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

Application for Federal Assistance SF-424

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

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

* 3. Date Received: 4. Applicant Identifier:

07/27/2012 | |

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:|Charleston County School District

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

* ¢. Organizational DUNS:

57-6000322 |

|O30lO30l4000O

d. Address:

* Streett: |75 Calhoun Street

Street2: |

* City: |Charleston

County/Parish: |

* State: |

SC: South Carolina

Province: |

* Country: |

USA: UNITED STATES

* Zip / Postal Code: |29401—3502

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: |Mel issa |
Middle Name: | |

* Last Name: |Matarazzo |
Suffix: | |

TmeZ|Executive Dir. Achievement & Accountability

Organizational Affiliation:

* Telephone Number: | (843)937-6392 Fax Number: |

*Ema”:|Melissa_Matarazzo@charleston.kl2.sc.us




Application for Federal Assistance SF-424

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

X: Other (specify)

Type of Applicant 2: Select Applicant Type:

Type of Applicant 3: Select Applicant Type:

* Other (specify):

|Local Education Agency

*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:

Competition CFDA Number 84.374A

Office of Elementary and Secondary Education (OESE):

Teacher Incentive

Fund (TIF):

TIF General

13. Competition Identification Number:

84-374A2012-1

Title:

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

Add Attachment

* 15. Descriptive Title of Applicant’s Project:

ECHO: Evaluation and Compensation for High-quality Outcomes

Attach supporting documents as specified in agency instructions.

Add Attachments




Application for Federal Assistance SF-424

16. Congressional Districts Of:

* a. Applicant b. Program/Project

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

Add Attachment | |

17. Proposed Project:

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

18. Estimated Funding ($):

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

*f. Program Income

g. TOTAL

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

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

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

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

Middle Name: | |

* Last Name: |McGinley |

Suffix: | |
* Title: |Superintendent of Schools
* Telephone Number: | (843)937-6300 | Fax Number: |

*Emam|Superintendent@charleston.k12.sc.us

* Signature of Authorized Representative: Alicia Kokkinis

* Date Signed: |o7/27/2o12




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

|Alicia Kokkinis

|Superintendent of Schools

* APPLICANT ORGANIZATION

* DATE SUBMITTED

|Charleston County School District

lo7/27/2012 |

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 |Charleston County School District |
* Street 1 | | Street 2 | |
75 Calhoun Street
City |Charleston | State |SC: South Carolina | Zp |2940l |
Congressional District, if known: |
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/B
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 N/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: |Alicia Kokkinis |

*Name: Prefix * First Name | | Middle Name |
Dr. Nancy

* Last Name . Suffix
McGinley
Title: [superintendent of Schools |Te|ephone No.: | (s43) 937-6300 |Date: |o7/27/2012
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.

CCSD GEPA FINAL.pdf

| Delete Attachment | View Attachment




CHARLESTON COUNTY SCHOOL DISTRICT
GENERAL EDUCATION PROVISIONS ACT (GEPA) SECTION 427

Charleston County School District (CCSD) ensures equitable access to, and participation in, all
programs and services for all students, teachers, stakeholders, and other beneficiaries with
special needs. CCSD will not prohibit participation of any particular gender, race, national
origin, color, disability, or age. The district and all 14 targeted high-need schools participating in
our ECHO Teacher Incentive Fund grant project—Jane Edwards, Blaney, Minnie Hughes,
Ellington, Pinehurst, Hursey, Burns, and North Charleston Elementary Schools; Dunston and
Midland Park Primary Schools; Baptist Hill Middle/High School; Morningside Middle School;
North Charleston High School; and Military Magnet Academy—are committed to providing
accommodations upon request to ensure active participation for all stakeholders without barriers
to access.
CCSD will meet this commitment by ensuring:
¢ All consultants, contractors, and district and school staff provide materials, activities, and
services in accessible formats.
¢ All schools and the district, as well as facilities used for project activities, technical
assistance, and meetings are ADA-compliant.
¢ All project activities are available through assistive technologies upon request.
¢ Project partners are mandated by federal law to comply with ADA.
¢ Training materials are provided upon request in a variety of modalities including print,
Braille, auditory form, and experiential activities.
CCSD adheres to federal and state laws and constitutional provisions prohibiting discrimination
on the basis of disability, race, creed, color, gender, national origin, religion, ancestry, or need
for special education services, as well as all provisions of federal law relating to students with
disabilities, including IDEA, section 504 of the Rehabilitation Act of 1973, and Title II of the

Americans with Disabilities Act of 1990.

Charleston County School District  pr/award # S374A120053 GEPA: Page I of 3
Page e10




All project activities for ECHO will comply with Section 427 of the General Education
Provisions Act that outlines the six types of barriers that can impede equitable access or
participation in program activities. Project activities target school district employees of different
genders, races, national origins, colors, disabilities, and ages to the full extent possible and no
participant will be denied participation in project activities based on their gender, race, national
origin, color, age, or any disability. The district has an established special appeals procedure in
place for individuals who feel they have been discriminated against. The following provides
specific examples of how CCSD intends to address barriers that could potentially impede active
participation of project personnel in ECHO activities.

@ Barrier: Limited job applicants from underrepresented groups.

@ Solution: CCSD recognizes the value of diversity, and is committed to a representative
workforce. We established a Diversity Council that is reflective of the organization and is
charged with ensuring the district’s recruitment practices result in a workforce that mirrors our
community. To help the district meet established goals for diversity, the Council has
instigated several changes to the district’s hiring practices: (a) use of diverse interview teams;
(b) non-traditional methods of recruitment; and (c) establishment of an Ombudsman
Committee to respond to inquiries or concerns from applicants around the application process.
These measures are intended to ensure access to employment opportunities among groups that
have traditionally been underrepresented in specific position classifications.

@ Barrier: Our coalition of schools has a free or reduced lunch rate averaging 91%.

@ Solution: High-need schools are traditionally difficult to staff with high quality teachers. To
ensure that teachers are actively involved in the design and implementation of our program,
we will invite a diverse representation of teachers and staff to participate in Educator Design

Teams, CCSD Teacher Forums, Superintendent Round Tables, Educator Focus Groups, and

Charleston County School District  pr/award # S374A120053 GEPA: Page 2 of 3
Page e11



Educator Surveys to ensure that their voices are heard. We will also provide recruitment

bonuses to encourage exemplary teachers and leaders to transfer to our high-need schools.

Charleston County School District  pr/award # S374A120053 GEPA: Page 3 of 3
Page e12



CERTIFICATION REGARDING LOBBYING

Certification for Contracts, Grants, Loans, and Cooperative Agreements

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

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

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

(3) The undersigned shall require that the language of this certification be included in the award documents
for all subawards at all tiers (including subcontracts, subgrants, and contracts under grants, loans, and
cooperative agreements) and that all subrecipients shall certify and disclose accordingly. This certification
is a material representation of fact upon which reliance was placed when this transaction was made or
entered into. Submission of this certification is a prerequisite for making or entering into this transaction
imposed by section 1352, title 31, U.S. Code. Any person who fails to file the required certification shall be
subject to a civil penalty of not less than $10,00 0 and not more than $100,000 for each such failure.

Statement for Loan Guarantees and Loan Insurance
The undersigned states, to the best of his or her knowledge and belief, that:

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

* APPLICANT'S ORGANIZATION

|Charleston County School District

* PRINTED NAME AND TITLE OF AUTHORIZED REPRESENTATIVE

Prefix: * First Name: [Nancy

| Middle Name: |

* Last Name: |McGinley

* Title: |Superintendent of Schools

* SIGNATURE: [p1icia xokkinis

| * DATE: |o7/27/2012




Close Form

SUPPLEMENTAL INFORMATION
REQUIRED FOR
DEPARTMENT OF EDUCATION GRANTS

1. Project Director:

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

Suffix:

Melissa Matarazzo

Address:

*Street1:|Charleston County School District

Street2:|75 Calhoun Street

County: |

* City: |Charleston |

* State: |SC: South Carolina

*Country:| USA: UNITED STATES |

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

Email Address:

|Melissa_Matarazzo@charleston .kl2|

2. Applicant Experience:

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

3. Human Subjects Research

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

|:| Yes |Z No

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

L

|:| Yes Provide Exemption(s) #:

|:| No Provide Assurance #, if available:

Please attach an explanation Narrative:




Abstract

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

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

« Research issues, hypotheses and questions being addressed

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

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

You may now Close the Form

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

* Attachment: |CCSD TIF Abstract FINAL.pdf Delete Attachment|  View Attachment




ABSTRACT
Charleston County School District (CCSD), a local education agency (LEA) in Charleston, South
Carolina, is applying as a single eligible applicant for the General Teacher Incentive Fund (TIF)
grant competition, CFDA 84.374A.
CCSD serves approximately 45,000 students in 80 schools and will target 14 of our district’s

highest-need schools with our planned TIF project: ECHO: Evaluation and Compensation for

High-quality Qutcomes. These chosen schools encompass a rural feeder pattern (Jane Edwards,
Blaney, Minnie Hughes, and Ellington Elementary Schools; and Baptist Hill Middle/High
School); an urban feeder pattern (Dunston and Midland Park Primary Schools; Pinehurst,
Hursey, and North Charleston Elementary Schools; Morningside Middle School; and North
Charleston High School), as well as Burns Elementary School and the Military Magnet
Academy.

ECHO’s comprehensive, multi-component approach includes (1) a human capital management

system (HCMS) aligned with our district’s Teacher/Leader Professional Learning Cycle. This
HCMS will provide information on productivity, teacher/leader knowledge, and multiple

assessment measures for educators and students. (2) New educator evaluation protocols

including the state-required educator evaluations, ADEPT (for teachers) and PADEPP (for
principals), classroom and schoolwide student achievement growth calculated using a value-
added model and/or student-learning objectives (SLO); and stakeholder engagement and
perception surveys. ECHO will add a 360 degree evaluation tool to assess TIF school leader
performance. Scores on each individual evaluation component will produce an overall educator

effectiveness rating (e.g., exemplary, proficient, needs improvement, unsatisfactory), that will be

used to inform human capital decision-making. (3) Performance-based compensation bonuses

will be provided to educators in TIF targeted schools identified as proficient or exemplary. They

will also be eligible to receive recruitment and retention bonuses for transfers to one of our

district’s highest-need schools. Additionally, effective educators will have the opportunity to
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assume leadership roles including serving as a Master Teacher, Mentor Administrator, Associate

Principal. (4) School-based, job-embedded professional learning, will center on mentoring,

modeling, coaching, and demonstrating effective instructional practices led by each school’s
Professional Learning Team (e.g., Professional Development Coordinator, Master Teacher, Title
I-funded Instructional Coach).

Our project objectives include the four federally required GPRA performance measures related

to teacher and principal effectiveness, recruitment to high-need fields, teacher and principal
retention, and data-driven human-capital decision-making.

ECHO Goal 1: Create, disseminate, and formally adopt a final PBCS plan by the end of the Year
1. Goal 1 objectives include: increasing stakeholder involvement in PBCS development,
implementation of an effective PBCS communication plan; and putting in place a comprehensive
human capital management system capable of linking multiple data metrics by the end of Year 1.
ECHOQO Goal 2: Implement and sustain a fair, consistent, and effective PBCS in Years 2-5. Goal
2 objectives include: addressing the professional development needs of our targeted teacher and
principal population; creation of a PBCS system that is clear, fair, and achievable to the majority
of targeted educators; using data to effectively identify the professional development needs of
TIF targeted educators; reduction of teacher turnover in high-need schools; increasing the
effectiveness ratings of struggling teachers in each consecutive grant project year, and having a
majority of our teachers qualifying for performance-based compensation by the end of Year 2
and each project year thereafter.

As a new applicant to the TIF competition, our district qualifies under Competitive Preference

Priority 4. Under Competitive Preference Priority 5, CCSD will realign our current single

schedule salary structure to award educators based upon their quality and effectiveness rather

than longevity and degree attainment.
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Charleston County School District

The Charleston County School District (CCSD) serves approximately 45,000 students in 80
schools, making our district the second largest system in South Carolina and the fourth largest

employer in our area, with over 5,500 employees. As a new_applicant (Required Assurance,

Competitive Preference Priority 4), ECHO: Evaluation and Compensation for High-quality

Qutcomes, will target 14 high-need schools identified as either high-poverty or persistently

lowest-achieving (Requirement 3) with performance-based compensation for teachers,

principals, and other personnel (Requirement I) to increase educator effectiveness and student

achievement. These chosen schools encompass a rural feeder pattern (Jane Edwards, Blaney,
Minnie Hughes, and Ellington Elementary Schools; and Baptist Hill Middle/High School); an
urban feeder pattern (Dunston and Midland Park Primary Schools; Pinehurst, Hursey, and North
Charleston Elementary Schools; Morningside Middle School; and North Charleston High
School), as well as two additional schools; Burns Elementary School and Military Magnet
Academy. These schools’ alignment with TIF grant eligibility requirements is detailed in

Appendix B (Requirement 3). CCSD is submitting only one application (Requirement 5) and

neither CCSD nor any of the targeted schools have previously participated in a TIF project

(Requirement 7). Key student characteristics of our targeted population are outlined in Table I.

Table 1. Student Characteristics of ECHO Targeted Schools

White | Black | Hispanic | Other | Special Ed. | LEP FRL Rate

District Average | 44% 45% 7% 4% 10% 6% 52%

TIF Targeted 704 6% 15% 20 13% 14% 91%

Schools Average

Staffing our Title I targeted schools is difficult. As seen below in Table 2, teachers in these high-
poverty, high-need schools, have fewer credentials, less experience, and are less likely to remain

in these targeted schools than teachers in other non-poverty, high-performing schools.
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Table 2. Instructional Staff Characteristics in Title I Schools
CCSD Non-
Indicator Title I Schools Title I Schools
Teachers with fewer than three years teaching in district 31% 16%
Schools with classes taught by non-highly qualified teachers 82% 69%
Teachers with emergency/provisional certificates 13% 4%
Teachers on continuing (e.g., tenure) contracts 65% 84%
Teachers with advanced degrees 51% 61%
Teachers returning from previous year 7% 86%

| 1. Vision of Instructional Improvement

“If we increase the effectiveness of our entire educator corps (induction to professional) and we
exit educators who do not improve student achievement, then we will elevate the achievement of
ALL students, close the achievement gap between groups of students, and increase the

graduation rate.” Charleston County Schools’ Vision 2016 Strategic Plan

In 2008, CCSD launched a five-year strategic plan, Charleston Achieving Excellence, under the
leadership of our superintendent, Dr. Nancy McGinley. Key strategies included creating a
portfolio of school options including neighborhood, charter, and magnet schools that resulted in
impressive gains in academic achievement by our students as evidenced on standardized tests
and increased high school graduation rates. However, glaring student achievement gaps still exist
in our district, particularly in our high-need schools. In 2012, CCSD launched Vision 2016, a
long range strategic plan (2011-12 to 2015-16) to (1) elevate overall academic achievement, (2)
close the achievement gap, and (3) increase the graduation rate through improvements in four
focus areas: Educator Effectiveness, Innovative Schools and Systems, Literacy-Based Learning,

and Partnerships.
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Human Capital Management System (Absolute Priority 1): Vision 2016 articulated several key

objectives and strategies to improve educator effectiveness, including implementation of a
Human Capital Management System (HCMS) aligning human capital strategies with our
strategic plan’s goals and objectives. In 2011-12, the CCSD board approved implementation of
this HCMS, PALMS: Personal Achievement Learning Management System. PALMS
implementation began with procurement of a software solution designed to centralize the
existing but disparate computer systems used in our district to provide information on (1)
productivity (i.e., instructional staff characteristics, curricula); (2) teacher/leader knowledge (i.e.,
accumulation of teacher/leader professional development including amount, quality, and content;
fidelity of curricula implementation); and (3) multiple assessment measures for educators and
students (i.e., teacher and leader evaluations, classroom observations, mentor/leader feedback,
student standardized assessment results, other measures of academic achievement). System roll-
out began during the 2011-12 school year and will be completed in 2012-13, giving our district
the ability to provide user-friendly access to high-quality data metrics from multiple sources,
enabling our school leaders, teachers, senior district administrators, and other key stakeholders to
ascertain district progress towards our strategic goals. PALMS enhances our ability to make data-
based decision-making related to human capital and to allocate resources strategically within

our district, particularly to our high-need schools.

| 2. Likely to Increase the Number of Effective Educators |

i. Range of human capital decisions for which CCSD will consider educator effectiveness.

Our HCMS includes a Teacher/Leader Professional Learning Cycle (TLPC) designed to grow,
support, and evaluate teacher and leader effectiveness through every stage of their career while
using data-based decision-making on a wide-variety of human capital decisions (Absolute
Priority 1). Illustrated in Figure 1 below, this cycle outlines key staff development goals and

clear and consistent performance expectations to ensure every educator in our district has the
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skills, knowledge, and experience necessary to achieve our primary goal: improved student
academic achievement.

Figure 1: CCSD’s Teacher/Leader Professional Learning Cycle

Element 1.

Recruit and
Hire Effective
Teachers and

Element 7. Leaders Element 2.

Retain Effective On-Boarding
Educators, Exit and Support
Ineffective for New

Educators Personnel

CCSD
Teacher and

Leader
Element 6. Professional Element 3.
Learning

Cycle Grow and

Support

Recognize and
Reward
Educator Educator

Effectiveness Effectiveness

Element 5. Element 4.

Evaluate Set Educator
Educator Performance
Performance Objectives

» TLPC Element 1. Recruiting and Hiring Effective Teachers and Leaders: CCSD has spent
the past year developing and implementing rigorous screening and interview tools which have
already increased the quality of teacher and leader candidates. These rigorous interview
standards include the use of applicants’ state evaluation results as a teacher candidate provided
by the State Department of Education to screen out potential candidates who were rated as either

“needs improvement” or “unsatisfactory.” HCMS implementation will create a feedback loop to
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educator preparation programs within our state on the number/percentage of their teacher
candidates who sought and received screening approval, were interviewed, and hired by our
district. This reciprocity agreement will also help us to strengthen current partnerships with these
schools which in turn, will provide more qualified candidates in the future.

» TLPC Element 2. On-Boarding and Supporting New Teachers and Leaders provides
professional learning support for teachers and leaders new to these roles, and for those
experienced educators new to our district. New inductees may receive up to three years of
ongoing coaching and feedback provided by their school’s mentor or principal or district
personnel from the Offices of Teacher and Principal Effectiveness. Teachers in our high-need
schools also receive support from CCSD’s full-time teacher mentor team. PALMS will enable
CCSD to use multiple data sources such as educator evaluations, classroom observations, and
student assessments, including formative feedback provided by mentors, Master Teachers, and
principals, to produce on-demand, weekly, monthly, quarterly, or annual professional learning
reports, at individual, classroom, subject, grade, school, or districtwide levels highlighting trends
in specific strengths and weaknesses. An ECHO professional learning team (PLT) in each TIF-

targeted school consisting of a Professional Development Coordinator, Master Teacher (paid

with TIF funds, Requirement 6), and a 0.5 FTE Title I-funded Instructional Coach will support

these new teachers and leaders, by studying their evaluation results and identifying needed

adjustments in their professional growth and development plan (see job descriptions in Appendix

D). If a classroom observation reveals weaknesses in providing differentiated instruction, for
example, the PLT will identify appropriate supports (e.g., peer observations, videos, best
practices) to build the educator’s skill sets in this area. Educators would receive follow-up
including additional classroom observations and collaborative conservations to assess
intervention success conducted by PL'T team members.

» TLPC Element 3. Growing and Supporting Effective Teachers and Leaders: In 2011-12, our

Office of Professional Development realigned existing district resources to develop a school-
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based professional learning model focusing on four priority strategies to increase educator
effectiveness outlined in Vision 2016 (e.g., Common Core Standards, Use of Technology in
Instruction, Literacy-based Instruction, Mastery Teaching Model). Beginning in the 2012-13
school year, ECHO targeted schools, will receive professional learning focused on these four

priority topics provided by a 0.5 FTE Title I-funded Instructional Coach. Teachers in ECHO

targeted-schools will be further supported by intensive, job-embedded professional learning

provided by their school’s ECHO PLT including a Professional Development Coordinator

(Years 1-4) and Master Teacher (Years 3-5). The PLT will use results of classroom observations

and walkthroughs, student achievement records, formative assessment data from administrators,
and results from mentor and Master Teacher collaborative conversations to continuously refine
professional growth and development plans and assess their successful implementation.

» TLPC Element 4. Setting Performance Objectives for Teachers and Leaders: Beginning
with the 2012-13 school year, 50% of the total weight of principal evaluations will be based
upon student attainment of schoolwide achievement goals, and for teachers beginning in 2013-
14. Evaluation results will be used to make contract advancement decisions including those
related to contract non-renewals. ECHO implementation will allow value-added data to be used
to assess student achievement growth in our TIF targeted schools in 2013-14.

» TLPC Element 5. Evaluating Teacher and Leader Performance: In 2011-12, CCSD piloted
a multi-dimensional educator evaluation model in four high-need schools. This model included
the state-required educator evaluation framework, a district-developed Classroom Observation
Tool (COT), and schoolwide and individual classroom student academic growth, with bonuses
awarded on achievement of specific performance targets. This pilot informed ECHO’s project
design which will utilize multi-dimensional educator evaluations beginning in TIF-targeted
schools in 2013-14 and expanding to all schools in our district in 2014-15.

» TLPC Element 6. Recognizing and Rewarding Effective Teachers and Leaders: Results

from our new multi-element educator evaluations will be used to produce educator effectiveness
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ratings (e.g., exemplary, proficient, needs improvement, unsatisfactory). Educators serving in our
ECHO schools who are rated as exemplary or proficient will begin to accrue PBCS beginning in

2013-14 (Requirement I). District funds will be used to expand PBCS to educators in all district

schools in 2016-17. Our performance-based compensation plan includes a salary schedule

restructure from one based more on seniority and degree attainment to one based more on
educator effectiveness, to be piloted in ECHO schools in 2015-16 and implemented districtwide
in 2016-17. Educators rated as exemplary or proficient will be identified and recruited for
transfers to our district’s highest-need schools, and given the option to take on additional
leadership roles (e.g., Master Teacher, Mentor Administrator), including participation in one of
CCSD’s four leadership development strands, described in Table 8, page 35.

» TLPC Element 7. Retain Effective Teachers and Leaders; Exit Ineffective Teachers and
Leaders: CCSD’s teacher turnover rate in 2011-12 was 14% overall, but in our highest-need
schools, the rate was 23.3%—almost double the district average. To increase teacher retention in
ECHO schools, we will award performance-based compensation (PBCS) to educators rated
exemplary or proficient beginning with English, math, science, and social studies teachers in our
high-need schools in 2013-14, expanding to non-tested subjects and other personnel in ECHO
schools in 2014-15, and districtwide in 2016-17. ECHO will provide opportunities for effective
educators to take on additional roles and responsibilities (e.g., Master Teachers, Mentor
Administrators) and/or recruitment into our district’s Leadership Academy. Effectiveness ratings
will be used to inform hiring and placement decisions—for example, teachers evaluated as
proficient or exemplary will advance from annual to continuing contracts and be targeted for
recruitment to one of our high-needs schools. Those identified as needs improvement will be
given the option to participate in an intensive professional growth and development plan while
those identified as unsatisfactory will face contract non-renewal. Teachers already on continuing
contracts will be given salary raises and bonuses if identified as proficient or exemplary.

Unfortunately, not all educators will make progress as they move through our TLPC, which is
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why CCSD has developed new processes for probationary periods and contract non-renewal

based upon educator effectiveness. Figure 2, below, illustrates the alignment of our TLPC and

our human capital decision-making process.

Figure 2: Teacher/Leader Learning Cycle and Human Capital Decision-Making
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ii. Weight given to educator effectiveness when human capital decisions are made.

Ensuring every CCSD school is led by an effective principal and every student is taught by an
effective teacher is a key component of our Vision 2016 strategic plan. Roll-out of CCSD’s
HCMS, PALMS, will be completed in 2012-13 and will provide CCSD with the ability to use
multiple indicators from our new educator evaluation system to calculate effectiveness ratings.

These evaluations will be implemented in 2012-13 for principals in all schools, in 2013-14 for
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core academic teachers (e.g., math, science, social studies, English/language arts) in ECHO
schools, and then expanded to all educators in all CCSD schools in 2014-15, meeting Absolute
Priority 2. Figure 3 outlines the weight that each component of our educator evaluation system
will carry. While these weights vary by job title (see section b, pages 15-29), student growth will
account for 50% of all teacher and leader evaluations. As seen in TLPC, Elements 5-7,
evaluation results will be used to make decisions on a wide variety of human capital decisions

including performance-based compensation, contract renewal or dismissal, and promotions.

Figure 3. Teacher Evaluation Component Weights
60%
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30%

50%
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10%
10%
0%
SC Required Educator Value-Added Student Parent Surveys
Evaluation (ADEPT, Achievement Growth
PADEPP)

iii. HCMS feasibility, including prior experience in using educator evaluation systems.

Two projects are currently underway in Charleston County Schools using multiple evaluation
measures to award performance-based compensation bonuses in hard-to-staftf, high-need schools.
These include: (1) ACE: a partnership between a Promise Neighborhood project and CCSD
utilizing (a) multiple classroom observations by internal and external evaluators; (b) self-
assessments of professionalism and collegiality; (c) schoolwide student performance gains; and
(d) classroom academic gains for teachers in tested subjects (reading and math, grades PreK-8)

in four elementary schools. Early analysis shows an increase in student achievement targets of
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some 5% from 2010-11 to 2011-12. Nearly 45% of teachers in these schools earned bonuses,
including 20% who achieved exemplary ratings on their evaluations and successfully raised
student achievement, and an additional 24% based solely on educator evaluation results. (2)

School Improvement Grant (SIG): CCSD is currently using SIG funds to award bonus incentives

to employees in four high-need schools based upon (a) schoolwide academic achievement gains;
and (b) demonstration of a data-driven portfolio of effective teaching artifacts.

» LEA policies that inhibit or facilitate use of educator effectiveness in human capital
decisions: South Carolina is not a collective bargaining state, but our district has worked closely
with teacher and principal focus groups to inform design elements of our new educator
evaluation process, including our plan to implement performance-based compensation, as
detailed on pages 12-15. CCSD conducted successful pilots incorporating planned ECHO
program components, including using multi-component educator evaluations and student
academic growth to make performance-based compensation awards (see pages 9-10 and 22-23).
The CCSD board and superintendent have committed to full implementation of ECHO strategies
over the next five years, as evidenced throughout our district’s strategic plan which contains
several key ECHQO components, including our HCMS, PALMS, and the Teacher/Leader

Professional Learning Cycle, both implemented in the 2011-12 school year.

iv. CCSD’s commitment to implementing the described HCMS, including all its components.

Charleston County Schools’ superintendent, Dr. Nancy McGinley, and our board have outlined
an aggressive improvement plan in Vision 2016 (see Appendix F). Improving educator
effectiveness to positively impact student academic achievement is a major focus area of this
strategic plan. As stated within our plan, “We will promote, recognize, and reward effective
teaching and leadership based on a combination of factors, including student growth. We will
ensure that every school is led by an effective principal, and every student is taught by an
effective teacher.” The CCSD board, Superintendent, and senior district leadership have
undertaken review of, and approval for, the policies underlying our ECHO project plan,

Charleston County School District: ECIfdyard # s374A120053 Page 10 of 60
Page e29



including approval of supports critical to implementation of these policies, such as our educator
evaluation reforms and implementation of a comprehensive human capital management system
that places a priority on our greatest resource—human capital—to ensure all staff will be
recruited, developed, evaluated, recognized, and rewarded on their performance. Please see
evidence of CCSD board-support for ECHO in Appendix C. To ensure successful

implementation of these specific policies, CCSD has created a PALMS-HCMS Implementation

Team which will continue to meet weekly to provide ongoing decision-making to critical ECHO
program components including: (1) ensuring all staff have the professional learning resources
and supports necessary to succeed; (2) successful implementation of a data-based decision-
making process based on achievement and performance; and (3) building the technological
infrastructure to support efficient human resource management and best business practices. This
team, is chaired by CCSD’s Deputy for Human Capital Development, Audrey Lane (see resume
in Appendix D) and includes CCSD’s Executive Director of Personnel Services, Executive
Director for Achievement and Accountability, Executive Director of Information Technology, a
Project Manager from Human Capital Development, representatives from the Offices of
Technology and Infrastructure and Business Intelligence Information Management, two Teacher
Evaluation Team members, one Teacher Induction Team member from our Office of Teacher
Effectiveness, and a Special Projects Officer from Personnel Services.

Stakeholder Communication Plan: CCSD recognizes that our decision to base educator
compensation on evaluations including student academic growth requires buy-in from our
teachers, administrators, and other stakeholders to support program implementation and long-
term sustainability. As recommended by the Center for Educator Compensation Reform
(Koppich, et al., 2009), CCSD conducted educator forums and roundtables to gain teacher and
leader input on the design of planned reforms (see section d, pages 36-41). We will continue to
seek input and involvement from a diverse group of stakeholders. Our Stakeholder Engagement

Plan includes having our district superintendent, Dr. McGinley, members of our school board,
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and teachers and administrators involved in ECHO planning conduct Town Hall meetings which
will include parents, students, and community members at each ECHO school (and as we expand
our reforms, to all district schools), outlining key PBCS elements and educator evaluation system
reforms to build staff engagement. One key strategy will be a careful review of successful large-
scale evaluation and compensation reforms in school systems similar to our own. Videos of these
Town Halls will be posted on a project-specific website, which will host written materials, such
as frequently asked questions. Dr. McGinley will conduct monthly Superintendent Roundtables
with teachers, principals, and district administrators regarding key program components. We will
conduct additional focus group meetings and confidential surveys of teachers and principals both
in ECHO and non-ECHO schools to identify project strengths and weaknesses and guide project
refinements as we implement ECHO strategies districtwide. We will also conduct
parent/community forums in each targeted TIF school. Our project website will also contain
sections for educators, parents, and community members featuring guides to each planned reform
element, and the opportunity for online commentary about ECHO. Monthly electronic

newsletters and emails will also provide regular updates to stakeholders.
v. Adequacy of the financial and nonfinancial strategies and incentives.

Performance-Based Compensation System (PBCS): Single salary schedules that reward
teachers on their degree attainment and experience are insufficient in recruiting or retaining high-
quality educators to hard-to-staff schools. But systems that base educator compensation on
multiple evaluation components are linked to increased teacher retention rates and student
academic gains (Hassel & Hassel, 2007). ECHO will implement changes to our current single

salary pay schedule by awarding performance-based compensation bonuses that will accrue to

educators identified as proficient or exemplary in our targeted schools beginning in 2013-14.

» Salary Schedule Realignment (Competitive Priority 5). ECHO will enable CCSD to realign

our current single-schedule salary structure so our educators are rewarded more for quality and

effectiveness and less for longevity or degree attainment. District initiatives that base employee
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pay on measures of student performance rather than experience and education have been shown
to have two primary impacts: (1) motivating teachers to change their instructional practices
leading to increased student academic achievement while (2) attracting a new pool of applicants
and increasing retention of high-performing teachers (Springer, et al., 2010). This motivation has
already been demonstrated effective in CCSD’s own schools through our initial results from the

ACE pilot project, as described earlier on page 9. CCSD’s Salary Review Committee, meets

monthly to study best practices in performance-based compensation and has commissioned a
labor market study comparing salaries from similar and neighboring school districts in a three-
state area (South Carolina, North Carolina, Georgia), as well as external factors such as cost of
living to inform changes to our current pay system, as recommended by research (Milanowski,
2008). While specific elements for our planned salary restructure have not been finalized, CCSD
will base salary amounts on the results of educator evaluations, including student academic

growth. Salary reform models under consideration are outlined in Table 3, below.

Table 3. Base Pay Supplement Structure Considerations

Denver: ProComp links compensation to instructional priorities, with an annual common base
salary and supplements ranging from 1 to 9% of the base in four categories: (1) knowledge and
skills (e.g., professional development units, advanced degrees, certifications); (2) educator
evaluation results; (3) market incentives for hard-to-staff schools/subjects; and (4) individual
classroom and/or whole school student growth. Positive outcomes include increases in math and

reading scores, teacher’s median growth percentiles, and teacher retention (Wiley, et al., 2010).

Austin uses a multi-component system: (1) student growth (e.g., student learning objectives,
schoolwide growth); (2) professional growth (e.g., national board coursework, certification); and
(3) recruitment to high-needs schools. Teachers receive up to $1,500 for each student learning
objective achieved and $2,000 for student growth in reading and math, with Mentor Teachers

earning an additional $5,000 a year. To date, studies show an 11% increase in teacher retention

and student achievement gains (Brodsky, et al., 2010).
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Table 3. Base Pay Supplement Structure Considerations

Toledo’s three-tier plan aligns compensation with effective instruction and improved student
achievement (Koppich & Rigby, 2009). Tier 1 provides a 5% base salary increase for individual
teacher professional development linked to improving teaching and learning; Tier 2 awards up
to a 10% base increase to groups (team, grade level, or school) that increase student
achievement; and Tier 3 encompasses a career ladder component with up to a 15% base increase
for (1) Career Teachers with bonuses based on classroom-level student achievement gains; (2)
Accomplished Teachers who maintain their instructional duties and serve as peer reviewers and

curriculum developers; and (3) Distinguished Teachers assigned to high-need schools.

» Effectiveness Ratings for performance-based compensation will be determined using the
results of multi-element educator evaluations (see section b, pages 15-29), which will yield

educator effectiveness ratings (e.g., unsatisfactory, needs improvement, proficient, exemplary).

» Teacher/Leader PBCS Bonuses (Model 1): Beginning in 2013-14, teachers and leaders in
ECHO schools who receive an educator effectiveness rating of proficient or exemplary, will
accrue performance-based compensation up to 5% of the district average for their position
(principal: $4,126; assistant principal: $3,458; teacher: $2,228) per year, as educators are most
motivated to make long-term instructional changes when potential compensation bonuses or
salary gains equal 5% or more of their current salary (Podgursky & Springer, 2007). PBCS will
be expanded to all CCSD schools in 2016-17, using district funds.

» Recruitment to High-Need Schools (Model 1): Staffing high-need schools in our district
remains a challenge. As seen in Table 2, page 2, instructional staff in our targeted schools lag
behind our district as a whole in many indicators of quality instructional staff. ECHO will target
teachers and school leaders with educator effectiveness ratings of proficient or exemplary for
transfers to TIF high-need schools. These educators will receive a one-time recruitment bonus of
up to $6,000, a strategy shown to reduce teacher turnover rates (Clotfelter, et al., 2008). We will

provide extra support to staff in our high-need schools through establishment of professional
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learning teams consisting of a Professional Development Coordinator, Master Teacher, and a

Title I Instructional Coach who will provide professional learning, coaching, support, and

mentoring, strategies found to increase teacher retention and student achievement in high-need
schools (Berry, et al., 2009). Providing targeted incentives for teachers and implementing
policies with a high priority on effective educators, increases the likelihood that high-need
schools hire and retain effective teachers (Haycock & Hanushek, 2010).

» Leadership Roles (Model 1): CCSD will target teachers and leaders with evaluation ratings of
proficient or exemplary to take on additional responsibilities and leadership roles. This includes

recruiting highly effective teachers from our ECHO schools to become Master Teachers. They

would be released from all instructional responsibilities, receiving a salary bonus up to $10,000
per year to provide job-embedded professional learning to educators in our targeted schools.
ECHO will also recognize and reward effective school leaders by recruiting them to serve as

Mentor Administrators who would earn up to an additional $5,000 per year for providing support

to new and struggling ECHO administrators. Mentors will work with their mentees to conduct
school walkthroughs; review district and state policies and priorities; provide assistance on how
to support teachers and school staff and how to work with the community and central office
personnel; identify strengths and weaknesses in the school’s instructional program; and provide
best practices in educator evaluations and school improvement planning. To increase the quality
and quantity of administrators and augment our Mentor Administrator strategy, we will also

create new Associate Principal leadership role in ECHO schools who will learn and implement

best practices to support educators and students under the direction of the school’s principal

while also providing valuable release time for mentors to perform their new leadership roles.

| 1. High-Quality Evaluation Rubric |

P State Required Evaluations: South Carolina’s required evaluations, ADEPT (Assisting,

Developing, and Evaluating Professional Teaching) for teachers and PADEPP (Program for
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Assisting, Developing, and Evaluating Principal Performance) for principals, have been
recognized by Education Week’s Quality Counts (2012) for six consecutive years as being the
best in the nation in assessing teacher and principal performance. ADEPT/PADEPP were
designed to promote educator effectiveness in every stage of an educator’s career by building
capacity and focusing on continuous improvement while providing valid, reliable, and consistent
accountability of educator performance and effectiveness. ADEPT aligns with the Council of
Chief State School Officer’s Interstate Teacher Assessment and Support Consortium (InTASC)
standards, is based upon Charlotte Danielson’s Framework for Teaching, and uses 10
performance standards within four broad domains (Planning, Instruction, Classroom
Environment, and Professionalism) that define effective instructional practices. See Appendix G
for the each domain’s performance standards and the 34 elements within each standard.
Similarly, PADEPP aligns with Interstate School Leaders Licensure Consortium (ISLLC)
standards and uses nine performance standards (Vision, Instructional Leadership, Effective
Management, Climate, School-Community Relations, Ethical Behavior, Interpersonal Skills,
Staff Development, and Principal’s Professional Development) as evidenced in Appendix G.

» Rubrics and Ratings Scales: PADEPP uses a three-level rating scale (exemplary, proficient,

needs improvement) for principal evaluations. SC’s current classroom observation tool uses a
bimodal scale (met or not met). In response, CCSD created our own Classroom Observation Tool
(COT) aligned with SC state teacher standards using a four-point differentiated rating scale (e.g.,
highly effective, effective, minimally effective, ineffective) which was approved by the state for
use districtwide use in our schools in 2011-12. Both PADEPP and our COT use detailed rubrics
with performance markers and descriptors for each performance level.

» Multi-Dimensional Educator Evaluations: CCSD had already made the decision to
implement new evaluation protocols for school leaders districtwide in 2012-13. ECHO will
ensure implementation of multi-dimensional teacher evaluations beginning in 2013-14 for core

academic teachers (e.g., math, science, English/language arts) in our ECHO schools; and in
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2014-15 for all CCSD educators. ECHO evaluation components will include: (1) state-required
educator evaluations, ADEPT (for teachers) and PADEPP (for principals), which will account
for 40% of the overall evaluation score for teachers and 15% for principals; (2) student
achievement growth will total 50% of both teacher and principal evaluations; and (3) stakeholder
engagement and perception surveys for teachers will total 10% of teacher evaluation scores.
ECHO will add a 360 degree evaluation tool to assess TIF school leader performance including
effectiveness and multiple stakeholder perspectives (e.g., school and district staff, parents,
students, community members), which will be worth 35% of administrator evaluation scores.
Scores on each individual evaluation component will be used to calculate an overall educator

effectiveness rating (e.g., exemplary, proficient, needs improvement, unsatisfactory), which will

be used to award performance-based compensation and inform human capital decision-making.

| 2. Consideration and Use of Student Growth Models |

i. Rationale to support level of student growth in differentiating performance levels.

A key focus of Vision 2016 was implementing systematic processes to define and measure
teacher effectiveness using multiple factors, including student academic growth. ECHO will use
a value-added model, the Tennessee Value-Added Assessment System (TVAAS), to calculate
teacher impact on student academic achievement growth in tested subjects (i.e., math,
English/language arts, science, social studies) as this method has several advantages over
systems that tie teacher compensation to student proficiency. Value-added models measure the
amount of academic growth expected for a teacher’s class (or school) based on students’ actual
growth rates from prior years and the amount of growth the teacher’s class actually made over
the course of a school year (or semester); using the difference between the two as the “value” the
teacher (or leader) has added to student academic growth (O’Malley, et al., 2011). It has been
identified as a more reliable measure for teacher effectiveness and impact on student
achievement than teacher experience or degree attainment (Glazerman, et al., 2011) and can
control for student characteristics, such as preexisting knowledge and skill levels, average
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academic growth rate, and socioeconomic indicators (Braun, et al., 2010). With TVAAS,
teachers whose students performed as well as predicted are considered “average” teachers, which
correlates to a value-added score of three, indicating the teacher (or school) achieved an average
of one year’s growth for all students. For a teacher (or school) to be labeled as achieving
progress “above average”’, the score must be a four, or one standard error above predicted
performance with a score of five indicating achievement “significantly above” average, or two
standard errors above predicted performance. For teachers in non-tested subjects, classroom level
performance will be assessed on student learning objectives (SLO), detailed in full on pages 24-
25 which have been identified as a reliable measure of teacher effectiveness as it improves
instructional practices while positively impacting student achievement. SLOs are a suggested
resource by the US Department of Education and have been used in prior Teaching Incentive

Fund projects to assess student growth in non-tested subjects (USDOE, n.d.).
ii. Evidence supports growth model choice and rigor and comparability of assessments.

CCSD will use a reliable vendor to calculate classroom and school-level value-added growth,
using the Tennessee Value-Added Assessment System (TVAAS) developed by William Sanders
and corroborated by research including McCaffrey, et al., 2008 and Lockwood & McCaffrey,
2007. TVAAS is used in all SIG and Palmetto Priority schools in our state, and calculates student
growth using mixed-model regression equations including a (1) multivariate response model
(also known as a longitudinal, linear-mixed model) that uses an entire set of observed test scores
belonging to each student simultaneously; and (2) an univariate response model similar to
traditional analysis of covariance (ANCOVA) of student scores in a particular subject, grade, and
year which serve as the response variable. Students’ prior scores in multiple subjects, grades, and
years serve as covariates or predictor variables with the group or classification variable used is
an educational entity (either district, school, or classroom). Unlike models which exclude student
records with missing values, the TVAAS compensates for missing student data by using all

available data (up to five years) on an individual student, in multiple subjects over multiple
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years, to predict missing scores which minimizes selection bias and measurement error
(Lipscomb, et al., 2010). Multiple-year calculations increase reliability of value-added data,
particularly when used in performance-based compensation decision-making (Schochet &
Chiang, 2010). Including all students in the analysis reduces selection bias and has been
identified as the most realistic estimate of achievement available (Koedel & Betts, 2009). It
lessens measurement error as it uses more data sets for each student, with each student
essentially serving as their own control. Layering each student’s score with both their current
classroom and all previous classrooms protects against known and unknown influences (i.e.,
classroom interruptions, a student failing to follow the testing rules) (Lipscomb, et al., 2010). It
also allows fractional attribution to multiple teachers (Sanders, et al., 2008).

» Rigor and Comparability of Assessments: The SC Department of Education is currently part
of the Smarter Balanced Assessment Consortium that is working on implementation of the
Common Core Standards (CCS) including the development of aligned assessments, which are to
be ready for implementation in the 2014-15 school year, coinciding with our roll-out of multi-
component teacher evaluations districtwide. The Smarter Balanced Assessment Consortium
system’s summative assessment will be administered in the last 12 weeks of the school year with
optional interim assessments to assess student progress throughout the school year. Both the
summative and interim assessments use selected response, constructed response, technology
enhanced items, and performance tasks to assess students across the full range of the CCS. These
computer-based assessments will provide accurate measures of student achievement and growth.
Pending development and implementation of these CCS aligned assessments, CCSD will use the
following common (standardized) assessments, currently in our targeted schools, that use annual
pre/post-tests to measure student progress in mastery of grade-level standards and ensure that
these assessments will be used in all CCSD schools (including the same assessments for the

same grades and subjects) when calculating value-added growth, as outlined in Table 4, below.
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Table 4. Rigor/Comparability of Assessments

AIMSWeb: Used in grades K-8, this benchmark and progress monitoring system for literacy,
reading, and math uses general outcome measurement to identify achievement towards
proficiency correlated to curriculum standards and produces a growth rate from fall to spring
administration. Reliability of the various components of AIMSWeb ranged from .80-.972; inter-

rater reliability ranged from .97-.99; and internal consistency from .90-.92 (Pearson, 2012).

Northwest Evaluator Association’s Measures of Academic Progress (MAP): MAP Primary
is used for 1% grade and MAP for grades 2-8 measuring mathematics, language arts, and
science, and has been identified as suitable for use as the outcome measure in direct value-added
assessment. MAP Primary — reliability: .674-.928; test/retest reliability: .705-.870; and
construct/criterion validity: .641-.806. MAP — internal reliability (grades 1-9): .749-914;
test/retest reliability: .749-.925; construct/criterion validity: .0472-.724; and predictive validity:
.583-.868 (NWEA, 2012).

SC State Standardized Assessments: We will also use the current state standardized
assessments, Palmetto Assessment of State Standards (PASS) for grades 3-8 in writing,
English/language arts, mathematics, science, and social studies and the End-of-Course
Examination Program (EOCEP) for grades 9-12 in Algebra/Math, English, US History, and
Biology, until the Smarter Balanced common core standardized assessments are implemented in
2014-15. Reliability across all tested grades and subjects are: .865-.928 for PASS; and .767-.899
for EOCEP (SCDOE, 2011).

These rigorous assessments employ a normal curve equivalent (NCE) standardization procedure,
an important factor when calculating student academic gains using the value-added method, as it
helps avoid scaling issues and ensures rigor and comparability of assessments in calculating

value-added gains (Sanders, 2006).

\ 3. High-Quality Plan for Multiple Educator Observations \

Teachers undergoing evaluations receive at least four unannounced classroom observations as
part of the state educator formal evaluation process for teachers. Additional unannounced

classroom observations and walk-throughs are permitted by evaluators. A classroom observation

Charleston County School District: ECIfdyard # s374A120053 Page 20 of 60
Page e39



must last for at least one class period or lesson (to be no less than 45 minutes) and cover a
minimum of 90 working days across two semesters. Each evaluation team is comprised of at
least one school-based administrator (assistant principal or principal) and at least one school-
based administrator or teacher, or district administrator.

» Classroom Observation Tool (COT): As described earlier, CCSD created this tool to include a
four-point differentiated rating scale (e.g., highly effective, effective, minimally effective,
ineffective) in response to the state-provided tool which uses a binary evaluation format. Our
tool is aligned to SC Department of Education (SCDOE) teacher standards and includes sections
for evaluators to provide evidence for each rating and recommend professional learning
resources. Teachers undergoing classroom observations must demonstrate evidence of five
specific performance standards in each lesson observed, covering SC ADEPT performance
standards 4-9 (e.g., High Expectations for Learners; Using Instructional Strategies; Providing
Content; Monitoring, Assessing, and Enhancing Learning; Maintaining a Learning Environment;
Managing the Classroom). CCSD has conducted COT training for district administrators and
school-based evaluators and will continue to provide annual training on its use and alignment
with state teaching standards and the behaviors and competencies associated with each COT
performance level to ensure consistency of use. The COT was used at all instructional levels in
2011-12 with ten CCSD schools chosen for a COT reliability study. Staff from CCSD’s Offices
of Teacher and Principal Effectiveness simultaneously observed teachers and immediately
compared ratings and discussed their ratings rationale. This study found inter-rater reliability to
be strong, ranging from .80 to .90. CCSD’s Offices of Teacher and Principal Effectiveness will
continue to conduct inter-rate reliability assessments in our district to ensure consistency of
usage and inter-rater reliability. See Appendix G for the COT tool and state teacher standards.

» Multiple Evidence Examples: Teachers undergoing formal evaluations via ADEPT are
required to submit professional dossiers that are reviewed by at least two state-certified

evaluators. For teachers, this includes reflections following each classroom observation;
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evidence of long-range instructional plan(s) including one or more unit work sample identifying
major learning objectives and rationale for objective selection; a unit instructional plan with key
activities, strategies, and resources the teacher will use; unit assessments to determine student
progress and achievement; assessment results (aggregated by subgroup and/or individual
performance levels); and formative uses of assessment data to inform future instructional plans.
Other required evaluation elements include a professional self-assessment to inform and develop
the educator’s individual professional learning growth plan.

» Evaluator Training: Evaluators must possess a valid SC professional educator certificate and
be recommended for evaluator training by a district or school official. They must complete at
least 21 hours of state-approved training to obtain state-level evaluator certification, and
additional annual training that includes an in-depth overview of the behaviors and competencies

associated with each performance level within each state standard.

\ 4. Experience Measuring Student Growth \

CCSD’s prior experience in measuring student growth is detailed below in Table 5.

Table 5. CCSD Prior Piloting of ECHO Program Elements

» Student Academic Growth: TOP was a two-year program that focused on rewarding teachers
whose students’ academic growth exceeded expectations on MAP in grades 3-8. Bonuses were
paid for by a local philanthropy group, Focus Partners.

» Multi-Measure Evaluations Including Student Growth: CCSD is currently a partner in a
Promise Neighborhood project, ACE, using multiple evaluation measures, including value-
added student growth, to award PBCS incentives. Measures include: (1) multiple classroom
observations by internal and external evaluators; (2) professionalism and collegiality through
self-assessment; (3) schoolwide student achievement gains; and (4) classroom-level student
achievement gains for teachers in tested subjects (reading and math) in four elementary schools.
A survey of targeted teachers found that 70% believed these multi-component evaluation

measures impacted their classroom instructional practices.
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Table 5. CCSD Prior Piloting of ECHO Program Elements
» Educator Salary Based on Academic Growth: CCSD’s superintendent and our district’s
board have made initial steps to increase accountability for student academic growth beginning
with CCSD administrators. In 2012-13, approximately 40 of our district’s most senior leaders
will be awarded only a partial salary increase, with savings set aside to implement performance-
based compensation for these employees beginning in 2013-14 based upon successful

attainment of districtwide academic growth markers in the previous school year.

| 5. Teacher Evaluations Based on Student Growth |

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

» Multi-Component Teacher Evaluation: ECHO will implement new evaluation protocols in
TIF targeted schools beginning in 2013-14 for core academic teachers (math, science, social
studies, and English/language arts) expanding to include all CCSD educators in 2014-15,
including teachers in non-tested subjects. Evaluation components will include: (1) SC required
teacher evaluation, ADEPT; (2) student achievement growth, at the schoolwide and classroom
levels measured by value-added scores and student learning objectives (SLO) which will account
for 50% of the evaluation score, and (3) parent perception/engagement surveys. Scores on each

component of the teacher evaluation will be used to calculate an overall educator effectiveness

rating (e.g., exemplary, proficient, needs improvement, unsatisfactory) to award performance-
based compensation. Table 6, below, identifies tentative evaluation weights, by educator role and

evaluation components to be confirmed during the 2012-13 school year.

Table 6. ECHO Teacher Evaluation Components

SC Teacher Classroom Schoolwide Schoolwide
Evaluation Growth Growth Parent Survey
30% 20%
PreK, K-1 Teacher 40% 10%
SLO Value-Added
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Table 6. ECHO Teacher Evaluation Components

2-8 Teacher, Tested Subject 40% 30% 20% 10%
2-8 Teacher, Non-tested 40% 30% 20% 10%

Subject SLO Value-Added

9-12 Teacher, ELA, Math, 30% 20%

40% 10%

Science, and Social Studies Value-Added | Value-Added
9-12 Teacher, Non-tested 40% 30% 20% 10%

Subject SLO Value-Added

» Calculating Value-Added Growth: For teachers in tested subjects, ECHO will use a value-
added model based upon the Tennessee Value-Added Assessment System (TVAAS) to assess
student growth. TVAAS uses scores on all existing assessment data (all grades and subjects, up
to five years prior) to calculate a student’s growth pattern. As described earlier, the student’s
expected rate of academic growth is then compared to their actual growth, measuring student
progress between two points in time. Teachers whose students performed as well as predicted are
considered “average” teachers, which correlates to a value-added score of three, indicating the
teacher (or school) achieved an average of one year’s growth for all students. For a teacher (or
school) to be labeled as “significantly below” or “significantly above” average, the score must be
two standard errors below or above predicted performance, respectively, with a one (two
standard errors below one year’s growth) for “significantly below” average and a five (two
standard errors above one year’s growth) for “significantly above™ average.

» Student Learning Objectives: For teachers in non-tested subjects, classroom level
performance will be assessed on development and achievement of student learning objectives
(SLO). SLO have been identified as a reliable measure of teacher effectiveness as it improves
instructional practices while positively impacting student achievement (USDOE, n.d). SLO
development includes seven key elements (e.g., student population, specific time period,

assessment method, target, rationale, strategies to be employed). ECHO will require teachers to
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develop two SLO a year in alignment with school and district improvement goals. This process
will involve: (1) teacher review of current student data; (2) teacher development of one or more
SLO, based on their data analysis, that are ambitious but attainable; (3) principal review,
feedback, and approval on SLO and targets; (4) mid-course checks on teacher progress
conducted by the principal and the school’s professional learning team; (5) principal final review
of SLO targets as part of the teacher’s annual performance review; (6) use of SLO results as part
of the teacher’s overall evaluation score in measuring student academic growth and determining
PBCS awards; and (7) a teacher and principal meeting at the end of the year to discuss next steps
in adjusting or setting new SLO for the following school year (USDOE, n.d.). SLO attainment
will be assessed using a four-point Rigor Rubric seen in Appendix G.

ii. Evaluates practice of teachers, including general education teachers and teachers of
special populations, in meeting the needs of these special populations.

One identified issue of using value-added growth in calculating educator effectiveness is linking
teachers responsible for special student subgroups, such as those with disabilities (SWD) and
English Language Learners (ELL), as typically, these teachers are responsible for smaller student
groups, which produce statistically less reliable results. ECHO will use linkage software
incorporating a data verification process allowing for fractional attribution of these students. For
example, in a typical classroom, teachers would claim 100% of their students, but using linkage
software, the general education classroom teacher would claim 80% of the student while the
special education teacher would claim 20%. The student’s standardized test scores are then
linked with the two teachers using those percentages in value-added calculations proportionally
(Goe & Holdheide, 2011). This also helps attribute students who move in and out of classes or
schools during the school year, important to ECHO as our targeted schools have highly mobile

student populations (Battelle for Kids, 2009).
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| 6. Principal Evaluations Based on Student Growth |

i. Bases the overall evaluation rating for principals, in significant part, on student growth.

CCSD has spent the last year extensively redesigning our principal evaluation system to align
with our long-term strategic goals. Beginning in 2012-13, 50% of the total weight of principal
evaluations will be based on schoolwide student achievement growth. For ECHQO, principal
competence and effectiveness will be measured using the PADEPP that will account for 15% of
the evaluation score. We will add a 360 degree feedback tool to assess principal effectiveness
and core competencies, including gaining multiple stakeholder perspectives via surveys
completed by school and district staff, parents, students, and community members, and value-
added student growth model and student learning objectives (SLOs) to calculate academic

growth at the schoolwide and classroom levels as seen in Table 7 (Requirement 6).

Table 7. ECHO Principal Evaluation Components

Component Measure Tool(s) Weight
360 Degree Assessment §6OkR}111 blzlc, S 35%
Principal Effectiveness takeholder surveys
SC Evaluation: PADEPP PADEPP Rubric 15%
Student Growth Schoolwide value-added gains |TVAAS 50%

ii. Evaluates a principal’s practice in:

(A) focusing every teacher and the school community generally on student growth; and

(B) establishing a collaborative school culture focused on continuous improvement.

Learning Centered Leadership Evaluation Framework: ECHQO'’s school leader evaluation
system uses formative and summative assessments from multiple perspectives to evaluate
performance and effectiveness while assessing potential areas for improvement and identifying
professional learning needs. As seen in Figure 4, school leaders’ knowledge and skills, personal
characteristics, and values and beliefs inform the leadership behaviors exhibited by the school

leader and directly impact student and teacher performance. These behaviors then lead to school
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performance on core components, such as curriculum and instruction, which in turn, lead to
student success (Porter, et al., 2008).

Figure 4. School Leader Evaluation Conceptual Model
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ECHO will use multiple methods to assess principal performance, including the following:

» Schoolwide Value-Added Student Growth (50% of evaluation): ECHO will use a value-
added model based upon the Tennessee Value-Added Assessment System to assess schoolwide
student growth in our school leader evaluations in our ECHO targeted schools.

» 360 Degree Evaluation (35% of evaluation): ECHO will use this evidence-based multi-rater
feedback tool to measure leader effectiveness in behaviors known to directly influence teachers’
performance and positively impact student learning (Condon & Clifford, 2009). Adhering to
ISLLC standards, the tool assesses core principal performance and competencies in 72 items in
six core components and key processes subscales, including those principals must have to
improve academic and social learning for all students, which include: high standards for student

learning, rigorous curriculum content, quality instruction, culture of learning and professional
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behavior, connections to external communities, and performance accountability. In addition, it
assesses how school leaders create these core components through key processes including
planning, implementing, supporting, advocating, communicating, and monitoring by using
feedback from multiple perspectives such as peers, direct reports, central office leadership,
parents, and other stakeholders gathered through surveys and focus groups (Goldring, et al.,
2009). See Appendix G for a copy of the 360 performance standards and evaluation framework.
» PADEPP (15% of evaluation): The SC Department of Education (SCDOE) required school
leader evaluation, PADEPP (Program for Assisting, Developing, and Evaluating Principal
Performance), assesses school leader competence and effectiveness using a three-level rubric
(e.g., exemplary, proficient, improvement needed) detailing performance in nine research-based
performance standards (Vision, Instructional Leadership, Effective Management, Climate,
School and Community Relations, Ethical Behavior, Interpersonal Skills, Staff Development,
and Principal’s Professional Development). Evaluators are trained by the SCDOE on collection
and documentation of data relative to a principal’s performance; data analysis to identify
strengths and weaknesses; feedback, counseling, coaching, and assistance to improve
effectiveness; and ensuring the validity and reliability of the formal evaluation process. CCSD
associate superintendents conduct all principal evaluations within our district. This is a year-long
process which requires the evaluator to meet with the principal at least three times per year
including an orientation meeting, at least one progress check, and a year-end summative
conference. Appendix G contains a complete copy of the PADEPP standards and rubric.

» Effectiveness Ratings: Final scores on each evaluation component will be calculated to derive

an overall educator effectiveness rating (e.g., unsatisfactory, needs improvement, proficient,

exemplary). Only those rated as proficient or above will receive PBCS bonuses or raises.
ii. (C) Evaluates principals practice in supporting needs of special student populations.

PADEPP and the 360 degree evaluation tool assess the degree to which school leaders support

the academic needs of special student groups, including special education students and limited
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English proficiency students who comprise 13% and 14% of our targeted schools’ population,
respectively. As seen in Appendix G, PADEPP and 360 degree evaluation components
addressing support of special needs students include ensuring a rigorous curriculum, appropriate

instructional services, monitoring, and advocating for special needs students.

| 1. Identify Professional Development Needs

» Data-Based Decision-Making: A key feature of PALMS (HCMS) implementation was
gaining the ability to enter results of classroom observations, walkthroughs, and other evaluation
tools using digital tablets to wirelessly transmit results directly to our data systems, enabling
almost immediate access to results by the teacher or principal being evaluated. As ECHO
evaluation tools were designed to align with teacher or principal standards, areas of concern will
be flagged, allowing for immediate identification of the specific area(s) educators need
additional professional learning to refine. Another feature of our data reporting system is its

ability to uses prescriptive technology to produce suggestions for professional learning

opportunities aligned to identified weakness in each teacher or principal standard, based upon
educator evaluation results. For example, if a classroom observation indicated weaknesses in
providing differentiated instruction, the school’s professional learning team (described below in
Section 2), would study the evaluation results and work with the teacher (or principal) to refine

their professional growth and development plan (PGD) including identifying appropriate

supports (e.g., seminars, videos, peer observations, reading research-based practices) to build
their skill set in the identified area(s). PALMS can produce on-demand, weekly, monthly,
quarterly, or annual reports, at the individual, classroom, subject, grade, school, or districtwide
level, using multiple sources of data (e.g., educator evaluations, classroom observations,
walkthroughs) to identify areas of concern and inform professional learning. This timely and
valuable information can assist in gauging the effectiveness of professional learning and its

impact on students including where (e.g., grade level, school, subject area, professional learning
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team, whole district) and for whom (e.g., teachers, leaders) professional development is needed.
Weaknesses can be identified at the schoolwide or subject/grade team level, to inform
professional learning refinements. Student achievement records (e.g., formative and benchmark
assessments, state standardized tests, common assessments) will also be used to assess successful

implementation of professional learning strategies in the classroom.

| 2. Providing Timely Professional Development

» ECHO Professional Learning Team: ECHO funding will provide a full-time Professional

Development Director (Requirement 6) at the district level who will be responsible for guiding

the design, development, and implementation of professional learning activities in ECHO
schools. They will be responsible for management and oversight of our full-time Professional

Development Coordinators. Coordinators will be responsible for developing, coordinating, and

providing in-school and summer professional learning opportunities for instructional staff at the
individual, team, and school levels. They will work closely with the school principal to develop
and implement school-level professional learning in alignment with school and districtwide
improvement plans. ECHO will employ one coordinator per TIF school in Years 1 and 2. In Year
3, we will employ one coordinator per two schools, and in Year 4, a total of three coordinators
will serve all 14 ECHO schools. This is part of our sustainability strategy, as we will use

educator effectiveness ratings to identify, recognize, and reward highly effective educators with

Master Teacher promotions, beginning in Year 3. Individuals chosen for Master Teacher
positions will be released from instructional responsibilities and will eventually replace the TIF
targeted school’s Professional Development Coordinator in Years 3-5 as part of our long-term
sustainability strategy to build internal capacity within each high-need school. The PLT will also

include a part-time (0.5 FTE) Instructional Coach, paid through Title 1 funding, who will

provide professional learning centered on CCSD’s four Vision 2016 instructional focus areas.
» On-Demand Professional Development: Our educators will be able to access identified

professional learning opportunities anywhere, anytime, through online, on-demand professional
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development resources created by our district’s Office of Professional Development, Office of
Teacher Effectiveness, and Office of Principal Effectiveness, and educational experts. Resources
include videos of best practices demonstrated in the classroom by Master Teachers, review of
sample lesson plans aligned with common core state standards, research articles, books, or

suggestions for external learning opportunities approved by the district.

3. School-based, Job-embedded Opportunities to Transfer New Knowledge into

Instructional and Leadership Practices

» School-Based, Job-Embedded Professional Development: Each school’s PLT will work
closely with CCSD’s Offices of Teacher and Principal Effectiveness and Professional
Development, to coordinate professional learning activities for each school. The PLT will use
mentoring, modeling, coaching, and demonstration of effective instructional practices to provide
educators the opportunity to observe and practice new strategies, associated with positive
changes in teacher instruction (Wei, et al., 2010). This could include guidance in creating
standards-aligned lesson plans and units, using data analysis to inform instruction, providing
differentiated instruction based upon identified student needs, planning assessments, and
progress monitoring. The Professional Development Coordinator and/or Master Teacher will
regularly provide each teacher with one-on-one coaching and feedback. For example, they would
observe the teacher planning and delivering a lesson, then meet with them to facilitate reflection
and discussion of strengths and challenges. Group learning activities could include a small group
of teachers observing a fellow teacher conducting a lesson, then meeting afterwards to discuss
specific instructional techniques used. Research has shown educators learn best through these
types of applied learning situations combining practice of a new skill or technique along with
constructive, supportive feedback (Coggshall, et al., 2011).

» Coaching Model: CCSD has worked extensively with the South Carolina Center for Educator
Recruitment, Retainment, and Advancement (CERRA) and the New Teacher Center to provide

on-going training programs for professional learning facilitators, such as our Master Teacher,
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Instructional Coach, and Professional Development Coordinator positions. This training includes
coaching and observation, analysis of student work, and providing support for special education
teachers aligned to the SC teaching and principal standards. ECHO’s PLT members, along with

school administrators, will receive professional development in Cognitive Coaching, which is

designed to support ongoing development of educators allowing them to become increasingly
self-directed and reflective in their job role. Coaches learn to provide structured coaching
designed to expand thinking about three critical elements: planning, reflection, and problem-
solving. It has been shown to encourage team building at both the school and district level as it
uses a problem-solving model which requires sharing strategies utilizing a peer support approach
(Lindsey & MacDonell, 2011). Our PLTs will meet as a group, once a week, to identify common
issues, problem-solve, and plan professional learning activities for instructional staff. They will
meet monthly with their school’s principal, using student assessment data and other indicators, to

assist in the development of School Improvement Plans.

\ 4. Provide Professional Development to Improve Instructional and Leadership Practices |

» Teacher Curriculum Teams have been established in each ECHO school. These same-grade,
or same-subject teams meet weekly to collaborate and analyze practices, and develop strategies
on common issues related to curriculum, assessment, and content specific instructional strategies.
Each PLT will work with their school’s curriculum teams to provide professional learning on
development of collaborative skills, including coaching, lesson studies, action research on a
specific issue, and peer observations. Incorporating these strategies in job-embedded professional
development helps create shared responsibility for student performance, while exposing
educators to new instructional strategies and content knowledge (Wei, et al., 2010).

» District Goals Alignment: Professional learning topics will include those articulated in
CCSD’s Vision 2016 strategic plan, including (1) implementation of the new Common Core
Standards; (2) Use of technology in instruction; (3) Literacy-based instruction; and (4) CCSD’s

Mastery Teaching Model, which will be coordinated and delivered by the part-time Title I
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Instructional Coach in each ECHO school beginning in 2012-13. CCSD’s Mastery Teaching

Model is research-based (Hollingsworth & Ybarra, 2008; Hunter, 2004) and requires teachers to
complete a series of modules designed to assist them in developing and delivering effective
lesson plans to significantly improve achievement for all learners, including English language
learners and those with special needs. Strategies include checking for understanding; setting
lesson objectives; activating prior knowledge; developing students’ skills through explaining,
modeling, and demonstrating; presenting content; and using guided practice. Other modules
center on incorporating rigorous standards-based instruction, teaching for meaning and retention,
and teaching for transfer to real-life situations.

» Standards-Based Professional Learning: ECHO will include professional learning
opportunities centered on the SC performance standards, ADEPT (teachers) and PADEPP/360
degree (principals) which stress planning (e.g., assessment and planning), instruction (e.g.,
learning development, content knowledge, instructional practice), classroom environment, and
professionalism (e.g., leadership and collaboration). Standards-based professional learning is an
effective approach as it provides a common language and set of expectations for coaching,
mentoring, and evaluation (Goe, et al., 2012). For example, our Classroom Observation Tool
(COT) is aligned to the SC teacher standards. In addition, our HCMS data system will flag
teacher deficiencies in a particular standard(s), information which will then be used by the
educator and Master Teacher to develop a Professional Growth and Development Plan focusing
on standards where teachers are experiencing difficulties. These plans will explicitly link a
specific teacher standard(s) with the knowledge or skills the teacher needs to develop related to
that standard. Our PLT will work with our teachers to improve their educator dossiers, which are
incorporated in the teacher state-required evaluation process. Dossier evidence-collection
includes: long-range instructional plan(s); unit work samples, assessments, data analysis to
promote student learning. This will aid in informing teacher strengths and weaknesses,

information the PLT will use to refine professional learning activities (Kane & Staiger, 2012).
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» Student Data: Master Teachers and other professional learning facilitators will provide TIF-
targeted teachers and administrators with professional learning on the use of student data
including identifying trends and gaps in student mastery of content and how to develop targeted
plans to address identified trends (Goe, et al., 2012). This will include experiences designed to
build their capacity to (1) explore basic value-added data terms; (2) understand value-added
analysis including progress measures and school and classroom effectiveness calculations; (3)
identify student learning needs; and (4) use data to establish professional learning goals.
Classroom Artifacts, including teacher assignments and resulting student work, will be used in
professional learning experiences to assist in identification of student understanding about key
curriculum concepts, and to facilitate discussion on how teacher practice and instructional
decisions could lead to improved student outcomes (Goe, et al., 2012). ECHO teachers will be
eligible to receive mini grants as a professional development incentive for conducting data-based
inquiry using a problem-based learning model to improve student achievement which positively
impact student academic achievement.

» National Board Take Omne!: The National Board for Professional Teaching Standards
(NBPTS) has created a targeted high-need initiative (THNI) as a way to increase the number of
National Board Certified Teachers in high-need schools. Through Take One!, teachers can
“bank” their entries one component at a time. Educators are required to create video portfolios or
entries with direct evidence of teaching and commentary describing, analyzing, and reflecting on
the evidence-based practices used, which are then scored by the NBPTS. Take One! is available
to any PreK to 12 educator including teachers new to the profession, principals, administrators,
and mentors. This job-embedded, sustained professional learning approach helps build stronger
school learning communities through ongoing collaboration and reflection with peers, critical
components in teacher and student growth. It also builds a common language and community of

practice built upon standards-based learning within each participating school.
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» District Learning Communities (DLC): CCSD has created learning communities—groups of
schools organized by level (e.g., early learning, elementary, secondary) or need (e.g., Innovation
Zone, charter schools). Each DLC is led by an associate superintendent with expertise specific to
the schools they supervise. These associate superintendents provide peer assistance to
administrators and school staff within their learning community including developing
schoolwide learning plans and planning professional development aligned with our district
strategic plan and the school’s improvement plan. This approach assists our district with the
delivery of a consistent message about expectations for student performance, teacher
effectiveness, and school leadership practices (Dufour, et al., 2010). It also helps provide a sense
of community for teachers and administrators, which improves morale by sharing of common
goals and challenges.

» Principal Observation and Coaching Skills: To build administrator capacity and offer a
continuum of professional learning support for school leaders, CCSD has created the Leadership
Academy. The CCSD Leadership Academy targets both existing school leaders and teachers
who wish to hold leadership positions, as well as assistant principals, central office staff new to a
supervisory position, new and veteran principals, and our district’s senior level leadership. Table

8, below provides an overview of these professional learning programs.

Table 8. Charleston County Schools’ Leadership Academy Overview

Recruiting and Hiring Effective Leaders

Aspire: Recruits and identifies teachers without certifications in administration who wish to
become school administrators for a two- year program combining seminars, shadowing current
school leaders, book studies, and other professional learning activities.

Aspire Plus: Selects teachers certified in administration and provides them with monthly

seminars, shadowing opportunities, and book studies for one year.
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Table 8. Charleston County Schools’ Leadership Academy Overview

Principals for Tomorrow: Screens and selects current assistant principals and administrators
who are highly motivated to become CCSD principals, with a two-year program of seminars,

book studies, principal panels, shadowing, and journaling.

On-Boarding and Support for New Leaders

New Principal Institute: Creates an infrastructure to develop, support, and retain new
principals in their first year of leadership through mentor coaching, roundtable discussions
with other administrators, and monthly professional learning seminars.

Management College: Provides professional learning opportunities for district employees who

wish to grow their leadership, supervisory, and management skills.

Growing and Supporting Effective Leaders

Assistant Principal Institute: Develops knowledge, skills, and leadership strategies.
Principal Institute: Assists veteran principals in refining their skills and knowledge and staying

current with best practices in school leadership and administration.

Recognizing and Retaining Leaders
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