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

Application for Federal Assistance SF-424

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

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

* 3. Date Received: 4. Applicant Identifier:

07/27/2012 | |

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

| || bz

State Use Only:

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

8. APPLICANT INFORMATION:

*a-LegalName:|Los Angeles Unified School District

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

95-6001908 | |O7528490lOOOO

d. Address:

* Street1: |333 S. Beaudry Avenue, l4th Floor

Street2: |

* City: |Los Angeles |

County/Parish: |Los Angeles |

* State: | CA: California

Province: | |

* Country: | USA: UNITED STATES

* Zip / Postal Code: |90017—1466 |

e. Organizational Unit:

Department Name: Division Name:

Talent Management | |Talent Management

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

Prefix: |Dr . | * First Name: |Andrew

Middle Name: | |

* Last Name: |Furedi

Suffix: | |

Title: |Executive Director Talent Management Division

Organizational Affiliation:

* Telephone Number: |213-241-5878 Fax Number: [213-241-8920

* Email: |drew .furedi@lausd.net




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.):

CALIFORNIA CITIES WITHIN LAUSD.pdf Delete Attachment View Attachment

* 15. Descriptive Title of Applicant’s Project:

Los Angeles Unified School District Teacher Incentive Fund Initiative

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.

CALIFORNIA CONGRESSIONAL DISTRICTS WITHIN Delete Attachment | View Attachment |

17. Proposed Project:

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

18. Estimated Funding ($):

a. Federal 12,736,376.00

* 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: |Dr . | * First Name: |Andrew |

Middle Name: | |

* Last Name: |Furedi |

Suffix: | |
* Title: |Executive Director Talent Management Division |
* Telephone Number: |213—241—5878 | Fax Number: |213—241—8920

* Email: |drew. furedi@lausd.net

* Signature of Authorized Representative: Andrew Furedi

* Date Signed: |o7/27/2o12




CALIFORNIA CITIES ENTIRELY WITHIN LAUSD

Cudahy
Gardena
Huntington Park
Lomita
Maywood

San Fernando
Vernon

West Hollywood

CALIFORNIA CITIES PARTIALLY WITHIN LAUSD

Alhambra

Bell

Bell Gardens
Beverly Hills
Calabasas
Carson

City of Gommerce
Culver City
Downey

El Segundo
Hawthorne
Inglewood

Long Beach
Lynwood
Montebello
Monterey Park
Rancho Palos Verde
Rolling Hills Estates
Santa Clarita
Santa Monica
South Gate

South Pasadena
Torrance

PR/Award # S374A120066
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CALIFORNIA CONGRESSIONAL DISTRICTS WITHIN LAUSD

25
27
28
30
31
32
33
34
35
36
37
38
39
46
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OMB Number: 4040-0007
Expiration Date: 06/30/2014

ASSURANCES - NON-CONSTRUCTION PROGRAMS

Public reporting burden for this collection of information is estimated to average 15 minutes per response, including time for reviewing
instructions, searching existing data sources, gathering and maintaining the data needed, and completing and reviewing the collection of
information. Send comments regarding the burden estimate or any other aspect of this collection of information, including suggestions for
reducing this burden, to the Office of Management and Budget, Paperwork Reduction Project (0348-0040), Washington, DC 20503.

PLEASE DO NOT RETURN YOUR COMPLETED FORM TO THE OFFICE OF MANAGEMENT AND BUDGET. SEND
IT TO THE ADDRESS PROVIDED BY THE SPONSORING AGENCY.

NOTE:  Certain of these assurances may not be applicable to your project or program. If you have questions, please contact the
awarding agency. Further, certain Federal awarding agencies may require applicants to certify to additional assurances.
If such is the case, you will be notified.

As the duly authorized representative of the applicant, | certify that the applicant:

1.

Has the legal authority to apply for Federal assistance
and the institutional, managerial and financial capability
(including funds sufficient to pay the non-Federal share
of project cost) to ensure proper planning, management
and completion of the project described in this
application.

Act of 1973, as amended (29 U.S.C. §794), which
prohibits discrimination on the basis of handicaps; (d)
the Age Discrimination Act of 1975, as amended (42 U.
S.C. §§6101-6107), which prohibits discrimination on
the basis of age; (e) the Drug Abuse Office and
Treatment Act of 1972 (P.L. 92-255), as amended,
relating to nondiscrimination on the basis of drug

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

nondiscrimination. These include but are not limited to:
(a) Title VI of the Civil Rights Act of 1964 (P.L. 88-352)
which prohibits discrimination on the basis of race, color
or national origin; (b) Title IX of the Education
Amendments of 1972, as amended (20 U.S.C.§§1681-
1683, and 1685-1686), which prohibits discrimination on
the basis of sex; (c) Section 504 of the Rehabilitation

Previous Edition Usable

Authorized for Local Reproduction

project purposes regardless of Federal participation in
purchases.

. Will comply, as applicable, with provisions of the

Hatch Act (5 U.S.C. §§1501-1508 and 7324-7328)
which limit the political activities of employees whose
principal employment activities are funded in whole
or in part with Federal funds.

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



9. Will comply, as applicable, with the provisions of the Davis-
Bacon Act (40 U.S.C. §§276a to 276a-7), the Copeland Act
(40 U.S.C. §276¢ and 18 U.S.C. §874), and the Contract
Work Hours and Safety Standards Act (40 U.S.C. §§327-
333), regarding labor standards for federally-assisted
construction subagreements.

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

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

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

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

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

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

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

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

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

* SIGNATURE OF AUTHORIZED CERTIFYING OFFICIAL

*TITLE

|Andrew Furedi

|Executive Director Talent Management Division

* APPLICANT ORGANIZATION

* DATE SUBMITTED

|Los Angeles Unified School District

lo7/27/2012 |

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



DISCLOSURE OF LOBBYING ACTIVITIES

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

0348-0046

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

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

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

4. Name and Address of Reporting Entity:

g Prime I:‘ SubAwardee

Name Los Angeles Unified School District
* Street 1 | | Street 2 | |
333 Beaudry Avenue
City |Los Angeles | State |CZ—\: California | Zp |90017 |
Congressional District, if known: |25, 27, |
6. * Federal Department/Agency: 7. * Federal Program Name/Description:

N/A Teacher Incentive Fund

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

$ | |

10. a. Name and Address of Lobbying Registrant:

Prefix I:I * First Name | Middle Name | |
N/B
N/A

* Street 1 | | Street 2 | |

* City | | State | | Zip | |

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

Prefix I:I First Name N/A | Middle Name | |
* Last Name | | Suffix I:I
N/A

* Street 1 | | Street 2 | |

* City | | State | | Zip | |

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

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

* Signature: |Andrew Furedi |

*Name: Prefix * First Name | | Middle Name |
Dr. Andrew
st ame | : | S [::::::::::::]
Furedi

Title: |Executive Director Talent Management Division

Telephone No.: [213-241-5878 |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.

LAUSD TIF GEPA.FINAL.pdf

| Delete Attachment | View Attachment




Los Angeles Unified School District (LAUSD)
Teacher Incentive Fund (TIF) Project

Information Addressing the Department of Education’s General Education Provisions Act
(GEPA)

The LAUSD intends that all qualified persons shall have equal opportunities for employment and
promotions. In compliance with Section 427 of GEPA and the District’s nondiscrimination
policy, LAUSD assures that all program beneficiaries will have equitable admission or access to,
or treatment or employment in, all District programs and activities, including the proposed TIF
project, without any regard to their ancestry, race, color, national origin, marital status, religion,
sex, sexual orientation, gender, age, disability, or any other basis protected by federal, state, or
local law, ordinance, or regulation.

Through the TIF project, LAUSD seeks to implement a system of human capital management
practices aimed at improving the effectiveness of its educators and, ultimately, increasing the
academic achievement of its students, particularly those who are already struggling to meet
performance standards. The 243 schools identified for participation in the proposed TIF program
are among the highest-poverty and lowest-performing schools in the district, including 145
elementary schools, 39 middle schools and 59 high schools. All 243 schools serve high-poverty
student populations, in which 50% or more of the students are eligible for free or reduced-price
lunch, and 125 of the schools have student poverty rates at 100%. The majority (87%) are Watch
or Focus schools, and more than half have been in school improvement status for four or five
years.

A key strategy of the proposed TIF project is to develop and implement a performance-based
compensation system (PBCS) that rewards effective educators with access to differentiated
career pathway options and/or financial incentives for remaining in or transferring to a high-need
school. Using an application process, the high-need schools on our TIF eligibility list will be
invited to submit an application for funds to support a differentiated PBCS at their school site
based on their specific human capital needs and priorities. TIF-eligible schools will provide
rationale for their requests, based on a menu of recruitment and retention incentives and peer
support career pathways. Additionally, applicant schools must demonstrate capacity to
implement the PBCS and evidence of support from the school faculty. Selection for the
recruitment and retention incentives and career ladder positions will ultimately be based on
educator performance, as assessed through a multiple measure evaluation system that includes
observations as well as valid measures of student growth. The selection process will adhere to
LAUSD’s policies for non-discrimination in its hiring practices, as articulated and safeguarded
by its Equal Employment Opportunity Section.

PR/Award # S374A120066
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CERTIFICATION REGARDING LOBBYING

Certification for Contracts, Grants, Loans, and Cooperative Agreements

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

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

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

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

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

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

* APPLICANT'S ORGANIZATION

|Los Angeles Unified School District

* PRINTED NAME AND TITLE OF AUTHORIZED REPRESENTATIVE

Prefix: * First Name: [Andrew

| Middle Name: |

* Last Name: |Furedi

* Title: |Executive Director Talent Management Division

* SIGNATURE: [pndrew Fured:

| * 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:

Dr. Andrew Furedi

Address:

*Sneeﬂz|333 S. Beaudry Avenue, 1l4th Floor

Street2: |

County: |

*CHyﬂLos Angeles |

* State: |CA: California

* Zip Code: [90017-1466

*Country:| USA: UNITED STATES |

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

213-241-5878 213-241-8920

Email Address:

|drew.furedi@lausd.net

2. Applicant Experience:

Novice Applicant |Z Yes |:| No |:| 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?
|Z Yes |:| No

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

|:| Yes Provide Exemption(s) #:

|Z No Provide Assurance #, if available:

Please attach an explanation Narrative:

LAUSD Human Subjects Review.pdf Delete Attachment View Attachment




LAUSD Human Subjects Review

When LAUSD selects an independent evaluator for this project through a competitive
procurement process, our selection will include a requirement that the evaluator comply with all
Federal Policy for the Protection of Human Subjects as well as ED Protections for Children
Involved as Subjects in Research including the Family Educational Rights and Privacy Act
(FERPA: 34 CFR Part 99) and the Protection of Pupil Rights Amendment (PPRA: 34 CFR Part
98). This independent evaluator will also be required to obtain certification of Institutional

Review Board approval.

LAUSD also has a Committee for External Research Review within the Research Unit of the

district’s Office of Data and Accountability and a District Research Priorities committee

comprised of district leadership and department heads. Although theseis committees does not

function as an institutional review board, the-eemmitteethey conducts a district review and
approval process to ensure that all research using LAUSD student and personnel data follows
legal and ethical principles and will have a clear, direct, and immediate benefit to the district in
terms of informing practice. All proposed research must identify the protections relevant to
working with students and student data and offer persuasive evidence that the researcher has
carefully considered the potential risk to human subjects. Dr. Katherine Hayes, the committee

chair, may be contacted for additional details at Kathy.Hayes @lausd.net.
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Los Angeles Unified School District Teacher Incentive Fund Project

Proposal Abstract

The Los Angeles Unified School District (LAUSD) is applying to the U.S. Department of
Education for funding under the General Competition of the Teacher Incentive Fund (TIF) grant
program. As a local educational agency (LEA) that has not previously participated in a TIF-
supported project, LAUSD meets one of the two criteria associated with Competitive Preference
Priority 4.

LAUSD is the nation’s second-largest public school system, serving more than 664,000 students
across 763 K-12 schools with 85,000 employees. In 2011-12, 631 of our schools were Title I-
eligible, with enrollments totaling 433,922 low-income students eligible for Free and Reduced
Price Lunch (FRPL) participation (65% of the total student population). Although great strides
have been made in recent years to improve the quality of instruction in all LAUSD schools, the
District continues to serve students in schools that are in need of vast improvement. For example,
over two-thirds of all LAUSD schools (N=525) were identified as among the state’s persistently
lowest-achieving by the California Department of Education in 2011. The 243 schools identified
as eligible to participate in the proposed Performance Based Compensation System (PBCS)
component of the TIF initiative are among the highest-need and lowest-achieving schools in the
District. All 243 schools serve high-poverty student populations, in which 50% or more of the
students are eligible for FRPL, and 125 of the schools have student poverty rates at 100%. More
than half have been in school improvement status for four or five years. In addition, students
receiving special education services account for between 3% and 24% of the student populations
in these schools, and anywhere from 2% to 69% of students in the target schools are English
Language Learners.

We believe in the fundamental right of all students to be taught by an effective teacher, in a
school led by an effective school leader, surrounded by an effective team working at all times
and in all ways on behalf of students. Understanding and making decisions based on the
effectiveness of our educators is a critical lever to ensuring that all students graduate college and
career-ready. To do this, we have made critical investments in educator support and
development with the creation of new frameworks for both teaching and learning and school
leadership. We have invested time and resources into the development and initial implementation
of a robust, multiple measure teacher and principal performance review and support system that
includes observations and student outcome measures as key elements. Through the smarter use
of human capital data, we are implementing systems that allow us to: 1) identify current gaps and
future personnel needs, 2) attract top talent to fill those needs, 3) identify high caliber pathways
for training and developing our employees throughout their careers, and 4) create incentives and
structures to retain the very best of our employees.

With TIF funding, LAUSD can accelerate the current momentum in our district behind these human
capital reforms and align these efforts into a comprehensive human capital management strategy
designed to bring us to our goal of 100% effective teachers and school leaders in LAUSD
schools. We have two priorities for the use of TIF funding. First, we seek to support the
continued development and implementation of an LEA-wide human capital management system
with a multiple measure educator evaluation system at its core. Second, in order to target and
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focus this work in schools with the greatest need and evidence of the potential for growth, we
seek to implement a PBCS that rewards effective educators with access to differentiated career
pathway options and/or financial incentives for remaining in or transferring to a high-need
school. LAUSD’s proposed PBCS includes an enhanced salary structure based on principal and
teacher effectiveness in its high-need schools, thereby addressing Competitive Preference
Priority 5. Furthermore, we plan to leverage these career ladder positions for school-led
instructional improvements by positioning these exemplary educators in high-need schools as
providers and developers of job-embedded, relevant, and timely professional development that
advances effective teaching.

Four project objectives and aligned outcome measures have been established in support of the
LAUSD TIF initiative: 1) Refine, scale and sustain an LEA-wide multiple measure evaluation
system that includes a valid measure of student growth; 2) Implement, test, refine and scale a
PBCS that increases the number of effective educators in high-needs schools; 3) Develop,
implement, and sustain a human capital management system that bases key human capital
decisions on educator effectiveness data; and 4) Provide timely, high-quality professional
development opportunities to educators in high-needs schools that are aligned to their individual
growth needs.
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INTRODUCTION

It is a fundamental right of all students to be taught by an effective teacher, in a school led by
an effective leader, surrounded by an effective team working at all times and in all ways on
behalf of students. Similarly, educators deserve a system that identifies, celebrates and learns
from excellence, providing reliable, consistent feedback for growth and development while
offering clear career pathways. In the Los Angeles Unified School District (LAUSD) we have
high-need, consistently -if slow- improving schools positioned for dramatic academic growth
when this system is fully realized. For these reasons, LAUSD is applying to the U.S.
Department of Education for funding under the General Competition of the Teacher Incentive
Fund (TIF) grant program.

We face a confluence of circumstances internal and external to the school district that have
us not only poised to answer TIF’s clarion call, but already making rapid progress to do so. We
have a School Board, a Superintendent, a parent constituency base, a district senior leadership
team, a wide range of community partners, and teachers, principals and other educators
throughout our district demanding that LAUSD redesign the ways in which we approach human
capital — how we recruit, prepare, select, place, evaluate, support, develop and retain the very
best educators for our students. We are several years into a long-range plan to develop and
implement a multiple measure system of evaluation (including student outcome data) tightly
aligned to better ways to develop our educators, and used to inform the way we manage the
talent of our educators. This work has meant the commitment of significant resources, made
easier by aligning this work to the instructional vision for LAUSD. Adding to the urgency of our
initiatives is the legal mandate under which LAUSD is compelled to include student outcome

data as part of a teacher’s and principal’s yearly review mechanisms.
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Yet, in this time of diminishing resources, TIF funding is critical to accelerate the current
momentum in our district behind the development and implementation of a human capital
management system that includes a Multiple Measure Evaluation System (MMES), a Learning
Management System (LMS) to deliver targeted and differentiated professional development, a
Performance-Based Compensation System (PBCS) to align career ladder opportunities to
educator effectiveness data, and a human capital analytic capacity that equips District leaders
and school sites with the information and tools needed to make data-driven human capital
decisions. These LEA-wide improvements, coupled with new provisions for autonomy within
our teacher and administrator contracts, will allow us to deliver major human capital investments
in our high-need schools that demonstrate capacity to implement school-led strategies to improve
instructional practice and to attract and retain talent to build that capacity.

We have two priorities for the use of TIF funding. First, we seek to support the continued
development and implementation of an LEA-wide Human Capital Management System (HCMS)
with an MMES at its core. Second, in order to target and focus this work in schools with the
greatest need and evidence of potential for growth, we seek to increase the number of effective
school leaders and teachers serving LAUSD’s highest-need schools and empower them to
leverage career ladder opportunities for instructional improvements. As described throughout
this proposal, when designed and deployed, the LAUSD HCMS will fully align with Absolute
Priorities 1 and 2 of the TIF program as well as all of the requirements for Design Model 2.
Furthermore, LAUSD’s proposed PBCS includes an enhanced salary structure based on principal
and teacher effectiveness in high-need schools, thereby addressing Competitive Preference 5. As
a local educational agency (LEA) that has not previously participated in a TIF-supported project,

LAUSD meets one of the two criteria associated with Competitive Preference Priority 4.
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SELECTION CRITERIA

(A)  Coherent and Comprehensive Human Capital Management System (HCMS)

This proposal envisions a pipeline of high-quality, talented educators, using smart data
systems to determine how best to deploy these educators. In such an HCMS , we identify and
learn from outstanding performance, deliver effective support to develop increased capacity and
provide differentiated support and interventions when necessary, and plan and monitor for long-
term district staffing goals and successes.

LAUSD has outdated legacy data systems and evaluation practices that do not help us
understand or act on performance information about our employees or the programs designed to
develop and support them. Too often, we miss opportunities to plan for workforce needs in a
coherent and integrated fashion, in part because our professional development systems are
mostly disconnected from educator growth priorities, leaving the district with a nonstrategic and
ineffective process to identify talent at all levels. However, over the past few years, we have
made significant strides in transforming the district to a culture of performance management:

e We have made critical investments in educator support and development with the
creation of new frameworks for both teaching and learning and school leadership, setting
LEA-wide expectations for performance. In the last year we began the training of all
educators on these frameworks.

e We have invested time and resources into the development and initial implementation of
a robust, multiple measure teacher and principal performance review and support system
that includes both teacher and school leader observation as well as student outcome
measures as key elements.

e Using the common performance expectations articulated in our School Leadership
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Framework and Teaching and Learning Framework (see copies in Attachments Part A),
we have begun redesigning the way we equip teachers and school leaders to realize high
levels of academic success.

e Through the smarter use of human capital data, we are implementing systems that allow
us to identify current gaps, project future personnel needs, attract top talent (both internal
and external) to fill those needs, identify high caliber pathways for training and
developing our employees throughout their careers, and create incentives and structures
to retain the very best of our employees.

With TIF funding, LAUSD aims to align these efforts into a single, comprehensive human
capital management system that includes an MMES, an LMS to deliver targeted and
differentiated professional development, a PBCS to align career ladder opportunities to educator
effectiveness data, and human capital analytic capacity that equips District leaders and school
sites with the information and tools needed to make data-driven human capital decisions.

§)) The extent to which the HCMS is aligned with the LEA’s clearly described vision of
instructional improvement.

LAUSD is the nation’s second-largest public school system, serving more than 664,000
students across 763 K-12 schools and with 85,000 employees. In 2011-12, 631 of our schools
were Title I-eligible, with enrollments totaling 433,922 low-income students eligible for FRPL
participation (65% of the total student population). Although great strides have been made in
recent years to improve the quality of instruction in all LAUSD schools, including double-digit
gains in Academic Performance Index (API) scores in 2011 (LAUSD, 2011), the District
continues to serve students in schools that are in need of improvement. For example, over two-

thirds of all LAUSD schools (N=525) were identified as among the state’s persistently lowest-
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achieving by the California Department of Education in 2011, including 235 elementary schools,
96 middle schools and 158 high schools.

In recent years, LAUSD has launched several reforms as part of a strategic plan to improve
academic outcomes for all students. LAUSD’s All Youth Achieving agenda, articulated under the
leadership of Superintendent John Deasy, is aimed at fulfilling the basic right of all students to
have access to a high quality K-12 educational pathway. The overarching goals of All Youth
Achieving are to: 1) Transform teaching and learning so that we prepare all youth to graduate
college and workforce ready; 2) Ensure there is an effective employee at every level of the
organization focused on improving student outcomes; 3) Provide a portfolio of high quality
schools for youth, families, and communities; 4) Ensure a safe, caring, and nurturing
environment for all youth; and 5) Operate an effective, efficient, and transparent organization in
order to assure the public trust.

A key instructional reform taking place as part of this effort is the move to more autonomous
school governance models to promote student learning and school improvement (aligned with
Goal 3 of All Youth Achieving). Over the past several years, LAUSD has collaborated with the
exclusive representatives of LAUSD’s teachers and administrators—United Teachers Los
Angeles (UTLA) and Associated Administrators of Los Angeles (AALA)—to develop new,
innovative school turnaround models aimed at empowering school personnel with greater
decision-making authority over staffing, funding and resources. For example, Pilot Schools were
established as models of educational innovation and as research and development sites for
effective teaching and learning in urban public schools. These small schools have autonomy over
their budget, curriculum/assessment, governance, schedule, calendar, and staffing in exchange

for increased accountability. Additionally, in late 2011, LAUSD signed landmark agreements
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with UTLA and AALA establishing Local Initiative Schools. These schools engage in a process,
led by educators and community stakeholders, to develop new operational models designed to
further expand school-site autonomies, particularly in some key staffing areas (explicitly
allowing waivers from onerous district policies or restrictive collective bargaining agreement
stipulations), such as hiring decisions.

Other key strategies aligned with All Youth Achieving are aimed at using data more
strategically and effectively to measure school performance and to assign interventions and
supports accordingly. For example, the new LAUSD School Performance Framework (SPF) uses
multiple student achievement measures to classify schools among five tiers: Excelling,
Achieving, Service and Support, Watch, and Focus. Focus and Watch schools receive additional
resources and supports, and are eligible for school turnaround initiatives. In addition, the District
recently unveiled the LAUSD Performance Meter, a scorecard to measure and guide our
performance as a District, with indicators centered on the District's goals.

Critical to the accomplishment of these and other goals under All Youth Achieving are high-
quality school leaders and teachers. Responding to a pressing need for effective educators across
the system, the LAUSD Board of Education passed a resolution in April 2009 calling for the
creation of a Teacher Effectiveness Task Force (TETF) to examine successes and challenges
related to employee performance and development. The TETF, including educators, labor
representatives and parents, made recommendations in five connected areas: evaluation, support
mechanisms, tenure, differentiated compensation, and legislation. These recommendations called
for a more meaningful performance review system that is tightly aligned to professional
development available to educators, which informs a broader talent development/human capital

framework. The district responded by developing and implementing the Educator Growth and
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Development Cycle (EGDC), an annual teacher and principal performance review and support
process that employs multiple sources of information and data to measure teacher and school
leader effectiveness. The foundation of the EGDC is the Teaching and Learning Framework
and the School Leadership Framework, which describe common performance expectations for
teachers and school leaders, respectively. The Frameworks were developed in collaboration with
local educators and national experts in the field of educator development and serve as the
foundation for all LAUSD human capital initiatives. (See Section B for more information on the
EGDC and related Frameworks.) As part of our multiple measure approach to understanding
performance levels, LAUSD has also begun producing classroom, grade and school level reports
on Academic Growth over Time (AGT), a value-added measure that examines a teacher’s
individual contribution to student learning.

In order to better support school communities in their efforts to implement instructional
reform efforts, recent organizational changes enacted under All Youth Achieving now put service
and support resources closest to our classrooms and students. The District has been restructured
into five education service centers, each led by an Instructional Superintendent and staffed by a
cadre of Instructional Directors responsible for building the leadership capacity of school
principals. Starting in 2012-13, schools (and their school leaders) will be supervised by these
Instructional Directors in ratios designed to create closer connections and better alignment of
resources, service, and support. One of these Education Service Centers, the Superintendent’s
Intensive Support and Innovation Center, will have a particular focus on high-need schools
(including those referenced in the attachments to this proposal). It has lower ratios of schools per
Instructional Director to allow for increased support for those schools and their administrators.

A critical path to ensuring that all students graduate college and workforce ready is the work
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of the Instructional Directors in supporting the implementation district priorities. Three
instructional focus areas will guide all LEA-wide professional development and curriculum
alignment work for the foreseeable future: (1) implementation of effective teaching strategies,
lessons and units aligned with the Common Core State Standards, (2) the District’s newly
adopted Master Plan for English Learners, and (3) the continued move to full inclusion of
students with disabilities. Each of these priorities is reflected in the Teaching and Learning
Framework, which describes the system’s view of effective instructional practice as well as the
underpinning of the observation-based component of the MMES. A fourth priority for
professional development in the 2012-13 academic year is preparing administrators to use the
Teaching and Learning Framework to conduct classroom observations and conference
discussions with teachers and guiding educators in self-assessment, professional development
planning, and daily instructional p.

In sum, the tight alignment of LAUSD’s HCMS and instructional agenda begun in recent
policy making, has continued through structural reform and is increasingly reflected in our
professional development practices and in the daily work of teaching and learning.

2) The extent to which the HCMS is likely to increase the number of effective educators
in the LEA’s schools, especially in high-need schools.

The LEA-wide human capital improvements described in this application are designed to
bring us to our goal of 100% effective teachers and school leaders in LAUSD K-12 schools,
nearly all of which meet the federal definition of high-need (i.e., high-poverty and/or persistently
low-achieving). These high-need schools are often hard to staff by virtue of their low-performing
status. Like many other districts, LAUSD faces challenges in attracting qualified teachers and
principals to work in high-need schools, and the need for such teachers is particularly acute in

shortage areas such as math, science, and special education. In 2011, 268 teachers were hired in
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LAUSD, 79% of whom possessed a regular teaching credential. All 57 provisionally-
credentialed teachers were hired to teach math, science or special education. Concerns about
working conditions and inadequate pay deter qualified candidates from applying for positions
and contribute to turnover at hard-to-staff schools (Glennie, 2004). In some of the LAUSD’s
lowest-performing schools, the teacher turnover rate is as high as 32%.

As part of the TIF initiative, we have identified a subset of 243 high-needs schools to receive
more targeted interventions aimed at increasing the number of effective educators (see
documentation to address Requirement 3 in Attachments Part C). The list of eligible schools
includes 145 elementary, 39 middle and 59 high schools. All 243 schools serve high-poverty
student populations, in which 50% or more of the students are eligible for free or reduced-price
lunch, and 125 of which have student poverty rates at 100%. The majority (87%) are Watch or
Focus schools, and more than half have been in school improvement status for four or five years.
In addition, students receiving special education services account for up to 24% of the student
populations in these schools, and up to 69% of students in the target schools are English
Language Learners.

To address concerns related to the recruitment, retention and development of effective
educators, LAUSD plans to implement the following strategies in the pool of high-needs schools
targeted for TIF-sponsored initiatives:

e Develop career pathways that promote effective teachers and effective teaching practice;

e Restructure the delivery of professional development in a way that advances effective
teaching and benefits students; and

e Create incentives and conditions to attract and retain effective teachers and principals in

high-need schools and/or positions.
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With TIF funding we intend to launch a competitive opportunity for eligible high-need
schools to develop school-led plans to leverage teacher leadership career pathways to support
school site professional development and instructional improvement. Eligible schools will
demonstrate: 1) a high level of need based on their classification as Focus or Watch according to
the School Performance Framework; 2) a high-leverage context in which school leaders and
teachers display, through the application process, the capacity and willingness to build
differentiated career pathways; and 3) high potential for change and improvement amidst their
challenging landscape. Below we describe the categories of schools within this eligibility pool.

Using a competitive application process, the schools on our TIF eligibility list will be invited
to submit an application for funds to support a differentiated PBCS at their school site based on
their specific human capital needs and priorities. Beginning in Year 3 of the grant, we will
allocate performance-based compensation opportunities to the 40 schools that best demonstrate
readiness and capacity for implementing differentiated career opportunities for teacher leaders to
support job-embedded professional development for effective teaching at their school sites.

TIF-eligible schools will provide rationale for their requests, based on a menu of recruitment
and retention incentives and peer support carcer pathways (these are described in detail in
Section A.2.v below). The application will consist of a Statement of Intent and a Role
Preference Worksheet. Additionally, applicant schools must demonstrate capacity to implement
and evidence of support from the school faculty.

(i) The range of human capital decisions for which the applicant proposes to
consider educator effectiveness based on the educator evaluation systems
described in the application

LAUSD firmly believes that strengthening our human capital is the single greatest lever to

10
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ensure that we provide high-quality instruction to all our students (Curtis & Wurtzel, 2010). The
thrust of this TIF proposal is to transform the way in which LAUSD makes human capital
decisions by shifting away from criteria established through outdated practices (e.g., district
assignment policies) to criteria based on educator performance and effectiveness. To address this
priority, LAUSD is moving toward a system that will base all key human capital decisions
(recruitment, hiring, selection and placement, development, retention, tenure, promotion and
dismissal) on multiple measure educator effectiveness data.

TIF funding will support and accelerate LAUSD’s creation of a human capital management
system that addresses all these stages of an educator’s career.,

Recruitment/Hiring: As a system, we are already moving to better understand the relative
impact of educators from different recruitment sources and exploring new opportunities to make
staffing decisions based on this information. LAUSD has been working consistently with
roughly 10 Institutes of Higher Education and other teacher preparation programs since
December 2011 (which collectively have been the source of more than 50% of the district’s new
hires from SY 2004-05 to SY 2010-11), with the goal of building partnerships to conduct
collaborative research/analysis under our shared vision to strengthen teacher preparation,
instruction and drive student learning. As the district plans to make decisions about future
recruitment efforts, candidate quality indicators along with information about which preparation
pathways have delivered the most effective employees will be vital.

Placement/School Site Selection: Information from the HCMS will allow LAUSD to better
identify and manage the distribution of effective teachers and principals with a more data-
informed mutual consent process. LAUSD is already using AGT data to identify new teacher

characteristics that are correlated with high performance, including their teacher preparation
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pathways. This information allows school sites to select the best candidates, with priority given
to high-need schools.

Development: The District will be able to understand trends of educator strengths and
development needs at a far more granular level with the use of performance data generated
through the EGDC process, including observation notes and scores and AGT data. All educator
performance data will be entered into My Professional Growth System (MyPGS), the district’s
new web-based platform for recording, scoring, and monitoring the annual EGDCs. This
information will be used to identify professional development needs of individual educators, and
to determine the focus for school-wide, grade level and/or professional learning community
activities.

LAUSD is requesting TIF funds to support the development of an enhanced Learning
Management System (LMS) that will allow us to catalog, assess, and manage PD content. The
LMS will be fully integrated with MyPGS and will provide educators with instantaneous access
to Framework-aligned PD resources to support their individual growth needs. Other training
content accessible through the LMS will include seminars, digital or e-learning courses, and
social networking functionalities that allow educators to connect with peers who have the same
learning interests. Users will also have access to mentors who can support their growth and
development and find recommendations for external resources such as books, articles, seminars,
webinars, or websites that are aligned to the LAUSD frameworks. The LMS will also allow for
systematic information sharing across central office departments (i.e., talent management, human
resources, curriculum and instruction, and data and accountability departments), to ensure the
success of our HCMS.

As a part of the strategy to continuously improve the PD offered in the district, LAUSD will

12
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also develop a district-wide PD evaluation system that will use educator evaluation data to
ensure that these investments are improving educator practice. This evaluation system will
include vetting the alignment of PD opportunities to the LAUSD Frameworks, the impact of PD
on teacher performance, and the usefulness of the content as measured by participants.

Retention/Tenure/Dismissal: In January 2011, LAUSD shifted to an affirmative decision
process that requires administrators to use teacher performance information as the most
influential factor in tenure decisions. During this time period we have also invested in principal
support processes and legal resources to actively dismiss underperforming educators, as
identified by the district’s current binary evaluation ratings. Since the 2009-10 school year, 574
teachers have been dismissed or voluntarily resigned to avoid dismissal, compared with 164
teachers total in the prior four years combined. Through the new structure that puts Instructional
Directors closer to schools combined with the use of the School Leadership Framework and
associated evaluation processes, decisions about school leader retention and dismissal (or
demotion) will be clear and actions will be evidence-based.

Promotion: The career pathways established under the proposed PBCS will include
substantive opportunities for teacher leadership, whereby highly effective teachers will be
promoted to leadership roles such as peer reviewers and professional development coaches.

By the 2014-15 school year, LAUSD plans to use educator performance data generated
through the EGDC to inform all human capital decisions. That data will allow us to better
allocate resources in high-need schools for incentives, staffing, new strategies and interventions,
and to identify key weak points in schools’ staffing patterns. To reach that goal, we will need to
address gaps in our current employee data system; as such, we are requesting TIF funds to

support the development of the district’s human capital analytic capacity. During SY 2012-13,
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we will contract with a service provider to assist us in the creation of a robust data architecture
that will allow us to link disparate sources into a comprehensive, longitudinal human capital data
warehouse. In SY 2013-14 we will launch a set of reporting tools linked to the data warehouse
that will provide central office and school-based decision makers with real time access to human
capital data.

(ii) The weight given to educator effectiveness--based on the educator evaluation
systems described in the application--when human capital decisions are made

LAUSD’s redesigned educator evaluation process (i.e., the EGDC) was piloted with a subset
of educators and schools in SY 2011-12 (referred to as the Initial Implementation Phase, or IIP)
and will be implemented in all schools in SY 2012-13. By SY 2014-15, we anticipate that all
educators in LAUSD will receive annual overall effectiveness ratings, meeting Absolute Priority
1. As we acquire this information, beginning with half of our teachers and all principals by SY
2013-14, we intend to use overall effectiveness ratings as the most significant, in determining
which educators are eligible for tenure approval, retention incentives, career ladder opportunities,
and additional compensation.

(iii) The feasibility of the HCMS described in the application, including the extent to
which the LEA has prior experience using information from the educator
evaluation systems described to inform human capital decisions, and applicable
LEA-level policies that might inhibit or facilitate modifications needed to use
educator effectiveness as a factor in human capital decisions

The development of the LAUSD Human Capital Management System has been an ongoing
process that has leveraged best practices in other school districts, the collection of educator input

(see Section D), consultation with nationally recognized researchers, and partnerships with
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leading experts such as Teaching & Learning Solutions, the Value-Added Research Center
(VARC) at University of Wisconsin-Madison, the Strategic Data Partnership at Harvard
University’s Center for Education Policy Research, the Urban Schools Human Capital Academy
and New Leaders for New Schools. Our work with these partners, combined with the district’s
own focus on building capacity to address fundamental challenges of educator effectiveness has
strengthened our capacity to produce quality data for use in human capital decision-making
processes. To highlight a few examples, in the past 18-24 months, LAUSD has begun producing
classroom, grade and school level reports on AGT (a value-added measure developed in
partnership with VARC); has developed analyses examining the impact of teachers based on
teacher preparation programs; and has begun the process of training and calibrating every
administrator in the district on evidence-based observation techniques. The work we have done
on analyzing student outcome data as a measure of effectiveness and as a reflection and PD tool
is also beginning to receive notice and support nationally (Colvin, 2012).

The District has garnered high levels of support and buy-in from educators and community
partners around our work on educator effectiveness, as well as other district priorities. These
include support from AALA and policy groups led by LAUSD teachers and community-based
organizations such as the United Way of Greater Los Angeles, Alliance for a Better Community,
Families In Schools and Communities for Teaching Excellence, all of whom have called for a
better way to evaluate, support and develop our educators (see Section D and Attachments Part
D). Moving forward, LAUSD will continue to prioritize educator input and feedback into all
human capital work. Feedback and adjustments made as a result of information gathered from
participants in the 2011-12 IIP include changes to MyPGS to make it more user-friendly and

increased communication and support for participants on the roles and procedures of the EGDC
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process.

Finally, recent court decisions underscore LAUSD’s legal obligation to consider student
growth as a component of an educator’s effectiveness and to address teacher quality and turnover
at high-need schools. Although efforts to revamp the educator evaluation system to include a
student growth measure have been under way in LAUSD for two years, a recent ruling in the
court case Doe vs. Deasy now legally compels the system (1) to revise principal and teacher
evaluation systems to include evidence of student progress and achievement based on state and
district standards for all classes, whether or not there is state standardized assessment data
available; and (2) to engage in necessary negotiations with labor partners to finalize the system,
including the weighting of each of the multiple measures in the evaluation system. In addition, a
recent settlement between LAUSD, UTLA, and plaintiffs in Reed vs. State of California, et al.
compels our district to develop financial incentives that will address teacher turnover in the
District’s highest-need schools. The plaintiffs argued that the impact of teacher layoffs at certain
schools was so severe that the destabilization of the teaching force at those campuses
compromised the constitutional rights of their students. Under the settlement terms, 45
designated “Reed” schools are protected from budget-based layoffs, receive additional support
from the District to fill teacher vacancies with quality candidates, and will have access to
incentives that increase the retention of effective teachers and administrators. All Reed schools
are included in the pool of TIF-eligible high-need schools.

LAUSD’s Certificated Human Resources Division, through its service structure and policy
focus areas, has been specifically focused on addressing the needs of those schools within the
district that are most impacted by issues around equitable distribution of effective educators,

stability of faculty, and adoption of policy and legislative agendas that advance and support tools
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to better staff high need schools. In recent years, the Human Resources Division led the
formation and development of the LAUSD Teacher Effectiveness Task Force and has been at the
forefront of developing lay-off and rehiring strategies to best maximize well-trained and
effective educators (to the extent possible given state education code parameters) and providing
targeted support opportunities.
(iv) The commitment of the LEA’s leadership to implementing the described HCMS,
including all of its component parts

In Los Angeles, multiple factors have culminated to create an environment ripe for change
even in the face of severe budget constraints. The LAUSD Board of Education has recognized
the importance of and need for human capital reforms, passing the 2009 resolution to create the
Task Force that catalyzed this work, and issuing a set of Board Principles explicitly supporting a
multiple measure performance review that includes student growth measures. District leadership
has committed to this educator effectiveness agenda with urgency, placing human capital at the
core of our approach to instructional improvement.

Under the leadership of Superintendent Deasy, the LAUSD Talent Management Division
was created to implement the recommendations of the TETF, thereby institutionalizing this work
at the district level. The core responsibility of the Talent Management Division is to implement a
strategic plan for building the effectiveness of our educator force, aligned to differentiated
professional development and support. LAUSD also launched an initiative to build a
performance culture throughout the district, forming a Performance Management Unit to bring
greater accountability and transparency to the way that district offices deliver support to schools.

Finally, the structure of the District’s newly formed education service centers further

supports the implementation of the HCMS. Centers are led by Instructional Superintendents and
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Instructional Directors hired specifically for their commitment and ability to implement human
capital work and support school leaders as managers of human capital. (See Attachments: Part A
for Project Management Staffing Chart).

(v) The adequacy of the financial and nonfinancial strategies and incentives,
including the proposed PBCS, for attracting effective educators to work in high-
need schools and retaining them in those schools.

As we have recognized with Goal 1 of All Youth Achieving, for our students to succeed we
must increase the number of effective school leaders and teachers in the district’s highest-need
schools. The key levers for this goal will be creating incentives for recruitment to and retention
for our most effective educators and the concurrent development and implementation of a
differentiated PBCS that provides incentives to highly effective educators willing to take on
additional responsibilities and leadership roles in these high-need schools (Goldhaber, et. al.,
2010; Center for Teaching Quality, 2011; Glazerman, et. al., 2012), thereby addressing
Competitive Preference Priority 5 (Educator Salary Structure Based on Effectiveness).

Currently in LAUSD, we differentiate roles and associated compensation (i.e., for coaches,
support providers, professional development creators, etc.), but we do so without a coherent
system of support or an aligned set of performance criteria for eligibility for these differentials.
Our TETF called for a re-examination of the way in which the district makes these career ladder
decisions, and for the District to move to a system that considers performance as the determining
factor in these decisions. Furthermore, as noted earlier, the recent Reed settlement compels our
District to develop financial incentives that will address teacher turnover in the district’s highest-
need schools.

With an MMES in place, we will address the TETF recommendations to develop a PBCS
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with multiple career pathways and differentiated compensation opportunities. The proposed
PBCS includes all required elements of PBCS Design Model 2, as well as optional design
elements. Our system will extend the reach of our most effective educators with the following
goals in mind: 1) Ensure that our most effective educators are teaching in classrooms that need
them most; 2) Provide individualized, and job-embedded professional development opportunities
in our highest-need schools; 3) Build a professional learning environment at school sites; 4)
Empower effective school and teacher leaders with greater autonomy to improve instruction at
the school site; and 5) Create career pathways to retain effective educators seeking additional
leadership responsibilities and career ladder opportunities.

To meet these goals, we will pursue the following twofold strategy within our defined subset
of high-need schools: Empower high leverage school teams to build career pathways with a
school-based competitive application process, and build capacity in high potential schools for
strong instructional leadership teams with incentives that attract and nurture talent. In
accordance with Absolute Priority 1, the PBCS incentives will begin by Year 3 of the grant. With
educator input, we will refine the PBCS strategies and develop the competitive application
process described in Section A.2 in Year 1. In Year 2, we will use EGDC educator effectiveness
data to identify, recruit and select schools and individual educators for participation in the PBCS.
In Year 3, we will fund the career ladder positions and begin recruitment and retention incentives
in the selected schools.

PBCS Strategy 1: Career Pathways

Offering teachers true opportunities to ascend a career ladder by increasing school-site
responsibilities, with commensurate pay, while remaining closely tied to the classroom can be a

powerful mechanism for comprehensive change and improving student outcomes (Jerald, 2009).
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Our PBCS is designed to provide career differential opportunities that will keep the majority of
our effective teachers in the classroom, working with students. To begin with, we will target our
schools that have the highest need, leverage, and potential to make change, through the
competitive application process described above.

Expert Teachers will remain in the classroom as full-time teachers, receiving salary
differentials for taking on career opportunities that support school-wide or peer support and
development. To be eligible for Expert Teacher positions, teachers must receive an overall
EGDC rating of Highly Effective or Effective, and be rated Highly Effective in Teaching and
Learning Framework Standard 5b (Collaboration with Colleagues). TIF funding will offer 180
opportunities annually (in Years 3-5 of the grant) for these teacher leaders to earn differentials of
$5,000 as well as an average of 50 hours of release time annually so that Expert Teachers can
provide job-embedded peer support.

Master Teachers will assume full-time release positions to bring concentrated,
individualized observation and coaching support to their peers. To be eligible for Master Teacher
positions, teachers must receive an overall rating of Highly Effective or Effective, and be rated
Highly Effective in Teaching and Learning Framework Standard 3 (Delivery of Instruction) or
have achieved high levels of student academic growth (based on AGT results). They must also
exhibit skills in adult learning and leadership. Master Teachers will be selected through an
application process for each career ladder role. They will be earning an increased salary rate, and
may assume out-of-classroom roles for up to two years at which point they will resume full-time
teaching duties. TIF funding will support the salaries for 30 Master Teacher positions in SY
2014-15 and SY 2015-16, building up to 40 in SY 2016-17.

In addition to the Expert and Master Teacher positions, principals on the TIF school
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eligibility list who receive an overall effectiveness rating of Highly Effective can earn a salary
differential up to $10,000 to serve as an Expert Principal. These principals will commit
additional hours to working with 1-2 aspiring teacher leaders who have demonstrated interest
and potential in becoming a school leader through job-embedded mentoring.

As part of the TIF evaluation process, LAUSD will carefully assess the effectiveness and
impact of these career ladder positions. At the conclusion of the federal funding period, schools
can make the decision to allocate their Per-Pupil Funding or other funding sources (e.g., Title II
allocations) to support these positions.

PBCS Strategy 2: Incentives to Attract, Retain and Nurture Talent

To increase human capital capacity in our high needs schools, we will also employ a focused
strategy of incentives to attract and nurture talent. Our intention is to create fertile ground for
additional school-based instructional teams prepared to utilize greater autonomy to develop
teacher leaders.

The proposed PBCS provides an opportunity to expand and improve upon promising
practices with performance-based compensation, thereby leveraging TIF funds to significantly
impact the outcomes of some of LAUSD’s highest need students. In 2010, a group of 10
teachers in LAUSD participated in a national, federally sponsored Talent Transfer Initiative
study with the National Institute of Sciences that aimed to understand if and to what extent
financial recruitment ($20,000) and retention ($10,000) incentives can have an impact on
improving student achievement in high-need schools. Early implementation reports by
Mathematica indicate positive signs of potential impact at the targeted schools (Glazerman, et.
al., 2012), and other research studies have found similar results (Shapiro & Laine, 2005; Wheeler

& Glennie, 2007).
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We will scale this opportunity with a focus on STEM and Special Education subjects to
recruit and retain effective teachers and principals in LAUSD’s highest need schools. Although
LAUSD is applying for the 2012 TIF General Competition, we are aligning this initiative with
the U.S. Department of Education’s priorities to increase the number of effective STEM teachers
in high-need schools, as LAUSD consistently faces the challenge of hiring adequate numbers of
effective science and math teachers and qualified special education teachers.

Based on the Talent Transfer Initiative pilot, we will offer recruitment incentives to two
cohorts of 40 effective or highly effective teachers in high-need subjects ($20,000) and to two
cohorts of 10 effective or highly effective principals ($30,000), with a minimum commitment of
two years of service in a high-need school. In addition, we will offer $10,000 in retention
incentives two cohorts of 60 effective or highly effective teachers and $15,000 to two cohorts of
30 effective or highly effective principals over two years’ service, based on outcomes of the
MMES. These incentives will be offered to the first cohort beginning in SY 2014-15 (Year 3)
and to the second cohort in SY2015-16 (Year 4). We also plan to explore the possibility of a shift
away from the step-and-column salary schedule with our collective bargaining partners to
include performance consideration, thus freeing up additional resources to direct towards
strategies like this if they prove effective.

The proposed PBCS includes all required elements of PBCS Design Model 2 as well as
optional PBCS design elements. A summary of the required LAUSD PBCS design features are
displayed in the table below.

LAUSD PBCS Design Matrix — Model 2 (Required and Optional Elements)

Required Elements LAUSD Project Design

Additional compensation for teachers -$5,000 differential for 180 Expert Teachers in
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who receive an overall rating of effective
or higher and take on career ladder

positions.

school-based teacher leadership roles
-14.6% increase over the average teacher salary for

40 FTE Master Teachers

Additional compensation for principals
who receive an overall rating of effective
or higher and who take on additional

responsibilities and leadership roles.

-$10,000 differential for 20 Expert Principal roles

Optional Elements

LAUSD Project Design

Additional compensation for teachers
who receive an overall rating of effective
or higher and transfer to or are hired to

work in a high-need school.

-$20,000 recruitment incentive for a total of 80
Talent Sharing Initiative teachers to be dispersed in
2 rounds ($10,000/year for two years).

-$10,000 retention incentive to 200 teachers to be

dispersed in 2 rounds ($5,000/year for two years).

Additional compensation for principals
who receive an overall rating of effective
or higher and transfer to or are hired to

work in a high-need school.

-$30,000 recruitment incentive for two cohorts of 10
principals ($15,000/year for two years).
-$15,000 retention incentive to two cohorts of 30

principals ($7,500/year for two years).

The incentive amounts of the proposed PBCS are substantial enough to motivate highly-

qualified educators to take on the additional responsibilities required of these roles in order to

ultimately promote increased student achievement in high-need schools. Case studies suggest

that bonus awards of 5—8% of annual base salary should be large enough to influence teacher

behavior (Odden, 2001). Under the proposed PBCS, participating principals who are deemed
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“highly effective” based on annual performance reviews can receive a salary differential up to
$10,000 to serve as an Expert Principal, representing a 10.2% increase over the average principal
salary of $98,482. Teachers who receive an overall performance rating of “effective” or higher
may be eligible for increased compensation for taking on Expert Teacher or Master positions that
support school-wide or peer support and development. Participating Expert Teachers will receive
a salary differential of $5,000, representing a 7.3% increase over the average teacher salary of
$68,430. Participating Master Teachers will receive a salary differential of $10,000, representing
a 14.6% increase over the average teacher salary.

Other studies suggest that incentives to recruit and retain highly effective educators in high-
needs schools would need to constitute between $4,440 and $11,100 in addition to base salary
(Kowal, et al, 2008). The recruitment and retention incentive awards proposed under the PBCS
($10,000 to $20,000 for teachers and $15,000 to $30,000 for principals) are well above these
thresholds, and we are confident that the amounts are substantial enough to attract and retain the
most qualified candidates to work in our identified schools.

(B) Rigorous, Valid, and Reliable Educator Evaluation Systems

LAUSD designed and is in its second year of implementing an MMES aimed at developing,
growing and supporting our educators. Our Educator Growth and Development Cycle
(EGDC) is an annual process whereby educators engage in a continual cycle of personalized
growth and development informed by data gathered through multiple sources to measure teacher
and school leader effectiveness. The EGDC includes both the Teacher Growth and Development
Cycle (TGDC) and the School Leader Growth and Development Cycle (SLGDC) (See
Attachments: Part G for TGDC graphic).

As noted earlier, the foundation of the TGDC is the LAUSD Teaching and Learning
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Framework, based on Charlotte Danielson's Framework for Teaching, aligned to the California
Standards for the Teaching Profession and the Common Core State Standards, and adapted to
reflect the LAUSD context. This robust Framework articulates clear expectations for effective
teaching practices that, in turn, provide a common foundation for such key items as self-
assessment, lesson design, classroom observations, and professional development. The LAUSD
School Leadership Framework describes the actions that leaders take to improve student
achievement, to develop teacher effectiveness, and to facilitate centers of academic excellence.
The Framework provides common language regarding the elements of effective school
leadership and embeds the Teaching and Learning Framework within it, acting as the
instructional anchor for our school leaders.

The EGDC incorporates multiple measures aligned to the Frameworks to assess educator
effectiveness, including: Observation of Practice, Contributions to Student Learning Outcomes,
Stakeholder Feedback, and Contributions to School Community (for Teachers).

e The Observation of Instructional Practice measure includes multiple direct observations
of teacher and school leader practice (formal and informal), conducted by certified observers, to
provide educators with specific, unbiased, and timely feedback for improving instructional
practice (see section B.3 for more details on the observation process).

e The Contributions to Student OQutcomes measure assesses a school’s and individual
educators’ impact on their students’ academic growth over time using a statistically valid and
reliable method (see section B.2 for more details on the student growth measure).

e Stakeholder Feedback includes surveys of parents and students regarding a teacher’s
performance in specific elements of the Teaching and Learning Framework. As a district, we

value the unique perspectives that parents and students can provide to educators regarding their
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communication with families and their ability to build a positive classroom environment that
supports learning. In addition, early research suggests that students give valid and reliable
feedback that is correlated with a teacher’s impact on student outcomes (MET, 2010).

e The Contributions to School Community (CSC) measure supports and extends the vision
of local school empowerment by giving schools a tool with which to emphasize school teams as
units of collective change for improvement. Through this model, teachers engage in job-
embedded professional development activities, including classroom walkthroughs, team-based
meetings, peer observations and peer surveys. These professional teaming models have shown
promising results in improving teacher effectiveness and in building the capacity of teachers to
think critically about solving specific student learning problems (Elmore and Burney 1997,
Desimone, 2009). The CSC measure requires that school leaders use EGDC data on teacher
practice to determine the focus for their school-wide professional learning activity each year.

Information from the EGDC is used to identify educator support and development needs
and opportunities. By capturing a more accurate understanding of the range of practice among
our educators, we can better identify areas of need and align support and development
opportunities throughout their careers (see section C for more details on the professional
development systems).
a1 LEA has finalized a high-quality evaluation rubric, with at least three performance

levels, under which educators will be evaluated.

Under the new evaluation system, teacher practice is evaluated using the LAUSD Teaching
and Learning Framework. The rubric in the Framework allows evaluators to assess teacher
practice using four levels of performance: ineffective, developing, effective, and highly effective.

The Framework was developed in early 2011 through a stakeholder-led process involving
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hundreds of educators—including leadership from both the teacher’s union (UTLA) and the
administrators union (AALA), —as well as parents and students (see Section D for a detailed
description of stakeholder input into the development process). The Framework and associated
tools were piloted during SY 2011-12 , and will be further refined and finalized during SY 2012-
13. To develop this Framework, LAUSD worked with Teaching and Learning Solutions (TLS),
a nationally recognized leader in evidence-based observation practices with correlation to student
outcome gains (See Attachments: Part Afor the T&LF).

The School Leadership Framework (SLF) serves as the foundation of our efforts to support
and develop school administrators. This research-based framework was developed in partnership
with New Leaders for New Schools and is aligned with the 2008 Interstate School Leaders
Licensure Consortium Standards and the California Professional Standards for Educational
Leaders. Like the T&LF, the SLF includes a rubric that allows evaluators to assess school leader
practice across four levels of performance: ineffective, developing, effective, and highly effective.
The SLF was developed in 2011, was piloted during SY2011-12, and will be further refined and
finalized during SY 2012-13 (See Attachments: Part A for SLF).

Although our current practice with final teacher evaluation ratings has been to use a binary
rating system (meets standards/below standards), in addition to the introduction of the
Framework, we have also begun negotiations with UTLA to explicitly authorize the use of
additional final evaluation rating categories and UTLA has expressed the desire for a multi-level
rating system of at least four levels. We are also pursuing a similar change through collective
bargaining agreement modifications with AALA.

) LEA has presented a clear rationale to support its consideration of the level of student

growth achieved in differentiating performance levels; and evidence supporting the

27

PR/Award # S374A120066
Page e47



LEA’s choice of student growth models and demonstrating the rigor and comparability
of assessments.

In LAUSD, we believe that a critical part of the determination of effectiveness is an
educator’s contribution to student learning outcomes. Measuring a school’s and individual
educator’s impact on their students’ academic growth over time provides a statistically valid and
reliable method by which to understand how we are individually and collectively moving
LAUSD towards our goal of All Youth Achieving.

LAUSD has embraced a comprehensive system of computing student gains which helps us
know how much students have progressed on standardized tests from one year to the next.
Academic Growth over Time (AGT) allows us to examine the impact of schools and educators
on student learning outcomes and uses a value-added methodology that controls for external
factors which often influence student test results. To develop our AGT model, LAUSD worked
with the Value-Added Research Center (VARC) at the University of Wisconsin-Madison, a
national leader in the development and production of value-added metrics. We also gathered
input from various stakeholders and engaged a Technical Advisory Group of national and
regional experts on these methods (See Attachments: Part G for list).

The LAUSD AGT model uses students’ standardized test scores (i.e., the California
Standards Tests [CSTs]) combined with student demographic data to create individual growth
predictions. The predictions are customized to the students each teacher or school serves, which
allows for a fair comparison of student growth for teachers and schools serving different student
populations. The predicted results for a group of students are then compared to the actual results
in order to calculate the value-added estimate, which can be calculated for individual teachers,

grade-level teams, schools or specific student populations (e.g., students with disabilities,
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English language learners). This provides a more complete picture of student learning because it
compares a student’s performance to his/her own expected performance (rather than comparing
groups of students from one year to different groups of students the following or preceding year).
Each teacher, grade level or school then receives an AGT estimate aligned to one of five levels
of performance: far below predicted, below predicted, at predicted, above predicted and far
above predicted.

Based on the availability and reliability of current standardized tests, the District can generate
AGT results for approximately 55% of the current teaching work force. In order to move
towards full coverage, we plan to supplement the CSTs with additional district-wide assessments
across all grades and subjects that will allow educators to assess student progress towards grade
and subject standards. During the 2012-13 school year, the District plans to engage analysts and
assessment experts using matching resources to develop a process for acquiring tests for all
subjects and a comparable model for measuring classroom-level student growth for grades and
subjects not currently covered by the state’s assessment regimen. Identified assessments will be
piloted during SY 2013-14 to determine which options are appropriate to take to scale (slated to
take effect in SY2014-15). Such decisions will be based upon reliability and validity criteria
similar to those currently utilized with our AGT metrics. This approach brings an increased
degree of equity and comparability to the way we measure an individual teacher’s impact on
student growth while also empowering educators as active members of the process through
educator working groups described in Section D below.

3) LEA has made substantial progress in developing a high-quality plan for multiple
teacher and principal observations, including who will be conducting the observations,

the observation tool, the events to be observed, the accuracy of raters in using
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observation tools and the procedures for ensuring a high degree of inter-rater
reliability.

Teacher Observations

Research has shown that observations that yield high quality, unbiased feedback can serve
as a significant resource in improving teacher practice (Taylor & Tyler, 2011). As such,
classroom observations are the cornerstone of our work with teachers in the EGDC, providing an
opportunity for teachers to receive specific, evidence-based feedback that will support their
professional growth and development. The EGDC for teachers includes at least five classroom
observations (3 informal and 2 formal). The formal observation cycles include the teacher’s
submission of a lesson plan, a pre-observation conference, observation of a full lesson, teacher’s
reflection on the observed lesson and a post- observation conference

Observer Training and Certification. Classroom observations will be conducted by trained
and certified professionals. The majority of classroom observations will be conducted by school
site administrators (principal and assistant principals). To ensure that all teachers are observed
annually, LAUSD will support school sites to complete the required observations. For some
schools, this work will involve the training of peer observers from within the school staff; for
others, it might be supported by Instructional Directors from the Local Education Service Center.
LAUSD is also proposing the funding of additional out-of-classroom teacher leaders and
administrators for the project period to support this work while the existing staff develops
necessary capacity to take on annual evaluations.

In an effort to ensure inter-rater reliability in the results teachers receive during the classroom
observation component of the EGDC, we have established criteria for observer certification,

including evidence and accuracy measures. By the end of SY 2012-13, all administrators in the

30

PR/Award # S374A120066
Page e50



District will have completed a five-day initial certification training and conducted a “practice”
year with at least one volunteer teacher on their campus. Throughout 2012-13 all administrators
will receive in-field support, as well as additional training sessions that will help them earn
certification. In-field support will be provided by Teaching and Learning Coordinators, based in
each of the regional Education Service Centers throughout LAUSD. Observers will have the
opportunity to demonstrate proficiency in evidence collection and accuracy at certification
events, during which observers watch a video of a teacher’s lesson, collect evidence and score
the teacher practice. Observer evidence is read by certified experts who use a rubric to assess the
objectivity, alignment and representativeness of observer evidence. Accuracy of observation
scoring includes three measures that compare an observer’s scores for the teacher video to the
“true score” (i.e., the score assigned to a certification video from a team of Master Scorers) and
to the average score that other observers selected. To be certified, observers must demonstrate
consistent skill in objectivity, alignment, and representativeness.

This work is fully blended into the District’s Instructional Division; these coordinators work
side-by-side with District Common Core experts and those tasked with implementing our Master
Plan for English Learners. All three groups coordinate their work with both the appropriate
Instructional Directors and with the Talent Management Division. The Teaching and Learning
Coordinators are certified observers and have expertise in supporting teachers and school leaders
in the EGDC. In-field support will include paired observations, auditing of evidence and scoring
to provide school-site administrators with feedback on their observation practice, and individual
or small group coaching sessions. They will also support the Instructional Directors in their
coaching and support of principals in their supervision.

Inter-rater Reliability. To ensure sustained accuracy and inter-rater reliability, all observers
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must participate in biannual calibration events where they collect evidence on and score a video
of a teacher’s lesson and are assessed on their accuracy. Observers must maintain a minimal
level of accuracy and evidence quality across the five most recent calibration events to maintain
their certification status. Administrators’ observation skills are reviewed as part of the School
Leadership Framework, providing an accountability mechanism and an opportunity for focused
growth support (as needed).

Principal Observations

LAUSD Instructional Directors conduct regular site visits and/or meetings with school
leaders to assess their instructional leadership practice and to provide feedback that will support
their professional growth and development. Example events for observation during site visits
include teacher conferencing or classroom observation, parent events, school council meetings,
special events, professional development or instructional leadership planning time, departmental
or grade-level meetings, and school walkthroughs. The observation protocol used for school
leaders, called the Technical Assistance Report, uses the SLF to structure observation of school
leaders by Instructional Directors. During each school site visit, Instructional Directors record
evidence and comments through the SLF lens.

In the 2012-13 school year, LAUSD will work collaboratively with experts to identify a
process for continual calibration of observers of school leadership practice. Instructional
Directors and school leaders will develop competencies that will serve as the basis for evidence
collection. Instructional Directors have been introduced to, and will be further trained on, the
School Leadership Framework as an organizing tool for their work with principals They will
receive ongoing leadership development training and one-on-one monthly coaching to identify,

develop, and support the required skill sets, competencies, and dispositions necessary for highly
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effective leadership. Simulated and job-embedded learning opportunities will allow Instructional

Directors to ensure observer inter-rater reliability on an ongoing basis with support from the

locally-based Teaching and Learning Coordinators.

4) The extent to which the LEA has experience measuring student growth at the
classroom level, and has already implemented components of the proposed educator
evaluation systems.

After a Research and Development Phase in SY 2010-11, the Initial Implementation Phase of
the EGDC took place during SY2011-12 and was used to test out the multiple measure
performance review and support system in a no-stakes environment prior to bringing the
initiative to district-wide scale for our teachers and school leaders in 2012-13. In this phase,
LAUSD worked with nearly 100 schools and their nearly 1,000 teachers, school leaders, and
instructional experts who volunteered to pilot the EGDC process, providing critical feedback on
the program to inform refinements to the tools and training. The tools and measures piloted in
SY 2011-12 included the Observation Cycle with self-assessment and coaching conversations for
teachers and principals, AGT measures, school leader and teacher individual growth planning
and stakeholder feedback (i.e., staff, parent, and student surveys).

With regard to the student outcomes measure, AGT data have been released for the past two
years (reaching about 55% of teachers and 100% of school leaders) but have not been included in
formal evaluations. In the past year, classroom-level AGT results of individual teachers were
shared with their supervising administrator. The district hosted workshops and provided
extensive resources to help educators understand their AGT results and encourage conversations
between school leaders and teachers on how this sort of metric helps to inform instruction. As

part of our IIP, participating teachers and school leaders used individual, grade-level and school-
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wide AGT results in their own growth planning process. This was done in one-on-one
conversations with their supervisors and in workshops as participants reflected and discussed
their self-assessment tool and individual growth needs.

In accordance with Absolute Priority 2, LAUSD aims to begin LEA-wide implementation of
the EGDC process by the Year 2 of the grant. Below is an overview of the timeline for
completing the development and implementation of the EGDC process:

e Year 1 (2012-13): LAUSD will work toward finalizing all EGDC components, including
refining the SLGDC observations and related processes; piloting the Contributions to School
Community and Stakeholder Feedback measures; ensuring all site administrators gain observer
certification and practice the EGDC cycle with teachers; providing all teachers with training in
the T&LF and opportunities to complete the reflection and growth planning processes;
identifying and acquiring additional assessments in non-CST subjects to develop the student
growth measure; and finalizing the approach to the overall rating, including student growth in
significant part.

e Year 2 (2013-14): We will begin phase-in of the LEA-wide EGDC with one half of
LAUSD’s 27,000 teachers and all of our 1,450 site administrators. In addition, we will augment
our observer capacity with 25 additional observers of teacher practice, including 15
administrators and 10 peer observers, and pilot and select additional assessments in non-CST
subjects.

e Year 3 (2014-15): We will begin implementation of the annual, LEA-wide EGDC with
multiple observations for all educators. Assessments in the non-CST subjects will be
implemented LEA-wide, allowing us to reach 100% coverage in the student growth measure.

Further, we will continue support for 15 administrator-level observers of teacher practice.
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(5) In the case of teacher evaluations, the proposed system bases the overall evaluation
rating for teachers, in significant part, on student growth; and evaluates the practice of
teachers, including general education teachers and teachers of special student
populations, in meeting the needs of special student populations, including students
with disabilities and English learners.

During year 1 of the TIF project period, LAUSD will work collaboratively with teachers,
school leaders, district instructional leaders, experts, and stakeholders to further refine and
develop each of our multiple measures of educator effectiveness and ensure that our standards
for teaching and school leadership address the diverse community of learners in LAUSD, which
commonly include students with disabilities and English learners. We will continue to include
Academic Growth over Time (AGT) results at the teacher and school level for special student
populations, including students with disabilities and English learners.

Furthermore, we will use a collaborative and data-driven process to determine an approach to
calculating an overall effectiveness rating for school leaders and teachers that includes classroom
instruction and student growth data in significant part. We firmly believe that how students
perform should be a critical aspect of determining the growth and development needs of the
educators who work with those students, and also a significant part of the way in which
effectiveness is determined. We have also conducted an extensive review of literature and other
district practices on the rigor of each measure based upon criteria for validity, reliability,
coverage, and connection to improving practice, which indicate that classroom observation and
student growth should be the most significant factors of an overall rating (MET, 2010). That
said, we do not have a prescribed weight for each of our measures and plan to work towards this

end in the coming year. However, to ensure that the significance of student outcomes is clear,
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we start from the perspective of needing minimum thresholds in any system developed further in

the course of the next year.

It is important to re-state the fact that the district is legally compelled under the state STULL
act, as a result of the Doe v Deasy litigation, to include student progress and outcomes in the
evaluation of every teacher and principal in the District. As appropriate, the district will negotiate
with the relevant unions to arrive at a weighting system for review by the Court to ensure this
component is significantly weighted in the formula.

(6) In the case of principal evaluation, the proposed system bases the overall rating on, in
significant part, student growth; and evaluates, among other factors, a principal’s
practice in focusing every teacher, and the school community generally, on student
growth; establishing a collaborative school culture focused on continuous
improvement; and supporting the academic needs of special student populations, by
creating systems to support successful co-teaching practices, providing resources for
research-based intervention services, or similar activities.

Once fully developed, the LAUSD principal evaluation system will help us identify a
baseline of school leader performance, provide differentiated professional development, and
recognize and learn from effective school leader practice. A valid and reliable multiple measure
performance review system for school leaders will help develop our principals to be effective
instructional leaders and managers of human capital, and ensure that we are maximizing learning
on the part of all our students.

We intend to implement a multiple measure evaluation for school leaders that includes an
evidence-based assessment of leadership practice, stakeholder feedback measures as well as

success in increasing student growth as a significant factor. Serving as an effective human capital
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manager, building a professional learning community, and meeting the needs of special student
populations as articulated in our Master Plan for English Learners and the district-wide move to
full inclusion for students with disabilities are embedded within the School Leadership
Framework as responsibilities we hold principals accountable for. We have piloted and intend to
incorporate measures of stakeholder feedback, including student, parent, faculty, and staff
feedback into the multiple measure principal evaluation process. During the planning year,
LAUSD will work collaboratively with school leaders, district instructional leaders, experts, and
stakeholders to further refine and develop each of our multiple measures and our approach to an
overall effectiveness rating (see Section D).
(C) Professional Development Systems to Support the Needs of Teachers and Principals
Identified through the Evaluation Process

As described above, there are several critical instructional priorities for LAUSD —
developing capacity and knowledge in the Teaching and Learning Framework as the common
definition for effective teaching, the implementation of the Common Core State Standards,
implementing our Master Plan for English Learners, and a district-wide move to full inclusion
for students with disabilities. LAUSD now has the opportunity to create an individualized
professional development system that supports educators in implementing these instructional foci
in their classrooms based on their specific needs identified through the EGDC. The newly
created Instructional Director role will support principals with the implementation of these
district-wide priorities at the school sites. With TIF funding, we also aim to offer differentiated
roles for teachers and leaders within the targeted high- needs schools and explicitly position
these exemplary educators as providers and developers of structured professional development.

a1 The extent to which the LEA will use the disaggregated information generated by the
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proposed educator evaluation systems to identify the professional development needs of
individual educators and schools.

Key to our work on educator effectiveness is providing all employees with high-quality,
personalized learning opportunities aimed at improving their professional practice. As such, we
seek to redesign our system of support and development for educators to ensure it will be
individualized for each employee and will be based on the specific needs and opportunities for
acceleration identified during an educator's performance review process.

The EGDC process includes a series of activities that help educators gain a very clear
understanding of areas where individual growth and development are needed and others that
highlight their strengths. This begins with the self-assessment and individual growth planning
processes, using the Teaching and Learning Framework as a guide. Through the EGDC process,
all educators will develop an Individual Growth Plan (IGP) that identifies targeted professional
development opportunities tailored to their individual growth needs and aligned with the
elements of effective practice outlined in the School Leadership and Teaching and Learning
Frameworks.

As described in Section A(2)(1), data generated through the EGDC process will be entered
into MyPGS, and its reporting capabilities will facilitate the identification of professional
development needs at the individual, grade, department and/or school level. At the participating
high-needs schools, principals and/or teacher leaders will be able to use EGDC data on teacher
practice to determine the focus for school-wide, grade level and/or professional learning
community activities, and data from school leader performance will influence professional
development and career-embedded support offered to principals by Instructional Directors. At

the central office level, LAUSD will use EGDC data to allocate resources to increasing PD
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options for specific elements/components in the School Leadership and Teaching and Learning
Frameworks to support the high-needs schools.

Instructional leaders in the high-needs schools will also use information from MyPGS to
inform the development of framework-aligned professional development resources that school
leaders and teachers can access to support their individual growth needs. These activities are
described in greater detail below.

(2) The extent to which the LEA will provide professional development in a timely way.

Via the LAUSD’s new online LMS system, school leaders and Instructional Directors will be
able to provide timely and targeted support for the educators with whom they work. The LMS
will be fully integrated with the MyPGS platform and provide instantaneous data reports that can
provide granular data on individual teacher performance as well as information about global
trends in schools, school teams and departments. Furthermore, if a teacher or principal needs
additional or unique support, they will receive it by accessing framework-aligned PD as a part of
their IGP or at any time in their career via the LMS.

(3) The extent to which the LEA will provide school-based, job-embedded opportunities for
educators to transfer new knowledge into instructional and leadership practices.

In LAUSD, we view professional learning as a portfolio of development and growth
opportunities, explicitly linked to an educator’s support needs. This belief, and the supporting
research that states effective professional learning opportunities must be job-embedded and
relevant, forms the foundation for how we plan to approach professional development in the
District (Yoon, et. al., 2007; Desimone, 2009; Jerald and Van Hook, 2011).

Supports for Principals in High-Need Schools

Principals in these high-needs schools will receive high quality and differentiated
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development and support opportunities (including one-on-one coaching) from Instructional
Directors. It is of critical importance that school leaders, particularly those in high-needs schools,
are supported in their professional growth through job-embedded experiences aligned to the
Framework’s leadership standards and focused on cultivating their instructional leadership.
Principals will also participate in small networks across the District designed to identify, reflect
on, and dialogue about critical leadership issues like challenges of student achievement and
building teacher capacity. Principals will have the opportunity share their knowledge,
experience, and inspiration, empowering other members to translate problems into effective
actions.

Supports for Teachers in High-Need Schools

As noted in Section A.2.iv, the proposed PBCS employs the use of Expert Teachers and
Master Teachers to support the professional development of their colleagues in the target high-
need schools, thereby acting as a key lever in promoting increased student achievement. To be
eligible for these positions, teacher candidates must demonstrate their effectiveness in promoting
student achievement gains and in other related areas of practice, including collaboration with
colleagues and delivery of instruction. These exemplary educators will be strategically
positioned in high-needs schools as providers and developers of structured professional
development, as well as more on-the-spot coaching and mentoring opportunities.

Expert Teachers will remain in the classroom as full-time teachers, receiving salary
differentials for taking on career opportunities that support school-wide or peer support and
development. Expert Teacher positions will include:
¢ Demonstration Classroom and Co-Teaching Teachers: These teachers will offer their

classrooms as demonstration sites for model lessons, hosting peers as observers, and giving
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other teachers the chance to see their practice in action, followed by a conference to debrief.
These teachers could also co-teach lessons, allowing peers to “learn by doing.”

Peer Collaboration Facilitators: These school site instructional leaders, will support the
design and delivery of school-site PD, work with teachers on common problems of practice,
and facilitate collaboration between teachers to improve instruction across classrooms.
Content Expert: These school site instructional leaders will offer coaching and support to
teachers based on needs as evidenced by multiple-measure evaluations. Content experts will
focus in critical shortage areas, such as science, technology, engineering and math (STEM).

Master Teachers will assume full-time release positions (or part-time, where feasible) with

an increased salary to bring concentrated, individualized observation and coaching support to

their peers. Master Teacher positions include the following:

Intensive Support Provider: The Consulting Teacher works with the administrator and
struggling teachers to establish an assistance plan based on performance goals guided by the
EGDC. Utilizing the coaching/observation cycle (plan, teach, reflect, apply), they will use
the Peer Assistance and Review (PAR) model to provide job embedded learning.

EGDC Instructional Specialist: Trained and certified EGDC Specialists will develop and
deliver professional development content aligned to core District instructional initiatives
(particularly the district’s Teaching and Learning Framework), serve as peer observers,
provide one-on-one support on the EGDC, and serve as a critical link to meet a school’s
needs around the EGDC.

Beginning Teacher Support and Assessment (BTSA) provider: In the 2011-12 school year,
LAUSD launched a partnership with the New Teacher Center to pilot induction and support

for beginning teachers using a full-time (release) mentoring model.
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To create the conditions for truly relevant, and individualized development of instructional
practice, the professional learning opportunities available to LAUSD teachers and school leaders
must take into account their diverse learning needs, be developed in collaboration with experts in
effective teaching practice, and all professional learning content must be clearly aligned to the
elements in the LAUSD Frameworks and to the Common Core State Standards. To achieve these
conditions, LAUSD will leverage the work of new and existing educator career ladder positions
(e.g., the PBCS-supported EGDC Instructional Specialist role and existing National Board
Certified Teacher service hours) to build a comprehensive catalog of high-quality professional
development options. With TIF funding, LAUSD aims to expand its video library to include a
catalogue of videos that exemplify the different levels of practice for elements in the LAUSD
frameworks. Research on teacher effectiveness has shown that high-quality training for educators
should include exemplar videos of classroom lessons that demonstrate the successful
implementation of specific teaching practices (McClellan, et al., 2012). The video library will be
accessible to all educators via the LMS beginning in Year 3 of the grant. In the interim, we will
support our high-need schools by purchasing licenses to access an external video library aligned
to our Teaching & Learning Framework.

(4) The extent to which the LEA will provide professional development that is likely to
improve instructional and leadership practices, and is guided by the professional
development needs of individual educators.

As noted above, LAUSD is shifting to a model in which professional development will be
guided by the needs of educators (as identified through the EGDC process) and aligned with
standards for effective instruction, including the Frameworks and the Common Core State

Standards. Furthermore, all of the professional development strategies proposed in this
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application are grounded in a solid research base to ensure that they are likely to result in
improvements in instructional and leadership practices.

For example, the use of the Framework-aligned self-assessment and individual growth
planning processes to identify professional development strengths and needs has been validated
by educators implementing similar practices in other school districts, including Hillsborough
County, FLL (Curtis, 2012a) and Charlotte-Mecklenburg, NC (Curtis, 2012b). The efficacy of
leveraging career ladder positions for the delivery of professional development in high-needs
schools is backed by research demonstrating that highly-effective teachers not only have a direct
impact on increasing student achievement in their own classrooms, but also impact student
achievement through the positive effects of peer learning on increasing the knowledge and skills
of their colleagues (Jackson & Bruegmann, 2009). Further, the strategies to be employed by the
Intensive Support Providers and EGDC Instructional Specialists, including the use of the PAR
model to provide job embedded learning, are supported by research in Montgomery County, MD
(Childress, et al., 2009), and the BTSA mentoring model aligns with California State BTSA
standards and has a proven track-record of success in accelerating the growth and development
of new teachers (Moir, 2009).

(D) Involvement of Educators

a1 The extent to which the application contains evidence that educator involvement in the
design of the PBCS and the educator evaluation systems has been extensive and will
continue to be extensive during the grant period.

During each step of the research, development, and implementation of our educator
evaluation work, LAUSD has solicited input from teachers, school leaders, and labor partners.

Engagement has ranged from being active participants on the Taskforce and the Teaching and
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Learning Framework committee, to participating in focus groups and surveys.

In addition to providing a letter of support for this application (See Attachments: Part D),
AALA also worked collaboratively with LAUSD throughout the initial pilot year to learn from
the experience on behalf of its members. There are several burgeoning teacher-led organizations
in the LAUSD area focused on building teacher voice in policy settings who have partnered
closely with LAUSD to provide feedback on district educator effectiveness initiatives. One of
these groups, Teach Plus, officially launched in January 2011 to ensure teacher voice in how best
to improve teacher practice in LAUSD. Since its formation, the Teach Plus has held a series of
events for teachers to learn about local education policy issues (teacher evaluation,
compensation, and student growth measures) and provide feedback directly to LAUSD through
an interactive discussion format. Over the last year, more than 350 teachers attended these
events.

Additionally, the Teach Plus-Los Angeles Teaching Policy Fellows worked with LAUSD
Talent Management staff to provide feedback on specific measures (Academic Growth over
Time) and formed a working group to co-develop the Contribution to School Community
measure. Members have written op-eds, submitted policy memos to LAUSD about the
evaluation system and differentiated compensation and career pathways, and have conducted
teacher focus groups on various areas of the evaluation system.

Educators for Excellence (E4E) also launched in 2011 in Los Angeles to ensure that the
voices of classroom teachers are included in the decisions that impact their profession and our
students. Since forming, E4E has hosted a series of events giving for teachers to learn about
local education policy initiatives and give feedback directly to LAUSD through an interactive

discussion format; EAE Policy Fellows have been engaged with member teachers (LAUSD) to
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provide feedback and recommendations on the EGDC; and have conducted focus groups in

partnership with LAUSD.

LAUSD used the Initial Implementation Phase (IIP) year described above to work closely

with participants to gather information from their experience with the tools and the process.

Feedback from participants, has confirmed the need for a focused effort on collaborating with

our educators to improve and support deep instructional practice. Below are brief descriptions of

some of the activities carried out by LAUSD to gather stakeholder input on this work:

Between December 2010 and March 2011, The Teaching and Learning Framework Ad
Hoc Committee (with over 150 teachers, school principals, central office personnel,
union leaders, parents and community partners) provided feedback on the proposed
Teaching and Learning Framework.

LAUSD held 57 focus groups in early 2011 (over 500 teachers, administrators, students
and others) and collected surveys from both internal and external stakeholders on the
draft Framework.

LAUSD partnered with the University of Southern California and WestEd to conduct an
independent evaluation on the IIP year of the EGDC which included surveys and focus
groups with participants (Fall 2011 - June 2012).

In March 2012, LAUSD held 6 regional focus groups with teachers and school leaders
throughout the district on the use, improvement, and scalability of the AGT measure.

In June 2012, a series of interviews were conducted with LAUSD classroom teachers
(N=17) and principals (N=7) to solicit their feedback about the TIF proposed PBCS

(conducted by representatives from Teach Plus and E4E.)

In addition, LAUSD educators have been kept apprised of activities through various outlets,
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including a Talent Management website that provides overall context for the EGDC work with
links to tools and resources; an AGT website that provides access to individual and school-level
reports and training materials; and an EGDC participant monthly newsletter.

During the 2011-12 school year, all participants in the Initial Implementation Phase provided
critical feedback on the process and tools that have been developed. , LAUSD made adjustments
to the tools using input from IIP participants to inform revisions to the tools and the process.
Their suggestions have already resulted in improvements to the process including: 1) changes to
the MyPGS platform to make it more user-friendly, 2) communication related to participant
expectations, process, and contact information has become more frequent, and 3) both in-person
and online support for participants.

The effort to incorporate feedback from the field will continue to be at the heart of our work
throughout the TIF grant. LAUSD recognizes that the key to ensuring the success of the educator
evaluation systems and the proposed PBCS system is to garner the support and active
involvement of school personnel, and the unions that represent them, a in the development and
implementation of the initiative. As such, one of the major tasks identified for the planning year
will be to convene a series of working groups to inform the work of the proposed TIF project,
including:

e Two Teacher PBCS Working Groups and one School Leader PBCS Working Group
to conduct research on PBCS that exist nationally, inform Talent Management staff, and
facilitate PBCS focus groups with their peers;

e A Non-CST Assessments Working Group (with expertise in subject groups) to provide
feedback on additional assessments developed for the non-CST subjects; and

e A LMS Working Group to develop evaluation criteria for PD, test technology, research
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best practices, facilitate focus groups, and provide feedback. (Note that there will also be a built-

in feedback feature in the LMS to provide both instant and ongoing input from users.)

e LAUSD Educator Surveys. All teachers, principals and assistant principals in the District
will be surveyed about their experience practicing the EGDC in 2012/2013. Exploratory
questions related to possible PBCS options will be included in the first survey, to be
administered in the early fall 2012.

e EGDC Focus Groups. Educator focus groups will be held in spring of 2013 to gather
specific feedback on their experiences with the EGDC process and related tools. These will be
conducted with those experiencing the EGDC for the first time, as well as with teachers and
principals who participated in the IIP (2012-13 will be their second time ‘“‘practicing” the
process) to determine whether modifications already made to the EGDC have addressed previous
concerns.

e Stakeholder Feedback Focus Groups. A series of focus groups will be held throughout
the 2012-13 school year with principals and teachers to gather their input on the Stakeholder
Feedback Surveys (SFS) to inform the best use of the SES data, refine future survey items, and
understand implementation challenges.

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

The feedback obtained from LAUSD educators during the IIP pilot indicates that, generally,
they are supportive of the EGDC process and related tools. Many of the teachers and school
leaders who piloted the new evaluation tools and process in 2011-12 indicated that they have

already started to see the positive outcomes on their professional culture and want to see the
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work sustained at their site and scaled successfully to other LAUSD schools. Both teachers and
administrators expressed a belief in the Teaching and Learning Framework and the underlying
goals of self-reflection, increased instruction-focused interactions, and individual growth
planning while noting improvements in instructional practices and leadership skills as a result of
participating.

Regarding AGT, participants in the pilot reported a strong understanding of the measure, and
most felt that AGT is a “somewhat” or “mostly” accurate measure of teacher or school leader
performance. A majority of both teachers and school leaders also supported the use of AGT to
identify teachers who need additional support, and a majority “somewhat agreed” or “agreed”
that AGT should be part of a multiple measure performance review system.

Feedback obtained from LAUSD educators regarding incentives for effective educators
suggests that many LAUSD teachers and school leaders would welcome additional opportunities
for career pathways and differentiated compensation, such as those included in this TIF
application. For example, the majority of teachers who participated in Teach Plus events agreed
that the current salary structure needs to be revamped in order to keep great teachers in the
profession. Among educators in the Cohort 1 SIG schools (surveyed about evaluation processes),
the majority felt that teachers who are more effective should be compensated more, and
monetary incentives were, by far, the most frequently proposed form of compensation, followed
by career pathways. Finally, a number of key themes emerged from interviews conducted with
LAUSD educators s by representatives from Teach Plus and E4E in June 2012 regarding the
proposed PBCS: There are currently very rigid pathways for advancement and they mostly lead
out of the school or classroom; systems are needed to identify and leverage teachers as leaders,

mentors, coaches, content masters, etc.; there is strong agreement that the district should pursue
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an expanded system for career pathways and differentiated compensation; and that a
differentiated compensation and recognition system would require a strong and fair evaluation
system to be in place.

Increasingly, a growing number of Los Angeles teachers have begun to engage in policy
conversations and advocate on their own behalf. To name just a few efforts, over 600 rank-and-
file members of UTLA signed a petition resulting in a union-wide vote to support a teacher-
driven evaluation system that is meaningful and fair. Newly formed NewTLA, a coalition of
UTLA leaders, has promoted positive and proactive discourse among teachers to improve
learning conditions and outcomes for students specifically around evaluation procedures and has
issued statements in support of productive discussions with LAUSD regarding more useful
evaluation procedures. This spring, teacher policy groups from both Teach Plus and Educators
for Excellence issued formal recommendations on the teacher performance system calling for a
multiple measure evaluation system that includes student outcome data as one measure.

At the same time, there is an active community-based organization landscape surrounding
LAUSD and engaged in dialogue around our work on educator effectiveness (and other district
priorities). These include the United Way of Greater Los Angeles, Alliance for a Better
Community, Families In Schools and Communities for Teaching Excellence, all of whom have
called for a better way to evaluate, support and develop our educators. After months of
conversations with a diverse group of stakeholders (including teachers), a recently formed
coalition, known as Our Schools, Our Voice, issued a set of recommendations for a holistic,
multiple measure evaluation system and called for the inclusion of student outcome data in the
this system .

Letters of support for LAUSD’s TIF application are provided as an attachment to this
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proposal (See Attachments: Part D). Included are letters from Superintendent Dr. John Deasy,
Board of Education President Monica Garcia, Judy Perez, President of AALA, and prominent
community members such as Mayor Antonio Villaraigosa, Congress Members Lucille Roybal-
Allard, Linda Sanchez, Howard Berman, Laura Richardson, and Karen Bass, multiple members
of the State Assembly and Senate. Support letters also include partner organizations, such as
Teach Plus-Los Angeles, Communities for Teaching Excellence, Future is Now Schools, Los
Angeles Chamber of Commerce, United Way of Greater Los Angeles, Families in Schools,
Educators 4 Excellence, California Office to Reform Education, Alliance for a Better
Community, Green Dot Public Schools, Loyola Marymount University, University of Southern
California, California State University-Northridge, and Partnership for Los Angeles Schools.

(E) Project Management

(1) The extent to which the management plan clearly identifies and defines the roles and
responsibilities of key personnel.

LAUSD has assembled an exceptionally well-qualified team of senior staff to lead the
proposed TIF project on its behalf. The roles, time commitments and relevant qualifications of
the core project management team are described below. Resumes for all key personnel are
provided in Attachments: Part F.

Spearheading the TIF effort for LAUSD will be Drew Furedi (.25 FTE grant-funded, .75 in-
kind). Dr. Furedi has 15 years of experience in school systems, non-profits, and government
designing and implementing strategic human capital programs and policies. As the Executive
Director of the LAUSD Talent Management Division, Dr. Furedi is responsible for LAUSD
human capital strategy development, policy creation and program implementation, including

efforts to redesign the district’s approach to leadership pipelines and ongoing leadership
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development. Dr. Furedi will provide overall oversight, guidance and management for the TIF
initiative and will work closely with several key LAUSD leaders in his capacity as TIF Project
Director.

Gina Smith-DeVille (.5 FTE in-kind) has over 30 years of experience as an educator and
administrator in LAUSD. She leads the Administrator Support and Development Branch of the
Talent Management Division and is responsible for the development and oversight of the
district’s principal pipeline support and development programs. Ms. Smith-DeVille also led the
initial implementation of the LAUSD School Leadership Framework.

LAUSD Director of Performance Management Noah Bookman (.5 FTE in-kind) will direct
the ongoing generation of AGT results, identifying and acquiring new assessments for untested
subjects, and developing a growth model for these subjects. Mr. Bookman has 10 years of
experience as an educator, policy analyst and strategist, and served in a leadership role on the
District’s Teacher Effectiveness Task Force.

Brian Lucas, Program and Policy Development Advisor (1.0 FTE in-kind) is responsible for
managing the annual, LEA-wide implementation of the EGDC, LAUSD’s multiple measure
evaluation system, as well as the development of our Learning Management System. Mr. Lucas
has served as an educator for over 21 years, earning distinctions as an effective teacher and
principal.

Sarah Figueroa, Program and Policy Development Advisor/Communications (1.0 FTE in-
kind) will oversee internal communication for successful implementation of the project and
external outreach and partnerships to build and maintain community support. Ms. Figueroa has
worked on education policy issues since 1999 and has worked closely with LAUSD leadership

on strategic planning and policy development initiatives.
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Project Manager (1.0 FTE, grant-funded): A full-time LAUSD Project Manager will be

recruited and hired to manage core projects of the initiative and will report directly to Dr. Furedi.
Key among the candidate selection criteria will be experience developing and overseeing
professional development, exceptional project management skills and the ability to effectively
engage internal and external stakeholders to support TIF’s sustainability beyond the federal
funding period. The Project Director’s main areas of responsibility will include piloting and
refining the Stakeholder Feedback and Contributions to School Community measures within the
MMES, the district’s strategy and approach to the “overall effectiveness rating,” and building the
PBCS strategies.

Finally, Donna E. Muncey, Chief of Intensive Support and Intervention, will advise the TIF
team. Dr. Muncey has 15 years of experience studying, designing and implementing standards-
based evaluation systems and has worked in or with several districts to introduce framework-
based observation of practice, new forms of teacher compensation, and multiple-measure teacher
evaluation systems. She has written articles on new forms of evaluation and compensation
systems (Journal of Personnel Evaluation in Education [now known as Educational Assessment,
Evaluation and Accountability; 1999, 2001, 2006], Education Policy [2002], and American
Federation of Teachers [1999]); consulted for Educational Testing Service and Teaching and
Learning Solutions.

(2) The extent to which the management plan allocates sufficient human resources to
complete project tasks.

As evidenced in the budget narrative and shown in the project organization chart in
Attachments Part A, LAUSD recognizes the significant investment of human resources

necessary to accomplish the proposed scope of our TIF project design. The grant budget and
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matching funds will be leveraged to support a robust personnel infrastructure at the central office

and local education service centers to ensure that all of the objectives of the TIF project design

are met on or ahead of schedule and with the desired quality and rigor.

(3) The extent to which the management plan includes measurable project objectives and
performance measures.

Four project objectives and aligned outcome measures have been established in support of
the LAUSD TIF initiative, described below. The activities linked to accomplishing the project’s
key objectives are described throughout the narrative. Plans for assessing the extent to which the
outcome measures are achieved are summarized in Section E.4 below.

LAUSD TIF Project Objectives and Performance Measures

Objective 1: Refine, scale and sustain an LEA-wide multiple measure evaluation system

(MMES) that includes a valid measure of student growth (GPRA Measures 1 and 2).

e By Year 3, all LAUSD principals and classroom teachers, including those in high-needs
fields or subjects, will be evaluated using the district’s annual multiple measure evaluation
system (i.e., the EGDC).

e By Year 3, all observers of teacher and principal practice will be certified and will remain
calibrated in Years 4 and 5 of the grant (and beyond).

Objective 2: Implement, test, refine and scale a PBCS that increases the number of

effective educators in high-need schools (GPRA Measure 3).

e By Year 3, LAUSD will recruit and promote 220 effective teachers to fill Expert and Master
Teacher career ladder positions in a subset of high-needs schools, and 20 effective principals
to serve as mentors to teachers aspiring to the principalship.

¢ In Years 3 and 4, LAUSD will recruit and place 10 effective principals and 40 effective

53

PR/Award # S374A120066
Page e73



STEM and special education teachers in a subset of high-needs schools.

In Years 3 and 4, LAUSD will provide retention incentives to induce 30 effective principals
and 120 effective teachers to remain in a subset of high-needs schools.

In Years 4 and 5, at least 90% of principals and teachers who accepted recruitment or
retention incentives will return for a second year of service in the same high-needs school.
By Year 5, all teachers and principals in the participating high-needs schools will receive

performance ratings of “effective” or “highly effective.”

Objective 3: Develop, implement and sustain a human capital management system (HCMS)

that bases key human capital decisions on educator effectiveness data (GPRA Measure 4).

By Year 5, all LAUSD key human capital decisions (i.e., recruitment, hiring, selection and
placement, development, retention, tenure, promotion and dismissal) will be fully based on
EGDC data.

By Year 5, LAUSD will provide district- and school-level dashboards to support data-driven

human capital decision making.

Objective 4: Provide timely, individualized, high-quality professional development (PD)

opportunities to educators aligned to LAUSD’s instructional vision.

By Year 2, all LAUSD professional development offerings will be meet standards for overall
quality, alignment to Frameworks using a new professional development evaluation system.
By Year 3, all LAUSD educators will access individualized, high-quality professional
development offerings via the LMS.

In Years 3-5, at least 90% of principals and teachers in the targeted high-needs schools will
report satisfaction with the job-embedded, intensive support provided by Master and Expert

Teachers.
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(4) The extent to which the management plan includes an effective project evaluation plan.

Using a competitive procurement process, LAUSD will contract with a research and
evaluation firm to carry out independent evaluation activities for the project. The evaluation of
the LAUSD TIF initiative will be both formative and summative and will include multiple
methods and sources of data. Formative evaluation activities will allow for ongoing assessment
of project implementation in order to identify problems encountered, thereby identifying
situations that need immediate attention, and to generate recommendations, which may be useful
in making necessary changes for program improvement. The summative evaluation will assess
the effectiveness of program activities and the extent to which project objectives and outcomes
have been met, and will yield data responsive to the four GPRA measures established for this
TIF competition.

The evaluation will employ a mixed-methods approach that uses both qualitative and
quantitative data sources, including project documentation; observations of project activities;
personnel data (e.g., educator effectiveness, turnover and retention data); student and school
performance data; relevant data from Stakeholder Feedback Surveys; and findings from surveys,
interviews and focus groups to be conducted as part of the TIF educator feedback activities (see
Attachments Part A for a chart of evaluation activities for each objective).

To assess Objective 1 (MMES), the evaluator will access and review educator effectiveness
ratings to determine whether all educators were evaluated through the EGDC. Further, the
evaluator will attend observer training sessions and review observer certification data to ensure
that all observers are certified and calibrated.

To assess Objective 2 (PBCS), the evaluator will review documentation related to the PBCS
school application and selection process to determine the number of educators accepting career

ladder positions, salary differentials, and recruitment/retention incentives in the targeted high-
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needs schools. EGDC data will be reviewed to determine effectiveness ratings for all educators
in the targeted schools, and turnover and retention data will be analyzed to determine the efficacy
of recruitment and retention incentives. In addition, the evaluator will examine data on educator
effectiveness, turnover and retention rates in the participating high-needs schools relative to
similar, non-participating high-needs schools using a quasi-experimental design to explore the
effectiveness of the proposed PBCS strategies and their impact on educator retention,
effectiveness and, ultimately, on increasing student achievement in high-needs schools.

Objective 3 (HCMS) will be assessed through a review of project documentation, including
written policies, procedures, memos, etc., regarding the use of educator effectiveness data to
inform key human capital decisions, as well as documents and artifacts relating to the
development and launch of data dashboards to facilitate data-driven human capital decision
making at the district and school levels.

Objective 4 (PD) will be assessed through observations of professional supports provided by
teachers in career ladder positions, reviews of professional development materials, and analyses
of data generated from the professional development evaluation system regarding the quality and
alignment of offerings, including those available through the LMS. Further, the evaluator will
review usage statistics to determine the number of educators in each of the targeted schools that
have accessed training through the LMS.

Formative and summative evaluation results will be summarized and presented in annual
performance reports and the final evaluation report, on the time schedule specified by ED. All
data will be collected and analyzed according to a timeline that allows project staff to meet
federal reporting deadlines. In addition, LAUSD agrees to cooperate with evaluation activities

conducted by or on behalf of ED, including providing access to relevant project data, hosting site

56

PR/Award # S374A120066
Page e76



visits, and/or administering evaluation instruments requested by the federal evaluator.

(5) The extent to which the management plan specifies realistic and achievable timelines for
(i) implementing the components of the HCMS, PBCS, and educator evaluation systems,
including any proposal to phase in schools or educators and (ii) successfully completing
project tasks and achieving objectives.

In addition to yearly benchmarks reference throughout the project narrative, the timeline in
Attachments Part A highlights the major milestones associated with implementing the
components of the HCMS, PBCS, MMES and related professional development in our high-need
schools over the five-year grant period, which are fully aligned to the timeline requirements
within Absolute Priority 1 and 2.

1) Sustainability

(1) The extent to which the sustainability plan identifies and commits sufficient non-TIF
resources, financial and nonfinancial, to support the PBCS and educator evaluation
systems during and after the grant period.

To supplement the Department’s investment in our system, LAUSD is fully committed to
providing all of the resources necessary for the successful implementation of the TIF project, and
is in fact leveraging significant non-TIF resources to support the PBCS and educator evaluation
system during and after the grant period beyond. Supplementing the District’s five-year request
of $51,269,955 are matching funds in the amount of $20,777,295 (40.5% of the total project
costs) to support the attainment of the project’s goals and objectives. Furthermore, of the total
project matching funds, $8,446,383 (41% of the project matching fund total) has been identified
from non-federal sources (private foundation and state funds).

As noted in Section E.2, throughout the grant period, Dr. Muncey, Chief of Intensive Support
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and Intervention will advise the team. In years 3-5 LAUSD will leverage State funds from the
Beginning Teacher Support and Assessment (BTSA) induction and support program to cover
salary differentials of $2,000 and related fringe benefits for the 10 BTSA providers working with
LAUSD new teachers in the participating high-need schools (a total of $68,145 over years 3-5
for the salary differentials and related fringe).

As noted in the budget narrative, several of the staff positions at the central office level will
be funded initially through the TIF grant, but will ultimately be subsumed by the Talent
Management Division or become obsolete as the District builds its capacity to support the
HCMS. For example, the Teacher Ambassador, Principal Ambassador, Learning Management
System Coordinator, the Senior Office Technician and the Program and Policy Development
Specialist/Outreach positions will be phased out by year 3 of the project period. Responsibilities
associated with these positions will be incorporated into the staffing structure of the Talent
Management Division and the staff members filling the Ambassador roles will rotate back into
school site leadership positions or other pathways.

Beginning in year 1 and continuing throughout the grant period, LAUSD plans to leverage an
additional $4,050,000 in private funding to cover contractual costs associated with the
development of other assessments (years 1-5); student growth calculations and reporting
activities (years 2-5); and supplemental funds to support the local evaluation (years 4-5). Given
our track record in attracting private philanthropic support for our Talent Management and
Performance Management work, we fully expect to continue to attract additional funds for this
work. For example, the salaries and benefits for 5 key leaders in the Talent Management
Division and Performance Management Unit are fully supported for at least the next several

years from an outside foundation. Additionally, our work in developing a leadership pipeline
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(i.e., aspiring administrators programs) has been seed-funded with almost $1 million over the
next two years with an additional pledge of a million dollars a year for up to three years. In
keeping with ED requirements, all contractual engagements will be bid out according to LAUSD
procurement rules.

(2) The extent to which the sustainability plan is likely to be implemented and, if implemented,
will result in a sustained PBCS and educator evaluation systems after the grant ends.
LAUSD has worked to ensure the sustainability of our human capital initiatives by

embedding this work into the district’s organizational structure. Many of the proposed tasks fall

within the purview of the LAUSD Human Resources, Data and Accountability, and Talent

Management divisions, with a newly created Human Capital Steering Committee to serve as the

overarching structure linking the work across departments. These departments are setting shared

performance/strategic goals related to our human capital agenda and are collectively addressing
the challenges inherent in developing a coherent HCMS and PBCS that will continue long after
the grant period ends

LAUSD will use the TIF opportunity to accelerate a review and, where necessary, a
reallocation of existing funding and human resources towards research and practice-based
solutions to our challenge of ensuring an educator effectiveness across the district. As this
proposal sets out, we plan to make human capital decisions using effectiveness information
throughout our system, not solely in TIF-funded projects. As a result, many projects and PBCS
career ladder opportunities discussed in this proposal will be subsumed by existing staff and
incentive resources. For example, LAUSD directs millions of dollars each year to salary
differentials for teacher leadership roles and activities (e.g., approximately 10 million dollars for

NBCT designation and volunteer hours). Our shift towards a coherent and data-driven system
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will allow us a pathway to continue funding the activities and strategies laid out within this
proposal and direct existing district resources for differentiated compensation in a more strategic
way. We plan to use strategies such as those stated in this proposal to limit district-funded
teacher support roles to those demonstrating effectiveness as a beginning step towards
redirecting resources to truly implement a PBCS and to explore the possibility of a change to the
existing salary structure.

Significant investments of TIF dollars will be used to create the human resources data
warehouse and related components, including an online evaluation platform, learning
management system, and video resource library for use in professional development activities.
This initial investment will establish the District’s human capital management infrastructure
early in the federal funding period so it can be sustained at minimal costs.

Closing Thoughts

Despite the difficult budget environment and shrinking state per-pupil allocations, LAUSD is
committed to moving its HCMS agenda forward because we believe this is a critical lever in our
push to dramatically improve the level of student achievement across our District. A grant from
the TIF program would accelerate our development and implementation timeline and provide the
robust set of resources needed to ensure that this human capital work and its products are of the
highest quality and have the most promise for achieving the district’s goals as well as for serving

as a national model.
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Released 6/2012 DRAFT SY 2012-2013

PREFACE: LAUSD Teaching and Learning Framework

PURPOSE

The LAUSD Teaching and Leaming Framework describes clear expectations for effective teaching, identifying exemplary practices that will enable us to meet our goal of all youth achieving. The
LAUSD serves over 600,000 students from diverse cultural and linguistic backgrounds and with unique learning needs. The Teaching and Learning Framework highlights the researched-based
strategies that have been proven to be effective in meeting the needs of our diverse learners including English Learners, Students with Special Needs and Students with Disabilities. In addition to
this, the Teaching and Learning Framework describes teaching practices that will help to prepare all students to be successful and productive 21t Century learners. This focus on 21st Century skills
not only directly aligns with the implementation of the Common Core State Standards but also prepares all of our students to be college and career ready. As the foundation for instructional practices
in LAUSD, the Teaching and Learning Framework also acts as a guide for teachers to analyze, reflect upon and improve their teaching practice independently, with colleagues, and/or with their
administrator as part of the Educator Growth and Development Cycle.

EVIDENCE COLLECTION PROCESS

In order to analyze teaching practice, evidence of a teacher’s practice must be assessed against the Teaching and Learning Framework. This evidence is collected using a variety of strategies
including classroom observation, professional conversations, artifacts and stakeholder feedback surveys. This diversified evidence collection process helps to ensure that teachers’ feedback, growth
and development, and evaluation are informed by a variety of sources including parents, students, administrators and teachers themselves. Administrators are trained to collect and analyze evidence
using these strategies to ensure that evidence is appropriately aligned to the Teaching and Learning Framework, is representative of the teacher’s practice, and is free of bias. The evidence
collection procedure for each element in the Teaching and Learning Framework is indicated by an abbreviation shown in green and is located below the name of each element.

» Classroom observations (CO) will include formal and informal observations conducted throughout the Educator Growth and Development Cycle. Classroom observations are the corner stone of
the Educator Growth and Development Cycle, providing an opportunity for teachers to demonstrate their instructional practice in order to receive feedback that will support their professional growth
and development. |n addition to this, classroom observations may also include any other classroom visits/walkthroughs that take place as part of effective support practices in schools.

» Professional conversations (PC) can include the Pre and Post Observation Conferences that are part of the Educator Growth and Development Cycle or they can also include additional meetings
where the teacher and administrator meet to discuss evidence of the teacher's practice.

» Artifacts (A) can include sample student work, lesson plans, unit plans, sample assessments, department meeting agendas, parent call logs, or any other type of documentation that provides
evidence of a teacher’s practice for a given element in the Teaching and Learning Framework.

» Stakeholder feedback surveys (SF) include surveys of parents and students regarding a teacher’s performance in specific elements of the Teaching and Learning Framework. Teachers with
students in grades K-2 will have parent surveys pertaining to Component 4b: Communicating with Families and specific elements in Standards 2 and 3 of the Teaching and Learning Framework.
Teachers with students in grades 3-12 will have student surveys pertaining to specific elements in Standards 1, 2 and 3 of the Teaching and Learning Framework in addition to parent surveys.

KEY TERMS
21st Century Skills refer to the following “super skills” as identified in the Common Core State Standards:

» Communication: Sharing thoughts, questions, ideas and solutions
» Collaboration: Working together to reach a goal - putting talent, expertise, and smarts to work
» Critical Thinking: Looking at problems in a new way, linking learning across subjects and disciplines

» Creativity: Trying new approaches to get things done equals innovation and invention.
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Teachers must have sufficient command of the subject to guide student learning and they must also know how their content fits into a larger context. Since every discipline has its own approach to

Attachments Part A: Project Narrative Attachments

DRAFT SY 2012-2013

Standard 1: Planning and Preparation
Component 1a: Demonstrating Knowledge of Content and Pedagogy
Elements: Knowledge of content & the Structure of the Discipline, Knowledge of Content-Related Pedagogy

instruction, teachers need to tailor their pedagogy to their content. Knowledge of content and pedagogy is not stagnant, but evolves over time and requires on-going, collaborative learning to support

21st Century skills and learners.

Elements

Ineffective

Developing

Effective

Highly Effective

Knowledge of Content & the
Structure of the Discipline

Knows the discipline and how the subjects
within the discipline relate and integrate
with one another [e.g. understanding how
algebra, geometry, trigonometry are
related in the discipline of mathematics]

PC,A

Teacher makes content errors
or the teacher does not have
sufficient knowledge of the
content standards.

Teacher is familiar with the
important concepts in the
discipline and the content
standards associated with the
grade level or course, but may
display lack of awareness of how
these concepts or standards
build upon and relate to one
another or to 215t Century skills

Teacher displays solid knowledge of
the concepts in the discipline and the
content standards associated with
the grade level or course. Teacher
builds upon and relates these
concepts and standards to one
another and to 21t Century skills.

Teacher displays extensive

knowledge, application, and analysis
of the concepts in the discipline and

the content standards associated with

the grade level or course. Teacher
builds upon and relates concepts and
standards to one another, to other
disciplines, and to 21t Century skills.

Knowledge of Content-
Related Pedagogy

Uses pedagogical content knowledge to
plan instruction in the particular subject
area

PC,A

Teacher displays little or no
understanding of the range of
pedagogical approaches
suitable to student learning of
the content.

Teacher's plans and practice
reflect a limited range of
pedagogical approaches or some
approaches that are not suitable
to the discipline or to the student
with only surface connections to
21t Century skills.

Teacher’s plans and practice reflect
familiarity with a wide range of
effective research-based pedagogical
approaches in the discipline,
appropriate technology and of 21st
Century skills.

Teacher's plans and practice include a

wide range of effective research-
based pedagogical approaches in the

discipline, including use of appropriate

technology, and 21st Century skills.

Teacher generally anticipates
students’ misunderstandings.
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Standard 1: Planning and Preparation
Component 1b: Demonstrating Knowledge of Students
Elements: Awareness of Students’ Skills, Knowledge, & Language Proficiency; Knowledge of How Children, Adolescents, or Adults Learn; Knowledge of Students’ Special Deeds;
Knowledge of Students’ Interests and Cultural Heritage

Itis not enough for teachers to know and understand childhood or adolescent developmental norms, teachers must also know their students: their strengths and weaknesses, their interests, their readiness
levels and skill sets, their language proficiency, and the outside influences that affect their learning: family dynamics, cultural customs, and socio-economic status.

Elements Ineffective Developing Effective Highly Effective
Awareness of Students’ Teacher displays little or no Teacher recognizes the value of Teacher tracks students’ skills, Teacher tracks individual students’
Skills, Knowledge, & awareness of students’ skills, tracking students’ skills, knowledge, and language skills, knowledge, and language
Language Proficiency knowledge, and language knowledge, and language proficiency, and disaggregates data | proficiency, and has a strategy for
Uses information about students’ proficiency, and/or does not proficiency, but displays this for sub-groups of students in order | maintaining such information,
academic strengths and needs in indicate that such knowledge is knowledge only for the class asa | to determine growth over time. including information from parents, in
planning valuable. whole. order to determine growth over time
PC, A, SF for each student.

Knowledge of How Teacher displays little or no Teacher displays partial knowledge | Teacher's knowledge of how Teacher displays current, extensive,
Children, Adolescents, or | knowledge of the developmental | of the developmental students learn is accurate and and subtle understanding of how
Adults Learn characteristics of the age group, | characteristics of the age group, current, reflecting an understanding | students learn, including exceptions to
or of how these students learn. but his/her knowledge of how of the typical developmental the traditional learning styles, and how
Plans lessons based on current, proven T o \
. students learn is limited. characteristics of the age group. 21t Century skills apply, and then
research regarding how students leamn ) , , ) g
Teacher applies this knowledge to applies this knowledge to individual
PC, A
the class as a whole and to sub- students.
groups of students.
Knowledge of Students’ Teacher displays little or no Teacher possesses information Teacher possesses information Teacher possesses information about
Special Needs awareness of the importance of about each student’s learning and | about each student's learning and each student’s learning and medical
Knows which students have special knowing students’ special medical needs. medical needs and applies this needs, collecting such information
needs and plans instruction to learning or medical needs, and knowledge to individual students. from a variety of sources, and applies
accommodate for those needs such knowledge may be this knowledge to individual students.
PC, A, SF incomplete or inaccurate.
Knowledge of Students’ Teacher displays little or no Teacher recognizes the value of Teacher recognizes the value of Teacher recognizes the value of
Interests and Cultural knowledge of students’ interests | understanding students’ interests | understanding students’ interests understanding students’ interests,
Heritage or cultural heritage, and does not | and cultural heritage, but displays | and cultural heritage, and displays | family and cultural heritage, and
Uses students’ interests and cultural | iNClicate that such knowledge is this knowledge only for the class this knowledge for sub-groups of displays this knowledge for individual
heritage fo plan instruction that wil | valuable. as a whole. students. students.
engage students
PC, A, SF
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DRAFT SY 2012-2013

Standard 1: Planning and Preparation
Component 1c: Establishing Instructional Outcomes
Elements: Value, Sequence, Alignment & Clarity, Suitability for Diverse Learners

Teaching is goal directed and designed to achieve certain well-defined purposes. It is through the articulation of instructional outcomes that the teacher describes these purposes. The outcomes
should be clear and related to what it is that the students are intended to learn as a consequence of instruction. [FFT pg 51] 21st Century outcomes must be included, as students must also learn
essential skills such as critical thinking, problem solving, communication and collaboration. Teacher collaboration strengthens this process.

Element

Ineffective

Developing

Effective

Highly Effective

Value, Sequence
Alignment, & Clarity

Selects and writes clear outcomes
that are important to the discipline,
follow a sequence of learning and are
aligned to national, state, and/or local
standards

PC,A

Instructional outcomes are
either not stated, or are stated
as activities, rather than as
student learning. Outcomes
represent low expectations for
students and lack of rigor. They
do not reflect important learning
in the content area, nor do they
include language objectives or
a connection to a sequence of
learning, or suggest viable
methods of assessment

Instructional outcomes are unclear or
consist of a combination of outcomes
and activities, representing
moderately high expectations and
rigor. Learning expectations are
aligned with important grade level
content standards, include language
objectives, and some outcomes
suggest viable methods of
assessment. There is at least some
connection to a sequence of learning
and to 21st Century skills.

Most instructional outcomes are
clearly stated, represent high
expectations and rigor, focus on
important grade level content
standards and academic language
objectives, and suggest viable
methods of assessment. They are
connected to a sequence of learning
and align with 215t Century skills.

All instructional outcomes are clearly
stated in terms of student learning
outcomes, represent high
expectations and rigor, focus on
important grade level content
standards and academic language
objectives, and permit viable
methods of assessment. They are
connected to a sequence of learning
both in the discipline and across
disciplines and align with 21st Century
skills.

Suitability for Diverse
Learners
Outcomes are planned so that they

are appropriate for all students in the
class

PC,A

Instructional outcomes are not
suitable for the class, or are not
based on any assessment of
student learning.

Most instructional outcomes are
suitable for most of the students in
the class based on global
assessments of student learning.

Most of the outcomes are suitable for
all students in the class, and are
based on multiple assessments of
student learning.

Outcomes are based on a
comprehensive assessment of
student learning and take into
account the varying needs of
individual students or groups.
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Attachments Part A: Project Narrative Attachments

DRAFT SY 2012-2013

Standard 1: Planning and Preparation
Component 1d: Designing Coherent Instruction
Elements: Standards-Based Learning Activities, Instructional Materials, Technology, & Resources, Purposeful Instructional Groups, Lesson & Unit Structure

Teachers translate instructional outcomes into learning experiences for students through the design of instruction. Even in classrooms where students assume considerable responsibility for their
learning, teachers must design instruction that is coherent and balanced between careful planning and flexibility in execution. Teachers design instruction that reflects the needs of 21st Century
learners and include opportunities to collaborate, innovate, create and solve problems using high-level cognitive processes and communication tools and media. Teachers should plan collaboratively
to strengthen the design process. Skilled teachers have knowledge of a variety of resources and are constantly adding these to their repertoire. They persistently search for appropriate 21st Century
resources that can inform their teaching, including collaborating with other educators. They effectively incorporate these tools in varied contexts for a variety of purposes.

Elements

Ineffective

Developing

Effective

Highly Effective

Standards-Based Learning
Activities

Activities are designed fo engage students
in cognitively challenging work that is
aligned to the standards

PC,A

Learning activities are not
suitable for students or aligned
with instructional standards,
and are not designed to
engage students in active
intellectual activity.

Some of the learning activities
are suitable for students or
aligned to the instructional
standards. Some represent a
moderate cognitive challenge,
there is differentiation to meet
some diverse student learning
heeds.

All of the learning activities are
suitable for students and aligned to
the instructional standards, and most
represent significant cognitive
challenge and awareness of 21t
Century Skills with some
differentiation to meet most diverse
student learning needs.

Learning activities are highly
suitable for all diverse learners and
directly aligned to the instructional
standards. They are designed to
engage all students in high-level
cognitive activities that reflect 21st
Century Skills, and are
differentiated, as appropriate, to
meet the needs of individual
learners.

Instructional Materials,
Technology, & Resources

Plans lessons that use resources that will
promote high levels of learning and
student engagement in the classroom
environment

PC,A

Teacher is unaware of
resources for classroom use or
materials and resources are
not suitable for students, do
not support the instructional
outcomes nor engage
students in meaningful
learning.

Teacher displays some
awareness of resources available
for classroom use. Some
materials, technology, and
resources are suitable to
students, support the instructional
outcomes, and engage students
in meaningful learning.

Teacher displays awareness of
resources available for classroom
use through a variety of sources. All
materials and resources selected for
instruction are suitable for students,
support the instructional outcomes,
and are designed to engage students
in meaningful learning, including the
appropriate use of technology.

Teacher's knowledge of resources
for classroom use is extensive. All
materials and resources selected for
instruction are suitable for students,
support the instructional outcomes,
and are designed to engage
students in meaningful learning,
including the appropriate use of
technology. Students participate in
selecting or adapting materials.

Purposeful Instructional
Groups

Groups are purposefully designed to
enhance student cognitive engagement

PC,A

Instructional groups do not
support the instructional
outcomes.

Instructional groups partially
support the instructional
outcomes.

Instructional groups are purposefully
designed to meet students’ heeds
and are based on instructional
outcomes.

Instructional groups are purposefully
designed to meet students’ needs
and are based on instructional
outcomes. Groups promote
effective student interaction and
offer student choice.
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DRAFT SY 2012-2013

Lesson & Unit Structure

The lesson/unit is logically designed to
allow students sufficient time fo achieve
the learning outcomes

PC,A

The lesson or unit has no
clearly defined structure, or the
structure is chaotic. Activities
do not follow an organized
progression, and time
allocations are unrealistic.

The lesson or unit has a
recognizable structure, although
the structure is not uniformly
maintained throughout.
Progression of activities is
uneven; most time allocations are
reasonable.

The lesson or unit has a clearly
defined, logical structure around
which activities are organized, and
which anticipates student difficulties
or confusion. Progression of
activities is even, with reasonable
time allocations.

The lesson or unit structure is clear
and logical, allowing for different
pathways according to diverse
student needs, anticipating student
misconceptions, and the needs of
21t Century learners. The
progression of activities is highly
coherent with appropriate time
allocations.
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DRAFT SY 2012-2013

Standard 1: Planning and Preparation
Component 1e: Designing Student Assessment
Elements: Aligns with Instructional Outcomes, Criteria and Standards, Design of Formative Assessments, Analysis & Use of Assessment Data for Planning

Teachers plan and design lessons that reflect an understanding of their disciplines, including an understanding of instructional standards, concepts, and principles. Teachers value each discipline and the
relationships between disciplines and design on-going formative assessments that measure student progress. Teachers use multiple measures to demonstrate student growth over time. Teachers should
engage in collaborate design and analysis of assessments to strengthen assessment systems and to ensure equitable assessments for students.

Element

Ineffective

Developing

Effective

Highly Effective

Aligns with Instructional
Outcomes

Assessments are purposefully and
tightly aligned to the leaming
outcomes

PC,A

Formal and informal
assessments are not aligned
with instructional outcomes.

Some of the instructional outcomes
are aligned with the formal and
informal assessments, but many are
not.

All the instructional outcomes are
aligned with purposefully selected
formal and informal assessments;
assessment methodologies may
have been adapted for groups of
students.

All formal and informal assessments
are purposefully selected and tightly
aligned with the instructional
outcomes, in both content and
process. Assessment methodologies
may have been adapted for individual
students.

Criteria and Standards

Criteria for the assessments are
clear and reflect the standards and
outcomes being taught

PC,A

The proposed assessment
approach contains no criteria or
standards.

Assessment criteria and standards
have been developed, but they are
not clear.

Assessment criteria and standards
are clear to students.

Assessment criteria and standards
are clear; there is evidence that the
students contributed to their
development.

Design of Formative
Assessments

Formative assessments are
purposefully designed fo determine

Teacher has no plan to
incorporate formative
assessment in the lesson or unit.

Formative assessments are
designed to highlight student
strengths and gaps related to some
content, skills or standards.

Formative assessments are
purposefully designed to determine
student strengths and gaps in
content knowledge, skills, and/or

Formative assessments are
purposefully designed to determine
student strengths and gaps in content
knowledge, skills and mastery of

student strengths and gaps in mastery of standards. standards, and includes student as
content knowleage. well as teacher use of the

PC, A assessment information.

Analysis & Use of Teacher rarely and/or Teacher inconsistently uses multiple | Teacher consistently uses multiple | Teacher consistently uses multiple

Assessment Data for
Planning

Teacher uses assessment data to
determine next steps in instruction.

PC,A

ineffectively uses multiple
measures of student growth
including formative and
summative data that may include
student work, to demonstrate
student learning.

Teacher does not analyze or use
assessment data to designing
future instruction.

measures of student growth
including both formative and
summative data that includes
student work to demonstrate student
learning. Teacher analyzes and
uses some assessment data to plan
for future instruction for the class as
a whole.

measures of student growth
including both formative and
summative data that includes
student work to demonstrate student
learning. Teacher analyzes and
uses assessment data to plan future
instruction for groups of students,
including re-teaching and re-
assessment if necessary.

measures of student growth including
both formative and summative data
including student work to
demonstrate a high level of student
learning. Teacher disaggregates and
analyzes assessment data and uses
information to plan future instruction
for individual students, including re-
teaching and re-assessment if
necessary.
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DRAFT SY 2012-2013

Standard 2: The Classroom Environment

Component 2a: Creating an Environment of Respect and Rapport
Elements: Teacher Interaction with Students; Student Interactions with One Another; Classroom Climate

Teaching depends, fundamentally, on the quality of relationships among individuals. When teachers strive to engage students in a discussion or an activity, their interactions with them speak volumes
about the extent to which they value students as people. [FFT p. 64]

Element

Ineffective

Developing

Effective

Highly Effective

Teacher Interaction with
Students

Teacher interacts with students in a way
that projects respect and creales a safe
and supportive learning environment

CO, SF

Teacher interaction with at least
some students is negative,
demeaning, sarcastic, or
inappropriate to the age or culture
of the students. Students exhibit
disrespect for the teacher.

Teacher-student interactions are
generally appropriate but may
reflect occasional
inconsistencies, favoritism, or
disregard for students’ cultures.
Students exhibit only minimal
respect for the teacher.

Teacher-student interactions are
friendly and demonstrate caring
and respect for the class as a
whole. Such interactions are
appropriate to the age and cultures
of the students. Students exhibit
respect for the teacher.

Teacher’s interactions with students
reflect respect, caring, and cultural
understanding, for individuals as
well as groups of students. Students
appear to trust the teacher with
sensitive information and have a
mutual respect and open dialogue in
a variety of contexts.

Student Interactions with
One Another

Students interact with one another in a
respectful, polite manner that promotes a
positive learning environment for all
students

CO, SF

Student interactions are
characterized by conflict,
sarcasm, or put-downs.

Student interactions are usually
appropriate but may reflect
occasional displays of disrespect
from a few students.

Student interactions are
consistently polite and respectful.

Students demonstrate caring for
one another and monitor one
another's treatment of peers,
correcting classmates respectfully
when needed, and assume and
demonstrate personal responsibility.

Classroom Climate

The classroom environment is safe and
supportive; risk-taking is encouraged,
students freely contribute their ideas, and
student mistakes are treated as learning
opportunities, never with ridicule.

CO, SF

Students do not freely share their
ideas or opinions. Student
mistakes are ridiculed by the
teacher or other students.

Some students freely share their
ideas or opinions. Risk-taking
and mistakes receive
unpredictable responses from
the teacher or other students.

Most students freely share their
ideas or opinions and take risks in
learning. Student mistakes are
treated as learning opportunities by
the teacher.

All students freely share their ideas
and take risks in learning. Student
and teacher mistakes are treated as
learning opportunities, by the
teacher and all students.
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Attachments Part A: Project Narrative Attachments

Standard 2: The Classroom Environment
Component 2h: Establishing a Culture for Learning
Elements: Importance of the Content, Expectations for Learning & Achievement, Student Ownership in their work, Physical Environment

DRAFT SY 2012-2013

A “culture for learning” refers to the atmosphere in the classroom that reflects the importance of the work undertaken by both students and teacher. It describes the norms that govern
the interactions among individuals about the activities and assignments, the look of the classroom, and the general “tone” of the class. A culture for learning implies high expectations for
all students, ensuring that classrooms are cognitively busy places. Both students and teacher see the content as important, and students take obvious pride in their work and are eager

to share with others. [FFT p. 67]

Element

Ineffective

Developing

Effective

Highly Effective

Importance of the Content

Teacher links content to students’lives,
essential questions, or long-term goals.

CO, SF

Teacher conveys a hegative
attitude toward the content,
suggesting that it is not
important or has been
mandated by others. Teacher
makes no attempt to link
content to students’ lives or
essential questions.

Teacher communicates
importance of the work but
with little conviction or with
minimal links to real-world
application. Only some
students value the importance
of the content.

Teacher conveys enthusiasm
for the content, and students
value the importance of the
content. Teacher links content
to students’ lives, essential
questions, or long-term goals.

Students demonstrate through their
active participation, curiosity, and
taking initiative that they value the
content’s importance. Teacher and
students link content to real-world
applications, essential questions,
and long-range goals. Teacher
and students make content
culturally relevant and applicable to
students’ lives.

Expectations for Learning &
Achievement

The culture of the classroom reflects clear
and high expectations about what is expected
of students in order for them to learn and
achieve.

CO, SF

The classroom environment
conveys a culture of low
expectations. Instructional
outcomes, activities,
assignments, and classroom
interactions lack challenge and
support. Overall learning
expectations are not made
clear to students, or are not
linked to standards.

The classroom environment
conveys a culture of modest
expectations. Instructional
outcomes, activities,
assignments, and classroom
interactions lack appropriate
challenge and support.
Teacher demonstrates uneven
expectations regarding which
students can learn and
achieve. Overall learning
expectations are either unclear
to students or inconsistently
related to standards.

The classroom environment
conveys a culture of high
expectations. Instructional
outcomes, activities,
assignments, and classroom
interactions convey high
expectations for all students.
Teacher demonstrates clear
and high expectations about
what is expected of students in
order for them to learn and
achieve, including effort.
Overall learning expectations
are clear to all students and
consistently related to
standards.

The classroom environment
conveys a culture of high
expectations. Instructional
outcomes, activities, assignments,
and classroom interactions convey
high expectations for all students.
Students appear to have
internalized these expectations.
Students set their own goals and
monitor their own progress toward
achieving mastery of standards.
There is a celebration of growth
and achieving personal bests for
students and the teacher. . Overall
learning expectations are clear to
all students and consistently
related to standards.
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Student Ownership of Their
Work

Students demonstrate ownership of their
work and share their learning with others

CO, SF

Students demonstrate little or
no ownership of their work.
They seem to be motivated by
the desire to complete a task
rather than to do high quality
work.

Students minimally accept the
responsibility to do good work
but invest little of their energy
into its quality.

Students accept responsibility
for doing high quality work and
demonstrate ownership of the
assigned work.

Students demonstrate attention to
detail and take obvious ownership
of their work, initiating
improvements in it by, for example,
revising drafts on their own or
helping peers.

Physical Environment

The classroom is designed to ensure safely
and all students’ access to leaming.
Classroom furniture and technology are
arranged and utilized to facilitate high-level
learning and interaction for all students.

0]

The classroom is unsafe, or
learning opportunities are
inaccessible for some
students. The physical
environment impedes student
learning, or teacher makes
little or no use of available
physical resources to support
student learning or interaction.

The classroom is safe and
essential learning is
accessible. The teacher
occasionally uses the physical
environment, but with limited
effect on student learning or
interaction.

The classroom is safe and
accessible. The teacher uses
the physical environment to
support student learning and
interaction.

The classroom is safe and
accessible. Both teacher and
students use the physical
environment easily and skillfully to
advance student learning and
encourage student collaboration.
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Standard 2: The Classroom Environment

Component 2¢: Managing Classroom Procedures
Elements: Management of Routines, Procedures, & Transitions, Management of Materials & Supplies, Performance of Non-Instructional Duties, Management of Parent

Leaders, other Volunteers & Paraprofessionals

Attachments Part A: Project Narrative Attachments

DRAFT SY 2012-2013

A smoothly functioning classroom is a prerequisite to good instruction. Teachers must develop procedures for the smooth operation of the classroom and the efficient use of time. One
of the marks of effective teachers is that they can take the time required to establish routines and procedures at the outset of the school year. It is also important for teachers to

manage transitions efficiently. Effective teachers make efficient use of time when managing non-instructional tasks such as taking attendance, collecting or checking homework, writing
passes, etc., and are familiar with and successfully execute school emergency procedures.

Element

Ineffective

Developing

Effective

Highly Effective

Management of Routines,
Procedures, & Transitions

Routines, procedures, and transitions
are managed in such a way that there is
liftle to no loss of instructional time.

CO, SF

Transitions are chaotic, with
much time being lost between
activities or lesson segments.
Students do not appear to know
what is expected for specific
routines or transitions.

Only some transitions are
efficient, resulting in some loss
of instructional time. Students
require specific direction and
oversight from the teacher in
order to execute routines and
transitions.

Transitions occur smoothly, with
little loss of instructional time.
Students use efficient,
previously learned routines with
minimal direction from the
teacher.

Transitions are seamless, with
students assuming responsibility in
ensuring their efficient operation.
Students initiate and efficiently use
routines and procedures appropriate
to the task, transition, or grouping
structure. Instructional time is
maximized.

Management of Materials &
Supplies

Materials and supplies are
distributed/available to students in a way
that does not interrupt instructional time

Materials and supplies are
handled inefficiently or have not
been prepared in advance,
resulting in significant loss of
instructional time.

Some materials are prepared in
advance, but there is some loss
of instructional time while the
teacher accesses or gathers
materials or supplies. Routines

Materials are prepared and
gathered in advance of the
lesson. Routines for handling
materials and supplies occur
smoothly, with little loss of
instructional time. Students

Materials are prepared and gathered
in advance of the lesson. Routines for
effectively using a variety of
tools/media and handling materials
and supplies are seamless, with

co for handling materials and students assuming some responsibility
supplies function moderately assume responsibility when for smooth operation.
well, but with some loss of directed by the teacher.
instructional time.
Performance of Non- Considerable instructional time | Systems for performing non- Efficient systems for performing | Systems for performing non-
Instructional Duties is lost in performing non- instructional duties are only non-instructional duties are in instructional duties are well

Any non-instructional duties are
performed while students are engaged in
productive work

CO

instructional duties.

fairly efficient, resulting in some
loss of instructional time.

place, resulting in minimal loss
of instructional time.

established, with students assuming
considerable responsibility for efficient
operation.
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DRAFT SY 2012-2013

Management of Parent
Leaders, other Volunteers
& Paraprofessionals

Volunteers and/or paraprofessionals
have clear roles that promote student
learning

CO

Parent leaders, volunteers
and/or paraprofessionals have
few clearly defined duties and
are idle most of the time.

Parent leaders, volunteers
and/or paraprofessionals are
productively engaged during
portions of class time but
require frequent direction from
teacher

Teacher provides parent
leaders, volunteers and/or
paraprofessionals with clear
direction regarding tasks and
that they are productively and
independently engaged during
the entire class.

Teacher provides parent leaders,
volunteers and/or paraprofessionals
with clear direction regarding tasks in
advance of the class; they are
productively and independently
engaged during the entire class, and
make a substantive contribution to the
classroom environment.
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Attachments Part A: Project Narrative Attachments

Standard 2: The Classroom Environment
Component 2d: Managing Student Behavior
Elements: Expectations for Behavior, Monitoring and Responding to Student Behavior, Response to Student Behavior

DRAFT SY 2012-2013

Akey to efficient and respectful management of student behavior lies in agreed upon standards of conduct and clear consequences for overstepping boundaries. Effective teachers
successfully enlist students in both setting and maintaining standards of conduct. Active participation in setting the rules of the classroom contributes to students’ feelings of safety in
class. In a well-managed classroom, students themselves will be able to explain and uphold the agreed-upon standards of conduct. [FFT. pp. 71-73]

Element

Ineffective

Developing

Effective

Highly Effective

Expectations for Behavior

Expectations for behavior are clear to all
students and parents

No standards of conduct
appear to have been
established, or students are
confused as to what the

Standards of conduct appear
to have been established, and
most students seem to
understand them. Teacher

Standards of conduct are clear
to all students and parents.
Teacher always models
expectations.

Standards of conduct are clear to
all students and parents, and
appear to have been developed
with student participation. Teacher

CO, SF standards are. Teacher does | usually models expectations. and students always model
not model expectations. expectations.
Monitoring and Responding | Teacher does not monitor Teacher is generally aware of | Teacher recognizes and Monitoring by teacher is subtle and

to Student Behavior

The teacher monitors and responds fo
behaviors in a way that promotes student
dignity and does not disrupt the learning

0]

student behavior. Appropriate
behaviors are not
acknowledged. Teacher does
not respond to misbehavior, or
the response is inconsistent,
overly repressive, or does not
respect the student’s dignity.

student behavior and
occasionally acknowledges
appropriate behaviors.
Teacher attempts to respond
to student misbehavior but
with uneven results.

appropriately reinforces
positive behavior and has a
clear and consistent system
for addressing negative
behavior or rule-breaking.
Teacher response to
misbehavior is appropriate and
successful and respects the
student’s dignity, or student
behavior is generally
appropriate.

preventive. Students monitor their
own and their peers’ behavior,
correcting one another respectfully.
Teacher and students regularly
acknowledge appropriate
behaviors. Teacher seeks to
understand underlying reasons for
negative behavior. Teacher
response to misbehavior is
sensitive to students’ individual
needs, or student behavior is
entirely appropriate.
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Attachments Part A: Project Narrative Attachments

Standard 3: Delivery of Instruction

Component 3a: Communicating With Students
Elements: Communicating the Purpose of the Lesson, Directions & Procedures, Delivery of Content, Use of Academic Language

DRAFT SY 2012-2013

The presentation of a lesson impacts its outcome. In order to successfully engage students in the lesson, teachers need to clearly frame the purpose of the lesson including presenting
the context. Teachers must communicate reasonable and appropriate expectations for learning, provide directions and describe procedures with clarity, model and expect the use of

academic language, and use multiple strategies to explain content to meet diverse student learning needs.

Element Ineffective Developing Effective Highly Effective
Communicating the Teacher's explanation of the Teacher's explanation of the Teacher's explanation of the Teacher's purpose of the lesson
Purpose of the Lesson instructional purpose is instructional purpose is instructional purpose is clear or unit is clear to students,

The leaming expectations are communicated
clearly to all students

CO, SF

unclear to students. Students
are unable to communicate
the leaming expectations.

uneven. Some students are
able to communicate the
activities related to learning
expectations but are unclear
about the purpose of the
learning.

to students, including where it
is connects to broader
learning. Most students are
able to communicate learning
expectations and their purpose
to peers.

including where it connects to
broader authentic learning, linking
that purpose to student interests.
All students are able to
communicate learning
expectations and their purpose to
peers and others.

Directions & Procedures

All directions and procedures are cleatly
communicated to students

CO, SF

Teacher directions and
procedures are confusing to
students. Teacher does not
adapt directions appropriately
to meet the needs of all
students.

The clarity of teacher
directions and procedures is
inconsistent. Teacher clarifies
directions when prompted by
student questions or
confusion. Teacher sometimes
adapts directions to meet the
needs of all students.

Teacher directions and
procedures are clear to
students. Teacher checks for
student understanding of
directions and attends to
possible student
misunderstandings. Most
students can articulate,
paraphrase, and/or
demonstrate directions.
Teacher adapts directions to
meet the needs of all students
and utilizes realia and visuals
as needed.

Teacher directions and
procedures are clear, complete,
and anticipate possible student
misunderstanding or
misconceptions. Teacher has
multiple ways to check for student
understanding of directions.
Students can articulate,
paraphrase, and/or demonstrate
directions. Teacher and students
adapt directions to meet the
needs of all students, by utilizing
realia, visuals, technology, and
peer support as needed.
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Delivery of Content

The content is delivered in ways that can be
understood by all students

CO, SF

Teacher's delivery of the
content is unclear, inaccurate,
or confusing, or uses
inappropriate language.
Teacher does not adapt
content explanations to
meet the needs of all
students.

Teacher's delivery of the
content is uneven: some is
done skillfully; other portions
are difficult to follow at times.
Few connections are made to
21st Century skills. Teacher
sometimes adapts content
explanations to meet the
needs of all students.

Teacher's delivery of content
is clear, accurate, appropriate,
and connects with students’
prior knowledge, experience
and 21st Century skills.
Teacher attempts a gradual
transition from teacher-
directed to student-directed
learning. Teacher adapts

Teacher’s delivery of content is
clear, accurate, innovative, and
connects with students’ prior
knowledge, experience and 21st
Century skills. Students contribute
to explaining concepts to their
peers. Teacher uses a variety
of strategies to adapt content
explanations to meet the

content explanations to needs of all students.
meet the needs of all
students.
Use of Academic Language Teacher and students rarely | Teacher and students Teacher models and Teacher models and students

Academic language is used to communicate
and deepen understanding of the content

CO, SF

use academic language.

occasionally use academic
language.

instructs on correct use of
academic language and
provides structured
opportunities for students to
incorporate academic
language in speaking
and/or writing.

correctly use academic
language in speaking and
writing without prompting.
Teacher and students
acknowledge student use of
academic language and clarify
subtle differences in meaning.
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Standard 3: Delivery of Instruction

Component 3b: Using Questioning and Discussion Techniques
Elements: Quality & Purpose of Questions, Discussion Techniques &Student Participation

DRAFT SY 2012-2013

Effective teachers design questions that provide cognitive challenge and engineer discussions among students to ensure all students participate. The highly effective teacher designs
instruction that provides opportunities for students to develop their own cognitively challenging questions and to engage in various types of student-to-student discussions.

Element Ineffective Developing Effective Highly Effective
Quality & Purpose of Teacher's questions do not Teacher's questions are a Teacher’s questions require Teacher’s questions require
Questions invite a thoughtful response or | combination of both high and rigorous student rigorous student thinking and

Questions are designed to challenge
students and elicit high-level thinking

0]

are not relevant. Questions do
not reveal student
understanding about the
content/concept or text under
discussion, or are not
comprehensible to most
students.

low quality, or delivered in rapid
succession. Only some
questions invite a thoughtful
response that reveals student
understanding about the
content/concept or text under
discussion. Teacher
differentiates questions to make
them comprehensible for some
students.

thinking. Most questions invite
and reveal student
understanding about the
content/concept or text under
discussion. Teacher
differentiates questions to
make learning comprehensible
for sub-groups of students.

invite students to demonstrate
understanding through reasoning.
Students themselves formulate
guestions to advance their
understanding about the
content/concept or text under
discussion. Teacher differentiates
questions to make learning
comprehensible for all students in
the class.

Discussion Techniques &
Student Participation
Techniques are used to ensure that all

students share their thinking around
challenging questions

CO, SF

Teacher makes no attempt to
differentiate discussion.
Interactions between the
teacher and the students are
characterized by the teacher
generating all questions and
most answers. The teacher
and a few students dominate
the discussion.

Teacher makes some attempt to
use differentiated strategies to
engage all students in
discussion with uneven results.
Only some students participate
in the discussion and/or the
discussion is not intellectually
challenging.

Teacher uses intentional,
differentiated strategies to
engage all students in
discussion, attempting gradual
release from teacher directed
to student initiated
conversation. Students are
expected to participate in an
intellectually challenging
discussion.

Teacher uses various,
differentiated strategies to engage
all students in intellectually
challenging student-to-student
interactions Teacher creates
conditions for students to assume
considerable responsibility for the
success of the discussion;
initiating topics and making
thoughtful, unprompted
contributions that demonstrate
innovative thinking.
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Released 6/2012

Attachments Part A: Project Narrative Attachments

Standard 3: Delivery of Instruction

Component 3¢: Structures to Engage Students in Learning
Elements: Standards-Based Projects, Activities & Assignments, Purposeful & Productive Grouping of Students, Use of Available Instructional Materials, Technology, &

Resources, Structure & Pacing

DRAFT SY 2012-2013

Teachers engage students in active construction of understanding by creating intellectual challenges that result in new knowledge and skills. The ownership of learning transfers from
the teacher to the students. Teacher's effective use of activities and assignments, grouping of students, available instructional materials, technologies and resources, and structure and
pacing, all contribute to a classroom where students are deeply engaged in leaming and mastery of grade level content standards.

Element Ineffective Developing Effective Highly Effective
Standards-Based Projects, activities and Some aspects of projects, Most instructional projects, Instructional projects, activities
Projects, Activities & assignments lack rigor or activities and assignments lack | activities and assignments are | and assignments are cognitively
Assignments appropriateness. Few or no rigor or appropriateness for all rigorous, culturally relevant, engaging and culturally relevant

Learning activities cognitively engage
students in the lesson

CO, SF

students are cognitively
engaged.

students, but some students are
cognitively engaged. There is
some differentiation to meet
diverse student learning needs.

and appropriate for most
students. Most students are
cognitively engaged. There is
differentiation to meet most
diverse student learning
heeds.

for all students. Students’ initiate
or adapt activities and projects to
enhance their understanding.
There is differentiation to meet all
student learning needs.

Purposeful & Productive
Instructional Groups

Students are grouped in order to
promote productive, coghitive
engagement in the lesson

CO, SF

Instructional groups do not
support student learning
towards the instructional
outcomes of the lesson.
Students who are not working
with the teacher are not
productively engaged in
learning.

Instructional groups allow some
students to support each other
as they advance towards the
instructional outcomes of the
lesson. Group tasks or products
are not differentiated when
needed. Students in only some
groups are productively
engaged in learning when
unsupervised by the teacher.

Instructional groups support
most students in achieving the
instructional outcomes of the
lesson; groups are purposeful,
productive and appropriate for
student needs and assignment
requirements. Group
structures, tasks or products
may be differentiated
according to the needs of
groups of students.

Instructional groups are
purposefully organized to support
all students’ in achieving the
instructional outcomes of the
lesson. Students assist one
another in achieving the
outcomes of the lesson. Groups
are purposeful, flexible,
productive and appropriate for
student needs and assignment
requirements. Group structures,
tasks, products and processes
may be differentiated according to
language and learning needs of
students.
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Released 6/2012 DRAFT SY 2012-2013
Use of Available Instructional materials, The use of available The use of available The use of available instructional
Instructional Materials, technology, and resources are | instructional materials, instructional materials, materials, technology and
Technology & Resources | inappropriate for the technology, and resources is technology, and resources is | resources provides multiple

The materials and resources for the
lesson promote cognitive engagement
of all students

instructional outcome,
incorrectly used or do not
cognitively engage students.

partially appropriate to meet the
instructional outcome, meet
student needs or cognitively

appropriate to meet the
instructional outcome, meet
student needs, and to

strategies to meet the
instructional outcome,
differentiating for student needs

co engage some students. cognitively engage students. and to cognitively engage
The teacher provides some students. Students initiate the
choice in using or creating choice, use, or creation of
materials to enhance their materials to enhance their
learning. learning.

Structure & Pacing The project or lesson has no The project or lesson has a The project or lesson has a The projects or lesson’s structure

The lesson is logically structured and
allows students the time needed to
learn cognitively challenging work.

CO, SF

clearly defined structure, or the
pace of the instruction is too
slow, rushed, or both.

recognizable structure, although
it is not uniformly maintained
throughout the activities. Pacing
of the instruction meets the
needs of some students.

clearly defined structure
around which the activities are
organized. Pacing of the
instruction is intentional,
generally appropriate and
meets the needs of most
students.

is highly coherent, allowing for on-
going student reflection and
closure. Pacing of the instruction
is intentional, varied, and
appropriate for each student.
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Released 6/2012

Standard 3: Delivery of Instruction
Component 3d: Using Assessment in Instruction to Advance Student Learning
Elements: Assessment criteria, Monitoring of Student learning, Feedback to Students, Student Self-Assessment and Monitoring of Progress

Attachments Part A: Project Narrative Attachments

DRAFT SY 2012-2013

Assessment is an integral part of the instructional process. The design of instruction must account for a range of assessment strategies: formative and summative, formal and informal,
including goals and benchmarks that both teachers and students set and use. High quality assessment practice makes students and families fully aware of criteria and performance

standards, informs teachers’ instructional decisions, and leverages both teacher and student feedback. Further, these practices also incorporate student self-assessment and reflection
and teacher analysis to advance learning and inform instruction during a lesson or series of lessons.

Element

Ineffective

Developing

Effective

Highly Effective

Assessment Criteria

Students know and understand the
criteria by which their leaming will
be assessed

Teacher does not
communicate to students
the criteria and performance
standards by which their

Teacher communicates to
students the criteria and
performance standards by
which their work will be

Teacher ensures that students
are fully aware of and can
articulate the criteria and
performance standards by which

Teacher ensures that students are fully
aware of and can accurately articulate
the criteria and performance standards
by which their work will be evaluated and

CO, SF work will be evaluated. evaluated but the their work will be evaluated. have contributed to the development of
Teacher does not make assessment criteria are only | Teacher makes assessment the criteria. Teacher and students make
assessment criteria comprehensible to some criteria comprehensible to all assessment criteria comprehensible to
comprehensible to students | students. students. all students.

Monitoring of Student | Teacher does not monitor Teacher monitors student Teacher monitors the progress of | Teacher monitors the progress of

Learning student learning. learning unevenly. Classis | students, making use of individual students and uses a variety of

Teachers closely monitors student
work and responses in order to
understand how students are
progressing towards the leaming
objectives

assessed as a whole;
formative assessments are
used infrequently and/or do
not inform instruction.
Teacher occasionally

formative, diagnostic, benchmark
assessment data to guide
instruction and adjust
accordingly for subsets of
students during lessons or units

formative, diagnostic and benchmark
assessment data to adjust and
differentiate instruction to meet individual
needs during lessons and units of
instruction. Teacher and students

CO, SF confers with students about | of instruction. Teacher regularly | systematically and frequently confer.
their learning. confers with students about their
learning.
Feedback to Students | Teacher's feedback to Teacher's feedback to Teacher's feedback to students Teacher’s feedback to students is timely,

Students receive instructive and
timely feedback that will move
their leaming forward

CO, SF

students is limited,
infrequent, and/for
inaccurate. Feedback is not
aligned to the instructional
outcome.

students is not consistently
timely, frequent, and/or
accurate. Feedback may not
be aligned with instructional
outcome.

is timely, frequent, relevant,
accurate, and tied to the
instructional outcome. Specific
feedback allows students to
revise and improve their work.
Students provide feedback to
their peers when directed by the
teacher.

frequent, specific, relevant, accurate,
and tied to the instructional outcome.
Students make use of the feedback to
revise and improve their work. Students
work collaboratively with peers to provide
actionable feedback.
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Released 6/2012 DRAFT SY 2012-2013

Student Self- Teacher does not provide Teacher provides Teacher provides students with | Teacher provides students with frequent
Assessment & students opportunities to inconsistent or limited frequent opportunities to self- opportunities to reflect on their learning,
Monitoring of Progress | engage in self-assessment | opportunities for students to | assess and monitor their self-assess and monitor their progress

N or monitoring of progress self-assess or monitor their | progress and the results of their | and the results of their own work against
Students have opportunities to . - . o
assess their own work against the | @dainst assessment criteria | progress and the results of | own work against the the assessment criteria and performance
established criteria and monitor or performance standards. their work against the assessment criteria and standards. Students independently set
their own progress fowards assessment criteria and performance standards. Teacher | and modify learning goals and identify
achieving the expected learning ) \ L .
outcomes. performance standards. directs students to set learning methods for achieving their goals based
goals. on their self-assessment.

co
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Released 6/2012

Effective practitioners demonstrate flexibility and responsiveness in their classroom. They capitalize on opportunities for student learning by making adjustments to lessons based on

Attachments Part A: Project Narrative Attachments

Standard 3: Delivery of Instruction

Component 3e: Demonstrating Flexibility and Responsiveness
Elements: Responds & Adjusts to Meet Student Needs, Persistence

DRAFT SY 2012-2013

assessment of student learning needs, building on students’ interests, and employing multiple strategies and resources to meet diverse learning needs.

Element Ineffective Developing Effective Highly Effective
Responds & Adjusts to Teacher does not acknowledge Teacher attempts to address | Teacher successfully Teacher skillfully and
Meet Student Needs students’ questions or interests students’ questions or addresses students’ questions, | comfortably adjusts the lesson

The teacher adjusts the lesson or
project in response to the learning

and/or adheres rigidly to an
instructional plan even when a

interests, or to adjust the
lesson, although the pacing of

interests or learing styles,
while maintaining the learning

to address students’
guestions, interests and

needs of the students change is clearly needed. the lesson is disrupted. objective of the lesson or learning styles while still
co Teacher does not adjust the adjusts the lesson to enhance | maintaining the learning
instruction to meet multiple student learning. objective. Teacher takes
learning styles. advantage of spontaneous
events or teachable moments
to adjust instruction in order to
enhance learning.
Persistence Teacher gives up or places blame | Teacher accepts responsibility | Teacher persists in seeking Teacher persists in seeking

The teacher does not give up on
students who may be having difficulty
meeting the established leaming
outcomes

CO, SF

on other factors when students
are having difficulty learning.

for all students’ learning and
attempts to solve student-
learning problems but
strategies are limited or
ineffective.

approaches for student-
learning problems, drawing on
a broad repertoire of research-
based strategies. Teacher
models persistence in
achieving learning outcomes.

effective approaches for
student-learning problems,
using an extensive repertoire
of research-based strategies
and soliciting additional
resources from others.
Students show persistence in
achieving learning outcomes.
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Attachments Part A: Project Narrative Attachments

Standard 4: Additional Professional Responsibilities
Component 4a: Maintaining Accurate Records
Elements: Tracks Progress Towards Identified Learning Outcomes, Tracks Completion of Student Assignments in Support of Student Learning, Manages Non-Instructional
Records, Submits Records on Time

DRAFT SY 2012-2013

Maintaining accurate records inform interactions with parents, students, and administrators, inform practice and make teachers more responsive to individual student needs by tracking
student growth over time. Effective maintenance of instructional records would include student assignments, skill lists, records of competencies, grades, portfolios etc. Non-instructional
records would include attendance taking, field trip permission slips, picture money, supply orders, book orders, lunch records, discipline referrals etc. Teachers should use available

technology for record keeping. Efficiency of operation in record keeping is a key to success. Well-designed and implemented systems require very little ongoing maintenance. FFT pp. 94-6

Element

Ineffective

Developing

Effective

Highly Effective

Tracks Progress Towards
Identified Learning
Outcomes

Teacher assesses how students are
progressing toward the identified learning
oufcomes

PC,A

Teacher has no system for
maintaining information on
student progress in learning, or
the system is in disarray.
Student growth over time
cannot be tracked.

Teacher's system for
maintaining information on
student progress in learning is
rudimentary and only partially
effective. Student growth over
time is inconsistently or
randomly tracked.

Teacher system for maintaining
information on student progress is
well organized and tracks student
progress towards learning
outcomes. System allows for
tracking student growth over time
and communication with parents.

Teacher system for maintaining

information on student progress is
well organized, efficient, and tracks
student progress towards learning

outcomes. System allows for

tracking individual student growth
over time and communication with

parents. Students contribute
information and interpretation of
the records.

Tracks Completion of
Student Assignments in
Support of Student Learning

Teacher keeps track of student
assignments in support of student learning

PC,A

Teacher's system for
maintaining information on
student progress/completion of
assignments is disorganized
and/or in disarray.

Teacher's system for
maintaining information on
student progress/completion of
assignments is rudimentary
and only partially organized.

Teacher's system for maintaining
information on student
progress/completion of
assignments is organized.
Teacher includes methods for
communicating information to
parents.

Teacher's system for maintaining
information on student
progress/completion of
assignments is highly organized

and efficient. Students participate

in maintaining the records and in
communicating with parents.

Manages Non-instructional
Records

Teacher accurately manages records
such as health records, book inventories,
field trip permission slips, lunch counts,
efc.

PC,A

Teacher's records for non-
instructional activities are in
disarray, resulting in errors and
confusion.

Teacher’s records for non-
instructional activities are
adequate, but require frequent
monitoring to avoid efrors.

Teacher maintains an organized
system for managing information
on non-instructional activities.

Teacher maintains a highly
organized system for managing
information on non-instructional

activities, and students contribute

to its management.
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Released 6/2012 DRAFT SY 2012-2013
Submits Records on Time Teacher's submission of Teacher's submission of Teacher's submission of Teacher's submission of
_ N documents is late, incomplete, | documents is usually on time documents is always accurate, documents is always accurate,
Teacher submits records within the \ \ \ \
expected imelies or absent. and complete, but reminders timely, and complete. timely, complete, and provides
PC. A may be necessary. contextual details when
' appropriate.
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Released 6/2012

Standard 4: Additional Professional Responsibilities
Component 4b: Communicating with Families
Elements: Information About the Instructional Program, Information about Individual Students, Engagement of Families in the Instructional Program

DRAFT SY 2012-2013

Parents/guardians care deeply about the progress of their child and appreciate meaningful communication regarding their child’s progress and achievement. Communication should
include personal contact that will establish positive and on-going two-way communications.

Attachments Part A: Project Narrative Attachments

Element Ineffective Developing Effective Highly Effective
Information About the Teacher provides little or no Teacher provides required Teacher provides required and Teacher provides required and on-
Instructional Program information about the information, but offers little additional information on a going additional information to families

Teacher informs families about the
instructional program in order to be clear
about the learing expectations

PC, A, SF

instructional program to
families. Teacher does not
utilize available district
technology or any other
communication means to

additional information. Teacher
minimally uses available district
technology or other
communication means to
enhance parent-teacher

regular basis to families about the
instructional program. Teacher
uses available district technology
and other communication means
to enhance parent-teacher

about the instructional program.
Students participate in preparing
materials for their families. Both
teacher and students use available
district technology to promote two-way

enhance parent teacher communication. communication. parent-teacher communication.
communication.
Information About Teacher provides minimal Teacher adheres to the Teacher successfully Teacher successfully communicates
Individual Students information to parents about school's required procedures communicates with parents about | with parents about students’ progress
The teacher is able to respond to individual students, or the for communicating with students’ progress on a regular on a regular basis, beyond report

families about the progress of their own
child(ren)

PC, A, SF

communication is
inappropriate to the cultures of
the families. Minimal response
to parent concerns is handled
with no professional and
cultural sensitivity.

families. Responses to parent
concerns are minimal, or may
reflect occasional insensitivity
to cultural norms. Some
response to parent concerns is
handled with little professional
and cultural sensitivity.

basis, beyond report cards and
parent conference nights,
respecting cultural norms and
language differences. Teacher is
available as needed to respond to
parent concerns. Available
technology is used to
communicate pre and post
assessment notification and
performance. Teachers
communicate available
interventions.

cards and parent conference nights,
respecting cultural norms and
language differences. Response to
parent concerns is handled
expeditiously and with great
professional and cultural sensitivity.
Available technology is used to
communicate pre and post
assessment notification, as well as
other academic and behavior
information. Teachers communicate
available interventions. Students
contribute to the design and
implementation of the system.
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Attachments Part A: Project Narrative Attachments

DRAFT SY 2012-2013

Engagement of Families in
the Instructional Program
The teacher communicates with families

to create a partnership around student
learning

PC, A, SF

Teacher does not value the
role parents play in the

achievement of their students.

Teacher makes no attempt to
engage families in the
instructional program, or such
efforts are inappropriate.

Teacher values the role parents
play in the achievement of their
students, but attempts to
engage families in the
instructional program is
inconsistent.

Teacher values the role parents
play in the achievement of their
students. Teacher successfully
engages families in the
instructional program through
technology and/or assignments
that involve parent input and
home school contacts.

Teacher values the role parents play in
the achievement of their students.
Teacher frequently and successfully
engages families in the instructional
program. Students and parents
contribute ideas that encourage family
participation.
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Attachments Part A: Project Narrative Attachments

Standard 4: Additional Professional Responsibilities
Component 4c: Demonstrating Professionalism
Elements: Ethical Conduct & Compliance with School, District, State, & Federal Regulations, Advocacy/Intervention for Students, Decision-Making

DRAFT SY 2012-2013

Teaching professionals display the highest standards of integrity and ethical conduct; they are intellectually honest and conduct themselves in ways consistent with a comprehensive
moral code. Educators recognize that the purpose of schools is to educate students and embrace a responsibility to ensure that every student will learn. Teachers are keenly alert to
and advocate for the needs of their students. Educators demonstrate a commitment to professional standards, problem solving and decision-making. Professional educators comply

with school, district, state and federal regulations and procedures.

Element

Ineffective

Developing

Effective

Highly Effective

Ethical Conduct &
Compliance with School,
District, State, & Federal
Regulations

The teacher exhibits integrity and ethical
conduct in all interactions with the school
and community and complies with all rules
and regulations of the profession

PC,A

Teacher displays dishonesty in
interactions with colleagues,
students, parents, the school
community, and the public or
teacher does not comply with
school and district regulations.

Teacher is honest in
interactions with colleagues,
students, parents, the school
community, and the public.
Teacher partially complies with
school and district regulations
or is inconsistent in modeling a
professional demeanor.

Teacher displays high standards of

honesty, integrity, discretion, and
confidentiality in interactions with
colleagues, students, parents, the
school community, and the public.
Teacher supports and fully
complies with school and district
regulations and models
professional demeanor.

Teacher displays high standards of
honesty, integrity, discretion, and
confidentiality, and takes a leadership
role with colleagues, students, parents,
the school community, and the public.
Teacher supports and fully complies with
school and district regulations, models
professional demeanor, and takes a
leadership role in establishing and
articulating such regulations.

Advocacy/Intervention for
Students

The teacher is aware of students’ needs
and advocates for all students, particularly
those who may be underserved

PC,A

Teacher is not alert to student
needs and contributes to school
practices that result in some
students being ill served by the
school.

Teacher is partially aware of
student needs and attempts to
address practices that result in
some students being ill served
by the school.

Teacher is aware of student needs

and actively works to ensure that
all students receive an opportunity
to succeed.

Teacher is aware of student needs and
is highly proactive in challenging
negative attitudes or practices to ensure
that all students, particularly those
traditionally underserved, are honored in
the school, seeking out resources as
needed.

Decision-Making

The teacher is comfortable making
informed decisions related to the wellbeing
of students and student learning

PC,A

Teacher makes decisions and
recommendations based on self-
serving interests

Teacher's decisions and
recommendations are based on
limited though genuinely
professional considerations.

Teacher maintains an open mind
and collaborates in team or
departmental decision-making.
Teacher’s decisions are based on
thorough, genuinely professional,
considerations.

Teacher takes a leadership role in team
or departmental decision-making and
helps ensure that such decisions are
based on the highest professional
standards.
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Reflecting on teaching is the mark of a true professional. The importance of reflection on practice is governed by the belief that teaching can never be perfect yet it can be continually

Standard 5: Professional Growth

Component 5a: Reflecting on Practice
Elements: Accurate Reflection; Use of Reflection to Inform Future Instruction; Selection of Professional Development Based on Reflection and Data, Implementation of
New Learning from Professional Development

DRAFT SY 2012-2013

improved. With practice and experience in reflection, teachers can become more discering and can evaluate both their successes and errors. Reflective practice enhances both
teaching and learning. Skilled reflection is characterized by accuracy, specificity and ability to use the analysis of their reflection in future teaching as well as the ability to consider
multiple perspectives. Other perspectives may include practices such as videotaping, PAR, journaling, action research, student work, etc.

Element

Ineffective

Developing

Effective

Highly Effective

Accurate Reflection

The teacher can analyze practice and
student work, to determine what went well
and what specific changes would improve
the lesson and student outcomes

PC,A

Teacher does not know
whether a lesson was effective
or achieved its goals, or how
to measure a lesson’s
effectiveness and whether it
achieved its goals, or
profoundly misjudges the
success of a lesson.

Teacher has a general
impression of a lesson’s
effectiveness and uses that
impression to determine the
extent to which instructional
goals were met.

Teacher uses criteria to
assess a lesson’s
effectiveness and the extent to
which it achieved its
instructional goals; the teacher
can cite evidence to support
the judgment.

Teacher uses specific criteria
to assess a lesson’s
effectiveness and the extent to
which it achieved its goals.
The teacher cites specific
examples from the lesson to
support the judgment and
provides rationales for
instructional choices or
possible changes to the
lesson.

Use of Reflection to Inform
Future Instruction

The teacher uses reflection to inform future
lessons

PC,A

Teacher has no suggestions
for what could be improved
another time the lesson is
taught.

Teacher offers global
suggestions for what could be
improved another time the
lesson is taught.

Teacher offers specific
alternative actions to be used
another time the lesson is
taught.

Teacher offers specific
alternative actions to be used
another time the lesson is
taught. The teacher can justify
each instructional option and
can predict the probable
successes of each different
approach.

Selection of Professional
Development Based on
Reflection and Data

The teacher uses reflection and various
forms of data to determine professional
development needs

PC,A

Teacher does not use
information from self and peer
analysis, or data on student
achievement to determine
professional development
needs.

Teacher uses information from
self and peer analysis, or data
on student achievement to
determine professional
development needs.

Teacher uses information from
self and peer analysis, along
with data on student
achievement to determine
professional development
needs.

Teacher continually uses
information from self and peer
analysis, along with data on
student achievement to
determine and prioritize
professional development
needs.

PR/Award # S374A120066
Page 113

Developed by TLS, Inc. Based on the work of Charlotte Danielson. 2007.

Attachments Part A: Project Narrative Attachments

28 A30



Released 6/2012

DRAFT SY 2012-2013

Implementation of New
Learning from Professional
Development

The teacher implements new learning info
the classroom setting and monitors
progress towards deep implementation

PC,A

Teacher engages in no
professional development
activities to enhance
knowledge or skill or does not
implement new learning in the
classroom.

Teacher participates in
professional activities to a
limited extent when they are
convenient. Teacher attempts
to implement new learning
from professional
development, with limited
success.

Teacher seeks out
opportunities for professional
development to enhance
content knowledge and
pedagogical skill. Teacher
implements new learning from
professional development and
tracks the degree to which
student achievement is
positively impacted.

Teacher seeks out
opportunities for professional
development to enhance
content knowledge and
pedagogical skill. Teacher
implements new learning from
professional development and
tracks the degree to which
individual student achievement
is positively impacted. Teacher
works with peers to deepen
implementation.

PR/Award # S374A120066
Page e114

Developed by TLS, Inc. Based on the work of Charlotte Danielson. 2007.

Attachments Part A: Project Narrative Attachments

29 A31



Released 6/2012

Participation in a professional community requires active involvement the promotion of a culture of collaboration and inquiry that improve the culture of teaching and learning. Relationships

Standard 5: Professional Growth

Component 5b: Participating in a Professional Community
Elements: Collaboration with Colleagues, Promotes a Culture of Professional Inquiry & Collaboration

DRAFT SY 2012-2013

Attachments Part A: Project Narrative Attachments

with colleagues are an important aspect of creating a culture where expertise, materials, insights and experiences are shared. The goal of the professional community is improved teaching

and learning.

Element

Ineffective

Developing

Effective

Highly Effective

Collaboration with
Colleagues

The teacher supports and cooperates with
colleagues in order to promote a
professional school culture

PC,A

Teacher's relationships with
colleagues are negative or
self-serving.

Teacher maintains cordial
relationship with colleagues to
fulfill duties that the school or
district requires.

Relationships with colleagues
are characterized by mutual
support and cooperation.

Relationships with colleagues
are characterized by mutual
support and cooperation.
Teacher takes initiative in
assuming leadership roles
among the faculty.

Promotes a Culture of
Professional Inquiry and
Collaboration

The teacher promotes a culture of inquiry
for the purpose of improving teaching and
learning and collaborates with colleagues
to do so

PC,A

Teacher does not value a
culture of inquiry and
collaboration, resisting
opportunities to become
involved. Teacher resists
attendance at required
department, grade-level,
school-wide or district-
sponsored professional
development meetings.

Teacher attempts to promote a
school culture of inquiry and
collaboration. Teacher
participates in department or
grade-level meetings as
required by the school or
district.

Teacher actively promotes a
culture of professional inquiry
and collaboration. Teacher
actively participates in
professional learning
communities, lesson study,
teaming, or other inquiry
models with colleagues.

Teacher takes a leadership
role in promoting a culture of
professional inquiry and
collaboration. Teacher initiates
or takes a leadership role in
professional learning
communities, lesson study,
teaming, or other inquiry
models with colleagues.
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THE LAUSD SCHOOL LEADERSHIP
FRAMEWORK PREFACE

Attachments Part A: Project Narrative Attachments

LEADERSHIP BEHAVIORS

Planning | Implementing | Supporting | Advocating | Communicating | Monitoring | Reflecting

The LAUSD School Leadership Framework DRAFT recog-
nizes that leadership is an essential component of school
success. It describes actions that leaders take to improve
student achievement, to develop teacher effectiveness and
to facilitate centers of academic excellence. The aim of
this framework is to describe a picture of effective leader-
ship and the vision for highly effective leadership to guide
the development and practice of leaders in LAUSD.

Successful leadership cannot be reduced to a single style

or personality type. Leadership skills can be developed and
expanded over time—they are not innate or fixed. Successful
leaders are interested in developing additional skills and are
open to adapting their leadership style when necessary. To do
so leaders need time to reflect on their actions, their percep-
tions and the ways in which they are reacting to challenges.

The actions outlined in the School Leadership Framework
DRAFT will help LAUSD select leaders who have a shared
disposition that all children will learn, as well as develop and
evaluate leaders who are currently in-role. Where leaders’
actions indicate a need for improvement, we expect that
district leaders will evaluate the evidence to discern the
degree to which challenges stem from a lack of skill or a
mis-aligned disposition.The School Leadership Framework:

+  Provides all LAUSD stakeholders a common
definition of effective school leadership

+ Focuses attention on the actions leaders take to improve
student achievement and teacher effectiveness

- Provides an organizing tool for all efforts to
improve the quality of school leaders in LAUSD

Structure

The Leadership Framework DRAFT is comprised of six
standards. These standards are further divided into
components and elements—actions that outline aspects
of leadership. It is not always possible to see the actions
that a leader takes, so to accurately measure the impact of
effective leadership the Leadership Framework also includes
examples of evidence which can be: artifacts from events;
samples of student work; lesson plans or other materials
from the instructional program; observable behaviors of
teachers, staff, students or families; or systems that ensure
that the school community is safe, welcoming, and inclusive.

These examples are not meant to be exhaustive, but

meant to indicate some of the ways in which a leader and
evaluators can measure current performance and areas of
growth. The role of the leader is to ensure that the standards,
components and elements are implemented and they may
delegate pieces of work or create systems to do so.

These standards, components, and elements are aligned with
the 2008 Interstate School Leaders Licensure Consortium
(ISSLC) Standards and the California Professional

Standards for Educational Leaders (CPSELS) and have
embedded the research of Kouzes & Posner and Senge.

LAUSD School Leadership Standards

I. Shared Vision—A shared vision is clearly stated,
based on student needs, current educational research
and the belief that all students can achieve at high levels.
The shared vision and the purpose drive all curricular
and instructional activities and resources.

CPSELS 1 and 6
+ Builds a shared vision for high student achieve-
ment and college and career readiness

+  Promotes a culture of shared accountability

- Effectively manages change and innovates
to improve student achievement

Il. Supervision of Instruction—Supervision of instruction
involves ongoing, coherent guidance for implementation and
continuous improvement of teaching and learning. It facilitates
the development of school wide commitment to multiple mea-
sures of student learning to guide teaching and learning.

CPSEL 2
- Supervises classroom instruction (Content and Pedagogy)

+  Utilizes multiple data sources to inform teaching and learning

« Evaluates instructional program outcomes, objectives
and all relevant staff using the LAUSD Teaching and
Learning Framework

Ill. Investing in Teacher Quality—Investing in teacher

quality involves an ongoing commitment by school leaders

to work collaboratively towards the development of highly
effective teachers who are able to consistently improve student
outcomes and to assume leadership roles through differenti-
ated professional growth opportunities and support.

CPSEL 2
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