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

Application for Federal Assistance SF-424

* 1. Type of Submission: * 2. Type of Application:
|:| Preapplication |Z New
|Z Application |:| Continuation

|:| Changed/Corrected Application |:| Revision

* If Revision, select appropriate letter(s):

* Other (Specify):

* 3. Date Received: 4. Applicant Identifier:

07/27/2012 | |

5a. Federal Entity Identifier:

5b. Federal Award Identifier:

State Use Only:

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

8. APPLICANT INFORMATION:

*a. Legal Name: |Harrison School District Two

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

* ¢. Organizational DUNS:

84-6001175

|O9l911826000O

d. Address:

* Streett: |lO6O Harrison Road

Street2: |

* City: |Colorado Springs

County/Parish: |El Paso

* State: |

CO: Colorado

Province: |

* Country: |

USA: UNITED STATES

* Zip / Postal Code: |80905—3543

e. Organizational Unit:

Department Name:

Division Name:

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

Prefix: |Mrs . | * First Name: |Aljean

Middle Name: |

* Last Name: |Tucker

Suffix: | |

Title: |Assistant Superintendent

Organizational Affiliation:

* Telephone Number: |719-579-2064

Fax Number: (719-579-2019

* Email: |atucker@hsd2 .org




Application for Federal Assistance SF-424

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

G: Independent School District

Type of Applicant 2: Select Applicant Type:

Type of Applicant 3: Select Applicant Type:

* Other (specify):

*10. Name of Federal Agency:

|U.S. Department of Education

11. Catalog of Federal Domestic Assistance Number:

|84.374

CFDA Title:

Teacher Incentive Fund

*12. Funding Opportunity Number:

ED-GRANTS-061412-001

* Title:

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

13. Competition Identification Number:

84-374A2012-1

Title:

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

Add Attachment

* 15. Descriptive Title of Applicant’s Project:

Harrison School District Two - Effectiveness and Results: Pay for Performance Plan

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: |09/29/2017

18. Estimated Funding ($):

a. Federal | 10,781,017.00

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

*f. Program Income

g. TOTAL

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

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

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

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

|:| Yes |X| No

If "Yes", provide explanation and attach

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

X ** | AGREE

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

Authorized Representative:

Prefix: |Mrs . | * First Name: |Aljean |

Middle Name: | |

* Last Name: |Tucker |

Suffix: | |
* Title: |Assistant Superintendent |
* Telephone Number: |719—579—2064 | Fax Number: |719—579—2019

* Email: |atucker@hsd2 .org

* Signature of Authorized Representative: Morgan Kibby

* 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

|Morgan Kibby

|Assistant Superintendent

* APPLICANT ORGANIZATION

* DATE SUBMITTED

|Harrison School District Two

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 |Harrison School District 2 |
* Street 1 | ] | Street 2 | |
1060 Harrison Road
City |Colorado Springs | State |CO: Colorado | Zp |80905 |
Congressional District, if known: |05 |
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 | |
asttane | [
NA

* Street 1 | | Street 2 | |

* City | | State | | Zip | |

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

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

* Street 1 | | Street 2 | |

* City | | State | | Zip | |

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

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

* Signature: |Morgan Kibby |

*Name: Prefix *FirstName| - | Middle Name |
Mrs. Aljean

Tucker
Title: | Telephone No.: |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.

General Education Provisions Act.pdf

| Delete Attachment | View Attachment




General Education Provisions Act (GEPA) Section 427

The Harrison School District is committed to giving all students access to a high-quality
education. In addition, Harrison encourages the hiring of the most qualified applicant for
positions in our schools, regardless of gender, race, ethnicity, or age. Despite this, others may
perceive some barriers to inclusion within the Effectiveness and Results pay-for-performance
plan we are implementing. The district is committed to overcoming these barriers and ensuring

all students and facility are treated fairly and equally.

Since the Effectiveness and Results plan eliminates step advancements in salary for years
of service, many see this as a barrier for veteran teachers. While they no longer receive the 3%
step each year, teachers are now eligible for significant pay increases based on their performance
in the classroom. Harrison believes that more experience as a teacher should contribute to higher
student achievement. Additionally, the E&R rubrics take into account such measurements as
contributions to the profession and evidence that the teacher is a “lifelong learner.” These
weights, as well as performance in the classroom and data, should be heavily in favor of veteran
teachers. On the flip side, new teachers have the ability to reach much higher levels of
compensation in a much shorter period of time. Also, through increased observations,
administrators are better able to tailor professional development opportunities to teacher needs

which will increase performance for all teachers.

On the student side, many pay-for-performance plans exclude Special Education and
English Language Development teachers or hold them to a lower standard. Harrison’s
Effectiveness and Results plan requires all teachers to reach high levels of academic proficiency
for all of their students, or to at least show high growth towards getting their students to

proficiency. This means that Special Education teachers will receive the same amount of

PR/Award # S374A120059
Page e10



supports and feedback as a st grade teacher would. This also means that we have high
requirements for all Special Education and English Language Development students, which we

will help them to meet by ensuring they have highly-effective teachers.

PR/Award # S374A120059
Page e11



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

|Harrison School District Two

* PRINTED NAME AND TITLE OF AUTHORIZED REPRESENTATIVE

Pt st Name: e

| Middle Name: |

* Last Name: |Tucker

* Title:

Assistant Superintendent

* SIGNATURE: [Morgan kibby

| * 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:
Mrs. Aljean Tucker
Address:

*Street1:|lO6O Harrison Road

Street2: |

County: |El Paso

* City: |Colorado Springs |

* State: |CO: Colorado

*Country:| USA: UNITED STATES |

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

719-579-2064 719-579-2019

Email Address:

|atucker@hsd2.org |

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?

|:| 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: |Abstract Narrative.pdf Delete Attachment|  View Attachment




Effectiveness and Results: Pay for Performance Plan

ABSTRACT

Harrison School District 2 is applying for funding through the General TIF Competition.
The district is submitting this application as a single applicant, classified as a Local Education
Agency. Harrison is located in Colorado Springs, CO and encompasses 25 schools, 20 of which
are considered high-need, based on their Free and Reduced Lunch rate, and will be participating
in the TIF-funded program.

Harrison has embarked on the most rigorous pay for performance plan in the nation and
will now pay licensed staff and school based administrators on their effectiveness and the results
they achieve. This plan, called the Harrison School District Effectiveness and Results Plan
(E&R) develops systems to fairly assess staff based on 50% performance on the job and 50%
student achievement. All licensed staff — including classroom teachers of all content and special
service providers — are included in this pay for performance plan. The district will develop
measurement tools to track an employee’s impact on the achievement of students assigned to
them or their schools in the case of an administrator. Through the TIF grant, Harrison would
expand professional development in the area of rigor as well as specific teacher instructional and
leadership needs in order to build the effectiveness of the entire teaching corps. Additionally
funds would be used to purchase equipment to standardized the assessment process and create
effective and reliable student data for teachers and administrators.

As a result of this project, Harrison plans to accomplish a number of outcomes: (1)
increase student achievement of all students regardless of background or current proficiency
level, (2) increase effectiveness of teachers and administrators, and (3) retain proficient staff to
best serve the needs of our students.

Harrison School District 2 will also be applying for Competitive Preference Priority 5:

An Educator Salary Structure Based on Effectiveness. Effectiveness and Results is not an

PR/Award # S374A120059
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Effectiveness and Results: Pay for Performance Plan

incentive pay plan, but a true reform of the teacher and administrator salary scales. Educators are
now paid based on the results they achieve in the classroom and their instructional practices.
Additionally, they receive points on the evaluation rubric for being a lifelong learner,
contributing to their profession, and holding a leadership role within the district and their school.
While this method does mean that educators do not receive a raise every year, it also greatly
increases their earning potential over their career and allows them to earn significant raises when

they move to the next effectiveness level.
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PROJECT NARRATIVE

In the 2010-2011 school year, Harrison School District 2 in Colorado Springs began the
implementation of the most rigorous pay-for-performance plan in the entire nation,
“Effectiveness and Results” (E&R). Ahead of legislation in Colorado that ties teacher
evaluations to student achievement results (SB 191), Harrison evaluated 81% of all of its
teachers using multiple measures of student achievement. As of the 2012-2013 school year, all
licensed staff will be on the E&R pay scale.

A district could implement a rigorous teacher evaluation system without having a pay-
for-performance plan. However, it is unlikely to be able to implement an effective pay-for-
performance plan without a fair, accurate, and rigorous evaluation system that emphasizes good
classroom instruction tied to student achievement. Harrison decided to take the next step and tie
compensation to the evaluation system. District leaders doubted that it could maximize the
effectiveness of its employees if the compensation system were disconnected from what the
organization values most: good classroom instruction tied to student achievement results.

Upon the implementation of the E&R plan, the District eliminated the traditional salary
schedule. Thus teachers are no longer paid for years of experience or college degrees and credits.
The District replaced the traditional salary schedule with nine effectiveness levels. Each
effectiveness level is earned by an equal weight of teacher performance and their students’
achievement. The teacher receives the salary associated with the relevant effectiveness level for

both their instructional practice and their student achievement results.

MNovice Progressing Proficient Exemplary Master
1 il 1 il ] I ]
35 38 40/ 44 48 54 60 70 80 90

in thousands of dollars
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These salaries are significantly higher than the ones in other local districts. Moreover, the
real benefit with regard to compensation is the earning potential over several years. For example,
in the Colorado Springs area it takes a new teacher approximately 12 years to earn a salary of
$48,000. In Harrison, a new teacher can begin earning that amount after three years.

Compensation is now tied entirely to performance and achievement results. Teachers
receive very little other money — there are generally no bonuses, stipends, extra-duty pay or pay
for additional hours of work, except in the case of our summer school program.

The basic concept in Harrison is to pay an effective teacher a significantly higher salary
(than his peers in other districts) and set higher expectations for professional behavior and
practice. In a professional organization, leaders and team members mentor *“the new guy” in
order to improve the organization’s chances of meeting its goals. In a professional organization,
people take the initiative to lead and move the organization forward. This notion of
professionalism has been a huge culture-shift for Harrison, but is being realized and is fairly
pervasive at this time.

Since the inception two years ago of the pay-for-performance plan, the district state
assessment or TCAP scores have increased in our district. This year the third grade reading
scores jumped 6 points which is almost unheard of for a district. This third grade assessment is
given earlier than the other grade levels and content areas but has always been indicative of
scores to come. We anticipate similar results on the other assessments. Our systemic approach
including the pay-for-performance component is doing exactly what was planned—increased

student achievement.
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A. A Coherent and Comprehensive Human Capital Management System
a. Aligned with the district’s vision of instruction improvement

When Harrison began considering tying teacher evaluations to student achievement results, the
District first considered whether or not the organization was already working systemically. Did
instructional leaders, for example, provide effective instructional feedback to teachers and is feedback
aligned with an evaluation instrument that clearly differentiates levels of effective teaching? Imagine
trying to assess teacher performance without evaluators who understand what great teaching looks like.

While assessing teacher performance can be done fairly and accurately, it requires continual
observation, feedback, coaching, and professional development. Any vision for improving teacher
performance and classroom instruction requires administrators to be instructional leaders and for the
school and the district to have an evaluation system that aligns instructional feedback with academic
priorities, classroom observations, the evaluation instrument, resources, and professional development

(see diagram below).

Systemic factors
- Compensation
——

Instructisnal
Feedback

Leadership

Useof Data

Instructional ™
*. Leaderzhip

o

Aligned PD

Any significant reform has to be systemic. Changing the teacher salary schedule will likewise

need to be systemic. At least five other key areas need to be addressed in order to have a teacher
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compensation system based on teacher effectiveness (instruction) and student outcomes. Reformed
systems that understand good instructional practice is the main focus of that reform, would include the
following:

1. School leaders who understand what good instruction looks like and who are held accountable

for improving the quality of instruction of their teachers,

2. A culture of instructional feedback in which classroom instruction is observed and effective

feedback is given regularly and consistently,

3. Evaluation instruments that focus on the quality of instruction, differentiate teacher

effectiveness, and include measurable and observable outputs/criteria of teacher effectiveness,

4. Processes to collect and analyze student achievement data and teachers who use those data to

improve instruction,

5. Significant support and professional development that helps both administrators and teachers

improve instruction,

6. An aligned curriculum and a pervasive understanding of how to implement a standards-based

curriculum.

Any attempt to implement a pay-for-performance system without first laying the groundwork for
the areas listed above will probably result in teachers feeling that the compensation system is arbitrary or
biased. For example, if teachers are not observed regularly and given effective feedback often, they could
justifiably argue that the one-time-in-a-year evaluation does not accurately assess their performance.

Also, if the reform is not systemic, school leaders will be unprepared to assess teacher
effectiveness or will continue to assess them in a perfunctory way.' This could result in an inflated
compensation system in which teacher compensation grows without concomitant increases in teacher

effectiveness or student achievement.

! This appears to be already happening in some school districts. If districts jump into pay-for-performance without
laying the proper foundation, “good” pay-for-performance plans will fail before they have a chance to work.
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Because of the interconnectedness of the various parts of any educational system, simply
initiating a pay-for-performance plan will not turn an ineffective or non-aligned organization into an
effective one. Conversely, an effective school will be made even more effective if the teacher
compensation system is aligned with the other parts of the system. Alignment of all major parts of any
system is required for the organization to maximize its effectiveness.

Harrison spent three years getting its system aligned before developing the specific pay-for-
performance plan. Once such a foundation was laid, the District could move quickly, going from concept
to implementation in one year.

b. Likely to increase the number of effective educators in the district

In a traditional system in which teachers are rewarded based on years of service and education,
advancement with regard to compensation is automatic and made with little regard to teacher performance
and student outcomes. In such a system, teacher evaluations have very little meaning apart from
removing the one teacher out of a hundred who is the poorest performer. The teacher salary schedule at
its core is not designed to promote teacher competency or to support student academic proficiency, but to
provide for automatic salary increases and to reward longevity in the system.

A well-designed pay-for-performance system would clearly outline for the employees what the
organization values and incentivize behaviors that would help the organization accomplish its primary
goals of good instruction and student achievement. Inextricably linked to the evaluation system, an
effective pay-for-performance system would support the evaluation system’s focus on effective teacher
performance. It would also tie compensation to student achievement results.

Tied to decisions of hiring and keeping teachers is the District’s belief that all students can learn
if given a proficient teacher and enough time. The interview process not only entails the traditional
interview but a performance task in which a candidate teaches a lesson that is scored using the district
spot observation form that is based on the teacher evaluation rubric. Inherent in this process then, is the
high probability of hiring a teacher who has the potential of meeting the district criteria for good teaching.

The actual teaching performance weighs heavily on the decision to hire.
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The decisions to continue employment of a teacher is also based on the continuing observation,

feedback, and development of an individual teacher. Our data indicates that probationary teachers who

do not show growth in their first few years are non-renewed. Our data also shows that we continue to

maintain those teachers who are proficient or above.

Returning Teachers on E&R (562/685 = 82%)

Avg. Yrs.,
Status Number In District
Returning 562 6.4
Unsat 3 11.7
Novice 4 1
Prog | 62 4.6
Prog lla 129 4.6
Prog lIb 44 5.5
Prof | 255 7.5
Prof Il 39 8
Prof llI 17 5.8
Exem 9 13.1

Teachers on E&R Not Returning (118/685 = 17 %)

Avg. Yrs.
Status Number In District
Non-renew 48 1.75
Unsat 23
Prog | 19
Prog lla 5
Prof | 1
Resigning 59 5.1
Unsat 6
Prog | 19
Prog lla 23
Prof | 8
Prof Il 3
Retiring 11 21.8
Proglla 2
Prof | 6
Prof Il 3
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The District’s process of identifying and then compensating Distinguished Teachers (those
teachers who could move to Proficient II or above) is also a factor in promoting and retaining teachers
with effective instructional practice. The equation for attaining the distinguished levels is still based on
performance and achievement. Just as with other teachers, achievement counts for 50% and is calculated
using the same achievement templates. However, on the performance side of the equation, distinguished

teachers have to meet additional criteria.

Distinguished Teacher Evaluoation

Performance + Achievement

Highly Effective

s Quality of instruction " Aeasures of student
{District review) achicvement [CSAR District
COMMOD 155E55MEDLS,

sleadership
copstructed responses, eic.,)

'lifelang learning

sContributions tothe * Schoolperformance on CSAF
profession * Teacher's individual siudent
achievement goal

First, a principal follows the same performance procedures as with all of the other teachers. In
other words, the principal uses the spot observations and the teacher evaluation rubric to assess and rate
the teacher’s performance. If the teacher scores at least 25 points on the performance evaluation and at
least 18 points on the achievement template and the combination of the performance evaluation score and
the achievement template score would place the teacher at the distinguished levels (is at least 58 points),
the teacher is eligible for a Distinguished Teacher Evaluation (DTE) review. The District conducts the
DTE review based on the distinguished teacher evaluation rubrics, the team weighs “actual instruction”

and “leadership” and then calculates the new performance evaluation score.
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A teacher who receives an Exemplary II rating from the DTE review team and whose
achievement template results in an Exemplary rating is placed at the Exemplary II effectiveness salary
level.

A licensed staff member will be considered a “Master” teacher if she has been rated at the
Exemplary II level for at least two years in a row and has earned the National Board Certification or has
successfully taught at least five months in an impoverished school or district as determined by the
District.

As indicated previously, salaries are significantly higher than those in local districts and the
carning potential over time is the real benefit.

Our pay-for-performance model is in its third year. The District has maintained building
leadership during the last three years with no principal voluntarily resigning which shows maximum
support for the system. Since building administrators are key to teacher effectiveness, the retention of
these leaders and their work to implement all components of the system shows the commitment present in
our District.

B. Rigorous, Valid, and Reliable Educator Evaluation Systems
a. A high-quality evaluation rubric with at least three performance levels

An entire year of study and reflection went into the development of the rubric used for
evaluation of teacher performance. The rubric is based primarily on the work of Charlotte
Danielson, a national expert and author on evaluating the professional practice of teachers. The
rubric, as previously stated, is comprehensive and weighs heavily in the area of instructional
practice which is equated to high student achievement.

The components of the Performance Evaluation Process include:

e Informal Meetings

e Professional Growth Plan and Goal Setting

e Spot Observations
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¢ Information Observations

e The Formal Evaluation Process

e The Written Summative Evaluation

¢ District Distinguished Teacher Evaluation Process (this piece of the evaluation process is
for those teachers moving beyond Proficient I and is done by the District)

The evaluation rubric which is the foundation of the evaluation process is 50% of the
teacher evaluation system and has nine levels of effectiveness that include Novice for first year
teachers, Progressing I, 11, Proficient I, II, III, Exemplary I, II, and Master. Educators move to
the next grade (level) if they meet the criteria for performance and student achievement results.
Each succeeding level requires a higher degree of performance and demonstrated student
achievement results. Expectations become more rigorous as the educator increases proficiency.

Calibration of expectations plays a primary role in the process of evaluation. Since both
building and district leaders perform spot observations for teachers, attention is given to develop
calibrated observations across the District. Not only is training given to leaders that help in the
understanding of expectations for teacher performance but leaders also go together and do spot
observations. They then calibrate their observations through discussion and further visits to
classrooms. This process is also used when evaluating school administrators by the District. Each
principal is assigned to Directors, Assistant Superintendents, or the Superintendent for
supervision, coaching and evaluation. The district evaluators also calibrate their observations and
expectations. This process ensures inter-rater reliability during the performance evaluation

process.
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b. A clear rationale for and evidence supporting the level of student growth used

Harrison incorporates the Colorado Department of Education (CDE) Growth Model in all
of the evaluations of student achievement for licensed staff. The CDE growth model is based on
research by Damian Betebenner, conducted for the National Center for the Improvement of
Educational Assessment.” The growth model imposes a normative foundation on the growth-to-
standard approach. It shows growth on the Transitional Colorado Assessment Program (TCAP),
formerly known as the Colorado State Assessment Program (CSAP), from summative to
summative assessment. Students are normed to their academic peers in determining growth from
year to year. Student growth percentiles are assigned to each student based on their ranking
within their academic peer group. This measure is a more accurate metric for demonstrating
student growth between comparable assessments. It allows each student to show growth based on
their ability level in the prior year.

c¢. A high-quality plan for multiple teacher and principal observations

Harrison provides at least one “proof point” that a rigorous pay-for-performance plan can
be implemented in a way that is both fair to educators and holds them accountable for high
quality instruction and increasing student achievement. This assessment of educator performance
requires that continual observation, feedback, coaching, accountability, and professional
development be an integral part of the evaluation process. Through the E&R plan, the District
has created a culture rich in feedback, teacher accountability, and professional development,
while also ensuring that evaluation instruments include measurable and observable
outputs/criteria for effective performance and results.

Teachers receive up to 50 points for “performance”, which is heavily weighted in

instructional practice, as assessed by the evaluator (principal or assistant principal) using the

? Reference Norm- and Criterion-Referenced Student Growth, Betebenner, 2008
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teacher evaluation rubric. The teacher evaluation rubric was developed by the District and

includes seven performance areas:

e Preparation for instruction

e Use of data to inform instruction

e Delivers quality instruction

e Intervention to meet diverse needs

e (lassroom environment

e [eadership

e Professionalism

Building leaders conduct two formal observations and a written summative on every non-

tenured teacher each year. They conduct one formal observation and a written summative for

every tenured teacher. Building leaders also conduct eight spot observations (or walkthroughs)

per semester for each non-tenured teacher and four each semester for tenured teachers. These

10- to 15-minute observations result in a written “spot observation form,” through which the

principal provides effective instructional feedback to the teacher. Information from the spot

observations contributes to the summative performance evaluation.

Example of the teacher performance evaluation summary sheet:

Standard 1. Preparation for Instruction

Unsatisfactory

Progressing 1

Progressing 11

Proficient 1

Proficient 11

Proficient 111

Exemplary

LI

L1

[13)

1@

L1

LI

Standard 2. Use of Data to Inform Instruction

Unsatisfactory

Progressing 1

Progressing 11

Proficient 1

Proficient 11

Proficient 111

Exemplary

LI

L1

[13)

1@

L1

LI

Standard 3. Delivers Quality Instruction
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Unsatisfactory

Progressing 1

Progressing 11

Proficient 1

Proficient 11

Proficient 111

Exemplary

LI

12

(13

1@

L1)

L1®

LI

Standard 4. Interventions to Meet Diverse Needs

Unsatisfactory

Progressing 1

Progressing 11

Proficient 1

Proficient 11

Proficient 111

Exemplary

LI

12

(13

1@

L1)

L1®

LI

Standard 5. Classroom Environment

Unsatisfactory

Progressing 1

Progressing 11

Proficient 1

Proficient 11

Proficient 111

Exemplary

LI

L1

L13)

L&)

L15)

LI®

LI

Standard 6. Leadership

Unsatisfactory

Progressing 1

Progressing 11

Proficient 1

Proficient 11

Proficient 111

Exemplary

LT

[ 1)

[13)

[ 1)

[15)

[1®

LI

Standard 7. Professionalism

Unsatisfactory

Progressing 1

Progressing 11

Proficient 1

Proficient 11

Proficient 111

Exemplary

LI

L1

[13)

1@

L1

L1®

LI

Subtotal + one point = performance evaluation score

Each of the seven performance areas is worth up to seven points for a subtotal of 49

points.® The District gives the teacher one point, bringing the total possible points to 50.

This teacher’s performance evaluation score is then added to the student achievement

data score. The student data score per teacher is a composite score that totals up to 50 points.

The total points (out of 100 points) determine the evaluation rating.

® A teacher with two or more unsatisfactory ratings in any standard would receive an overall rating of
Unsatisfactory with a score of 7 points. A teacher with one unsatisfactory rating in any standard would receive an

overall rating of Progressing | with a score of 11 points.
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d. The district’s experience measuring student growth and implementation of the evaluation

system

Assessment Construction: HSD2 has been administering common district assessments
district-wide since 2007-2008. After years of administering common district assessments HSD2
began using the assessments as one of the multiple measures in the pay-for-performance plan to
assess student growth to standard. The district assessment process is coordinated by the
Curriculum and Assessment Department which oversees all aspects of the “results” component
of the pay-for-performance plan. Assessments are currently administered quarterly to all students
in a standardized administration model. At the end of quarter 1 and quarter 3 interim
assessments are administered. HSD?2 identifies these interim assessments as Assessment Sets. At
the end of quarter 2 and quarter 4, semester summative assessments are administered. These
semester assessments are identified as Curriculum-Based Measures (CBMs). Both the
Assessment Sets and CBMs are curriculum based measures and are aligned to the common
curriculum taught during the prior instructional block(s).

HSD2 has experience verifying the content validity of the Assessment Sets and CBMs.
The items are written by licensed staff members from the content areas within the District and
also by content experts hired as consultants from outside the District. The item writers make use
of the curriculum pacing guide and item framework descriptions to guide the test development.
Upon completion of each item, the item writers document the alignment of each item to the
standard or framework, as well as the proficiency level of each item.

The questions are then edited for clarity by the district assessment coordinators and
teachers on special assignment (TOSA) with content knowledge in the tested areas. These edited

items go into the final assessment and into item banks. Upon completion of each assessment
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instrument, it is put through a content review process consisting of independent reviewers
looking for violations of validity, such as:

e Appropriate length

e Correctness of answer

e Alignment to appropriate standard/framework

¢ Bias

e Alignments to curriculum pacing guide for that assessment period

¢ Ample spacing for answers

¢ Avoidance of absolutes (“all”, “none”, “always”, “never”

The assessment is then reviewed by text editors for grammar, spelling, punctuation,
readability, and clarity of graphics. The assessment is also reviewed by English Language
Development staff who modify the assessment for the English Language Learner population.
Each question is reviewed to verify that language is not a barrier to ensure that all students can
be properly assessed.

The test is administered in a standardized manner as scripted in the District Test Proctors
Manual. In addition to the standardized administration guidelines provided to all schools, and
district school assessment coordinators (D-SACs), each teacher administering the assessment
follows a scripted test administration manual that is assessment dependent.

The administration and scoring process is standardized across the District. All schools
follow a district mandated assessment administration calendar. Staff are trained on the
administration, scoring rubrics, and scoring process. All test administration and scoring is
monitored by licensed staff and district personnel coordinated by the Curriculum and Assessment

Department. Several assessments are administered online and plans are to continuously add the
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necessary hardware in schools so that all assessments will be administered online. This would
better ensure standardized testing practices which is important in this system.

Post-administration, district assessment coordinators analyze the results of each item’s
administration. Each item is evaluated using Kuder Richardson’s reliability coefficient, the
discrimination index, and the p-value. These metrics are reviewed and used as a guide to inform
the District if an item should be further reviewed for content validity. If an item is encountered
during the scoring or item analysis process that is a poorly constructed item, it is eliminated.

Accountability: The teacher’s student achievement data score includes individual
accountability, focuses on results, counts for 50% of the total evaluation, and is equally rigorous
across grades, disciplines, and student populations.

A teacher’s achievement score comprises multiple measures of student achievement. In
order to keep the assessment of achievement comparable across disciplines, every teacher’s
achievement score consists of eight parts or “weights.” Harrison uses W1 through W8 to identify
each part. These eight weights or parts represent multiple measures of student achievement. Each
part is worth six points for a subtotal of 48 points. The District gives the teacher two points,

bringing the total possible points for achievement to 50.

Achievement Score

Unsatisfactory | Progressing | | Progressing Il | Proficient | Proficient Il Proficient 11l Exemplary

2-8 9-11 1217 18-25 26-33 3441 42-50

The following pies charts provide a quick overview of the multiple measures of student

achievement included in the achievement scores of teachers in different disciplines or grades:
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4th and 5th Grade Teachers

W State test

O District CBMs

O Assessment Sets

B School state test results

O Individual goal

Elementary Art Teachers

Ml District Art Project

O District Art CBMs

O District Art Assessment Set

0O Mid-sem. Performance
tasks

B School state test results

O Individual goal

MS ELD Teachers

Harrison School District 2, Colorado Springs, CO

l State test

0O CO Eng. Lang. Acquisition
Exam

O District CBMs

O Assessment Sets

B School state test results
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HS Advanced Placement Teachers

W8 O AP Exam results

w1
O ACT or Accuplacer test

O District AP CBMs

H School state test results

O Individual goal

The central feature of the achievement part of the evaluation is the student achievement
data template (achievement template) for each teacher. The achievement template describes in
detail the multiple measures that are used to assess the teacher’s effectiveness in improving
student academic proficiency. The template also outlines the cut-points that are used to
determine a teacher’s score for each part or weight.

Every teacher has an achievement template. There are 22 different achievement templates
at the elementary level, 20 middle school templates, and 46 high school templates. There are
more at the secondary level because of the number of different subjects taught. This coming year
all licensed staff will be on the E&R plan including counselors, psychologists, social workers,
and the remaining elective teachers not on the plan.

Each achievement template has eight parts or weights; however, six of the weights are
different depending on the grade, discipline, or specialty. For example, multiple measurements
for a fourth grade teacher include the state assessment results for his class of students, results of
the two district curriculum based measurements (CBMs which are similar to semester exams),
and results of the district common progress-monitoring assessment sets (AS1 and AS2). The

measurements for an elementary art teacher include her students’ performance on the spring art
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project, results of the two district art CBMs, and two art assessments sets, which include
performance tasks.

Every teacher has one part (W7) that is tied to the school’s state assessment results. In
this way, every teacher is partly accountable for his school’s high-stakes test and accreditation.
This measurement also supports collaboration among core and non-core teachers. Every
achievement template also includes one part (W8) that is based on the teacher’s accomplishment
of his individual student achievement goal. This goal is established at the beginning of the year
with the approval of the principal and is assessed using a specific rubric.

e. Teacher evaluation system details

As part of the E&R evaluation process, every teacher has an achievement template that
describes in detail the multiple measures that are used to assess the teacher’s effectiveness in
improving student academic proficiency. The achievement templates are specific to the subject
area and/or special population and grade level taught by the teacher. The multiple measures of
student achievement included in the various achievement templates are tied predominantly to
student growth or norm-referenced measurements although “status,” which is the percentage of
students who scored proficient or advanced on an exam is also used. The Harrison plan was
designed to reward significant academic growth by a student even if the student is not yet
proficient. As with many aspects of the E&R plan, the achievement templates are the result of
an incredible amount of collaboration and feedback from focus groups consisting of teachers in
those specific subject areas and grade levels. In order for the District to evaluate teachers based
on student achievement results and to hold teachers individually accountable for higher
proficiency levels in each grade and discipline, the District had to develop common assessments

in both the core and non-core areas. Students in every grade, subject, and discipline, take four
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district-developed common assessments each year, which amounts to approximately one exam
each quarter for each subject. The District has approximately 175 different common
assessments, and these assessments account for approximately half of a teacher’s student
achievement data score.

The District has created specialized documents for general education, special education,
and English language educator’s student achievement templates which comprise the teachers’
student achievement data score. The District has 19 differentiated student achievement
templates for ELD for both center-based staff and non-center based staff. There are 13 SPED
differentiated student achievement templates that include moderate needs, affective needs and
significant support needs teachers. For SPED teachers, there is an inclusion of separate IEP goal
accomplishment rubric in addition to the standard teacher’s student achievement goal.

f. Principal evaluation system details

In addition to the E&R plan for teachers, the District is embarking on a new pay-for-
performance plan for principals and assistant principals to take effect with the 2012-2013 school
year. In accordance with SB 191, Harrison’s evaluation of principals will rely on a combination
of performance measurements and student achievement results. The conceptual framework
comes directly from teacher E&R so the annual evaluation rating for principals and assistant
principals will consist of two parts: 1) performance, and 2) student achievement. Each part is
worth 50 points or half of the total 100 points. Like the teacher salary scale, the administrator’s
salary scale is significantly higher with earning power over time as a huge benefit.

Fifty percent of a principal’s evaluation is tied to multiple measures of student
achievement. These include state assessment (TCAP) results, district common assessment

(CBM)) results, state accreditation rating, graduation rate (for high schools only), exit proficiency
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rates for 5" grade students and gt grade students, and the accomplishment of a school-specific

achievement goal.

State assessments 18
-
g District assessments 12
E
RN School specific goals 5
&
s 7 Graduation rate or proficiency rate of 5" or 8" graders 5
<

Accreditation 10

e State assessments (TCAP) (18 pts.). State TCAP results account for 18 of the total 50
points for student achievement. [That means TCAP results account for 18% of a principal’s
overall effectiveness rating.] Within this metric, the District further breaks down the results
into three parts: TCAP status (overall proficiency), median growth percentile (norm-
referenced longitudinal growth), and Real AYP (criterion-referenced growth).

The first part compares the school’s TCAP scores with those in the State. The goal is to
beat the State average on each of the TCAP exams. The principal receives one point for every

TCAP exam result that matches or exceeds the State average.

Elementary and Middle High Schools
No. of TCAP exams at or above | No. of TCAP exams at or above Score
the State avg. (out of 10) the State avg. (out of 7)
6 TCAP exams 5 TCAP exams 6
5 TCAP exams 4 TCAP exams 5
4 TCAP exams 3 TCAP exams 4
3 TCAP exams 2 TCAP exams 3
2 TCAP exams 1 TCAP exams 2
1 TCAP exams NA 1
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The other two parts of the TCAP metric are related to academic growth. The principal
receives up to 12 points for either median growth percentile scores or Real AYP scores. The
District chooses the better of the two scores. The median growth percentile scores are provided
by the State and are based on the State’s longitudinal growth model. Real AYP is calculated by

the District and is based on the growth of TCAP proficiency levels.

Median Growth Percentile® Score
MGP 2 55 and at least 70% of students have a growth percentile of 40+ 12
MGP252 and at least 65% of students have a growth percentile of 40+ 10
MGP250 and at least 60% of students have a growth percentile of 40+ 8
MGP248 and at least 55% of students have a growth percentile of 40+ 6
MGP246 and at least 50% of students have a growth percentile of 40+ 4

OR

Combined Real AYP® Score
Real AYP2 1.10 and at least 80% of students have a Real AYP of 1.0+ 12
Real AYP 2 1.07 and at least 75% of students have a Real AYP of 1.0+ 10
Real AYP 2= 1.04 and at least 70% of students have a Real AYP of 1.0+ 8
Real AYP 2= 1.00 and at least 60% of students have a Real AYP of 1.0+ 6
Real AYP 2 .97 and at least 55% of students have a Real AYP of 1.0+ 4

e District common assessments (12 pts.). The District administers common assessments at
every grade level and for 95% of all subjects and courses. For this metric, however, the

District will consider only the semester exams (CBMs) administered in RWC (reading,

* The median growth percentile metric consists of two parts: the actual percentage and the percentage of student
receiving a growth percentile of at least 40. This allows for numerous combinations. The District takes the score at
the level for which both criteria are met.

> The Real AYP metric consists of two parts: the actual combined Real AYP and the percentage of student receiving
Real AYP growth of at least 1.0. This allows for numerous combinations. The District takes the score at the level
for which both criteria are met.
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writing, and communicating), math, and science courses. Part of the score is related to
student proficiency (status) or curriculum based growth. Up to six points is awarded for the
percentage of student scores that are proficient or advanced. The second part is related to
“peer group medians.” For the second part, students are placed in peer group “buckets”
based on their reading level. A student’s result on the common assessment is compared with
the median score of all the students in his bucket. The school’s score is based on the

percentage of students scoring at or above the median.

District CBMs — % Proficient or Advanced on CBM1 and CBM2 Score

Combined P/A % 2 68 12
68> Combined P/A % = 66 10
66> Combined P/A% 2= 64 8
64> Combined P/A% = 62 6
62> Combined P/A % = 60 4
60> Combined P/A % = 58 2

OR
District CBMs -- % of scores above the median Score

% above median 2 55 12

55 > % above median 2 50 10

50 > % above median = 45

45 > % above median 2 40

40 > % above median 2 35

N & O

35 > % above median 2 30

For the 2011-2012, 2012-2013, and 2013-2014 school years, as the District is ramping up
student proficiency, principals will receive 1 point for every 4 percentage points increase in

CBM status.

Harrison School District 2, Colorado Springs, CO Page 22 of 50

PR/Award # S374A120059
Page e40



Effectiveness and Results: Pay for Performance Plan

¢ School-specific achievement goal (5 pts.). This metric is similar to the teachers’ individual
achievement goal for the E&R plan. Principals establish student achievement goals specific
to their schools and their action plans. This metric is assessed using the school-specific
achievement goal rubric (found in Attachment C).

e College and career ready graduation rate or proficiency rate of 5™ or 8" graders (5
pts.). The District’s goal is to graduate 90% of our students by the year 2016 with 70% of
those graduating college and career ready.6 High school principals are evaluated on the
percentage of graduates who meet the criteria to receive a “college and career diploma” or an
“honors” diploma. Similarly, the District plans to end social promotion by the year 2016.
Elementary principals are evaluated on the percentage of 5t graders reading at grade level at
the end of the year. Middle school principals are evaluated on the percentage of gt graders

reading at grade level at the end of the year.

% of graduates who are college and career ready’ Score

at least 60%
at least 55%
at least 50%
at least 45%
at least 40%

1 N W & U

® To be college and career ready, a student must have a GPA of at least 3.2 and a minimum composite ACT score of
21 or a minimum Accuplacer score of 80 in Reading, 95 in Sentence Skills, and 85 in Algebra. See Harrison’s
Destination 2016 plan for more information about specific goals and indicators of success.

’ These are the metrics for the 2011-2012 school year. They will be raised annually until 2016.
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% of 5™ or 8™ graders reading at grade level® Score
at least 80% 5
at least 75% 4
at least 70% 3
at least 65% 2
at least 60 % 1

For the 2011-2012, 2012-2013, and 2013-2014 school years, as the District is ramping up
student proficiency, principals will receive 1 point for every 3 percentage points increase (using
normal rounding rules)in the % of graduates who are college and career ready, or the percentage
of 5™ or 8" graders reading at grade level.

e Accreditation (10 pts.). School accreditation ratings are determined by the Colorado
Department of Education and come directly from the Department’s School Performance
Frameworks. There are four categories: performance, improvement, priority improvement,

and turnaround. This metric is based on the school’s accreditation category.

Accreditation Category Score
Performance 10
Improvement 7

Priority Improvement 3
Turnaround 0

Also, if a school improves its accreditation status, the principal will receive an additional
five points for moving up one level (10 points if the school advances two levels).
Principals are also accountable for the development of Professional Learning

Communities in their schools to enhance the already present teacher template that has a weight

® These are the metrics for the 2011-2012 school year. They will be raised annually until 2016.
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specifically designed to address the importance of collaboration. Ninety minutes of every week is
designated as PL.C time in which teams of teachers meet to analyze data and interpret results of
district and classroom assessments. Instructional practice is driven by this process.
C. Professional Development Systems to Support the Needs of Teachers and Principals
Identified Through the Evaluation Process
a. District’s use of evaluation system data to identify professional development needs

Through the District’s research the most effective teaching practices were identified and
became the basis of the Teacher Evaluation rubric as well as being identified in the yearly
District Action Plan for professional development focus. District professional development is
embedded within the Action Plan for building administrators (both principals and assistant
principals) who are the instructional leaders of their school. They, in turn, embed this
professional development within their school through their separate but aligned School Action
Plan. The goal of the District is consistent implementation of district identified best instructional
practices. This systemic approach ensures that all teachers will be trained on the most effective
practices that will improve instruction and student achievement. There will also be common
vocabulary and expectations of implementation for all schools. This systemic approach also
makes it easier for the District to support schools and for schools to remain focused on their
efforts as well in a commonality in data collection for informed continued professional
development. The process of teacher evaluation and professional development is coordinated by
the School Supervision and Leadership Department which oversees the “Effectiveness”
component of the pay-for-performance plan.

The District identifies a district progress monitoring metric that is the indicator of success

or proficiency of each identified instructional practice. Through district and building
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administrator spot and formal observations data is kept in order to track progress on proficiency
of any instructional practice as well as to identify any further professional development needs.
For the last three years, engagement, clearly identified lesson objectives with an aligned student
demonstration of learning (DOL), and multiple response strategies have been the focus. A
district average score of “2” indicating proficient on 100 random spot observations done by the
District was the metric goal for each of these strategies. Each school also kept their individual
data on their teachers. Differentiated and embedded professional development, based on
collected data, becomes the next steps for administrators.
b. Professional development is timely

These next steps then become each building’s Professional Development Calendar
contained in their Action Plan for the year. This calendar identifies the school’s top priorities for
professional development and maps out the timeline the school will take to train teachers
effectively. The District works to ensure a common language around effective instruction among
all schools while individual schools have the challenge of growing a whole staff comprised of
teachers who perform at diverse levels of proficiency. Highly trained and focused school
administrators develop their own school-based teacher leaders and with the specialized support
from district Instructional Coordinators provide embedded and differentiated professional
development.

c¢. Professional development is school-based and job-embedded

The average annual teacher turn-over rate of between 18% of licensed staff alone
demands consistency and a systemic approach to professional development. This might mean
that Instructional Coordinators, who support schools, might deliver targeted professional

development, coach individual teachers, or model an instructional practice within the classroom
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depending on identified needs of each school. In one school, with limited changes in staff, small
groups of teachers would be trained on Lesson Objectives and engagement while another school
with a higher staff turnover is developing capacity as a whole staff with writing aligned lesson
plans and Demonstrations of Learning.

The District also provides its new teachers with three weeks of intensive training during
New Staff Institute. During this time, new teachers are paired with a mentor teacher who is rated
Proficient I or higher who works with them on using research-based instructional practices to
support increased student achievement. New teachers observe their mentor teacher teaching
summer school students and collaborate with them to plan and deliver quality lessons. New
teachers have the opportunity to teach students and receive specific feedback from their mentors
and building administration. These new teachers also receive specific training on the top
priorities of the District to include writing aligned lesson objectives and DOLs, engagement,
multiple response strategies and classroom management.

During the 2011-2012 school year, data indicated that our metric was met for the
identified instructional strategies we have worked toward for the past three years. We will
expand our strategies to include more rigor in our expectations of students with the first
instructional practice revolving around the use of higher level questioning by teachers. By the
very nature of these new instructional strategies, intensive professional development, including
coaching and modeling, will need to be implemented. This new initiative will be more intensive
for the School Supervision and Leadership Department who will oversee the implementation of

these new instructional strategies.
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d. Professional development is likely to improve instructional and leadership practices
In addition to ongoing professional development for all teachers based on spot and

evaluation data, Harrison strives to increase leadership density among teachers and
administration. Each year core district personnel provide leadership academies for teachers,
assistant principals, and principals. During these academies targeted staff participate in
differentiated professional development around a variety of topics including leadership, good
first instruction, mentoring, coaching and conflict resolution. Each school is provided sub
coverage for two teachers per year to attend. As a result of their learning and participating,
teachers design and implement a follow up leadership project to support a top priority in their
respective buildings. Principals and assistant principals also attend two days of additional
leadership training to further develop their capabilities as building level instructional leaders.
Together administration and teacher leaders then are able to provide professional development at
the building level to support staff growth and increase student achievement. One important
component of teachers moving to the next level on the salary scale and becoming a
Distinguished Teacher is the leadership they show throughout their school and the district. These
academies have been instrumental in teaching the skills they need to become an effective
educational leader. As our distinguished teacher group increases, the need for these academies
remains strong. A rigorous plan has also been developed to further the leadership skills of our
school administrators with a more in-depth leadership training.
D. Involvement of Educators

a. Educator involvement in the design of the system

Teachers and principals have been involved in the development of their templates from

the beginning. Each template is review annually by teachers and principals. Teachers and
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principals are also involved in giving feedback on district assessments and the curriculum maps.

Electronic feedback forms are used to communicate any feedback and the Curriculum and

Assessment Department reviews each feedback form with changes or revisions made.

The E&R Focus Group has been critical to the success of Harrison’s pay-for-performance
plan. It comprises two teachers and an administrator from each school. The group meets every
month and is charged with disseminating information and bringing questions and concerns to the
attention of the District. Most important, the E&R Focus Group is empowered to make key
decisions affecting the implementation of Harrison’s plan. An outline of some of the more
notable decisions follows:

2011- 2012 Highlights

e  “Status weight” postponed — “Status” is the percentage of students who are proficient or
advanced. In every part of the E&R plan that includes a status measurement there is also a
growth measurement, and teachers are given the better of the two scores. The original plan
envisioned slowly adding status measurements. The plan was for one part (one eighth) of a
teacher’s achievement template to be based on status beginning in 2011. The E&R Focus
Group decided to postpone this requirement until CBM2 in May 2013.

e Habitually absent students — Students who are absent 25% or more of the eligibility window
for each assessment will be deemed “habitually absent” and will not be accountable to the
staff member’s student achievement results. This marked a change from the 10% threshold
the previous year.

e Final evaluation rating based on total points — The original plan added the level of
performance and the level of student achievement to come up with the overall evaluation

rating (for example, Proficient I + Progressing Ila = Progressing Ila). Beginning in 2011, the
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final evaluation rating is calculated by adding the total points from performance and the total
points from the achievement template.

e Changing the compensation scale — The E&R Focus Group will make a recommendation to
the CDMT in the 2012-2013 school year on changes to the compensation scale.

e School W7 accountability — Staff that have moved schools will be accountable for the results
of W7 from their previous school. [A school’s TCAP results (W7) is counted in the
following year’s evaluation.]

2010 - 2011 Highlights

¢ Eliminated two-tiered plan — The first major decision of the E&R Focus Group actually
occurred before the start of the 2010-2011 school year. An early version of the E&R plan
presented to the group had two tiers and two separate effectiveness scales — one for teachers
of the core subjects and one for teachers of the non-core subjects. The non-core subjects
would take fewer assessments and be held less accountable for measurements like the TCAP.
The E&R Focus Group quickly and flat-out rejected the proposition, insisting on one
effectiveness scale.

e Academic zeros — No academic zeros are assigned to a student who is absent. Academic
zeros can only be assigned when a misadministration occurs.

e ELD reading and writing accountability — Elementary ELD non-center based staff will only
be accountable for reading and writing contents on TCAP and district assessments (not math
or science).

e Chronically absent students — The scores of students who are absent more than 10% of the
available days in the eligibility window will not be counted for or against the teacher. [In the

fall of 2011, the E&R Focus Group changed the percentage to 25%].
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e Progressing Ila to Proficient I — Progressing IIb is a level of compensation on the pay scale.
It does not represent an additional performance level. Progressing IIb is more teacher
recruitment incentive for new hires who become teachers in the District. Thus, Progressing
IIa teachers will advance to Proficient I. They will not move from Progressing Ila to
Progressing Ilb.

¢ Elimination of prior years’ scores on achievement templates — All criteria on the achievement
templates listing a requirement for prior years (i.e., two out of the last three years), in order to
score at the Proficient II or higher level, will be waived for the 2010-2011 school year.

e Staff eligibility criteria — In the original plan, staff members could not receive credit for their
students’ achievement and then be advanced to the next level if they took more than 40
annual leave days during the school year (such as for workman’s compensation or maternity
leave). Now the number of absences is not considered. A staff member may still have a
valid evaluation rating for purposes of advancement as long as they were present for the nine
weeks prior to one of the two Assessment Sets and twelve weeks prior to one of the two
CBMs.

e 3" Grade TCAP data included in weight seven (W7) — W7, the school’s state test results, did
not originally include 31 grade test results because the District did not have any longitudinal
growth data for third grades (since there is no second grade test). Beginning in the 2011-
2012 school year, 31 grade test results are included in the “status” portion of W7.

b. Evidence that educators support the elements of the system
Per Board policy, the 2010-2011 Agreement of Trust and Understanding (ATU) was
developed as a new document. This document outlines key understandings between the District

and its employees. Harrison does not have a significant union presence and they are not the
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exclusive representative of teacher or principals. The Superintendent and Collaborative Decision
Making Team (CDMT) committee drafted the agreement, which included the new teacher
compensation plan (the E&R plan). This agreement (ATU) was disseminated for a vote by the
staff in May 2010. Seventy-six percent of the staff voted to approve the agreement; the School
Board also accepted the agreement at their May 2010 school board meeting.

Three months after that Board meeting, in August 2010, the District began
implementation of the E&R plan. The District had gone from concept to implementation in one
year.

A top-down approach is not mutually exclusive when getting input from teachers.
Shortly after the Board approved the initial concept in October 2009, the District convened
numerous focus groups to flesh out the framework, craft additional parts of the plan, and to
revise proposed parts of the plan. Focus groups were convened for every grade and subject area
to learn about the plan and, more important, help decide on the make-up of the eight weights in
the achievement templates.

In addition to the grade-level focus groups, the District created the E&R Focus Group
comprising two teachers from each school. This group met monthly and turned out to be
invaluable in making sense of some of the more complex parts of the plan to the other teachers,
getting input and buy-in, making important revisions, and leading the charge for acceptance.

Additionally, the District uses surveys to gauge staff attitudes and perceptions. Harrison
has bi-annual attitudinal surveys that are used to measure the attitude of staff in regards to the
direct the District is moving. Staff members are able to rate the amount of support they receive
from the building and district levels as well as their satisfaction with and belief in the District

initiatives. In October 2012, staff members participated in an additional survey that focused
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solely on E&R and its components. The following charts show that most educators are in support

of the pay-for-performance plan and its implementation.

Q5. | support the Harrison Effectiveness and Results (E&R) plan:

Responses Count % Percentage of total respondents
Strongly agree I 15.9% -

Agree 194 | 401% |G

Neutral 147 | 3c.4% |G-

Disagree 50 10.3% ([}

Strongly disagree 16 3.3% I_

Total Responses 484 "~ 20% | 40% | 60% | 80% | 100% |

Q3. | believe licensed professionals should be compensated based on performance and student
achievement results:

Responses Count % rei:z:;aegni:f total

Strongly agree 101 20.9% -

Agree | 261 | s20% ]

Neutral 84 174% ||

Disagree 37 7% .

Strongly disagree 16 21% I

Total Responses 483 | 20%|40% | 60%(80% [100%
Q13. The District teacher performance evaluation instrument helps improve job performance:
Responses Count % reesr;ﬁ:;aegnet;f total

Strongly agree 80 12.4% -
Agree 244 504% |G

Neutral 109 225% ||l

Disagree 60 12.4% -

Strongly disagree 11 2.3% I

Total Responses 484 - 20% | 40% | 60% | 80% | 100% |

E. Project Management
a. Key personnel
The District’s Interim Superintendent is Dr. David MacKenzie. Dr. MacKenzie has over

30 years of experience in various educational settings throughout Missouri and Colorado and in
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2011 earned his PhD in Educational Leadership, Research and Policy. Since 2006 he has served
as the Executive Director of Human Resources — Licensed Staff and was an integral member of
the team that transitioned the District to the E&R system. Dr. MacKenzie is fully supportive of
the E&R program and will continue to lead Harrison towards higher student achievement and
improved teacher quality.

Harrison’s Program Director is Aljean Tucker. She is currently Assistant Superintendent
of Curriculum and Assessment. Ms. Tucker is an educational leader with over 40 years of varied
school experience. For the last eight years Ms. Tucker has worked for Harrison at the District
Office. She has been the direct supervisor and evaluator of principals and the last several years
has been involved as the Department Head for Curriculum and Assessment. This department has
been instrumental to the development of the E&R plan and the pay-for-performance model. Ms.
Tucker will provide direct oversight of the initiatives that directly impact the results side of this
project including curriculum map development and revision, as well as the required assessments
and data analysis and management. She will also work with an outside consultant to fully
implement an electronic assessment system. Ms. Tucker will oversee the Program Manager.

Our Program Manager is TBD. A coordinator will be hired to manage the TIF funds
received and ensure compliance with all rules and regulations. The qualifications required for
this position include being highly organized, able to navigate multiple data management systems,
proficient in tracking data, and be able to communicate well with a variety of stakeholders to
ensure that all components of the TIF grant are implemented successfully. The TIF Program
Manager will provide professional development for teachers and administrators on the various
components within the TIF grant, track annual achievement data and be able to compile

information for annual performance reports.
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The Licensed Staff Director is Pam Aragon. Her background includes a Master’s degree
in Communications, and a Bachelor’s in Journalism and Mass Communication. Ms. Aragon
started her career in the media field, with one year as a reporter at a semi-weekly newspaper and
two years in the advertising department of a local television and radio station. Ms. Aragon then
joined the District’s Communications Department where she spent six years supporting public
relations functions for the District, including media relations, print and electronic publications,
website design, and district and community events. Six years ago, Ms. Aragon moved into the
Human Resources Department, where she currently manages activities related to the recruitment,
employment, retention, evaluation and salary administration of all licensed staff. She will be
responsible for providing performance evaluation data, overall effectiveness data and salary
information.

Our Data and Accountability Officer is Margie Ruckstuhl. Her background includes a
Masters degree in Measurement, Evaluation, Statistics and Assessment, and a Bachelor’s in
Computer Science. Margie’s experiences are diverse including 6 years teaching Computer
Science in post-secondary education; 7 years as a software engineer; 5 years conducting
technology training for K-12 educators on the Microsoft Suite tools; development of private
industry student data management system for 2 K-8 schools (comparable to SASI). During her
seven years with Harrison, Ms. Ruckstuhl’s role and responsibilities include coordinating all the
data used to assess the teachers according to the rubrics, working directly with the data system
team to ensure the build-up of the data system is rigorous and can compile all the data properly
and timely. She will be responsible for providing all the data needed by the team for timely

filing of our all required Federal Reporting.
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The Professional Development Director is Tacy Killingsworth. Ms. Killingsworth has
19 years of experience in education in a variety of roles. This experience includes working with
children with special needs as well as children from diverse backgrounds. As a preschool
director, she led the implementation of curriculum and itinerant services to support students and
their families. She has facilitated collaboration of teachers and parents in elementary school
communities to promote a positive culture and increased student achievement. In addition, she
has worked with building leadership teams to assess the instructional needs of staff and utilized
teacher leaders to provide differentiated staff development. Ms. Killingsworth will provide
direct oversight of the differentiated professional development across the District. This will
include coordinating the work of instructional coordinators to support the varied needs of
buildings within the District.

b. Human resources

Significant resources have been allocated to the implementation and creation of the E&R
system, including personnel. In order to create the district assessments, and ensure their
effectiveness, an additional Coordinator, three Teachers on Special Assignment, and numerous
consultants have been employed by the Curriculum and Assessment Department. Two additional
positions were added to deal with data collection and validation as well as the creation and
maintenance of data collection software.

The School Supervision and Leadership Department oversees professional development
for the District and currently employs two Directors of Instruction and three Instructional
Coordinators. This department spends the majority of its time out in school buildings, working

with teachers and principals on staff development and training. In addition to this department,
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other Directors, Assistant Superintendents, and the Superintendent also supervise schools and
work with principals to maximize the effectiveness of each building.
c¢. Project objectives and performance measures

Our current data shows impressive gains at all levels, but we still have much to do....
We still have a low graduation rate and many of the students who graduate are not college or
career ready. Too many students still are socially promoted every year without the requisite
level of proficiency that would allow them to be successful at the next grade level. And while
we have raised the standards and expectations for the quality of our instruction and our
professional practice, sometimes our expectations for the students are too low.

Given that a more global environment and flatter world require a higher level of
education and rigorous, Year 2020 skills, we must expect more of our students and challenge
ourselves to prepare them for post-secondary education and the Year 2020 workplace. We need
to create a student and educator focus on high school graduation and a college-going mindset.

We need to expect our students to have the skills and proficiency needed to continue their
education after high school. We need to convince our parents and community that college is
within the reach of our students. We need to follow through on the notion that a student who can
read, communicate well both verbally and in writing, do math, and demonstrate proficiency in
Year 2020 skills such as working in teams, information literacy, and economics, will not only be
better able to enter college, but, should the student choose not to go to college, be better able to
enter the job market or participate in vocational trades. A “vocational education” program can
no longer mean that a student does not attain proficiency in the core subjects and a Year 2020

curriculum or that a student chooses this path because he/she is not prepared academically.
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Based on the Board’s Coherent Governance Policy R-1, the District will continue to have
improving student achievement as its main goal. Our 2016 goals will be an extension of those
targets. By 2016,

¢  90% of our students will graduate from high school (using CDE’s definition and
graduation rate criteria).
e 70% of the students graduating will be “college and career ready”
o they will not need remediation and will be proficient in reading, writing,
communicating, math, and science
o proficiency will be measured by one of the following:
= composite ACT of 21 or higher
= success on the Accuplacer (a college placement exam)
¢ Minimum reading composition score — 80
¢ Minimum sentence skills score — 95
¢ Minimum elementary algebra score -- 85
= proficiency on 12™ Grade District Proficiency Exam
e 70% of our students will enter a post-secondary institution or college, or the military,
directly from high school
d. Evaluation plan

Summative Evaluation: The summative evaluation data will be contained in the annual
report to be developed by the Project Director and approved by district leadership. This data will
be supplied to the funding agency, the District Advisory Committee, the Board of Education, and

will be summarized for the public in information made available through HSD?2
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Communications. The content of the summative evaluation related to outcome objectives will

include:

Student academic achievement gains in content areas of Reading and Math

Data on recruitment and retention of professional staff in high-needs and hard-to-fill
positions as well as recruitment and retention of teachers deemed “proficient” or above
Increased student-teacher engagement and number of quality teachers in HSD2
classrooms

Internal Evaluation: In order to ensure feedback and continuous improvement in the

operation of the performance-based incentive pay system, evaluation procedures include surveys

administered to all stakeholders (e.g. parents, students, school professionals, school-and district-

level administrators, support personnel, etc.) and to create an environment where all stakeholders

are encouraged to discuss their values and philosophies, many of these surveys are currently in

place; however, not all of these surveys have been developed. The survey process assess the

following general areas:

Are student achievement scores improving?

Is HSD2 closing the achievement gap?

Do users (school professionals and administrators) value the various components of the
program?

Do stakeholders believe the project components are valuable and effective?

Do partners and Harrison community members believe that the project is effective and

useful?

Other areas will be investigated.
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Committed to participating in a rigorous national evaluation that will provide a common
design methodology, data collection instruments, and performance measures for all grantees
funded user this competition, the Project Director in collaboration with district leadership will be
responsible for analysis of the data and determining the discrepancies between intended
outcomes and actual accomplishments. The analysis will include:

e Computing discrepancies between stated outcome objectives and actual measures
¢ Determining from survey data operation weakness with the organization structure
¢ Determining the overall efficacy of the various operation components

e Determining the overall efficacy of the services provided

Based upon the discrepancy analysis, the Project Director and district leadership will
make recommendations for improvement to be included in subsequent year plans for the pay-for-
performance system. The results of the discrepancy analysis will be included in the summative
Annual Performance Report, along with any other data or information requested as part of
national evaluation requirements.

External Evaluation: Following the 2013-2014 school year, a third party designated by
the District through a Request for Proposals (RFP) process will conduct a comprehensive
evaluation of the pay-for-performance program.

The primary goal of the program is to improve student academic achievement, improve
teacher quality, and award those educators who are most effective. As such, when evaluating the
effectiveness of the program, the following dimensions should be addressed:

e Student achievement impact: the evaluation should examine the relationships between
systems changes (professional development, curricular and instructional supports,

enhancements in data quality and access) and actual results in student achievement.
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e Teacher impact: the evaluation should examine the relationship between the award
program and alterations in employee retention, attendance, leadership, and instructional
practices.

e School culture impact: the evaluation should examine the impact of the award program
on broader school level factors such as discipline referrals, student satisfaction,
participation in extracurricular activities and school level student achievement.

¢ Implementation fidelity and impact: the evaluation should examine the degree to which
the program was implemented according to the proposed plan.

e Satisfaction: the evaluation should examine the relationship between the performance
award plan and the opinions and perspectives of key stakeholders such as teachers,
administrators, students, and community members.

The following research questions are examples of what the District may use to evaluate
elements of the TIF program:
Student Achievement Impact:
¢ Did the program work to increase student achievement?
e Did program implementation improve the area(s) targeted in the plan?
Teacher Impact:
e To what extent has the program impacted teacher recruitment and retention?
e Has the program helped the District recruit and retain “effective” teachers?
¢ How can the program allow Harrison to identify the effectiveness of teachers
with different training, background and experiences?
¢ How are the effective teachers who are identified through E&R different from
other teachers?
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e  What happens to those teachers who do not receive increases? Is the new
environment for those teachers better? Does the new environment make an
impact?

School Culture Impact:

e Does the E&R program promote collaboration? If so, how?

e Does the program impact the District’s climate? If so, how?

Implementation Fidelity and Impact:

¢ What kinds of variations are there in program design and award amounts?
How does this variation impact the effectiveness of the program on student
achievement, teacher recruitment/retention and other factors?

e  What are the specific impacts of implementation of the program?

Satisfaction

e  What percent of teachers and other staff members understand the plan?

e What is the public perception of the program? Do they understand how the
new compensation system works?

¢ How is the program perceived by teachers outside of the district?

The evaluation of the Effectiveness & Results (E&R) will be conducted by an outside
evaluator. The evaluation will be conducted after Year 1, Year 3, and Year 5. The evaluation
will cover the following components:

= All essential components of the E&R plan have been met or are on target for
completion by Year 5

= Report of components that are not are target for completion by Year 5
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e Suggestions to HSD2 on how to re-align these components to

achieve the targets by Year 5

= Report of effectiveness of the plan to include

e Effectiveness of Proficient staff

e Retention of Proficient staff

= Suggestion of mid-course changes to align all components for success

o Analysis of costs to- date and sustainability projections

o Survey results administered to stakeholders

e. Timeline
Activity Start Date Responsible Completion
Party Date
Hire a Grant Coordinator/Project Manager | October 2012 Aljean Tucker November 2013
Hire two Instructional Coordinators for October 2012 Tacy Killingsworth | November 2013
PD implementation
Hire TOSA for ELD district assessment October 2012 District ELD May 2015
modification Coordinator
Principals and Assistant Principals put on | October 2012 Pam Aragon June 2013
E&R salary scale
Remaining licensed staff put on E&R October 2012 Pam Aragon June 2013
scale
Staff Differential for salary for staff October 2012 Pam Aragon End of Funding
identified as proficient and above
Stipend for Teacher Leaders for October 2012 Tacy Killingsworth | End of Funding
Professional Development
Contract with outside trainer for quarterly | October 2012 Tacy Killingsworth | May 2016
trainings on rigor
Travel for conferences Spring of 2012 | Tacy Killingsworth | Spring of 2015
and Spring of
2015

Computers and technology supplies for October 2012 Aljean Tucker August 2013
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online assessment administration
Doug Larkey,
Coordinator of
Technology

Carolyn Dickerson,
Director of
Technology

F. Sustainability
a. Non-TIF resources

Harrison is committed to implementing E&R. The District allocated significant resources
for training and professional development as well as for assessment creation, review, and
standardization. Additionally, district staff and teachers have spent significant time creating
curriculum pacing maps aligned to the new Colorado State Standards and the Common Core so
that all teachers are aware of their expectations. For the non-grant funds; however, we will only
focus on those resources the District uses for the specific projects mentioned in the Budget
Narrative TIF funds section.

The District is requesting that TIF funds be used to pay for the initial increase in salary
that teachers and administrators receive for being placed at or above “proficient” on the pay
scale. Harrison will support these salaries after the initial increases as shown in the Budget
Narrative. 2012-2013 has a higher amount of teacher salaries requested from the TIF grant
because principals, assistant principals, counselors, and the remaining licensed staff are being
moved onto the E&R pay scale. District funds are also used for the increases for other teachers
moving up the pay scale.

Professional development is a major focus of the District as we aim to improve teacher
quality through the E&R program. Instructional Coordinators provide direct, job-embedded

professional development for teachers through spot observations and then coaching on identified
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needs. Additionally, Coordinators can model lessons for teachers and assist principals in training
staff on instructional practices. The District currently employees three Instructional Coaches;
however, two of them are paid for out of ESEA Title IIA funds and are not included in the non-
TIF funds in the Budget Narrative.

Another large portion of the E&R project, as mentioned above, is the creation, review,
and standardization of the district assessments. It is very important that these assessments
accurately determine whether or not students are proficient and whether or not they are
improving academically. With the added element of contributing to teacher salary, these
assessments are integral to the District’s initiatives. The District contracts with consultants, many
of whom are retired teachers, with expertise in the various content areas. These consultants
review and score assessments and performances (for specials). They also assist with the revising
of questions to ensure that each question is fair and pertains to the standard it is assessing. The
District also pays for the printing of all assessments for all grade levels. Assembling and printing
thousands of assessments is time consuming and costly. These expenses will decrease as the
District is able to incorporate technology and transition to computerized assessments.

b. Implementation and sustainability after grant period ends

One of the largest concerns for any pay-for-performance plan is its sustainability. In
order to successfully pay teachers for performance and achievement while keeping the District
financially secure, the District had to take a fundamentally different approach to teacher
compensation. The changed paradigm involved three key concepts:

1. Basing compensation on performance and achievement results. The District made tough
(albeit research-based) decisions about what a district should compensate people for and

what it shouldn’t compensate people for. In this discussion, it erred on the side of

Harrison School District 2, Colorado Springs, CO Page 45 of 50

PR/Award # S374A120059
Page €63



Effectiveness and Results: Pay for Performance Plan

compensating for results and those factors that have been shown to be highly correlated to
student success.

The key here was to stop compensating people for factors that make little difference in
improving achievement even though most districts have been using those factors for decades. It
is important to note the difference between a pay-for-performance plan and an incentive pay
program. Incentive pay programs generally maintain some form of the traditional salary
schedule (with credit for years of experience and college coursework). Teachers then receive
additional compensation for various elements that the District values, such as working in a “hard
to fill” area, working in a school with large numbers of at-risk students, or for achieving higher
results. While these examples may be the “right” things to pay teachers for, the problem with
most incentive pay programs is that most teachers are still compensated for the “wrong” things.
2. Significantly differentiating salaries. With an effective evaluation system, not all teachers

are going to be evaluated as equally effective. Evaluations will be differentiated as will
compensation. Indeed, a pay-for-performance system cannot be sustainable if the plan is
designed simply to provide teachers with more money.

Teachers in the education profession are used to getting the same raises as everyone else
in the school. It took a shift in culture to move to a system in which, in a given year, some
teachers would receive a significant raise and others would receive no additional money.

3. Receiving a significant raise when promoted, but not being promoted every year. While
this is common in other professions, not getting a raise or a step every year (except in
particularly bad economic times) is a foreign concept to most teachers. The District made an
early decision to truly differentiate salaries and to design a system that rewarded people

handsomely (relative to their peers in education), but not every year. Under the Harrison
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plan, in any given year, the District can give a significant increase (up to $10,000) to a
teacher who advances one effectiveness level because teachers are not getting an annual
increase and, in a given year, the majority of teachers will not be advanced to the next level.

The plan is designed for teachers to move almost yearly until they reach the Proficient I
level and then to be much harder to advance yearly through the other levels because teacher
performance and student achievement expectations increase incrementally. Under the E&R plan,
and not counting the novice or first year teachers (who are automatically moved to the next level
if they are asked to return to the District for a second year), approximately 23% of the staff meet
the criteria to move to the next effectiveness level.

The Harrison plan was designed with these three concepts in mind. As long as the plan
stays rigorous, with no more than 20 to 25 percent of teachers promoted each year, the plan will
be sustainable. Prior to the implementation of the pay-for-performance plan, the District spent
approximately 47 percent of the general fund on classroom teacher salaries. In the first year of
the E&R plan the District dispensed almost the same amount of funds. Because of budget cuts
and the reduction in staff due to student population decreases made in the 2010-2011 school
year, the percentage of the general fund used for classroom teacher salaries actually decreased
while the average teacher salary climbed. The stability of the percentage of the general fund

being used for classroom teacher salaries is an indication of the sustainability of the plan.

09-10 10-11 11-12 12-13*
Cnstoom wachersrigs | 7% | ok | won | aaax
Average Teacher Salary $40,729 $42,519 $43,265 $44,399
* Estimate
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Still, over time, the District plans for the teaching staff’s ability to get higher achievement
results to improve significantly. This will mean that more teachers will attain the higher levels
of effectiveness, and the District will be paying out more in salaries. Of course, paying out more
in salaries can only happen when student achievement results significantly improve — a nice
tradeoff to have to face. Using conservative predictions for the various funding variables that
might impact pay-for-performance, Harrison estimates that it will be able to sustain the current
pay-for-performance plan for at least the next eight years (until the 2020-2021 school year)
without a significant increase in revenue.

After three years of the grant, the District will no longer need to employ an English
Language Development Teacher on Special Assignment. This person will be integral in the first
three years as we go through all content assessments and modify the assessments to ensure that
language used is not a barrier for the English Language Learner population. Once all of the
assessments have been modified, this position will go away. Additionally, the 2 Instructional
Coordinators will no longer be necessary after the implementation of the “rigor” professional
development program. Throughout the five years of the grant, these Coordinators will work
alongside teachers to build their capacity and create teacher leaders throughout the district.
Another goal of E&R is retention of proficient teachers so fewer and fewer teachers should
require a high level of personalized professional development. The three district Instructional
Coordinators will continue this work.

G. Competitive Preference Priority 5: An Educator Salary Structure Based on
Effectiveness
The information regarding this Competitive Preference Priority is embedded throughout

this document as the entire E&R plan is founded in the concept of paying teachers differentiated
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salaries based on their levels of effectiveness. The following information summarizes what has
already been shared and points to specific locations in the narrative to find additional
information.

a. How the district uses overall evaluation ratings to determine educator salaries.

As mentioned throughout the application, the Effectiveness and Results Plan is a true
pay-for-performance program. Teachers are evaluated based on their effectiveness in the
classroom and the results that they achieve with their students. The outcome of these evaluations
determines which of nine effectiveness levels the educator falls under and the salary the educator
will earn. For additional information, please see pages 10-25 where the teacher and principal
evaluation systems are described.

b. How TIF funds support the salary structure.

TIF funds will be used to support the initial increase educators receive when they move
beyond “Proficient” on the pay scale. Additionally, these funds will support the addition of
principals, assistant principals, counselors, and some special/elective content area teachers move
onto the E&R plan. The District is also requesting TIF funds to implement important
professional development initiatives to ensure all of our teachers are proficient and to work with
teachers on specific, individualize areas.

c. The feasibility of the program.

Harrison has already implemented this program for all of the core classroom teachers and
most electives/specials teachers in the district. As mentioned throughout pages 28-33,
stakeholder involvement was key in introducing the program so quickly and seamlessly.

Educators were involved in the creation of their evaluation metrics and continue to have a voice
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as the system is refined. Additionally, pages 44-48 discuss the sustainability of the program and

how Harrison can continue to differentiate educators’ pay and reward great teachers.
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Application Reference Charts

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

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

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

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

_X_LEA

Group Applications:

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

2 ormore LEAs

One or more SEAs and one or more LEAs

One or more nonprofit organizations and one or more LEAs (no SEA)

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

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

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

Absolute Priority 1
Requirement or Priority Title of Section or Page Number(s) on Attachment on
Subsection in which this which this which this priority
priority or requirement is requirement or or requirement is
discussed priority is discussed discussed
Absolute Priority 1: HCMS A Coherent and Pages 3-8

To meet this priority, the applicant must include, in its | Comprehensive Human
application, a description of its LEA-wide HCMS, as | Capital Management

it exists currently and with any modifications proposed | System

for implementation during the project period of the

grant.
(1) How the HCMS is or will be aligned with the Aligned with the district’s | Pages 3-5
LEA’s vision of instructional improvement; vision of instructional
improvement
(2) How the LEA uses or will use the information Likely to increase the Pages 5-6
generated by the evaluation systems it describes in | number of effective
its application to inform key human capital educators in the district

decisions, such as decisions on recruitment, hiring,
placement, retention, dismissal, compensation,
professional development, tenure, and promotion;
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(3) The human capital strategies the LEA uses or will | Likely to increase the Pages 6-8
use to ensure that high-need schools are able to number of effective
attract and retain effective educators educators in the district

(4) Whether or not modifications are needed to an A Coherent and Pages 3-8

existing HCMS to ensure that it includes the
features described in response to paragraphs (1),
(2), and (3) of this priority, and a timeline for
implementing the described features, provided that
the use of evaluation information to inform the
design and delivery of professional development
and the award of performance-based compensation
under the applicant’s proposed PBCS in high-need
schools begins no later than the third year of the
grant’s project period in the high-need schools
listed in response to paragraph (a) of Requirement
3--Documentation of High-Need Schools.

Comprehensive Human
Capital Management
System

Absolute Priority 2

Requirement or Priority

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

Page Number(s) on
which this
requirement or

Attachment on
which this priority
or requirement is

discussed priority is discussed discussed
Absolute Priority 2: Educator Evaluation Systems Rigorous, Valid, and Pages 8-25
To meet this priority, an applicant must include, as Reliable Educator
part of its application, a plan describing how it will Evaluation System
develop and implement its proposed LEA-wide
educator evaluation systems. The plan must describe-
(1) The frequency of evaluations, which must be at | A high quality plan for Pages 10-12

least annually;

multiple teacher and
principal observations
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(2) The evaluation rubric for educators that includes | A high quality evaluation Page 8
at least three performance levels and the following-- | rubric with at least three
performance levels
(1) Two or more observations during each A high quality plan for Page 11
evaluation period; multiple teacher and
principal observations
(i1) Student growth, which for the evaluation of A clear rationale for and Page 10
teachers with regular instructional responsibilities | evidence supporting the
must be growth at the classroom level; and level of student growth
used
The district’s experience Pages 13-18
measuring student growth
and implementation of the
evaluation system
(ii1) Additional factors determined by the LEA; A high quality evaluation Pages 8-9
rubric with at least three
performance levels
(3) How the evaluation systems will generate an A clear rationale for and Page 10
overall evaluation rating that is based, in significant | evidence supporting the
part, on student growth; and level of student growth
used
The district’s experience Pages 13-18
measuring student growth
and implementation of the
evaluation system
(4) The applicant’s timeline for implementing its Rigorous, Valid, and Pages 8-25

proposed LEA-wide educator evaluation systems.

Reliable Educator
Evaluation System
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Absolute Priority 3

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

Absolute Priority 3: STEM Plan (if applicable) | Not Applicable
To meet this priority, an applicant must include
a plan in its application that describes the
applicant’s strategies for improving instruction
in STEM subjects through various components
of each participating LEA’s HCMS, including
its professional development, evaluation
systems, and PBCS. At a minimum, the plan
must describe—

(1) How each LEA will develop a corps of Not Applicable
STEM master teachers who are skilled at
modeling for peer teachers pedagogical
methods for teaching STEM skills and content
at the appropriate grade level by providing
additional compensation to teachers who—

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

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

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

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

Not Applicable

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

Not Applicable

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

Not Applicable

(5) How each LEA will ensure that financial
and nonfinancial incentives, including
performance-based compensation, offered to
reward or promote effective STEM teachers

are adequate to attract and retain persons with
strong STEM skills in high-need schools; and

Not Applicable

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

Not Applicable

Competitive Preference Priority 4

Requirement or Priority

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

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

Attachment on
which this priority
or requirement is
discussed

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

To meet this priority, an applicant must
provide at least one of the two following
assurances, which the Department accepts:
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(a) An assurance that each LEA to be served
by the project has not previously participated
in a TIF-supported project.

Not Applicable

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

Not Applicable

Competitive Preference Priority 5

Requirement or Priority

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

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

Attachment on
which this priority
or requirement is

discussed discussed
Competitive Preference Priority 5: An Rigorous, Valid, and Pages 8-25
Educator Salary Structure Based on Reliable Educator
Effectiveness (if applicable) Evaluation Systems
To meet this priority, an applicant must
propose, as part of its PBCS, a timeline for
implementing no later than in the fifth year of
the grant’s project period a salary structure
based on effectiveness for both teachers and
principals. As part of this proposal, an
applicant must describe--
(a) The extent to which and how each LEA | How the district uses overall | Page 49
will use overall evaluation ratings 