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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
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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
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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

43

PR/Award # S374A120066
Page €63



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

44

PR/Award # S374A120066
Page e64



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
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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.

54

PR/Award # S374A120066
Page e74



(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
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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.

PR/Award # S374A120066
Developed by TLS, Inc. Based on theyavark of Charlotte Danielson. 2007.

A10



Released 6/2012

Attachments Part A: Project Narrative Attachments

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.
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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.
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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.

PR/Award # S374A120066
Page e115

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

30 A32



Attachments Part A: Project Narrative Attachments

LAUSD
SCHOOL LEADERSHIP
FRAMEWORK

Developed in partnership with

NewLeaders [A

PR/Award # S374A120066
Page e116




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
« Differentiates professional development oppor-
tunities to ensure growth for all staff

+ Increases teacher effectiveness by hir-
ing, placing, and retaining effective staff

+ Promotes and supports collaborative leadership
styles and teacher leadership opportunities

IV. Culture of Learning and Positive Behavior—A
culture of learning and positive behavior reflects high
expectations modeled by the school leadership and
embraced by the entire school community to sup-
port student achievement and staff growth.

CPSELS 5 &6
+ Creates and maintains a positive culture of
learning aligned to the school’s vision and mission
+  Models and sets high expectations for
professional behavior

PR/Award # S374A120066
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Attachments Part A: Project Narrative Attachments

LEADERSHIP BEHAVIORS

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

V. Family and Community Engagement—Family and
community engagement involves collaborating with fam-

ily and community partners to promote the success of all
students by welcoming and responding to diverse community
interests and needs, and mobilizing community resources.

CPSELS 4 &6
- Engages families and community members as
partners and values cultures as a resource

Maintains open lines of communication using
multiple approaches to outreach

VI. Systems and Operations—Effective systems support
learning by ensuring that there are structures and processes in
place to assess the school’s needs, determine areas of focus
and align resource allocation to drive school improvement. They
ensure that there are clear goals, milestones and benchmarks
for student outcome progress and school priority areas. Effective
operations support the success of all students by ensuring

the effective management of the organization, operations, and
resources for a safe and efficient learning environment

CPSELS 1,3,&5
+ Develops, implements, and monitors a clear plan
for school improvement and adjusts systems and strategy
based on progress

Organizes school time effectively to support instructional
and staff development priorities

Allocates resources effectively to support shared vision
and school goals

Complies with legal and ethical requirements in relation-
ships with all stakeholders and follows all applicable state,
federal, and district policies, procedures and guidelines

Levels of Performance
The LAUSD School Leadership Framework
consists of four levels of performance:

Ineffective leaders demonstrate limited knowledge of the
LAUSD School Leadership Standards and Framework and do
not implement them. Their practice and outcomes are unac-
ceptable and require immediate attention and monitoring.

Basic leaders recognize the importance of the LAUSD
School Leadership Standards and Framework and are
aware of effective leadership practices, but do not con-
sistently or effectively execute those practices. They may
demonstrate appropriate effort but show limited evidence of
impact. Novice leaders may find that they are rated basic

in some standards as they are developing their practice.

Effective leaders consistently implement effective leader-
ship practices and demonstrate proficient achievement, as
indicated by generally positive growth in knowledge and
skills for all members of a learning community. They are
leaders in building or sustaining a positive culture of high
expectations among most students and staff in their schools.

Highly Effective leaders demonstrate extraordinary achieve-
ment as indicated by sustained, consistent growth in knowledge
and skills for all members of a learning community. They are
leaders in building or sustaining a positive culture of high
expectations among all students and staff in their schools, and/
or districts. Highly effective leaders build the capacity of others
to assume leadership roles within the school and beyond.

Learning-Centered Leadership Behaviors

The LAUSD Leadership Framework DRAFT builds upon the
common language of Learning-Centered Leadership Behaviors
familiar to leaders in the district. The Learning-Centered
Leadership Behaviors were created from extensive research

on principal leadership at Vanderbilt University by Andrew
Porter, Ellen Goldring, Joseph Murphy, and Stephen Elliott (e.g.,
Murphy et all, 2006). The research outlines a set of behaviors
that guide the practice of effective leaders. LAUSD has added
the concept of Reflection to these essential behaviors:

Planning
Articulating shared direction and coherent policies, prac-
tices, and procedures for accomplishing the goal/topic

Implementing
Putting into practice the activities neces-
sary to realize the component

Supporting

Securing and using the financial, political, techno-
logical, and human resources necessary to promote
academic and social learning within the component

Advocating

Promoting the diverse needs of students within and beyond
the school with a focus on English Learners, Students

with Disabilities, and Standard English Learners

Communicating
Developing, utilizing, and maintaining systems of exchange
among members of the school and with its external communities

Monitoring
Collecting and analyzing (systemically) data to make judgments
that guide decisions and actions for continuous improvement

Reflecting
Developing additional skills by reflecting on actions, perceptions
and reactions to continually challenge and adapt leadership style

The behaviors are not a sequential checklist for lead-

ers, but a habit of mind that organizes all of the leader’s
actions. Their implementation should be apparent within
the examples of evidence. These behaviors are integrated
throughout the School Leadership Framework DRAFT
and should be reflected in all of the leader’s work.

A Note on the Continued Development

and Use of the Framework

The Leadership Framework, once finalized, will be the
driver for all principal effectiveness policy in LAUSD and
will help to determine the development and supports
that are available to all leaders in the district. Also, it

will help aspiring leaders by allowing them to see the
expectations for effective leadership in LAUSD.

The current DRAFT has been written and edited with feedback
from LAUSD stakeholders and with close examination by
LAUSD Local District Leadership Teams. The full Framework
will be revised and finalized in the second half of the 201112
school year based on use by and feedback from approximately
100 principals and their directors in the Initial Implementation
Phase of the Supporting All Educators Initiative. Revisions will
be informed by ongoing and emerging partnerships (e.g.,the
National Board Certification for Educational Leaders).

PR/Award # S374A120066

3 | LAUSD School Leadership Framework | Developed by New Leaders for New Schools | Septenfbagei 8126811



Attachments Part A: Project Narrative Attachments

LEADERSHIP BEHAVIORS
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THE LAUSD SCHOOL LEADERSHIP FRAMEWORK:
STANDARDS AND COMPONENTS

School Leadership Standards Components

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 purpose
drive all curricular and instructional activities and resources.

a) Builds a shared vision for high student achievement and college and career readiness
b) Promotes a culture of shared accountability

c) 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
measures of student learning to guide teaching and learning.

a) Supervises classroom instruction (curriculum, content, and pedagogy)

b) Utilizes multiple data sources to inform teaching and learning and to evaluate instructional
program outcomes using the LAUSD Teaching and Learning Framework

¢) Manages performance of all instructional staff through effective evaluations that use the
LAUSD Teaching and Learning Framework

lll. 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
differentiated professional growth opportunities and support.

a) Differentiates professional development opportunities to ensure growth for all staff
b) Increases teacher effectiveness by hiring, placing, and retaining effective staff

¢) Promotes and supports a leadership team and teacher leadership opportunities

IV. Culture of Learning and Positive Behavior—A culture of
learning and positive behavior reflects high expectations modeled
by the school leadership and embraced by the entire school
community to support student achievement and staff growth.

a) Creates and maintains a positive culture of learning aligned to the school’s vision and mission

b) Models and sets high expectations for professional behavior

V. Family and Community Engagement—Family and com-
munity engagement involves collaborating with family and
community partners to promote the success of all students
by welcoming and responding to diverse community inter-
ests and needs, and mobilizing community resources.

a) Engages families and community members as partners and values cultures as a resource

b) Maintains open lines of communication using multiple approaches to outreach

VI. Systems and Operations—Effective systems support
learning by ensuring that there are structures and processes
in place to assess the school’s needs, determine areas of
focus and align resource allocation to drive school improve-
ment. They ensure that there are clear goals, milestones and
benchmarks for student outcome progress and school priority
areas. Effective operations support the success of all students
by ensuring the management of the organization, operations,
and resources for a safe and efficient learning environment.

a) Develops, implements, and monitors a clear plan for school improvement and adjusts systems
and strategy based on progress

b) Organizes school time effectively to support instructional and staff development priorities
¢) Allocates resources effectively to support shared vision and school goals

d) Complies with legal and ethical requirements in relationships with all stakeholders and follows
all applicable state, federal and district policies, procedures and guidelines
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Attachments Part A: Project Narrative Attachments

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

THE LAUSD SCHOOL LEADERSHIP FRAMEWORK:
DOCUMENT MAP

Standard
Broad category of principal
leadership actions

—l

LEADERSHIP BEHAVIORS
Planning | Implementing | Supporting | Advocating | Gommunicatirg | Monitoring | Reflecting

Component Elements Ineffective Basic Effective Highly Effective Examples
ghly p
Specific components of Unacceptable practice inconsistent practice Consistent practice Exceptional practice and outcomes of Evidence
and outcomes and ouicomes and ouicomes + build capacity of other leaders

principal leadership actions

Levels of Performance Actions

Divided across four levels of

Does not collaborate to
create a vision of high
expectations and college
and career readiness
and does not attempt to

1. Develops a
Shared Vision of
High Expectations

Develops opportunities for
staff and students 1o learn
about a vision of high expecta-
tions for all and college and
career readiness, but gives

Involves staff and students in
developing a shared vision of
high expectations for all and

college and career readiness

Co-creates a shared vision of high
expectations and college and career
readiness for all multiple stakeholders

« Written values
and beliefs reflect
high expectations
for all students

+ School vision is
clearly articulated and

principal performance ensure all staff have high staff limited input into the understood by all staff
academic expectations development of the vision S
» School vision includes
. . - . _— . L a focus on student
Element |la 2 Implements a Actions contradict the Connects the school vision to Collaborates with staff to inspire Continuously inspires the schoal and academic excellence

Sub-category of a component

Principal Actions
Drive consistent implementation
of effective school practices

Examples of Evidence
Observable practices and structures
that are in place in the school

Shared Vision of
High Expectations

shared vision of high
expectations or dem-
onstrate inconsistency
between stated beliefs
and actions; does not

confront staff who have
low expectations for
some or all students

high expectations for students
but may have trouble maintain-
ing staff investment and in
developing staff ownership

the school and community
to adopt and enact a shared
vision of high expectations
by highlighting successes of
students, staff, and families
to demonstrate that success
is possible for all students;
engages and addresses adults
who display low expecta-
tions and low assumptions
about student potential

community to adopt, enact and own

a shared vision of high expectations
by describing the role that all staff
play in achieving the vision so that all
members of the community know and
understand their individual and collective
impact; addresses low expectations in
course offerings, grading and builds
staff capacity to implement a shared
vision for high student achievement
and college and career readiness

and healthy social/
emotional development

+ There is visible align-
ment between school
goals, the instructional
program and the vision

7 | LAUSD School Leadership Framework | Developed by New Leaders for New Schools | September 13, 2011
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I. SHARED VISION

a) Builds a shared vision for high student achievement and college and career readiness

Attachments Part A: Project Narrative Attachments

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

Elements

Ineffective
Unacceptable practice
and outcomes

Basic
Inconsistent practice
and outcomes

Effective
Consistent practice
and outcomes

Highly Effective
Exceptional practice and outcomes
+ build capacity of other leaders

1. Develops a
Shared Vision of
High Expectations

Does not collaborate to
create a vision of high
expectations and college
and career readiness
and does not attempt to
ensure all staff have high
academic expectations

Develops opportunities for
staff and students to learn
about a vision of high expecta-
tions for all and college and
career readiness, but gives
staff limited input into the
development of the vision

Involves staff and students in
developing a shared vision of
high expectations for all and

college and career readiness

Co-creates a shared vision of high
expectations and college and career
readiness for all multiple stakeholders

2. Implements a
Shared Vision of
High Expectations

Actions contradict the
shared vision of high
expectations or dem-
onstrate inconsistency
between stated beliefs
and actions; does not
confront staff who have
low expectations for
some or all students

Connects the school vision to
high expectations for students
but may have trouble maintain-
ing staff investment and in
developing staff ownership

Collaborates with staff to inspire
the school and community

to adopt and enact a shared
vision of high expectations

by highlighting successes of
students, staff, and families

to demonstrate that success

is possible for all students;
engages and addresses adults
who display low expecta-
tions and low assumptions
about student potential

Continuously inspires the school and
community to adopt, enact and own

a shared vision of high expectations
by describing the role that all staff
play in achieving the vision so that all
members of the community know and
understand their individual and collective
impact; addresses low expectations in
course offerings, grading and builds
staff capacity to implement a shared
vision for high student achievement
and college and career readiness

Examples
of Evidence

» Written values
and beliefs reflect
high expectations
for all students

+ School vision is
clearly articulated and
understood by all staff

+ School vision includes
a focus on student
academic excellence
and healthy social/
emotional development

« There is visible align-
ment between school
goals, the instructional
program and the vision

PR/Award # S374A120066

6 | LAUSD School Leadership Framework | Developed by New Leaders for New Schools | Septenfbage 812011



I. SHARED VISION

b) Promotes a culture of shared accountability and college and career readiness

Attachments Part A: Project Narrative Attachments

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

Elements

Ineffective
Unacceptable practice
and outcomes

Basic
Inconsistent practice
and outcomes

Effective
Consistent practice
and outcomes

Highly Effective
Exceptional practice and outcomes
+ build capacity of other leaders

1. Establish and
Maintains a Focus
on School-wide
Goals Aligned

to District Goals
and Results

Does not establish or
maintain focus on vision
and school goals—rarely
refers to goals and does not
identify and/or implement
strategies to reach results

Refers to school-wide goals on
a regular basis and keeps the
school-wide goals present in
the minds of teacher leaders,
but does not concretely connect
the school-wide goals to the
day-to-day work of the school;
implements a limited number

of strategies to reach results

Keeps the school-wide goals
present for staff and stakehold-
ers by referencing school-wide
goals in all meetings and
planning sessions and is

able to implement a range of
strategies to reach results

Remains focused on student
achievement and improving results
at all times; builds staff ownership
for school-wide goals and the goal
for their content or grade levels; and
works with staff to anticipate chal-
lenges and solutions to ensure that
student achievement goals are met

2. Monitors
School-wide
Goals and Results

Does not consistently use
data to monitor progress
to school-wide goals

or connect goals to a
plan to achieve them

Develops systems to set
and achieve ambitious
student achievement goals
for all students; has systems
in place that infrequently
monitor disaggregated goals

Uses the school-wide goals to
make all decisions and to mea-
sure all successes—creates and
specifically aligns school prac-
tices, messages, routines of the
school with the school’s vision
and mission; monitors disaggre-
gated goals for student groups
who have traditionally not been
successful in the school; holds
instructional staff account-

able for tracking their data

Links goals to all decisions, monitors
specific benchmarks and milestones
to achieve vision; builds staff capacity
to monitor disaggregated goals and
has systems in place that ensure
instructional staff monitor data

Examples
of Evidence

+ Comprehensive profes-
sional development plan
and calendar are aligned
to public goals, perfor-
mance management,
and individual goals

+ Clear milestones and
benchmarks for student
outcomes—including
specific targets for
student sub-groups—
are in place

+ Short- and medium-term
action plans are in
place for every goal

- Key data is reviewed
at every meeting and
all teachers are aware
of school and grade
targets and have aligned
individual targets
for their students

PR/Award # S374A120066
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I. SHARED VISION

¢) Effectively manages change and innovates to improve student achievement

Attachments Part A: Project Narrative Attachments

LEADERSHIP BEHAVIORS

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

Elements

Ineffective
Unacceptable practice
and outcomes

Basic
Inconsistent practice
and outcomes

Effective
Consistent practice
and outcomes

Highly Effective
Exceptional practice and outcomes
+ build capacity of other leaders

1. Manages and
Responds to the
Emotions of Change

Fails to adequately recog-
nize the role that change
will have on the school
community; does not rec-
ognize that major changes
require a change process
and management strategy

Understands that change will
raise emotions and is able to
manage some components
of this process, but may not
be able to effectively man-
age all needs and/or may

be distracted from goals

Directly addresses that change
may raise questions, doubt,
and feelings; supports staff

as they face challenges

Creates space and time for staff,
students, and families to share their
feelings about change and supports
the community while describing the
possibility present in the future

2. Builds
Capacity of Staff
to Adapt to and
Manage Change

Is not able to support
staff in changing staff
values, beliefs, assump-
tions, and/or habits of
behavior that may not
match the school vision

May not remain focused on
improving student outcomes;
struggles to remain focused
on an ambitious timetable to

meet school-wide goals when
trying to confront and support

staff in challenging values,
beliefs, assumptions, and/

or habits of behavior that may

not match the school vision

Maintains focus on an ambitious
timetable to meet school-wide
goals when trying to confront
and support staff in challenging
values, beliefs, assumptions,
and/or habits of behavior that
may not match the school vision

Remains focused on the ambitious
timetable and creates time and space
for staff to react to and adapt to
changes in the school; builds the capac-
ity of staff to challenge values, beliefs,
assumptions and/or habits of behavior
that may not match the school vision

3. Demonstrates
Personal Resolve
and Constructive
Responses to
Challenges

Does not demonstrate
personal resolve or
maintain staff focus on
student achievement goals
and does not constructively
respond to challenges

Sometimes demonstrates

resolve, but may lose focus or
make concessions on student
achievement goals in the face

of persistent challenges

Demonstrates personal
resolve and maintains staff
focus on student achievement
goals and demonstrates
persistence for the staff in

the face of challenges

Focuses all conversations, initiatives
and plans on improving student
achievement and is relentless in
pushing staff to maintain and improve
their focus on student outcomes; uses
every challenge as an opportunity

to learn and to develop staff

4. Demonstrates
Urgency to
Improve Student
Achievement
and Outcomes

Does not demonstrate
urgency to improve
student outcomes

Models personal urgency
to meet student outcomes
by stating the necessity
and importance of reaching
student achievement goals

Demonstrates urgency to
reach student achievement
goals by leading staff to see
the connection between their
daily work and the goals

Consistently demonstrates urgency

to reach student outcomes to multiple
stakeholders by clearly describing and
demonstrating the impact on students
and the community if goals are not met

Examples
of Evidence

« Plan for school improve-
ment and long term
school wide goals are
not lowered or adjusted
based on negative feed-
back or because of cur-
rent or past challenges
in making progress

« Processes are in
place to identify and
address challenges
when they arise

« Plan for school improve-
ment outlines multiple
tactics to reach identified
goals and strategies

PR/Award # S374A120066
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Il. SUPERVISION OF INSTRUCTION

a) Supervises classroom instruction (curriculum, content, and pedagogy)

Attachments Part A: Project Narrative Attachments

LEADERSHIP BEHAVIORS

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

Elements Ineffective Basic Effective Highly Effective
Unaccepliable practice Inconsistent practice Consistent practice Exceptional practice and outcomes
and outcomes and outcomes and outcomes + build capacity of other leaders

1. Identifies Does not accurately Directs instructional staff to In collaboration with members of Engages all instructional staff in the

Strategies and
Resources to
Implement District
Initiatives and
Reach Instructional
Objectives

guide instructional staff to
match curricular materials,
resources and strategies to
the instructional objectives;
does not modify strategies
if objectives are not met

appropriate curricular materials,
resources and specific strategies
to reach instructional objectives,
but may not be able to effectively
build staff skill set or capacity;
may not modify strategies
regularly if objectives are not met

the instructional staff, assesses
the instructional objectives to
identify appropriate curricular
materials, resources and spe-
cific strategies; modifies materi-
als and strategies as needed if
objectives are not being met

analysis of instructional objectives and
uses the output to identify appropriate
curricular materials, resources and
specific strategies; constantly evaluates
progress towards instructional objectives
to determine if the materials and/or
strategies need to be modified or adjusted

2. Supports the
Development
of Standards-
based Unit and
Lessons Plans

Does not build staff capac-
ity to analyze the standards
or the curriculum and

does not ensure that staff
create standards-based
lesson and unit plans or
utilize the LAUSD lesson
design templates for daily
and weekly/unit planning

Builds capacity of some staff
to analyze the standards and
the curriculum to create stan-
dards-based lesson and unit
plans that utilize the LAUSD
lesson design templates for
daily and weekly/unit planning

Builds capacity of staff to
analyze the standards, the
curriculum, and the instructional
program of the school to create
standards-based lesson and
unit plans that utilize the LAUSD
lesson design templates for
daily and weekly/unit planning

Effectively builds capacity of all teachers
to analyze the standards, curricula,
instructional strategies, and assess-
ment tools to create standards-based
lesson and unit plans and to utilize the
LAUSD lesson design templates for
daily and weekly/unit planning; imple-
ments ongoing systems to review and
improve unit and lesson plans based

on how well they worked with students

3. Supports the
Implementation
of Effective

Does not attempt to assess
pedagogical practices using
the Teaching and Learning

Uses the Teaching and
Learning Framework to mea-
sure pedagogical practices

Uses the Teaching and Learning
Framework to accurately
assess pedagogical practices

Uses the Teaching and Learning
Framework to systematically and
regularly assess pedagogical practices

Pedagogical Framework and is unable to and to support the develop- of teachers and identifies of teachers and builds teacher capacity
Approaches articulate clear strategies ment of teacher capacity in a a range of research-based to plan and practice a wide range of
to improve instruction limited range of pedagogical pedagogical approaches that effective research-based pedagogical
approaches for improving will be implemented school-wide approaches in the discipline, including
instructional practices and supports teacher develop- authentic application, use of appropri-
ment around those practices ate media, technology, and 21st
Century skills that support multiple
learning styles of all students
4. Supports Does not support teachers Supports teachers in modifying Supports teachers in modifying Supports an on-going review of pedagogy

Culturally Relevant
and Responsive
Pedagogy in
Response to
Diverse Learners

in modifying pedagogy
effectively to support

the needs of a diverse
student population and/
or multiple learning styles;
does not foster academic
engagement of students

their pedagogy to ensure that
the needs of most students are
met and that there are some
modifications to accommodate
a diverse student population
and multiple learning styles;
applies some strategies to
foster academic engagement

their pedagogy to ensure the

needs of all students are accurately

assessed and met and that there
are adequate modifications made
to accommodate diverse student
populations and learning styles;
ensures that there is consistent

academic engagement for students

to ensure that modifications not only meet
the needs of a diverse student popula-
tions, but values and support the diversity
of cultural heritage, and builds bridges
between home and school experiences;
ensures the consistent implementation

of strategies for motivating all students
through active academic engagement

Examples

of Evidence

+ Throughout the school
classroom activities
are designed to
engage students in
cognitively challenging
work that is aligned
to the standards

« Instructional staff
(teachers, coaches,
and administra-
tors) have a broad
repertoire of peda-
gogical approaches
that they reference
in their lesson plans

The Teaching and
Learning Framework
is infused into every
lesson and staff dis-
play mastery of most
or all of the strategies
outlined therein

A review of artifacts
(e.g., lesson plans,
curriculum materi-
als, etc) produce
explicit evidence of
curriculum coordina-
tion and alignment
to Common Core
content standards

- Faculty agendas, team
agendas/minutes,
in-service materials
and programs provide
evidence of the prin-
cipal’s involvement in
the instructional lead-
ership of the school

PR/Award # S374A120066
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Il. SUPERVISION OF INSTRUCTION
b) Utilizes multiple data sources to inform teaching and learning and fo evaluate
instructional program outcomes using the LAUSD Teaching and Learning Framework

Attachments Part A: Project Narrative Attachments

LEADERSHIP BEHAVIORS

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

Elements Ineffective Basic Effective Highly Effective
Unacceptable practice Inconsistent practice Consistent practice Exceptional practice and outcomes
and outcomes and outcomes and outcomes + build capacity of other leaders
1. Leads Does not use student Discusses and analyzes Facilitates all instructional Builds the capacity of all staff to
the Analysis learning data or disag- disaggregated student staff’s use of disaggregated consistently use disaggregated student
of Student gregate data to identify learning data with members of student learning data and learning data and analysis to identify

Learning Data

students’ learning gaps;
does not support the
teachers in learning

to analyze data to
improve instruction

the leadership team to identify
learning gaps and to support
instructional improvements,
but may not engage all instruc-
tional staff in data analysis

supports staff analysis to
identify student learning
gaps and to determine
instructional decisions

student learning gaps and areas for
instructional improvement, to refine
and adapt instructional practice, and
to determine appropriate strategies
across all grades and content areas

2. Supports
Differentiation
and Interventions
Based on
Student Need

Does not attempt to
ensure that instruction

is differentiated based
on student need or

that students receive
appropriate interventions

Ensures that there is some
differentiation in instruction
and implements interventions
for high need students, but
may not have fully developed
school wide supports

Engages all staff in utilizing
disaggregated instructional data
to determine appropriate dif-
ferentiations based on individual
students’ learning needs and to
determine appropriate interven-
tions that lead to student progress

Focuses all instructional staff on
differentiated instruction and interven-
tions that will close achievement gaps
between all groups of students and
uses data to make frequent updates
to the intervention plan for students
or sub groups not making progress

3. Builds
Capacity of
Instructional
Staff to Use
Data Effectively

Does not support or
develop instructional
staff’s use of data

to guide grouping or
re-teaching strategies
and does not hold
teachers accountable
for displaying and
discussing student
learning data and work

Supports and develops
leadership teams’ ability

to identify content that
students did not learn and to
prioritize learning needs, guide
grouping, and re-teaching
strategies; inconsistently holds
instructional staff accountable
for displaying and discussing
student learning data and work

Supports and develops
instructional staff ability

to identify content that
students did not learn and to
prioritize learning needs, guide
grouping, and re-teaching
strategies; holds instructional
staff accountable for display-
ing and discussing student
learning data and work

Builds instructional staff capacity to
effectively and consistently use multiple
sources of data (qualitative and quantita-
tive) to identify content that students

did not learn and to prioritize learning
needs, guide grouping, and re-teaching
strategies; holds instructional staff
accountable for displaying and discuss-
ing student learning data and work

and builds teacher capacity to create
structured data meetings and protocols

4. Uses Multiple
Data Sources

to Evaluate the
Instructional
Program and to
Drive Continuous
Improvement

Does not use mul-
tiple sources of data to
evaluate instructional
programs and does not
use data appropriately
to identify/prioritize
needs or drive continu-
ous improvement

Inconsistently uses multiple
forms of data and does not
ensure consistent collection
of data for analysis —draws
conclusions about the
instructional program with
limited available data

Uses multiple sources of data
to identify trends within the
instructional program and

to assess progress; creates
system for consistent monitor-
ing and uses data to inform
continuous improvement

Uses multiple sources of data—both
quantitative and qualitative—to
assess the instructional learning
plan; creates systems for consistent
monitoring and frequent collection
of data and uses data appropriately
to identify trends, prioritize needs
and drive continuous improvement

Examples of Evidence

« Student performance data can be
examined using multiple lenses
including: overall grade-level
/ subject-area performance,
grade-level / subject-area perfor-
mance on individual standards,
classroom level performance,
individual student performance,
and specific item performance.

Teachers use an established
protocol connected to the
instructional program to monitor
students’ progress through frequent
checks for understanding

Students who are not performing
on the proficient (basic) level are
identified and given support to
ensure they make progress

Performance of secondary
students is tracked closely
throughout the school year to
ensure that they remain “on
track” to graduate in four years

Continuous data review process is
in place (including aligning assess-
ments, analyzing interim and forma-
tive assessments and taking action
based on results through re-teaching
and other strategies) to ensure that
students learned taught material

Data is used and reviewed in
every teacher team meeting

Instructional decisions throughout
the year, including student group-
ing/differentiation and targeting
for interventions, are based on
periodic assessments, classroom
tests, teacher designed tests
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Il. SUPERVISION OF INSTRUCTION

¢) Manages performance of all instructional staff through effective
evaluations that use the LAUSD Teaching and Learning Framework

Attachments Part A: Project Narrative Attachments

LEADERSHIP BEHAVIORS

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

Elements Ineffective Basic Effective Highly Effective
Unaccepliable practice Inconsistent practice Consistent practice Exceptional practice and outcomes
and outcomes and outcomes and outcomes + build capacity of other leaders
1. Conducts Does not comply with Adheres to and completes Conducts regular observations and/ Conducts frequent informal observa-
Frequent and district observation required observations (and/ or has systems in place so that staff tions (at least twice a month) and/or has
Structured protocols and timelines; or has systems in place to receive specific observations from systems in place so that staff receive
Observations does not conduct informal ensure they are completed), an effective peer or member of the specific observations from an effective
(Formal and observations and fails to but does not differentiate leadership team on an on-going peer or member of the leadership
Informal) differentiate observations frequency of observation basis; differentiates frequency of team on a regular basis; differentiates

and improvement plans
based on needs of teachers

based on teacher skill and/
or need and conducts
informal observations on
an inconsistent basis

observations based on teacher
need and creates a structure to
ensure that all teachers have

frequent informal observations

observation structures based on teacher
need and school-wide initiatives;

builds capacity of other school-based
leaders to lead informal observations

2. Collects Quality
Observational Data

Does not attempt to align
observations to the Teaching
and Learning Framework
criteria; does not collect
accurate evidence; and does
not support the develop-
ment of other observers

Aligns observations to the
Teaching and Learning
Framework criteria; collects
consistent evidence; and
supports minimal develop-
ment in another observer

Aligns observations to the Teaching
and Learning Framework criteria;
collects multiple forms of data that
are used to create an accurate

set of evidence; and supports the
development of other observers

Aligns observations to the Teaching
and Learning Framework criteria; uses
multiple observers to collect several
pieces of evidence and synthesizes
that evidence with a well aligned

and normed set of observers

3. Provides
Actionable
Feedback

(Feedback is also
used to Increase
Teacher Quality)

Does not give specific
feedback, does not use
evidence and does not
provide the teacher with
actionable next steps

Gives actionable but limited
feedback to high need
instructional staff that uses
evidence from either obser-
vations or student learning
data; presents evidence and
attempts to ask questions

to promote reflection that
help the instructional staff
determine cause and effect

Gives actionable and regular feed-
back to all instructional staff (and/or
has systems in place so that instruc-
tional staff have concrete feedback
from an effective peer or member

of the leadership team) that uses
evidence from both observations
and student learning data; presents
evidence and asks questions to pro-
mote self-assessment and reflection

Has systems in place so that instruc-
tional staff receive regular actionable
feedback from an effective peer

or member of the leadership team
that is nuanced and specific to the
needs of the individual instructional
staff member and that builds on any
evaluation and self-assessment data;
ensures the feedback is also specific
to the needs of their students and that
it incorporates evidence from both
observations and student learning data

4. Completes
Rigorous
Evaluations of
instructional Staff

Does not have a clear
evaluation process and has
no consistent performance
management system in
place; does not clearly
incorporate instructional
and observational data

into the evaluation

Implements a consistent
performance evaluation and
supervision system aligned
to the city/district system;
incorporates instructional
and observational data

into the evaluation of

all instructional staff

Implements a consistent performance
evaluation that aligns with the

LAUSD district requirements and
communicates clear and transparent
evaluation processes, timelines

and expectations; incorporates
observational data and assessment
of student outcomes in the evalu-
ations of all instructional staff

Implements a high quality and consistent
performance evaluation in alignment with
the LAUSD district requirements, ensures
that evaluation processes are clear and
transparent to all instructional staff; includes
observational data, an assessment of
student outcomes, learning environment,
quality of instruction and planning in the
evaluations of all instructional staff

Examples

of Evidence

« Each instructional staff
position has clear per-
formance expectations
aligned with mission and
school-wide expecta-
tions for instructional
practice and student
behavior responses

« Instructional staff
identified as “not aligned”
and/or unskilled inef-
fective or minimally
effective receive more
frequent observations
in accordance with the
LAUSD observation
model protocols

+ Underperforming
instructional staff are
put on improvement
plans and appropriate
support is provided

+ An expanded group of
school leaders engage
in observations and
provide feedback
based on a consistent
set of expectations
described in the LAUSD
Teaching and Learning
Framework criteria

+ Observation protocol/
practice includes not only
consistent school-wide
expectations but growth
areas for individual teach-
ers and a study of spe-
cific student sub-groups
as identified by data
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lll. INVESTING IN TEACHER QUALITY

a) Differentiates professional development
opportunities to ensure growth for all staff

Attachments Part A: Project Narrative Attachments

LEADERSHIP BEHAVIORS

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

Elements

Ineffective
Unacceptable practice
and outcomes

Basic
Inconsistent practice
and outcomes

Effective
Consistent practice
and outcomes

Highly Effective
Exceptional practice and outcomes
+ build capacily of other leaders

1. Implements
Individual Coaching
and Support

Does not accurately use
an evaluation of teacher
practice to assess areas
of strength and areas

of growth; does not use
evaluation to determine
individual coaching and
support opportunities

Accurately uses evaluations
of teacher practice to group
teachers into categories of
effectiveness (ineffective,
developing, effective, and
highly effective); identifies
low performing teachers
and implements some
targeted supports for
struggling teachers

Accurately uses evaluations
of teacher practice to group
teachers into categories of
effectiveness (ineffective,
developing, effective, and
highly effective); assesses
each teacher’s strengths and
weaknesses and differentiates
supports by the level of effec-
tiveness; supports struggling
teachers with specific plans
for development that focus on
what steps they will take to
improve their performance

Has a system in place to assess each
teacher’s strengths and weaknesses
regularly and groups teachers into
categories of effectiveness (ineffec-
tive, developing, effective, and* highly
effective) for each of the standards in
the Teaching and Learning Framework;
completes and uses individual assess-
ment of teachers’ strengths and areas of
growth to determine individual supports

2. Provides
Professional
Development
Opportunities

Does not lead or provide
regular or appropriate
professional development

Provides undifferentiated
professional development for
all staff on a regular basis

Creates multiple structures
for teacher learning including
large group professional
development, grade level
and content teams

Uses multiple forms of data including
staff feedback and input to identify
school-wide areas of improvement
and to design a comprehensive

and coherent yearlong professional
development strategy—including
whole school, grade and content
team, and individual sessions

3. Creates
Teacher Team
Structures that
Support Ongoing
Development

Does not create structures
for teacher teams or
develop teacher teams

Establishes consistent teacher
teams but does not have con-
sistent and effective protocols

Creates teacher teams

and protocols focused on
student outcomes, student
data, and student work and
collaborates with staff to
identify grade and/or content
area trends to guide team-
level development sessions

Assesses the needs of teacher teams
and builds the capacity of teacher
leaders within that grade or content
area to lead and support all team-
specific professional development

Examples
of Evidence

« All new teachers
and all teachers with
specific development
needs are mentored by
highly skilled peers

« Structures are estab-
lished for job-embedded
collaborative learning:
professional learning
communities, protected
time for grade level/
content area planning,
protocols for systematic
examination of practice

Staff share a collective
awareness of their indi-
vidual skills and growth
areas. They self-direct
professional develop-
ment based on student
achievement outcomes

Teacher-driven profes-
sional development
focuses on student
learning challenges
and progress toward
student achievement
goals and includes
teacher team meetings
and peer visitations

Teacher teams use
protocols and pro-

cesses designed to
guide collaboration
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lll. INVESTING IN TEACHER QUALITY

b) Increases teacher effectiveness by hiring, placing, and retaining effective staff

Attachments Part A: Project Narrative Attachments

LEADERSHIP BEHAVIORS

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

Elements

Ineffective
Unacceptable practice
and outcomes

Basic
Inconsistent practice
and outcomes

Effective
Consistent practice
and outcomes

Highly Effective

Exceptional practice and outcomes

+ build capacily of other leaders

1. Implements
Clear Selection and
Hiring Process

Does not have a clear
selection process for hiring
staff and does not assess
needs of the school prior to
hiring teachers and/or inac-
curately assesses heeds

Has selection criteria for
hiring staff and articulates a
strategy for selecting staff;
attempts to assess school
needs prior to selecting staff

Has clear and transparent
selection criteria, protocols,
and hiring processes;
assesses school needs and
when possible identifies spe-
cific vacancies early to inform
selection and hiring processes

Has clear and transparent selec-
tion criteria, protocols, and hiring
processes that include teach-

ing a sample lesson; assesses
school needs and identifies
specific vacancies early to inform
selection and hiring processes;
builds staff capacity to par-
ticipate in and to lead parts of the
selection and hiring process

2. Strategically
Places Instructional
Staff

Does not assess impact or
qualifications when placing
teachers; allows teachers
to remain in grades they
have taught regardless of
their impact and/or their
ability to work within a
content or grade level team

Places teachers in grade level
and content areas based
primarily on their qualifica-
tions, but does not take their
impact and the make-up of
the team into account when
making placement decisions

Places teachers in grade level
and content areas based

on their skills, qualifications
and impact; places strongest
teachers with students who
are most in need; takes skills
and strengths into account

to create effective teams

Strategically places teachers
in grade level and content
areas based primarily on their
impact—uses skills, strengths,
qualifications; places strongest
teachers with students who are
most in need; uses placement
to create strong teaming of
teachers (e.g. new teachers
placed with effective veterans
who model practice and mentor)

3. Creates and
Monitors a Staff
Retention Strategy

Does not retain highly
effective teachers and
does not use teacher
evaluations to determine
which teachers will be
given permanent status

Attempts to retain highly
effective teachers and to
create conditions that will
retain teachers, but does not
have a clear retention strategy;
uses teacher evaluations to
determine which teachers will
be given permanent status

Targets retention efforts on
highly effective teachers;
tracks retention rates and
uses data from teacher
surveys and conferences
to improve elements of the
culture that retain teachers;
uses teacher evaluations to
determine which teachers will
be given permanent status
and to identify developing
teachers with high potential

Implements concrete strate-
gies to identify and retain highly
effective teachers and develop
teachers with high potential;
tracks retention rates and gath-
ers a wide-range of data includ-
ing: interviews, focus groups and
surveys and conferences; uses
retention data to improve ele-
ments of the culture that retain
teachers; uses teacher evalu-
ations to inform development
and human capital decisions

Examples
of Evidence

« Hiring and selection
process is managed by
Leadership Team and
includes input of other key
stakeholders (e.g. students,
family members and other
members of the community)

Schoal has intensive
selection (demo lesson,
formal interview, interview
with a panel of students
and other stakeholders),
induction, and mentoring
processes for any new staff

Leadership Team par-
ticipates in and informs
staff selection and is
present at demo lessons
and formal interviews

Selection processes focus
on matching staff to specific
position expectations

Retention of teachers and
recommendations for leader-
ship are partly determined
on the basis of demonstrated
effectiveness as measured
by student learning

Staff have individual conver-
sations about retention as
part of their on-going perfor-
mance management cycle

« Teachers are placed based
on their skill set, qualifica-
tions and effectiveness
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lll. INVESTING IN TEACHER QUALITY

¢) Promotes and supports a leadership team and teacher leadership opportunities

Attachments Part A: Project Narrative Attachments

LEADERSHIP BEHAVIORS

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

Elements

Ineffective
Unacceptable practice
and outcomes

Basic
Inconsistent practice
and outcomes

Effective
Consistent practice
and outcomes

Highly Effective
Exceptional practice and outcomes
+ build capacily of other leaders

1. Creates Teacher
Leadership
Opportunities

Does not provide teacher
leadership opportunities

Creates minimal oppor-
tunities for leadership

and fills them based on
interest rather than skill

Identifies mid-level and high
performing teachers for
development and leadership
opportunities; provides
supports for the development
of additional skill sets so that
teacher leaders, lead teachers
and other leaders will be able
to mentor and support others

Actively identifies mid-level and high
performing teachers and enlists

them for leadership opportunities;
creates multiple opportunities for
highly effective teachers to move into
teacher leader and leadership team
roles; has structures in place that
create opportunities for growth and
development of all teachers including
the development of additional skill sets

2. Develops a
Strong Leadership
Team

Does not develop members
of the leadership team

to support instructional
leadership or to support
teacher development

Develops trainings for the
leadership team on how data
should be used and how

to support teachers; offers
limited strategies on how to
provide feedback to teachers

Coaches members of the
Leadership Team on leading
effective teacher meetings
and teacher development
sessions; conducts frequent
observation with members
of the leadership team to
support their development;
creates or uses consistent
observation protocols
aligned to the Teaching and
Learning Framework for
leadership team use when
giving feedback to teachers

Builds the capacity of Leadership

Team members to lead a specific grade
or subject area team; monitors the
teacher meetings, teacher development
sessions, informal and formal observa-
tions led by members of the Leadership
Team that use the consistent protocols
and structures established by the
principal; constantly seeks to create

a balanced team with a variety of
strengths to ensure school leadership
has full set of skills and approaches

Examples
of Evidence

« Teacher leaders, lead
teachers, and members
of the leadership team
have focused weekly
discussions of student
learning outcomes to
target key needs for
instructional program,
implementation of
the Teaching and
Learning Framework,
and school culture

Multiple staff members
serve as instructional
leaders in the school

and they lead effective
teacher team meetings
focused on student learn-
ing data and student work

Leadership Team
members conduct
frequent observations
and provide feedback
to staff on instructional
practices and handling
of student conduct
concerns, with follow up
to ensure improvement

Leadership Team mem-
bers take part in regular
walk-throughs to observe
the implementation of
the elements of Teaching
and Learning Framework

PR/Award # S374A120066
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IV. CULTURE OF LEARNING AND POSITIVE BEHAVIOR

a) Creates and maintains a positive culture of learning aligned to the school’s vision and mission

Attachments Part A: Project Narrative Attachments

LEADERSHIP BEHAVIORS

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

Elements Ineffective Basic Effective Highly Effective

Unacceptable practice Inconsistent practice Consistent practice Exceptional practice and outcomes

and outcomes and outcomes and outcomes + build capacity of other leaders
1. Connects Does not help students Creates a few deliberate Shapes the environment to Creates structures and processes that
Aspiration link their aspirations to routines that connect to make explicit links between allow students to generate activities and
to College student achievement student achievement or student aspirations and ideas that link school to their aspira-
and Career and does not expose aspiration and provides achievement by creating tions and focus on achievement and

Opportunities

students to college or
career opportunities

limited exposure to college
and career opportunities

structures for college and career
experiences for all students

and by connecting aspiration to
college and career opportunities

creates opportunities for all students
to learn about a range of careers so
that they can create their own personal
visions and career aspirations

2. Creates

a Culturally
Responsive
Environment

Does not address or cor-
rect intolerant statements
that intimidate individuals
or groups and does not
create an environment
that supports all students;
does not address

policies or practices that
systematically exclude
groups from participating
in the school environment

Provides whole group
undifferentiated profes-
sional development about
working in and supporting

a diverse community and
attempts to address intolerant
statements that intimidate
individuals or groups

Provides formal and informal
professional development to
teachers and staff to improve
their understanding of how their
own world views inform their
interpretation of the world; cor-
rects intolerant statements that
intimidate individuals or groups

Engages staff in learning and action
planning around the treatment of and
supports for diverse groups in and
outside the school; leads teachers
through a process to understand how
their own world views and experiences
share their interpretation of the world
and leads them through a process

to identify students’ strengths and
assets; corrects intolerant statements
that intimidate individuals or groups

3. Creates Does not create Defines the social-emotional com- | Trains adults on how to support Builds the capacity of adults to use and
Structures consistent supports or petencies (e.g., personal efficacy, | positive student growth through the | train others on social-emotional compe-
for Social responses to the social- decision making, interpersonal development of social-emotional tencies and implements a comprehen-
Emotional emotional or psycho- skills, responsibility, and motiva- competencies (e.g., personal sive social-emotional and psycho-social
Learning social needs of students tion to achieve) and psycho- social | efficacy, decision making, inter- support system and builds the capacity
goals (e.g., sense of safety, personal skills, responsibility, and of all adults to support the positive
self worth, mastery, autonomy, motivation to achieve) and psycho- | growth of student emotional skills
belonging, affiliation, self- social goals (e.g., sense of safety,
awareness) that are the respon- self worth, mastery, autonomy,
sibility of classroom teachers belonging, affiliation, self-awareness)
4. Fosters Does not create space or Encourages positive adult Creates time, structures Organizes student community into

Positive Adult
and Student
Relationships

structures that facilitate
positive adult and
student relationships

and student relationships, but
inconsistently creates time
to foster their development

and processes for adults
to build strong relation-
ships with students

groups with supporting rituals and rou-
tines that build positive cohort identity
and foster strong relationships amongst
and between students and adults

Examples of Evidence

+ Students lead or participate in formal
daily structures that explicitly link
student aspirations and achievement

+ Celebrations of student success always
include the message that all students can
achieve with effort and students who have
worked hard and achieved high levels of
student achievement are celebrated

Students can describe a pathway

to their goals and aspirations and
translate aspirations into concrete
plans that define day-to-day expecta-
tions and what preparation means

Appropriate socio-emotional sup-
ports are provided to all students

Students engage in rich college-going
and career access expetriences (college
visits, meet with alumni/career leaders,
attend academic/social experiences
outside their neighborhoods)

All students are known well by multiple adults

Students demonstrate belief that high
aspirations are attainable and that they
will be supported in achieving their goals

Students develop and attain shorter-term
goals (grades, participation in and mastery
of advanced class work, high test scores)

Students engage in experiences that
build a sense of their own capac-
ity, efficacy, and aspirations

Teachers and other influential adults encour-
age students to do their best in all tasks
and celebrate their effort and successes

Students demonstrate curiosity about the
world, welcome new experiences, and
imagine what they might do or be in the future

Students demonstrate a growing sense
of having influence over some of the
things that happen in their life and an
interest in doing well at school
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IV. CULTURE OF LEARNING AND POSITIVE BEHAVIOR

b) Models and sets high expectations for professional behavior

Attachments Part A: Project Narrative Attachments

LEADERSHIP BEHAVIORS

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

Elements Ineffective Basic Effective Highly Effective
Unaccepliable practice Inconsistent practice Consistent practice Exceptional practice and outcomes
and outcomes and outcomes and outcomes + build capacity of other leaders

1. Identifies Does not make values or Develops the components of Reinforces the values through Reinforces the values through

and Teaches
School Values
and Behaviors

behavioral expectations
clear to staff or students

an effective system of conduct
for adults and students and
builds staff agreement on

the types of student actions
and behaviors that are con-
sistent with school values

routines and trains all staff on
delivering clear and consistent
messaging of values and
behaviors to students

routines and builds staff capacity to
use the values to deliver clear and
consistent messages and expecta-
tions and behaviors to students,
families and the community;
Implements tracking systems to
assess how well individual students
and student cohort groups meet
conduct expectations and values

2. Implements a
Code of Conduct

Tolerates discipline
violations and enforces
the rules inconsistently

Creates consistent responses
and consequences for
students not attending

school or missing class

Creates clear positive and
negative consequences for
students who exceed or do not
meet conduct expectations
and school values and ensures
that every adult understands
their role in implementing
rewards and consequences

Implements a system of clear posi-
tive and negative consequences
for students who exceed or do not
meet conduct expectations and
school values and holds every adult
accountable for understanding

and implementing the system of
rewards and consequences; uses
multiple forms of student data to
monitor and revise the code of
conduct and identity benchmarks
and milestones to gauge and
measure adoption of behaviors

3. Implements
Routines,
Procedures, and
Transitions

Does not ensure that
transitions, routines
and procedures are in
place campus-wide

Ensures there are systems in
place for some efficient transi-
tions, routines and procedures

Ensures that all transitions occur
smoothly and creates structures
for morning meetings, advisory
periods, one-on-one mentor-
ing, or comparable structures
that minimize the number of
classroom interruptions/disrup-
tions and referrals to the office

Builds systems to ensure that
all transitions are seamless and
maximize instructional time

4. Creates
Structures for
Student Voice
and Leadership

Does not attempt to
incorporate or create
opportunities for student
leadership or student voice

Creates limited opportuni-
ties for students to assume
leadership in the school or for
students to share their voices
in classes and/or school-wide

Builds multiple opportuni-
ties for students to assume
leadership within the school
and to share their voices in
classes and/or school-wide

Creates opportunities for students
to contribute to school practices and
decision-making about their learning
experiences and creates time and
space for students to share their
voices in classes and school-wide

Examples of Evidence

* The Code of Conduct outlines
escalating consequences for inap-
propriate behavior that are enacted
by the teacher whenever necessary

+ A system of rewards and conse-
quences is consistent (with age
appropriate differentiation) across
classrooms, grades and content areas

+ Structures are in place that outline
a clear and consistent behavior
system of rewards and consequences
that includes preventative and
evidence based characteristics
and that explicitly outline every
adult’s role in implementation

+ There are a very low number of
classroom interruptions/disrup-
tions and referrals to the office

+ Teachers’ responses to incidents
in their classrooms look and feel
similar across classrooms

+ Students have a variety of oppor-
tunities to exhibit leadership and
are frequently recognized for their
contributions to the school community

+ Systems are in place to collect
and frequently review data on
attendance, tardies, and office
referrals especially identifying
students most frequently referred

+ Teachers designate roles and
responsibilities within the classroom
(e.g. classroom jobs for every student)

* Teachers create student-led
experiences in their classrooms
and throughout the school (e.g.
student government, classroom
activities; small group sessions;
class meetings; and activities)
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Elements

Ineffective
Unacceptable practice
and outcomes

Basic
Inconsistent practice
and outcomes

Attachments Part A: Project Narrative Attachments

LEADERSHIP BEHAVIORS

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

Effective
Consistent practice
and outcomes

Highly Effective

Exceptional practice and outcomes

+ build capacily of other leaders

1. Includes Families
as Ongoing Partners
in Progress and
Achievement

Does not make time to
meet with families

Respectfully shares the
school values with families
and with the community

Informs families of learning
expectations and specific
ways they can support
their children’s learning

Continuously creates two-way
links between family presence
in the school environment and
the instructional program

2. Builds Ongoing
Relationships

Does not enhance
relationships with families
or community members

Articulates a belief in relation-
ships as part of the fundamen-
tal work critical to success

as a school leader, but may
not successfully establish

or enhance relationships

Enhances and maintains
trusting relationships among a
variety of stakeholder groups

Develops school-wide capacity
to establish trusting relation-
ships and supports positive
relationships amongst others

3. Incudes Multiple
Voices and
Perspectives

Is sometimes disrespectful
and/or sometimes excludes
voices from community
forums to discuss

school performance

Asks for feedback to a
developed plan, but does not
seek input when developing
the plan from multiple voices

Incorporates different per-
spectives into decisions and
creates forums to hear multiple
and dissenting view points

Learns from and encourages

dissenting voices to gain new
perspectives and improve the
school’s instructional program

4. Partners with
Community

Does not identify or
cultivate essential com-
munity partnerships and/
or maintains partnerships
with misaligned groups

Assesses school part-
nerships to determine
alignment to goals

Maintains partnerships with
partners aligned to goals

and allocates time and
resources to aligned partners

Ensures all external partners are
invested in the school’s goals and
regularly reviews partnerships to
ensure continued alignment

3. Maintains a
Positive Tone in
Communication
and Interactions
with Families
and Community
Members

Publicly disrespects or

is dismissive to families

or community members;
response to concerns is
handled with no profes-
sional or cultural sensitivity

Sets expectations about pro-
cess/tone for greeting visitors
to the school, especially fami-
lies, and trains relevant staff
on these expectations and on
cultural differences that may
be found within the community

Makes families and com-
munities feel valued, respects
cultural norms and language
differences, responds to
concerns and engages in
authentic two-way com-
munication with families

Creates a school-wide culture in
which all parties respect cultural
norms and language differences
and make themselves accessible
and approachable to families and
members of the community

Examples
of Evidence

+ Families are included and
invested in the school
community and their
perspectives are included
in plans for school improve-
ment (e.g. family engage-
ment and survey data)

« Alliances with in-school
organizations, religious
institutions, and community
organizations are present
and ongoing and com-
munity leaders are active
partners in the leader’s
decision making process

« Families are actively
involved in key student
learning demonstrations
(presentations, student-
family-teacher conferences)

+ Training is available for
parents by literacy and math
coaches on how to help
their children with grade
level reading and math.

+ Parents are surveyed about
how best the school can
communicate with them.

+ Parent-teacher themed

“teach-ins” are held for teach-
ers to listen to feedback from
parents while parents will
share their ideas, concerns
and strategies for improving
the way the school functions
on behalf of their children
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Attachments Part A: Project Narrative Attachments

LEADERSHIP BEHAVIORS

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

Elements Ineffective Basic Effective Highly Effective
Unaccepliable practice Inconsistent practice Consistent practice Exceptional practice and outcomes
and outcomes and outcomes and outcomes + build capacity of other leaders

1. Maintains Infrequently or inaccurately Develops an initial plan Communicates effectively Creates a communication plan with

Communications
Plan

describes school’s instruc-
tional program to stake-
holders and does not tailor
message to the audience

to communicate with key
community leaders and
school system managers
and articulates school goals
and instructional program
with key decision makers

with stakeholders, connects
conversations to school
goals, the instructional
program, and values

key messages for all audiences, that
includes multiple communication
mediums and timelines for rollout

and that is able to share the school
vision with community/political leaders
to engage their support; connects
conversations to school goals, the
instructional program, and values

2. Builds There is little or no com- Develops systems to enhance Creates expectations and puts Creates structures with mul-
Communication munication with families communication with families structures in place for ongoing tiple pathways for stakeholder
Structures or other stakeholders and the community; ensures communication from teachers group members to collaborate,
responses to family concerns to families about student exhibit and develop leadership, and
are handled expeditiously progress beyond report cards guide the direction of the school
and parent conferences using
available District technology
and other means, ensures
responses to family concerns
are handled expeditiously
3. Maintains Does not communicate Regularly communicates Ensures that families receive Ensures that families and stakeholders
Frequent information about the information about the regular communication receive frequent communication about

Communication

instructional program and/
or information about the
individual student effec-
tively or consistently with
families and stakeholders

instructional program and/
or information about the
individual student effectively
to families and stakeholders

about the progress of their
children, information about
the instructional programs
and available interventions

the progress of their children as well
as key school events and information

Examples
of Evidence

« Artifacts of consistent
communication between
families and school
are present (student
progress reports, family
access to grades)

« Structures are in place to
ensure that all stake-
holders have multiple
opportunities to engage
in a dialogue with mem-
bers of school leadership

- Stakeholders have
multiple ways to com-
municate with the staff

» Communications
from stakeholders
are responded to in
a timely manner, with
appropriate tone and
with a tailored message

PR/Award # S374A120066
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VI. SYSTEMS AND OPERATIONS
a) Develops, implements, and monitors a clear plan for school
improvement and adjusts systems and strategy based on progress

Attachments Part A: Project Narrative Attachments

LEADERSHIP BEHAVIORS

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

Elements

Ineffective
Unacceptable practice
and outcomes

Basic
Inconsistent practice
and outcomes

Effective
Consistent practice
and outcomes

Highly Effective
Exceptional practice and outcomes
+ build capacily of other leaders

1. Utilizes Data
Driven Decision
Making

Does not use data to drive
decisions and/or uses

a limited range of data
when making decisions

Uses detailed student
achievement results, atten-
dance, and current school
practices to inform decisions

Engages stakeholdersin a
comprehensive assessment
of the school’s strengths/
weaknesses that includes
student learning outcomes,
predictive indicators (e.g.
classroom and periodic
assessments, attendance) to
guide school-wide decisions

Engages stakeholders in a continuous
process to make data-driven decisions
through the analysis of annual data,
summative data, periodic assessments,
classroom tests, teacher designed tests
and the plan for school improvement

2. Sets Targets
and School-wide
Priorities

Does not identify targets
or priorities for school
improvement and has no
way to track progress

Uses district goals to set tar-
gets and priorities for improve-
ment focusing on areas where
the school has not met past
targets or goals and creates
processes to gather data
within action plan to monitor,
track, and review progress

Uses district goals to set
specific grade level and
content area targets and
priorities for improvement
using the outputs from a
school-wide assessment and
sets milestones and bench-
marks for implementation and
student progress to monitor
progress toward goals and
adjusts strategies as needed

Based on district goals and a
school-wide assessment and review
of student data; works with staff to
determine appropriate grade and
content area targets; builds capacity
of instructional staff to monitor,
track, and review progress and
develops processes to systemati-
cally adjust strategies as needed

3. Develops and
Monitors Systems

Does not develop or
monitor systems to ensure
initiative implementation

Develops systems that attempt
to implement and monitor
school and district initiatives

Develops systems to ensure
consistent implementation
and monitoring of school
and district initiatives

and priority areas

Develops staff capacity to lead and
innovate to constantly modify and
improve systems and ensures that

all initiatives and priority areas are
supporting achievement of all students

Examples
of Evidence

+ School priorities are pub-
lic and assigned —with a
common understanding
of short and long term
milestones and goals

+ Clear milestones and
benchmarks for student
outcome progress—
including specific targets
for student sub-groups
as well as grade
cohorts —and school
practice implementa-
tion are in place

Results of the school
assessment are publicly
shared with the staff
and with members

of the community

School assessment
results are used to
inform school deci-
sions and the plan for
school improvement

All staff are familiar with
priorities for improvement
and details of the school
improvement plan
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VI. SYSTEMS AND OPERATIONS

b) Organizes school time effectively to support instructional and staff development priorities

Attachments Part A: Project Narrative Attachments

LEADERSHIP BEHAVIORS

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

Elements

Ineffective
Unacceptable practice
and outcomes

Basic
Inconsistent practice
and outcomes

Effective
Consistent practice
and outcomes

Highly Effective
Exceptional practice and outcomes
+ build capacily of other leaders

1. Develops a Year
Long Calendar

Does not have a devel-
oped calendar of events
for staff, students, and
families and/or makes
last minute and frequent
changes to the calendar

Establishes a basic calendar
for periodic assessments
and some professional
development activities

Establishes a calendar of pro-
fessional development times
and topics, Leadership Team
meetings, and assessments
that includes designated time
to re-teach any content follow-
ing the assessment —aligns
all dates with district initiatives

Institutionalizes an integrated calendar
of professional learning, periodic
assessments, and Leadership Team
meetings that is aligned to school
goals and district initiatives and builds
the capacity of department and grade
level leaders to collaborate on the
development of the school calendar

2. Creates a
Consistent
Schedule

Does not create teacher
team meetings or com-
mon meeting times

Creates schedule that ensures
teacher team meetings have
specific purpose and intent

and that they occur regularly;
creates class schedules that
ensure that all students are
receiving both core instruction
and any necessary interventions

Creates schedule that ensures
teacher team meetings

occur regularly and class
schedules that ensure that

all students are receiving

both core instruction and any
necessary interventions

Builds staff capacity to support
the development of the schedule
and ensures that schedules
allow for inter-visitations within
and across grade levels

3. Delegates Tasks
to Staff Members

Does not delegate tasks
that should clearly be done
by others or delegates inap-
propriate responsibilities

Delegates to a few staff
members, but resorts to
completing many tasks alone

Delegates appropriate tasks to
appropriate staff and regularly
checks on progress, and has
a backup plan to ensure that
tasks will be completed

Builds staff capacity to lead complex
projects, delegates critical responsibili-
ties to others and has systems in place
to follow-up and track progress

4. Manages
Personal Time
Effectively

Manages time poorly and
is frequently distracted
by time-wasting or low
impact activities

Aligns a majority of own time
to the school priorities (e.g.
Supervision of Instruction
and Investing in Teacher
Quality), but may engage

in time-wasting activities

Tracks how own time is

used and adjusts how time

is spent to ensure that high
leverage activities and

school priority areas (e.g.
Supervision of Instruction and
Investing in Teacher Quality)
are given adequate time

Tracks how own time is used and
adjusts how time is spent; collaborates
with staff to create plans for the year,
month, week, and day, aligning their
time with the highest-leverage activities
(e.g. Supervision of Instruction and
Investing in Teacher Quality)

Examples
of Evidence

+ Detailed daily/weekly
schedule of classes,
curriculum focus (such as
literacy blocks), student
interventions, teacher
team meetings, and PD
sessions is public and
managed by Leadership
Team members

- Every moment of avail-
able time—in and out of
the traditional school day
—is focused on increas-
ing student achievement

- Facilitation of meetings
rotates amongst leader-
ship team members,
master teachers and
potentially all staff

+ School calendar of pro-
fessional development,
interim assessments and
re-teaching is in place

« Daily/weekly schedules
create adequate time for
all student interventions
and adult development
activities and are flexible
enough to adjust to new
priorities and needs

PR/Award # S374A120066
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VI. SYSTEMS AND OPERATIONS

¢) Allocates resources effectively to support shared vision and school goals

Attachments Part A: Project Narrative Attachments

LEADERSHIP BEHAVIORS

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

Elements

Ineffective
Unacceptable practice
and outcomes

Basic
Inconsistent practice
and outcomes

Effective
Consistent practice
and outcomes

Highly Effective
Exceptional practice and outcomes
+ build capacily of other leaders

1. Aligns Resources
to School-wide

Allocates resources to
initiatives that do not

Navigates available human,
fiscal, physical, and technolog-

Uses staff input to allocate
human, fiscal, physical, and

Collaborates with staff and community
to creatively utilize and leverage

Goals support school-wide ical resources internal to the technological resources existing school, community and district
initiative or goals school or district but does not in alignment with mission resources, and relentlessly accesses
align budget to school goals and student learning goals, additional human and fiscal resources
and assesses external that align to strategic priorities
resources to fill gaps
2. Manages Mismanages resources Develops skills in planning Effectively plans and man- Continually assesses and reassesses
Resources and exceeds budget and managing a fiscally ages a fiscally responsible resources with staff, school councils
regularly and/or is unable responsible budget that budget with members of the (SSC/ELAC/CEAC) and community
to complete the budgeting supports school’s goals staff and the school councils stakeholders to ensure that spend-
process in a timely manner (SSC/ELAC/CEAC) to ensure ing and cash flow are within budget
that spending and cash and that all spending is in service of
flow are within budget, to student learning needs; builds staff
support the school’s goals, capacity to support management of
and to ensure the school has grade and/or subject area budgets
long-term financial security
3. Creates a Does not ensure that the Ensures that the school Ensures that the school Ensures that the school environment

Healthy and Safe
Environment

school is safe and does not
have a safe school plan

environment is safe and
implements a safe school plan

environment is safe and has
staff lead parts of the safe
school plan implementation

is safe and a healthy environment for
all students; involves all stakeholders
in the development and implementa-
tion of the safe school plan

Examples
of Evidence

« Finances and other
resources are aligned
with strategic priorities

+ Existing community
partnerships are
audited for the quality
of student experience

- External partners/
programs are aligned
with school’s key
goals around student
achievement and social/
emotional development

+ School building is clean
and safe—all basic
facilities (bathrooms,
windows, sinks, locks)
are in working order

PR/Award # S374A120066
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VI. SYSTEMS AND OPERATIONS

d) Complies with legal and ethical requirements in relationships with all stakeholders

and follows all applicable state, federal, and district policies, procedures and guidelines

Attachments Part A: Project Narrative Attachments

LEADERSHIP BEHAVIORS

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

Elements

Ineffective
Unacceptable practice and outcomes

Effective
Consistent practice
and outcomes

1. Maintains Ethical
Relationships

Allows or takes illegal action within the school or does not imme-
diately investigate accusations or evidence of illegal activities

Consistently meets legal requirements for work relation-
ships and takes swift appropriate actions when inap-
propriate conduct is reported or observed

2. Creates
Equitable
Opportunities

Allows members of the school community to
be treated differently and/or unfairly

Provides for equitable opportunities and results throughout
the learning community (e.g. may establish open access to
all classes for any student who expresses an interest)

3. Demonstrates
Expectation of
Ethical Behavior

Behaves in a way that violates and is in conflict with the
policies the school has outlined for staff, students and
families and/or allows unethical behaviors to go unchecked

Works with staff, students, and families to establish a framework
of ethical norms, beliefs, and values to govern behavior inside
and outside the learning community and clearly communicates
ethical expectations and ensures those expectations are aligned
with the vision and mission of the learning community

4. Maintains SPED
Requirements

Does not meet federal requirements for SPED students
and violates individual rights and entitlements

Consistently meets federal requirements for SPED students
by implementing the least restrictive environment provision,
planning the transition of students with disabilities from school
to adulthood, developing Individualized Education Programs
(IEPs) and accessing individual rights and entitlements

5. Meets IDEA
Requirements

Does not meet all IDEA requirements
for students with disabilities

Consistently meets IDEA requirements for students with
disabilities including ensuring equality of opportuni-
ties and full participation in all parts of student life

6. Effectively
Manages Data

Misuses and/or mismanages student level
data and reports inaccurate scores

Is conscientious about the ethical reporting and use of data; consistently
follows district and state policies and ensures that staff are fully compliant

7. Maintains Safety

Violates safety laws that protect the safety
and well-being of students

Demonstrates competence in federal and state laws ensur-
ing the safety and well being of children/youth

8. Demonstrates
Appropriate
Use of Funds

Misappropriates funds and/or reports inaccurate
information on how funds were appropriated

Determines appropriate use of funds and reports accu-
rate information on how funds were appropriated

9. Maintains
Student

and Family
Confidentiality

Does not follow FERPA protocols or policies
to maintain and protect student privacy

Follows FERPA by maintaining students’ privacy by keep-
ing student level data and student records and all information
directly related to students (e.g. counseling, mental health
supports, and/or details of students’ home life) confidential

Examples of Evidence

+ Structures and systems
are in place to review
compliance with all laws

+ There are audits of all finances
to ensure that all fiscal regula-
tions are being maintained

+ There are audits of student
data to ensure that the privacy
of all students is maintained

» Structures support pri-
vacy of student data

+ All SPED requirements are met
and audited to ensure that all
students’ needs are being met

» Completed Administrator
Certification Forms are
submitted twice a year

- Legal statutes that support the
health, well-being and safety
of adults and students (e.g.
Bullying and Hazing Policies;
Injury and lliness Prevention
Programs; Child Abuse and
Neglect reporting require-
ments; Sexual Harassment
Policies; and responses to
hate-motivated incidents
and crimes) are followed

Implements ethics policies

Publishes and disseminates
nondiscrimination notices and
requirements for the treatment
of students with disabilities

Maintains and updates

a Safe School Plan and
organizes a plan for crisis
intervention and a student and

PR/Award # S374A120066

22 | LAUSD School Leadership Framework | Developed by New Leaders for New Schools | Septeages ¢3 32011

employee security policy



GLOSSARY

Attachments Part A: Project Narrative Attachments

LEADERSHIP BEHAVIORS

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

Courageous Conversations—Courageous Conversation is

a phrase rooted in critical race theory (see appendix for more
description of critical race theory). To have a courageous con-
versation, leaders must create the conditions that will allow the
school community to engage, sustain and deepen internalized,
intra-racial, and inter-racial dialogue about race, racial identity
and institutional racism. In the LAUSD context, this definition is
expanded to also include ethnicity, socio-economic background,
sexual orientation, and other differences that might have histori-
cally led to unfair treatment. These conversations are a vehicle
to examine schooling and to improve student achievement.

Curricular Materials —Documents, artifacts, texts and any
other resources that support instruction; resources should be
aligned to both the standards and student learning needs.

Curriculum—While there are many definitions of curriculum
here it is defined as a set of courses, course work, and content.
This definition separates the what (curriculum) from the how
(instruction). The curriculum is a road map that describes where
each learning experience fits in a given unit or field of endeavor,
as well as how all experiences and units fit in the big picture

of what students should know and be able to do. Units and
lessons are developed by considering all components of the
curriculum framework and determining how the activities and
strategies will help students understand necessary concepts
and gain new skills to successfully meet district learning goals.

Diverse Learners—Diverse learners include English Language
Learners, Standard English Learners, students with disabilities,
gifted students and students who may come from diverse
backgrounds that differ from the majority of the population.

Examples of evidence—Because it is not always pos-
sible to observe a leader’s behaviors or actions, the
examples of evidence include actions of teachers and
staff as well as artifacts, systems and other indica-
tors that the leader has taken a specific action.

Lesson Plan Template—As part of the Supporting
Educators Initial Implementation Phase Pilot, LAUSD
is launching a common Lesson Plan Template that
complements the Teaching and Learning Framework.

Multiple observers—Observers can be members of the
leadership team and/or other administrators or lead teachers.

Novice —Developing and aspiring leaders who
are emerging in their leadership practice

Norming—Coming to consensus regarding what a trait means
in connection to specific skills at a specific grade level. Norming
is a part of inter-rater reliability and is necessary to ensure that
teachers are assessed consistently regardless of the evaluator.

Personal Resolve—Personal resolve speaks both
to leaders demonstrating firmness of purpose and
determination in the face of adversity. Effective
principals must be able to negotiate their way through
barriers, overcome obstacles and solve problems.

Social emotional skills—Skills that help students recognize
and manage emotions, care about others, make good decisions,
behave ethically and responsibly, develop positive relation-
ships, and avoid negative behaviors. It is the process through
which students enhance their ability to integrate thinking,
feeling, and behaving in order to achieve important life tasks.
These skills include: self esteem, sense of purpose, resiliency,
control over their future and aptitude to build relationships.

Standards—Standards focus on core conceptual understand-
ings and procedures and enable teachers to identify and to
teach core concepts and procedures well —and to give students
the opportunity to master them. The standards identify what is
essential and what is able to be assessed. The standards are
high level and are a framework on which a curriculum is built.

Student Voice—Structures for student voice allow
students to share who they are, what they believe and
why the believe what they do with their peers, parents,
teachers, and their entire school. These structures cre-
ate opportunity for students to express their opinions
and make decisions regarding the planning, implementa-
tion, and evaluation of their learning experiences.

Teaching and Learning Framework—The Teaching and
Learning Framework outlines the work of teachers and supports
effective instructional practices. A goal of both the Teaching and
Learning Framework and the School Leadership Framework

is to develop a common language amongst practitioners and

to make the expectations for teachers and leaders explicit.

Urgency—The demonstration that improving student
achievement and student learning is a pressing
issue that needs to be the focus of the school.

21st century skills —21st century learners use real-world
digital and other research tools to access, evaluate and
effectively apply information appropriate to tasks; work
independently and collaboratively to solve problems and
accomplish goals; communicate information clearly and
effectively using a variety of tools/media in varied contexts for

a variety of purposes; demonstrate innovation, flexibility and
adaptability in thinking patterns, work habits, and working/learn-
ing conditions; and effectively apply the analysis, synthesis, and
evaluative processes that enable productive problem solving.

PR/Award # S374A120066
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Attachments Part A: Project Narrative Attachments

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

APPENDIX
. ____________________________________________________________________________________________________________

Exploring Critical Race Theory Addltlonal Resources on 21st Century Skills

The term critical race theory typically refers to a specific set
of practices and theories advanced in the 1990s primarily

by African American, Latino, and Asian American legal
scholars. A more expansive definition of critical race theory
refers to a broad constellation of historical and contemporary
theories that have actively engaged the prevailing racial
theories of particular times and/or social contexts.

Contemporary critical race theory demonstrates many of the
following distinguishing features and/or preoccupations:

- Critical race theory typically strives to advance a social
justice framework. Unlike traditional scholarly research
that investigates and/or explains how race and racism are
organized and operate, critical race theory also aims to
redress social inequalities. This is what makes it “critical.”

« Critical race theory draws upon paradigms of intersec-
tionality. Recognizing that race and racism work with and
through gender, ethnicity, class, sexuality and/or nation
as systems of power, contemporary ctitical race theory
often relies upon and/or investigates these intersections.

+ In the post-9/11 period, contemporary critical race theory
has shown increased interest in three main areas:

Materialist analyses of race and racism, in particular

Regional Educational Laboratory and the Metiri
Group. All rights reserved. This work was produced
in whole or in part with funds from the Institute of
Education Sciences (IES), U.S. Department of
Education, under contract number ED-01-CO-0011.

Partnership for 21st Century Skills, 177 N. Church
Avenue, Suite 305 Tucson, AZ 85701 520-623-2466 -
www. 21stcenturyskills.org—The Center for 21st Century
Skills @ EDUCATION CONNECTION www.skills21.org

Consensus Alignment, Six Among Equals by
Jonathan Costa & Dan Cogen-Drew, Center for
Digital Learning & Center for 21st Century Skills
respectively @ EDUCATION CONNECTION.

ISTE/NETS—® 2007 International Society for
Technology in Education. ISTE® is a registered trade-
mark of the International Society for Technology in
Education. National Educational Technology Standards
(NETS-S) and Performance Indicators for Students.

enGauge 21st Century Skills—© 2003 by the North Central

Murphy, J., Elliott, S. N., Goldring, E., & Porter, A. C.
(20086). Learning-Centered Leadership: A Conceptual
Foundation. New York: The Wallace Foundation.

the ways in which globalization is a racialized pro-
cess that intersects with ethnicity and religion.

Structures of power, in particular the workings of
nation-states and nationalist ideologies. Questions
of democracy, empire, transnationalism and
imperialism now complement critical race theory’s
earlier attention to structures of the American
social welfare state and criminal justice system.

Cultural studies and discourse analysis, encompassing
work on areas as diverse as the body, ideologies, and
the significance of mass media and popular culture.
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LEA-wide Project Management
Chart of Key Personnel
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TIF Project Management Chart

Attachments Part A: Project Narrative Attachments
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1
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1
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Attachments Part A: Project Narrative Attachments

Project Management — Evaluation Plan

TIF Objectives, Outcomes and Data Sources

Data Sources
<
5 3 z
Bl 2| s Sl 2
Objectives and Outcomes 3| S = T T 2
AR
2l el LBl ol 2| 5
1 3| 2| 8| = °E"
s 21O | &= g
S| O| = 2| % 8
= = =)
N =
Obj. 1: | Use EGDC to evaluate all educators VoA V
MMES | Certify and calibrate all observers VoV V
Obj. 2: | Provide career ladder differentials to effective educators V
PBCS | Provide recruitment incentives to effective educators V
Provide retention incentives to effective educators V
Retain 90% of educators accepting retention incentives v VoY A
All educators in high-needs schools will be effective v V N
Obj. 3: | Base all key HC decisions on EGDC data V
HCMS | Develop data dashboards to support HC decisions V V
Obj. 4: | All PD will be evaluated and meet standards criteria V V
PD | All educators will access PD through the LMS V V
90% of educators will report satisfaction with v VoY
Master/Expert teacher supports
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Attachments Part A: Project Narrative Attachments

Project 2012-13 2013-14 2014-15 2015-16 2016-17
Component
HCMS Create HC data warehouse |Develop HC analytic Deploy HC analytic tools and training to central and school site leaders
function and reporting tools
Build LMS platform for Provide access to LMS platform to central and school site leaders and teacher
aligned and high-quality PD
Develop PD quality control [Evaluate PD for impact on educator practice using MMES data
mechanism
Build Framework-aligned video library Create additional Framework-aligned videos to supplement existing library
Use IGPs to guide PD selection
Offer access to Framework- |Continue to create Framework-aligned PD
aligned PD
PCBS Refine strategies and Using first year of MMES  |Conduct PBCS application
develop competitive data, recruit and select PBCS |process
application process with schools Fund career ladder positions
educator input Offer recruitment and retention incentives
PD Instructional Directors offer intensive support for principals at high-need schools

Expert and Master teachers provide school-based, job-embedded PD to teachers at high-

need schools
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Attachments Part A: Project Narrative Attachments

Project 2012-13 2013-14 2014-15 2015-16 2016-17
Component
MMES Finalize design of MMES  [Begin LEA-wide MMES Complete phase-in of annual [Continue implementation of annual, LEA-wide MMES
processes and components  [with 50% of teachers and |LEA-wide MMES for all with multiple observations for all educators
with educator input 100% of site administrators |LAUSD teachers with
multiple observations
Finalize approach to overall [Calculate overall rating for all assessed teachers and school leaders
rating, including student
growth
Identify and pilot additional |Administer LEA-wide Develop models for student growth calculations with other assessments
assessments in non-CST assessments in non-CST
subjects to develop student [subjects and reach 100%
growth measure coverage in the student
growth measure
Educator Convene PBCS working groups and incorporate feedback
Input and Convene a non-CST assessment working group and incorporate feedback
Support Conduct LMS working group and incorporate feedback
Incorporate educator feedback from surveys and focus groups for refinement of MMES
Sustainability |ldentify existing career Begin funding some of the TIF positions with matching Shift existing career ladder

ladder resources to support
the sustainability of TIF-
created roles

funds

resources to support the
sustainability of TIF-created
roles

Work with labor partners to explore possible shift away from single salary schedule
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Attachments Part B

Application Reference Charts

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

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

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

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

_ X LEA

Group Applications:

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

2 or more LEAs

One or more SEAs and one or more LEAs

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

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

Bl
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Instructions

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

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

Absolute Priority 1

Requirement or Priority

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

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

Attachment on
which this priority
or requirement is

discussed discussed

Absolute Priority 1: HCMS Section A — Human Capital | Pp 1-24 Attachments Part A:

To meet this priority, the applicant must Management System Implementation

include, in its application, a description of its Timeline

LEA-wide HCMS, as it exists currently and

with any modifications proposed for

implementation during the project period of the

grant.

(1) How the HCMS is or will be aligned with Section A Pp 4-8 Attachments Part A:
the LEA’s vision of instructional Section B.3 P 31 Teaching and
improvement; Learning Framework,

School Learning
Framework

(2) How the LEA uses or will use the Section A (1) Pp 10-14 Attachments Part A:
information generated by the evaluation Implementation
systems it describes in its application to Timeline

inform key human capital decisions, such as
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decisions on recruitment, hiring, placement,
retention, dismissal, compensation,
professional development, tenure, and
promotion;

(3) The human capital strategies the LEA uses | Section A.2 Pp 8-10 Attachments Part A:
or will use to ensure that high-need schools | Section A.2 (v) PBCS Pp 18-24 Implementation
are able to attract and retain effective Strategy 1 and 2 Timeline,
educators Project Narrative
References List
(4) Whether or not modifications are needed to | Section A Pp 3-24 Attachments: Part A

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

Requirement 3--Documentation of High-
Need Schools.

Implementation Plan

Attachments: Part C:
High Need

Documentation
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Absolute Priority 2

Requirement or Priority

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

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

Attachment on
which this priority
or requirement is

discussed discussed
Absolute Priority 2: Educator Evaluation Section B: Rigorous Pp 24-37 Attachments Part A:
Systems Multiple Measure Implementation
Evaluation System Timeline
To meet this priority, an applicant must include,
as part of its application, a plan describing how
it will develop and implement its proposed
LEA-wide educator evaluation systems. The
plan must describe-
(1) The frequency of evaluations, which must | Section B.4 P34 Attachments Part A:
be at least annually; Implementation
Timeline
(2) The evaluation rubric for educators that Section B.1 Pp 26-28 Attachments Part A:
includes at least three performance levels and Teaching and
the following-- Learning Framework,
School Leadership
Framework
(i) Two or more observations during each Section B.3 Pp 29-33 Attachments Part G:

evaluation period;

Teacher Growth and
Development Cycle
overview,

Multiple measures
overview,

Teacher Observation
Protocols
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its proposed LEA-wide educator evaluation
systems.

(i1) Student growth, which for the Section B.2 Pp27-30 Attachments Part G:
evaluation of teachers with regular Section B.4 Pp 33-37 AGT model
instructional responsibilities must be growth development
at the classroom level; and presentation,
AGT Technical
Report 2011-12
(ii1)) Additional factors determined by the Section B Pp 24-27 Attachments Part G:
LEA; Multiple measures
overview
(3) How the evaluation systems will generate | Section B.5 and B.6 Pp 35-37 Attachments Part G:
an overall evaluation rating that is based, in Multiple measures
significant part, on student growth; and overview
(4) The applicant’s timeline for implementing | Section B.4 P34 Attachments Part A:

Implementation
Timeline

Competitive Preference Priority 4

Requirement or Priority

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

discussed

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

Attachment on

which this priority

or requirement is
discussed

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

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

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

Introduction

P2
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(b) An assurance that each LEA to be served by

the project is a rural local educational agency (as
defined in the NIA).

Competitive Preference Priority 5

Requirement or Priority

Title of Section or

Subsection in which this
priority or requirement is

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

Attachment on
which this priority
or requirement is

discussed discussed
Competitive Preference Priority 5: An Introduction P2 Attachments Part A:
Educator Salary Structure Based on Effectiveness | A.2 (v) Pp 18-24 Implementation
(if applicable) Timeline
To meet this priority, an applicant must propose,
as part of its PBCS, a timeline for implementing
no later than in the fifth year of the grant’s project
period a salary structure based on effectiveness for
both teachers and principals. As part of this
proposal, an applicant must describe--
(a) The extent to which and how each LEA will | A.2 (v) Pp 18-24
use overall evaluation ratings to determine
educator salaries;
(b) How each LEA will use TIF funds to support | A.2 (v) Pp 18-24
the salary structure based on effectiveness in the
high-need schools listed in response to
Requirement 3(a); and
(c) The extent to which the proposed A.2 (iii) Pp 14-17 Attachments Part A:
implementation is feasible, given that A2 (V) Pp 18-24 Implementation
implementation will depend upon stakeholder Section D Pp 43-50 Timeline
support and applicable LEA-level policies. Attachments Part D:
Support
Letters/AALA and
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district leaders
support letters
Attachments Part G:
UTLA Pilot MOU,
UTLA Stabilization
and Empowerment
agreement

Requirement 1

Requirement or Priority

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

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

Attachment on
which this priority
or requirement is
discussed

Requirement 1: Performance-Based
Compensation for Teachers, Principals, and Other
Personnel.

In its application, an applicant must describe, for
each participating LEA, how its proposed PBCS
will meet the definition of a PBCS set forth in the
NIA.

A2 ()

Pp 18-24

e Design Model 1 or 2

A2 ()

Pp 18-24

e PBCS Optional Features

A2 ()

Pp 18-24
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Requirement 2

Requirement or Priority

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

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

Attachment on
which this priority
or requirement is

discussed discussed
Requirement 2: Involvement and Support of Section D Pp 43-50 Attachments Part D:
Teachers and Principals AALA support letter,
In its application, the applicant must include-- educator
(a) Evidence that educators in each participating organizations’
LEA have been involved, and will continue to support letters,
be involved, in the development and Educators for
implementation of the PBCS and evaluation Excellence report,
systems described in the application; Our Schools Our
Voice report, Teach-
Plus-Los Angeles
memos, LAUSD
Initial
Implementation
Phase Feedback
reports, LAUSD
Teaching and
Learning Framework
feedback report
(b) A description of the extent to which the Section D Pp 43-50 Attachments Part D:
applicant has educator support for the proposed AALA support letter,
PBCS and educator evaluation systems; and educator
organizations’

support letters,
Educators for
Excellence report,
Our Schools Our
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Voice report, Teach-
Plus-Los Angeles
memos, LAUSD
Initial
Implementation
Phase Feedback
reports, LAUSD
Teaching and
Learning Framework
feedback report

(c) A statement indicating whether a union is
the exclusive representative of either teachers or
principals in each participating LEA.

Section A.1
Section D

PS5
Pp 43-50

Attachments Part D:
AALA Support
Letter
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Requirement 3

Requirement or Priority

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

Page Number(s) on

which this requirement
or priority is discussed

Attachment on
which this priority
or requirement is

discussed discussed
Requirement 3: Documentation of High-Need Section A.2 P9 Attachment Part C:
Schools High need
Each applicant must demonstrate, in its documentation

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

(a) A list of high-need schools in which the

Attachment Part C:

proposed TIF-supported PBCS would be High need
implemented; documentation

(b) For each high-poverty school listed, the Attachment Part C:
most current data on the percentage of students High need

who are eligible for free or reduced-price lunch documentation

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

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

Limited Free or School Proficient Algebra Program
English Students with Reduced African- Performance Proficient or 4-Year Improve-
Enroll- Proficient  Disabilities Price Lunch American Asian  Latino  White  Framework Advanced Proficientor Advanced  Cohort ment Title |

School Name ment # (%) (%) (%) (%) (%) (%) (%) Classification Advanced (%) (%) Grad Rate  Status eligible
153rd St

5822|Elementary 380 32% 12% 100% 31% 2% 62% 1%|1. Focus 38% 47%|--- - Year 5 No Y
24th St

7301|Elementary 624 47% 14% 100% 18% 0% 81% 0%|1. Focus 27% A1%|--- - Year 5 No Y
42nd St

3959|Elementary 320 13% 14% 100% 72% 0% 27% 1%|1. Focus 29% 40%|--- - Year 5 No Y
Civitas School of
Leadership @
Roybal High

8500[School 363 39% 11% 100% 1% 4% 93% 0%|1. Focus 24% 2% 3% 37%|Year 2 No Y
Flournoy

5781|Elementary 698 45% 11% 100% 28% 0% 70% 0%|1. Focus 33% 50%]--- - Year 5 No Y
Fremont Senior

8650|High 3498 33% 13% 100% 10% 0% 90% 0%|1. Focus 16% 4% 5% 37%|Year 5 No Y
Gompers Middle

8160[School 1077 26% 20% 100% 35% 0% 65% 0%|1. Focus 18% 14% 1%|-- Year 1 No Y
Griffith Joyner

5849|Elementary 805 40% 8% 100% 32% 0% 68% 0%|1. Focus 17% 31%]|--- - Year 1 No Y
HILLCREST DR

4528|Elementary 754 37% 9% 100% 44% 0% 54% 0%|1. Focus 28% 32%]|--- - Year 5 No Y
Huntington Park

8700|Senior High 3722 26% 11% 100% 0% 0% 99% 0%|1. Focus 24% 8% 8% 52%]|Year 5 No Y
Jordan Senior

8721|High 935 26% 12% 100% 20% 0% 80% 0%|1. Focus 11% 3% 2% 34%|Year 5 No Y
La Salle

4786|Elementary 561 21% 11% 100% 65% 0% 35% 0%|1. Focus 24% 30%]|--- - Year 5 No Y
Los Angeles
Teacher Prep
Academy
@Belmont High

8210|School 270 53% 1% 100% 2% 2% 91% 0%|1. Focus 10% 6% 12% 30%|Year 2 No Y
Mann Middle

8236|School 580 16% 24% 100% 54% 0% 45% 0%|1. Focus 17% 12% 12%|-- Year 5 No Y
Nimitz Middle

8268|School 1987 17% 10% 100% 0% 0% 99% 0%|1. Focus 36% 30% 31%]-- Year 5 No Y
Obama Global
Prep Middle

6868|School 1154 24% 15% 100% 33% 0% 67% 0%|1. Focus 20% 10% 5%]-- 0|No Y

PR/Award # S374A120066

Page 156

C1



Attachments Part C: High Need Documentation

Limited Free or School Proficient Algebra Program
English Students with Reduced African- Performance Proficient or 4-Year Improve-
Enroll- Proficient  Disabilities Price Lunch American Asian  Latino  White  Framework Advanced Proficientor Advanced  Cohort ment Met Title |

School Name ment # (%) (%) (%) (%) (%) (%) (%) Classification Advanced (%) (%) Grad Rate  Status eligible
Santana Arts
Academy

7404 |Elementary 570 65% 8% 100% 5% 3% 86% 3%]|1. Focus 23% 35%]|--- - 0|No Y
Santee Educ
Complex High

8716|School 2150 30% 11% 100% 6% 0% 94% 0%|1. Focus 16% 2% 3% 43%|Year 5 No Y
School of Visual
Arts &
Humanities @

8206|RFK High School 437 32% 11% 100% 0% 9% 84% 0%]1. Focus 31% 11% 12% 44%|Year 1 Yes Y
Sun Valley Middle

8396|School 1204 27% 14% 100% 2% 0% 96% 1%|1. Focus 28% 25% 30%]--- Year 5 No Y
Torres Eng & Tech

7773|High School 483 24% 11% 100% 0% 0%| 100% 0%|1. Focus 25% 7% 9%|--- 0|No Y
Torres
Hum/Art/Tech

7775|High School 495 26% 11% 100% 0% 0% 99% 0%|1. Focus 24% 3% 2%|--- 0|No Y
Weigand

7634|Elementary 413 55% 11% 100% 14% 0% 86% 0%|1. Focus 30% 47%|--- - Year 5 No Y
109th St

5836|Elementary 481 44% 10% 100% 23% 0% 76% 0%|2. Watch 34% 47%|--- - Year 3 No Y
20th St

7274|Elementary 647 47% 6% 100% 3% 0% 96% 0%|2. Watch 45% 64%|--- Year 5 No Y
2nd St

6575|Elementary 434 18% 13% 100% 2% 0% 97% 0%|2. Watch 40% 56%]|--- - Year 3 No Y
49th St

3932|Elementary 976 54% 6% 100% 7% 0% 93% 0%|2. Watch 31% 47%|--- Year 5 Yes Y
52nd St

3808|Elementary 815 51% 10% 100% 19% 0% 81% 0%|2. Watch 27% 38%]|--- - Year 5 No Y
54th St

3781|Elementary 370 6% 16% 100% 79% 2% 16% 0%|2. Watch 49% 51%]|--- - 0|No Y
Albion

2014|Elementary 351 41% 7% 100% 1% 20% 78% 1%|2. Watch 46% 57%]|--- - Year 2 No Y
Alta California

7398|Elementary 811 66% 11% 100% 2% 1% 96% 1%|2. Watch 26% 36%]|--- - 0|No Y
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Attachments Part C: High Need Documentation

Limited Free or School Proficient Algebra Program
English Students with Reduced African- Performance or Math Proficient or 4-Year Improve-
Enroll- Proficient  Disabilities Price Lunch American Asian  Latino  White  Framework Advanced Proficientor Advanced  Cohort ment Title |

School Name ment # (%) (%) (%) (%) (%) (%) (%) Classification (%) Advanced (%) (%) Grad Rate  Status eligible
Ambassador
School of Global
Leadership @ RFK

7771|High School 664 28% 12% 100% 5% 12% 77% 1%|2. Watch 26% 10% 7%|--- No Y
AMBSDR-Global

2369|Educ Elementary 379 69% 7% 100% 5% 16% 74% 2%|2. Watch 36% 51%|--- No Y

2137|Ann Elementary 151 41% 13% 100% 5% 3% 90% 0%|2. Watch 43% 51%]|--- - Year 1 No Y

8609|Arleta Senior High| 1656 17% 11% 100% 1% 0% 95% 1%|2. Watch 29% 7% 9% 75%|Year 4 No Y
Buchanan

2603 |Elementary 531 25% 10% 100% 1% 1% 87% 3%|2. Watch 49% 57%]|--- - Year 1 No Y
Budlong

2616|Elementary 978 45% 8% 100% 19% 0% 80% 0%|2. Watch 42% 57%|--- Yes Y
Bushnell Way

2671|Elementary 439 38% 11% 100% 3% 1% 90% 3%|2. Watch 34% 43%|--- - Year 3 No Y
Camellia

2726|Elementary 812 53% 10% 100% 0% 0% 98% 1%|2. Watch 34% 50%]--- - Year 5 No Y
Canoga Park

2753|Elementary 865 52% 10% 100% 1% 2% 89% 3%|2. Watch 43% 57%]|--- - Year 5 No Y
Cardenas

7401|Elementary 540 59% 11% 100% 5% 1% 90% 4%|2. Watch 36% 53%]|--- - No Y
Century Park

2945|Elementary 426 10% 14% 100% 71% 0% 28% 0%|2. Watch 48% 54%]|--- - Year 5 No Y

3014|Chase Elementary| 696 54% 10% 100% 1% 5% 88% 3%|2. Watch 41% 65%|--- Year 1 No Y
City Terrace

3096|Elementary 462 23% 12% 100% 2% 7% 89% 1%|2. Watch 47% 58%]|--- - Year 2 No Y
Clinton Middle

8062|School 979 31% 12% 100% 6% 0% 94% 0%|2. Watch 24% 20% 14%|--- Year 4 No Y
Cochran Middle

8245|School 1161 26% 13% 100% 20% 0% 79% 0%|2. Watch 27% 24% 25%]|--- Year 5 No Y
Columbus Middle

8102|School 856 23% 15% 100% 3% 6% 81% 6%|2. Watch 37% 33% 73%]|--- Year 5 No Y
Compton

3205|Elementary 365 43% 11% 100% 29% 0% 71% 0%|2. Watch 39% 40%|--- - Year 5 No Y

3315|Dena Elementary 482 40% 6% 100% 1% 0% 99% 0%|2. Watch 36% 42%|--- Year 5 No Y
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Attachments Part C: High Need Documentation

Limited Free or School Proficient Algebra Program
English Students with Reduced African- Performance Proficient or 4-Year Improve-
Enroll- Proficient  Disabilities Price Lunch American Asian  Latino  White  Framework Advanced Proficientor Advanced  Cohort ment

School Name ment # (%) (%) (%) (%) (%) (%) (%) Classification Advanced (%) (%) Grad Rate  Status
Eastman

3521|Elementary 1152 18% 9% 100% 1% 0% 98% 0%|2. Watch 29% 50%]--- - Year 5 No
El Dorado

3541|Elementary 569 49% 14% 100% 1% 1% 96% 1%|2. Watch 42% 54%]|--- - Year 4 No
Estrella

2942|Elementary 500 56% 9% 100% 6% 0% 94% 0%|2. Watch 34% 41%|-- No
Florence

3890|Elementary 845 43% 8% 100% 1% 0% 99% 0%|2. Watch 43% 49%|--- Year 1 No
Ford Blvd

3918|Elementary 1247 45% 13% 100% 0% 0% 100% 0%|2. Watch 40% 55%]--- - Year 5 No
Foshay LC Middle

8132|School 2041 17% 8% 100% 15% 0% 84% 0%|2. Watch 37% 21% 16% 81%|Year 5 No
Fulton College
Prep Middle

8142|School 2219 26% 15% 100% 3% 2% 89% 3%|2. Watch 29% 16% 11% 69%]|Year 5 No
Gage Middle

8151|School 2537 21% 10% 100% 0% 0% 99% 0%|2. Watch 30% 29% 38%]--- Year 5 No
Glassell Park

4123|Elementary 561 57% 12% 100% 1% 1% 94% 1%|2. Watch 39% 50%]--- - Year 3 No

4260|Grant Elementary 685 41% 10% 100% 1% 6% 72% 15%|2. Watch 45% 57%]|--- - Year 3 No
Griffin

4301|Elementary 601 57% 9% 100% 0% 19% 80% 0%|2. Watch 36% 57%|--- Year 1 No
Hamasaki

6274|Elementary 429 29% 21% 100% 0% 1% 98% 0%|2. Watch 39% 52%]|--- - Year 5 No
Harbor City

4425|Elementary 504 50% 12% 100% 9% 1% 86% 3%|2. Watch 45% 65%]|--- - Year 4 No
Harmony

4681|Elementary 820 55% 8% 100% 7% 0% 93% 0%|2. Watch 36% 47%|--- Year 5 No
Harrison

443g|Elementary 577 46% 6% 100% 0% 0% 99% 0%|2. Watch 32% 52%|--- Year 5 No
Hillside

4534|Elementary 395 34% 12% 100% 2% 10% 88% 1%|2. Watch 43% 59%]|--- - Year 5 No
Holmes

4562 |Elementary 375 34% 5% 100% 17% 5% 78% 0%|2. Watch 35% 48%|--- Year 5 No
Huerta

2944 Elementary 424 67% 7% 100% 2% 0% 97% 0%|2. Watch 28% A1%|--- - No

2943|Jones Elementary 330 65% 9% 100% 1% 0% 99% 0%|2. Watch 31% 42%]|-- No
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Attachments Part C: High Need Documentation

Limited Free or School Proficient Algebra Program
English Students with Reduced African- Performance Proficient or 4-Year Improve-
Enroll- Proficient  Disabilities Price Lunch American Asian  Latino  White  Framework Advanced Proficient or Advanced  Cohort ment

School Name ment # (%) (%) (%) (%) (%) (%) (%) Classification Advanced (%) (%) Grad Rate  Status
Judith Baca Arts
Academy

6886|Elementary 656 52% 5% 100% 13% 0% 87% 0%]|2. Watch 20% 33%|-- No
Kennedy

4696|Elementary 453 43% 10% 100% 0% 0% 98% 1%|2. Watch 34% 44%]--- Year 2 No
Kim Academy

8064 |Middle School 878 25% 10% 100% 2% 8% 86% 0%]|2. Watch 34% 19% 17%|--- Year 1 No

6869|Knox Elementary 843 46% 9% 100% 22% 0% 78% 0%|2. Watch 29% 42%]|-- No
Limerick

4881|Elementary 930 46% 11% 100% 4% 6% 82% 5%|2. Watch 39% 59%]|--- - Year 5 No
Lincoln Senior

8729]High 2081 22% 11% 100% 1% 21% 76% 0%|2. Watch 30% 11% 7% 61%]|Year 5 No

4904|Logan Elementary 486 42% 10% 100% 1% 7% 91% 0%|2. Watch 34% 54%]|--- - Year 5 No
Lorena

4945|Elementary 763 42% 10% 100% 0% 0% 99% 0%|2. Watch 33% 44%|--- Year 5 No
Los Angeles Acad

8200[Middle School 1771 26% 10% 100% 9% 0% 91% 0%]|2. Watch 32% 25% 27%|--- Year 5 No
Los Angeles High
School of the Arts

8501|@RFK 410 26% 12% 100% 3% 6% 88% 0%|2. Watch 29% 16%|--- 53% No
Los Feliz

4986|Elementary 374 37% 6% 100% 2% 7% 51% 37%|2. Watch 52% 65%|--- Year 3 No

5113|Mack Elementary 404 43% 11% 100% 23% 1% 75% 1%|2. Watch 40% 56%|--- Year 4 Yes
Madison Middle

8230[School 1604 24% 12% 100% 3% 3% 69% 22%|2. Watch 44% 30% 32%|--- Year 5 No
Maywood
Academy Senior

8882 High 1273 19% 10% 100% 0% 0% 99% 0%|2. Watch 35% 8% 9% 71%]|Year 5 No
Mc Kinley

6658|Elementary 783 45% 7% 100% 20% 0% 80% 0%]|2. Watch 38% 41%]--- Year 5 No
Mid-City Magnet

3500|Elementary 285 21% 4% 100% 28% 1% 68% 2%|2. Watch 47% 48% A2%]|--- Year 4 No

5321|Miller Elementary [ 1075 42% 10% 100% 18% 0% 81% 0%]|2. Watch 42% 49%]--- Year 4 No
Monte Vista

5384|Elementary 557 41% 13% 100% 0% 1% 96% 1%|2. Watch 40% 51%]|--- - Year 1 No
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Mosk Elementary

7402 420 38% 8% 100% 10% 5% 75% 7%|2. Watch 39% 48%|--- - No
Murchison

5438|Elementary 554 35% 14% 100% 2% 0% 97% 0%|2. Watch 39% 50%|-— Year5 No
New Open World
Academy

7783|Elementary 1029 51% 10% 100% 2% 8% 86% 0%|2. Watch 29% 31% 9%]|--- Year 1 No
Oxnard

5918|Elementary 497 33% 13% 100% 2% 2% 91% 4%|2. Watch 50% 62%]|--- - Year 3 No
Panorama City

5604 |Elementary 724 56% 10% 100% 1% 2% 94% 1%|2. Watch 33% 50%]--- - Year 5 No
Parks Lrn Ctr

3576|Elementary 718 64% 12% 100% 2% 2% 95% 0%|2. Watch 36% 51%|--- Year 4 Yes
Plasencia

3247|Elementary 790 38% 9% 100% 3% 2% 90% 4%|2. Watch 40% 50%|--- Year 5 No
Raymond Ave

6219|Elementary 555 33% 9% 100% 35% 0% 65% 0%|2. Watch 35% 41%|--- Year 5 No
Rosemont

6370|Elementary 578 41% 13% 100% 3% 3% 81% 1%|2. Watch 45% 59%]|--- - Year 2 No
San Gabriel

6466|Elementary 680 35% 9% 100% 1% 0% 98% 0%|2. Watch 41% 55%|--- Year 5 No

6589|Selma Elementary| 263 41% 13% 100% 5% 2% 85% 7%|2. Watch 43% 43%|--- Year 4 No
Sierra Park

6753|Elementary 555 22% 12% 100% 0% 2% 96% 1%|2. Watch 38% 48%|--- - Year 2 No
South East Senior

8881|High 2931 23% 10% 100% 1% 0% 99% 0%|2. Watch 33% 7% 1% 60%]|Year 5 No
Stanford

6904 |Elementary 844 42% 5% 100% 0% 0% 99% 1%|2. Watch 46% 56%|--- Year 3 No

6918|State Elementary 678 46% 12% 100% 0% 0% 100% 0%|2. Watch 36% 55%]--- - Year 5 No
Stoner

6952 |Elementary 355 59% 14% 100% 3% 1% 93% 2%|2. Watch 37% 60%]|--- - Year 5 No
Sylvan Park

7027|Elementary 862 56% 9% 100% 2% 1% 94% 2%|2. Watch 35% 43%|--- Year 5 No
Torres ELA Perf

geos|\"ts High School | 51 21% 10% 100% 1% o%| 98%|  1%|2. watch 22% 3% 29%| - No
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Torres
Renaissance High

7772|School 470 24% 10% 100% 0% 0% 100% 0%|2. Watch 33% 6% 6%]|--- No Y
Torres Soc Jst

7777|-shp High Schooll o0 22% 13% 100% 0% o%|  99% 0%|2. Watch 19% 1% 3%|-— No |y
Tweedy

7260|Elementary 655 32% 8% 100% 0% 0% 98% 1%|2. Watch 49% 61%|--- Year 3 No Y
Van Nuys

7438|Elementary 544 59% 14% 100% 2% 1% 95% 2%|2. Watch 38% 58%]|--- - Year 3 Yes Y
Wadsworth

7589|Elementary 814 61% 8% 100% 3% 0% 96% 0%|2. Watch 29% 49%|--- Year 5 No Y
Walnut Park

4640|Elementary 932 38% 6% 100% 0% 0% 100% 0%|2. Watch 45% 54%]|--- - Year 5 No Y
West Athens

7644 Elementary 789 42% 9% 100% 28% 0% 71% 0%|2. Watch 29% 43%|--- - Year 5 No Y
Waestern

7671|Elementary 599 39% 13% 100% 30% 0% 70% 0%|2. Watch 38% 57%]|--- - Year 5 Yes Y
Winnetka

7836|Elementary 458 49% 15% 100% 3% 13% 79% 3%|2. Watch 48% 66%|--- - Year 5 No Y
Wisdom

6872|Elementary 871 51% 9% 100% 9% 0% 91% 0%|2. Watch 37% 47%|--- No Y
28th St 3. Service &

7288|Elementary 800 65% 9% 100% 1% 0% 98% 0%|Support 33% 54%]|--- - Year 5 No Y
59th St 3. Service &

3795|Elementary 383 30% 14% 100% 45% 0% 55% 1%|Support A1% 59%]|--- - Year 5 No Y
Audubon Middle 3. Service &

8028|School 826 12% 17% 100% 62% 0% 36% 0%|Support 43% 35% 58%]--- Year 5 Yes Y
Gratts Learning
Academy for
Young Scholars
(GLAYS) 3. Service &

2385|Elementary 624 57% 9% 100% 3% 0% 95% 0%|Support 29% 45%|--- - Year 5 No Y
King Middle 3. Service &

8208|School 1516 14% 11% 100% 2% 12% 64% 13%|Support 56% 48% 349%]--- Year 5 No Y
Korenstein 3. Service &

7399|Elementary 579 52% 7% 100% 2% 1% 93% 3%|Support 33% 53%]|--- - No Y
Liechty Middle 3. Service &

8058|School 1312 36% 12% 100% 2% 1% 96% 1%|Support 29% 30% 21%]--- Year 3 No Y
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Virgil Middle 3. Service &
8462|School 1216 29% 14% 100% 2% 1% 87% 1%|Support 36% 37% A2%]|--- Year 5 No Y
118th St
5740|Elementary 595 50% 8% 100% 19% 0% 80% 0%|4. Achieving 46% 69%]|--- - Year 5 No Y
Leadership in
Entertainment &
Media Arts Performance
(LEMA) @ Lincoln Data Not Yet
7753|High School 350 28% 100% 1% 10% 87% 1%|Available Y
Libra Academy @
Linda Esperanza
Marquez HS Performance
(South Region Data Not Yet
7725|High School #7) 334 13% 100% 0% 0% 99% 0%|Available Y
93rd St
5582|Elementary 1105 47% 10% 96% 21% 0% 79% 0%|2. Watch 34% 50%]--- - Year 4 No Y
Belvedere
2397|Elementary 918 48% 10% 96% 0% 0% 99% 0%|2. Watch 31% 45%|--- Year 5 No Y
Graham
4219|Elementary 832 52% 6% 95% 3% 0% 96% 0%|2. Watch 38% 54%|--- Year 5 No Y
Humphreys
4616|Elementary 826 49% 6% 95% 0% 0% 99% 0%|2. Watch 39% 58%|--- Year 5 Yes Y
7534|Vine Elementary 596 48% 13% 95% 2% 1% 94% 1%|2. Watch 45% 55%|--- Year 4 No Y
Dr Julian Nava
Learning
Academies -
Business &
Technology Performance
School (CR Middle Data Not Yet
5173|School #7) 366 41% 13% 95% 5% 0% 95% 0%|Available Y
4356|Anton Elementary| 941 38% 9% 94% 0% 0%| 100% 0%|2. Watch 34% 52%|--- Year 5 No Y
Dayton Heights
3356|Elementary 603 43% 14% 94% 4% 6% 84% 1%|2. Watch 53% 66%|--- 0|No Y
Russell
6438|Elementary 957 52% 9% 94% 11% 0% 89% 0%|2. Watch 41% 58%|--- Year 5 Yes Y
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San Fernando

8358 Middle School 1435 26% 15% 94% 1% 0% 97% 1%|2. Watch 32% 32% 33%]--- Year 5 No

6849|Soto Elementary 276 47% 19% 94% 0% 0%| 100% 0%|2. Watch 36% 52%|--- Year 4 No
Alexandria

2041|Elementary 792 58% 11% 93% 1% 4% 90% 1%|2. Watch 38% 51%|--- Year 5 No
Orchard
Academies 2C

5154|middle School 427 23% 12% 93% 0% 0% 98% 1%|2. Watch 20% 17% 11%]--- No
Shenandoah

6671|Elementary 564 55% 11% 93% 9% 0% 88% 2%|2. Watch 40% 60%|--- Year 1 No
Bethune Middle 3. Service &

8060|School 1295 25% 9% 93% 13% 0% 87% 0%|Support 26% 29% 28%|--- Year 5 No
Edison Middle 3. Service &

8113|School 1168 24% 12% 93% 3% 0% 97% 0%|Support 31% 38% 40%]|--- Year 5 No
ARTLAB @ Performance
Sotomayor LA (CR Data Not Yet

7708|High School #13) 242 20% 16% 93% 2% 2% 88% 2%|Available
The Los Angeles
River School @
Sotomayor
Learning Performance
Academies (CR Data Not Yet

8577|High School #13) 280 17% 14% 93% 0% 1% 91% 1%|Available
LA School of
Global Studies

8774|High School 370 19% 6% 92% 1% 2% 92% 1%|2. Watch 32% 7% 11% 72% Yes
Telfair

7068|Elementary 982 47% 10% 92% 0% 0% 99% 0%|2. Watch 37% 51%|--- Year 3 No
Dr Julian Nava
Learning
Academies -
School of Arts & Performance
Culture (CR Data Not Yet

8070|Middle School #7) 366 33% 13% 92% 4% 0% 95% 0%|Available
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Academic
Leadership
Community @
Contreras LC High

8207|School 414 31% 13% 91% 2% 1% 94% 0%|1. Focus 35% 12% 10% 54%]|Year 2 No
Orchard
Academies 2B

5153|Mmiddle School 441 22% 17% 91% 0% 0% 97% 2%|2. Watch 29% 15% 9%]|--- No
Garfield Senior 3. Service &

8679|High 2542 19% 10% 91% 1% 0% 99% 0%|Support 39% 23% 23% 62%|Year 5 No
YES Academy

4658|Elementary 661 36% 12% 90% A1% 0% 59% 0%|1. Focus 30% 39%]|--- - Year 5 Yes
61st St

6808|Elementary 565 46% 7% 90% 13% 0% 87% 0%|2. Watch 41% 57%|--- Year 1 No
66th St

6822|Elementary 925 51% 8% 90% 8% 0% 91% 0%|2. Watch 45% 55%|--- Year 3 No
Cohasset

3137|Elementary 608 53% 14% 90% 3% 2% 91% 2%|2. Watch 40% 57%|--- Year 5 No
Contreras LC High

8517|School 943 27% 9% 90% 1% 1% 97% 0%|2. Watch 29% 7% 9% 64%|Year 4 No
Saticoy

6565|Elementary 584 43% 13% 90% 1% 4% 50% 41%|2. Watch 53% 65%|--- Year 2 Yes
Vista Middle

8117|School 1550 28% 15% 90% 3% 0% 93% 1%|2. Watch 29% 23% A1%]|--- Year 5 No
Miramonte

5329|Elementary 1377 53% 7% 89% 1% 0% 98% 0%|2. Watch 33% 43%|--- Year 5 No
New Tech SH @

8771|Jeff Senior High 342 21% 3% 89% 1% 0% 99% 0%|2. Watch 33% 7% 5% 56%|Year 1 No
Parthenia

6027|Elementary 693 45% 9% 89% 3% 2% 88% 3%|2. Watch 44% 58%|--- Year 3 No
San Fernando
Institute of
Applied Media
(SFIAM) @ San Performance
Fernando Middle Data Not Yet

6501|School 395 23% 89% 1% 0% 97% 1%|Available
Hughes

2375|Elementary 885 36% 8% 88% 1% 0% 97% 2%|2. Watch 40% 55%|--- Year 5 No
Montara Ave

6878|Elementary 876 39% 8% 88% 0% 0% 99% 0%|2. Watch 45% 61%|--- Year 1 No
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Parmelee
6021|Elementary 956 42% 11% 88% 5% 0% 95% 0%|2. Watch 40% 52%|--- Year 5 No Y
Southeast Middle
8153|School 1327 22% 10% 88% 0% 0% 99% 0%|2. Watch 32% 24% 13%|--- Year 5 No Y
Pio Pico Middle
4980|School 668 25% 15% 88% 7% 1% 91% 0%|4. Achieving 41% 49% 78%]|--- Year 5 No Y

School of History
& Dramatic Arts

@ Sotomayor LA Performance
(CR High School Data Not Yet
7707|#13) 247 17% 12% 88% 1% 3% 90% 2%|Available Y

South Region
High School #2 -

Public Service Performance
Community Data Not Yet
8867|School 292 31% 7% 88% 2% 0% 98% 0%|Available Y

South Region
High School #2 -

The Green Design Performance
Community Data Not Yet

7719|School 315 32% 12% 88% 3% 0% 96% 0%|Available Y
68th St

6795|Elementary 1050 43% 9% 87% 17% 0% 83% 0%|2. Watch 41% 55%|-— Year5 No Y
Burbank Middle

8066|School 859 14% 12% 87% 2% 2% 91% 1%|2. Watch 40% 38% 49%|--- Year5 No Y
Carver Middle

8094|School 1133 31% 10% 86% 8% 0% 92% 0%|1. Focus 17% 19% 11%|--- Year 1 No Y
Broad Ave

2527|Elementary 827 24% 9% 86% 3% 1% 89% 3%|2. Watch 36% 59%|--- Year5 No Y
Brockton

2548|Elementary 251 53% 16% 86% 5% 5% 76% 10%|2. Watch 39% 46%|--- Year 1 No Y
Social Justice
Humanitas
Academy
@Chavez
Learning Performance
Academies High Data Not Yet

7716|School 459 13% 7% 86% 3% 0% 95% 2%|Available Y
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Drew Middle

8112|School 1177 28% 12% 85% 17% 0% 83% 0%|1. Focus 20% 20% 24%|--- Year 5 No
Alexander Sci Ctr
Elementary

5111|School 644 27% 7% 85% 24% 2% 72% 1%|2. Watch 43% 58%|-— Year 3 No

4767|Lane Elementary 407 20% 14% 85% 0% 1% 98% 0%|2. Watch 46% 57%|-— Year 1 No
Ramona

6178|Elementary 733 55% 13% 85% 2% 1% 82% 9%|2. Watch 44% 62%|-— Year 2 No
Wilson Senior

8618|High 2058 17% 13% 84% 1% 4% 94% 1%]|1. Focus 28% 8% 7% 59%|Year 5 No
Osceola

5894|Elementary 385 38% 12% 84% 2% 1% 92% 2%|2. Watch 41% 51%|-— Year 3 No
Hollenbeck

8179|Middle School 1367 20% 15% 83% 1% 0% 98% 1%|2. Watch 30% 22% 9%|--- Year5 No
Irving Middle

8189|School 660 19% 20% 83% 1% 4% 88% 1%|2. Watch 40% 29% 43%|--- Year5 No
Coliseum

3178|Elementary 292 25% 17% 82% 62% 0% 36% 0%|1. Focus 29% 39%|--- Year 4 No
Jefferson Senior

8714|High 1628 34% 13% 82% 7% 0% 92% 0%|1. Focus 15% 1% 2% 34%|Year 5 No
Avalon Gardens

2247|Elementary 215 17% 11% 82% 69% 0% 31% 0%|2. Watch 45% 38%|-— Year 1 No
Figueroa

3822|Elementary 443 44% 12% 82% 19% 0% 81% 0%|2. Watch 36% 55%|-— Year5 No
Meyler

7342|Elementary 827 47% 7% 82% 7% 3% 81% 3%|2. Watch 43% 56%|-— Year 1 No
ArTES Academy
@Chavez
Learning Performance
Academies High Data Not Yet

7715|School 347 22% 9% 82% 7% 0% 86% 2%|Available
Crescent Hts
L/A/S/)

328g|Elementary 374 18% 7% 81% 49% 1% 46% 2%|2. Watch 54% 55%|-— Year 1 No
Muir Middle

8255|School 1270 31% 13% 81% 20% 0% 80% 0%|2. Watch 23% 18% 33%]|—- Year5 No

PR/Award # S374A120066
Page e167

Cc12



Attachments Part C: High Need Documentation

Limited Free or School Proficient Algebra Program
English Students with Reduced African- Performance or Math Proficient or 4-Year Improve-
Enroll- Proficient  Disabilities Price Lunch American Asian  Latino  White  Framework Advanced Proficientor Advanced  Cohort ment Met Title |

School Name ment # (%) (%) (%) (%) (%) (%) (%) Classification (%) Advanced (%) (%) Grad Rate  Status AYP eligible
The Academy of
Scientific
Exploration
@Chavez
Learning Performance
Academies High Data Not Yet

7717|School 304 22% 10% 81% 3% 0% 94% 2%|Available Y
Manhattan Place
Elementary

5110 383 17% 10% 80% 62% 0% 35% 0%|2. Watch 26% 36%]|--- - Year 5 No Y
Purche

6158|Elementary 557 11% 13% 80% 72% 1% 25% 0%|2. Watch 46% 55%|--- No Y
Van Nuys Senior

8893|High 2865 16% 10% 80% 1% 15% 62% 11%|2. Watch 50% 31% 14% 49%|Year 4 No Y
Vanalden

7411|Elementary 410 36% 7% 80% 7% 8% 67% 15%|2. Watch 48% 61%|--- Year 3 No Y

Performance

SR High School #2] Data Not Yet

7721|Perf Arts 311 30% 12% 80% 5% 0% 93% 1%|Available Y
Los Angeles

8736|Senior High 1961 25% 13% 79% 12% 6% 79% 1%|1. Focus 26% 9% 3% 46%|Year 5 No Y
Markham Middle

8237|School 1202 25% 15% 79% 27% 0% 72% 0%|1. Focus 19% 15% 8%]|--- Year 1 No Y
Escalante

6873|Elementary 625 52% 11% 79% 0% 0% 97% 2%|2. Watch 32% 48%|--- - No Y
Arlington Hts

2192|Elementary 637 59% 11% 78% 14% 2% 82% 1%|2. Watch 40% 56%|--- Year 4 No Y
Micheltorena

5288|Elementary 279 28% 20% 78% 3% 4% 84% 8%|2. Watch 42% 50%|-— Year 3 No Y
Mulholland

8259|Middle School 1620 19% 17% 76% 4% 1% 86% 5%|2. Watch 38% 29% 35%]|--- Year 5 No Y

5986|Palms Elementary| 416 40% 15% 76% 18% 9% 64% 7%|2. Watch 47% 54%|--- Year 2 No Y
South Region
High School #2 -
The
Communication & Performance
Technology Data Not Yet

7718|School 307 27% 12% 76% 8% 0% 92% 0%|Available Y
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Canoga Park

8571|Senior High 1742 22% 15% 75% 5% 3% 82% 7%|2. Watch 39% 23% 18% 65%|Year 5 No Y
Hooper

4575|Elementary 1241 53% 11% 75% 6% 0% 94% 0%|2. Watch 27% 46%|--- Year5 No Y
Bernstein Senior

8696|High 1156 32% 13% 74% 2% 3% 84% 6%|1. Focus 23% 3% 3% 49%|Year 2 No Y
6th Ave

6781|Elementary 741 45% 9% 74% 22% 0% 77% 1%|2. Watch 30% 45%|--- Year5 No Y
University Senior

8886|High 2058 11% 9% 74% 19% 10% 58% 10%|2. Watch 46% 13% 7% 66%|Year 5 No Y
Westside
Leadership Mag

3311|Elementary 380 16% 9% 74% 20% 1% 72% 6%|2. Watch 43% 41% 12%|--- Year 3 No Y
Annalee

2146|Elementary 371 4% 14% 73% 86% 1% 9% 1%|2. Watch 42% 46%|--- Year 2 No Y
Bonita

2473|Elementary 479 19% 16% 73% 10% 4% 47% 4%|2. Watch 49% 61%]|-— Year 3 No Y
Broadacres

2530|Elementary 262 2% 11% 73% 92% 1% 5% 0%|2. Watch 49% 62%|-— Year 2 Yes Y

8683|Grant Senior High [ 2448 17% 12% 73% 4% 2% 64% 27%]2. Watch 39% 12% 11% 56%|Year 5 No Y
Van Deene

7419|Elementary 405 25% 12% 73% 6% 4% 75% 7%|2. Watch 48% 56%|-— Year 2 No Y
Cimarron

3082|Elementary 317 4% 19% 72% 90% 0% 8% 1%|2. Watch 43% 52%|-— Year 1 No Y
Cortines VAPA
(Central High 3. Service &

8516|School #9) 1524 10% 6% 72% 11% 5% 68% 10%|Support 52% 13% 12% 71%]|Year 1 No Y
Fleming Middle

8127|School 1685 11% 10% 71% 16% 2% 68% 7%|2. Watch 45% 32% 22%|—-- Year5 No Y
International St

8701|LC High School 861 14% 8% 71% 1% 0% 99% 0%|2. Watch 42% 20% 18% 61%|Year 5 No Y
Marshall Senior

8750|High 2901 15% 10% 71% 2% 10% 65% 11%|2. Watch 44% 15% 5% 67%|Year 4 No Y
Windsor M/S
Aero Mag

7822|Elementary 630 3% 5% 71% 90% 1% 8% 0%|2. Watch 51% 62%|-— Year 1 Yes Y
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Dorsey Senior
8600|High 1414 16% 17% 70% 54% 0% 45% 0%|1. Focus 20% 5% 6% 44%|Year 5 No Y
Bradley
Eng/Human Mg
7123|Elementary 401 10% 10% 70% 76% 0% 23% 0%|2. Watch 33% 47%|--- Year 2 No Y
8690|APEX High School 354 32% 10% 69% 1% 1% 93% 4%|1. Focus 12% 4% 2% 35%|Year 1 Yes Y
Gardena Senior
8664|High 1900 14% 11% 69% 24% 1% 67% 1%|1. Focus 28% 1% 1% 49%|Year 5 No Y
Monlux
5342|Elementary 770 28% 9% 69% 3% 4% 39% 51%|2. Watch 58% 65%|--- Year 1 No Y
South Gate Senior
8871|High 3313 21% 9% 68% 0% 0% 99% 0%|2. Watch 33% 13% 12% 70%]|Year 5 No Y
Sylmar Senior
8878|High 2672 17% 12% 67% 2% 0% 94% 2%]|1. Focus 33% 7% 10% 61%]|Year 5 No Y

Carthay Center

2849|Elementary 376 20% 9% 65% 43% 7% 35% 12%|2. Watch 53% 55%|--- Year 3 No Y

4973|Lorne Elementary 670 14% 12% 64% 6% 8% 59% 20%|2. Watch 59% 74%|-- Year 1 No Y
107th St

5857|Elementary 920 50% 7% 63% 25% 0% 74% 0%|1. Focus 30% 42%]|-- Year 5 No Y
President

6148|Elementary 487 14% 14% 63% 21% 5% 52% 14%|2. Watch 53% 62%|--- Year 3 No Y
Harte Prep

8170|Middle School 1051 21% 12% 62% 27% 0% 72% 0%]1. Focus 26% 19% 14%|--- Year5 No Y
Kennedy Senior

8725|High 2519 10% 14% 59% 4% 3% 79% 9%|2. Watch 42% 20% 13% 60%|Year 4 No Y
Narbonne Senior

8779|High 3338 10% 11% 58% 17% 3% 64% 7%|2. Watch 43% 17% 13% 60%|Year 4 No Y
Calvert

2712|Elementary 413 13% 19% 57% 11% 6% 43% 33%|2. Watch 54% 57%|--- Year 4 No Y
UCLA Community
School

7780|Elementary 977 55% 8% 57% 2% 15% 78% 0%|2. Watch 30% 30% 7%|—- Year 1 No Y
Venice Senior

8907|High 2302 12% 12% 57% 9% 6% 69% 14%|2. Watch 43% 24% 16% 57%|Year 5 No Y
Carson Senior

8575|High 2826 7% 10% 56% 15% 2% 50% 3%|1. Focus 38% 10% 6% 49%|Year 5 No Y
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Attachments Part C: High Need Documentation

Limited School Proficient Algebra Program
English Students with Reduced African- Performance or Math Proficient or 4-Year Improve-
Enroll- Proficient  Disabilities Price Lunch American Asian  Latino  White  Framework Advanced Proficientor Advanced ment Met Title |
School Name ment # (%) (%) Classification (%) Advanced (%) (%) Grad Rate  Status eligible
Chatsworth
8583|Senior High 2740 11% 13% 53% 8% 12% 55% 20%|2. Watch 48% 20% 11% 73%]|Year 3 No Y
San Pedro Senior
8850 High 2972 6% 11% 52% 8% 2% 70% 17%|2. Watch 46% 12% 10% 53%]|Year 5 No Y
Performance
Data Not Yet
Academies of Available;
Education & demographic
Empowerment @ data from host
Carson High school Carson
7657|School 7% 10% 56% 15% 2% 50% 3%|SH
Performance
Data Not Yet
Available;
Academy of demographic
Medical Arts @ data from host
Carson High school Carson
7656|School 7% 10% 56% 15% 2% 50% 3%|SH
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ASSOCIATED ADMINISTRATORS OF LOS ANGELES

1910 W. Sunset Blvd., Suite 850
Los Angeles, CA 90026
(213) 484-2226
FAX (213) 484-0201

www.aalausd.com
July 26, 2012
Secretary Arne Duncan
U.S. Department of Education
400 Maryland Avenue

Washington, D.C. 20202
Dear Secretary Duncan:

I am writing to support the Los Angeles Unified School District (LAUSD) Teacher
Incentive Fund (TIF) grant application. The requirements of the grant are aligned with
the work LAUSD has been doing to improve student achievement at our highest-need
schools. Specifically, it would enhance the District’s efforts to develop the skills of
educators through the implementation of a performance review system based upon
multiple measures, career pathways designed to keep outstanding teachers in the
classroom and focused differentiated compensation.

Building leadership among teachers and administrators is essential for developing
effective leadership teams at the school and district level. Given the increase in the
number of new principals in the District, the TIF proposal’s professional development
plan is both timely and critical to the success of the teachers and students in our highest-
need schools.

Since 2009, Associated Administrators of Los Angeles (AALA) leadership and
membership have been represented on the Teacher Effectiveness Taskforce, presented
recommendations to the Board of Education for improving the current performance
evaluation systems, helped develop the LAUSD Teaching and Learning Framework,
School Leadership Framework, and convened focus groups to support this work. Further,
we have collaborated with the District and United Teachers, Los Angeles (UTLA) on a
variety of important projects to help improve student performance. We know that
effective leadership in every school is critical for helping all students reach their potential
for success.

As the exclusive representative of LAUSD administrators, including principals and
assistant principals, AALA strives to improve the existing systems and structures to
provide better support and development for our members. We look forward to continuing
our collaboration with the District during the planning and implementation years to
address workload and capacity challenges for our membership and, thus, to ensure that a
successful program is realized.

Sincerely yours,

(b)(6)

Dr. Judith PefeZ
AALA President

PR/Award # S374A120066
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Attachment Part D: Letters and Evidence of Support
MEMBERS OF THE BOARD ' LOS ANGELES UNIFIED SCHOOL DISTRICT

MONICA GARCIA, PRESIDENT ~ Administrative Office

TAMAR GALATZAN 333 South Beaudry Avenue, 24" Floor

BENNETT KAYSER Los Angeles, California 90017

MARGUERITE POINDEXTER LAMOTTE Telephone: (213) 241-7000

NURY MARTINEZ Fax: (213) 241-8442

RICHARD A. VLADOVIC, Ed.D.

STEVEN ZIMMER JOHN E. DEASY, Ph.D.

SUPERINTENDENT OF SCHOOLS

July 24, 2012

Secretary Arne Duncan

U.S. Department of Education
400 Maryland Avenue
Washington, D.C. 20202

Dear Secretary Duncan:

I am writing in support of the Los Angeles Unified School District’s (LAUSD) Teacher Incentive Fund
(TIF) grant application. When I made the decision to come to the Los Angeles Unified School District,
it was with the intention to make a difference for youth by way of what I deeply believe to be our
single greatest opportunity: through supporting and developing employees to ensure there is a highly
effective teacher in front of every student in every classroom across this district each and every day.
Through our District leadership, LAUSD has been clear in its commitment to making investments in
the development and support of our educators.

Research has had made it clear that classroom teachers are the most important in-school factor in a
student’s academic success. Study after study has shown that having an effective teacher can literally
make or break a child’s chance for success. This is especially true for our most vulnerable students.

As a school system, we have a duty to do everything we can to ensure every student is academically
prepared for success. Equally important, we have a duty to do everything we can to ensure that our
teachers are valued and supported in their effort to teach all students to high levels.

To that end, LAUSD has capitalized on a tremendous opportunity to make improvements on our
current teacher development and support system, more thoughtfully and faster than we ever have
before, in a way that identifies and builds on the strengths of our educators and provides them with
meaningful professional growth opportunities. This has been achieved by working in partnership with
teachers, administrators, students, parents, and community organizations to field-test a development
and evaluation system that includes multiple measures, is fair, grounded in research, and provides
usable and meaningful feedback in order to help all students achieve. This process was designed to
solicit and incorporate teacher feedback in a way where we can respond by make real-time
improvements to the tools.

We believe that teacher and administrator voices are essential to the effort to improve the ways they
are evaluated and supported throughout their careers. It is critical that we not only learn from the
classrooms and schools where exceptional teaching and learning is taking place, but that we provide an
systematized opportunity for teachers to bring their own expertise to the development of the basic
educational performance standards of the District.
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July 24, 2012
Page 2

As an organization, we are responsible for the education of nearly 700,000 students. It is clear that
providing the students in our diverse district with the best possible education will require change and
comprehensive reform in the way teachers and school leaders are recruited, compensated, evaluated,
developed and retained. It is critical that we maintain the momentum for systematic improvement that
currently exists, in the second largest district in the country. This grant will provide the District with
the resources to continue developing and implementing the comprehensive system to establish an
educator pipeline that will benefit students across Los Angeles and serve as a model for districts in our
state.

Thank you for your consideration of this proposal. We are enthusiastic about the opportunity this grant
will provide the Los Angeles Unified School District. Please contact me should you have any
questions regarding this letter.

Cordially,
(b)(6)

D Uonn E. Deasy {
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Los Angeles Unified School District MONICA GARCIA
Board of Education President
July 24, 2012

Secretary Arne Duncan

U.S. Department of Education
400 Maryland Avenue
Washington, D.C. 20202

Dear Secretary Duncan:

I am writing to unequivocally endorse the Los Angeles Unified School District’s (LAUSD) Teacher Incentive
Fund (TIF) grant application. This grant is perfectly aligned with the incredible work this District has been
engaged in since the Board of Education, under my leadership, passed the April 2009 Board Motion, Quality
Leadership and Teaching to Ensure a World Class Education For All. The Task Force that was formed as a
result of the resolution felt strongly that the focus areas of evaluation, tenure, differentiated compensation/career
pathways and support mechanisms are, by their very nature, interconnected and thus represent a comprehensive
approach to ensuring a highly effective teacher in every classroom and a highly effective leader for every
school.

As an organization we are responsible for the education of nearly 700,000 students. We know the most critical
difference in the academic success of a student is the quality of their teacher. It is clear that providing the
students in our diverse district with the best possible education will require change and comprehensive reform in
the way teachers and school leaders are recruited, compensated, evaluated, developed and retained. We must
continue to build upon the successes we have experienced to ensure that every child is prepared to read, write
and think critically; to attend college or begin a successful career; and to participate as an engaged member of
society.

The Los Angeles Unified School District has an incredible opportunity to create real systematic change in our
schools. Teachers have been asking for a better system that identifies and builds on their strengths as educators
and provides them with relevant professional growth opportunities. Talented teachers and administrators have
come together to explore new methods of reaching students, and they are seeing results. It is crucial that we
maintain this momentum.

This grant will provide the District with the resources to continue developing and implementing the
comprehensive system to establish an educator pipeline that will benefit students across Los Angeles and serve
as a model for districts in our state. Thank you for your consideration of this proposal. We are enthusiastic
about the opportunity this grant will provide the Los Angeles Unified School District. Please contact me should
you have any questions regarding this letter.

In the spirit of hope, e
(b)(s)

Moénica Garcia )

President

PR/Award # S374A120066 o
333 South Beaudry Avenue, 2: FIOO{; os Angeles, California 90017
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ANTONIO R. VILLARAIGOSA
MAYOR

July 25, 2012

Arne Duncan

United States Secretary of Education
US Department of Education

400 Maryland Avenue, SW
Washington, DC 20202

Re: Support for LAUSD’s Teacher Incentive Fund Grant Application
Dear Secretary Duncan:

I write to express my strong support for Los Angeles Unified School District's (LAUSD’s)
Teacher Incentive Fund (T1F) grant application. This grant would provide the District
with critical resources to sustain and accelerate efforts to build a data-informed system
of professional learning and support. This improved human capital system will position
the District to meet the high standards that our students, parents and educators
deserve.

LAUSD has been making great strides towards supporting its educators’ growth and
development. Since 2009, the District has researched, designed, and is now piloting a
multiple measure performance review system. At each stage of the system’s
development, LAUSD utilized a collaborative planning process to incorporate the input
of teachers, administrators, parents, and community partners with a vested interest in
the academic success of LAUSD students. To complement this work, LAUSD has
begun establishing systems that create multiple career pathways and differentiated
compensation in an effort to improve teacher effectiveness and, subsequently, student
achievement.

L.os Angeles children deserve high-quality schools that are led by strong teachers and
administrators. This grant would allow LAUSD to build upon the success of the
evaluation system pilot and strengthen the District’s other efforts to improve teaching
and learning. With the support of this grant, LAUSD would be one step closer to
ensuring its educators’ long-lasting positive impact on student success, in the classroom
and beyond.

200 NoRrTH SPRING SRRMWArd #1S374AT20086Es, CallFOQrRNIA 90012
R PHoNE: (213) 978-Pagaiet7@ ax: (213) $78-0750 )
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Secretary Duncan
July 25, 2012
Page 2

On behalf of L.os Angeles students and families, | express my support for LAUSD’s TiF
grant and respectfully request that you give it your fullest consideration.

Ve Iy yours,

ANTONIO R. VILLARAIGOSA
Mayor

ARV:rc
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COMMITTEES

§T5‘TBEO§‘§T2T§§ (Aﬁﬁpmhlg CHAIR, UTILITIES AND COMMERCE

SACRAMENTO, CA 94249-0051 kggégg&XE%NN“gENT
(916) 319-2051

FAX (916) 319-2151 @alifnrnia Cgﬁpgi ﬁlafurp wgg;ﬁlgCAEND COMMUNITY

DISTRICT OFFICE DEVELOPMENT
ONE WEST MANCHESTER BLVD. SUITE 601

INGLEWOOD, CA 90301

SELECT COMMITTEES
CHAIR, PROCUREMENT

(310) 412-6400 o
FAX: (310) 412-6354
WEBSITE STEVEN BRADFORD
WWW ASSEMBLY.CA.GOVIBRADFORD ASSEMBLYMEMBER, FIFTY-FIRST DISTRICT

June 18, 2012

Secretary Arne Duncan

U.S. Department of Education
400 Maryland Avenue
Washington, D.C. 20202

Re: LAUSD Teacher Incentive Fund Grant Application
Dear Secretary Duncan:

It is with great pleasure that I write this letter in support of the Los Angeles Unified School District’s
(LAUSD) Teacher Incentive Fund (TIF) grant application. This grant would support LAUSD’s effort to
implement innovative and transformative systemic changes for the broader LAUSD community.

As the elected representative in 51° Assembly District, my office has seen first-hand how LAUSD has been
proactive in responding to demands brought by parents, students, community organizations and teachers in
my district. One such case has been the district’s work on addressing teacher quality and professional
development. The district has researched, designed, and begun implementing a multiple measure
performance review system (Educator Growth and Development Cycle) in partnership with nearly 1,000
teachers, school leaders, and other instructional experts across the district. When fully implemented, this
will allow LAUSD to increase the effectiveness of its educators by providing targeted quality training. At
each stage of the program’s development, the District has proactively sought to include teachers,
administrators, parents, and community partners with a vested interest in the academic success of LAUSD
students.

Awarding LAUSD the TIF grant will build upon the success of this partnership and strengthen the
programs that support the District’s strategy to dramatically improve teaching and learning. Particularly it
would allow the district to develop a data-collection warehouse where employee data can be used to best
understand the status of our educators at every step in the pipeline and allow LAUSD to transform into a
continuous learning organization. Furthermore, it would allow the district to create an integrated
professional development program and a system of multiple career pathways, coupled with differentiated
compensation. It is important that the district continue to encourage excellence in its employees to ensure
such excellence is present in all students served by the district.

On behalf of the students and families in the 51*" Assembly District, I would like to express my complete
support for the District’s Teacher Incentive Fund grant application. Thank you for your consideration of
this proposal. I am excited about the opportunity this grant will provide the Los Angeles Unified School
District. Please contact me should you have any questions regarding this letter.

Sincerely,

STEVEN BRADFORD
Assemblymember, 51st District
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STATE CAPITOL
P.O. BOX 942849 h[
SACRAMENTO, CA 94249-0052 (Aﬁﬁkm g
(916) 319-2052

FAX (916) 319-2152 @alif Ju rtﬁa %U,Bgi ﬁlﬂfﬂf?

COMMITTEES
APPROPRIATIONS
GOVERNMENTAL ORGANIZATION

DISTRICT OFFICE Elections and Redistricting
2200 W. ARTESIA BLVD., SUITE Human services
210
COMPTON, CA 90220
(310) 223-1201

FAX (310) 223-1202

WEBSITE ISADORE HALL, III

www.assembly.ca.gov/hall

ASSEMBLYMEMBER, FIFTY-SECOND DISTRICT
Chair, Governmental Organization Committee

June 29, 2012

Secretary Arne Duncan

U.S. Department of Education
400 Maryland Avenue
Washington, D.C. 20202

Re: LAUSD Teacher Incentive Fund Grant Application

Dear Secretary Duncan:

It is with great pleasure that I write this letter in support of the Los Angeles Unified School District’s
(LAUSD) Teacher Incentive Fund (TIF) grant application. This grant would support LAUSD’s effort to
implement innovative and transformative systemic changes for the broader LAUSD community.

As the elected representative for the 52" Assembly District, my office has seen first-hand how LAUSD has
been proactive in responding to demands brought by parents, students, community organizations and
teachers in my district. One such case has been the district’s work on addressing teacher quality and
professional development. The district has researched, designed, and begun implementing a multiple
measure performance review system (Educator Growth and Development Cycle) in partnership with nearly
1,000 teachers, school leaders, and other instructional experts across the district. When fully implemented,
this will allow LAUSD to increase the effectiveness of its educators by providing targeted quality training.
At each stage of the program’s development, the District has proactively sought to include teachers,
administrators, parents, and community partners with a vested interest in the academic success of LAUSD
students.

Awarding LAUSD the TIF grant will build upon the success of this partnership and strengthen the
programs that support the District’s strategy to dramatically improve teaching and learning. Particularly it
would allow the district to develop a data-collection warehouse where employee data can be used to best
understand the status of our educators at every step in the pipeline and allow LAUSD to transform into a
continuous learning organization. It would also allow the district to create an integrated professional
development program and a system of multiple career pathways, coupled with differentiated compensation.
It is important that the district continue to encourage excellence in its employees to ensure such excellence
is present in all students served by the district.

On behalf of the students and families in the 52" Assembly District, I would like to express my support for

the District’s Teacher Incentive Fund grant application. Thank you for your consideration of this proposal.
Please contact me should you have any questions regarding this letter.

Sincerely,

e

ISADORE HALL, III
Assemblymember — 52 District
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STATE CAPITOL
srcmiG Sis Assenhly
916) 319-2054 . . o~ .
(918 315:2154 Fax Qalifornia gﬁegtﬁlafure
DISTRICT OFFICE

110 PINE AVENUE, SUITE 804

COMMITTEES

TRANSPORTATION, CHAIR

JOINT COMMITTEE ON EMERGENCY
MANAGEMENT, CHAIR

SELECT COMMITTEE ON PORTS, CHAIR
ACCOUNTABILITY AND ADMINISTRATIVE
REVIEW

www.asm.ca.gov/lowenthal

HEALTH
LON?S%E)A ot S Q002 BONNIE LOWENTHAL EVVIRONMENTAL SAFETY & TOXIC
FAX (562) 495-2983 ASSEMBLYMEMBER, FIFTY-FOURTH DISTRICT ALy
WEB SITE

June 26, 2012

Secretary Arne Duncan

U.S. Department of Education
400 Maryland Avenue
Washington, D.C. 20202

Re: LAUSD Teacher Incentive Fund Grant Application
Dear Secretary Duncan:

I write in support of the Los Angeles Unified School District’s (LAUSD) Teacher
Incentive Fund (TIF) grant application. This grant would support innovative and
transformative systemic changes for the broader LAUSD community.

As the representative of the 54th state Assembly District, I can tell you LAUSD has been
responsive to parents, students, community organizations and teachers in my district.
Leaders appear determined to improve teacher quality and professional development. The
district has researched, designed, and begun implementing a multiple-measure
performance-review system (IEducator Growth and Development Cycle) in partnership
with nearly 1,000 teachers, school leaders, and instructional experts.

The TII grant would allow educators to build on those new foundations for learning.

I encourage you to grant the District’s Teacher Incentive Fund application. Please don’t
hesitate to contact me should you have any questions regarding this letter.

Sincerely,
BONNIE LOWENTHAL
Assemblymember, 54th District
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COMMITTEES
ELECTIONS & COMSTITUTIONA]

Califarnta State Senate

SENATOR
KEVIN DE LEON ME AL TH
DEMOCRATIC CAUCUS CHAIR P
TWENTY-SECOND SENMATE DISTRICT JOINT COMMITTEES

CEGSD ATIVE ALY

R4 W

July 26. 2012

Secretary Arne Duncan

U.S. Department of Education
400 Maryland Avenue
Washington. D.C. 20202

Re: LAUSD Teacher Incentive Fund Grant Application

Dear Secretary Duncan:

[t is with great pleasure that [ write this letter in support of the Los Angeles Unified School District’s
(LAUSD) Teacher Incentive Fund (T1F) grant application. This grant would support LAUSD s effort 1o
implement innovative and transformative systemice changes for the broader LAUSD community.

As the elected representative in Senate District 22 my office has seen first-hand how LAUSD has been
proactive in responding to demands brought by parents. students. community organizations and teachers in my
district. One such case has been the district’s work on addressing teacher quality and professional
development. The district has researched. designed. and begun implementing a multiple measure performance
review system (L3ducator Growth and Development Cycle) in partnership with nearly 1.000 teachers. school
leaders. and other instructional experts across the district. When fully implemented. this will allow LAUSD to
increase the effectiveness ol its cducators by providing targeted quality training. At cach stage of the
program’s development. the District has proactively sought to include teachers, administrators. parents, and
community partners with a vested interest in the academic success of LAUSD students.

Awarding LAUSD the TiF grant will build upon the success of this partnership and strengthen the programs
that support their stratcgy to dramatically improve teaching and learning. Particularly it would allow the
District to develop a data-collection warchouse where employee data can be used Lo best understand the status
of our educators at every step in the pipeline and allow LAUSD to transform into a continuous lcarning
organization. Furthermore. it would allow the District 1o create an integrated professional development
program and a system of multipte career pathways. coupled with differentiated compensation. It is important
that the District continue to encourage excellence in its employees to ensure such excellence is present for all
students.

On behalf of the students and families in Los Angeles, | would like o express my complete support lor the
LAUSD s Teacher Incentive Fund grant application, Thank yvou for your consideration of this proposal. 1 am
excited about the opportunity this grant will provide the Los Angeles Unified School District.

Thank you for your consideration. I'd be happy to discuss this with you. Please Teed [ree to call me at 916-651-
4022,

Sincerely,
I

Iy

£ e -

‘KEVIN DE LEON

Twenty-Second Scnate District PR/Award # S374A120066
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alitorniag State Senate

June 20, 2012 .43‘

Secretary Arne Duncan

U.S. Department of Education
400 Maryland Avenue
Washington, D.C. 20202

Dear Secretary Duncan,

As a California State Senator and a longtime middle school teacher, | am writing in support of
the Los Angeles Unified School District's (LAUSD) Teacher Incentive Fund (TIF) grant
application. This grant would support LAUSD'’s effort to implement innovative and transformative
systemic changes for the broader LAUSD community.

The district has researched, designed, and begun implementing a multiple measure
performance review system, Educator Growth and Development Cycle, in partnership with
nearly 1,000 teachers, school leaders, and other instructional experts across the district. When
fully implemented, this will allow LAUSD to increase the effectiveness of its educators by
providing targeted training. At each stage of the program’s development, the district has
proactively sought to include teachers, administrators, parents and community partners with a
vested interest in the academic success of LAUSD students.

Awarding LAUSD the TIF grant will build upon the success of this partnership and strengthen
the programs that support the district’'s strategy to dramatically improve teaching and learning.
Particularly it would allow the district to develop a data-collection warehouse where employee
data can be used to best understand the status of our educators at every step in the pipeline
and allow LAUSD to transform into a continuous learning organization. Furthermore, it would
allow the district to create an integrated professional development program and a system of
multiple career pathways, coupled with differentiated compensation.

Thank you for your consideration of this proposal. It is important that the district continue to
encourage excellence in its employees to ensure such excellence is present in all students
served by the district. If you have any questions, please contact Marie Lakin in my office at
(818) 876-3352.

Sincerely,

Fran Pavley
California State Senator, District 23

PR/Award # S374A120066
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CAPITOL OFFICE

California State Senate

ey otz SENATOR
S RODERICK D. WRIGHT

INGLEWOOD DISTRICT OFFICE

ONE MANCHESTER BLVD., SUITE 600 TWENTY-FIFTH SENATE DISTRICT
INGLEWOOD, CA 90301
(310) 412-0393 Representing the Communities of Alondra Park, Athens, Compton,
FAX (310) 412-0996 Gardena, Florence-Graham, Hawthorne, Inglewood, Ladera Heights,

Lawndale, Long Beach, Los Angeles, Palos Verdes Peninsula, San
Pedro, Watts, Westchester, Westmont, and Willowbrook

E-mail:senator.wright@senate.ca.gov

www.sen.ca.gov/wright

June 27, 2012

Secretary Arne Duncan

U.S. Department of Education
400 Maryland Avenue
Washington, D.C. 20202

Dear Secretary Duncan:

GOVERNMENTAL ORGANIZATION
CHAIR

BUDGET & FISCAL REVIEW

BUDGET SUBCOMMITTEE #1
ON EDUCATION

ENERGY, UTILITIES &
COMMUNICATIONS

HUMAN SERVICES
SELECT COMMITTEES:

CALIFORNIA JOB CREATION
AND RETENTION - CHAIR

CALIFORNIA'S HORSE RACING
INDUSTRY CHAIR

CALIFORNIA'S WINE INDUSTRY

EARTHQUAKE AND DISASTER PREPAREDNESS,
RESPONSE, AND RECOVERY

EXCELLENCE AND INNOVATION
IN STATE GOVERNMENT

PROCUREMENT
JOINT COMMITTEE ON RULES

I write this letter to extend my support for the Los Angeles Unified School District’s (LAUSD) Teacher Incentive

Fund (TIF) grant application.

LAUSD has been at the forefront of addressing parent, students, teachers and community needs while providing
quality education to our youth. The district is proactive in insuring we have quality and professional teachers by
implementing district wide programs such as the Educator Growth and Development Cycle geared towards

greater teacher performance and targeted quality training when needed.

LAUSD will utilize the TIF grant to build upon its successes and to grow and develop into a more
evolved district that encourages excellence from its teachers and students. They plan on developing systems
that collect teacher specific data that allow the district to cultivate its employees and illuminate pathways of
greater professional development. LAUSD understands the importance of rewarding teacher success. When our

teachers succeed our students are the true winners.

I fully support LAUSD in its efforts to serve the students and families in the community and I am pleased to

recommend them for the Teacher Incentive Fund grant.

Sincerely,

R

RODERICK D. WRIGHT
Senator, 25" District

Enclosure
RDW:bat/cdi
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June 20, 2012

Secretary Arne Duncan

U.S. Department of Education
400 Maryland Avenue, SW
Washington, D.C. 20202

Re: LAUSD Teacher Incentive Fund Grant Apvlication

Dear Secretary Duncan:

It is with great pleasure that I write this letter in support of the Los Angeles Unified
School District’s (LAUSD) Teacher Incentive Fund (TIF) grant application. This grant
would support LAUSD’s effort to implement innovative and transformative systemic
changes for the broader LAUSD community.

As the Congressmember for 334 Congressional District of California, my office has seen
first-hand how LAUSD has been proactive in responding to demands brought by key
stakeholders in my district. One such case has been the district’s work on addressing
teacher quality and professional development. The district has researched, designed,
and begun implementing a multiple measure performance review system (Educator
Growth and Development Cycle) in partnership with nearly 1,000 teachers, school
leaders, and other instructional experts across the district. When fully implemented,
this system will allow LAUSD to increase the effectiveness of its educators by providing
targeted quality training. At each stage of the program’s development, the District has
proactively sought to include teachers, administrators, parents, and community
partners with a vested interest in the academic success of LAUSD students.

Awarding LAUSD the TIF grant will build upon the success of this partnership and
strengthen the programs that support the District’s strategy to dramatically improve
teaching and learning. Particularly it would allow the district to develop a data-
collection warehouse where employee data can be used to best understand the status of

PR/Award # S374A120066
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our educators at every step in the pipeline and allow LAUSD to transform into a
continuous learning organization. Furthermore, it would allow the district to create an
integrated professional development program and a system of multiple career
pathways, coupled with differentiated compensation. It is important that the district
continue to encourage excellence in its employees to ensure such excellence is present in
all students served by the district.

On behalf of the students and families in my district, I would like to express my strong
support for the District’s Teacher Incentive Fund grant application. Thank you for your
consideration of this proposal. I am excited about the opportunity this grant will
provide the Los Angeles Unified School District. Please contact me should you have
any questions regarding this letter.

Sincerely,

K avcsnnsroo—

Member of Congress

Karen Bass

US House of Representatives
California, 33td District

PR/Award # S374A120066
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COMMITTEE ON WASHINGTON OFFICE:
FOREIGN AFFAIRS Rayburn House Office Building
RANKING MEMBER Washington, DC 20515-0528

(202) 225-4695

COMMITTEE ON DISTRICT OFFICE:

THE JUDICIARY 14546 Hamlin Street, Suite 202

Van Nuys, CA 914114128
(818) 994-7200

www.house.gov/berman

Subcommittee on Intellectual Property,
Competition, and the Internet

HOWARD L. BERMAN

28TH DISTRICT, CALIFORNIA

Hnited States House of Represendatifes

June 19, 2012

Secretary Arne Duncan

U.S. Department of Education
400 Maryland Avenue
Washington, D.C. 20202

Dear Secretary Duncan:

I am writing in support of the Los Angeles Unified School District’s (LAUSD) Teacher
Incentive Fund (TIF) grant application. This grant will be used to implement innovative and
transformative systemic changes in the LAUSD community.

LAUSD has a longstanding reputation of working in partnership with parents, students,
community organizations and teachers and is proactive in addressing the concerns of its
stakeholders. For example, the District researched, designed, and implemented a multiple
measure performance review system (Educator Growth and Development Cycle) in unison with
nearly 1,000 teachers, school leaders, and other instructional experts across the district. This
effort has proactively included teachers, administrators, parents, and community partners at each
stage of the program’s development. When fully implemented, this system allows LAUSD to
increase educator effectiveness through targeted training.

The TIF grant will build upon the success of this partnership and help improve teaching
skills with an employee data-collection warehouse. The data collected will monitor educator’s
development and help transform LAUSD into a continuous learning organization. It is vital that
the district continue to encourage excellence in its employees to ensure such excellence is present
in all students served by the District.

I support the District’s Teacher Incentive Fund grant application. Thank you for your
consideration of this proposal. '

Sincerely,

ﬂmﬁ.&mﬂ

WARD L. BERMAN
Member of Congress

PR/Award # S374A120066
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COMMITTEE ON
TRANSPORTATION AND
INFRASTRUCTURE

SUBCOMMITTEES ON

LAURA RICHARDSON

377H DISTRICT, CALEORNIA o

1330 LONGWORTH BUILDING
WASHINGTON, DC 20515-0537 HIGHWAYS AND TRANSIT
(202) 225-7924 — PHoNE AAILROADS, PIPELINES, AND

(08 2820 P Cungress of the United States sharEos e

100 WEST BROADWAY
WEST Tower, Sume 600 m : ENVIRONMENT
Lo BecH, CA 90802 #nouse of Representatives
(562} 436-3828 — PHONE COMMITTEE ON
562) 437-6434 ~ F H -4 HOMELAND SECURITY
(562) ax Washington, BE 20515 et
hitp:/fwww.richardson.house.gov EMERGENCY PREPAREDNESS

HESPONSE, AND COMMUNICATIONS
RANKING MEMBER
June 22, 2012 CYBERSECURITY,
INFRASTRUCTURE PROTECTION,
AND SECURITY TECHNOLOGIES

Secretary Ame Duncan DEMOCRATIC STEERING AND
U.S. Department of Education POLICY COMMITTEE REGIONAL WHIP
400 Maryland Avenue

Washington, D.C. 20202

Re: LAUSD Teacher Incentive Fund Grant Application

Dear Secretary Duncan,

It gives me great pleasure to support the Los Angeles Unified School District’s (LAUSD) Teacher Incentive Fund (TIF)
grant application. This grant would support LAUSD’s effort to implement innovative and transformative systemic
changes for the broader LAUSD community.

As the elected representative of the 37th Congressional District, my office has seen first-hand LAUSD’s proactive
response to demands brought by parents, students, community organizations and teachers. I wholeheartedly commend the
LAUSD for addressing teacher quality and professional development through researching, designing, and beginning the
implementation of a multiple measure performance review system; this system entitled, “Educator Growth and
Development Cycle” works in partnership with nearly 1,000 teachers, school leaders, and other instructional experts
throughout the LAUSD. The full implementation of this system will allow LAUSD to increase the effectiveness of its
educators by providing targeted quality training. At each program development stage, the LAUSD has proactively sought
to include teachers, administrators, parents, and community partners with a vested interest in the academic success of its

students.

Awarding LAUSD the TIF grant will build upon the success of this partnership and strengthen the programs that support
the focused and targeted strategy to dramatically improve teaching and learning. Specifically, it would allow
development of a data-collection warehouse where employee data can best be utilized to understand the status of our
educators at every step in the pipeline and allow LAUSD to transition into a continuous learning organization.
Furthermore, it would allow the LAUSD to create an integrated professional development program and a system of
multiple career pathways, coupled with differentiated compensation. It is important that LAUSD continues to encourage
excellence in its employees to better ensure the excellence of its students.

On behalf of the students and families of the 37" Congressional District, I express my resounding support for LAUSD’s,
TIF grant application. I am excited about the opportunity this grant will provide the LAUSD.

Sincerely,

Laura Richardson
Member of Congress, 37" District

PR/Award # S374A120066
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WASHINGTON, D .C. OVFICE
2530 Rayburn House Ottfice Butlding
Wishineton, DO 2GS ES.0833
Telephone: (262 225 1766

Faxv «2020 226-0350

Committee on Appropriations
Subcommitiee on Homeland Security

Subcommittee on Labor,
Health and Human Services and

Education DISTRICT OVFFICE,
Demaocratic Senmor Whip N_‘V lﬁﬁl f,\N\ ]l 111’:‘“(5;“«.:;;‘.rﬁll{i:\\w
< ~ y g \nucles, CA V00T 1378
IJII’(JIIJIJPJ R()Y I;["I;"foJlJARI) ],\Ai\\l,him,\ (213 40R.9030
Congressional Hispanie Caucus L DISTRICT CALIFORNIA Fon 127 ONLRS TN

www house.gov/rovhal atiard

July 23, 2012

Secretary Arne Duncan

U.S. Department of Education
400 Maryland Avenue
Washington, D.C. 20202

Dear Secretary Duncan:

It is with great pleasure that | write this letter in support of the Los Angeles Unified School District’s
(LAUSD) Teacher Incentive Fund (TIF) grant application. Funding this proposal will support LAUSD’s
effort to implement innovative and transformative systemic changes for the broader LAUSD community.

As the representative for California’s 34™ Congressional District, my office has seen first-hand LAUSD’s
responsiveness to calls from parents, students, and community advocates to improve student outcomes.
One such case has been the district’'s development of a muitiple measure performance review system
(Educator Growth and Development Cycle) to address teacher quality and professional development.
When fully implemented, this proposed system will increase the effectiveness of its educators by
providing targeted quality training. At each stage of the program’s development, LAUSD has proactively
sought to include teachers, administrators, parents, and community partners with a vested interest in the
academic success of LAUSD students.

Awarding LAUSD the TIF grant will build upon the success of this partnership and strengthen the
programs that support LAUSD’s strategy to dramatically improve teaching and learning. Specifically, it
will enable LAUSD to develop a data-collection warehouse where employee data can be used to best
understand the status of our educators at every step in the pipeline and allow LAUSD to transform into a
continuous learning organization. It will also empower the district to create an integrated professional
development program and a system of multiple career pathways, coupled with differentiated
compensation. It is important that the district continue to encourage excellence in its employees to
ensure all students receive the best education available.

Given the tremendous benefits this system has to offer not only teachers at LAUSD, but also students
and families within the district, | fully support the Los Angeles School District’s grant proposal and
respectfully request your favorable consideration for funding under the Teacher Incentive Fund.

Sincerely,
! yd d ) i TS s - #
- i B ; A4,
R/ OV ) s I Sy
LUCILLE ROYBAL-ALLARD
Member of Congress
- Representing Belll Belltlower, Bell Gardens, Bovle 1img1IRRMVM@TQ:#cSB‘Yzé‘tM@QQ@Gn«;. Powitow s Los Angelos, Huntneton Parh Dotle Tovo,
Maywood, Sowth Park Vernon. Walnut Park. and pmlmnpagé“el*]tggv\\i,x Frast Do Apgeiess Plorenees Preo Unrons gind Westlahe
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#EMBER:

COMMITTEE ON ETHICS Lmdzl T Sancﬁez

Rtk Mrtnrs 39TH DISTRICT, CALIFORNIA
COMMITTEE ON
THE JUBICIARY

v e Comigyress of the Ynited States

ComPETion, AsD THE INTZRMEL
GSOMRIITEE ON House of Represenfatives
Buoere O Foghorns OFICRT O waﬁl‘gillgiﬂl[‘ m(l: Eﬂﬁls

DEMOCRATIC STEERING AND
FOLICY COMMITTEE

SENIOR WHIP July 2, 2012

Secretary Arne Duncan

U.S. Department of Education
400 Maryland Avenue, SW
Washington, DC 20202

Re: Teacher Incentive Fund Grant Application- CFDA 84,3744 & 84.374B

Dear Secretary Duncan:

Letters and Evidence of Support

DC OFFICE:

2423 RAYBURN BUILDING
WASHINGTON, GC 20515
1202} 225-6676

DISTRICT OFFICE:

17906 CRUSADER AVENUE
SUITE 100
CERRITOS, CA 90703
1632) 860.5050

wwiwy lindasanchez housa. gov

['am writing to request full and fair consideration of the Los Angeles Unified School District’s (LAUSD)
Teacher Incentive Fund (TIF) grant application.

TIF is designed to support the development and implementation of performance-based teacher and
principal compensations systems in high-need schools. TIF goals include improving student achievement
by increasing teacher and principal eftectiveness, reforming teacher and principal compensation systems
to reward based on student achievement increases and increasing the number of effective teachers
teaching socioeconomically disadvantaged students and creating sustainable.

This grant would support LAUSD’s effort to implement innovative and transformative systemic changes
for the broader LAUSD community. The school district has researched, designed, and implemented a
multiple-measure performance review system- Educator Growth and Development Cycle- in partnership
with approximately 1,000 teachers, school leaders and other instructional experts. When fully

implemented, this performance system will allow LAUSD to increase the effectiveness of its educators by
providing targeted quality training.

The Teacher Incentive Fund would support LAUSD’s development of a data-collection warehouse
where employee data can be used to best understand educators at every step in the pipeline. In doing so,
LAUSD would create an integrated professional development program and a system of multiple career
pathways, coupled with differentiated compensation.

[ appreciale your consideration of this worthwhile request. Turge you to give this application the full and
fair consideration it deserves. Please keep me apprised of developments on this matter by contacting Ms.
Daisy Pizana on my staff at (562) 860-5050 or daisy.pizanaiimail house gov.

Sincerely,
> o N
. T s,
Linda T. Sanchez
Member of Congress

PR/Award # S374A120066
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California State University

Northridge -

July 25, 2012 Michael D. Eisner College of Education

Secretary Arne Duncan

U.S. Department of Education
400 Maryland Avenue
Washington, D.C. 20202

Dear Secretary Duncan:

| am writing in support of the Los Angeles Unified School District’s (LAUSD) Teacher Incentive
Fund (TIF) grant application.

This grant is perfectly aligned with the recent work LAUSD has launched to support programs
focused on increasing student achievement in our highest-need schools and communities.
Notably, it would support the District’s effort to improve teacher and school leader practice
through the implementation of a multiple measure evaluation system aligned to professional
learning options. Additionally, this proposal envisions multiple career pathways and
differentiated compensation for those educators taking on additional roles in their schools.

The Michael D. Eisner College of Education at California State University, Northridge is the
single largest preparer of LAUSD teachers, school leaders, and other educators, and we have
maintained a long-standing relationship with the District. | am heartened by our continuing
partnership to identify best practices in educator support, as well as the development of data
systems to improve our understanding of how we can better prepare educators to become
effective educators in LAUSD.

We collectively know the most critical difference in the academic success of a student is the
quality of their teacher. The Los Angeles Unified School District has an opportunity to explore
systematic change in its schools by implementing a multiple measure performance review
system that is aligned to a compensation and career pathway. According to the District,
teachers have been asking for a better evaluation system that identifies and builds on their
strengths as educators and provides them with relevant professional growth opportunities. In
some preliminary efforts, teachers and administrators have come together to investigate new
methods of reaching students and the District reports that they are seeing results.

As a representative of a partner institution of higher education and a District stakeholder, |
understand that the District has effectively established a collaborative planning process at each
stage of the program’s development to allow for the inclusion of teachers, administrators,
parents, and community partners with an invested interest in the academic success of LAUSD
students. Awarding LAUSD a grant will build upon the success of this partnership and
strengthen the programs that support the District’s strategy to dramatically improve teaching
and learning.

| believe that the District is committed to establishing an educator pipeline that will benefit
students across the Los Angeles basin and serve as a model for districts across our state. We
are excited about the opportunity this grant will provide the Los Angeles Unified School District
to work in partnership with institutions of higher education and other community agencies to

181171 Nordholl Street - Northridge - California 91330-8265 - (818) 677-2590 - lax (8181 677-4000
The California State University - Bakersfield - Channel Istands - PHR(AWard #83V4A 120086 - Frosno - Fullerton - Humboldt - Long Beach - Los Angeles -
Maritime Academy - Monterey Bav - Northridge - Pomona - Sacramento - San Berpardino - Sain Diepo - San Francisco - San Jose - San Luis Obispo - San Marces - Sonoma - Stanistaus
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positively impact student learning through a commitment to preparing, recruiting, and retaining
high quality teachers and administrators.

Please contact me should you have any questions regarding this letter.

Sincerely, « / Y4
(b)(6)

Michael é Spagna, Ph.D.
Dean
Michael D. Eisner College of Education

PR/Award # S374A120066
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LMU|LA

Loyola Marymount
University

July 25, 2012

Secretary Arne Duncan

U.S. Department of Education
400 Maryland Avenue
Washington, D.C. 20202

Dear Secretary Duncan:

I am writing to enthusiastically endorse the Los Angeles Unified School District’s (LAUSD) Teacher Incentive
Fund (TIF) grant application. This grant is perfectly aligned with the recent work LAUSD has launched to support
programs focused on increasing student achievement at our highest-need schools in our communities. Notably, it
would support the district’s effort to improve teacher and school leader practice through the implementation of a
multiple measure evaluation systems aligned to professional learning options. Additionally, this proposal envisions
multiple career pathways and differentiated compensation for those educators taking on additional roles in their
schools.

Furthermore, as the Dean of Education at an institution that has worked in partnership with the Los Angeles Unified
School District to prepare hundreds, if not thousands of teachers, school leaders and other educators through a long-
standing relationship, I am heartened by our recent and continuing work together to identify best practices in
educator support and growth and the development of data systems and partnerships to better understand the impact
of teachers and leaders in the district and how we can better prepare educators to become effective educators in
LAUSD.

We know the most critical difference in the academic success of a student is the quality of their teacher. It is clear
that providing the students in our diverse district with the best possible education will require change and
comprehensive reform in the way teachers and school leaders are recruited, compensated, evaluated, developed and
retained. The Los Angeles Unified School District has an incredible opportunity to create real systematic change in
our schools by implementing a multiple measure performance review system that is aligned to a compensation and
career pathway. Teachers have been asking for a better evaluation system that identifies and builds on their strengths
as educators and provides them with relevant professional growth opportunities. Talented teachers and
administrators have come together to explore new methods of reaching students, and they are seeing results. It is
crucial that we maintain this momentum.

As a University partner and LAUSD stakeholder, we must highlight that LAUSD has effectively established a
collaborative planning process at each stage of the program’s development to allow for the inclusion of teachers,
administrators, parents, and community partners with an invested interest in the academic success of LAUSD
students. Awarding LAUSD a grant will build upon the success of this partnership and strengthen the programs that
support the district’s strategy to dramatically improve teaching and learning. We understand an educators’ impact on
student achievement is significant and long-lasting, and this grant would put the district one step closer to ensuring
an educator’s impact on student achievement is positive in every way.

We believe this grant will support the district in establishing an educator pipeline that will benefit students across
the Los Angeles basin and serve as a model for districts across our state. Thank you for your consideration of this
proposal. We are excited about the opportunity this grant will provide the Los Angeles Unified School District.
Please do not hesitate to contact me at 310.338.7301 or via email at shane.martin@lmu.edu should you have any
questions regarding this letter.

Sipcerelv

(b)(6)

Shane P. Martin, Ph.D.

Dean and Professor, Loyola Marymount University School of Education
PR/Award # S374A120066
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. DOMINIC JAMES BREWER, Ph.D.
USC ROSSler Vice Dean for Research,
Sodne ber Pl

Partnerships and Globalization

July 25, 2012

Secretary Arne Duncan

U.S. Department of Education
400 Maryland Avenue
Washington, D.C. 20202

Dear Secretary Duncan:

As, Vice Dean for the Research, Partnerships, and Globalization for the USC Rossier School of Education, |
would like to on behalf of the Rossier School of Education, formally support the Los Angeles Unified School
District’s (LAUSD) Teacher Incentive Fund (TIF) grant application. The Rossier School of Education has had
a long standing partnership with the Los Angeles Unified School District through research, professional
development and placement of our alumni in teaching, administration, leadership and staff positions
throughout the district.

Key faculty from our school including Drs. Katharine Strunk and Julie Marsh are working on essential
research and evaluation initiatives with LAUSD. Dr. Strunk and Marsh are the Principal Investigators on the
evaluation of the Investing in Innovation Development Grant examining the district’s Public School Choice
Initiative. Dr. Strunk is also leading the evaluation study of LAUSD’s new multiple measure evaluation and
support system for teachers and school leaders.

The TIF grant is strongly aligned with the recent work LAUSD has launched to support programs focused on
increasing student achievement at our highest-need schools in our communities specifically focusing on
the multiple measure evaluation and support system.

As a leading research institution that is preparing 2000 teachers through our award winning online
Master’s of Arts in Teaching program, Rossier is interested in identifying ways to better prepare effective
educators, studying best practices in educator support and growth, and developing data systems to better
understand the impact of teachers and school leaders.

The Los Angeles Unified School District has an incredible opportunity to potentially create systematic
change in our schools by implementing a multiple measure performance review system that is alighed to a
compensation and career pathway. Rossier believes this grant will support the district in establishing an
educator pipeline that will benefit students across the Los Angeles basin. The TIF grant would also provide
a strong opportunity for our faculty to continue to broaden and strengthen their ongoing research
partnerships with the LAUSD.

Please contact my Assistant Dean for Research, Dr. Cathryn Dhanatya at dhanatya@rossier.usc.edu or at
213-821-3123, should you have any questions regarding this letter.

Sincerely,
(b)(s)

Dominic J. Brewer, Ph.D.

Vice Dean of Research, Partnerships and Globalization
Clifford H. and Betty C. Allen Professor in Urban Leadership
Professor of Education, Economics and Policy

DJB:rkh

PR/Award # S374A120066
USCe 3470 Trousdale Parkway, Los Angeles, CA 90089-403]'359'(2%:16?33.821.1953 * dominicb@usc.edu ¢ www.rossier.usc.edu
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- KATHARINE O. STRUNK
l lS( ROSSler Assistant Professor of Education & Policy

School of Education

July 24, 2012

Secretary Arne Duncan

U.S. Department of Education
400 Maryland Avenue
Washington, D.C. 20202

Dear Secretary Duncan:

I am writing in support of the Los Angeles Unified School District’s (LAUSD) Teacher Incentive Fund
(TIF) grant application. The TIF grant is well-aligned with LAUSD's recent initiatives that support
programs focused on increasing student achievement in the district's highest-need schools. Importantly, the
TIF grant would help to support LAUSD's ongoing efforts to improve teacher and school leader practice
through the implementation of a multiple measure evaluation and support system. Additionally, the
district's TIF proposal sets out a differentiated compensation and career ladder for educators taking on
additional roles in their schools.

LAUSD just completed its first year pilot of its multiple measure evaluation and support system. In my
work as the Principal Investigator on an evaluation study of this new system, I have been impressed with
LAUSD's desire to implement research-based strategies to improve teacher practice and student
performance, and by their willingness to partner with objective external researchers to assess the true
impacts of their work. Early results from my analysis of the pilot year of the evaluation and support system
show that participating teachers and administrators are incredibly supportive of the process and content of
the system, and believe that it is a far better evaluation system than what has been in place for decades.
Participating teachers and administrators overwhelmingly believe that the new system helps them to reflect
on and improve their practice as teachers and instructional leaders, and will provide them with access to
development opportunities aligned with their needs.

It is crucial that LAUSD maintains the momentum generated in this pilot year. Awarding LAUSD a TIF
grant will help the district to build upon their early successes and will strengthen the District’s strategy to
improve teaching and learning. In addition, the TIF grant would provide a tremendous opportunity for
researchers to partner with LAUSD to further learning about effective human capital practices.

Thank you for your consideration of this proposal. Please contact me should you have any questions
regarding this letter.

Sincerely,
(b)(6)

Katharine O. Strunk

Assistant Professor of Education & Policy

Rossier School of Education and, by courtesy, the Sol Price School of Public Policy
University of Southern California

University of Southern California
901E 3470 Trousdale Patkway, Los Angeles, California 90089 « Tel: 213 740 2190 ¢« Email: kstrunk@usc.edu
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Alliance for a Better Community

June 19, 2012

350 South Bixel Street, Suite 180
Los Angeles, CA 90017

Phone: (213) 250-0052

Fax: (213) 250-0105
info@afabc.org

www.afabc.org

Secretary Arne Duncan

U.S. Department of Education
400 Maryland Avenue
Washington, D.C. 20202

The Alliance for a Better Community (ABC)

promotes equity for Latinos in education,

health, economic development and civic Dear Se.c'retary Dunc'an:_ ) o

['am writing to enthusiastically endorse the Los Angeles Unified School District’s (LAUSD)

engagement for the betterment of the

Los Angeles region.

Edward J. Avila - President
President of Project Restore

Frank Quevedo - Treasurer
Principal
Quevedo Group, LLP

Arturo Vargas - Secretary
Executive Director

National Association of

Latino Elected Officials (NALEQO)

Hector Flores, M.D.

Co-Director

Family Medicine Resident Program
White Memorial Hospital

Monica C. Lozano
CEO & Publisher
ImpreMedia/L.a Opinion

Darline P. Robles Ph.D
Professor of Clinical Education
Rossier School of Education
University of Southern California

Ref Rodriguez, Ed.D
CEO & President
Partners for Developing Futures

Raul F. Salinas
Managing Shareholder of the LA Office
Adorno, Yoss, Alvarado & Smith

Angela Sanbrano

President

National Alliance of Latin American and
Caribbean Communities (NALACC)

Michele Sigqueiros
Executive Director
The Campaign for College Opportunity

Fernando Torres-Gil
Associate Dean

UCLA Schoo! of Public Policy
& Research

Peter Villegas

Vice President, Senior Manager
Office of Corporate Responsibility
JP Morgan Chase

Teacher Incentive Fund (TIF) grant application. This grant is perfectly aligned with the
recent work LAUSD has launched to support programs focused on increasing student
achievement at our highest-need schools in our communities. Notably, it would support the
district’s effort to improve teacher and school leader practice through the implementation of
systems that create multiple career pathways and differentiated compensation.

For example, since April 2009, the district has researched, designed, and begun
implementing a multiple measure performance review system (Educator Growth and
Development Program) in partnership with teachers across the District.  When fully
implemented, this will allow LAUSD to increase the effectiveness of its educators by
providing targeted quality training. Furthermore, this program will provide the necessary
support to instructional leaders in the classrooms and school sites across the system.

As a community partner and LAUSD stakeholder, we must highlight that LAUSD has
cffectively established a collaborative planning process at each stage of the program’s
development to allow for the inclusion of teachers, administrators, parents, and community
partners with an invested interest in the academic success of LAUSD students. Awarding
LAUSD a grant will build upon the success of this partnership and strengthen the programs
that support the District’s strategy to dramatically improve teaching and learning. We
understand an educators’ impact on student achievement is significant and long-lasting,
fortunately this grant would put the district one step closer to ensuring an educator’s impact
on student achievement is positive in every way.

The Alliance for a Better Community (ABC) is an organization dedicated to promoting
equity for Latinos in health, education, economic development and civic engagement. As a
long-time partner of the district, we applaud its efforts to continue to enhance its systems.
On behalf of the students and families ABC serves, we would like to express our support for
the District’s Teacher Incentive Fund grant application.

Thank you for your consideration of this proposal. We are excited about the opportunity this
grant will provide the Los Angeles Unified School District. Please contact me should you
have any questions regarding this letter.

Qinperaly

(b)(6)

" Angelita Solis, Executive Director

Alliance for a Better Community

Angelica@afabe.org, (213)250-0052 ext. 202
PR/Award # S374A120066
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£))CORE

CALIFORNIA OFFICE TO REFORM EDUCATION

July 17,2012

Secretary Arne Duncan

U.S. Department of Education
400 Maryland Avenue
Washington, D.C. 20202

Dear Secretary Duncan:

I am writing to enthusiastically endorse the Los Angeles Unified School District’s (LAUSD) Teacher
Incentive Fund (TIF) grant application. This grant is perfectly aligned with the recent work LAUSD has
launched to support programs focused on increasing student achievement at our highest-need schools in
our communities. Notably, it would support the district’s effort to improve teacher and school leader
practice through the implementation of systems that create multiple career pathways and differentiated
compensation.

The California Office to Reform Education (CORE) believes in creating and sustaining District
collaborations as a way to work together to innovate, implement, and scale new strategies and tools that
help our students succeed, so that district practice and policies are improved to meet the challenges of the
21st century. CORE is a leader of transformative change. CORE districts are working together to address
a common set of high-priority challenges in education. CORE staff coordinates and facilitates the
collaboration, and ensures ongoing communication between, among, and about the districts to advance
the work. As a result, education leaders across California will benefit from new, more efficient,
sustainable, and easily-leveraged strategies for improving teaching and learning at a more rapid,
sustainable, and scaled pace.

Specifically, CORE has concentrated efforts around three specific areas of collaboration: Standards,
Assessment and Instruction, Talent Management, and Building Capacity for Improvement. As a member
District, the Los Angeles Unified School District has been an active thought-partner around developing,
supporting, and empowering great teachers and school leaders through improved recruitment, preparation,
and professional support systems, including an effective teacher and principal evaluation system and
sharing and using information, knowledge, and experience across districts more effectively to improve
instruction and foster systems of continuous improvement, particularly in support of struggling schools.
Together, the eight member Districts have served more than one million Californian students and their
families.

The Los Angeles Unified School District has an incredible opportunity to create real systematic change in
our schools by implementing a multiple measure performance review system that thoughtfully and
strategically changes the way teachers and school leaders are recruited, compensated, evaluated,
developed and retained. Teachers have been asking for a better evaluation system that identifies and
builds on their strengths as educators and provides them with relevant professional growth opportunities.
Talented teachers and administrators have come together to explore new methods of reaching students,
and they are seeing results. It is crucial that we maintain this momentum.

916.441.2917 (T) 1130 K Street, Suite 250 916.441.4577 (F)
Sacramento, CA 95814
www.coredistricts.org

PR/Award # S374A120066
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£)CORE

CALIFORNIA OFFICE TO REFORM EDUCATION

As a partner in this work, we must highlight that LAUSD has effectively established a collaborative
planning process at each stage of the program’s development to allow for the inclusion of teachers,
administrators, parents, and community partners with an invested interest in the academic success of
LAUSD students. Awarding LAUSD a grant will build upon the success of this partnership and
strengthen the programs that support the District’s strategy to dramatically improve teaching and learning.
We understand an educators’ impact on student achievement is significant and long-lasting, fortunately
this grant would put the district one step closer to ensuring an educator’s impact on student achievement
is positive in every way. Thank you for your consideration of this proposal. We are excited about the
opportunity this grant will provide the Los Angeles Unified School District. Please contact me should
you have any questions regarding this letter.

Sincerely,
(b)(6)

Rick Miller

CORE

916-441-2917
rick@capimpactllc.com

916.441.2917 (T) 1130 K Street, Suite 250 916.441.4577 (F)
Sacramento, CA 95814
www.coredistricts.org
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.College
.* SUMMIt.

June 19, 2012

Secretary Arne Duncan

U.S. Department of Education
400 Maryland Avenue
Washington, D.C. 20202

Dear Secretary Duncan:

I am writing to enthusiastically endorse the Los Angeles Unified School District’s (LAUSD) Teacher Incentive
Fund (TIF) grant application. This grant is perfectly aligned with the recent work LAUSD has launched to support
programs focused on increasing student achievement at our highest-need schools in our communities. Notably, it
would support the district’s effort to improve teacher and school leader practice through the implementation of
systems that create multiple career pathways and differentiated compensation.

For example, since April 2009, the district has researched, designed, and begun implementing a multiple measure
performance review system (Educator Growth and Development Program) in partnership with teachers across the
District. When fully implemented, this will allow LAUSD to increase the effectiveness of its educators by
providing targeted quality training. Furthermore, this program will provide the necessary support to instructional
leaders in the classrooms and school sites across the system.

As a community partner and LAUSD stakeholder, we must highlight that LAUSD has effectively established a
collaborative planning process at each stage of the program’s development to allow for the inclusion of teachers,
administrators, parents, and community partners with an invested interest in the academic success of LAUSD
students. Awarding LAUSD a grant will build upon the success of this partnership and strengthen the programs
that support the District’s strategy to dramatically improve teaching and learning. We understand an educators’
impact on student achievement is significant and long-lasting, fortunately this grant would put the district one step
closer to ensuring an educator’s impact on student achievement is positive in every way.

College Summit is a national non-profit organization that partners with underserved high schools and
districts to increase college enrollment rates and foster sustainable college-going cultures on high school
campuses. In the 2012-13 academic year we will serve nearly 3,650 students at nine high schools in LAUSD.
We rely on highly motivated and competent teachers and counselors to implement our program effectively
and with fidelity, in order to send more students to college.

On behalf of the students and families College Summit serves, we would like to express our support for the
District’s Teacher Incentive Fund grant application.

Thank you for your consideration of this proposal. We are excited about the opportunity this grant will provide
the Los Angeles Unified School District. Please contact me should you have any questions regarding this letter.

Sincerely,
(b)(6)

Alexis Shah

Executive Director

College Summit Southern California
ashah@collegesummit.org

College Summit - Southern California
5601 W. Slauson Ave., Suite 265, Culver City, CA 90230
t. 310-21erAVidid i sottegesammit.org
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K

TEAC H I NG Effective teaching for

every student, in every

EXCELLENCE classroom, every year.

July 25,2012

Secretary Arne Duncan

U.S. Department of Education
400 Maryland Avenue
Washington, D.C. 20202

Dear Secretary Duncan:

I am writing to enthusiastically endorse the Los Angeles Unified School District’s (LAUSD) Teacher
Incentive Fund (TIF) grant application. This grant is perfectly aligned with the recent work LAUSD has
launched to support programs focused on increasing student achievement at our highest-need schools in
our communities. Notably, it would support the district’s effort to improve teacher and school leader
practice through the implementation of systems that create multiple career pathways and differentiated
compensation.

For example, since April 2009, the district has researched, designed, and begun implementing a multiple
measure performance review system (Educator Growth and Development Program) in partnership with
teachers across the District. When fully implemented, this will allow LAUSD to increase the
effectiveness of its educators by providing targeted quality training. Furthermore, this program will
provide the necessary support to instructional leaders in the classrooms and school sites across the
system.

As a community partner and LAUSD stakeholder, we must highlight that LAUSD has effectively
established a collaborative planning process at each stage of the program’s development to allow for the
inclusion of teachers, administrators, parents, and community partners with an invested interest in the
academic success of LAUSD students. Awarding LAUSD a grant will build upon the success of this
partnership and strengthen the programs that support the District’s strategy to dramatically improve
teaching and learning. We understand an educators’ impact on student achievement is significant and
long-lasting, fortunately this grant would put the district one step closer to ensuring an educator’s impact
on student achievement is positive in every way.

Communities for Teaching Excellence works to ensure effective teaching for every student, in every
classroom, every year. We work closely with LAUSD while building public awareness of and support for
the district’s efforts to provide a high quality teaching for every student. On behalf of the students and
families that Communities for Teaching Excellence serves, we would like to express our support for the
District’s Teacher Incentive Fund grant application.

Thank you for your consideration of this proposal. We are excited about the opportunity this grant will
provide the Los Angeles Unified School District. Please contact me should you have any questions
regarding this letter.

Sincerely.
(b)(6)

Yolie Flores
President & CEO
A PSOLECT O Reckeleller Prilzalropy Advisors + 448 SouthprilyBiward 4 &3 748 fpooke CA 90013 - 213.489.3002 - 4teachingexcellence.org
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Bavcaiers Excelience
Los Angeles

448 South Hill Street, Los Angeles, CA 90013
Tel (213) 622-5669

Educators4Excellence.org

July 13,2012

Secretary Arne Duncan

U.S. Department of Education
400 Maryland Avenue
Washington, D.C. 20202

Dear Secretary Duncan,

Educators 4 Excellence (E4E), a teacher-led and student-focused organization, eagerly supports the Los
Angeles Unified School District’s (LAUSD) Teacher Incentive Fund (TIF) grant application. This grantis
essential to continue LAUSD’s work creating programs focused on increasing student achievement at the
highest-need schools in our communities. Specifically, the grant would incentivize and reward leadership
development by creating multiple career pathways and differentiated compensation for teachers.

This grant would support the district’s effort to improve teacher evaluation and support systems. For the past
three years and with support from teachers across the district, LAUSD has begun implementing a multiple
measure teacher evaluation system (Educator Growth and Development Program) that, once fully
implemented, will provide teachers with specific feedback and targeted professional development.
Furthermore, this program will provide the necessary support to identify instructional leaders.

Investing in teacher leadership is at the core of E4E’s mission. Our mission is to place the voices and ideas of
teachers at the forefront of the conversations that shape our classrooms and careers. Our organization has
7,000 members nationwide and 1,000 members in California. We recently interviewed several LAUSD
teachers to understand their thoughts on this grant opportunity. All fifteen teachers we interviewed
expressed support for an expanded system for career pathways and differentiated compensation. The
majority of teachers interviewed said this change is necessary to identify, leverage and retain teachers as
leaders, mentors, content experts and coaches.

Awarding LAUSD this grant would enable our district to recognize and invest in teacher leadership. With this
in mind, we proudly endorse LAUSD’s application for this grant. Thank you for your consideration of this
proposal. Please contact me should you have any questions regarding this letter.

Sincerely,

Ama Nyamekye
Educators 4 Excellence
213-622-5669

PR/Award # S374A120066
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Families Ca
In Schools !\

Building Partnerships for Student Success

OscarE. Cruz
President & CEO

BOARD OF DIRECTORS

Virgil Roberts, Chair
Partner
Bobbitt & Roberts

Gayle Miller, Treasurer
President (Retired)
Anne Klein I

Dr. Evangelina Stockwell, Secretary

Asst. Superintendent (Retired)
LAUSD

Veronica Coffield
President
Chaka Khan Foundation

Stephen Di Padua
District Manager/1st VP
JPMorgan Chase & Co.

Sylvia Ferullo
Journalist & News Anchor
KCAL9

Jorge Haynes

Director of External Relations
California State University,
Office of the Chancellor

Octavio Pescador, Ph.D
Research Associate
Paulo Freire Institute

Dr. Darline Robles

Professor of Clinical Education
Rossier School of Education
University of Southern California

Harold M. Williams
President Emeritus
J. Paul Getty Trust

Shamya Ullah
Wealth Manager
Morgan Stanley

June 18, 2012

Secretary Arne Duncan

U.S. Department of Education
400 Maryland Avenue
Washington, D.C. 20202

Dear Secretary Duncan:

I am writing to enthusiastically endorse the Los Angeles Unified School District’s
(LAUSD) Teacher Incentive Fund (TIF) grant application. This grant is perfectly
aligned with the recent work LAUSD has launched to support programs focused on
increasing student achievement at the highest-need schools in our communities.
Notably, it would support the District’s effort to improve teacher and school leader
practice through the implementation of systems that create multiple career pathways
and differentiated compensation.

For example, since April 2009, the District has researched, designed, and begun
implementing a multiple measure performance review system (Educator Growth and
Development Program) in partnership with teachers across the District. When fully
implemented, this will allow LAUSD to increase the effectiveness of its educators by
providing targeted quality training. Furthermore, this program will provide the
necessary support to instructional leaders in the classrooms and school sites across the
system.

As a community partner and LAUSD stakeholder, we would like to highlight that
LAUSD has effectively established a collaborative planning process at each stage of
the program’s development to allow for the inclusion of teachers, administrators,
parents, and community partners with a vested interest in the academic success of
LAUSD students. Awarding LAUSD a grant will build upon the success of this
partnership and strengthen the programs that support the District’s strategy to
dramatically improve teaching and learning. We understand that an educator’s impact
on student achievement is significant and long-lasting. The TIF grant would put the
District one step closer to ensuring and increasing an educator’s positive impact on
student achievement.

Families In Schools (FIS) is a nonprofit organization founded in 2000 and based in
Los Angeles, California, whose mission is to involve parents and communities in their
children’s education to achieve lifelong success. FIS has worked with over 100
schools in LAUSD during the past twelve years, including presenting programs and
curricula workshops to increase teacher and administrator effectiveness in the area of
parent and community engagement; augment parent, staff and student knowledge
about the college pathway; raise parent and staff awareness about how to support
reading at home, particularly in homes where English is not spoken; and provide
parents and staff with information about how to choose quality schools and support

The mission of Families In Schools is to involve parepts and coramunitiss ja.their children’s education to achieve lifelong success.

war

(213) 201-3900 | Fax: (213) 484-3845 | 1545 Wilshire Bfage #200, Los Angeles, California 90017 | www.familiesinschools.org
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Families C;
In Schools *

Building Partnerships for Student Success

Oscar E. Cruz

oroct effective teachers. In addition, FIS has been and continues to be an active member of
resident & CEQ

multiple reform committees, both inside and outside of LAUSD, focused on improving
BOARD OF DIRECTORS teacher and administrator performance for the purpose of increasing student outcomes
Virgil Roberts, Chair for all students. On behalf of the students and families that FIS serves, we would like

Partner to express our support for the District’s Teacher Incentive Fund grant application.
Bobbitt & Roberts

Thank you for your consideration of this proposal. We are excited about the

PGay,': '\Atizlrfrt',“j)as“"” opportunity this grant will provide the Los Angeles Unified School District. Please
resiaen etire: . . .

Anne Klein I contact me should you have any questions regarding this letter.

Dr. Evangelina Stockwell, Secretary Sincerely

Asst Superintendent (Retired) ’

LAUSD (b)(6)

Veronica Coffield
President
Chaka Khan Foundation

Oscar E. Cruz -
Stephen Di Padua President & CEO
District Manager/1st VP
JPMorgan Chase & Co.

Sylvia Ferullo
Journalist & News Anchor
KCAL9

Jorge Haynes

Director of External Relations
California State University,
Office of the Chancellor

Octavio Pescador, Ph.D
Research Associate
Paulo Freire Institute

Dr. Darline Robles

Professor of Clinical Education
Rossier School of Education
University of Southern California

Harold M. Williams
President Emeritus
J. Paul Getty Trust

Shamya Ullah
Wealth Manager
Morgan Stanley

The mission of Families In Schaols is to involve parep;a&wgﬂ&grgmﬂ%%their children’s education to achieve lifelong success.
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FUTURE N&W
SCHOOLS

July 25, 2012

Secretary Arne Duncan

U. S. Department of Education
400 Maryland Avenue
Washington, D. C. 20202

Dear Secretary Duncan:

We are writing in strong support of the Los Angeles Unified School District's Teacher Incentive
Fund grant application.

Future Is Now Schools, led by Green Dot Public Schools’ founder Steve Barr and Success
Academy Charter Schools’ Vice Chairman Gideon Stein, is dedicated to creating politically and
economically sustainable models for education reform. We are currently working with the LAUSD
to create teacher-led schools that embrace best practices from high performing charters while
remaining in-district and retaining teachers’ union affiliations.

LAUSD's TIF application draws on the district's experience with teacher evaluation and builds on
teacher career path research from across the country — research that underlines the fact that
great teachers will stay in the classroom if given the opportunity to grow as skilled professionals,
and be compensated accordingly.

Without qualification, we strongly support the application of the Los Angeles Unified School
District for the Teacher Incentive Fund application.

Sincerely,

Steve Barr
CEO and Chairman, Future is Now Schools

PR/Award # S374A120066
Page €203
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Green Dot
Public

June 18, 2012

Secretary Arne Duncan

U.S. Department of Education
400 Maryland Avenue
Washington, D.C. 20202

Dear Secretary Duncan:

[ am writing to enthusiastically endorse the Los Angeles Unified School District’s (LAUSD) Teacher
Incentive Fund (TIF) grant application. This grant is perfectly aligned with the recent work LAUSD has
launched to support programs focused on increasing student achievement at our highest-need schools in
our communities. Notably, it would support the district’s effort to improve teacher and school leader
practice through the implementation of systems that create multiple career pathways and differentiated
compensation.

For example, since April 2009, the district has researched, designed, and begun implementing a multiple
measure performance review system (Educator Growth and Development Program) in partnership with
teachers across the District. When fully implemented, this will allow LAUSD to increase the
effectiveness of its educators by providing targeted quality training. Furthermore, this program will
provide the necessary support to instructional leaders in the classrooms and school sites across the
System.

As a partner in the delivery of high quality public education in Los Angeles, and an LAUSD stakeholder,
we work closely with LAUSD on a range of innovative approaches to solving the profound challenges to
serving all students at the highest level. LAUSD is a valued partner, committed to the changes required in
the way we evaluate the performance of our public education teachers. LAUSD has effectively
established a collaborative planning process at each stage of the Educator Growth and Development
Program’s evolution to allow for the inclusion of teachers, administrators, parents, and community
partners with an invested interest in the academic success of LAUSD students. Awarding LAUSD a grant
will build upon the success of this partnership and strengthen the programs that support the District’s
strategy to dramatically improve teaching and learning. We understand an educators’ impact on student
achievement is significant and long-lasting. This grant would put the district one step closer to ensuring
an educator’s impact on student achievement is positive in every way.

On behalf of the students and families Green Dot Public School serves, we would like to express our
support for the District’s Teacher Incentive Fund grant application.

Thank you for your consideration of this proposal. We are excited about the opportunity this grant will
provide the Los Angeles Unified School District. Please contact me should you have any questions
regarding this letter.

Sincerely,

(b)(6)

Marco Petruzzi
Chief Executive Officer

PR/Award # S374A120066
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=% Los Angeles Area
,.a“-"fg Y Chamber of Commerce

July 25,2012

Secretary Arne Duncan

U.S. Department of Education
400 Maryland Avenue
Washington, D.C. 20202

Dear Secretary Duncan:

I am writing to enthusiastically endorse the Los Angeles Unified School District's (LAUSD)
Teacher Incentive Fund (TIF) grant application. This grant is perfectly aligned with the recent
work LAUSD has launched to support programs focused on increasing student achievement at
our highest-need schools in our communities. Notably, it would support the district’s efforts to
improve teacher and school leader practice through the implementation of systems that create
multiple career pathways and differentiated compensation. As an organization that represents
the public and private sectors serving millions of families across this city, we consider the Los
Angeles Unified School District a critical partner in our work. When the nearly 700,000 students
who attend schools in the District succeed academically, families do better, the economy thrives,
and our citizens become more engaged.

As conveners of the L.A. Compact, an unprecedented commitment by 18 major L.A. institutions
that want to see positive change in Los Angeles public schools, and better prepare local students
for college and the 21st century workplace, we pledge to continue building support for these
initiatives. The L.A. Compact identifies important areas where its partners can work together to
address pressing educational issues, better leverage resources and have a measurable impact.
Compact partners, including LAUSD, the School Board, Mayor Villaraigosa, the City Council, the
L.A. Area Chamber of Commerce, 11 local institutions of higher learning, Associated
Administrators of Los Angeles (AALA), United Way of Greater Los Angeles, and the Los Angeles
County Federation of Labor, AFL-CIO, have pledged to work together on a set of collaborative
strategies to improve public education. These strategies include Achieving High-Quality
Teaching and Learning in Classrooms (Collaborative Strategy #1), and Building Collaborative
Leadership Capacity (Collaborative Strategy #2). We recognize that teachers must have the
capacity for high-quality teaching and that strong leadership among all school stakeholders is
essential for effectively managing schools, and believe that the District’s TIF grant application is
aligned to these strategies.

Itis clear that providing the students in our diverse district with the best possible education will
require change and comprehensive reform in the way teachers and school leaders are recruited,
compensated, evaluated, developed and retained. The Los Angeles Unified School District has an
incredible opportunity to create real systematic change in our schools by implementing a
multiple measure performance review system that is aligned to a compensation and career

350 S. Bixel St. | Los Angeles, CA 9001PRIAR2 # 3580725066 | F: 213.580.7511 | www.lachamber.com
Page €205
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pathway. Teachers have been asking for a better evaluation system that identifies and builds on
their strengths as educators and provides them with relevant professional growth opportunities.
Talented teachers and administrators have come together to explore new methods of reaching
students, and they are seeing results. It is crucial that we maintain this momentum.

As a community partner and LAUSD stakeholder, we must highlight that LAUSD has effectively
established a collaborative planning process at each stage of the program’s development to
allow for the inclusion of teachers, administrators, parents, and community partners with an
invested interest in the academic success of LAUSD students. Awarding LAUSD a grant will build
upon the success of this partnership and strengthen the programs that support the District’s
strategy to dramatically improve teaching and learning. We understand an educators’ impact on
student achievement is significant and long-lasting, fortunately this grant would put the district
one step closer to ensuring an educator’s impact on student achievement is positive in every
way.

Our members want to know that LAUSD students are prepared to contribute to our region’s
economy, and we believe this grant will support this goal by helping the district establish an
educator pipeline that will benefit students across the Los Angeles and serve as a model for
districts across our state. Thank you for your consideration of this proposal. We are excited
about the opportunity this grant will provide the Los Angeles Unified School District. Please
contact me should you have any questions regarding this letter.

Sincerely,
(b)(s)

David Rattray, Senior Vice President
Education and Workforce Development
Los Angeles Area Chamber of Commerce
President, UNITE-LA

PR/Award # S374A120066
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July 25, 2012

Secretary Arne Duncan

U.S. Department of Education
400 Maryland Avenue
Washington, D.C. 20202

Dear Secretary Duncan:

The Los Angeles Education Research Institute (LAERI) is an
independent, nonprofit organization that is engaged in a collaborative
partnership with the Los Angeles Unified School District (LAUSD) to
bring research to bear on problems of practice. We look forward to
working with the District in this partnership relationship and
establishing a culture of data-driven decisions, transparency and sharing
of information at critical points, and trust across District and research
partners. As part of the partnership work, LAUSD has involved LAERI
in many planning and strategy conversations around key issues,
including the multiple measure evaluation system. LAERI researchers
have served as critical research friends to the development process in
several different ways as the multiple measure system has been
implemented, including bringing research and critical analysis to the
conversation, exploring the validity and reliability of measures within
the system, and identifying national experts for the Technical Advisory
Group, which has proven useful in helping develop the value-added
models used. LAERI and its affiliates look forward to continuing to
serve as a research resource for LAUSD as it progresses in developing
its multiple measure evaluation system.

We believe that all District policies, including those emphasizing
multiple career pathways and differentiated compensation, should be
carefully designed and rolled out in such a way that effectiveness in
improving teaching and learning can be evaluated. We support the

District’s intent to use the TIF grant to continue to critically examine the reliability and validity
of their multiple measures, as well as to evaluate the effect of the new human capital strategies

on student outcomes.

As a research partner and LAUSD stakeholder, we would like to affirm that LAUSD has
established a collaborative planning process at cach stage of the development of the multiple
measure evaluation system to allow for the inclusion of teachers, administrators, parents, and

PR/Award # S374A120066
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community partners who have a vested interest in the academic success of LAUSD students.
Our hope is that this grant will provide for the resources and opportunities to build upon these
collaborations and strengthen the District’s efforts to include a variety of stakeholder
perspectives, as well as research evidence, in policy and program decisions designed to improve
teaching and learning.

We also hope this grant will build into the implementation process a rigorous evaluation design,
to help ensure that the District’s efforts will lead to information that will benefit students across
the Los Angeles basin, and serve as a model for districts across our state and the nation. Please
contact me should you have any questions regarding this letter.

Sincerely,

(b)(6)

Kyo Yamashiro

Executive Director

Los Angeles Education Research Institute
11870 Santa Monica Blvd., Ste. 106-544
Los Angeles, CA 90025

www.laeri.org

kyo@]laeri.org

310.963.2409

PR/Award # S374A120066
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June 27, 2012

Secretary Arne Duncan

U.S. Department of Education
400 Maryland Avenue
Washington, D.C. 20202

Dear Secretary Duncan:

On behalf of the L.A. Gay & Lesbian Center, I enthusiastically endorse the Los Angeles
Unified School District’s (LAUSD) Teacher Incentive Fund (TIF) grant application.

The Center is the largest LGBT organization in the world and has long been at the
forefront in offering services to LGBTQ youth and, in particular, at-risk youth. Starting at
the end of 2010, we began collaborating with LAUSD on a plan for a comprehensive
approach to ending LGBTQ youth suicide and reducing homophobia and transphobia in
district schools. T am the senior executive at the Center responsible for overseeing this
project. Through this partnership, called Project SPIN, we’ve worked closely with
LAUSD leadership for nearly two years.

This grant is perfectly aligned with the recent work LAUSD has launched to support
programs focused on increasing student achievement at the highest-need schools in our
communities. Notably, it would support the district’s effort to improve teacher and
school leader practice through the implementation of systems that create multiple career
pathways and differentiated compensation.

Through Project SPIN, LAUSD and the Center recognize the critical importance of a
comprehensive approach by school systems that incorporates collaborative partnerships
with communities. For example, since April 2009, the district has researched, designed,
and begun implementing a multiple measure performance review system (Educator
Growth and Development Program) in partnership with teachers across the District.
When fully implemented, this will allow LAUSD to increase the effectiveness of its
educators by providing targeted quality training. Furthermore, this program will provide
the necessary support to instructional leaders in the classrooms and at school sites.

As a community partner and LAUSD stakeholder, we must highlight that LAUSD has
effectively established a collaborative planning process to allow for the inclusion of
teachers, administrators, parents, and community partners with an invested interest in the
academic success of LAUSD students. Awarding LAUSD a grant will build upon the
success of these partnerships and strengthen programs that support the District’s strategy
to dramatically improve teaching and learning. We understand an educator’s impact on
student achievement is significant and long-lasting. This grant would put the district one
step closer to ensuring an educator’s impact on student achievement is positive in every
way. Accordingly, we strongly support this grant application.

Sincerelv A

(b)(6)

/Alan Acosta
Director of Strategic Initiatives

PR/Award # S374A120066
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Partnership for

Los Angeles Schools

June 27, 2012

Secretary Arne Duncan

U.S. Department of Education
400 Maryland Avenue
Washington, D.C. 20202

Dear Secretary Duncan:

[ am writing (o enthusiastically endorse the Los Angeles Unified School District’s
(LAUSD) Teacher Incentive Fund (TIF) grant application. This grant is perfectly
aligned with the recent work LAUSD has launched to support programs focused on
increasing student achievement at our highest-need schools in our communitics.
Notably, it would support the district’s effort to improve teacher and school leader
practice through the implementation of systems that create multiple career pathways
and differentiated compensation.

For example, since April 2009, the district has researched, designed, and begun
implementing a multiple measure performance review system (Educator Growth and
Development Program) in partnership with teachers across the District.  When fully
implemented, this will allow LAUSD to increase the effectiveness of its educators by
providing targeted quality training. Furthermore, this program will provide the
necessary support to instructional leaders in the classrooms and school sites across the
system.

As a community partner and LAUSD stakeholder, we must highlight that LAUSD has
effectively established a collaborative planning process at each stage of the program’s
development to allow for the inclusion of teachers, administrators, parents, and
community partners with an invested interest in the academic success of LAUSD
students. Awarding LAUSD a grant will build upon the success of this partnership
and strengthen the programs that support the DistricU’s strategy (o dramatically
improve teaching and learning. We understand an educators’ impact on student
achicvement is significant and long-lasting, fortunately this grant would put the
district one step closer to ensuring an educator’s impact on student achievement is
positive in every way.

On behall of the students and families the Partnership serves, we would like to
express our support for the District’s Teacher Incentive Fund grant application. The
“artnership was created in 2007 by Mayor Antonio Villaraigosa to turn around the
lowest performing schools in LAUSD located in some of LA’s most impoverished

_PR/Award # 8374A120066
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Partnership for
Los Angeles Schools

neighborhoods. We are currently transforming 22 schools with approximately 16,500
students by implementing a comprehensive reform model that includes: Great School
Leaders, Improving Teacher Practice, Targeted Student Support, Opportunitics for
Students, and Family & Community Engagement.

Thank you for your consideration of this proposal. We are excited about the
opportunity this grant will provide the Los Angeles Unified School District. Please

contact me should you have any questions regarding this letter.

Sincerely.

(b)(6)

Marshall Tuck

Chief Executive Officer

Partnership for Los Angeles Schools
(213) 201-2000 x251

.. PR/Award # S374A120066
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Julv 252012

Fhe Honorable Arme Duncan
Sccretary ot Fducation

LS. Department of Bducation
400 Marsland Avenue, SW

Washington, DO 20202
Dear Secretany Duncan:

Oy behall ol Teach Phus Tos Anocios T am writing by enthusiastically endorse the Los Angcles Unilied
School District’s ¢F AUSDy Teacher Incentive fund ¢y crant apphication. This arant is vers well
alioned with T AUSD 'S efforts o improve student achicvement at our lughest-need schools. Notablv. ot
would support the district’ s nimportant ofborts o ompreve teacher and school feader practice through the
inplementation of svstems that ereate multiple career pathway s and difterentiaied compensation,

Since 20090 the district has researched. designed. aud beeun amprementime o multiple measure
performance review system in partnership with teachers across the District. mcluding many eachers who
arce engaved i Teach Plus™ deaching Policy Fellovws program and our T Network program. - Our
teachers deeply appreciate that the goal of this work is to provide them waith data and protessional

development opportunitios that will nltmately allow them to domore for their studenis,

Because ol this support. Teach Plus Teaching Policy Tellovw s who work moschools across TALSDL have
heen activels engaged in ady ising and providing feedback 1o ihie district on this important work through
the district’s collaborative planning process o allow tor the mclusion of teachicrs. among others. i a
meaninetul and impactiul way throughout cach stage ot the process. \warding TALSD a grant will build
upon the suceess of this partaership and strenuthen the proarams that support the District’s strategy 1o
dramatically improve teaching and learning

The mission of Teach Plas is o mmprove outcomes or urban childien by ensurme that o greater
proportion ol students have acceess 1o elfective. experienced teachers. On behalt of the students and
teachers we serves we would Tike 1o oxpross our strong support for the District™s Teacher Ineentive Tund
arant application

Fhonk vou for vour consaderation of TATSDS proposal Please contact me should sou have am

questions regardime this letwer

Sineerels.

(b)(6)

JOhH R.oT.ee
Faecative Directon

Feach Plus Fos Angeles

PR/Award # S374A120066
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LIVE UNITEDEZ -

TO CREATE PATHWAYS OUT OF POVERTY

June 15, 2012

Secretary Arne Duncan

U.S. Department of Education
400 Maryland Avenue
Washington, D.C. 20202

Dear Secretary Duncan:

The success of the over 700,000 students attending school in the Los Angeles Unified Schoo! District
(LAUSD) is critical to the economic and civic health of our entire region. | urge you to support LAUSD’s
Teacher Incentive Fund (TIF} grant application, which will enable the district to continue to support
programs focused on increasing student achievement at our highest-need schools. Notably, it would
support the District’s effort to improve teacher and school leader practice through the implementation
of systems that create multiple career pathways and differentiated compensation.

United Way released a study on LAUSD’s educator policies and practices in 2011, in partnership with
civil rights and parent organizations. This study demonstrated the need for LAUSD to further strengthen
evaluation, professional development, career paths and compensation structures for our educators. The
District has been at the forefront of an effort to do just this with development and pilot implementation
of a multiple measure performance review system (Educator Growth and Development Program) in
partnership with teachers across the District. When fully implemented, LAUSD will have the necessary
data and tools to increase educator effectiveness in the classrooms and schools across the system.

As a community leader partnering with businesses, families, educators, and non-profits throughout Los
Angeles, we must highlight that LAUSD has effectively established a collaborative planning process at
each stage of the program’s development to invite community input. Awarding LAUSD a grant will build
upon the success of this partnership and strengthen programs that support the District’s strategy to
dramatically improve teaching and learning. This grant would put the District one step closer to
ensuring an educator’s impact on student achievement is positive in every way.

United Way is committed to helping teachers and students succeed by providing a broad range of
community supports, from after-school programming to business-school partnerships to research on
how to bring best practices to scale. On behalf of our students, families and businesses, United Way of
Greater Los Angeles fully endorses the District’s Teacher Incentive Fund grant application.

Thank you for your consideration of this proposal. We are excited about the opportunity this grant will
provide the Los Angeles Unified School District. Please contact me should you have any questions
regarding this letter.

Sinraralyv

(b)(6)

Elise Buik
President and CEO

United Way of Greater Los Angeles | 1150 S. Olive St., SuitePBMhdrassagrias: SAGM015 | tel 213.808.6220 | www.unitedwayla.org
Page €213
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Headquarters

YouTH

634 South Spring Street, 10® Floor
Los Angeles, CA 90014

Policy
INSTITUTE

Founded 1983

Phone: (213) 688-2802
Fax: (213) 688-2942

www.ypiusa.org

June 14, 2012

Secretary Arne Duncan

U.S. Department of Education
400 Maryland Avenue
Washington, D.C. 20202

Dear Secretary Duncan:

I am writing to enthusiastically endorse the L.os Angeles Unified School District’s (LAUSD) Teacher Incentive
Fund (TIF) grant application. This grant is perfectly aligned with the recent work LAUSD has launched to
support programs focused on increasing student achievement at our highest-need schools in our communities.
Notably, it would support the district’s effort to improve teacher and school leader practice through the
implementation of systems that create multiple career pathways and differentiated compensation.

For example, since April 2009, the district has researched, designed, and begun implementing a multiple measure
performance review system (Educator Growth and Development Program) in partnership with teachers across the
District. When fully implemented, this will allow LAUSD to increase the effectiveness of its educators by
providing targeted quality training. Furthermore, this program will provide the necessary support to instructional
leaders in the classrooms and school sites across the system.

As a community partner and LAUSD stakeholder, we must highlight that LAUSD has effectively established a
collaborative planning process at each stage of the program’s development to allow for the inclusion of teachers,
administrators, parents, and community partners with an invested interest in the academic success of LAUSD
students. Awarding LAUSD a grant will build upon the success of this partnership and strengthen the programs
that support the District’s strategy to dramatically improve teaching and learning. We understand an educators’
impact on student achievement is significant and long-lasting, fortunately this grant would put the district one step
closer to ensuring an educator’s impact on student achievement is positive in every way.

The Youth Policy Institute (YPI) provides education, training and technology services to lift families out of
poverty. Since 2001, YPI has accomplished this by serving families in L.os Angeles at 125 program sites
throughout the city — at many times with the help of LAUSD. On behalf of the students and families YPI serves,
we would like to express our support for the District’s Teacher Incentive Fund grant application.

Thank you for your consideration of this proposal. We are excited about the opportunity this grant will provide
the Los Angeles Unified School District. Please contact me should you have any questions regarding this letter.

Sincerely,
(b)(6)

Dixon Slingerland
Executive Director

San Fernando Valley Office: 13630 Van Nuys Boulevard, Suite 101, Pacoima, CA 91331 « Phone: (818) 899-5550 « Fax: (818) 899-5588
PR/Award # S374A120066
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LA Teachers Take On
Teadner Evaluation

Educators EXxcellence

Los Angeles
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Unlike many other professions, teaching can feel like an isolating career. Teachers often feel
alone and unsupported in their classrooms. Despite research illuminating the importance of
our work, many of us have gone years without receiving meaningful feedback on our practice. When
we do receive feedback, it’s largely perfunctory—the act of checking off a few boxes.

As a team, we embarked on a research and policy mission to undo this problem. At first, we set out
to propose a teacher evaluation system. We did the research, looking at best practices and every
measurement tool imaginable.

Then, we realized that teachers and students need more than evaluation—we all deserve opportuni-
ties for growth.

Evaluation is the tool described in this paper, but professional growth is the goal. Woven through-
out this policy paper are recommendations for how various measures of evaluation can support our
growth and aspirations as teachers, which will in turn support the development of our students.
This guided our process and priorities for building a strong evaluation system.

PR/Award # S374A120066
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Introduction: A Letter from the Teachers
Proposed Teacher Evaluation Measures
Proposed Teacher Evaluation Frequency
Valuing the Teaching Process

Valuing Student Growth

Valuing Community

Valuing Parent Voice

Valuing Our Partners

Conclusion

Appendix: Our Process and Methodology

Teacher Evaluation Policy Team Members
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Our Priorities for Building
a Strong Evaluation System

Attachment Part D: Letters and Evidence of Support

Most of us became teachers in part because our lives were touched by other teachers who made us feel that
life was not only full, but overflowing with possibility. Our team of teachers wrote this policy paper because
we, too, believe in the unlimited potential of our teachers and students.

In the spring of 2012, our team of diverse educators came together to combine our frontline teaching experi-
ence with national and local research on teacher evaluation. We are a truly diverse group—some of us hailing
from Burma and Ukraine to Echo Park and Los Feliz. We teach in elementary, middle and high schools and in
adult and alternative schools. We are leaders in our school departments, grade teams and unions. Several of
us bring our experience as participants in teacher evaluation pilot programs.

We don’t agree about everything, but we do agree that just as all students can learn, so too can the best
teachers among us get even better. Though our differences are many, we are united by a belief that we need
a teacher evaluation system that competently and compassionately promotes genuine, collaborative profes-
sional development. The need for such a system is a foundational belief of our policy paper.

Our Policy Team of teachers is taking on the elephant in the room, standardized testing, a polarizing issue

in public education. We have taken on the complexity and controversy of this issue and produced a new way
forward for teacher evaluation, one that unites ideas from our union and district.

This document is honest in how it reflects our desire to (1) Bridge the gap between those who make policy
and those of us implementing these policies in our schools, (2) Move beyond polarizing rhetoric to have a
solutions-oriented conversation about students and our careers and (3) Open our classrooms to feedback and
support.

It is with this spirit of collaboration that we share our voices and welcome yours.

The E4E-LA Teacher Evaluations Policy Team
June 2012

PR/Award # S374A120066
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Replace the current “barebones” teacher evaluation rubric with a rigorous, research-
based rubric. This rubric should provide clear and high expectations for teachers and meaningtul
teedback to identify areas for professional growth and support.

Include administrator and peer observations of teacher practice. To provide opportunities 10%
to receive summative peer feedback, we propose including peer observations as an informative tool. Contributions to
These informative peer observation rubrics will count as part of the “observing” teacher’s evidence of f:‘;“r:":‘j:ﬁv
quality peer input (part of the “Professional and Community contributions portion of the evaluation
SyStem) . For our differentiated recommendations on the use of Student
Academic Growth Over Time, see page 13.
Our students are the reason
we teach—their success is our success. For this reason, we propose basing nearly half of our The Power of Local
evaluation system on how our children are growing in our classrooms. Because we recognize that School Choice

no one test captures student achievement, we want a balance of state standardized tests and locally
designed district-approved assessments, which we are calling Local School Choice Assessments.

The evaluation system should
highlight our ability to build and engage community by providing stakeholder input on our work, encouraging
peer collaboration and fostering professional reflection and recognition. This measure should consist of both
how students experience our classrooms and schools and how we provide meaningful peer feedback.

PR/Award # S374A120066
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Our peers participating in pilot evaluation pro-
grams note that conducting a thorough multi-
ple-measure process requires significant time and
resources. Teachers deserve meaningtul evaluation
once a year, but we recognize that our schools have
limited capacity, particularly during these deep cuts
to our budget and office personnel.

For this reason, we suggest conducting required
multi-measure observations for the first three years
of a teacher’s career and every other year after that.
Borrowing a sound practice from UTLA’s framework
on evaluation,” we believe administrators concerned
about struggling teachers should be able to conduct
an evaluation during any year.

PR/Award # S374A120066
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AYear of Information

To roll out the evaluation system, we suggest having
the first year be a pilot “year of information” to allow
our district, union, administrators and teachers to
familiarize themselves with the new system prior to
the evaluation system being for stakes. With this pi-
lot, teachers and administrators can participate and
provide feedback during the first year. The evaluation
system during the pilot year will be “no-stakes” and
used solely for information and to familiarize teach-
ers and administrators with the new system.

Evaluating the Evaluation

The evaluation should be audited every few years to
understand potential inconsistencies and assess how
the system meets the needs of teachers, students, ad-
ministrators and stakeholders.
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Sample Timeline for a Seven-Year Teacher

Year Year Year Year Year Year Year
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These elements of QPIR will be part of the rubric used to evaluate teacher
practice. While we believe the district and the union should collectively
negotiate the weight for these elements of QPIR, our team recommends
placing the areatest weight on administrator observations.

Far too many of us experience observations that are
quick, directionless, sporadic and without mean-
ingful follow-up. As a result, our schools miss oppor-
tunities to have real dialogue about professional per-
formance and growth.

Through observation and reflection, we can examine
the link between teacher practice and student out-
comes. Not only is QPIR directly linked to student
achievement, but it also allows teachers to be part of
an ambitious professional culture with clear, high ex-
pectations that effectively identifies specific areas for
our professional growth.

The importance of assessing
planning, instruction and reflection:

teacher

»  Assess how our teaching and classroom man-
agement influences student performance

PR/Award # S374A120066
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» Provide a common language for what effective
teaching looks like

» Create opportunities for teachers to receive
useful, differentiated feedback that can form
the foundation for professional goal setting,
training and support

Use multiple perspectives and information sources to
evaluate teacher planning, instruction and practice.

¢ Administrator Observations with Fol-
low-Up. Trained administrators will conduct
two formal full-lesson classroom observations
with pre- and post-conferences to provide
context and opportunities to collaboratively
set growth goals.

¢+ Peer Observations and Insights. Re-
search has shown that peer observations can
be both valuable and unreliable. For this rea-
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son, peer observations should be informative,
not evaluative. However, to encourage high-
quality peer feedback, the observation rubrics
should be included in the peer observer’s
Professional and Community Contributions
(PCC) component score.

Rubrices. QPIR will be measured with clear,
comprehensive, rigorous, research-validated
rubrics. Examples of performance rubrics
include the LAUSD Teaching and Learning
Framework, the Danielson Framework for Ef-
tfective Teaching and the California Standards
for the Teaching Profession.

Evidence-based Portfolios and Reflec-
tion. Portfolios will include artifacts such as
lesson and unit plans, IEPs, assessments and
student work as well as teacher reflections on

Attachment Part D: Letters and Evidence of Support
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Sample Ways the Evaluation
System Can Empower
School Choice

Peer Observations

Teacher Choice:

Team Choice:

School Choice:

student work and growth. These portfolios will
provide the principal with additional informa-
tion about a teacher’s planning and reflection.

While we place significant value on the importance of
QPIR, we recognize the potential pitfalls to successful
implementation.

LAUSD should consider:

Training our administrators to effectively and
fairly conduct observations

Striking a balance between developing a ru-
bric that is feasible and comprehensive

Leveraging peers to increase perspectives and
capacity for conducting observations

Creating a common language for best prac-
tices, but avoid imposing cookie-cutter molds
of teaching

Including a system of checks and balances by
including teacher data and input in principal
evaluations

PR/Award # S374A120066
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While QPIR provides a direct link to understanding
the impact teacher practice has on student achieve-
ment, it can also invigorate our professional culture
and school communities.

Using trends and insights from observations,
our schools can:

Determine professional growth goals and
trainings

Identify strong teacher coaches, mentors and
department leaders

Establish teacher growth goals around leader-
ship, content and pedagogy

Create a culture of peer learning and mutual
accountability for success
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here is no question that we measure our success

according to the academic growth of our stu-
dents. The question, however, is how best to measure
that growth. Student Academic Growth Over Time
captures the quantifiable changes in student achieve-
ment scores on assessments from one year to the
next. It is most commonly measured using “value-
added models.” Numerous states and school districts
across the country have included value-added data as
one part of a multi-measure teacher evaluation sys-
tem to “determine the ‘value’ teachers contribute to
student outcomes... .”"

In considering how best to incorporate this mea-
sure, we looked at practices used in other districts
and school networks across the country. Student
Academic Growth Over Time data constitutes a mini-
mum of 40% of the overall teacher evaluation sys-
tem (The College Ready Promise, Achievement First,
NYC DOE and Hillsborough evaluations) and reaches
a maximum of 50-55% (D.C. Impact, Indiana Rise,
Denver LEAP, Houston evaluations). Like our peers
in other districts, we believe a good teacher evalua-
tion system should be centered on student achieve-
ment.

We also debated the limitations of this component
of evaluation. Ultimately, we concluded that value-
added models are an important way of capturing stu-
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For our differentiated recommendations on the use of Student

Academic Growth Over Time, see page 13.
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dent growth—which is our goal as educators—but do
not capture the full picture of teacher practice and
student learning. For this and other reasons, value-
added models can never be used as the sole measure
for evaluating teaching and learning.

We don’t aim to evaluate teachers by a single mea-
sure. Nor should we evaluate student growth by a
single measure. In fact, a focus on one test may lead
to a narrowing of our curriculum. We argue that we
not only need better assessment tools than the cur-
rent state standardized tests, but we need more tools
to capture the diversity of teaching and learning.

The importance of measuring
growth:

student

+  Comply with state’s education laws that re-
quire teacher evaluation be based in part on
student progress toward meeting state stan-
dards as evident by state-approved tests.”

+ Provide a common California yardstick for
measuring student growth over time, while
simultaneously pursuing local assessments of
growth

« Create a culture where teachers are respon-
sible for supporting student growth and ad-
ministrators are responsible for supporting
teacher growth

PR/Award # S374A120066
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We recommend that multiple measures of SAGT data
constitute 40% of the overall teacher evaluation. To
provide a rich perspective on student growth, we
propose using a combination of State Standardized
Tests/Common Core Assessments and Local School
Choice Assessments. Local School Choice encourages
our district and individual schools to identify or de-
velop other assessments that measure student skills
not being captured by current state tests.

As part of integrating more Local School Choice,
schools can decide to aggregate data in a way that
specifically targets their school or department goals.
For instance, a school interested in fostering more
collaboration may choose to use school-wide or de-
partment-wide student growth data.

To empower schools to be accountable for pursuing
and measuring student growth, schools can choose
from existing, pre-approved assessments or seek dis-
trict approval for their own measurement tools and
protocols. For example, schools can create their own
district-approved assessments aligned with their cur-
ricular benchmarks and goals.

We also recognize the need for flexible growth as-
sessments that capture the “value” of special edu-
cators, artists, physical educators, etc. Therefore,
we recommend differentiating the assigned per-
centage weights to accurately measure growth
for tested, partially tested,” and non-tested sub-
jects. This is an opportunity for schools to de-
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Teacher Performance Evaluation System
Tested Subjects

»

10%
Contributions to
School and
Community

Sample Local School Choice Measures

Percent of

Evaluation Description

5% How students within my math department grow
based on Common Core/CST

How my students grow based on Local School
Choice Assessments

15%

For those who teach subjects regularly tested by
the California Standards Test, we propose a bal-
ance of student growth based on CST/Common Core
assessments and 20% based on Local School Choice
Assessments that are district approved.

Valuing Student Academic Growth

Teacher Performance Evaluation System
Partially Tested Subjects

»

10%
Contributions to
School and
Community

Sample Local School Choice Measures

Percent of

Evaluation Description

5% How all students in my school grow according to
Common Core/CST

20% How my students grow based on Local School

Choice Assessments

For teachers of partially tested subjects, 15% of
this measure will be determined by individual stu-
dent scores on CST/Common Core assessments and
25% will be based on Local School Choice Assess-

ments.

PR/Award # S374A120066
Page e227

Attachment Part D: Letters and Evidence of Support

Teacher Performance Evaluation System
Non-Tested Subjects

4

10%
Contributions to

School and
Community

Sample Local School Choice Measures

Percent of
Evaluation Description
30% How my students grow according to district-

approved, local project-based assessments (25%)

How all students in my school grow according to
Common Core/CST (5%)

For teachers of non-tested subjects, 30% of their
total evaluation score will be composed of student
growth determined by Local School Choice Assess-
ments. Our aim is to encourage schools to start valu-
ing electives and non-tested subjects. Teachers of
non-tested subjects would have greater weight (10%
more) added to QPIR.
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termine how best to measure student growth in
diverse subjects.

We urge LAUSD to pursue our recommendations
around Local School Choice. Creating opportuni-
ties for schools to shape our evaluation system may
create more ownership over and engagement in the
process of measuring student growth. Equally impor-
tant, providing Local School Choice would support
the district’s new focus on local school innovation,
autonomy and empowerment.

The following are some strategies that LAUSD
could pursue:

« Provide guidelines and online training for
schools looking to develop district-approved
assessments

« Create and enforce a strong school integrity

and accountability system for testing, with
clear consequences for cheating. (For in-
stance, we agreed that teachers should never
administer or grade their own students’ as-
sessments and student assessments should be
evaluated and scored by at least two teachers.)

Create systems to ensure data is properly re-
ported to the district and conduct random au-
dits on compliance

Encourage schools currently working to use
project-based learning assessments to mea-
sure growth

Train teachers, administrators and other
stakeholders to make sense of and use student
growth data

Replace the current district assessment bank
with a robust and user-friendly online library
and include all district-approved Local School
Choice Assessments
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Measuring teacher practice by student performance
creates an opportunity to offer relevant professional
development tailored to the needs of our students.

Using trends and insights from student
growth data, our schools can:

+  Set goals for how to use Local School Choice in
evaluation to measure specific school growth
goals

« Focus common planning sessions on school/
team data trends

«  Marry insights from classroom observations
with data on student growth to identify best
pedagogy practices
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A- singular focus on instruction and student growth

isses the mark because it fails to capture the
roles we perform when the bell rings. We run student
clubs and afterschool tutoring, make phone calls to
parents, participate in professional development and
take on school leadership roles.

By focusing on a teacher’s professional and commu-
nity contributions, we can highlight the teaching and
learning that happens during and after the bell rings.
Using student surveys, peer observation and self-
reflection tools, our schools can measure and value
the often “behind the scenes” work that is essential to
strengthening school culture.

Assessing professional and community contributions
is important because it allows us to:

» Use stakeholder input to help measure com-
munity contributions

» Recognize professional development and en-
gagement

+ Reflect on and share evidence of school contri-
butions with administrators

Principals don’t always have opportunities to see the
full range of our work: phone calls to parents, home
visits or after school meetings. To provide the full pic-
ture of a teacher’s work, we propose including stake-
holder feedback and self-reflection tools.

Mini Portfolios with Peer Observations (5%)
The portfolio will feature artifacts with short
reflections on professional and community
contributions.

» Artifacts can be items such as professional de-
velopment agendas, email student updates to
parents, department meeting agenda, etc.

» The mini portfolios will be scored as part of
the broader performance rubric
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Teacher Performance Evaluation System

port

Contributions to School and Community

10%
Contributions to
School and
Community
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+ Mini portfolios must contain at least one
peer observation rubric scored for balanced,

professional and specific feedback on a
peer’s practice

Student Survey (5%)

The Measures of Effective Teaching Project,
a recent research initiative led by academics,
teachers and education organizations found that
high-quality student feedback surveys, when
combined with other critical measures, provide
diverse information on teacher practice that might
not be captured through observations. As regular
observers of our practice, students offer multiple
perspectives and deep context.
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Given the importance of our students, we
propose:

District-created student surveys that address
teacher instruction, student support, rigor and
classroom management

Local School Choice options for using the data
to evaluate individuals or the school staft at
large. These decisions should depend on the
specific goals and aims for student feedback
established collectively at the school site.

The reliability and usefulness of this measure hinges
upon having a thorough system for data collection.

To make this policy a workable practice,
LAUSD should consider:

Requiring the use of peer observations as in-
formative tools and scoring the quality of the
actual observation, not the quality of the ob-
served teacher’s instruction

Designing clear, research-based and student-
friendly surveys, such as the Tripod Survey
and the Classroom and School Environment

Surveys developed for LAUSD by UCLA’s re-
search team

Providing schools with guidance on dissemi-
nation plans to collect a statistically significant
sample

Creating a user-friendly and comprehensive
peer observation rubric

The insights and best practices gleaned from
observations, reflections and surveys can
help our schools:

Measure and value the non-testable elements
of the teaching profession

Create professional channels for constructive
peer feedback

Help principals to better understand and build
upon our unique talents and contributions

Use student surveys to improve communica-
tion, systems, policies and practices
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Sample Ways the Evaluation
System Can Empower
School Choice

Student Surveys

School-wide student survey data:

Team-specific student
survey data:
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learly, the core customers are our students—who

experience our instruction and our school envi-
ronments every day. For this reason, student input is
the primary stakeholder data used to improve teacher
performance. However, parents are also customers
who provide valuable input on the educational envi-
ronment and experience provided within our schools.
Indeed, shrinking student enrollment numbers re-
veal that some of our parents, as customers, are “vot-
ing with their feet” and flocking to suburbs or public
charter schools in pursuit of a high-quality education.

A recent wave of parent-led advocacy efforts—par-
ticularly the passage of Parent Trigger legislation—is
inspiring parents to be change agents in our schools.
This advocacy, however, is most powerful when par-
ents and educators solve problems together.
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The importance of parent feedback:

« Create a culture of open communication and
transparency around school climate and safety

» Strengthen communication between parents
and faculty

»  Gain family perspectives in order to teach “the
whole child”

While parents have limited exposure to individual
classrooms, curriculum maps and lessons, they often
know when their child is thriving in a learning envi-
ronment. This is particularly true on the secondary
school level where parents have multiple teachers for
multiple subjects and less daily school participation.
The final weight placed on this measure should be de-
termined as part of the creation of a comprehensive
school evaluation system.
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Parent School Satisfaction Survey

Parents should weigh in on the school culture, fac-
ulty, operations, communication and achievement at
large. Parent input should be a significant part of a
multi-measure school evaluation that looks at overall
performance, quality of instruction, safety, commu-
nication and school culture at large.

Unlike students who are in our buildings, parents
and teachers don’t regularly interact—particularly in
middle and high school.

To make this policy workable, LAUSD should
consider:

+  Designing a clear, research-based and parent-
friendly survey

Offering multi-lingual surveys

Providing schools with guidance on dissemi-
nation plans to collect a statistically significant
sample

Only including statistically significant data
into evaluation scores

This measure can help schools:

Create best practices for parent outreach

Set school goals for improving school culture,
communication and operations

Encourage collaboration and shared account-
ability for school success
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Empower teachers with more input around
student growth assessments

Avoid relying on a single standardized test
Create systems for productive peer input

Use evidence-based portfolios to encourage
reflection on teacher practice

Emphasize the importance of the teaching
process — planning and instruction

Include student growth in achievement

Include feedback from students, peers, admin-
istrators and parents

Provide thorough and frequent evaluations of
teacher practice

PR/Award # S374A120066
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Include evidence-based portfolios that reflect
on practice and analyze student work

Create opportunities for rigorous self-reflec-
tion on practice

Incorporate stakeholder input

Include local measures of student academic
growth

Use the evaluation system to provide a
pilot phase of “information and learn-
ing” during initial implementation of the
evaluation system

D63



Attachment Part D: Letters and Evidence of Support

PR/Award # S374A120066
Page 235

D64



E4E held more than a
dozen focus groups with
roughly 150 teachers in
our district schools and
polled E4E Members to
identify the most impor-
tant and impactful policy
issues.

We met for six weeks to
review research on
different national teacher
evaluation systems as
well as local evaluation
systems being proposed
or piloted by UTLA,
LAUSD and The College-
Ready Promise consor-
tium of charter schools.

We conducted peer and
administrator interviews
as well as a student
survey to gather critical
stakeholder feedback.
‘We also conducted a
survey among E4E
Members and
non-members to
understand the most
essential components of
teacher evaluation.
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Creating a System that Honors
the Rights of Students

Creating a System that Honors
the Rights of Teachers
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Educators EXxcellence
Los Angeles
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SUMMARY OF RECOMMENDATIONS

Our Goal

Over the past two months, a diverse and unprecedented group of Los Angeles Unified School
District (LAUSD) teachers, parents, community members, and advocates has worked together to
revise the current teacher evaluation system. Our goal was to define major elements of a new
teacher evaluation system that authentically reflects the needs and expectations of all major
stakeholders in education here in Los Angeles. To accomplish this urgent task, we drew on a
diverse body of existing evaluation research and frameworks, as well as our own varied
experiences as stakeholders in LAUSD.

We believe a strong teacher evaluation system must be implemented now to ensure that Los
Angeles’ students receive the high quality education they deserve. The following is a summary of
our recommendations. We sincerely hope these recommendations will form the basis of a new,
workable evaluation system, as well as a basis for immediate, effective advocacy around this

critical issue.

~ Our Schools, Our Voice Coalition

COMPONENTS OF PROPOSED TEACHER EVALUATION SYSTEM

Contributions to School Community (5%)

Student Feedback (5%)

Parent Surveys (5%)

Test Data (25%)

Classroom Observation (60%)

Additional Factor (up to 10%)
Closing the Achievement Gap
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Classroom Observation (60%)

Classroom observation should represent the largest portion of a teacher’s evaluation. Observing
a teacher in his or her classroom is critically important in the determination of his or her impact
on student learning.

1) Probationary teachers will be observed yearly; permanent-status teachers will be
observed once every two years.

2) Teachers will be observed at least four times per year; two of these observations will be
planned and two will be unannounced.

3) Teachers will be observed by one administrator and one teacher with the required grade
level or content expertise.

4) Observations will be based on two to three identified areas of focus agreed upon by the
teacher and administrator during a mandatory planning conference that precedes the
observation process.

Test Data (25%)

Teachers have many roles; however, their primary role is to make sure that students learn the
material, improve throughout the year, and meet state standards for knowledge and proficiency.
Student test data should form a significant part of a teacher’s evaluation.

1) During the two-year implementation period of the new teacher evaluation system, a
teacher’s Academic Growth over Time (AGT) score will be determined in one of two
ways: 1) It would be either his or her individual AGT score or 2) the schoolwide AGT
score, whichever is higher.

2) For teachers in non-tested subject areas, the schoolwide AGT score will be used if it
improves their overall evaluation scores.

3) No test data will be used for probationary teachers.

4) Oversight of AGT implementation and reliability will be provided by a committee of key
stakeholders.
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Student Feedback (5%)

Given their daily interaction with their teachers, students are uniquely positioned to assess the
effectiveness of their teachers. Their feedback, collected through surveys, can offer meaningful
insight into teachers’ performance.

1) Student surveys will be used in grades three through twelve.

Parent Surveys (5%)

Parents, too, can help determine multiple aspects of a teacher’s effectiveness, from whether their
children are motivated to whether they themselves are being welcomed to be part of the
educational process.

1) Parent surveys will be used for every grade level, provided that a minimum number of
surveys were returned.

Contribution to School Community (5%)

Great teachers often do a lot outside their classrooms that helps develop a more vibrant and
supportive school community, engaging students’ interests.

1) Contribution to school community will be measured based on parent engagement,
schoolwide collaboration, and other school involvement.

Closing the Achievement Gap (up to 10% additional value)

Los Angeles is struggling to close the achievement gap between low-performing students and
their peers, which makes this a critical issue. If a teacher successfully helps low-performing
students markedly improve, he or she should receive additional recognition and credit for this
accomplishment.

1) Closing the achievement gap will be measured based on a teacher’s success in increasing
the year-to-year progress of students scoring in the lowest quartile. Progress will be
measured against statewide averages on the applicable test(s).
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PRINCIPLES AND PURPOSE

What We Believe

We believe that an effective teacher evaluation system should be strengths-based and
meaningful in creating a learning community where all students have teachers who help them
learn, thrive, and achieve their full potential.

Specifically, we believe the teacher evaluation system should:

1. Result in timely, specific, and useful feedback that provides actionable steps for teacher
improvement and corresponding professional development opportunities to further
enhance the teacher’s capacity and effectiveness;

2. Identify, celebrate, and reward excellent teachers and teaching;

3. Promote measurable growth in student outcomes;

4. Inform all employment decisions including tenure, advancement (differentiated career
paths and identification of master teachers), and dismissal;

5. Allow room for the teacher’s creativity to flourish and the passion for teaching students
to be reaffirmed;

6. Create a classroom and school-site culture of achievement and learning; and

7. Receive sustained support by the District and all stakeholders in ensuring its success.
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CLASSROOM OBSERVATION (60%)

Purpose

* All students deserve to be taught by an effective teacher; classroom observation is a
comprehensive tool aimed at evaluating teacher effectiveness in the classroom.

* Professional growth is essential to quality teaching; classroom observation and feedback
are critical elements in the identification of a teacher’s areas of improvement and
professional development opportunities.

* Highly effective teaching should be recognized and emulated; classroom observation is
an excellent means of identifying outstanding teaching practices.

Conditions

1. All administrators and teachers involved in the observations related to teacher evaluation
must receive comprehensive training on the observation protocol prior to the administration
of any observation.

2. All administrators and teachers involved in the observations related to teacher evaluation
must be duly certified as “competent” in the administration of the observation protocol and
related evaluation elements.

3. All teachers involved in the observations related to teacher evaluation must have grade-level
and/or content-area expertise pertinent to the teacher being evaluated.

Components

1. Multiple observations shall be part of every evaluation process (yearly for probationary
teachers and every other year for teachers with permanent status).

2. Observations shall be performed by both a qualified school site administrator (from the
teacher’s school site) and a qualified teacher with content-area or grade-level expertise (from
any school site).

3. Planned observations shall occur twice per year. Before a planned observation, there shall
be a planning conference to identify two-to-three areas of focus mutually agreed upon
between the teacher and site administrator. Within two weeks after the planned
observation, there shall be a post-conference to provide feedback from the observation and
to identify areas for professional development, as appropriate.
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4. Unplanned (or unannounced) observations shall occur twice a year and shall form part of
the observation component of the teacher evaluation process.

5. For teachers identified as needing intensive support, a mentor teacher will be identified to
work with the teacher for the remainder of the year in which evaluation occurs as well as in
the subsequent year.
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TEST DATA (25%)

Purpose

We submit the following recommendations regarding the inclusion of Academic Growth over
Time (AGT) data as a portion of a multiple-measure teacher evaluation system. Our
recommendations derive from the premise that student data should be used in evaluations in a
responsible and accountable manner. In short, the recommendations provided specifically
address the conditions under which AGT could possibly be included in teacher evaluations.

Conditions

1. Test Integrity: Tests used for teacher evaluation should be subject to stringent integrity
procedures. All potential opportunities for teachers and/or administrators to manipulate
test data to their benefit must be eliminated.

Rationale: Even without the use of test data in evaluations as of yet, Los Angeles has seen its
fair share of test score manipulation. Because the inclusion of test data in evaluations will
heighten this risk, LAUSD must develop ways to ensure the doctoring of test data is
minimized.

2. Confidentiality: All AGT scores shall be kept strictly confidential, for use by teachers,
administrators, and authorized District personnel only.

Rationale: In addition to committing to denying all media requests to publish employee
evaluations, LAUSD must commit to ensuring that district and school leaders do not share
employee AGT data without permission to any employees, families, or other stakeholders.

Components

1. Reliability:

a. ELL levels should be differentiated for purposes of calculating AGT.

b. There should be minimum student attendance requirements (e.g., a student
should be present more than 85% of the days in a particular classroom between
the start of school and the CST testing date for his/her scores to count in AGT).

¢. There should be minimum teacher attendance requirements (e.g., scores would
not be counted if a teacher were on approved leave more than 15 cumulative
days).

d. Scores would not be counted in a particular class if a student teacher were the
primary instructor for more than 30 days between the start of school and the CST
test date.

e. Scores only would be counted if there were two consecutive years of valid test
data in the years immediately preceding a teacher’s evaluation.

Our Schools, Our Voice:
PR/Award # Besarisegradations for a New Teacher Evaluation System
Page e247
D76



Attachment Part D: Letters and Evidence of Support

f. Scores only would be counted if the mandated curriculum matched the CST
tested material (e.g., the mandated curriculum of AP World History has little
overlap with the tested material on the CST World History).

g. A teacher’s AGT scores only would count if they were based on a statistically
significant sample size of tested students.

Rationale: One of the main concerns on the use of AGT in teacher evaluations has been the
reliability of the metric itself. If student data is going to be used to evaluate teachers, all
efforts should be made to ensure that the measurement is reliable. In our discussions,
teachers, parents, and community members raised specific suggestions for its improvement.

Timeframe for Implementation: To ensure smooth and fair implementation of AGT in
teacher evaluations, we recommend a two year, phased-in process.

Rationale: The sheer size of LAUSD often presents a challenge to the effective
implementation of any project or initiative. To ensure the effective implementation of AGT
in evaluations, we recommend scaling it over a period of two years.

Use of Schoolwide AGT: During the two year implementation phase, the AGT score used
in a teacher’s evaluation would be the higher of the schoolwide AGT score for the previous
year or the teacher’s individual AGT score. Any teacher with a below average AGT score (3)
must address his/her score through a professional development plan. After the
implementation phase, only the teacher’s individual AGT would be used.

Rationale: While teachers generally teach as individuals, we recognize that the best
teaching occurs in collaboration with one’s colleagues and peers. Additionally, great
collaboration does not simply result in excellent teaching, but also contributes positively to
the culture and community of each school. As student data is phased in, this
recommendation is designed to ensure that AGT encourages teachers to collaborate with
each other while still recognizing individual excellence.

Teachers in Non-Tested Subject Areas: Schoolwide AGT would be used for up to 20%
of overall score for teachers in non-tested subjects, if the schoolwide AGT score would
improve the teacher’s overall evaluation. Schoolwide AGT would not

be used if use of the AGT score did not improve a non-tested subject NOTED DIVERGENCE
teacher’s overall evaluation score. (Re: Teachers in Non-Tested
Subject Areas):
Rationale: It is clear that teachers of non-tested subjects are just Two group members
as impactful on students’ lives and academic success as those recommended that all teachers
teaching in traditionally tested subjects. Our recommendation is should have some part of

designed to indirectly account for the impact of teachers of the non-  assessment based on student
tested grade levels and subjects as they positively contribute to growth.

their colleagues' work and to their school community. Additionally, the recommendation is
designed to alleviate fears that, for example, an excellent art teacher would receive a lower
evaluation if he/she is committed to working in a school that struggles in math and English.
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Probationary Teachers: AGT data would not be used in the evaluation of probationary
teachers.

Rationale: Every new teacher goes through initial growing pains. This recommendation is
designed to ensure that new teachers receive extensive support at the beginning of their
careers as they learn from mentors, peers, and professional development. During this
process, new teachers need to have a space to absorb, practice, observe, and refine their
craft, without any additional pressure due to student test results.

Weighting: There would be a phased-in weighting of AGT simultaneous with the first
implementation of the new teacher evaluation process. In the first year of a new evaluation
system, AGT would count for 10% of the total score. In the second year, AGT would count for
15% of the total score. In the third year and subsequent years, AGT would count for 25% of
the total score.

Rationale: While AGT can be used as a consequential, but not determinant portion of an
effective multiple-measure evaluation system, it should not scale all at once. The phasing-in
of the weighting will allow teachers to gradually become comfortable with the system, while
establishing that LAUSD is devoting appropriate resources to ensure that the more weighty
portions of an evaluation (e.g. observations) are implemented well.

Oversight: There would be an oversight committee, comprised of major stakeholders,
District representatives, union representatives, parents, and community leaders, focused on
ensuring fair, transparent implementation of AGT in teacher evaluation.

Rationale: As mentioned earlier, even the best of reforms are often difficult to implement
and scale. Often, these reforms derail, or worse, distort due to the lack of effectiveness or
follow through (e.g. the “STULL”). Our final recommendation is designed as a “catch-all” to
ensure that as the use of AGT data in teacher evaluations is phased in, stakeholders have a
continued place at the table to ensure successful implementation. The oversight committee
will provide continuing recommendations to address any issues that may impact the
effectiveness of AGT.

Our Schools, Our Voice:
PR/Award # Besarisegradations for a New Teacher Evaluation System
Page €249

D78



Attachment Part D: Letters and Evidence of Support

STUDENT FEEDBACK (5%), PARENT SURVEYS (5%), AND CONTRIBUTION TO
SCHOOL COMMUNITY (5%)

Purpose

* To emphasize the importance of teachers who further enhance the student academic
experience through the engagement of the various stakeholders in the education of a
child: the student, his/her family members, the school community including other
teachers and administration staff, plus the community-at-large.

* To identify and incentivize teachers who are particularly effective in fostering these
relationships (in addition to performing at a high level in their primary role as an
educator).

* To reward and incentivize schools that are particularly effective in fostering these
relationships, which further support students’ academic success and increase graduation
rates.

* To promote teacher effectiveness in supporting student achievement and to ensure
appropriate assessment of measurable teacher contributions.

Conditions

Any system measuring teacher success in engaging stakeholders and creating school community
should contain the following:

1.

12

An understanding that the metrics themselves will and should shape the relationships being
incentivized.

A design process that includes analyses of the successes and failures of previous efforts to
engage stakeholders (particularly parents) and that explores innovative ways to reach and
engage stakeholders.

The design of a school-level accountability metric that encourages parent engagement and
school-wide (teacher-teacher, administration-faculty) collaboration. This metric should
include teacher surveys regarding the school site's community and collegiality in furthering
student achievement.

The development of a mechanism by which school-level “Contribution to School
Community” findings are presented to the community (parents, students, and community
groups) in a clear and cogent manner for accountability (e.g. School Report Card; improved
graduation rates; increased college acceptances; increased CST scores).

An oversight process that assesses and refines the framework once it has been put into place
to ensure the appropriate assessment of measurable teacher contributions.
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Components

Once three years of data is available, 15% of a teacher's evaluation would be measured by
Student Feedback, Parent Surveys, and Contributions to School Community. This metric would
include:

1) 5% Student Surveys (beginning in the 3rd grade)
2) 5% Parent Surveys

3) 5% School-Level Metric

Caveats and Contingencies:

1. For evaluation of teachers of students in Pre-K through 2nd grade, the weighting of
Parent/Family Surveys and School-Level Measure would increase to 7.5%. Efforts should be
made to research and develop successful use of student surveys or feedback in lower grades.

2. The inclusion of student surveys and parent/family surveys is contingent on completion of
the surveys with adequate sample sizes. Emphasis should be placed on limiting the surveys’
length to ensure completion by stakeholders.

3. The school’s evaluation would be measured through an assessment of improvements in CST
scores, reduction in dropout rates, graduation rates, and other assessments/metrics that
yield relevant measureable school performance data, as appropriate. This metric includes
teacher input regarding colleagues’ contribution to community and their degree of
collaboration in furthering student achievement.

4. The school-level measure should account for 15% of principal evaluation.
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CLOSING THE ACHIEVEMENT GAP (UP TO 10% ADDITIONAL VALUE)

Purpose

* To provide emphasis on the importance of equity in education by closing the gaps in
achievement for African-American and Latino students, with a parallel focus on lower
income students, English language learners, and special needs students, among others.

* To identify teachers who are particularly effective in closing the achievement gap and to
learn from their successes.

* To recognize and reward teachers who demonstrate effectiveness in raising achievement
for all students and promoting equitable educational achievement.

Conditions

Any system measuring teacher success in closing the achievement gap should contain the
following:

1. A focus on closing the achievement gap through improvement of all students relative to a
recognized standard of proficiency.

2. A no-stakes piloting of the use of closing the achievement gap in evaluation for a period of
two years before formal implementation.

3. A sustained, linked program of professional development focused on effective instructional
strategies and practices focused on closing the achievement gap for all lower-achieving
students, with particular emphasis on African American and Latino students.

4. A “rewards only” system (for purposes of determining a teacher’s total evaluation score) that
provides clear incentives to teachers successful at closing the achievement gap through
increasing student achievement of the lowest performing students.

Components

Teachers in tested subjects would be able to increase their overall evaluation score by up to 10%
for successfully closing the achievement gap. Although the actual mechanics are beyond the
scope of this proposal, we recommend the following:

Any system measuring teacher success in closing the achievement gap should contain the
following:

1. Year-to-year progress of students with scores in the lowest quartile on a statewide basis in a
particular grade or subject area.
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Teachers in non-tested subjects (or lacking the requisite number of lower-performing students)
would be provided with comparable opportunities for earning “extra credit” rewards through
one of more of the following: schoolwide success in closing the achievement gap and/or in-
school/community-based contributions to closing the achievement gap.
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>> Our Schools, Our Voice Coalition: Participating Members <<

Kate Anderson

LAUSD Parent

Mar Vista Elementary School
Director of LA Office, Children Now

Sujata Bhatt
LAUSD Teacher
Grand View Elementary School

Martha Cortes
Education Policy Coordinator
Alliance for a Better Community

Fabiola Del Toro
LAUSD Parent
Maywood Academy HS
Nimitz Middle School

James Encinas

LAUSD Teacher

Westminster Avenue Elementary
School

Amanda Guzman-Perez
Director of Community Services
Bienvenidos Children’s Center

Kyle Hunsberger
LAUSD Teacher
Cochran Middle School
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Felicia Jones

Director, Community Engagement &
Advocacy

Families in Schools

Mayra Lara
LAUSD Teacher
Maywood Academy High School

Dr. Linda Murray
Senior Advisor
The Education Trust-West

Alberto Retana
Executive Vice President
Community Coalition

Allison Rief
LAUSD Teacher
Virginia Road Elementary School

Jeneen Robinson
LAUSD Parent
Loyola Village Elementary School

Angelica Solis
Executive Director
Alliance for a Better Community

Mike Stryer

Director
Future is Now
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TEACH

LOS ANGELES

Teacher Recommendations for Improving Teacher Evaluation in Los Angeles

The Teach Plus Los Angeles Teaching Policy Fellows are a group of district
and charter school teachers who meet regularly to address issues of During the 2011-2012 school
importance to students and teachers in Los Angeles. Our goal is to ensure
that teachers’ voices are heard as policy decisions are made that impact our
classrooms. In Los Angeles, important changes are being made to how
teachers are evaluated. We solicited input from over 300 teachers in the
Los Angeles Unified School District (LAUSD). Here, we make
recommendations for how the new evaluation system could be
implemented to improve teaching and learning in our district.

year, Teach Plus Teaching Policy
Fellows have gathered input from
over 300 teachers at 5 events and
9 focus groups across the city.

1. Ensure Observations are Useful for Professional Growth

Recommendation: Provide feedback after observations and link subsequent support:
e  Provide teachers with formal and informal observations
e  Use multiple, well-trained observers
e Provide high quality and critical/constructive feedback
e Align observation results to targeted professional development

2. Differentiate by Level of Instruction and Subject Area

Recommendation: Vary the weights and measures of some feedback data, depending on grade level and subject:
e  Parent and student surveys
e  (Classroom observers
e  Formative and summative assessments for untested subjects
e Video and peer observers

1
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3. Include Student Growth Measures (Academic Growth over Time)

As teachers, we believe that student growth measures must be
included in teacher evaluation and that improving evaluation is going
to help make even better the teaching and learning in the district. We
call on United Teachers Los Angeles (UTLA) as our professional
association to lead the way in this work. In February 2012, thousands
of UTLA members voiced their desire to have UTLA lead the way by voting to negotiate a teacher-driven evaluation
systeml. Our union has made great strides in proposing a multiple measure framework for teacher development
and evaluation®. However, LAUSD and UTLA have yet to negotiate the inclusion of student growth measures in
teacher evaluation. As part of a multiple measure evaluation system, we believe that it is critical to include
student outcomes because it provides important insight into effective teaching.

76% of teachers responded that student
growth measures, such as AGT, should
play a role in teacher evaluation.

Recommendation: Phase-in the weighting of AGT based on meeting implementation benchmarks. We suggest a
minimal starting point at 10% and increasing the percentages up to 33% as benchmarks are attained.

" AGT should be weighted a larger portion of a teacher's evaluation only as LAUSD
demonstrates measurable progress toward an effective implementation

/ 1. Proactively align AGT with Common Core Assessments and curricula.

2. Hold students accountable for results of any assessments used to
evaluate teachers.

Accurately
Assessing

3. Develop incentives to encourage collaboration within schools and
departments.

Excellent
Teaching

4. Proactively implement rigorous assessment integrity measures.

5. Ensure and measure systemwide teacher understanding of and
invesment in AGT.

and

6. Further refine the AGT algorithm as additional methods of capturing
\relevant student control variable data become available. /

Teacher
Understanding
[
Acceptance

4. Build Teacher Understanding and Investment

Recommendation: Create processes to improve communications with teachers, solicit teacher feedback, and
amplify teacher voice during implementation:

e Actively and immediately communicate and inform teachers

e Develop a way to measure teacher investment and scale accordingly

e Utilize teacher feedback during implementation

“Teachers know the importance of giving our students meaningful feedback on their work — not as
judgment, but as opportunity for improvement. Similarly, this same attitude of learning’ should be
what drives teacher evaluations.”

-Kyle Hunsberger, Teach Plus Los Angeles Teaching Policy Fellow

! Blume, Howard. (2012, February 11). “Teachers want moratorium on layoffs and a new evaluation system.” Los Angeles
Times.

? UTLA Teacher Effectiveness Workgroup (2012, March). UTLA Teachers Development and Evaluation Framework.
http://www.utla.net/system/files/TDEF Framework march 2012.pdf
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TEACH
To: Sarah Figueroa and Jeannette Soriano, LAUSD Talent Management Division
From: Teach Plus Policy Fellows; Sandra Alamo, Sujata Bhatt, Nicole Guillen, Daniel Jocz, and Natalie Smith
Re: Contributions to School Community Revisions

Date: May 14, 2012

We thank you for meeting with us on April 26, and are heartened that the updated Contributions to School
Community (CSC) measure supports and extends the vision of school-site autonomy, experimentation, and
accountability proposed by the LAUSD-UTLA Memorandum of Understanding of December 2011. We appreciate
your model of change as something that happens from the ground up. We agree that as school teams define and
solve local problems and come to see themselves as change-agents, district culture will gradually shift towards a
greater professionalization. Like you, we believe that school teams shaping, reflecting, and being accountable for
their school cultures will be the most powerful unit of change.

We also appreciate that the updated CSC recognizes that professional educators are already engaged in an
enormous variety of practices that build school communities. The streamlining of the measure validates the work
they already do rather than add to it. We agree standards 4A Maintaining Accurate Records, 4C Demonstrating
Professionalism, and 5A Reflecting on Practice are appropriate to include in the Instructional Practice Measure. It
also seems appropriate to focus CSC on 4B Communicating with Families and 5B Participating in a Professional
Community. Atwo-year cycle timeline, which includes an “off” and “on” year, seems adequate time for reflecting
on CSC and implementing an action plan that will support teacher growth in these areas, given that resources and
support are provided to the teacher.

It was shared that the vision for measuring 4B is to use a parent survey, which has yet to be finalized. Without
seeing the actual parent survey document, it is difficult to conclude whether it is reliable, valid, and effective at
providing information in regards to a teacher’s effectiveness in communicating with students’ families. Some of
the questions we have regarding the parent survey include:

-Will it be the same survey for all LAUSD students’ families?
-How will surveys be distributed, accessed, calculated, and analyzed?
-Will surveys vary based on grade level, school culture, or content area?

It is our belief that the intention of the parent survey should be to give each teacher the opportunity to reflect
and analyze the feedback provided by these surveys, develop an action plan for maintaining effective
communication or improving in this area. It is critical that teachers be given sufficient time and support to
improve their skill, such as the proposed two-year cycle. We do not see it useful or productive to evaluate a
teacher’s ability to communicate with families by having administrators analyzing and evaluating based on the
results/comments of the survey itself. Teachers are life-long learners, and as the needs of families and
communities change, they must be evaluated based on the process and progress of meeting the communication
needs of their students’ families.

Fostering a professional community at each school site takes time, resources, trust, active participation of its
members, and a collaborative rather than competitive environment. The district recognizes the need to evaluate
teachers’ participation in their professional communities based on the specific needs of individual school sites,
allowing them the autonomy to choose with their administrator how best to promote effective instructional
collaboration. We want to emphasize the importance of the process of reflection, rather than the end result for
measuring effectiveness. A tool that can measure a teacher’s participation and effectiveness towards developing
skill in this area should include the documentation of the following:
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TEACH

-Clear objectives for collaboration that promote student achievement

-An action plan with clearly articulated steps/strategies to move towards meeting the objective(s)
-Outline of timeline and necessary resources/support

-Analysis of accomplishments/progress towards meeting the objective(s) and the contributing factors
-Teacher’s reflection of results, accompanied with their vision of next steps for continued or improved
collaboration which promotes student achievement

(Measure would evaluate a teacher’s plan, attempt, reflection, and success/progress towards collaborating with
other teachers using a 4-5 part scoring scale.)

In keeping with Dr. Deasy's vision of identifying and rewarding exemplary teachers and communities, we think it is
vital that the measure is accompanied by means to do so. We look forward to future opportunities to work with
you on the critical work of designing a meaningful, effective CSC measure, which will inform school stakeholders
of best practices and promote communication and professionalism across all LAUSD schools to support student
achievement.
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Opportunities for Teachers,
Results for Urban Students

To: Dr. John Deasy, Incoming Superintendent, Los Angeles Unified School District
CC: Drew Furedi, Noah Bookman

From: Teach Plus Los Angeles Advisory Work Group

Date: April 1, 2011

RE: Celebrating great teachers in LAUSD

We would like to begin by thanking you, Dr. Deasy, for enlisting teachers in solving the problems
that exist within our profession and within LAUSD. We are hopeful that as the district moves to
better define and measure effective teaching, the message about why this is so essential is focused on
teacher improvement, retention of effective teachers and expanding teacher leadership. You may not
be able to enactall of the recommendations herein immediately, but adopting some among these and
talking about them publicly and often as part of a comprehensive agenda (we humbly suggest calling
it Valuing Excellent Teachers) is a high-leverage, no-cost way to build support among teachers for
reforms that celebrate success.

As classroom teachers in Los Angeles district and charter schools, we believe that recognizing and
celebrating great teachers is critically important in providing motivation for all teachers to become
great, and to encourage already great teachers to stay in the teaching profession. Many teachers
feel isolated within our classrooms and too often go without the positive affirmation and support
we need to have greater results with students. Teachers are expected to meet expectations held by
the many stakeholders in education: school administrators, parents, community members, district
officials, and most importantly, the students we teach. The pressure, coupled with the necessity to
implement school, district, state, and federal mandates, are realities felt by all educators. Teachers
who demonstrate effectiveness while faced with such demands should and need to be celebrated.
Teachers want a culture of celebrating great teaching that:

+ Provides leadership opportunities at the school and district level;

+ Values the opportunity for continuous improvement;

+ Incorporates various ways of publicly recognizing great teachers; and

+ Gives greater access to curricular resources to further learning opportunities and impact on
students.

Based on our collective experience as teachers, we have drafted key recommendations that will
improve LAUSD’s practices of rewarding and celebrating great teachers. In these difficult budget
times, we have focused our recommendations on strategies that have varying levels of fiscal impact.
Ultimately, great teachers know our greatest reward is seeing the difference we make in the lives of
students.
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Valuing Excellent Teachers

Recommendation: Provide leadership opportunities at the school and district level only
for teachers with demonstrated effectiveness.

+ School level - Include great teachers in staffing the schools; allow them to serve on selection
teams for new teachers, administration, and enrichment staff hires.

+ Local District level - Convene a task force of high performing teachers across varying grade
levels and subjects to review professional development offerings and the evidence of their
success before they are mandated for teachers across the district.

+ District level — Establish a teacher advisory group to the Superintendent that can serve as a
policy think tank and sounding board for decisions, especially high-stakes decisions. Also,
provide opportunities for great teachers to present to senior district staff on topics such as
evidence-based, promising practices in the classroom.

Great teachers value expanded leadership opportunities in order to influence students
beyond our classrooms. We want our expertise and ideas to impact students at a broader level
through influence at the school and district level. We want a voice in policy decisions because we
are well positioned to advocate for policies that will better serve students and better retain other
great teachers. The greatest lever the district has is to provide a wide array of teacher leadership
opportunities that are only available to the most effective teachers.

Recommendation: Provide meaningful opportunities for continuous improvement.

+ Coordinate community work groups for excellent teachers from across all grade levels, from
district and charter schools, to come together to share best practices.

+ Sabbaticals, or opportunities such as the Fund For Teachers fellowship, would allow great
teachers to pursue self-designed professional growth and share out to teachers upon the
completion of the project. Great teachers can help design a program for these types of
teacher-directed inquiry projects.

+ Drawing on examples such as the Cotsen Family Foundation and Teach For America, great
teachers should be videotaped and showcased in a compendium of best practices. This best
practices library could ultimately save money by bringing a different model for professional
development to the district. Additionally, a struggling teacher could upload video of a
lesson and receive valuable feedback from a great teacher through virtual mentoring. Teach
Plus is currently working on this type of professional development.

+ Great teachers want more autonomy in selecting professional development sessions that
meet our individual growth needs and goals and better serve them in becoming more
effective with students. We should be awarded PD waivers that allow us to be excused
from certain professional development sessions in order that we may pursue independent
learning. Examples include attending local and national education conferences, online
learning opportunities, and independent plans of study.

TEACH
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Great teachers want to learn. Just as we differentiate to meet students’ varied needs
and encourage them to become independent learners, we would like our learning to be encouraged,
supported, and differentiated. Teachers want to engage with other great teachers on effective teaching
practices. Though we list these strategies as rewards for great teachers, it is our hope that LAUSD
considers adopting these recommendations as district-wide practice for all teachers.

Recommendation: Publicly recognize great teachers at the school level, district level,
and to the general public.

+ There are various types of public recognition that the district can coordinate, such as
ceremonies, awards, certificates, and special dinners. The district can take the lead on
partnering with local businesses to sponsor these events.

+ Publicize great teachers and the work of our students through traditional media outlets,
social media outlets, the LAUSD website, and the LAUSD TV network. By sending a media
team to create a video montage of great teachers, the district can showcase some of the
phenomenal practices taking place on a regular basis.

+ It is important to consider the value of peer and student recognition. One teacher notes,
“being recognized by someone who knows me personally, and my work in the classroom,
has greater value to me than receiving recognition by a far removed district official or
school board member. However, we can establish a culture at the district level to require the
recognition of the important work being done by excellent educators at EVERY school site.”

Great teachers desire public recognition that speaks to what makes us great, specifically
by focusing on what our students have accomplished.

Recommendation: Give greater access to curricular resources to further learning
opportunities.

+ Great teachers want autonomy and flexibility in implementing mandated curriculum. We
have a firm grasp of content standards as well as the needs of our students and therefore
would like more curricular freedom in deploying our expertise to help our students master
the standards. We want to includeadditional curricular resources proven effective in helping
students achieve. We want the freedom to build interdisciplinary, project-based, hand-on
learning pathways for our students. Some charter schools do this well and we would like to
ensure that all great teachers have a voice in the curricular decisions that are made.

+ Provide additional technology and technology support to reward great teachers. Ensure
that we have access to the technology we desire, such as on-site technology coordinators,
computer labs for student use, document readers, and LCD projectors

+ Partner with philanthropic groups to donate gift cards for Lakeshore or Staples in order to
reward great teachers with additional classroom resources.

+ Create enrichment partnerships with outside institutions to provide greater resources for
teachers. For example a partnership with LACMA could provide the top teachers a one-year
free membership to LACMA.

TEACH
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+ Provide transportation for local field trips so that great teachers can extend learning
opportunities for our students beyond the classroom.

Great teachers want more autonomy to draw upon multiple resources and best practices
to continuously improve in our craft and make a greater impact in the lives of our students.

Asteachers, we believe it is important that rewards be both meaningful and differentiated. Teach Plus
and the teachers who participated on this Advisory Work Group are interested in helping the district
design and implement these strategies, particularly with the high visibility, low cost solutions. We
are grateful to have the chance to weigh in on this question, particularly at a time when there is a
great need to highlight what is working well in classrooms. Too often, we feel the public rhetoric in
the media and political arena is quick to point out what is not working in our schools. However, there
is much that is working well. Like students, great teachers need positive feedback to expand our
influence beyond the classroom and feel valued by peers and administrators. These are motivating
factors that help celebrate excellence and retain excellent teachers in the profession.

Teach Plus Los Angeles Advisory Work Group
Sandra Alamo*, Larchmont Charter School

Sarah Eun, Larchmont Charter School

Kyle Hunsberger, Cochran Middle School

Sujata Bhatt*, Grand View Elementary School
Steve Reynolds, Palms Middle School

Jennifer Villaryo, Grand View Elementary School

John Lee, Teach Plus Los Angeles Executive Director

*Denotes lead author
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Cppnrtenities far Teachers,
Rusults fur Urban Sludenls

To: Dr.John Deasy, Superintendent, Los Angeles Unified School District

CC: Dr. Drew Furedi, Noah Bookman, Tommy Chang, Sarah Figueroa

From: John Lee, Teach Plus Los Angeles Executive Director

Date: September 28,2011

RE: T+ Network Event “A Conversation with Superintendent Deasy: How Can We Best Support, Develop,
Evaluate, and Retain Our Teachers?,” September 22,2011

Dear Dr. Deasy,

Thank you for speaking with teachers at the September 22md T+ Network event. Teachers were very satisfied
with the opportunity to hear from and speak directly with you. I received positive feedback from many teachers
during our reception and after the event, particularly regarding how you engaged teachers and thoughtfully
considered the solutions that were proposed to improve the development and support of teachers in LAUSD. We
also appreciated the tweets you sent out after the event. We would love to have you speak at additional T+
Network events this school year and will coordinate with your team on potential dates and topics. I have
attached the data from our event as well as the summary below.

Who was in the room?
e There were 69 teachers in the audience. We also had a number of teachers who informed us that
Thursday’s event coincided with their Back-to-School nights, so they wanted to attend, but had that
conflict.

Teachers want better strategies in LAUSD to identify, recognize and retain effective teachers
e 85 percent of teachers said that the district is not doing enough to identify, recognize and retain
effective teachers.
¢ Follow-up comments revealed that it is not just the responsibility of the district, but also a responsibility
of principals and teacher colleagues to provide the support necessary to achieve these goals.

On Evaluation: Teachers value feedback from their peers and want aligned professional development

e  When asked who could offer the best feedback from classroom observations, the top rated choice was
“Peer teacher who teachers the same subject or grade”.

¢ The lowest rated choice was “Principal”.

¢ The ensuing conversation revealed teachers want a relationship of trust and included suggestions to
build trust by including principals and other observers in teacher trainings in the pilot evaluation this
year.

¢ Instead of more training, teachers want more autonomy, leadership and differentiation in professional
development.

Teachers desire leadership opportunities that keep them in the classroom

e 42 percent of teachers said that in order to improve the teaching profession, they seek “more
opportunities for advancement without leaving the classroom”.

e Additionally, 22 percent stated that “more teacher voice in policy” is a critical lever to improve the
profession.

o Interestingly, only ten percent selected “higher pay/prestige” and only two percent chose “more
recognition for excellence with students.” In another question, teachers selected a fair salary and health
benefits suggesting that the teachers are more concerned with specific opportunities for roles and
responsibilities than compensation.
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Cppnrtenities far Teachers,
Rusults fur Urban Sludenls

To: Mayor Antonio Villaraigosa

CC: Joan Sullivan, Deputy Mayor of Education; Lauren Chianese, Senior Education Policy Analyst
From: John Lee, Teach Plus Los Angeles Executive Director

Date: March 23, 2011

RE: T+ Network Event “An BEvening with the Mayor: Teachers weigh in on education in Los Angeles,”
March 14, 2011

Dear Mayor Villaraigosa,

Thank you for speaking with teachers at the March 14 T+ Network event. Teachers were very satisfied with
the opportunity to hear from and speak directly with you. I received positive feedback from many teachers
during our reception and after the event, particularly regarding how you really listened to the teachers’
comments and responded to the results of the polling questions. Data from the event are included below. If
you would like T'each Plus to facilitate a similar session with PLAS teachers or with other groups of teachers,
I would be happy to work with your team. I have attached the data as well as the summary below.

Who was in the room?
e There were 62 teachers in the audience.
o  58% teach in district schools; 42% teach in a charter schools.

¢ The majority of teachers (71%) have between 3-10 years of classroom teaching experience.

Teachers want better evaluation

e Oanly 17% of teachers agreed that their current evaluation system helps to improve their teaching
practice. Sixty percent responded that it does not help to improve their teaching practice; 23%
selected “Maybe”.

e Almost three-quarters of teachers (72%) agreed that growth in student learning should be included as
part of a teacher's evaluation.

¢ Follow up comments revealed that some teachers wanted multiple measures of student growth,
including portfolios.

Teachers want quality to be considered in layoff decisions
e More than half (63%) of teachers stated that seniority and quality indicators, such as teacher
performance and professional behavior, should be taken into consideration when a district faces
Reduction in Force decisions.
e 25 percent of respondents said that only quality indicators should be considered.

e Only 2% stated seniority should be the only factor in RIF decisions considered

Teachers want a revamped salary structure
e Almost all (88%) teachers agreed that the current salary structure needs to be revamped in order to
keep great teachers in the profession.
e Additionally, 85% felt that some teachers at their schools contributed more to student learning and

school improvement than others, and should be rewarded accordingly.
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INITIAL IMPLEMENTATION PHASE
TRAINING FEEDBACK

November 2011

CONTEXT

Over the last two years, the Los Angeles Unified School District (LAUSD) has worked with
internal and external stakeholders, including teachers, administrators, labor partners, parents,
and students, to develop multiple measure performance review systems that will allow the
District to better differentiate between the performance levels of its educators, celebrate and
recognize excellence, and provide targeted support to improve teaching and learning. The
Initial Implementation Phase (IIP) of the Educator Growth and Development Cycle will test out
the multiple measure performance review and support system we seek to bring to district-wide
scale for our teachers and school leaders.! In this phase, we are working with a set of
representative schools throughout LAUSD, where participants will be providing critical feedback
on the tools and process necessary to further develop and refine the components.

This report is part of our commitment to collect, synthesize, and respond to feedback as we
approach the mid-year mark of this Initial Implementation Phase. Survey data from participants
in the IIP process will be used to inform future observer and teacher trainings as well as make
refinements to the LAUSD Educator Growth and Development Cycle.

SUMMARY FINDINGS

This summer, prior to the start of the Initial Implementation Phase, teachers, school leaders,
central and local district office personnel who volunteered to participate in the no-stakes IIP
attended trainings that introduced them to the Educator Growth and Development Cycle,
familiarized them with their roles and expectations, and prepared them to begin implementing
the program at their school sites.

Most Observer Certification Training participants were satisfied with the quality of the workshop
delivery and reported feeling that the training sufficiently equipped them for the observer role.
However, respondents felt less confident using the web platform, understanding 21 Century
Skills, and were less satisfied with the pace of the workshop, which they reported as being too
much to digest in five full days.

! The Initial Implementation Phase of the Educator Growth and Development Cycle is based on a multiple
measure performance review system made up of objective classroom observations by trained
professionals, including each teacher’s supervising administrator and a second observer, along with
smaller fractions of the process consisting of stakeholder feedback, contributions to school community,
and contributions to student outcomes. The support and development of our educators 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. To that end, we are developing
templates, training, and support for Individual Growth Planning for each teacher and school leader.
These plans will include education (e.g., attending classes and workshops), exposure (e.g., watching
someone else demonstrate excellence in the development area) and experience (e.g., targeted attempts
at trying out new skills in one’s role as a teacher or school leader).
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Teacher Training participants also mostly felt that their training activities were effective. Their
open-ended comments revealed the need for greater clarification of the Initial Implementation
Phase and expectations for participating teachers.

Key IIP Participant Recommendations

* Systematize a feedback loop to gather input and communicate it back.

« Clarify the Initial Implementation Phase, with specific due dates for action items.

* Ensure that participants know how to receive the support and answers they need from
Talent Management.

» Offer tech support and computer training before the general training and improve usability
of the web platform.

* Spend more time during the observer training reviewing the Teaching & Learning
Framework rubric and clarifying 21% Century skills.

* Build in more practice observing and scoring videos of classroom teaching or live teaching,
and allow observers to compare their scores with those of the “experts.”

* Streamline the activities and templates to make implementation more feasible.

OBSERVER TRAINING

I. Introduction

This summer, LAUSD held a series of 5-day trainings to prepare school leaders, local district
leaders, and District instructional experts for their observation role in the Initial Implementation
Phase of the Educator Growth and Development Cycle. From mid-June to mid-October, primary
observers (Principals and Assistant Principals) and second observers (local district staff, central
office staff, instructional experts, etc.) participated in 32-hour, week-long trainings that took
place around the district. Five hundred and fifty-four observers enrolled in the course, EGD201,
and 413 have completed the course to date (105 primary observers and 308 secondary
observers) in 12 different cohorts. The training was developed and facilitated by LAUSD’s
partner, Teaching & Learning Solutions (TLS). Staff from the LAUSD Talent Management Office
was present at the trainings to provide an overview of the context, purpose, and history of this
work, as well as to answer participant questions. Throughout the observer training, participants
viewed videos to collect evidence of teaching, and assessed the teacher’s performance against
the Teaching & Learning Framework to derive scores for the teacher’s performance. The
participants’ evidence and ratings of the teacher’s performance were submitted on the final day
for an individual assessment of their work.

II. Observer Certification Training Survey Findings

After each training series ended, Teaching & Learning Solutions (TLS) sent an online survey to
workshop participants asking for feedback via SurveyMonkey. The survey uses a combination of
open and close-ended questions to ask for feedback on the workshop delivery and mastery of
observer concepts and skills. 141 participants completed the feedback survey, giving data
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collection efforts a response rate of 34%. This report used the available data from this survey,
incorporating 5 different data sets, some which were only available in summary form. Seventy-
two responses were available in raw form, and we were able to analyze these by job title.
Limitations of these data include the low response rates, and the nature of self-reported data,
which may not capture participants” actual mastery of concepts and skills precisely.

A. Mastery of Concepts and Observer Role

Most training participants reported feeling that they had mastered the concepts and skills
necessary to be an Observer in the Initial Implementation Phase after completing the training.
However, respondents reported less confidence in their ability to navigate the web platform in
order to complete the observation tasks.

Exhibit 1: Understanding & Mastery of Teaching & Learning Framework and Observer Role

N=141
I understand the stages involved in moving from evidence
collection to determining the level of performance of a teacher as
a result of the workshop.
I have a better understanding about the qualities of good
evidence as a result of the workshop.
O Strongly Disagree
| understand the distinctions between the levels of performance ODisagree
in the rubrics as a result of the workshop sessions.
ONeutral
OAgree
[ have a better understanding of the IIP observation process and O Strongly Agree
the LAUSD T & Leaming Framework rubrics
| am confident using the LAUSD Observers' Platform

0% 20% 40% 60% 80% 100%

Compared to other areas, participants felt the most comfortable with the IIP process and the
Teaching & Learning Framework rubrics, with 98% of survey respondents agreeing or strongly
agreeing with the statement, “I have a better understanding of the IIP observation process and
the LAUSD Teaching & Learning Framework rubrics” (Exhibit 1). Despite an improved
understanding, at least 12 survey respondents still recommended that the training spend more
time reviewing the Framework rubrics during the training. One respondent commented, “I still

2 Survey response rates are largely dependent upon context and can be influenced by incentives or the
frequency of follow-up contact. The validity of survey responses depend on how representative the
respondents are of the survey population and whether there is non-response bias. This report does not
use the data for statistical analysis and assumes that the 141 respondents largely share the opinions of
most of the training participants.
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think we all need more work with the Framework first and then focus on the technology piece.
Retention of content would be better for everyone.” Another suggested that trainings, “Spend
more time analyzing and synthesizing rubrics to develop common understanding and
expectations.”

The majority of respondents also felt that they understood how to use evidence objectively to
identify where a teacher’s practice falls among the four levels of performance within the
Teaching & Learning Framework rubric. Ninety-one percent of respondents agreed or strongly
agreed that they understand how to collect evidence, distinguish between different levels of
performance, and use evidence to distinguish

between levels of performance. Of note, 24 “I need future opportunities to view
survey respondents stated the need for more teacher lessons, collect evidence, align
practice observing and scoring videos of evidence with standards, evaluate it, and
classroom teaching or live teaching before they practice scoring in the platform.”

felt prepared to observe.

In addition to wanting more opportunities to “l am looking forward to seeing how my

practice observing, at least 18 survey scores calibrate with the experts. Also, it
respondents also expressly requested greater would have been great to have been able
insight into how experts scored the practice to do a ‘test’ scoring and, with my own
videos and differentiated between levels of answers in front of me, walk through the
performance. Five other respondents noted that ‘correct’ scoring with rationales provided.”

watching examples of highly effective teaching
would help them know what to watch for in their
own observations.

Of all the survey questions, respondents indicated slightly less confidence with the Observer
Platform. Exhibit 1 shows that 81% of survey respondents agreed that they feel confident using
the Observer Platform, while 9% were neutral and 10% disagreed with the statement. In their
qualitative comments, 13 respondents felt challenged by the technological demands of the
process, from typing during the observation to laptop use. One respondent requested, "I would
like to be taught some computer skills that would aid my ability to work through this program.”
Eighteen survey respondents wanted more practice navigating the Observer Platform, or felt
that it still needs improvements to become more user-friendly.

An analysis of a smaller subset of survey respondents by job title reveals slight differences in
participants’ confidence mastering Teaching & Learning Framework concepts and observation
skills. Using a 5-point scale (*1” being “strongly disagree” and “5" being “strongly agree”),
Exhibit 2 shows that Principals and Response to Intervention Experts/Coordinators felt the most
confident using the web platform for observation compared to other positions, while there is
less variation across job titles among the other survey questions.
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Exhibit 2: Observer Training Ratings Sorted by Job Title
N=72

I understand the stages involved in moving ]

from evidence collection to determining the
level of performance of a teacher as a result of

the workshon.
| have a better understanding about the
qualities of good evidence as a result of the =
workshop. OOther/NR

| understand the distinctions between the levels : B Coordinators

of performance in the rubrics as a result of the =| ® Specialists
workshop sessions. )

ORtl Expert/Coordinators
| have a better understanding of the IIP B Assistant Principals
observation process and the LAUSD T & o

Learning Framework rubrics = W Principals

I am confident using the LAUSD Observers'
Platform

1.00 2.00 3.00 4.00 5.00

Exhibit 3 below shows training participants’ self-reported understanding and ability to identify
the three underlying priorities of the Teaching & Learning Framework: 21% Century skills;
cognitive engagement; and constructivist learning. While 83-84% of respondents agreed or
strongly agreed that they understand or are able to recognize cognitive engagement and
constructivist learning activities, 68% of respondents developed an understanding of 21%
Century skills and learning. Seven respondents requested a more in-depth discussion and
clarification of 21% Century skills. For example, one respondent wanted an “explicit list of 21st
Century Skills as defined by LAUSD.”

Exhibit 3: Understanding Underlying Priorities of the Teaching & Learning Framework

N=141

| am able to recognize constructivist learning activities and

increased student responsibility when observing practice.
OStrongly Disagree

| have a better understanding of the concept of 21st century ODisagree
skills / learning as a result of the workshop. ONeutral
OAgree
I have a better understanding of the concept of cognitive DO Strongly Agree
engagement as a result of the workshop.
0% 20% 40% 60% 80% 100%
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B. Quality of Workshops

Overall, most survey respondents were satisfied with the quality of the observer trainings
(Exhibit 4 below). One possible area for improvement is the pace of the workshop, with 7% of
respondents rating the pace as “Poor” or “Fair,” and another 18% of respondents marking
“Neutral.” Fourteen respondents remarked that the training was very intense, and that it
covered a lot of dense material within a 5-day period. One respondent suggested, “Perhaps the
training should be organized so that all 5 days are not completed in a row. Time in between to
reflect and think might be helpful.” Another commented, “[There’s a] fine line between having
enough time to truly absorb the information to adequately do the data collection and
assessment and the overload that occurs—it's hard work!! I think the follow up during the year
is essential.” On the other hand, a couple of respondents felt that the training moved too slowly
during some portions.

Exhibit 4: Workshop Delivery Ratings

N=141
Overall quality of this week's workshop
OPoor
OFa
Pace of this week's workshop Far
OAverage
OGood
Overall content of this week's workshop O Excellent
0% 20% 40% 60% 80% 100%
Survey respondents also expressed appreciation for
the quality of the training and the patience and “l appreciate the skillful,
knowledge of the facilitators. At least fifty professional manner in which this
respondents shared sentiments such as, “Having training was delivered. [I] also
several opportunities to review the lesson plan and appreciated insights shared, [and]
gather evidence as well and understand how data the manner in which participants
should be captured during each stage was quite were put at ease and skill with

beneficial. The learning curve was high, and I know ~ Which productive conversations
you all did a great deal of work to present us with were fostered.
this training. Thank you.”

C. Workshop Recommendations

Respondents offered several logistical suggestions to improve the observer training, from
organizing the binder with color coding and continuous pagination, to making sure all the
questions in the “Parking Lot” are addressed, to making sure that participants have an
opportunity to review materials prior to the training. One respondent felt uncomfortable going
through the training with their principal in the room, and would have preferred a separate
workshop in order to feel free to speak candidly. Additional recommendations embedded in the
survey findings above include:
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* Spend more time reviewing the Framework rubric during the training.

* Build in more practice observing and scoring videos of classroom teaching or live
teaching.

* Allow observers to compare their scores with those of the “experts.”

+ More in-depth discussion and clarification of 21% Century skills.

* Give examples of highly effective teaching.

* Making the online platform more user-friendly.

* Offer computer training to those who need it before the observer training.

* Spread the training out over a longer period and build time for reflection.

III. Comments on the Educator Growth & Development Cycle

In addition to workshop improvements, survey respondents also commented on the Educator
Growth and Development Cycle and the Teaching & Learning Framework. Twenty-four
respondents made suggestions, a sample of which are included below:

“To have a more concise rubric that would focus on the lesson observed. | found the rubric
cumbersome and not always correctly or fairly describing level of performance.”

“I think it will be very important to continually share and get feedback about the tools we're
using and the process. | think that the rubric will need to be tweaked and there is some
language that will need to be clarified.”

“I think this will be a valuable tool, but | think focusing on all the elements is a bit much both
for the principal/observer and for the teacher if it is to be truly used as a tool to support
teacher improvement. | think establishing a focus on a few elements (as a team between the
teacher and the principal) would be more valuable and helpful in improving teacher practice.”

Survey respondents left an additional 24 comments expressing concerns with both the Initial
Implementation Phase as well as LAUSD's plans to “scale-up” in the future, particularly given
the time-consuming nature of each observation cycle. One queried, “How are we going to make
this doable for Principals—especially Elementary Principals who have little or no support of any
kind at the school site? Supervision of instruction is the primary work we should all be doing,
but the realities of being in a school do get in the way when you have no one to turn to for help
with day to day issues.”

Although observers expressed some apprehension with the work ahead, administrators also
expressed optimism that the school district is taking on this important work. As one observer
participant revealed, “The need to reconsider

the teacher evaluation process is evident. “[The Teaching & Learning] Framework will
However, the methods and the integration of help me give more explicit, useful

this project into the real world of a school feedback to teachers, and help guide my
building are daunting.” Another commented, conversations with teachers to encourage

“The reality is that the training was good and ~ them to think about their teaching in new
I understand the value, but realistically, thisis ~ Ways.
very intense work.”

#HH#
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TEACHER TRAINING

I. Introduction

Teachers participating in the Initial Implementation Phase also went through a series of
workshops. Teachers attended a 2-day workshop (EGD101) during the summer to introduce the
Educator Growth & Development Cycle and the Teaching & Learning Framework rubric. Five
hundred and twenty-eight teachers completed the summer training-

II. Teacher Training Survey Findings

A brief online SurveyMonkey survey was sent by Teaching & Learning Solutions to training
participants after each day, asking them to rate each activity on a scale of 1 to 4, with “1”
meaning, “Did not work” and “4” meaning, “Was very effective or helpful.” The average rating
for each training activity was rated between “"Somewhat effective” and “Very effective,”
indicating that most teachers found the trainings to be helpful.

Exhibit 5: Summer Teacher Training EGD101, Day 1
N=429

Background Activity: Setting the Context for the work this |
year

Activity 1: Research on Teaching Effectiveness using the |
Barry article, Table Discussion

Activity 2: Wisdom of Practice, 5 Standards of Teaching & |
Learning

Activity 3: Memorable Moment, Introduction to St. 2, |
Classroom Environment

Activity 4: Observing a video; Determining Evidence vs. |
Opinion

Activity 5: Wisdom of Practice for Lesson Planning |

1.00 2.00 3.00 4.00
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Exhibit 6: Summer Teacher Training EGD101, Day 2
N=373

Review Activity: Standard 2, Classroom Environment ‘ |

Activity 6: Examining the Framework Priorities by ‘ |
discussing two articles

Activity 7: Unpacking the Lesson Design Template for ‘ I
Standard 1, Planning and Preparation

Activity 8: Using the Web Platform for Lesson Planning ‘ |

Activity 9: Observing a video, looking at Standard 3, ‘ |
Instruction

Activity 10: Examining Standards 4 and 5 ‘ |

Activity 11: Reflection on Practice and Self-Review

1.00 2.00 3.00 4.00

III. Open-Ended Teacher Feedback

Teacher survey respondents left numerous open-ended comments to offer suggestions, express
concerns, and ask questions. A large number of questions revealed the need for greater
clarification of the Initial Implementation Phase and expectations for participating teachers.
Teachers wanted specificity around scheduling observations, time commitment, due dates for
each activity and a general overview of this initial year. Teachers also wanted information about
upcoming trainings for planning purposes, and some even suggested the need for further
training. Another area of clarification was how teachers will be able to access their stipend and
how they may use it. Many questions centered on the role, identity, and training of the second
observer and how observation scores would be used.

Teachers requested additional support using and accessing the web platform. These ranged
from having a tech support line to making the platform more user-friendly, particularly in the
lesson plan portion. Others requested help with specific aspects of the Educator Growth &
Development Cycle and wanted a District contact person, wondering, *“What happens if I'm
stuck? Who can I contact to help me?” Two areas that teachers wanted greater guidance in are
the self assessment and lesson planning. Respondents wanted examples of strong lesson plans
that are aligned to the Teaching & Learning Framework, and wanted direction on suggested
length. Several felt that it is important to have a representative from LAUSD’s Talent
Management Office at each training to field process questions that TLS could not answer.

The open-ended comments included concerns about school site implementation as well as how
this year’s activities fit into the broader picture. Teachers are worried about the time required of
them and their administrators, and whether the tools can be implemented with fidelity. One
teacher asked, “How much time will it take, and will administrators/observers devote the time
needed to make this a success?” Teachers want to know how the EGDC is different from the
STULL evaluation and whether those participating in the IIP will have to undergo a STULL as
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well. They were curious about where the EGDC is headed and how it will be used in their
evaluation. They also wanted to know whether other staff and administrators will be going
through a similar performance review cycle. Teacher respondents expressed concern about
implementing a larger scale version of the IIP, given their own experiences with how
demanding the process has been. One teacher asked, “There is still a lot of discontent about
this process among other teachers at my school. How can I support my colleagues in becoming
more accepting of the process?” Some

expressed concern with Academic Growth “This whole process is extremely time-consuming.
over Time,” while others wanted to know  Even though the focus elements were limited to
how the observation rating would fit in 19, it is still overwhelming. | have just completed
with their Total Effectiveness score. the lesson design and that was extremely long and

repetitive as well.”
Many also offered suggestions to improve
the IIP and the Teaching & Learning

Framework rubric. One common theme “l'am all for hard work and implementing change
was the need to systematize a feedback for a better future, however we still need an

loop so that teachers know how their opportunity to evaluate and provide feedback on
suggestions and questions are being the various components of this evaluation system.
accounted for during the Initial I don't think we should wait until the end if the
Implementation Phase. Several teachers ~ CYcle to provide feedback or some sort of

evaluation. There should be different opportunities

noted that they had raised questions > PoHTIEES
along the way to give our feedback and opinions.

during the trainings (e.g., the “Parking
Lot”) but had not received any follow-up.
“I hope our feedback on the parking lot
will be taken into consideration for change. Perhaps an anonymous parking lot bulletin board
for teacher input (the practitioners) would be an idea.” Another teacher wanted to know, “"How
much will teacher input during the pilot phase will be taken into consideration before the final
product is rolled out to the district?” Teachers also expressed some concern with the Teaching
& Learning Framework rubric and wanted to have an opportunity to help refine it; some noted
that the language differentiating levels of performance sounded subjective, and others wanted
separate rubrics for elementary and secondary educators.

* Academic Growth over Time is LAUSD’s new and comprehensive system of computing student gains
that helps us know how much students have progressed on standardized tests from one year to the next.
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 one year to different
groups of students the following or preceding year). Academic Growth over Time also allows us to
examine the impact of schools and educators on student learning outcomes and uses a value-added
method that controls for external factors which often influence student test results.
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Recommendations from Teachers

« Clarify the Initial Implementation Phase and expectations for participating teachers,
with specific due dates for action items.

* Ensure that teachers know how to contact the Talent Management office, and
ensure that a representative attends all trainings to answer questions about the IIP.

* Ensure that teachers know who to contact for tech support on the MyPGS platform
and elicit their suggestions for improvements.

* Create additional training or resources for completing the self assessment and lesson
plan, including examples.

* Support teachers participating in the IIP with communicating with colleagues at their
school.

* Address policy questions and implementation concerns that tie the observation
process into the bigger picture.

* Systematize a feedback loop so that teachers know how their suggestions and
questions are being accounted for during the Initial Implementation Phase, and
proactively ask for feedback about the Teaching & Learning Framework and EGDC.

This first group of teachers participating in the

Initial Implementation Phase acknowledged that, ~ "/ /earned that it is important to remember
“this is going to require strong conviction and that this is a process that will make me refine
courage,” as well as a great deal of work. At the my practice. I need to decide on what I want

to improve and focus on. | got tired of
hearing the resistance of others. | had to
remind myself that this process is designed
to improve my teaching and my effectiveness
as an educator.”

same time, some teachers felt energized by their
experience so far. One teacher admitted that the
training was, “Very different than what I was
expecting. I am so glad to be working with a
group of teachers that also enjoy their careers.”

#HH#
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CONCLUSION

When the LAUSD Teacher Effectiveness Task Force recommended a three-phase process for
carrying out their recommendations, they included a year (Phase II) where the District would
test out the multi-faceted review and support system in a representative sample of schools and
teachers. During this 2011-2012 school year, all participants in this Initial Implementation
Phase will provide critical feedback on the process and tools that have been developed. This
report is the first of a series of reports the District will release on feedback that participants
have shared. Suggestions, such as those found in this report, have already resulted in
improvements to the process. For example:

* Changes to the MyPGS (My Professional Growth System) platform have been made, and
will continue to be made, in order to make it more user-friendly.

*+ Communication related to participant expectations, process, and contact information has
become more frequent.

* Both in-person and online support have been offered to assist participants with the
performance review system.

* A schedule of formal feedback opportunities has been provided to all participants.

We look forward to our continued collaboration with teachers, school leaders, local, and central
office participants to improve this system together.
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SRHER s

FEBRUARY 2012

Over the last two years, the Los Angeles Unified School District (LAUSD, or the District) has
worked with internal and external stakeholders, including teachers, administrators, labor
partners, parents, and students, to develop multiple measure performance review systems that
will allow the District to better differentiate between the performance levels of its educators,
celebrate and recognize excellence, and provide targeted support to improve teaching and
learning. The Initial Implementation Phase (IIP) of the Educator Growth and Development
Cycle (EGDC) and the School Leader Growth and Development Cycle (SLGDC) will test out the
multiple measure performance review and support system we seek to bring to a district-wide
scale for our teachers and school leaders.*

In this phase, we are working with a set of representative schools throughout LAUSD, where
participants will be providing critical feedback on the tools and process necessary to further
develop and refine the components. Teachers, school leaders, central and local district office
personnel who volunteered to participate in the no-stakes IIP became the first in the District to
test out the draft tools and processes of the Educator and School Leader Growth and
Development Cycles.

As we conclude Observation Cycle #1, this second feedback report is part of our commitment to
collect, synthesize, and respond to feedback from participants. Data received from this survey
will be used to make necessary refinements to the LAUSD Educator and School Leader Growth
and Development Cycles and the tools associated with these processes.

' The Initial Implementation Phase of the Educator Growth and Development Cycle is based on a multiple measure performance
review system made up of objective classroom observations by trained professionals, including each teacher’s supervising
administrator and a second observer, along with stakeholder feedback, contributions to school community, and contributions to
student outcomes. The support and development of our educators 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. To that end, we
are developing templates, training, and support for Individual Growth Planning for each teacher and school leader. These plans
will include education (e.g., attending classes and workshops), exposure (e.g., watching someone else demonstrate excellence
in the development area) and experience (e.g., targeted attempts at trying out new skills in one’s role as a teacher or school
leader).
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During the first semester of the Educator Growth and Development Cycle (Fall 2011), teachers
participating in the Initial Implementation Phase completed a self-assessment, reviewed their
Academic Growth over Time (AGT) results, created a lesson design, and conducted that lesson
in a formal observation. Administrators serving as Observers conducted observations in pairs
and held pre- and post-observation conferences with teachers. Some participating principals
also completed a School Leader Self-Review and School Leader Growth Plans as part of the
School Leader Growth and Development Cycle.

IIP participants were generally positive about the potential for the Teaching & Learning
Framework and the EGDC classroom observation process to improve effective teaching in
LAUSD. Teachers noted that participating helped them reflect on their practice, and Observers
were impressed by the professional conversations they have had to date. However, some
participants expressed concerns with the amount of time needed to complete the activities and
recommended that they be streamlined in the future. IIP participants also requested more
examples to better understand the Teaching & Learning Framework, improvements to trainings,
and adjustments to the web platform (the technology used to complete most of the EGDC
activities) to make it more user-friendly. Principals and directors also gave positive feedback
about using the School Leader Growth and Development Cycle to improve school leadership
practice, but many noted that they have focused on their responsibilities as Observers in the
EGDC. Principals felt that their Self-Review and Growth Plan activities were beneficial and
seemed less time-intensive than the teacher self-assessment that many teachers struggled
with.

The second iteration of school-level Academic Growth over Time reports were released during
the Fall semester, and included subject and grade-level breakdowns. In addition, for the first
time, the District distributed teacher-level AGT results confidentially to some teachers and their
school leaders. Participants had the opportunity during trainings to use either individual or
school AGT reports as reference points. Participants felt like they have a strong understanding
of what AGT measures, and most feel that AGT is a “somewhat” or *mostly” accurate measure
of teacher or school leader performance. Although several noted that a better understanding of
the actual formula or calculation of AGT would further help to alleviate concern with this
measure, the majority of teacher respondents agreed that teacher-level AGT results can help
shed light on effective teaching in LAUSD, and three-quarters of teacher respondents intended
to use their AGT results to examine their own teaching practices. A majority of both teachers
and Observers 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. Observers were more comfortable than teachers with using AGT
results to better understand impact on student outcomes and improve instructional practice.
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Educator Growth & Development Cycle
¢ Streamline and refine the EGDC process and tools based on IIP participant feedback

e Review language in the Teaching & Learning Framework to address ambiguity and/or
redundancy

¢ Use training time to reinforce familiarization with the Teaching & Learning Framework,
to encourage peer dialogue, and to allow time for completing EGDC tasks

¢ Offer more examples, including videos, sample self-assessments and lesson designs

e Improve the technology platform to enhance the usability and readability of EGDC
tools, and announce platform updates during trainings when modifications are made

¢ Build/identify professional development options that are aligned to Teaching & Learning
Framework

School Leader Growth & Development Cycle

e Ensure that training supports School Leaders and Directors in understanding the School
Leadership Framework and completing the SLGDC

¢ Improve the technology platform to enhance the usability and readability of the School
Leader Self-Review and Growth Plan tools

Academic Growth over Time (AGT)

e Demystify the AGT calculation; make clear, to the extent possible, how each result is
calculated

e Explore how to “unpack” AGT reports so that teachers have enough disaggregated data
to make meaningful decisions

e Explore how to calculate AGT scores for other subjects and grade levels

e Use AGT results to identify teachers who need support, and provide resources for
development

e Use AGT results to identify excellent teaching practice we can learn from
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Survey Methods

Methodology

The Fall Semester Initial Implementation Phase Feedback Survey was developed by District
staff, with consultation by our program evaluation partners. The survey uses a combination of
open and close-ended questions to ask for feedback on the Educator Growth and Development
Cycle, the School Leader Growth and Development Cycle, and Academic Growth over Time.
Since many IIP participants had not yet completed their first EGDC observation when the survey
was issued in November, this survey only included questions on the first portions of the cycle
(teacher self-assessment and lesson design template). Talent Management staff intends to
request feedback on the formal observation and Individual Growth Planning in February 2012.

An e-mail containing a link to an online survey was sent out to all IIP participants on November
9, 2011, with several reminder e-mails following, before the survey was closed on December
12, 2011.? Participants received slightly different surveys depending on their role in the IIP. The
overall response rate of the Fall Semester IIP Feedback Survey was 73%.3

Exhibit 1
Fall Semester IIP Feedback Survey Response Rate

Teachers Principals 2M Observers | Directors Total
Current lIP Participants | 365 98 183 47 693
Survey respondents 292 69 114 28 503
Response Rate 80% 70% 62% 60% 73%

Summary responses to the close-ended survey questions are presented in graphs throughout
this report. We also conducted a themes analysis on the open-ended comments. Quotes
included in this report help illustrate the major themes that emerged from the themes analysis.

Internal Validity

Response rates were fairly high, making response bias unlikely.* The survey did not force
respondents to complete the entire survey in order to submit answers, and not everyone that
started the survey completed it in its entirety. It is possible, though unlikely, that there is bias
due to survey attrition. A mistake in the wording of the Observer surveys forced us to eliminate
responses to several questions, as the responses could not be analyzed validly.” The nature of
self-reported data is another potential limitation, which may not capture participants’ actual

2 All Partnership for Los Angeles Schools (PLAS) sites are participating in the IIP. However, this feedback survey does not
include PLAS responses because they started their Observation Cycle #1 during December 2011, after the majority of non-PLAS
[IP participants had completed their Observation Cycle.
3 The total number of completed survey responses was 343, making an adjusted response rate of 43%. However, all survey
responses were used in the analysis, when available, so several of the questions do have a total sample size of 503.
4 Questions about the School Leader Growth Plan did have lower response rates, since most principal respondents had not had
opportunities to complete it. Equivalent questions about teacher Individual Growth Plans were removed for addition to a later
feedback survey, and Talent Management staff plan to ask about School Leader Growth Plans again at that time.
5 Exhibit 22 does not include principal survey responses (N=56) and Exhibits 15 and 16 do not include director survey responses
(N=14) because the answer choices differ from the other Observer surveys and are not appropriate to the question asked.

4
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mastery of concepts and skills precisely. Overall, the survey results should present a fairly
accurate representation of participants’ opinions and experiences in the IIP.

External Validity

IIP participants have volunteered to be part of this no-stakes process and are experiencing the
initial implementation of the Educator and School Leader Growth and Development Cycles. The
opinions of IIP participants may differ from teachers, administrators, and instructional experts

across the District more broadly, and the experiences of those participating in future iterations
of the Educator and School Leader Growth and Development Cycles may differ as well.

Survey Respondents

Teachers

The IIP teachers that responded to the feedback survey were nearly all veteran teachers, with
78% of respondents having 11 or more years of teaching experience and 76% of respondents
with 11 or more years as an LAUSD employee. Elementary grade level teachers composed the
largest group of teacher respondents, and the subjects taught most frequently by respondents
were English Language Arts, Math, Science, and Art.

Exhibit 2
Teacher Grade Levels Taught in the Past Three Years
Grade levels taught (Check all that apply) N=291
K-5 Elementary 320
6-8 Middle 133
9-12 High 228
Exhibit 3

Teacher Subjects Taught in the Past Three Years (Check all that apply)

English Language Arts | 205

Mathematics | 194

Science | 191

Arts | 154
Social Science | 18
Other _] 9

Physical Education _] 6
Foreign Language ] 5
Special Education ] 4

0 50 100 150 200 250
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Observers

Staff serving as Observers in the LAUSD Educator Growth and Development Cycle include
principals, assistant principals, local district leaders, and local district and central office
instructional experts. Principals and local district Directors received and completed separate
surveys because they are also participating in the School Leader Growth and Development
Cycle, and responded to questions specific to that cycle. Principals generally served as the
school-based “primary” Observer, and Second Observers were mostly local district and central
office instructional staff members (see Exhibit 4).

Exhibit 4
Second Observer Job Titles

Otherschool  Administrator

site of Instruction
instructicnal _ 5%
staff '

7%

Assistant
Principal _
10%

Cenird office
instructional

staffmember
22%

Local district
instructional
staff member
57%

Most of the Observer respondents have been LAUSD employees for 21 or more years, and over
70% of principals and Second Observers have over 11 years of teaching experience. Fifty-six
percent of current principals have over 6 years of experience as a principal or site administrator,
while 41% of Second Observers and 62% of local district Directors do. Half of Directors have
been supervising principals for 3 or more years. Elementary grade level principals composed the
largest group of principal respondents, Directors were more likely to work with the elementary
grades, and other administrators or specialists were fairly evenly distributed in the grade levels
they work with (Exhibit 5).

Exhibit 5
Grade Levels that Observers Worked With in the Past Three Years

Grade levels you worked with (Check all that apply) | Principals Second Observers <ns1:XMLFault xmlns:ns1="http://cxf.apache.org/bindings/xformat"><ns1:faultstring xmlns:ns1="http://cxf.apache.org/bindings/xformat">java.lang.OutOfMemoryError: Java heap space</ns1:faultstring></ns1:XMLFault>