire, who is found to have engaged in prohibited harassment is subject
to disciplinary action, up to and including immediate termination of employment. Any team
member who engages in prohibited harassment, including any supervisor or manager who
knew about the harassment but took no action to stop it, may be held personally liable for
monetary damages. Aspire does not consider conduct in violation of this policy to be within
the course and scope of employment or the direct consequence of the discharge of one’s duties.
Accordingly, to the extent permitted by law, Aspire reserves the right not to provide a defense
or pay damages assessed against team members for conduct in violation of this policy.

DISABILITIES - REASONABLE ACCOMMODATION

In accordance with applicable federal and state law protecting qualified individuals with known
disabilities, Aspire will attempt to reasonably accommodate those individuals unless doing so
would create undue hardship on Aspire. To ensure that Aspire understands the person’s
particular needs, any person who requires a reasonable accommodation in order to perform the
essential functions of the job should contact Human Resources and request such an
accommodation.

Aspire is committed to engaging in a timely, good faith interactive process with any qualified
person with a disability who requests an accommodation in order to ascertain whether an
effective, reasonable accommodation exists. The request should specify what accommodation

PR/Award # S374A120038
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the individual believes is needed to perform the job. Aspire then will conduct an investigation
to identify the barriers that make it difficult for the individual to have an equal opportunity to
perform his or her job. Aspire, in consultation with the individual, will identify possible
accommodations that will help eliminate the limitation.

WORKERS' COMPENSATION

Workers' Compensation is designed to ensure that employees who are injured, become ill or
disabled on the job are provided with needed medical benefits and wage-loss protection. A
team member who sustains a work-related injury should immediately notify his/her supervisor,
Office Manager and the Human Resources Department. Should the injury require the attention
of a doctor, the site principal, supervisor or Office Manager can provide the number of the
Workers” Compensation Carrier’s Physician Network Referral Unit. For reporting regulations,
team members who have an on-the-job injury are required to see one of Aspire’s approved
worker’s compensation doctors — seeing one’s own primary care provider is not equivalent. All
site Office Managers have a listing of clinics in the local area which are approved to treat
employees reporting a work-related injury. In the case of an emergency, team members should
go to the nearest hospital emergency room for treatment and then utilize the Network Referral
Unit if additional treatment is necessary.
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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.
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ABSTRACT

Aspire Public Schools, a California-based nonprofit (501)(c)(3) charter
management organization (CMO) committed to creating small, high performing, college-
ready public schools, is applying for a General TIF Competition grant in partnership with
29 of its schools, each a qualified LEA. The application addresses Competitive Priority 5
An Educator Salary Structure based on Effectiveness as well as the two Absolute
Priorities. The 29 Aspire schools are: Alexander Twilight College Preparatory Academy,
Alexander Twilight Secondary Academy, Capitol Heights Academy, APEX Academy,
Langston Hughes Academy, Port City Academy, River Oaks Charter School, Rosa Parks
Academy, Summit Charter Academy, Vanguard College Preparatory Academy,
California College Preparatory Academy, College Academy, East Palo Alto Charter
School, East Palo Alto Phoenix Academy, ERES Academy, Golden State College
Preparatory Academy, Lionel Wilson College Preparatory Academy, Millsmont
Academy, Monarch Academy, Antonio Maria Lugo Academy, Firestone Academy,
Gateway Academy, Huntington Park Charter School, Inskeep Academy, Junior
Collegiate Academy, Pacific Academy, Slauson Academy, Tate Academy, and Titan
Academy.

Aspire Public Schools consists of 34 high-need schools in California. Aspire
has previously piloted its PBCS in two of its schools and proposes, through this TIF
grant, to bring the project to scale. Aspire’s overarching goal is to provide the best quality
education to the high-need students in its schools, enabling them to graduate from high
school, college-ready. The performance based compensation system (PBCS) developed
within the scope of Aspire’s Human Capital Management System (HCMS) provides
incentives and additional compensation for teachers and principals who are found to be
effective or better in evaluations, as well as those who take on additional responsibilities
and leadership roles. The PBCS guides Aspire’s policies concerning compensation of
educators, professional development, and advancement for teachers and principals.
Through this TIF grant, Alliance proposes to expand its PBCS and extend the teacher

evaluation and compensation system to additional staff.
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The Goal of Aspire TIF is to effectively enhance student achievement so that high-

need students graduate from high school fully prepared for college success.

Objective #1: Improve teacher effectiveness to compel these measurable results
in student achievement: By 2014, Aspire expects 25% of students to graduate with a
score of 3, 4 or 5 on at least one AP test or earn three UC/CSU approved credits, 15% of
students to pass the Math EAP and 20% to pass the ELA EAP. By the close of the grant,
Aspire will surpass the California average of 20% of students passing at least one AP

exam by graduation.

Objective #2: Improve principal effectiveness to compel measureable results in
student achievement, graduation rates, and college readiness as defined and measured in
the following project evaluation plan.

Specific activities include:

(1) Implement residency programs for teachers in the hard-to-staff areas of math,
science and special education, and other areas as appropriate to enhance
recruitment of educators on a fast track to effectiveness.

(2) Evaluate teachers using a standards-based, rubric-assessed evaluation tool in
conjunction with a measure of student growth based on a transparent value-added
model.

(3) Develop teachers through targeted mentoring and differentiated professional
development based on evaluation results.

(4) Implement career path and reward teachers systematically to develop
effectiveness, positively impacting student achievement.

(5) Promote and reward principals systematically to ensure leadership which
cultivates teacher effectiveness and student achievement.

(6) Recruit and retain effective teachers and principals.

Neither Aspire nor any of the partner LEAs are involved in any other TIF application
during FY2012.
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Aspire Charter Schools -TIF Page 1

Priority 1 (Absolute): An LEA-wide Human Capital Management System (HCMS) with

Educator Evaluation Systems at the Center.

(1) How HCMS is aligned with Aspire’s vision of instructional improvement

Aspire is a nonprofit (501)(c)(3) charter management organization (CMO) committed to
creating small, high performing, college-ready public schools. As a non-profit organization,
Aspire is applying in partnership with 29 of its schools, each a qualified LEA. Attached is proof
of Aspire’s non-profit status, along with MOUs signed by each partnering LEA. Aspire is often
credited as the creator of the non-profit charter management organization model.

“The CMO phenomenon can be traced to the time when Don Shalvey (former San

Carlos, California, superintendent) teamed up with multimillionaire education activist

Reed Hastings to form Aspire Schools. Business leader Hastings thought for-profit

firms generated too much controversy and too little profit to survive. Shalvey was a

respected educator who could inspire other educators to take risks and work together in

new ways. Aspire’s early momentum created a kind of “buzz” that inspired other pro-

charter foundations to back similar nonprofit management organizations.”

As aresult of its successes, Aspire is a lead partner in a $60 million project funded by the
Bill and Melinda Gates Foundation (hereinafter Gates), which is designed to increase effective
teaching so that more students graduate college-ready. The first-of-its-kind partnership—known
as The College-Ready Promise (TCRP)—was named one of the foundation’s Intensive
Partnerships for Effective Teaching sites because of its innovative plan to reform how teachers

are recruited, evaluated, supported, retained, and rewarded. The College-Ready Promise directly

! “Quantity Counts: The Growth Of Charter School Management Organizations,” August 2007,

National Charter School Research Project, Center on Reinventing Public Education
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supports the American Recovery and Reinvestment Act emphasis on measuring teacher
effectiveness and ensuring that effective teachers serve traditionally underserved students.
TCRP represents a collaborative among four California-based Charter Management
Organizations to work together and focus on improving the effectiveness of teachers and
principals. TCRP was awarded a TIF grant in 2010 to develop performance-based compensation
system (PBCS) that informs all human capital decisions within their schools, including attracting,
hiring, and retaining the best, most qualified teachers and principals available. This system is
currently being piloted successfully in eight case study schools (including 2 Aspire schools).
Aspire’s overarching goal is to provide the best quality education to the high-need
students in its schools, enabling them to graduate from high school, college-ready. Aspire places
great emphasis upon making the educators in its schools the best they can be. Through the
performance based compensation system (PBCS) developed within the scope of the TCRP TIF
grant, Aspire’s Human Capital Management System (HCMS) provides incentives and additional
compensation for teachers and principals who are found to be effective or better in evaluations,
as well as those who take on additional responsibilities and leadership roles. The PBCS guides
Aspire’s HCMS policies concerning compensation of educators, professional development, and
advancement for teachers and principals. This request is for $28.6 Million over five years
dollars will allow it to expand the original PBCS to all of its schools, as well as extending the
teacher evaluation and compensation system to all teachers, in particular to add teachers of
special education and non-tested subjects. Attached to this proposal is a list of the 29 high-need
schools in the Aspire system to which the PBCS will be extended; the list also shows a
breakdown per school of the 84% of Aspire students eligible for free or reduced priced meals.

(2) Aspire uses information generated by its evaluation systems to inform key human
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Aspire Charter Schools -TIF Page 3

capital decisions, including recruitment, hiring, placement, retention, dismissal,
compensation, professional development, and promotion.

Building on strong track records of success, Aspire established a seven-year, nine-point
plan to collectively reform human resource systems in ways that better develop, identify, reward,
deploy, and retain the most effective educators. The TIF grant has allowed Aspire to refine and
implement five of the nine components of the reform initiative: teacher evaluation, professional
development, principal effectiveness, career path, and differentiated compensation components.
These Five TIF-sponsored components are known as Educator Effectiveness. The data received
from this system will help support the growth of developing teachers, identify existing highly
effective educators and incent them, through robust career options, to remain in the classroom
where they have the greatest impact on students.

The Goal of the Educator Effectiveness System is to increase student achievement and
ensure that students are prepared to enter college-level courses without remediation; within five
years, Aspire expects changes from its reform efforts to result in 70-75% of Aspire’s high-
minority, high-poverty students to score at advanced or proficient levels on required state
assessments and twice the current percentage to enter college fully prepared for college-level
work.

(3) Aspire’s human capital strategies ensure that its high-need schools attract and retain
effective educators.

Aspire has undertaken a set of strategies to recruit effective teachers in hard-to-staff
subjects, implementing a performance-based compensation system (PBCS) which develops,
rewards, and retains highly effective teachers and leaders who can accelerate academic

progress for students who enter school far behind grade level. Data informs decisions on
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recruitment, hiring, compensation, career advancement, and retention of educators. Two of
Aspire’s schools have successfully piloted the PBCS. With this grant, Aspire will bring these
strategies to scale and provide enhanced teacher effectiveness to all of its high-need schools and
further refine its existing systems.

(4) Proposed modifications to Aspire’s HCMS includes the features described above.

The proposed modifications are extending the HCMS to include a more robust career
pathway that provides advancement opportunities once teachers reach specific effectiveness
levels. Aspire will continue the ongoing process of HCMS refinement in response to experience
and stakeholder feedback. Implementation of the expansion to additional schools and the
extension to additional staff will take place no later than the second year of the grant cycle. A
clearly defined timetable is included later in this application.

Priority 2 (Absolute): LEA-wide Educator Evaluation Systems Based, in Significant Part,

on Student Growth.

Educator Effectiveness offers promotion within the teaching career, as well as an
enhanced opportunity to move into administration. A teacher’s effectiveness score is determined
after a year or two in the classroom and is based: 40% on student achievement (Individual and
School-wide) and 60% on Teacher Practice and Behavior, as determined by 40% principal
observations, 5% peer feedback, and 15% student and family feedback.

Every Aspire teacher is observed at least twice each year. Teacher evaluations metrics are
applied across the board. Student growth percentile (SGP) is measured on standardized tests.
SGP describes a student’s growth by comparing his/her current achievement to his/her academic
peers. An academic peer is a student with a similar starting point and has similar prior

achievement. Student growth is also measured as a combination of individual teacher and school-
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wide SGP. For tested subjects, the assessments look at individual teacher SGP; for non-tested
subjects, the school SGP. Aspire weights student growth as follows: For tested subjects, 30%
individual SGP, 10% school-wide SGP; for non-tested subjects, 40% school-wide SGP.

(4) Aspire’s LEA-wide educator evaluation system implementation timeline.

The educator evaluation system is currently functional. During the first year of the TIF grant,
Aspire will make refinements to the evaluation system to include all teachers and principals;
during the entire five years of the grant, Aspire will continue to refine and improve the system
based on lessons learned during implementation and stakeholder feedback.

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

(a) How Aspire will use overall evaluation ratings to determine educator salaries;

Aspire will implement PBCS Model 1: Both (1) Additional compensation for teachers
and principals who receive an overall rating of effective or higher, and (2) teachers and
principals eligible for additional compensation based on their evaluation will also be eligible for
additional compensation for taking on additional responsibilities and leadership roles outlined on
the career pathway.

Data from teacher evaluation ratings are already being used to determine salaries for
teachers and principals. Aspire expects to implement a new compensation structure which includes
all teachers by the second year of the grant.

In 2012-13, teachers will earn awards based on their demonstrated effectiveness. From
2013 on, awards will be replaced with a compensation scale based on effectiveness measured
through the evaluation system described in this application.

Two of the main tenets of Aspire’s Mission Statement are to “Increase the academic

performance of underserved students” and “Develop effective educators.” Put simply, Aspire
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aims to make “college for certain” a reality for its students and change the odds for students in
low income neighborhoods. Aspire believes the key driver in that effort is to create schools
where students are taught by highly effective teachers year after year. To develop, and retain,
highly effective teachers, educators must derive satisfaction, happiness, and a sense of
effectiveness from the difficult work that they do.

Aspire remains focused on its goal of developing and retaining highly effective teachers.
Through the creation and adoption of the Teacher Effectiveness rubric as a tool for norming
principals, instructional coaches, and teachers around a common understanding of effective
teaching that can be used for providing “indicator specific” supports, Aspire aims to develop and
retain highly effective teachers. These individualized supports will be aligned to specific growth
areas identified by teacher data resulting from classroom observations, student growth scores,
and stakeholder survey feedback.

When Aspire piloted the teacher effectiveness evaluation system in 2010-2011, the
organization began with a “pie” structure in which six evaluation measures (formal observations,
informal observations, student growth, and student, family, and peer survey data) were assigned
a weight and used to calculate a teacher’s effectiveness level. Based on feedback from pilot
teachers, who expressed a desire not to have the important work that they do reduced to “a
number,” Aspire evolved the system so that it takes into account certain thresholds of
effectiveness in the six measures.

Although the preliminary models were built using a limited sample of formal observation
and SGP data, Aspire was able to discover trends in its current compensation structure across the
organization. This is the first time that Aspire has been able to compare teacher salaries and

effectiveness levels, and it discovered a broad range of salaries within a given effectiveness
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level. While Aspire acknowledges that individual effectiveness isn’t the only dimension that is

important, the compensation range is wider than anticipated.

To address the misalignment between teacher effectiveness level and compensation that
exists (according to Aspire’s proxy data), Aspire seeks to implement compensation “floors.”
Meaning, in the first year of the performance based compensation system, Aspire will award
compensation based on the effectiveness measures so that a teacher’s compensation will be more
commensurate to his/her effectiveness level, as opposed to other factors that may have
previously determined compensation. The final determination of the level (or amount) of these
“floors” is being determined as more complete data sets of Aspire teacher’s formal observation
and median SGP levels become available.

(b) Aspire will use TIF funds to support the salary structure based on effectiveness in the
high-need schools listed in response to Requirement 3(a) (c). The implementation is
feasible, given that it has robust stakeholder support and applicable LEA-level policies.

Throughout all Aspire schools, stakeholders are not only in agreement with the goals and
design of the described PBCS and evaluation system, they are also participants in the process of
creating the components necessary to make it work.

Throughout the development and implementation of Aspire’s teacher effectiveness, there
have been many opportunities for every Aspire team member to provide feedback. Nearly 200
Aspire teachers participated in Focus Groups and on Advisory Panels from 2010-2012. They
provided critical insight, ideas, and questions that fundamentally shaped the design of teacher
effectiveness at Aspire. During the 2011-2012 school year, 388 Aspire teachers (nearly 80% of
all Aspire teachers) piloted one or more of the teacher effectiveness components. At the same

time, teachers across the organization were able to share their insights via surveys, interactive
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webinars, and during school-site visits. Finally, in the Fall of 2011all Aspire team members were
provided training on the formal observation rubric and teacher effectiveness measures at regional
professional development days. Throughout the stakeholder sessions, feedback was gathered to
refine the system. High quality participation and support is an essential strength of the initiative.

As described throughout this application, teachers have been instrumental in the
development and testing of Aspire’s PBCS. Aspire has received significant positive teacher
support for its current PBCS model. For example, Aspire sought teacher feedback when deciding
how to distribute effectiveness-based funding through its PBCS. 65% of teachers approved of the
plan for Aspire to pay teachers commensurate with their effectiveness "floors," and Aspire chose
to adopt this system based on teachers’ positive feedback. Teachers were also asked to choose
among three models for fund distribution, coined “share the wealth,” “meet in the middle,” and
“big results, big rewards.” 59% of teachers chose the “meet in the middle” model, which would
result in a significant difference in the amount of bonus pay teachers received based on their
effectiveness levels. Aspire based its decision to adopt a “meet in the middle” model of
distribution on this teacher feedback.

NO union is the exclusive representative of teachers or principals in any participating LEA.

(a) Coherent and Comprehensive Human Capital Management System

Since opening its first charter school in 1999, Aspire has created 34 high-quality, small,
college-preparatory schools in California, and it has demonstrated the important role of charter
schools in providing education opportunities for underserved students. Individually, Aspire
Public Schools are among the most successful schools serving low-income and minority students
in California. Collectively, Aspire Public Schools are helping to drive student achievement and

graduation rates upward in some of the state’s most challenging districts.

PR/Award # S374A120038
Page e30



Aspire Charter Schools -TIF Page 9

In 2011-12, Aspire served 12,000 students (75% of them low-income) in 34 schools in
three discrete CA regions. Our students are 75% low-income and 80% minority. Students are
62% Latino, 18% African American, 30% English Language Learners, 5% Special Education;
and 72% participate in the Free/Reduced Meal Program. All (100%) Aspire students are
considered educationally disadvantaged.

Even though Aspire is much more successful than surrounding schools at helping
disadvantaged students enter college, too many are still required to take remedial courses once
they arrive. Only about 5-10% of students begin college level courses without the need for
remediation. In California, high school juniors can take the Early Assessment Program (EAP)
exam which provides a clear picture of whether students are ready for first-year college courses
at California State University (and soon the University of California and California Community
College System). As a result, California—unlike most states—has a true measure of college
readiness that Aspire can use to track our success.

Aspire is committed to improving the college-readiness rates of its students, ensuring that
students who continue on to higher education are fully prepared to enter college-level courses.
To achieve this, Aspire is undertaking several interrelated initiatives to ensure that all of its
teachers are highly effective and can accelerate academic progress for students who enter school

far behind grade level. The goal is to increase student achievement by:

e Setting clear standards and raising the bar for instructional excellence across the
organization captured in Aspire’s teacher effectiveness rubric;
o Retaining highly effective teachers through an enhanced career pathway, teacher

recognition & reward;
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e Reinforcing the value Aspire places on great teaching. Maintaining an individual data
record for each student to identify his/her needs, interests, and progress toward
proficiency on core content standards, English language development, and college-
readiness. Aspire schools provide multiple ongoing opportunities to measure student
learning and to inform instruction through real life projects, analysis of student work
portfolios, and interim assessments, as well as standardized on-demand assessments.
Some students create electronic portfolios of selected student work that demonstrates
proficiency in applying skills and concepts in real life project-based learning.

e Conducting interim assessments throughout Aspire schools in core content standards in
reading, math, science, and history/social science. Interim assessments inform instruction
and provide immediate individual student information on progress toward proficiency on
California state standards. Secondary students take CSU 11th grade early entrance
assessment and CSU placement tests as a key indicator of college-readiness.

(1) HCMS is aligned with Aspire’s vision of instructional improvement.

At Aspire, we believe that in order to close the achievement gap, a student must be taught
by highly effective teachers and that a teacher incrementally increases his/her effectiveness only
through many thousands of hours of deep focused practice and reflection. Therefore, we aim to
build a team of educators who feel supported, satisfied in their work, and that are constantly

increasing their effectiveness with students. Aspire’s Goal: Get students to and through college:

PR/Award # S374A120038
Page e32



Aspire Charter Schools -TIF Page 11

» That depends on a great teacher in every classroom

which depends on building expertise in every teacher

Which depends on 10, 20 and 30,000 hours of deliberate practice and deep support

which depends on teacher satisfaction

which depends on teacher happiness

Which depends on teachers’ sense of efficacy/effectiveness

Aspire recognizes that the education sector has long relied on a step-and-column salary
structure wherein teacher compensation is linked to cost-of-living increases, years of service, and
continuing education credits. It believes in re-professionalizing teaching through the concept of a
career path. For this reason, Aspire developed the Educator Effectiveness framework, mentioned
above, which rewards teachers based on their ability to improve student outcomes instead of their

educational credits or years in the classroom.

Key Components of Aspire Educator Effectiveness Plan When

Systematic Teacher Support and Development: Improving support for

teachers through coaching and mentoring from highly effective colleagues,
better data on student progress, and professional development that is better
Ongoing since
customized to individual needs. This individualized professional development
2011
will be aligned to specific growth areas identified by teacher data resulting

from classroom observations, student growth scores, and stakeholder survey

feedback.

Setting clear expectations and measures of teacher effectiveness: improving [ Ongoing since

evaluation of teacher effectiveness, including using student achievement data  |2011
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as part of a set of measures that can inform how teachers are supported and

rewarded

Growth and Compensation Based on Effectiveness: Providing increased Career Path &

compensation and more robust career opportunities in the classroom for those |Compensation

teachers who are highly effective starts Fall 2013
Start Spring
Expand and Enhance all systems: Include all teachers.
2013
By end of TIF

Bring to Scale at 100% of Aspire Schools
grant period.

Over the past 20 years, mid- and senior-level teachers have experienced an increasing
earning gap relative to comparably educated and experienced workers in other professions. To
attract and retain highly-effective teachers, this trend must be reversed. Data from teacher
evaluation ratings are critical to determining educator salaries and are already being used for
teachers and principals. Because design and implementation of the evaluation system has already
been successfully implemented, Aspire expects to implement a new salary structure for all teachers
by the second year of the grant.

Aspire has designed and implemented new practices to recruit, train, evaluate, and
compensate highly effective teachers and principals with these four key elements:

1) New career paths that reward highly effective teachers with higher pay and allow them to
remain in the classroom as master teachers and mentors;

2) Professional development opportunities that provide targeted support to help teachers
improve their practice and meet the needs of their students;

3) A year-long Aspire Teacher and Principal Residency Program to make sure new teachers

PR/Award # S374A120038
Page e34




Aspire Charter Schools -TIF Page 13

and principals are better prepared on the first day of school—and to provide training and
support for principals to strengthen their leadership and make sure these initiatives are
implemented with integrity;

4) A fair, transparent, and meaningful evaluation system to identify effective teachers and
principals based on multiple factors, including growth in student academic achievement.

Under traditional career enhancement and compensation systems, highly effective
teachers had two choices: leave the classroom to become an administrator or forego promotion.
The Educator Effectiveness framework offers promotion within the teaching career pathway, as
well as an enhanced opportunity to move into administration. The transparent evaluation system
based on multiple measures includes 40% on student achievement, 30-40% on observations, and
20-30% on student, parent, and peer surveys, the teacher’s effectiveness score will be determined
after one to two years in the classroom.

The overarching goal of the Educator Effectiveness system is to further increase student
achievement and ensure that students are prepared to enter college-level courses without
remediation. Within five years, Aspire expects its reform efforts to result in 70-75% of its high-
minority, high-poverty students scoring at advanced or proficient levels on the state assessments
and for its students to enter college fully prepared for college-level work. With a dual emphasis
on strategies that can increase both teacher effectiveness and principal effectiveness, Aspire’s
vision includes the elements shown below:

Teacher Effectiveness consists of data-driven evaluations of teachers and administrators.
The evaluations will be used to create a fair and equitable system of compensation, which will
lead to more effective teachers, as well as better processes for recruitment, retention,

compensation, and promotion of teachers and administrators. This process can and will lead to
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continuous improvements in the educational success of Aspire’s students.

Some teachers become highly effective at a rapid pace. Others are given every
opportunity for growth, but may not develop. Such teachers are placed on a support plan based
on principal discretion and if data indicate that they are not making adequate progress. The
support plan includes coaching support and additional observations.

A primary purpose of the teacher evaluation system is to place teachers on a career path
that: rewards high performance; includes opportunities for additional support for
underperformers and a mechanism for moving teachers along the career path; creates
opportunities for the most highly-effective teachers to be placed with the highest-need students;
attracts highly-effective and high-potential teachers because of its transparency; supports
teachers in increasing their effectiveness through differentiated professional development
opportunities; and sets the expectation that every teacher must become highly effective within
five years.

Elements of the Career Path component include: (1) hands-on, high-touch
Implementation Coaches who work directly with teachers to understand and provide feedback on
the model, help teachers make career plans, and guide teachers along their selected career path,
as well as, (2) vendors who provide expert support to inform the design of the career path and
aligned compensation system, determine baseline composition of teachers based on one year of
new evaluation system data and model out compensation implications, and refine cut scores for
career path and compensation levels, as needed.

All teachers reaching Master Teacher level work 10-11 months per year, providing
summer instruction to students working to come up to grade level or professional development to

colleagues. Master teachers have the option to become a: (1) mentor or run a lab class for teacher
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residents; (2) provide onsite teacher support (3) Teacher Coach, who runs a residency course or
guides less than effective teachers to facilitate improvement; or (4) Administrator, working as a
site leader or participating in an internship or in the principal residency.

A Master teacher earns more than any prior level and, upon reaching Master level, has the
potential to earn significantly more upon his/her selection of a pathway option. Working with the
highest-need students is strongly encouraged for teachers reaching the highest tiers on the career
path, providing a significant incentive for effective teachers to serve the highest-need students.
Highly effective teachers are characterized by their ability to teach students with sufficient rigor
and skill so their students genuinely achieve college readiness by the time they graduate from
high school. The numerous combinations of scores define the importance, accuracy, and fairness
to teachers in their placement.

(2) HCMS increases the number of effective educators in Aspire’s high-need schools.
(i) Human capital decisions consider educator effectiveness.

Engaging more effective teachers and principals is Aspire’s primary strategy for meeting
its college readiness goals for students. By hiring, retaining, and better deploying more effective
educators, Aspire’s students graduate with a greater level of preparedness and will attain lower
college drop-out rates and improved post-college opportunities.

Aspire HCMS is improving and maintaining the quality of its educator workforce. Data
from its teacher evaluations support continuous improvement in teachers’ ability to enhance
student achievement. Aspire HCMS includes recruitment and hiring of educators, monitoring
and assessing their performance, providing both financial and non-financial incentives to
increase performance and retain the most effective teachers and principals. As Aspire has been

rolling out new teacher and principal evaluation systems that better identify and cultivate talent,
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and as it makes other reforms to its human resource systems, the percentage of Highly Effective
teachers will increase from 10-15% of teachers to 40%. Aspire’s students are working hard to be
successful. Its properly trained, effective teachers show them how to succeed, cutting short the
repetitive cycle of poverty.
Educator effectiveness based on the evaluation systems drives human capital decisions.

Our new educator effectiveness system supplies the data and infrastructure to inform our
most important human capital decisions. Evaluations conducted while developing Aspire’s
HCMS have shown that the key to student growth and achievement is teachers’ quality and
effectiveness. Clearly, raising the quality of teachers will improve student achievement.
Groundbreaking research by Daniel Pink on motivation confirms that a primary predictor of job
satisfaction is feeling effective. Teachers who feel effective are likely to do what it takes to
enhance their effectiveness and stay in the job.

Prior to the development of our educator effectiveness system we estimated only 6% of
Aspire teacher were highly effective. Educator Effectiveness has overhauled teacher and principal
evaluation impacting retention and quality of instruction. The teacher evaluation system relies on
these two innovations:

(A)  Calculations of student learning growth helps gauge teacher effectiveness at

helping students achieve, and
(B)  Ability to objectively assess teacher effectiveness in promoting student learning
through the use of a standards-based rubric and other measures of effectiveness.

Aspire’s expectations for highly effective principals are comparable: leaders who have

demonstrated that the majority of high-need students in their school consistently make more than

one year of academic progress in a given year. The limited number of highly effective educators
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and administrators restricts what may be accomplished in improving student achievement and
dampens aspirations for ensuring that every student graduates from high school truly ready for
college—which is why Aspire has committed to this ambitious reform plan.

Contributing to the challenge of employing many more highly effective educators are
issues of turnover, experience, and subject-area expertise. In Aspire schools 72.5% of teachers
are within their first three years with Aspire, while 62.3% of Aspire teachers are within their
first three years of the profession. Hard-to-staff subjects and specialty areas, such as math and
science, attract fewer candidates for each open position, and principals do not have the luxury of
being selective with new hires. Finding the right individuals is a daunting challenge. Retention
of effective teachers and principals is also a challenge. The highest-need students often face
additional challenges outside of school. Truly supporting these students takes a deep
commitment and can be emotionally draining. In exit surveys, teachers cite an insufficient
evaluation system, lack of advancement opportunities, and desire for more effective professional
development as reasons for departing Aspire. Currently, 15% of teachers leave each year; most
leave voluntarily, but 7% are dismissed. (Some 29% of teachers depart Aspire after their second
year.) These rates compare to a 13% turnover California-wide in the first two years. High
turnover rates are alarming when considering that the cost of replacing a teacher is estimated to
be about $24,000.

Through better recruitment and retention of effective teachers for hard-to-staff subject
areas, and through the targeted professional development and the overhauled human resources
systems envisioned by Aspire’s comprehensive reform plan, its schools will become magnets for
attracting and keeping exceptional educators, and pioneers in closing achievement gaps.

(ii) Aspire HCMS includes substantial prior experience using the educator evaluation
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system to inform human capital decisions.

As previously described, Aspire’s HCMS is a powerful model for identifying and
grooming highly effective teachers and principals by systematically addressing four common
gaps in school system human resource systems: idiosyncratic evaluations; uneven support and
poor quality professional development; lack of career path and growth opportunities; and
principals with little training in hiring, coaching or developing teachers. Through the Gates
Foundation and the previous TIF grant, Aspire has developed and is implementing a sound, data-
driven evaluation system for teachers and principals. Aspire has piloted this system successfully
in two of its schools and is ready to implement it across the remaining Aspire schools. There are
NO Aspire policies that will inhibit or delay implementation of this project.

(iii) Aspire’s leadership is committed to implementing the described HCMS.

Aspire is committed to ensuring that its students graduate from high school fully prepared
to enter college-level courses and succeed in college. As the partnership with TCRP in the Gates
Foundation and TIF grants to improve teacher effectiveness attests, Aspire leaders are firmly
committed to its teacher effectiveness system which is currently — and successfully — being rolled
out throughout its schools. Aspire’s Chief Executive Officer, serves as the President of the
TCRP Board of Directors. Moreover, Aspire has set an organizational “Must Achieve” that sets
the expectation that every educator will receive both formal and informal observations.

(iv)  Adequacy of financial and nonfinancial strategies and incentives, including PBCS,
for attracting and retaining effective educators to work in high-need schools.

Traditionally in America, less effective teachers often earn more than their more effective
colleagues simply due to years of service. The Educator Effectiveness system overturns that

paradigm. Because of Aspire’s teacher evaluation and support system, ineffective teachers are
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easily identified and given opportunities to improve, or leave their position if they do not
improve. Teachers need incentives to change habits and improve skill levels. Educator
Effectiveness provides several incentives: compensation based on the teacher’s own skill and
work level, individualized professional development, and career paths which offer opportunities
for leadership, promotion, and choice of direction.

Entry-level teachers, residents, and others beginning their careers, or those who have a
strong need to improve their skills as measured by student achievement, will be paid the base
compensation amount while they develop their effectiveness. As a teacher increases in
effectiveness to the Emerging category, that teacher will qualify for potentially a $3,000 bonus.
The bonus increase is a true reward for performance due to demonstrated effectiveness and a
high teacher evaluation rating. Teachers at the Master level will potentially be paid $8,000-
10,000 more than entry level pay.

Creation of a protocol for placing experienced teachers at an appropriate tier on the career
path and setting their first-year compensation is critical. To that end, Aspire is implementing a
tiered compensation system for experienced teachers. Placement at the initial tier is determined
by Aspire’s hiring committee, based on past evidence of student achievement as well as
performance on a demonstration lesson.

Over the past 20 years, mid- and senior-level teachers have experienced an increasing
earnings gap relative to comparably educated and experienced workers in other professions
(Allegretto, Corcoran, and Mishell, 2008). To attract and retain highly-effective teachers, this
trend must be reversed. In the new evaluation system, a Master teacher may potentially earn up
to a $10,000 bonus and has the potential to earn more upon selection of a career path. Teachers

wishing to remain in the classroom will have the opportunity for compensation comparable to
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administrators if they continue to be highly effective. In the career path, Aspire’s highest paid
teachers (i.e., master teachers and coaches) could potentially earn $ 75,000 to $ 85,000, while an
administrator’s average base salary is approximately $87,500.

In part to better understand the role of compensation as an incentive and the correct
amount that truly signals performance, the compensation component of the teacher career path

has been implemented in case study schools.
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(b) Rigorous, Valid, and Reliable Educator Evaluation Systems.

(1) Aspire has finalized a high-quality evaluation rubric.

In May of 2010, teams of educators completed the draft standards for the Teacher
Effectiveness Framework that defines the various abilities and practices of the highly effective
teacher and is the basis of 60% of teacher overall effectiveness calculation. Based heavily on the
work of Charlotte Danielson, the framework includes standards in the areas of planning and
preparation, the classroom learning environment, instruction, assessment and data-driven
instruction, professional responsibilities, and partnerships with families and community.

The standards and indicators for effective teaching are high but achievable. As result of
the collaboration in design, teacher effectiveness is now judged by a product which is truly the
work of teachers. The teacher performance rubric establishes four levels for teacher performance
across five broad domains: Data-Driven Planning and Assessment; Classroom Learning
Environment; Instruction; Professional Responsibilities; and Partnerships, Family, and
Community: The four levels of effective teaching include:

¢ Level I - Teaching shows evidence of not understanding the concepts underlying the
component; may represent practice that is harmful (actively and passively) and requires
intervention;

e Level II - Teaching shows evidence of knowledge and skills related to effective
teaching, but inconsistent performance;

e Level III - Teaching shows evidence of thorough knowledge of all aspects of the
profession. Students are engaged in learning. This is successful, accomplished,
professional, and effective teaching;

¢ Level IV — Classroom functions as a community of learners with student assumption of
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responsibility.

Aspire will use multiple measures, including classroom observations, student, family, and
peer feedback and students’ academic growth to determine a teacher’s rating for each domain.
For example, a teacher’s data for Classroom Learning Environment is informed by data from
classroom observations, student feedback, parent feedback and peer feedback.

Teachers now receive a complete, accurate evaluation due to the careful construction of
the system and the balance between student value-added achievement and adequate observations
by trained personnel. Teachers are formerly observed twice per year. The observation is a full
session, planned in advance. Aspire will measure growth for each individual student by
comparing the change in his/her CST performance to all other students in TCRP and Los
Angeles Unified School District (LAUSD) who had similar CST achievement results in previous
years (the student’s “academic peers”). This change will be reported as a Student Growth
Percentile (SGP) from 1 to 99. Higher student growth percentiles indicate more growth.

For example, a student with a growth percentile score of 60 performed better than 60
percent of students who had a similar starting point as measured by the prior year of
achievement. A growth percentile for a teacher is the median growth percentile for all the
students in his or her particular class. Finally, a growth percentile for a school is the median
growth percentile of all the students in the school.

During the pilot year, Aspire reported Student Growth Percentiles for ELA and
mathematics in grades 3 through 11. In 2011-2012, Aspire reported growth for other subjects,
such as science and social studies, in the middle and high schools.

One of the strengths of the Student Growth Percentile model is that it measures growth at

the top and bottom of the CST performance scale equally well. All students, no matter where
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they start, have the opportunity to exhibit growth from the 1% to 99 percentile. SGP accounts for
this by measuring each student’s growth relative to his or her academic peers.

Grade levels and subject area teachers without CST test scores will not receive individual
SGP scores until assessments exist for such subjects and grades. For the 2011-2012 school year,
Aspire will use school-wide SGP scores in place of individual SGP scores.

New content-area test development is underway for non-tested subjects, as the greatest
accuracy is derived by evaluating the growth between a fall pretest and a spring exam. To allow
reliable and effective use of the model in the overall evaluation system by all participants
(teachers, principals, coaches, leadership), the SGP model is coordinated with the creation of a
new student/teacher data system, funded through other sources and developed by Aspire.

Through focus groups, advisory panels, Webinars, and meetings last summer and fall,
Aspire sought and received stakeholder input in the design of the model to measure teacher
impact on student learning.

A core strategy that makes the process work is Implementation Coaches. Highly trained,
experienced coaches work with groups of principals and teachers to explore key concepts and
give additional input into the design. Coaches refine the work to meet individual school needs
and help ensure dialogue between the teaching staff and Aspire. The high-touch approach of
implementation coaches has been essential to success in other new educator evaluation systems
and is a key component of the teacher effectiveness plan. Reports are available to Aspire’s Home
Office, individual schools, teachers, and students, via an online data system. These reports will
help everyone—from funders and leaders to classroom projects—evaluate whether Educator
Effectiveness has succeeded and how it can continue to be improved.

Aspire performs ongoing evaluations to document best practices achieved and provide
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data for continuous improvement, as well as to inform parents and the community about the
degree to which Aspire schools are achieving their stated goals. Data informs all levels of Aspire
schools. Teacher and administrator evaluations build upon and parallel student evaluations. In a
sense, professional evaluation is a sort of “response to intervention” for staff, schools, and the
entire Aspire system. As with the students, evaluation informs “interventions,” such as
professional development, promotion, and pay increases. Aspire schools have seen some of the
highest academic achievement gains in California and rank among the top ten schools in the Los
Angeles Unified School District.

(3) Aspire implements high-quality multiple teacher and principal observations.

Aspire teachers receive a complete, accurate evaluation due to the careful construction of
the system and the balance between student value-added achievement and adequate observations
by trained personnel using the Framework-based rubric. Teachers are formerly observed twice
per year. The observation is a full session, planned in advance. Three times per year informal,
unplanned observations are conducted for part of a session. Principals are trained to use the
rubric in a fair, consistent manner. To insure inter-rater reliability during the pilot, all observers
were trained by the same vendor to use the same rubric.

The Observation and Evaluation process is a critical component of Aspire’s efforts to
improve effectiveness. Through three stages, teachers and administrators reflect on and discuss
lesson planning, classroom instruction, and assessment by collecting and analyzing evidence
aligned to the framework. The table below outlines types of teacher observations, the number of

observations, observers and tool(s) used conducting in the observations.
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Formal Observation Process - Sample Schedule

This graphic organizer shows the steps of the formal observation process. Almost every step is dependent on completing the step before,
so0 the steps must be completed in order, even if the process is spread out over two weeks. The entire process should not exceed 10 work days.
Time estimates (#) are estimates of minutes spent beyond the regular work of teaching- of course times will vary by individual and situation.

® STEP 1 {60): ® STEP 3 {20):
Teacher submits Pre-conference
lesson plan by 5pm; Meeting
Prepares for
pre-conference ® STEP 4 (15):

Principal tags lesson
plan and pre-conf.
& completes prelim

ratings for
domain 1 by 3pm

® STEP 2 {20):
Principal tags tesson
plan; Prepares for
pre-conference

® Purple Planet (PP)
releases principal

® STEP 6 {30-45):
Classroom
Observation

® STEP 7 (20):
Principal tags
observation &

completes prelim

ratings for domains
2 & 3 by 3pm

® PP releases
principal evidence to

® STEP 9 (20):
Teacher submits
reflection & student
work by S5pm

® STEP 10 (20):
Principal tags
reflection & student
work; Finishes prelim
ratings for all domains

® PP releases all
evidence to teacher

® STEP 11 (15):
Teacher reviews
evidence & finishes
self-rating for all
domains by 5pm

® PP releases
principal prelim ratings
to teacher & teacher
self-ratings to principal

® STEP 12 (15):
Teacher reviews

® STEP 14 (45-60):
Post-conference
Meeting

® STEP 15 (15):
Principal completes
final ratings by 5pm

® PP releases final
ratings to teacher

® STEP 16:
Set goals/PLP &

evidence to teacher teacher principal prelim identify supports
ratings: Prepares for imay occar dunng post-con*
® STEP 5 (15): @ STEP 8 (20): post-conference or separate mig.i
Teacher self-rates Teacher self-rates
domain 1; domains 2&3 ® STEP 13 (15):
Makes lesson Principal reviews
plan tweaks teacher ratings;
Prepares for
post-conference
@ @ o L

Aspire believes that Principal Effectiveness is equally important in influencing and
improving the quality of teachers. With implementation of the teacher evaluation and career
path system, the principal’s role has changed considerably. This system requires the equivalent
of 36 of the principal’s days per year. Aspire believes that this is the best possible use of the
principal’s limited time, as it is the core work of the instructional leader and a critical part of total
strategy for improving student achievement. The effective leader works directly with teachers to
help them grow in pursuit of educational effectiveness.

Principals will be evaluated using the Principal Leadership Evaluation Summary which
measures Strategic Leadership, Instructional Leadership, School Culture Leadership, Human

Resource Leadership, Stakeholder Leadership, and Managerial Leadership skills against a
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carefully designed rubric. Observations of principals will be conducted by the Aspire Area
Superintendents a minimum of 2 times annually. Observation accuracy is ensured by a well-
developed rubric and associated training.

The complete evaluation process and related forms can be found in the Aspire Evaluation
Process Guide. This guide is designed to calibrate all evaluators across Aspire schools so that the
process is implemented consistently.

(4) Aspire measures classroom level student growth and uses it in educator evaluation.

The Aspire growth model provides a powerful tool for understanding students’ learning
progress. Aspire adopted a process for examining student growth on the California Standards
Test (CST) and uses it along with a statistical approach called Student Growth Percentiles (SGP)
to report the yearly academic progress of schools, teachers, and students, which is broken down
by individuals, classes, grades, and schools.

SGP measures how much a student has learned compared to his or her academic peers,
i.e. those students who have similar initial CST test scores. The rate of change is reported as a
percentile from 1 to 99. Higher percentiles indicate more growth; lower percentiles show less
progress. Much like other normative scales, the 50" growth percentile suggests average or
moderate growth. SGP allows educators to see whether a student has progressed similar to,
greater than, or less than comparable students.

Comparing students to other students with similar CST scores creates a meaningful
measure of growth because it takes into account each student’s starting point. Aspire students’
growth is compared to students in Los Angeles Unified School District.

Growth percentiles are calculated for students and teachers in grades 3 to 11 that have

CST scores for ELA, Mathematics, Science, and History. Administrators and teachers access
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their Student Growth Percentile (SGP) via an interactive data portal. Aspire uses SGP data to:

evaluate teachers; determine how much growth schools, teachers, and students make; analyze if

students are growing enough to exceed state standards; and explore if students grow similarly

across content areas, grade levels, and classrooms.

For Purposes of Teacher Evaluation:

What assessments do you use for measuring

student growth?

Student growth on standardized tests (SGP)

How is student growth measured? (Do you use

a value-added system?)

Aspire uses student growth percentile (SGP).

Do you measure growth at the classroom level,

team level, school level, or combination?

Combination: Individual Teacher SGP and

School SGP

What weight is given to student growth in

your evaluation system?

40% total: 30% individual SGP and 10%
school-wide SGP

Aspire will use a weighted rubric in which a
teacher’s effectiveness level is primarily driven

by his/her formal observation and SGP scores

How many classroom observations are

conducted each year?

2 formal observations

3 informal observations

Are all teachers observed?

Yes

What additional forms of evidence do you use

for teacher evaluation?

Student Perception Survey: 10%; Parent
Satisfaction Survey 10%; Peer Surveys 5%;

Informal Observations 10%

On what model is your observation tool based?

Charlotte Danielson Framework, California
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Standards for the Teaching Profession and
TFA Teaching as Leadership Framework.
Other sources include the National Board for
Professional Teaching Standards, TAP, Kim

Marshall, and LA Math & Science Residency.

For Purposes of Principal Evaluation:

What assessments do you use for measuring

student growth?

Student growth on standardized tests (SGP)

How is student growth measured? (Do you use

a value-added system?)

Student Growth percentile (SGP).

Do you measure growth at the whole school Yes

level in all subjects that are tested by the state?

What weight is given to student growth in 40%

your evaluation system?

How many observations are conducted each 2+ per year

year, what events are observed, and who

conducts the evaluation?

Area Superintendents with Chief Academic

Officer oversight

What additional forms of evidence do you use

for principal evaluation?

Movement and growth of teachers 20%;
Student surveys 5%; Family surveys 5%;

360 feedback 10%

On what model, if any, is your observation

tool based?

Vanderbilt Assessment of Leadership in
Education, Interstate School Leaders Licensure

Consortium Standards, NC Principal
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Evaluation Process, and the CA Professional

Standards for Educational Leaders.

(5) Aspire Teacher Evaluation System

(i) Bases the overall evaluation rating for teachers, in significant part, on student growth.

TEACHER EVALUATION

A. Student Growth &
B. Teacher Practice & Behavior (60%)

Achievement (40%)
Student Achievement Instructional Student/Family Attitudes/Beliefs
40% Practice 30 — 40 % feedback 10% 10 - 20%
Tools to measure: Tools to measure: Tools to measure: Example tools to

value-add, assessment |classroom observation, | student surveys, 360 measure: 360

data portfolios feedback feedback, teacher tests

(i) Evaluates general education and special education teachers in meeting the needs of
special student populations, including students with disabilities and English learners
Although many charter schools face unique challenges in addressing the needs of

students with special requirements and learning disabilities. Small and often independent, they
cannot achieve the economies of scale districts realize for special education services. Charter
schools face significant challenges in hiring certified special education teachers, training teachers
to educate students with disabilities, understanding special education financing rules, and

securing funding to serve students with disabilities (Drame, 2010)°. However, Aspire has been a

* Drame, E. (2010). An analysis of the capacity of charter schools to address the needs of

students with disabilities in Wisconsin. Remedial and Special Education, 20 (10), 1-9.
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pioneer in serving students with special needs. Aspire help found a special education governing
group, has developed a sophisticated Response to Intervention (RTI) model and several
classrooms that server students with severe needs.

Aspire ensures that all Highly Effective teachers have the opportunity to teach the
highest-need students. In the evaluation process a teacher must demonstrate achievement growth
with these students in order to move to the Master teacher level.

At Aspire, highly effective teachers are strategically assigned to maximize their
involvement with the highest-need students. An increase in highly effective teachers and
strategic placement of those teachers will ensure that more high-need students are academically
prepared to graduate from high school and succeed in college, and will decrease the number of
students who fail to qualify for college or require remedial education. This strategy allows Aspire
to not just grow its corps of highly effective teachers but also to “extend” their reach so they are
working with the most students who can benefit the most or coaching/mentoring new teachers.

Aspire considers students to be “highest-need” when they are classified as learning,
emotionally, and/or physically disabled, as well as those who are English Language Learners.
Classification is data-driven and based on multiple sources (e.g., CST scores, student cumulative
records, California English Language Development Test results for English language learners,
disaggregated student data on value-added assessments, etc.). Aspire ensures that not only are its
best teachers spending a significant portion of their day with the highest-need students on
average, but that all highest-need students have access to at least one highly effective teacher.
(6) Aspire’s Principal Evaluations, the proposed evaluation system.

(i) Bases overall evaluation rating in significant part on student growth; and (ii) Evaluates,

a principal’s practice in (A) Focusing every teacher, and the school community on student
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growth; (B) Establishing a collaborative school culture focused on continuous
improvement; and (C) Supporting the academic needs of special student populations.

Principal Leadership is the critical enabler of the entire system of teacher effectiveness
and student achievement. If the principal is ineffective, fewer teachers will be able to overcome
the atmosphere to work effectively and fewer students will be able to achieve.

To help make teachers more effective and therefore better able to raise student achievement
levels, the evaluations of teachers by principals need to be systematic, to include measurements
of student achievement, and consist of clear and candid discussion of both student needs and
teacher development needs. The Educator Effectiveness system has significant resources to help
train principals to be more effective coaches, mentors, and evaluators of teachers. Principals need
to have goals and options available to present to teachers to help them become more effective
and pursue career advancement; the career paths for teachers included in the Educator
Effectiveness framework meet these needs.

Principals need to have goals and options available. Principals need specific, relevant
support for helping teachers to overcome their challenges. The Educator Effectiveness system
makes a specific menu of resources available to principals, including: implementation coaches,
highly effective mentoring and master teachers; teacher residencies and training sessions; and
data-specific placement of students in their optimal teachers’ classes.

Principals need to remain focused on student success and teacher effectiveness despite the
complex demands of running schools in underserved urban neighborhoods. Most have little
training in hiring, coaching or developing teachers into an effective instructional team. The
Aspire Principal Residency provides training for new principals in each of these areas, as well as

in the use of the new tools and systems. The Residency allows very effective teachers or others
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who qualify to learn how to lead high-need schools effectively. Residents are taught and
mentored in school leadership, management and administration.

Aspire has established a rubric for principals and an evaluation system based significantly
on student growth metrics and on a principal’s ability to move teachers along the career path and
retain highly effective teachers. In addition, principal evaluations include measures of student
graduation, college enrollment, student/family feedback, and at least two supervisor evaluations
each year. Evaluation elements based on observations include competencies such as instructional
leadership, people management, resource management, community leadership, and problem
solving. Principals are evaluated by Aspire Area Superintendents who are trained in the rubric
and methods so that evaluation will be consistent throughout all Aspire schools. Principals with
strong performance ratings are retained and compensated.

The principal career path creates opportunities for administrators to use their skills to
further the development of effective teachers and student achievement in high-need schools.
Additionally, Aspire has established a Lead Principal role as part of the principal career pathway
to mentor and support other principals. Beginning with the Principal Residency or with other
entrants to the system, this path evaluates and promotes principals according to their abilities to
foster achievement by high-need students and to lead teachers to improve their effectiveness.
Principals have three years to prove they can develop and consistently apply leadership abilities.

To evaluate its principals, Aspire uses metrics comparable to those used for teacher
evaluations. For example, principals are also evaluated based upon student growth on
standardized tests (SGP), measured at the school level. School-wide student achievement growth
is weighted: school SGP 5%, API targets 5%, adequate yearly progress targets 5%,

culmination/graduation rate 5%, annual ELL re-designation rate 5%, college readiness by four
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different factors at 5% each or 20%. The Aspire Area Superintendent evaluates all principals at
least twice yearly. Evaluations also include Val-Ed Stakeholder 360 Feedback 5% and parent
satisfaction surveys 5%, as well as the observer’s subjective findings. The principal evaluation
framework is based on the Vanderbilt Assessment of Leadership in Education, the Interstate
School Leaders Licensure Consortium Standards, the North Carolina Principal Evaluation

Process, and the CA Professional Standards for Educational Leaders.

(c) Professional Development Systems Support Needs of Teachers and

Principals Identified Through Evaluation Process.

(1) Aspire uses disaggregated educator evaluation data to identify the professional
development needs of individual educators and schools.

In the Teacher Effectiveness system, professional development is informed by teacher
evaluation data. Aspire, along with its partner BloomBoard, has created a single online platform
that not only serves as the evaluation tool, but more importantly, analyzes the evaluation data
and delivers professional development supports targeted for that teacher’s individual areas of
growth. The Purple Planet ensures that each teacher receives/helps to co-create an annual,
customized personal learning plan that focuses professional development on specific areas where
the teacher needs to improve to raise student achievement. This plan was developed in
collaboration with TIF-funded Implementation Coaches and is based on a report generated from
the data system, along with individual personnel evaluation results. In addition to having a
principal or Implementation Coach available to help with data analysis and planning, each
teacher also receives training on how to access the individualized resources available. If a teacher
needs improvement, the Purple Planet provides a number of resources, including teacher videos,

coursework, mentor and master teachers, summer sessions, and workshops that provide targeted
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support in the teacher’s area of need. Teachers who are thriving receive customized professional
development to keep them growing and to guide them along a differentiated career path option.

TIF-funded vendors support the Professional Development component by providing
ongoing training to principals and implementation coaches, by providing support for the
development and refinement of differentiated training based on evaluation results, and by
facilitating summer differentiated professional development.

(2) Provide professional development in a timely way.

The Purple Planet increases teacher effectiveness through differentiated professional
development resources delivered just at the instant that the teacher’s growth areas are identified.
Teachers and principals are strongly encouraged to take ownership of their professional
development, including access to necessary coaching, supports, and instructional resources. They
will work with coaches to develop individual growth plans aligned with their evaluation results.
Aspire-wide teacher professional development will be aligned with teacher results on specific
indicators throughout the year.

Aspire will align principal professional development to the Principal Evaluation
Framework by analyzing the preliminary data from principal evaluations in 2011-12. As Aspire
identifies specific standards that indicate low-performance, principal meetings and workshops
will be developed to align supports specific to those areas. As with teachers, principals will
develop individual growth plans during the year.

(3) Provide school-based, job-embedded opportunities for educators to transfer new
knowledge into instructional and leadership practices.

Teachers and administrators are a school’s greatest assets. The TIF funded HCMS will

allow Aspire to take to scale and implement at all of its eligible high need schools using
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evaluation data to drive professional development, career advancement, and compensation. All
teachers will benefit through training and opportunities. Highly effective teachers will be put on
a career path that promises promotion for continuous improvement in their ability to help
students achieve success. Highly effective teachers are innovators, they are flexible, and they try
new approaches if the old approaches do not produce the desired results, i.e., student growth.
Aspire welcomes innovation and “out of the box” thinking and applications. The stimuli teachers
get as they grow to become highly effective comes from learning from other teachers as well as
formal professional development opportunities. Since the Teacher Effectiveness system provides
learning and growth opportunities, teachers and staff will apply new learning “on the job,” in the
classroom with the students.

Aspire’s goal is to encourage all types of leadership positions, but make it more and more
compelling for teacher leaders to stay in the classroom as their primary role, since that is where

highly effective teachers have the most impact on student growth.

Career Path Criteria Responsibilities Benefits
Title
Resident | +College +Work side by side with a +Guaranteed full time job
Teacher graduate Mentor Teacher four teaching at an Aspire School
+GPA or 3.0 days/week to teach a class after successfully completing
+Solid for one academic year the Residency

recommendations | +Attend Seminar once/week | +Stipend of $13,500 plus

all year benefits for the year
+Take courses online, +Graduate with University of
complete additional the Pacific Master’s degree
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readings and assignments

beyond these five work days

+Earn California Preliminary
Teacher Credential
+ Work with one of Aspire’s

top performing teachers

Induction | +A California +Work one on one with an | +1:1 support from an Aspire
Candidate | Preliminary Aspire Induction coach to Induction Coach for two years
Teacher reflect and grow as a +Earn your California Clear
Credential teacher over two years Teacher Credential
+In first two +Ensure that Collection of
years of teaching | Evidence at the end of each
on that credential | of the two years shows
evidence of meeting the
State standards to earn
California Clear Teacher
Credential
Induction | +A California +Work one-on-one with an | + $1,000/candidate
Coach Clear Teacher Aspire Induction candidate | (recommend only one

Credential
+Principal and
Induction Coach

recommendation

to help them reflect and
grow as a teacher over two
years

+Ensure that assigned
teacher develops a

Collection of Evidence at

candidate for full time
teachers)

+ Training as a coach (both
specific to the state standards
of supporting differentiation,

English learners, Special
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end of each of the two years | populations and equity, as
which shows evidence of well as more general coach
meeting standards to earn training)

California Clear Teacher
Credential
Lead +Principal and + Model Aspire + stipend
Teacher Aspire Instructional Guidelines + in some instances, the lead
Instructional +Plan department meetings | teacher receives an extra
Coach + Review student data with | period free
recommendation | team
+ Lesson plan, observe and
give feedback
+ Build team
Aspire +Principal +Provide a 60 to 90 minute | + stipend for facilitating
Presenting | recommendation | training on a state standard | +Training published each
Teacher or one of the IGs any day spring & summer so teachers
and time of the year. can plan ahead
+Network with colleagues
Summer +Principal and +Help plan and help + $165/day for planning
Training | Aspire facilitate a session, a day or | + $300/day for facilitating
Facilitating | Instructional several days of New
Teacher Coach Teacher Training
recommendation
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FBAR +Principal and
Teacher Instructional
(First Break | Coach
All the recommendation
Rules) +Teacher in third
to fifth year
+Available

Coach match

+Work one on one with an
Aspire Instructional Coach
from August to May to
improve student learning
data and develop more

sophistication with the IGs

+ One on one support from an
Aspire Instructional Coach

from August to May

Leaders +Principal and
Lead Instructional
Teacher Coach

recommendation

+Prepare and facilitate a 60
minute break out session at
Aspire Leadership Retreat

aligned a Retreat goal

+ $200 flat rate/session

+Principal and

Model Instructional
Teacher Coach
recommendation

+Data in top 1/3
of Aspire
teachers at grade
level/subject area
+Chief Academic
Officer’s sign off

after

+Work one on one with five
teachers/year through the
following rotation:

a) Visiting teacher observes
for one school day; b)
Visiting teacher writes a
lesson based on learnings
from classroom visit; ¢)
Model teacher reviews and
provides feedback on the

lesson plan; d) Model

+ $1000/ year

+ $500 PD Bank

+ One year of support and
feedback from an Aspire

Instructional Coach prior to

the CAO observation(s)
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observation(s) teacher reviews student
work and data from visiting
teacher’s lesson in debrief
conversation; e) Model
teacher remains available 1
year online and by phone to

support visiting teacher

Mentor +Principal and +support & develop resident | + $3000 stipend
Teacher Instructional teacher 4 days a week;
Coach incorporate in all aspects of

recommendation | daily instruction/

assessment

(4) Professional development is likely to improve instructional and leadership practices,
and is guided by the needs of individual educators.

One recurrent theme of this application is to link professional development to evaluation,
identifying both strengths and weaknesses, and actively planning to enhance skills and abilities,
especially regarding classroom performance with students. Each educator will help create an
annual, personal learning plan that focuses professional development on specific areas where
he/she needs to improve in order to lift student achievement. The plan will be based on an annual
report generated from the Purple Planet, along with individual evaluation results. Master
Teachers and Coaches deliver professional development in collaboration with Aspire home
office instructional directors.

The Purple Planet is the online professional development tool that will help teachers do
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four key things:

1. Know where you are: The Purple Planet will guide teachers through the observation
process, including principals’ feedback about skills mastered and improvements needed.

2. Set the Right Goals: The Purple Planet will help teachers and principals choose which
skills to target and in which order.

3. Work on Your Goals: The Purple Planet provides specific professional development
resources that will help teachers achieve professional development goals, including
videos, articles, lesson materials and other Aspire teachers available as resources.

4. Track Your Progress Towards Mastery: The Purple Planet will help teachers track
progress. It will support teachers’ and principals’ communication about career paths.
The Purple Planet is constantly being refined with significant teacher feedback. The first-

generation Purple Planet rolled out in winter 2011. As part of PBCS, Aspire will compensate its
educators for work performed developing professional development videos, as well as research
identifying other resources added to the online system.

Professional development for principals results in (a) enhanced ability to evaluate; (b)
enhanced ability to use data from the evaluation system to support teachers; (c) enhanced ability
to improve teacher effectiveness as measured by teacher movement along the career path; and (d)
enhanced ability to counsel out the least effective teachers. The previously described year-long
Principal Residency program proactively provides professional development in which incoming
principals receive coaching and training. In addition, ongoing coaching and training will be
provided to current principals, and a robust principal evaluation system will weight teacher
movement along the career path and the retention of the most highly-effective teachers as key

measurements of success.

PR/Award # S374A120038
Page €62



Aspire Charter Schools -TIF Page 41

(d) Involvement of Educators.

(1) Aspire educators’ involvement in design of the PBCS and the educator evaluation
systems have been and will continue to be extensive during the grant period.

As described throughout this application, teachers have been instrumental in the
development and testing of Aspire’s PBCS. Throughout all Aspire schools, stakeholders are not
only in agreement with the goals and design of the described PBCS and evaluation system; they
participated in the process of creating the components necessary to make it work

Teachers provided extensive feedback in the spring of 2012 on their experiences with the
formal observation component of Aspire’s teacher evaluation system (PBCS). Teachers offered
helpful suggestions for improving the formal observation process, including the suggestion that
Aspire offer additional resources to help teachers prepare for this process. Aspire is currently
working to incorporate these changes into its proposed evaluation process in the coming school
year. Throughout the development and implementation of the teacher effectiveness components,
there have been many opportunities for every Aspire team member to provide feedback. Nearly
200 Aspire teachers participated in Focus Groups and on Advisory Panels from 2010-2012. They
provided critical insight, ideas, and questions that fundamentally shaped the design of teacher
effectiveness at Aspire. During the 2011-2012 school year, 388 Aspire teachers, nearly 80% of
all teachers, piloted one or more of the teacher effectiveness components. At the same time,
teachers across the organization were able to share their insights via surveys, interactive
webinars, and during school-site visits. Finally, in Fall 2011 all Aspire team members received
training on the formal observation rubric and teacher effectiveness rubric at regional professional
development days.

Aspire is committed to continuing the involvement of all stakeholders. To reach those
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educators who do not directly participate in pilots, focus groups, or discussion panels, Aspire will

communicate with its educators about the processes underway at the targeted schools. This

communication will use meetings, intranet, and newsletters. Communication surveys are used to

collect feedback to gauge the extent to which educators feel they are included in reform efforts.

(2) The application contains evidence that educators support the elements of the proposed
PBCS and the educator evaluation systems described in the application.

Aspire has received significant positive teacher support for its current PBCS model. For
example, 71% of teachers stated that the feedback they received from the observation process
was helpful for improving their practice to a moderate or great extent. One teacher stated, “The
feedback that I received was great! My observer and I collaborated about strategies that |
had not thought of before which ultimately better guided my instruction. I thought this
section of the formal observation process was most valuable.” In addition, 86.1% of teachers
agreed that the formal observation was a collaborative process.

Aspire sought teacher feedback when deciding how to distribute effectiveness-based
funding through its PBCS. 65% of teachers approved of the plan for Aspire to pay teachers
commensurate with their “effectiveness” floors, and Aspire chose to adopt this system based on
teachers’ positive feedback. Teachers were also asked to choose among three models for fund
distribution, coined ‘““share the wealth,” “meet in the middle,” and “big results, big rewards.”
59% of teachers chose the “meet in the middle” model, which would result in a significant
difference in the amount of bonus pay teachers received based on their effectiveness levels.
Aspire based its decision to adopt a “meet in the middle” model of distribution on this teacher
feedback. Aspire is committed to continuing involvement of all stakeholders. Aspire’s

communication plan and feedback strategy with all stakeholders is outlined below:
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Stakeholder Content of Method of Timeframe or Objective
Group Communication | Communication Frequency
Teachers e Formal e Regional e Once annually [e¢ Input & buy-in
observation Trainings e Asneeded e Increase
roll-out e Principal e Asneeded awareness
e Career pathway Trainings e Every 2 months |¢ Feedback
design e Focus Groups in each region [e¢ Affiliation
e Compensation | e Advisory e Asneeded
design Panels
e SGP e WebEx
e Intranet
e Surveys

o Aspire-wide

Emails
Administrators | ¢ Formal e Principal & e Monthly e Increase
observation Coach meetings [¢  As needed awareness
roll-out e WebEx e Asneeded e Input, training,
e Career pathway| ¢ Home Office buy-in
design site support
e Compensation
design
e SGP
Other Personnel| ¢ Home Office |e Intranet e Asneeded e Increase
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(such as Home Staff e Staff meetings [e¢ Quarterly awareness
Office Staff) e Update, buy-in
Parents e What is TCRP?| e Newsletters e Annual e Increase
e Surveys awareness
Board of e High level e Board meetings [¢ Semi-annual e Share learning
Directors updates e Get feedback,
resources

The RAND/AIR Evaluation of the new TCRP Human Capital Management System
measured teacher responses to the new evaluation system. Most frequently teacher identified
purposes for evaluation results were to: Provide feedback that can be used to improve instruction
(85%); Determine whether additional support is needed (59%); Identify areas for PD (59%); and

Determine whether qualified to continue teaching (53%).

(e) Project Management.

(1) Roles and responsibilities of key personnel.

James Willcox, Chief Executive Officer: In 2009, James Willcox was named Aspire’s
second Chief Executive Officer. Prior to his appointment as CEO, Mr. Willcox was Aspire’s
Chief Operating Officer. Before joining Aspire, Mr. Willcox was the founding Chief Operating
Officer for Education for Change, a nonprofit charter management organization. Mr. Willcox has
also served as a Principal at NewSchools Venture Fund, a philanthropic organization focused on
improving public schools nation-wide. He holds a B.S. from the United States Military Academy

at West Point, and a M. Ed. and an M.B.A from Stanford University.
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Wayne Hilty, Chief Operating Officer and Chief Financial Officer: Mr. Hilty is
responsible for Aspire Public Schools' financial and operational functions, including accounting,
finance, growth, technology, strategic information systems, facilities, marketing, human
resources, and the management of Aspire's Home Office. During his 30-year career, Mr. Hilty
has managed and led accounting, finance, strategy, business improvement, property development
and technology across a broad range of enterprises. He is an expert in financial operations and
process improvement. Mr. Hilty was Senior Vice President and Chief Financial Officer of
Copart, Inc. Under his financial leadership, Copart added over 60 locations, grew revenues from
$100M to $1.2B, and increased market valuation by more than 500% to over $2B. Mr. Hilty
received a B.S. from San Francisco State University, became a CPA with Ernst and Young, and
is a member of Financial Executives International and the California Society of CPAs.

Elise Darwish, Chief Academic Officer: Elise Darwish has been an executive with
Aspire Public Schools since its founding and currently serves as the Chief Academic Officer. In
this role she supports principals, oversees research and development pertaining to curriculum,
instruction, and assessment, and manages internal professional development programs. With
over 21 years of experience in charter schools, traditional public schools, and private schools,
Ms. Darwish was a natural choice to design Aspire education model and oversee its
implementation. She began teaching in the inner city of Chicago; since then she has worked as a
teacher, mentor teacher, assistant principal, administrator, and curriculum coordinator. Prior to
Aspire, Ms. Darwish was the Instructional Coordinator at the San Carlos Charter Learning
Center, California’s first charter school and the nation’s second. Ms. Darwish also coordinated
instructional technology for San Carlos School District, managed Net Day, implemented a Local

Area Network, and a Wide Area Network. Ms. Darwish holds a Master’s Degree in Educational
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Administration from San Francisco State University and a B.S. in Early Childhood Education
from the University of Illinois.

Heather Kirkpatrick, Vice President of Education: In this role she supports educators
from recruitment into Aspire's Induction program through promotion into roles such as Lead
Teacher, Model Teacher, Mentor Teacher, Principal, and Instructional Coach. She earned her
B.A. from Barnard College, her Master's in Education from the Harvard Graduate School of
Education and her Ph.D. in Education at the Stanford University School of Education.

Tatiana Epanchin, Area Superintendent - Bay Area: Ms. Epanchin has been an
educator and instructional leader for over 14 years. In 2009-10, she launched Aspire ERES
Academy, the most recent Aspire school to open in Oakland. Prior to that, she served as
Principal of Aspire Monarch Academy and as a Lead Teacher at Aspire’s Lionel Wilson College
Preparatory Academy. Ms. Epanchin started her career as a social worker. She is a New Leaders
for New Schools national fellowship recipient and was awarded the CARE award for Excellence
from Families First. She received her BA in Sociology from UC Santa Barbara and her Master of
Social Work from Cal State Sacramento.

Mary Welch, Area Superintendent — Central Valley: Mary Welch was the Founding
Principal of Aspire Public Schools' first campus in North Stockton. Ms. Welch has been an
educator for the past 26 years, and has taught at elementary, middle, high school and adult levels.
She is the author of a book entitled Helping Special Needs Students in the Regular Classroom.
Ms. Welch has served as a public school administrator in San Carlos and Stockton, including
vice principal, principal, and district coordinator of special education. While a principal, her
school became a California Distinguished School and received the Torchbearer Award for

exemplary leadership schools in the Bay Area School Reform Collaborative. Ms. Welch has a
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M.A. in Special Education from Cal Poly San Luis Obispo, and a B.A. from Cal State Fullerton.
She is currently a doctoral student in Educational Leadership at the University of Southern
California. Her dissertation topic involves a comparative research study of the role of
conventional school principals and charter school principals.

Roberta Benjamin, Area Superintendent - Los Angeles: Dr. Roberta Benjamin is a 35
year public school educator who served in the Los Angeles Unified School District as a teacher,
principal, district level leader, and former head of its charter schools division. Dr. Benjamin has
worked extensively with school reform at the Elizabeth Street and Foshay Learning Centers. She
was the liaison between the Annenberg Foundation and the Los Angeles Unified School District.
Dr. Benjamin is also an Associate Professor at Loyola Marymount University.

James Gallagher, Director of Instructional Effectiveness, serves as implementation
lead for Aspire’s participation in The College-Ready Promise (TCRP). He also serves as an
Instructional Coach, supporting Aspire teachers and developing the secondary Humanities
instructional and assessment program. Mr. Gallagher joined Aspire in 2004 as a high school
Humanities teacher, then lead teacher, and ultimately Dean of Academic Excellence. Prior to
Aspire, he taught History in the Boston Public School system. He holds a BA in Pre-Law &
Philosophy from Binghamton University and a law degree from George Washington University.
(2) Allocates sufficient human resources to complete project tasks.

The key leadership personnel introduced above are instrumental to the success of every
element of the reform effort and the implementation of this effort at the newly targeted schools
as well as the evaluation and development of all teachers and principals. Many of the initiatives
are dependent upon sizable—and steadily increasing— numbers of talented implementation

coaches, master teachers, and other staff to implement initiatives with fidelity, to learn new roles
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quickly, and to provide meaningful guidance to the teachers and principals they oversee.

Aspire will address this need through sophisticated human capital management practices:
1) ensuring that each high-priority role is compelling in both responsibilities (e.g., high level of
voice and autonomy) and rewards (financial compensation and non-financial recognition), and 2)
providing a significant level of organizational enthusiasm for these new roles, including regular
communications from senior leadership on the priority and significance of the roles. Coaches and
master teachers will be carefully selected and trained to ensure their effectiveness.
(3) Includes measurable project objectives and performance measures.

The overarching goal of Aspire’s expanded Educator Effectiveness system is to effectively

enhance student achievement so that high-need students graduate from high school fully

prepared for college success. The following two Objectives will achieve this goal:

Objective #1: Improve teacher effectiveness to compel these measurable results in
student achievement: By 2014, Aspire expects 25% of students to graduate with a score of 3, 4 or
5 on at least one AP test or earn three UC/CSU approved credits, 15% of students to pass the
Math EAP and 20% to pass the ELA EAP. By the close of the grant, Aspire will surpass the

California average of 20% of students passing at least one AP exam by graduation.’

Objective #2: Improve principal effectiveness to compel measureable results in student
achievement, graduation rates, and college readiness as defined and measured in the following

project evaluation plan.

? To determine these measures, the EAP performance of current Advanced and Proficient
students was examined; currently 80-100% of Advanced and 20-50% of Proficient students pass
the EAP. Using these assumptions, college readiness for 2014 was projected to be approximately

25%. This metric represents a truly rigorous and ambitious definition for “college readiness.”
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Activities have been developed for implementation of the strategies which are aligned to
support the overall goal of student achievement. Specific activities include:

(1) Implement residency programs for teachers in the hard-to-staff areas of math and science
and special education, and other areas as appropriate to enhance recruitment of educators
on a fast track to effectiveness.

(2) Evaluate teachers using a standards-based, rubric-assessed evaluation tool in conjunction
with a measure of student growth based on a transparent value-added model.

(3) Develop teachers through targeted mentoring and differentiated professional development
based on evaluation results.

(4) Implement career path and reward teachers systematically to develop effectiveness,
positively impacting student achievement.

(5) Promote and reward principals systematically to ensure leadership which cultivates
teacher effectiveness and student achievement.

(6) Recruit and retain effective teachers and principals.

Implementation of Aspire TIF is based on a three-phase plan. Using Gates Foundation
and prior TIF grants for TCRP, Aspire has nearly completed Phase 1 Planning for the HCMS,
Educator Evaluation System, and PBCS. Aspire has piloted all major components. During Year
1, planning will be completed through adding all teachers. During all five years of the TIF grant
the project will focus on bringing the HCMS, Educator Evaluation System and PBCS to scale at
all Aspire schools.

(4) Includes an effective project evaluation plan.
The RAND Corporation and the American Institutes for Research (AIR), both non-profit

research organizations, are conducting an evaluation of the Intensive Partnership Sites (IPS)
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initiative supported by the Bill & Melinda Gates Foundation. The IPS initiative is designed to
transform the way school districts and charter management organizations (CMOs) use their
human resources. By ensuring that there is an effective teacher in every classroom, these sites are
trying to achieve dramatic gains in student achievement and increase college readiness to
unprecedented levels. The College Ready Promise (TCRP) is funded within the IPS initiative.
The IPS initiative hopes to encourage the replication of successful effectiveness-based human
resource reforms across the country.
Rand/AlIR is conducting an Impact Evaluation consisting of a mixed methods study to
determine the answers to these research questions:
(1) To what extent is student achievement, graduation, and college readiness impacted by the
Educator Effectiveness system?
(2) To what extent is teacher effectiveness impacted by the Educator Effectiveness effort?
(3) To what extent is principal effectiveness impacted by the Educator Effectiveness effort?
The RAND/AIR evaluation will focus on measuring the use and impact of effectiveness-
based human resource policies, including teacher evaluation based on teacher effectiveness
measures, career paths/tiers, compensation reforms, incentives for placement into high-needs
schools, professional development, hiring and dismissal practices, retention and tenure policies,
principal evaluation and support, enhanced data systems, and other local initiatives. The
evaluation began in 2010 and will conclude in 2017. It has three major components:

(1) The Implementation Study will examine the changes in HCMS, how its policies were

implemented, the conditions that enabled or hindered implementation, modifications
from the original plans, the roles of key stakeholders, the characteristics of teacher

effectiveness measures, and variations among the sites. The implementation study will
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also estimate the true costs of implementing the reforms, including both the incremental
start-up expenses and additional costs associated with ongoing operation of the
initiatives. It will also examine the steps sites have taken to sustain the reforms once
supplemental grant funding is no longer available.

(2) The Outcomes/Impact Study will measure the direct impact of HCMS reforms on student

outcomes and teacher effectiveness. Specifically, it will examine whether student
achievement and attainment increase, whether there are differences in impact for low-
income or minority (LIM) students, and whether the HCMS reforms affect the number
and distribution of effective teachers. The study will also investigate which of the
effectiveness-based reforms drive changes in student achievement and teacher
effectiveness, and the roles played by other major reforms (e.g., Race to the Top) or other
external conditions.

(3) The Replication and Scaling Study will examine the extent to which effectiveness-based

HCMS policies spread to other adjacent and peer districts and CMOs, and how they are
transmitted by boundary-spanning organizations, such as the Council of Chief State
School Officers or the Council of the Great City Schools. It will investigate which
components of the reforms are most likely to be adopted by other districts, which factors
affect scaling, and whether the initiative triggered unintended consequences within the
sites or in adjacent or peer districts.
RANDY/AIR will collect the following data annually from 2010 — 2016: (1) Data already
being collected by schools on students and teachers. Many of these data are being assembled into
a data warehouse by Wireless Generation. The evaluators will coordinate their efforts with

Wireless Generation to use the warehouse data whenever possible; (2) Selected central office
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staff, principals, teachers, and other stakeholders, will participate in interviews or complete on-
line surveys; (3) Seven TCRP schools will participate in case studies lasting one or 12 days. As
part of the case studies, teachers and administrators will be interviewed and, in high schools,
about a dozen students will participate in a focus group (with their parents’ permission).

RANDY/AIR will report to TCRP and the Gates Foundation annually, providing specific
information about the implementation of the reform and its effects to date. No identified data on
any individuals will be reported back to TCRP, the Foundation, or the public. Most reporting will
be aggregated at the site level (e.g., percentage of teachers agreeing with a particular statement)
or by cluster of schools or teachers within site. There will also be public reports every other year.
During 2010, the evaluation team secured approval to conduct research, established lines of
communication, gathered additional information about the TCRP IPS effort, answered questions,
and conducted initial interviews with central office staff and other stakeholders.

Student Impact Evaluation is guided by carefully delineated objectives and
performance measures. The overall student achievement goal will be measured by state
assessments and college readiness objectives, as follows:

e State assessments: The percentage of students scoring at the advanced or proficient (A/P)
level on the California State Test (CST) in grades 5, 8 and 11 will improve 2-3 percentile

points per year.

e College readiness: College readiness will be measured through California’s Early
Assessment Program (EAP), the amount of California State University (CSU) credit
earned by students prior to high school graduation, and Advanced Placement (AP) credit
earned. In addition to a focus on the results of the project on student metrics, the

evaluation will focus on performance objectives and measures related to teacher
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effectiveness. By increasing teacher effectiveness, Aspire intends to have a direct impact

on student success. Specifically, the following objectives are set:

e Teacher effectiveness: 40% of teachers at the targeted schools will be highly effective by
the close of the grant period. The differences in benchmarks acknowledge the fact that
Aspire schools will be growing during the course of the grant; it is anticipated that some
highly effective teachers will work to help open new schools but that new schools will
need time to build their teaching force of highly effective teachers. Additionally, 50% of
residency graduates will be on track toward meeting effectiveness measures after their
first year of teaching.

e Strategic assignments: (a) Over one third of the highest-need students’ classes will be
taught by highly effective teachers, (b) the highest-need students will be taught by at least
one highly effective teacher per year, and (c) highly effective teachers will spend at least
30% of their time teaching the highest-need students.

Aspire’s three focus areas for the Educator Effectiveness system are interdependent: To
achieve any one goal, progress must be made toward all three goals and their objectives. The
impact evaluation will measure student achievement, while providing ongoing feedback on the
effectiveness of both teachers and principals. The evaluation will drive improvement and fine-
tuning of the project by examining the implementation of the elements of the Educator
Effectiveness Project. The following metrics provide targets for implementation of the project.

Using varied research methods (observations, interviews, focus groups, and qualitative
case studies), the RAND/AIR evaluator has provided and will continue to provide regular
feedback on the following research questions that guided the implementation study:

1. Is the project operating on timeline and within budget? Are milestones being met?
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2. How do key stakeholders perceive the new policies and practices? How do their
perceptions influence the implementation?
3. What conditions present challenges to full implementation? How consistent is the

implementation across school sites? What factors influence variation?

4. How are new policies and professional development producing observable changes in
practice in schools and classrooms?

5. Which policies and practices have the greatest impact on teacher effectiveness and
student achievement?

6. How is the retention of effective teachers influenced by the new policies and practices?

7. Do teachers and principals recruited through the residency program become effective?

8. Are they retained?

9. Has recruitment of teachers for difficult to staff subjects (math, science) improved? Is
recruitment impacted by the new policies and practices?

Throughout the five years of the project, the evaluator will also observe key planning
meetings and training events and will conduct focus groups, especially with special education
teachers and principals in the targeted TIF-eligible schools, to assess the breadth and depth of the
implementation.

The most rigorous, formative examination of program implementation has already been
conducted with TCRP’s TIF grant where five early adopter (pilot) school sites were the focus, as
new teacher evaluation systems were piloted. During the two subsequent years, the initiative
was rolled out to all schools; these schools then piloted differentiated compensation and other
untested elements of the reform initiative. To maintain a focus on the project outcome goals, the

evaluation will examine the relationship between the project supports, implementation, changes
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in school culture and instructional practices, and the outcome measures of teachers—particularly

special education teachers—and principal effectiveness, student achievement gains, graduation

rates, and college readiness. Because the outcome measures are strongly focused on high school

performance, sample selection will be heavily weighted toward high schools.

(5) Specifies realistic and achievable timelines.

(i) Implementing the components of the HCMS, PBCS, and educator evaluation systems,
including any proposal to phase in schools or educators.

The table below lists the implementation status of key HCMS, PBCS, and educator evaluation

system elements and the phased implementation timeline. This demonstrates Aspire’s strong

commitment and capacity to faithfully implement the project.

Educator Effectiveness Project
Category 2010-2011 STATUS
Implementation Plan

Teacher Evaluation | Develop evaluation system Complete
System Develop attitudes and beliefs component Complete
Teacher Career Path | Develop career path tiers Will complete 2012

Develop resident coursework and

Complete
curriculum
Teacher Residency | Identify and train resident mentors Complete
Recruit residents for program Complete
Pilot launched Complete
Teacher Professional | Develop differentiated PD materials to Will be completed in
Development support evaluation system and career path 2012
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Develop resident coursework and

Principal Residency Complete
curriculum
Develop and refine content to train
Principal Professional
principals for new teacher evaluation Complete
Development
system
Design principal evaluation system/career
Principal Evaluation Complete
path
System/Career Path
Develop principal career paths Complete
Implement data warehouse Complete
Data Systems
Enhance existing systems Complete
Phased Implementation Timeline
Phase 1 Development YR 1 Phase 2 Initial Rollout YR 2 | Phase 3 Full Rollout
YR 3-5

During this phase, the newly targeted
schools will jointly develop and
individually adjust the new
evaluation system, career path tiers,
principal residency program, and
professional development system.
The teacher residency will train 30
teachers across the 18 targeted Aspire
schools. Data systems will be put in

place to support the initial roll-out of

Teachers across the targeted
Aspire schools will be
placed on the career path
integrated with the new
professional development
program, and the principal
residency program will
include 15 principals.
Principal evaluation and

differentiated compensation

The new compensation
structure will be
implemented for 100%
of teachers, counselors,
and administrators
based on a minimum of
two years of evaluation
data. There will be full
alignment between the

evaluation system, the

PR/Award # S374A120038
Page e78




Aspire Charter Schools -TIF

Page 57

the special education teacher
evaluation system and professional
development system. All core
elements will be completed during
Year 1 so that implementation may
begin in Year 2.

Full PBCS rollout — Teachers receive
an effectiveness rating that counts as
second of two-year data cycle toward
career path and compensation
decisions. Bonus compensation paid
based on school-wide targets.
Principals receive effectiveness rating
that counts as second of two-year

data cycle

for special education
teachers will begin.
Programs continuously
refined based on results.
Launch of full PBCS —
Teachers’ compensation and
career path placement
determined by previous two
years of data. Administrator
compensation determined
by previous two years of

data

professional
development program,
the career path, and the
compensation structure.
The teacher residency
will reach scale with 30
residents. All principal
effectiveness initiatives
will be fully
implemented.
Maintenance and

refinements of PBCS.

(i) Successfully completing project tasks and achieving objectives.

Aspire Project Task Timeline

Program Year
Category Educator Effectiveness Project Implementation Plan
1 2 |35
Teacher Add counselors and special education teachers. X
Evaluation Full rollout of revised evaluation X | X
System Analysis of evaluation system and calibrate as necessary X | X | X
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Develop additional career path tiers X
Teacher Rollout career path tiers across all schools X | X
Career Path Analysis of new career path and calibrate as necessary X | X
Analyze highest need areas and opportunities with teachers | X | X | X
Identify and train resident mentors X | X | X
Recruit residents for program X | X | X
Teacher
Bring residency to scale X | X
Residency
Refine resident coursework and curriculum X | X | X
Analyze and evaluate program X | X | X
Research and optimize professional development impact X | X | X
Teacher
Fully implement online resource system X
Professional
Bring Professional Development to scale X | X
Development
100% of highly effective teachers are on 11 month calendar. X
Continue principal residency program X | X | X
Principal
Analyze and evaluate program X | X | X
Residency
Full rollout of residency program X | X
Principal Develop content to train principals for revised evaluation X
Professional Deliver training on how to use the new evaluation system
X | X
Development and inter-rater reliability protocols to existing principals
Principal Wide scale rollout of principal evaluation X | X
Evaluation
System and Principal evaluation system reaches scale X
Career Path
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(f) Sustainability

(1) Aspire commits sufficient non-TIF resources to support the PBCS and educator
evaluation systems during and after the grant period.

Aspire, being part of TCRP, is a beneficiary of the PBCS and education evaluation
systems created using a five year TIF grant, as well as a portion of a $60 million project funded
by the Bill & Melinda Gates Foundation. (Please see budget narrative for funds allocation.)
During the grant period, the TIF funding will only be used for costs associated with:

1. Refining the already developed systems in order to make them wholly consistent with

Aspire’s unique structure, thereby differentiating its systems from those of the other
CMO partners in TCRP.

2. Refining the already developed systems to include all teachers and principals.

3. Bringing the refined systems to scale at all Aspire schools.

Evaluation costs will be minimal because of the existing comprehensive seven-year,
evaluation funded by Gates Foundation.

Sustainability will be primarily achieved through integrating the PBCS into each school’s
ongoing financial structure, financed mostly by standard per-pupil local, state, and federal
sources. Sustainability will be enhanced through Aspire’s internal financial levers, including
efficiencies of design and scale, grants, and fund raising.

Aspire has considered three further elements when planning for the long term
sustainability of the TIF project: 1) We have recently hired a VP of Advancement who will lead
a team tasked with specific fundraising goals; 2) We have recently submitted charter applications
to open schools in Memphis, Tennessee and hope to use some of that additional revenue to offset

the financial burden on our California schools; 3) We will work with our advocacy partners to
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reform state funding of education in California. Recognizing that charter schools in California

receive less per-pupil funding than other public schools, Aspire and TCRP pursue

complementary advocacy efforts to increase parity of funding for charter school facilities, parcel

tax, and per-pupil funding at the state level; these changes will help ensure sustainability.

(2) Aspire is implementing PBCS and educator evaluation systems which it will sustain
after the grant period ends.

As has been discussed throughout this application, Aspire has already moved
substantially toward developing and implementing a successful teacher evaluation system that is
becoming linked to a PBCS. Aspire is making the described evaluation process the official
evaluation process for all educators. Moreover, it is building the Purple Planet online support
platform, with its partner BloomBoard, aligned to the teaching rubric used in the evaluation
process. It is currently receiving feedback from teammates regarding the possible adoption of
“effectiveness floors” and performance based bonuses beyond the life of the grant.

The teacher evaluation system is and will continue to be the driving force behind continuous
improvement of educators throughout the system. Aspire is committed to this system as being
vital to continuous improvement of teachers and teaching methods. Aspire and its partners in
TCRP have secured and committed tremendous amounts of time and resources to making these
systems rigorous and sustainable. As a signatory to TCRP, Aspire is committed to full
implantation of a sustained PBCS, bringing it to scale throughout all of its schools, and

expanding it to all principals and teachers.
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APPENDIX 2 — Application Reference Charts

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 ormore 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

Absolute Priority 1

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

Absolute Priority 1: HCMS Priority 1 1-4

To meet this priority, the applicant must include, [Human Capital

in its application, a description of its LEA-wide [Management System 8-20

HCMS, as it exists currently and with any
modifications proposed for implementation during
the project period of the grant.

How the HCMS is or will be aligned with the Priority 1 1-3
LEA’s vision of instructional improvement; Human Capital
Management System 8-20
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[Management

How the LEA uses or will use the information Priority 1 2-3
generated by the evaluation systems it describes in
its application to inform key human capital Human Capital 8-20
decisions, such as decisions on recruitment, Management System
hiring, placement, retention, dismissal,
compensation, professional development, tenure,
and promotion;
The human capital strategies the LEA uses or will [Priority 1 3
use to ensure that high-need schools are able to
attract and retain effective educators uman Capital 8-20
anagement System

(4) Whether or not modifications are needed to an [Priority 1 34
existing HCMS to ensure that it includes the
features described in response to paragraphs (1), Kﬁuman Capital 8-20
(2), and (3) of this priority, and a timeline for anagement System
implementing the described features.

Timeline in Project 54-57

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

Absolute Priority 2: Educator Evaluation
Systems

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-

[Priority 2

[Educator Evaluation System

4-5

20-31

PR/Award # S374A120038
Page e85




(1) The frequency of evaluations, which must be [Priority 2 4
at least annually; ducator Evaluation System 20-31
(2) The evaluation rubric for educators that riority 2 5-6
includes at least three performance levels and the [Educator Evaluation System 20-31
following--

()  Two or more observations during each riority 2 4
evaluation period; ducator Evaluation System 20-31

(i)  Student growth, which for the evaluation [Priority 2 4
of teachers with regular instructional ducator Evaluation System 20-31
responsibilities must be growth at the classroom
level; and

(iii) Additional factors determined by the LEA; [Priority 2 4-5

ducator Evaluation System 20-31
(3) How the evaluation systems will generate an  [Priority 2 4
overall evaluation rating that is based, in ducator Evaluation System 20-31
significant part, on student growth; and
riority 2 5
(4) The applicant’s timeline for implementing its fiucattor.Evalu:ation System 20-31
proposed LEA-wide educator evaluation systems. [Timeline in Project 54-57
[Management

Absolute Priority 3 NOT APPLICABLE

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 3: STEM Plan (if applicable)

NOT APPLICABLE

NOT APPLICABLE

NOT APPLICABLE

(1) How each LEA will develop a corps of 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—

NOT APPLICABLE

NOT APPLICABLE

NOT APPLICABLE

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

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

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

(iv) Accept STEM-focused career ladder
positions;

NOT APPLICABLE

NOT APPLICABLE

NOT APPLICABLE

(2) How each LEA will identify and develop
the unique competencies that, based on evaluation
information or other evidence, characterize
effective STEM teachers;

NOT APPLICABLE

NOT APPLICABLE

NOT APPLICABLE

(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;

NOT APPLICABLE

NOT APPLICABLE

NOT APPLICABLE

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

NOT APPLICABLE

NOT APPLICABLE

NOT APPLICABLE
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(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

NOT APPLICABLE

NOT APPLICABLE

NOT APPLICABLE

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

NOT APPLICABLE

NOT APPLICABLE

NOT APPLICABLE

Competitive Preference Priority 4 NOT APPLICABLE

Requirement or Priority

Title of Section or

Page Number(s) on

Attachment on

by the project is a rural local educational agency.

Subsection in which this which this which this priority
priority or requirement requirement or or requirement is
is discussed priority is discussed discussed
Competitive Preference Priority 4: New and NOT APPLICABLE NOT APPLICABLE |NOT APPLICABLE
Rural Applicants (if applicable)
(@)  An assurance that each LEA to be served NOT APPLICABLE NOT APPLICABLE |NOT APPLICABLE
by the project has not previously participated in a
TIF-supported project.
(b)  An assurance that each LEA to be served NOT APPLICABLE NOT APPLICABLE |NOT APPLICABLE

PR/Award # S374A120038
Page €88




Competitive Preference Priority 5

Requirement or Priority

Title of Section or

Page Number(s) on

Attachment on

Subsection in which this which this which this priority
priority or requirement requirement or or requirement is
is discussed priority is discussed discussed
Competitive Preference Priority 5: An Educator  [Priority 5 5-8
Salary Structure Based on Effectiveness (if Professional Development 32-40
applicable) Systems
To meet this priority, an applicant must propose, as
part of its PBCS, a timeline for implementing no later{Timeline in Project 54-57
than in the fifth year of the grant’s project period a [Management
salary structure based on effectiveness for both
teachers and principals. As part of this proposal, an
applicant must describe--
(@) The extent to which and how each LEA will [Priority § 5-7
use overall evaluation ratings to determine educator |[Professional Development 32-40
salaries; Systems
(b) How each LEA will use TIF funds to support [Priority § 7
the salary structure based on effectiveness in the Professional Development 32-40
high-need schools listed in response to Requirement [Systems
3 (a); and
(c)  The extent to which the proposed Priority 5 7-8 Evidence
implementation is feasible, given that Professional Development 32-40 Demonstrating
implementation will depend upon stakeholder Systems Educator Support
support and applicable LEA-level policies. Involvement of Educators 40-43
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Requirement 1

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

Requirement 1: Performance-Based Compensation [Human Capital Management 8-19
for Teachers, Principals, and Other Personnel. ystem
[n its application, an applicant must describe, for ducator Evaluation System 20-32
each participating LEA, how its proposed PBCS will
meet the definition of a PBCS set forth in the NIA.
riority 5 5-8
uman Capital Management 8-19
ystem
Design Model 1 ducator Evaluation System 20-32
riority 5 5-8
uman Capital Management 8-19
PBCS Optional Feat ystem
pHonal Featires ducator Evaluation System 20-32
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Requirement 2

Requirement or Priority

Title of Section or

Page Number(s) on

Attachment on

exclusive representative of either teachers or
principals in each participating LEA.

Subsection in which this which this which this priority
priority or requirement requirement or or requirement is
is discussed priority is discussed discussed

Requirement 2: Involvement and Support of Involvement of Educators 40-43 Evidence

Teachers and Principals Demonstrating

[n its application, the applicant must include-- Educator Support

Evidence that educators in each participating LEA

have been involved, and will continue to be

involved, in the development and implementation of

the PBCS and evaluation systems described in the

application;

(b) A description of the extent to which the Involvement of Educators 40-43 Evidence
applicant has educator support for the proposed Demonstrating
PBCS and educator evaluation systems; and Educator Support

(c) A statement indicating whether a union is the [Priority § 8

Requirement 3

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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Requirement 3: Documentation of High-Need
Schools

Each applicant must demonstrate, in its application,
that the schools participating in the implementation
of the TIF-funded PBCS are high-need schools (as
defined in the NIA), including high-poverty schools
(as defined in the NIA), priority schools (as defined
in the NIA), or persistently lowest-achieving schools
(as defined in the NIA). Each applicant must
provide, in its application--

List of High Need
Schools

Budget Narrative

(@) A list of high-need schools in which the
proposed TIF-supported PBCS would be
implemented;

List of High Need
Schools

(b)  For each high-poverty school listed, the most
current data on the percentage of students who are
eligible for free or reduced-price lunch subsidies
under the Richard B. Russell National School Lunch
/Act or are considered students from low-income
families based on another poverty measure that the
LEA uses (see section 1113(a)(5) of the Elementary
and Secondary Education Act of 1965, as amended
(ESEA) (20 U.S.C. 6313(a)(5))). [Data provided to
demonstrate eligibility as a high-poverty school must
be school-level data; the Department will not accept
[LEA — or State level data for purposes of
documenting whether a school is a high poverty
school; and

List of High Need
Schools

(c) For any priority schools listed, documentation
verifying that the State has received approval of a
request for ESEA flexibility, and that the schools
have been identified by the State as priority schools.

Not Applicable
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Requirement 4

Requirement or Priority

Title of Section or

Page Number(s) on

Attachment on

Subsection in which this which this which this priority
priority or requirement requirement or or requirement is
is discussed priority is discussed discussed
Requirement 4--SEA and Other Group List of Eligible
Applications and Requirement 5--Limitations on Schools
Multiple Applications.
MOUs

Requirement 5

Requirement or Priority

Title of Section or

Page Number(s) on

Attachment on

applications for the TIF Competition with a Focus
on STEM, in any fiscal year.

Subsection in which this which this which this priority
priority or requirement requirement or or requirement is
is discussed priority is discussed discussed
Requirement S5--Limitations on Multiple MOUs
Applications.
(a)  An LEA applicant may participate in no more Abstract
than one application in any fiscal year.
(b) An SEA applicant may participate in no moreNOT APPLICABLE NOT APPLICABLE NOT APPLICABLE
than one group application for the General TIF
Competition, and no more than one group
application for the TIF Competition with a Focus on
STEM in any fiscal year.
(c) A nonprofit organization applicant may MOUs
participate in one or more group applications for the
General TIF Competition, and in one or more Abstract
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Requirement 6

Requirement or Priority

Title of Section or

Page Number(s) on

Attachment on

Subsection in which this which this which this priority
priority or requirement requirement or or requirement is
is discussed priority is discussed discussed

Requirement 6--Use of TIF Funds to Support the Budget

PBCS. Budget Narrative

(a) LEA-wide Improvements to Systems and Tools.

TTF funds may be used to develop and improve

systems and tools that support the PBCS and benefit

the entire LEA

(b) Performance-based Compensation and Budget

Professional Development. Budget Narrative

(1)  High-Need Schools. TIF funds may be used List of High Need

to provide performance-based compensation and Schools

related professional development in the high-need

schools listed in response to paragraph (a) of

Requirement 3--Documentation of High-Need

Schools. TIF funds may not be used to provide

performance-based compensation or related

professional development in schools other than those

high-need schools listed in response to paragraph (a)

of Requirement 3--Documentation of High-Need

Schools.

(2)  PBCSs. TIF funds may be used to Budget

compensate educators only when the compensation Budget Narrative

is provided as part of the LEA’s PBCS, as described
in the application.
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{3)  For Additional Responsibilities and Budget
[eadership Roles. When a proposed PBCS provides Budget Narrative
additional compensation to effective educators who List of High Need
take on additional responsibilities and leadership Schools
roles, TIF funds may be used for either the entire
amount of salary for career ladder positions, or for
salary augmentations or both. TIF-funds may be used
to fund additional compensation for additional
responsibilities and leadership roles up to the cost of
1 full-time equivalent position for every 12 teachers,
who are not in a career ladder position, located in the
high-need schools listed in response to Requirement
3(a).

(c) Other Permissible Types of Compensation. Budget
Nothing in this requirement precludes the use of TIF Budget Narrative
funds to compensate educators who are hired by a List of High Need
grantee to administer or implement the Schools

TIF-supported PBCS, or to compensate educators
who attend TIF-supported professional development
outside their official duty hours, or to develop or
improve systems and tools needed to support the

PBCS.
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Requirement 7

Requirement or Priority

Title of Section or

Page Number(s) on

Attachment on

application, 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 existing TIF grant.

Subsection in which this which this which this priority
priority or requirement requirement or or requirement is
is discussed priority is discussed discussed
Requirement 7--Limitation on Using TIF Funds Budget
in High-Need Schools Served by Existing TIF Budget Narrative
Grants. List of High Need
Each applicant must provide an assurance, in its Schools

PR/Award # S374A120038
Page €96




ASPIRE PUBLIC SCHOOLS SCHOOL PORTFOLIO AND

DEMOGRAPHICS, 2008-2012

School Name

Street Address

Aspire Alexander Twilight College Preparatory Academy

Aspire Alexander Twilight Secondary Academy
Aspire Antonio Maria Lugo Academy

Aspire APEX Academy

Aspire California College Preparatory Academy
Aspire Capitol Heights Academy

Aspire College Academy

Aspire East Palo Alto Charter School

Aspire East Palo Alto Phoenix Academy

Aspire ERES Academy

Aspire Firestone Academy

Aspire Gateway Academy

Aspire Golden State College Preparatory Academy
Aspire Huntington Park Charter School

Aspire Inskeep Academy

Aspire Junior Collegiate Academy

Aspire Langston Hughes Academy

Aspire Lionel Wilson College Preparatory Academy
Aspire Millsmont Academy

Aspire Monarch Academy

Aspire Pacific Academy

Aspire Port City Academy

Aspire River Oaks Charter School

Aspire Rosa Parks Academy

Aspire Slauson Academy

Aspire Summit Charter Academy

Aspire Tate Academy

Aspire Titan Academy

Aspire Vanguard College Preparatory Academy

Fall 2009
Fall 2010
Fall 2005
Fall 2010
Fall 2005
Fall 2003
Fall 2011
Fall 2003
Fall 2006
Fall 2009
Fall 2010
Fall 2010
Fall 2007
Fall 2006
Fall 2011
Fall 2007
Fall 2006
Fall 2002
Fall 2004
Fall 2000
Fall 2010
Fall 2007
Fall 2001
Fall 2005
Fall 2011
Fall 2001
Fall 2011
Fall 2009
Fall 2009

2360 El Camino Ave.
2360 El Camino Ave.
2665 Clarendon Ave.
444 N. American St.
2125 Jefferson Ave.
2520 33rd St.

8030 Atheron St.
1286 Runnymede St.
1039 Garden St.
1936 Courtland Ave.
8929 Kaufman Ave.
8929 Kaufman Ave.
1009 66th Ave.

6005 Stafford Ave.
123 W. 59th St.
6724 South Alameda St.
2050 West Ln.

400 105th Ave.

3200 62nd Ave.
1445 101st Ave.
2565 58th St.

2040 West Ln.

1801 Pyrenes

1930 South D St.

123 W. 59th St.
2036 E. Hatch Rd.
123 W. 59th St.
6720 South Alameda St.
5255 First St.
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Sacramento
Sacramento
Huntington Park
Stockton
Berkeley
Sacramento
Oakland

East Palo Alto
East Palo Alto
Oakland

South Gate
South Gate
Oakland
Huntington Park
Los Angeles
Huntington Park
Stockton
Oakland
Oakland
Oakland
Huntington Park
Stockton
Stockton
Stockton

Los Angeles
Modesto

Los Angeles
Huntington Park
Empire

CA
CA
CA
CA
CA
CA
CA
CA
CA
CA
CA
CA
CA
CA
CA
CA
CA
CA
CA
CA
CA
CA
CA
CA
CA
CA
CA
CA
CA



ASPIRE PUBLIC SCHOOLS SCHOOL PORTFOLIO AND
DEMOGRAPHICS, 2008-2012

Grades % African % Other

School Name Total Enrollment . % Hispanic % White % FRPL % SPED % ELL
Served American Race
Aspire Alexander Twilight College Preparatory Academy K-5 411 31% 40% 18% 11% 72% 6% 16%
Aspire Alexander Twilight Secondary Academy 6-10 184 28% 45% 15% 11% 80% 9% 21%
Aspire Antonio Maria Lugo Academy K-5 476 0% 99% 0% 0% 94% 5% 45%
Aspire APEX Academy K-5 639 15% 63% 8% 14% 76% 7% 13%
Aspire California College Preparatory Academy 9-12 369 33% 62% 0% 5% 59% 6% 6%
Aspire Capitol Heights Academy K-5 274 52% 31% 7% 10% 88% 8% 7%
Aspire College Academy K-5 395 28% 71% 0% 1% 96% 4% 50%
Aspire East Palo Alto Charter School K-8 231 10% 86% 2% 2% 93% 8% 47%
Aspire East Palo Alto Phoenix Academy 9-12 288 7% 92% 0% 2% 88% 11% 19%
Aspire ERES Academy K-8 296 1% 99% 0% 0% 97% 6% 56%
Aspire Firestone Academy K-5 375 1% 99% 1% 0% 79% 9% 36%
Aspire Gateway Academy K-5 395 0% 99% 1% 1% 96% 5% 36%
Aspire Golden State College Preparatory Academy 6-12 527 27% 71% 0% 2% 89% 8% 25%
Aspire Huntington Park Charter School K-5 286 0% 99% 0% 0% 96% 6% 46%
Aspire Inskeep Academy K-6 402 1% 89% 0% 10% 88% 11% 47%
Aspire Junior Collegiate Academy K-5 289 0% 100% 0% 0% 97% 5% 43%
Aspire Langston Hughes Academy 6-11 573 29% 54% 8% 9% 84% 7% 4%
Aspire Lionel Wilson College Preparatory Academy 6-12 490 3% 96% 0% 1% 96% 9% 18%
Aspire Millsmont Academy K-5 279 62% 37% 0% 1% 87% 5% 15%
Aspire Monarch Academy K-5 386 6% 92% 0% 2% 94% 4% 68%
Aspire Pacific Academy 9-11 294 0% 99% 0% 0% 96% 8% 14%
Aspire Port City Academy K-5 208 20% 51% 12% 16% 81% 5% 9%
Aspire River Oaks Charter School K-5 281 8% 40% 28% 23% 57% 8% 13%
Aspire Rosa Parks Academy K-5 540 18% 65% 2% 14% 87% 5% 32%
Aspire Slauson Academy K-6 263 12% 88% 0% 0% 80% 6% 51%
Aspire Summit Charter Academy K-5 206 5% 56% 27% 12% 61% 7% 17%
Aspire Tate Academy K-6 300 2% 84% 0% 13% 82% 8% 46%
Aspire Titan Academy K-5 384 0% 100% 0% 0% 98% 6% 50%
Aspire Vanguard College Preparatory Academy 6-11 222 8% 41% 38% 13% 53% 14% 2%

PR/Award # S374A120038
Page €98



ASPIRE PUBLIC SCHOOLS SCHOOL PORTFOLIO AND
DEMOGRAPHICS, 2008-2012

Grades % African % Other

School Name Total Enrollment . % Hispanic % White % FRPL % SPED % ELL
Served American Race

Aspire Alexander Twilight College Preparatory Academy K-5 373 29% 42% 20% 9% 73% 6% 14%
Aspire Alexander Twilight Secondary Academy 6-9 135 36% 37% 16% 11% 76% 9% 11%
Aspire Antonio Maria Lugo Academy K-5 221 0% 100% 0% 0% 92% 5% 64%
Aspire APEX Academy K-3 201 16% 56% 9% 19% 63% 7% 17%
Aspire California College Preparatory Academy 9-12 192 39% 56% 1% 4% 60% 7% 10%
Aspire Capitol Heights Academy K-5 262 54% 31% 7% 8% 87% 8% 13%
Aspire College Academy

Aspire East Palo Alto Charter School K-8 458 10% 86% 2% 2% 92% 8% 40%
Aspire East Palo Alto Phoenix Academy 9-12 162 5% 94% 0% 1% 92% 9% 19%
Aspire ERES Academy K-8 216 2% 98% 0% 0% 98% 6% 78%
Aspire Firestone Academy K-5 349 1% 99% 0% 0% 82% 1% 51%
Aspire Gateway Academy K-5 328 0% 98% 1% 1% 84% 9% 38%
Aspire Golden State College Preparatory Academy 6-12 326 35% 61% 0% 4% 82% 4% 19%
Aspire Huntington Park Charter School K-5 215 0% 100% 0% 0% 94% 5% 61%
Aspire Inskeep Academy

Aspire Junior Collegiate Academy K-6 295 0% 100% 0% 0% 92% 3% 66%
Aspire Langston Hughes Academy 6-10 399 38% 48% 6% 8% 80% 6% 9%
Aspire Lionel Wilson College Preparatory Academy 6-12 491 5% 94% 0% 1% 92% 6% 30%
Aspire Millsmont Academy K-5 264 63% 36% 0% 1% 76% 5% 17%
Aspire Monarch Academy K-5 381 7% 92% 0% 1% 93% 8% 71%
Aspire Pacific Academy 9-10 320 0% 99% 1% 0% 94% 7% 17%
Aspire Port City Academy K-5 401 22% 50% 11% 17% 41% 4% 13%
Aspire River Oaks Charter School K-5 366 7% 43% 27% 23% 60% 4% 18%
Aspire Rosa Parks Academy K-5 353 22% 67% 2% 9% 89% 5% 39%
Aspire Slauson Academy

Aspire Summit Charter Academy K-5 362 5% 56% 29% 10% 57% 6% 18%
Aspire Tate Academy

Aspire Titan Academy K-5 282 0% 100% 0% 0% 98% 7% 75%
Aspire Vanguard College Preparatory Academy 6-10 256 8% 35% 44% 13% 49% 7% 2%
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Aspire Alexander Twilight College Preparatory Academy K-5 342 37% 28% 27% 6% 57% 7% 8%
Aspire Alexander Twilight Secondary Academy
Aspire Antonio Maria Lugo Academy K-5 201 0% 100% 0% 0% 95% 6% 63%
Aspire APEX Academy
Aspire California College Preparatory Academy 9-11 191 52% 45% 1% 2% 55% 5% 9%
Aspire Capitol Heights Academy K-5 212 52% 33% 1% 14% 86% 9% 19%
Aspire College Academy
Aspire East Palo Alto Charter School K-8 414 10% 86% 1% 3% 94% 6% 49%
Aspire East Palo Alto Phoenix Academy 9-12 134 6% 92% 0% 2% 92% 8% 13%
Aspire ERES Academy K-8 217 1% 99% 0% 0% 96% 5% 92%

Aspire Firestone Academy
Aspire Gateway Academy

Aspire Golden State College Preparatory Academy 6-11 265 35% 60% 0% 5% 86% 6% 35%
Aspire Huntington Park Charter School K-5 201 0% 99% 1% 0% 96% 7% 69%
Aspire Inskeep Academy

Aspire Junior Collegiate Academy K-6 279 0% 100% 0% 0% 96% 6% 60%
Aspire Langston Hughes Academy 6-9 266 38% 50% 4% 8% 78% 6% 8%
Aspire Lionel Wilson College Preparatory Academy 6-12 434 7% 91% 0% 2% 95% 6% 34%
Aspire Millsmont Academy K-5 250 62% 34% 0% 1% 74% 2% 21%
Aspire Monarch Academy K-5 350 7% 93% 0% 0% 93% 3% 77%
Aspire Pacific Academy

Aspire Port City Academy K-5 260 30% 43% 10% 17% 73% 7% 15%
Aspire River Oaks Charter School K-5 353 8% 45% 26% 21% 58% 5% 21%
Aspire Rosa Parks Academy K-5 350 24% 64% 3% 9% 86% 9% 40%
Aspire Slauson Academy

Aspire Summit Charter Academy K-5 344 5% 51% 35% 9% 52% 6% 9%
Aspire Tate Academy

Aspire Titan Academy K-5 253 0% 100% 0% 0% 88% 8% 74%
Aspire Vanguard College Preparatory Academy 6-9 197 8% 38% 46% 8% 44% 7% 2%
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Aspire Alexander Twilight College Preparatory Academy
Aspire Alexander Twilight Secondary Academy

Aspire Antonio Maria Lugo Academy K-5 191 0% 100% 0% 0% 67% 4% 24%
Aspire APEX Academy

Aspire California College Preparatory Academy 7-10 198 57% 40% 1% 2% 48% 5% 9%
Aspire Capitol Heights Academy K-5 233 49% 40% 6% 5% 51% 2% 18%
Aspire College Academy

Aspire East Palo Alto Charter School K-8 417 13% 84% 1% 2% 71% 7% 43%
Aspire East Palo Alto Phoenix Academy 9-11 102 6% 93% 0% 1% 78% 8% 16%

Aspire ERES Academy
Aspire Firestone Academy
Aspire Gateway Academy

Aspire Golden State College Preparatory Academy 6-10 225 43% 52% 0% 5% 68% 8% 28%
Aspire Huntington Park Charter School K-4 187 0% 100% 0% 0% 63% 8% 80%
Aspire Inskeep Academy

Aspire Junior Collegiate Academy K-6 191 0% 100% 0% 0% 73% 8% 74%
Aspire Langston Hughes Academy 6-8 203 42% 48% 5% 5% 64% 5% 5%
Aspire Lionel Wilson College Preparatory Academy 6-12 434 8% 90% 0% 2% 76% 6% 31%
Aspire Millsmont Academy K-5 214 62% 33% 1% 4% 50% 4% 29%
Aspire Monarch Academy K-5 352 8% 92% 0% 0% 61% 5% 71%
Aspire Pacific Academy

Aspire Port City Academy K-5 244 31% 49% 8% 12% 46% 11% 18%
Aspire River Oaks Charter School K-5 346 9% 43% 28% 20% 33% 9% 22%
Aspire Rosa Parks Academy K-5 351 27% 60% 3% 10% 52% 11% 34%
Aspire Slauson Academy

Aspire Summit Charter Academy K-8 446 6% 38% 46% 10% 32% 9% 11%

Aspire Tate Academy
Aspire Titan Academy
Aspire Vanguard College Preparatory Academy
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California School Directory
School: Aspire Monarch Academy

County Alameda

District Qakland Unified

Schéol Aspire Monarch Academy
CDS Code 0161259 6117568

Low Grade K

High Grade 5

Web site

School Email lynzi.ziegenhagen@aspirepublicschools.org
Phone Number (510) 568-3101

il‘=ax Number (510) 568-3521

Charter Yes

Charter Number 0252

Charter Funding Type Directly funded
NCESIFed;aral School ID 08440

School Address

1445 101st Ave.
Oakland, CA 94603-3207

Mailing Address

1001 22nd Ave., Ste. 100
Oakland, CA 94806

Administrator(s)

Jill Tabachnick
Principal
delphine.sherman@aspirepublicschools.org

Status Active

Open Date 9/56/2000

School Type Elementary Schools (Public)
Year Round No

Statistical Info

Quick Link to DataQuest Reports

CDS Coordinator
(Contact for Data Updates)

Tom Schao
510-451-4164 Ext. 1113
E-mail Update Request

Back - New Search

Access the OPUS-CDS Web application, as well as useful information for using this application.
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