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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:

| || b=

State Use Only:

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

8. APPLICANT INFORMATION:

*a. Legal Name: |Maricopa County Education Service Agency

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

866000472 | |1838666SOOOOO

d. Address:

* Street1: |4o41 N. Central Ave. Suite 1200

Street2: |

* City: |Phoenix |

County/Parish: | |

* State: | AZ: Arizona

Province: | |

* Country: | USA: UNITED STATES

* Zip / Postal Code: |85012—3311 |

e. Organizational Unit:

Department Name: Division Name:

Maricopa County Ed Svec Agency | |

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

Prefix: |Mr . | * First Name: |Mark

Middle Name: |J. |

* Last Name: |Mason

Suffix: | |

Title: |Administrator

Organizational Affiliation:

* Telephone Number: |602-506-2900 Fax Number: [602-506-2398

* Email: |mark .mason@mcesa.maricopa.gov




Application for Federal Assistance SF-424

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

B: County Government

Type of Applicant 2: Select Applicant Type:

|X: Other (specify)

Type of Applicant 3: Select Applicant Type:

* Other (specify):

|Local Education Agency (LEA)

*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.):

AreasAffectedByProject.pdf Add Attachment Delete Attachment View Attachment

* 15. Descriptive Title of Applicant’s Project:

Rewarding Excellence in Instruction and Leadership - The Next Generation

Attach supporting documents as specified in agency instructions.

Add Attachments Delete Attachments View Attachments




Application for Federal Assistance SF-424

16. Congressional Districts Of:

* a. Applicant b. Program/Project

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

ProjectCongressionalDistricts.pdf Add Attachment Delete Attachment | View Attachment |

17. Proposed Project:

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

18. Estimated Funding ($):

a. Federal 59,398,345.00

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

*f. Program Income

g. TOTAL

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

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

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

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

|:| Yes |X| No

If "Yes", provide explanation and attach

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

X ** | AGREE

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

Authorized Representative:

Prefix: |Mr . | * First Name: |Mark |

Middle Name: |7. |

* Last Name: |Mason |

Suffix: | |
* Title: |Administrator |
* Telephone Number: |602—506—29OO | Fax Number: |602—506—2398

* i .
Emaw|mark.mason@mcesa.marlcopa.edu

* Signature of Authorized Representative: Susan Haag

* Date Signed: |o7/27/2o12
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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

|Susan Haag

|Administrator

* APPLICANT ORGANIZATION

* DATE SUBMITTED

|Maricopa County Education Service Agency

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 |Maricopa County Education Service Agency |
* Street 1 | ] | Street 2 | |
4041 N. Central Ave Suite 1200
City |Phoenix | State |Z—\Z: Arizona | Zp |85012 |
Congressional District, if known: |2Z2-004 |
6. * Federal Department/Agency: 7. * Federal Program Name/Description:

Department of Education Teacher Incentive Fund

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

§ J |

10. a. Name and Address of Lobbying Registrant:

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

* Last Name |NA | Suffix I:I

* Street 1 | | Street 2 | |

* City | | State | | Zip | |

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

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

* Street 1 | | Street 2 | |

* City | | State | | Zip | |

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

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

* Signature: |Susan Haag |

*Name: Prefix * First Name | | Middle Name |
Mr . Mark J.

Mason
Title: [administrator | Telephone No.: |[¢c02-506-2900 |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.

GEPR427Statement .pdf

| Delete Attachment | View Attachment
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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

|Maricopa County Education Service Agency

* PRINTED NAME AND TITLE OF AUTHORIZED REPRESENTATIVE

Prefix: * First Name: [Mark

| Middle Name: |7-

* Last Name: |Mason

* Title: |Administrator

* SIGNATURE: [susan raag

| * 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. Lori Renfro

Address:

* Street1: |404l N. Central Ave

Street2: |Suite 1200

County: |Maricopa

|
|
* City: |Phoenix |
|
|

* State: |AZ: Arizona

*Country:| USA: UNITED STATES |

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

602-372-3705 602-506-2398

Email Address:

|lori.renfro@mcesa.maricopa.gov

2. Applicant Experience:

Novice Applicant |:| Yes |Z 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?

|:| Yes |Z No

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

L

|:| Yes Provide Exemption(s) #:

|:| No Provide Assurance #, if available:

Please attach an explanation Narrative:




Abstract

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

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

« Research issues, hypotheses and questions being addressed

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

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

You may now Close the Form

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

* Attachment: |Abstract.pdf Delete Attachment| View Attachment
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Close Form

Project Narrative File(s)

* Mandatory Project Narrative File Filename: |TOCandProjectNarrat ive.pdf |

| Delete Mandatory Project Narrative File | View Mandatory Project Narrative File |

To add more Project Narrative File attachments, please use the attachment buttons below.

Add Optional Project Narrative File
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INTRODUCTION

In October 2010, the Maricopa County Education Service Agency (MCESA) was awarded a
Teacher Incentive Fund Grant to implement Rewarding Excellence in Instruction and
Leadership (REIL) in six Maricopa County school districts in Phoenix, Arizona. With TIF4,
MCESA proposes to leverage the experience gained from the REIL program to move forward
with REIL- The Next Generation (REIL-TNG). The state of Arizona has made a commitment to

ensuring that all students benefit from effective instruction, year after year, in every grade, in

every course, in every school, and in every area across the state. Trailblazing legislation has set

the stage for advancing compensation as a tool for influencing the quality of the educator
workforce. The TIF4 partner LEAs represent a diverse group of rural, urban, and special
population LEAs that range in size from Mobile Elementary School District with 27 students to
Roosevelt Elementary School District with 9,632 students (see Table 1). This group also includes
two special population LEAs that serve youth at-risk. Maricopa County Regional School District
is an accommodation school district for students in transition throughout the year. The Arizona
Department of Juvenile Corrections is responsible for provision of educational services for

juveniles adjudicated delinquent and committed by the juvenile courts.

Table 1: TIF4 LEAs
District Name # of School District # of # of
Leaders Enrollment | Teachers | Schools
Arizona Department of Juvenile Corrections 2 1,200 36 2
Balsz Elementary School District 5 2,532 167 5
Maricopa County Regional School District 8 3,511 33 4
Mobile Elementary School District 1 27 5 1
Phoenix Elementary School District 14 6,838 450 14
Roosevelt Elementary School District 30 9,632 530 19
Wilson Elementary School District 4 1,138 76 2
Total 64 24,878 1,296 47
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Supporting the implementation of REIL-TNG is an alliance of professional practitioners,
public policy makers, and professional associations whose involvement will contribute to the
successful implementation of the program. Professional practitioners include LEA
Superintendents, Administrators, Teachers, Maricopa County Education Service Agency
(MCESA), and the Arizona Department of Education (ADE). Public Policy Makers include
Arizona’s Governor; Superintendent of Public Instruction; Chairs of the Senate and House of
Representatives Education Committees; and Alliance School Districts” Governing Board
Presidents. Professional associations are represented through the Arizona School Boards
Association (ASBA); Arizona School Administrators (ASA); Arizona Association of School
Business Officials (AASBO); and the Arizona Business and Education Coalition (ABEC). Over
the next 5 years, REIL-TNG will advance the vision of a Human Capital Management System
(HCMS) with an educator evaluation system at the center that will impact 45 high-need schools
in 7 LEAs. By rewarding excellence through a groundbreaking shift from a traditional salary
schedule to one based on educator effectiveness, as well as addressing ineffective teaching and
leading, REIL-TNG will institutionalize the conditions that ensure our neediest schools have
effective educators.

ABSOLUTE PRIORITY 1: AN LEA-WIDE HUMAN CAPITAL MANAGEMENT SYSTEM
(HCMS) WITH EDUCATOR EVALUATION SYSTEMS AT THE CENTER

(A) A COHERENT AND COMPREHENSIVE HUMAN CAPITAL MANAGEMENT
SYSTEM (HCMS)

Absolute Priority 1.1: How the HCMS is or will be aligned with the LEA's vision of
instructional improvement.

> Selection Criteria A.1: The extent to which the HCMS described in the application is aligned
with each participating LEA’s clearly described vision of instructional improvement.

Seven Maricopa County local education agencies (LEAs) have joined together to implement

REIL-TNG, which forms the basis of a coherent, comprehensive cross-district HCMS with the

2

PR/Award # S374A120089
Pagg e20



REIL performance-based evaluation system at the center. The HCMS for REIL-TNG is
organized to attract, place, retain, and sustain effective educators with the use of educator
evaluation data and provision of targeted professional development woven into these four key
areas (see Figure 1).

Figure 1: REIL-TNG Human Capital Management System Strategies

HUMAN CAPITAL MANAGEMENT SYSTEM

The strategies that the REIL-TNG partner districts will work together to implement fall

within these four areas. These strategies, many of which align with recent legislative changes in
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the state of Arizona, will provide the foundation for ensuring that high-need schools are serviced
by the most effective educators. The REIL-TNG LEA partnership has committed to a common
vision of instructional improvement, which six of the seven partner LEAs embraced during the
2011-12 school year. The other partner (ADJC) has since committed to moving forward with this
instructional vision. The vision of instructional improvement, informed by the INTASC Common
Core Teaching Standards and the expectations for student learning articulated through the
Common Core State Standards, holds educators to new higher levels of accountability for
improved student outcomes.

Implementation of a Performance-Based Educator Evaluation System: The common vision

of instructional improvement is articulated through a comprehensive and inter-connected set of
cross-district teacher and leader observation tools (Learning Observation Instrument, Leading
Observation Instrument, Coaching Observation Instrument, and Peer Evaluator Observation
Instrument). The Learning Observation Instrument (LnOI) is comprised of six rubrics (Content,
Formative Assessment, Instructional Strategies, Learner Engagement, Learning Community,
Professional Responsibilities) that represent the key instructional competencies that serve as the
focus for instructional improvement. For example, the Real-Time Assessment element in the
Formative Assessment rubric establishes the expectation that teachers will plan for (and be
scored during the pre-conference portion of the observation cycle) appropriate during- and end-
of-lesson assessments that are designed to elicit the information necessary in order to adjust
instruction. The Coaching Observation Instrument (COI) allows for the provision of feedback on
Enhancing Culture, Designing Support, and Implementing Professional Learning. For example,
the Relationships element in the Enhancing Culture rubric evaluates the ability of a master

educator, during an instructional conference with a teacher, to engage in challenging
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conversations that lead to honest or vulnerable reflection, risk taking, and changes in teaching
and learning. The Leading Observation Instrument (LdOI) supports the common vision of
instructional improvement by evaluating building-level administrators on their understanding
and promotion of competencies emphasized in the LnOI and COI. For example, building-level
administrators are evaluated on their ability to provide feedback to teachers during the post-
conference via reinforcements and refinements aligned to LnOI elements. The conference forms
and observation instruments are included in the other attachments, page 145. The common vision of
instructional improvement is also articulated via expectations for student academic progress. The
inclusion of individual-level value-added measures communicates the belief that educators
significantly contribute to the academic progress of students, and that the contribution has a
value that can be measured. Student growth measures are discussed in depth in Section B. The
information derived through the performance-based evaluation (PBE) process will result in a
REIL Score that will determine an educator’s overall effectiveness rating and serve as the
foundation for many decisions throughout the HCMS.

Aligned and Targeted Professional Development: The implementation of the educator goal

plan is one of the most powerful means to communicate the instructional vision. All teachers and
building-level administrators will receive individual educator goal plans based on the results of
their REIL Scores. Section C.1 discusses the educator goal plan (EGP) in more detail. Educators
will also be supported via the five-year professional development plan that includes the
development and implementation of a series of role-based professional development strands
called the learning, leading, coaching, and evaluating series, which will form the basis of job-

embedded professional development in the field. These role-specific strands are aligned to the
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specific elements from each of the observation rubrics. See section C.4 for additional
information.

Core Competencies: The common vision of instructional improvement is also illustrated via the

competencies used to develop the STEP and PATH process, which are described in Section 1.2.
These competencies are included in the other attachments, page 122.

Alignment of Performance-Pay Plans to Educator Salary Structure: ARS § 15-977 sends a

strong message regarding the common vision of instructional improvement. This statute will
require that a portion of the funding administered through Arizona’s pay-for-performance

initiative, Classroom Site Fund (CSF) will be aligned to the educator’s REIL Score.

Absolute Priority 1.2: How the LEA uses or will use the information generated by the
evaluation systems to inform key human capital decisions.

> Selection Criteria A.2(i): Increasing the number of effective educators in the LEA’s schools
as demonstrated by the range of human capital decisions for which the applicant proposes to
consider educator effectiveness.

> Selection Criteria A.2(ii): Increasing the number of effective educators in the LEA’s schools
as demonstrated by the weight given to educator effectiveness.

REIL-TNG will use educator evaluation results to inform several HCMS decisions aligned
to the key strategy groupings (attract, place, retain, sustain). The performance-based
compensation system, implemented through a revised educator salary schedule based on
effectiveness, will be implemented in the 45 high-need schools identified in response to
Requirement 3(a). In addition, a subset of high-need schools, designated as spotlight schools,
will implement specific HCMS strategies. REIL-TNG’s HCMS will increase the number of
effective educators across the TIF4 LEAs through: (1) the performance-based compensation
system (placement and base-pay progression on the salary schedule); (2) professional

development planning and delivery; (3) hiring and placement policies; and (4) management of
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retention and dismissal decisions (assignment of continuing/non-continuing status; notice of
inadequacy of classroom performance).

Performance-Based Compensation: REIL-TNG partners will adopt an educator salary

structure based on effectiveness, as measured through evaluation, as the main vehicle for
rewarding effective teachers and leaders. Six guiding principles will lay the foundation for each
LEA-specific salary schedule, which will be implemented beginning SY 2014-15 (see
Competitive Preference Priority 5). In addition, salary enhancement for effective educators
serving in career pathway positions will attract and retain effective educators in the neediest
schools (spotlight schools).

Professional Development Planning & Delivery: The overall educator effectiveness (REIL

Score) rating drives professional development planning and delivery. All educators will have
educator goal plans; however, the goals and action steps for each educator will be differentiated
based on evaluation results. Those educators who fall in the ineffective range will be subject to
an increased level of support through a performance improvement plan, also aligned to educator
needs identified through the evaluation process, which will determine dismissal, probationary, or
continuing status. The learning, coaching, leading, and evaluating series (described in Section
C) are all aligned to the elements in the observation tools, ensuring differentiated support for
each educator group.

Hiring, Selection, & Placement: Exemplary hiring practices will be continued and expanded to

include establishing the norms by which each LEA will choose and train a selection team; and
setting parameters for the use of tools (interview questions, resume screening, reference checks).
Selection of educators for new and existing positions will be enhanced to ensure the inclusion of

multiple data points in hiring decisions, including the use of the identified core competencies, in
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order to narrow the candidate pool to qualified candidates. This will include requiring career
pathway candidates go through the Selecting Teachers to Enter Pathways (STEP) and Placing
Administrators on Track to High achievement (PATH) process. For example, phase 1 of the
STEP process will include collecting information about candidates on their REIL Scores and
their performance on talent-based tools designed to identify specific knowledge, skills, and
disposition for a specific career pathway position. Phase 2 includes the use of resume screening,
collection of writing samples, and performance tasks (e.g., leaderless group, role-playing
activities). The STEP and Path process can be found in the other attachments, page 131. The
placement process will be driven by the overall effectiveness rating (REIL Score), and educators
will receive incentives, such as a 3-year contract, to transfer to a position in a spotlight school.

Management of Retention & Dismissal Decisions: The process for moving from probationary

status to continuing status used to be based on years of experience. Once three years of teaching
were completed, teachers were automatically moved into continuing status. With legislative
changes now in place, REIL-TNG can implement strategies to better manage the retention and
dismissal process. For example, the 4 year continuing status for a teacher can be withheld based
on an ineffective or developing REIL Score. In addition, each REIL-TNG partner will develop
and implement an expectations and experience decision-making model to support the career

trajectory of a teacher. An example of this decision-making model is shown in Table 2.

Table 2: Sample Expectations and Experience Decision-Making Model

Experience Ineffective Developing Effective Highly Effective
1 year Retain if Retain if improving Retain Retain
improving

2 years Dismiss Retain if improving Retain Retain

3 years Dismiss Extend non-continuing Retain & reward | Retain & reward
status

4 years Dismiss Retain if teacher was Retain & reward | Retain & reward
effective in the prior year

5+ years Dismiss Retain if teacher was Retain & reward | Retain & reward
effective in the prior year
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Use of Data to Inform HCMS Decisions (Weight of REIL Score) / Selection Criteria A.2(ii):

Table 3 lists HCMS decisions, their alignment to the type of HCMS strategy, along with the
significance, or weight, that the REIL Score will play in each HCMS decision. There will be
some decision where a specific REIL Score is a non-negotiable part of the decision-making
process. This is indicated in the table by the designation of full weight. For example, the REIL
Score has full weight on the decisions about effective and highly effective educators receiving
performance-based compensation, and whether they are placed in specified positions. Other
strategies have been identified as being made partially on the REIL Score. For example, when
considering the equitable distribution of teachers across an LEA, the LEA leadership will have to
take many factors into account (e.g., highly qualified status, teacher and student demographics,
school leadership). In addition, because of state statute, some flexibility will be needed for

specific decisions (e.g., reduction-in-force policies are not solely based on REIL Score).

Table 3: HCMS Decisions Aligned to Results of Educator Evaluation (REIL Score)
Weight of
REIL Score on

Strategy Key—> A = Attract | P =Place | R =Retain | S = Sustain HCMS
Decision*

HCMS Decision A | P [ R | S |Partial | Full

Placement and base pay progression on educator salary structure. | \

Salary enhancement for in-demand; master educator positions. \ MR

Placement of teacher in spotlight school

Placement of teacher in career pathway position.

< |l (2 [2]

Issuance of three-year contract to highly effective teacher. \

Request educator evaluation and performance classification N
when hiring outside of the LEA

< | < | <<
<
<<

Equitable distribution of teachers.

Assignment of goal/action plan (educator goal plan). \ N

Design / selection of professional development programs. \ v

Assignment of students to teachers.

i B P
el Bl < | < |

Employment retention cannot be based solely on tenure or N
seniority.

Non- transfer of ineffective teacher to another school. N NEE

Assignment of a 4" year teacher with an ineffective performance v \

9
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classification a probationary contract as opposed to a
“continuing” contract.

Performance improvement plan for teachers with a performance N N
classification of ineffective.

Dismissal policies for teachers with a performance classification N N
of ineffective after using the intervention option.ll

Dismissal policies for teachers with a performance classification N N

of ineffective who are not provided an intervention option (which
includes the initiation of a notice of inadequate classroom
performance no later than the second consecutive year of the
ineffective classification). B

Governing board developed definition of inadequacy of N[ A N
classroom performance that aligns with the performance
classifications.

Placement and base pay progression on educator salary structure. |

<L <]
< |
< |

Salary enhancement for principal/assistant principal career N
pathway position (turnaround principal / turnaround assistant
principal).

Request for educator evaluation and performance classification VA
when hiring outside of the LEA.

Assignment of goal/action plan (educator goal plan). \

Design / selection of professional development programs. \

Transfer and contract policies for principals in the lowest N
performance classification (ineffective).

< < <L <] <
< |
< |

Governing board developed definition of inadequacy of
classroom performance that aligns with the performance
classifications.

* If REIL Score (performance classification) is not available, equivalent evidence of effectiveness will need to be
provided

** Prohibits a continuing teacher who is in the lowest performance classification for two consecutive years from
being transferred as a teacher to another school unless the teacher has been given notice of inadequate classroom
performance, is subject to an improvement plan, and the governing board approves the transfer.

B Specific policy recommendations will be developed by the district-level and cross-district HCMS/PBMS teams
over the course of the grant (see timeline in A.4 for specific details).

HCMS Strategies: Now and in the Future: Currently, REIL-TNG partners have policies and

procedures in place related to the use of educator evaluation data to inform key human capital
management decisions. Others will be implemented over the course of the grant period. Table 4
shows the existing state statutes that will assist in implementation over the five-year course of
the grant, along with the implication of each statute for the development and implementation of

REIL-TNG HCMS strategies.

10
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Table 4: Current Legislation to Support HCMS Implementation

Description Implication

ARS The state board of education shall adopt and Supports weighting of the student
§15-203 | maintain a model framework for a teacher and academic progress portion of the REIL
principal evaluation instrument that includes Score (50%).
quantitative data on student academic progress
that accounts for between thirty-three per cent
and fifty per cent of the evaluation outcomes.
ARS Establishes a classification system generated Schools labeled with a D or F label will
§15-241 | from the achievement profiles for schools, based | receive the designation of spotlight
on letter grades. school, allowing for specific
interventions.
ARS Districts develop and adopt definitions of four This will be used to support the overall
§15-203 | performance classifications effectiveness rating for teachers.
ARS A school district shall not adopt policies that Employment retention cannot be based
§15-502 | provide employment retention priority for solely on tenure or seniority.
teachers based on tenure or seniority.
ARS Develop and adopt teacher evaluation policies (to | Policies mandate incentives for effective
§15-537 | go into effect in 2013-14). The policies shall and highly effective teachers; REIL-TNG
describe: Incentives for teachers; protections for | will offer three-year contracts for highly
teachers who are transferred to schools that are effective teachers accepting a position in a
assigned a letter grade of D or F; protections for | high need school; salary enhancement for
teachers if the principal of the school is effective and highly effective teachers
designated in the lowest performance who accept a position in a spotlight
classification. school (subset of high-need schools).
ARS Governing boards develop a definition of This statute will assist REIL-TNG with
§15-539 | inadequacy of classroom performance that aligns | implementation of dismissal policies.
with the performance classifications.
ARS Develop and adopt policies for principal Will support professional development
§15-341 | evaluations (to go into effect in 2013-14). The and incentives for effective building level
policies shall describe: The principal evaluation | administrators; REIL-TNG will offer 3-
instrument, including the four performance year contracts for effective and highly
classifications; Alignment of professional effective building-level administrators
development opportunities to the principal accepting a position in a high need
evaluations; Incentives for effective / highly school; salary enhancement for effective
effective principals which may include: and highly effective building-level
multiyear contracts; incentives to work at schools | administrators who accept a position in a
that are assigned a letter grade of D or F; transfer | spotlight school (subset of high-need
and contract processes for principals designated schools); all building-level administrators
in the lowest performance classification. will receive annual educator goal plans
and job-embedded professional
development.
ARS Allows a principal and teacher evaluations and This will facilitate recruitment for and
§15-503 | performance classification to be shared with placement in high-need schools.
/ ARS other school districts or charter schools for hiring
§15-537 | purposes.
ARS Any school district policy pertaining to the This will facilitate development of
§15-537 | transfer of teachers from one school to another policies related to the HCMS strategy of
shall take into consideration the current equitable distribution of teachers.
distribution of teachers across all of the
11
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performance classifications and the needs of the
pupils in the school district.

ARS Develop 301 plan for 2014-15 that requires an Align placement on salary schedule to
§15-977 | individual teacher’s performance on the performance classification.
evaluation be a portion of the performance pay
system required by Proposition 301.
ARS Develop and adopt teacher evaluation policies (to | Supports development of the HCMS
§15-537 | go into effect in 2015-16). The policies shall professional development, transfer, and
describe: support and consequences for teachers | retention and dismissal strategies.
designated in the lowest performance
classification; an intervention option for teachers
designated in the lowest performance
classification; dismissal policies for teachers who
continue to be designated in the lowest
performance classification after using the
intervention option; dismissal policies for
teachers who are not provided an intervention
option; transfer policies to limit transfer of
ineffective teachers from one school to another.
ARS States a teacher who is beginning his/her 4th year | Assigning a 4™ year teacher with an
§15-536 | of employment and who is designated in the ineffective performance classification a
lowest performance classification may be offered | probationary contract as opposed to a
a non-continuing status contract. “continuing” contract supports the
development of the HCMS retention and
dismissal policies.
ARS A school district governing board must adopt a Supports the alignment of the salary
§15-977 | PBCS system to allocate funding from the schedule to educator effectiveness.

classroom site fund; beginning in school year
2014-2015, individual teacher performance as
measured by the teacher's performance
classification shall be a component of the school
district's portion of the forty percent allocation
for teacher compensation based on performance.

In addition to state statute, several policies are already in place at the LEA level related to

the HCMS. See Table 4 in the next section (Absolute Priority 1.3 and Selection Criteria A.2(v).

Obstacles to Implementation: In examining the status of each LEA’s current HCMS, there are

specific challenges related to current policies that have been identified. The identification of

these challenges will allow policy revisions to occur to assist in development and

implementation of REIL-TNG. These policy challenges include the following:

e Policy G-2200 © GCBA Professional Staff Salary Schedules: LEAs will need to modify the
section that speaks to placement on the salary schedule as current language allows for new
teachers entering the district with prior teaching service to be given a maximum credit of five
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(5) years [this varies in each district’s policy] for verified experience. In addition, the
language that reads: “reasons for denial of vertical advancement on the salary schedule
include but are not limited to...” will need to be modified to include performance
classifications.

e (G-4100 © GCI Professional Staff Development: This policy, which specifies a responsibility
on the LEA’s part to provide continual professional growth for staff, also includes language
allowing for the awarding of credit for salary advancement. Each LEA will have to revise
this language to align with the new educator salary structure based significantly on student
growth. Roosevelt Elementary School District and Wilson Elementary School District
include professional growth committees in their policies whose procedures may have to be
revised related to the submission of hours to move on salary schedule.

e G-4111 © GCI —R Professional Growth / Horizontal Movement on Salary Schedule: Balsz
Elementary School District and Phoenix Elementary School District will need to consider
revisions to this policy as it allows advancement on the salary schedule for completion of
professional growth hours, graduate and undergraduate coursework, and timelines for
submitting hours for salary advancement.

e (-3463 © GCF-RC Professional Staff Hiring: Phoenix Elementary School District’s policy
may need to be revised to incorporate proposed HCMS strategies related to the transfer of
personnel from one school to another.

e The Arizona Department of Juvenile Corrections has a performance appraisal manual that
will need to be revised to reflect REIL’s educator evaluation system.

Absolute Priority 1.3: The human capital strategies the LEA uses or will use to ensure that
high-need schools are able to attract and retain effective educators.

> Selection Criteria A.2(v): The extent to which the HCMS is likely to increase the number of
effective educators in the LEA's schools as demonstrated by 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.

REIL-TNG will implement financial and non-financial human capital strategies to attract
and retain effective educators across all high-need schools, as well as a special subset of high-
need schools identified as spotlight schools. To attract and retain effective educators, REIL’s
HCMS financial strategies include the following: (1) strategic compensation including base pay
progression on the educator salary structure that is tied to the REIL Score; the establishment of a

competitive starting salary; and the ability to progress more quickly to higher salaries (based on
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effectiveness) than a traditional salary schedule; (2) salary enhancement for effective/highly
effective teachers accepting a position in a spotlight school; and (3) opportunities for
advancement via career pathway positions (master educator, in-demand teacher, turnaround
principal, peer evaluator). Non-financial strategies are centered on access to regular feedback
and high-quality professional development, opportunities for shared leadership, and the
opportunity for effective educators to make a difference by taking a risk and serving in a high-
need school. By offering a 3-year contract, and protections from consequences related to a
possible temporary lowering of a performance classification, educators can focus on making a
difference over a multi-year period in a challenging environment. Non-financial strategies
include the following: (1) frequent feedback via multiple observation cycles; (2) high-quality
professional development aligned to the LEA-wide common vision of instructional
improvement; individualized educator goal plans aligned to evaluation results; (3) 3-year
contracts for highly effective educators who accept a position in a high need or spotlight school;
(4) protections for teachers who transfer to a school with a state label of “D” or “F”; (5)
increased opportunities to work in schools led by effective/highly effective principals/ assistant
principals; (6) opportunity to directly participate in the development and implementation of a
coherent and comprehensive HCMS via membership on a REIL-TNG LEA-level transition team;
(7) reduction in force policies that prohibit the use of seniority as the priority when implementing
a reduction in force; (8) development of an HCMS recruitment team and recruitment strategy
plan; (9) implementation of human resource branding strategies to appropriately communicate a
message about the LEA’s goals and common vision of instructional improvement; and (10) use
of sourcing as a HCMS strategy to identify sources of potential high-quality candidates to serve

in high-need schools. Additional information regarding intermediate steps toward full
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implementation of these described features is included in the discussion for Selection Criteria E.5
(project management).

Supporting Policies: LEA-level polices support the attraction and retention of effective

educators in Table 5. For example, 6 of the 7 LEAs already have a policy in place that specifies a
personnel goal to recruit, select, and employ the best qualified personnel to staff the school
system (G-0050 © GA) which is also supported by policy G-3450 © GA (Professional Staff
Hiring) which supports each LEA in employing and retaining the best qualified personnel. Policy
G-0050 © GA establishes a goal to provide in-service training programs for employees that will
improve their rates of performance and retention, as well as a goal to provide a staff
compensation program sufficient enough to attract and retain qualified employees within the
fiscal limitations of the district. Policy G-2050 © GCA will assist in the creation and governing
board approval of career pathway positions. Policy G-4100 © GCI Professional Staff
Development requires the LEA to provide opportunity for continual professional growth of
certificated staff. Policy G-4500 GCK (Professional Staff Assignments & Transfers) assures the
superintendent will determine all staff assignments. Transfers will be based on needs of the
instructional program. Policy G-5800 © GCQA Reduction in Force: precludes an LEA (in the
event that certificated staff members have to be released) from using tenure and seniority as
priority criteria in releasing staff. Policy G-4100 © GCI Professional Staff Development:
Establishes LEA responsibility to provide opportunity for continual professional growth of
certificated staff. To see a listing of these policies applicable to the REIL-TNG LEAs, see

Current LEA HCMS Policies in other attachments section, page 215.

Absolute Priority 1.4: Modifications to existing HCMS and timelines

> Selection Criteria A.2(iii): Increasing the number of effective educators in the LEA s schools
as demonstrated by the feasibility of the HCMS.
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> Selection Criteria A.2(iv): Increasing the number of effective educators in the LEA s schools

as demonstrated by the commitment of the LEA's leadership to implementing the described
HCMS.

There are specific modifications that LEAs will have to address to be in full alignment with
REIL-TNG’s HCMS. These modifications include the adoption of the following: (1) revised
educator salary structures; (2) performance classification and inadequate performance
definitions; (3) revised educator evaluation, transfer, and probationary and continuing teacher
status policies; and (4) revised educator observation practices. Although specific strategies have
already been identified prior to the grant submission, additional strategies will be identified and
developed through the work of the cross-LEA teams and LEA-level transition teams, to include
key stakeholders in the design and development. Major timelines related to HCMS
implementation are included in Table 5. The timeline for specific implementation of HCMS
activities has been built into the management plan (see Table 23 in section E.5.). Per grant
requirements, the use of evaluation information to inform the design and delivery of professional

development and the award of performance-based compensation begins no later than the third

year of the grant. In addition, the LEA-wide educator evaluation system used to assign overall

REIL Scores will begin no later than the beginning of the second year of the project period.

Table 5: Timeline for Implementation

2012- | 2013- | 2014- | 2015- | 2016-
13 14 15 16 17

Implement Learning, Coaching, Leading Observation Process* \ \ \ \ \

* Meets grant requirement to implement LEA-wide evaluation system beginning year 2.

Evaluator assignment of professional development to evaluatees to | V N N N N
provide opportunities for the educator to improve performance. *

* Meets grant requirement to implement professional development beginning year 3.

Alignment of district- school- and individual- level professional N N N N N
development to educator evaluation results through EGP.*

* Meets grant requirement to implement PBCS beginning year 3.

Implement teacher, administrator observation process* v v v \ \

Implement peer evaluator observation process™ N N \ \

* Meets grant requirement to implement LEA-wide evaluation system beginning year 2.

Revised salary schedule begins.* | | |~ | |
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* Meets grant requirement to implement PBCS beginning Year 3 and to implement a salary structure
based on effectiveness for both teachers and principals no later than Year S.

Feasibility: Implementation of the HCMS is made feasible through the commitment of the LEAs
to the project as mentioned in the prior section; the experience of the REIL-TNG partners in
using information from educator evaluation systems to inform HCMS decisions; and State- and
LEA-level policies that will facilitate implementation of the use of an overall evaluation rating as
a factor in HCMS decisions.

Prior Experience: The lead applicant, Maricopa County Education Service Agency (MCESA),
began implementation of a TIF3 grant, Rewarding Excellence in Instruction and Leadership
(REIL) in October of 2010 with six Maricopa County school districts. Part of that program was
the development of a REIL Score, which serves as an overall evaluation rating for educators
throughout all six districts. The REIL Score determines placement on a performance award
continuum that aligns with a performance-based compensation award. REIL also established the
use of this score as a determinant in planning for professional development; assigning of goals in
educator goal plans; placement of teachers on performance improvement agreements; and the
selection and placement of effective educators in career pathway positions. MCESA’s experience
with the REIL program will prove invaluable in implementation of the HCMS for REIL-TNG.
Using Educator Effectiveness as a Factor in HCMS Decisions: Several state-level and LEA-
level policies will facilitate modifications needed to use educator effectiveness as a factor in
human capital decisions. Already described in Table 4, these policies include the following: ARS
§15-203, ARS §15-203, ARS §15-539, ARS §15-977, ARS §15-341, ARS §15-503, ARS §15-
537. In addition, LEA-level policies currently in place will support the necessary modifications
needed to implement the overall rating element of the HCMS (see Table 6). The key policy to

highlight in this area, G-5361 GCO-R Evaluation of Professional Staff Members, supports the
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evaluation results as a basis for motivation and for self-improvement; permitting personnel to be
aware of their strengths and weaknesses in order to improve; as basis for in-service planning and
supervisory activities; and to provide the basis for administrative decisions including the
employment of personnel, their assignment, the granting of continuing status, promotion,
demotion, or termination. Other supporting policies to highlight include the following:

e (G-5800 © GCQA Reduction in Force: Precludes an LEA (in the event that certificated staff
members have to be released) from using tenure and seniority as priority criteria in releasing
staff.

e G-0050 © GA and G-3450 © GA (Professional Staff Hiring): Specifies a personnel goal to
recruit, select, and employ the best qualified personnel to staff the school system; supports
each LEA in employing and retaining the best qualified personnel.

e (G-4100 © GCI Professional Staff Development: Establishes LEA responsibility to provide
opportunity for continual professional growth of certificated staff.

¢ (G-4500 GCK Professional Staff Assignments & Transfers: Superintendent will determine all
staff assignments. Transfers will be based on needs of the instructional program.

Table 6: LEA Policies Related to Implementation of Overall Rating for Educators

ADJC BESD MCRSD MESD PESD RESD WESD
G-5361 GCO-R Evaluation of
Professional Staff Members

Policy 2014.01A N
Performance Appraisal

G-0050 GA Personnel
Goals/Priority Objectives

G-2050 © GCA Professional Staff
Positions

G-2200 © GCBA Professional
Staff Salary Schedules

<] 2] 21 <]
<] 2] 2] 2]
<] 2] 2] 2]
<] 2] 2] 2]
<] 2] 2] 2]

G-3450 © GCF Professional Staff N
Hiring

G-3463 © GCF-RC Professional
Staff Hiring

G-4100 © GCI Professional Staff N N N N
Development

<] <21 2] 2] <2 2] <]

G-4500 GCK and G-4511 GCK-R N N N N
Professional Staff Assignments &
Transfers

G-5800 © GCQA Reduction in N N N N N N
Force
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Commitment of the LEA's Leadership: TIF4 LEA leadership teams met many times during

the 2011-12 school year to prepare for implementation of REIL-TNG (November 29, 2011;
January 23, 2011; April 24, 2012; June 6, 2012; July 9, 2012). Each partner also submitted a
signed MOU committing to program implementation and the development/implementation of a
revised educator salary structure with embedded PBC (see required attachments, page 24). In
addition, each LEA agreed to implement a common, cross-district HCMS with an LEA-wide
performance-based evaluation system at the center (see Absolute Priority 2 / Section B). Each
LEA will participate in and implement the teams identified in the communication structure
shown in Section D. Commitment is also demonstrated by the fact that several of the REIL-TNG
LEAs have participated in, or will be participating in Qualified Evaluator Training for building-
level administrators and L.nOI overviews for teachers (see Table 7).

Table 7: QET Training (SY 11-12)
ADJC BESD MCRSD MESD PESD RESD WESD

30-hour Scheduled | May & July & January May & June January through
QET for Fall July August through June 2012 April 2012
2012 2012 2012 April 2012

2012
3-hour Scheduled | May May 2012 | January July July June 2012
LnOI for Fall 2012 through 2012 2012 (18 hours)
Overview | 2012 April

2012 (18

hours)

To demonstrate commitment, each LEA completed a communication plan aligned to two
common goals: (1) engage LEA stakeholders in the ongoing development, implementation, and
refinement of REIL-TNG’s HCMS; and (2) develop understanding among LEA stakeholders of
the essential elements and expected benefits and outcomes of a comprehensive HCMS, including
the salary-embedded performance-based compensation component. These plans have been
included in other attachments, page 55, of the grant application. Highlights of these plans include

the following: dedicated project leads for program activities; specific dates/timelines to
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accomplish goals; a commitment to implementing the LEA-level transition teams outlined in the
discussion of Requirement 2a and Selection Criteria D.1.; a commitment to conducting school-
based meetings to inform staff of REIL-TNG; attention to the need for regular governing board
communication including regular study sessions; and attention to timeline requirements for

implementation of policy revisions.

COMPETITIVE PREFERENCE PRIORITY 4: NEW OR RURAL APPLICANTS TO THE
TEACHER INCENTIVE FUND

Competitive Preference Priority 4A: Assurance that each LEA to be served by the project has
not previously participated in a TIF-supported project

Assurance Required by Competitive Preference Priority 4. This application is responding to

Competitive Preference Priority 4a: An assurance that each LEA to be served by the project has
not previously participated in a TIF-supported project. The seven LEAs that will be serviced by

REIL-TNG have not previously participated in a TIF-supported project.

COMPETITIVE PREFERENCE PRIORITY 5: AN EDUCATOR SALARY STRUCTURE
BASED ON EFFECTIVENESS

REQUIREMENT 1: PERFORMANCE-BASED COMPENSATION FOR TEACHERS,
PRINCIPALS, AND OTHER PERSONNEL

Requirement 1: Describe how the proposed PBCS will meet the definition of a PBCS.

REIL-TNG will implement PBCS Design Option 1. Table 8 demonstrates the alignment of
the proposed PBCS (column 2) to the definitions set forth in the grant requirements (column 1).
In addition, REIL-TNG will include an optional component as a strategy to attract and retain

effective educators in high-need schools. This is also shown in Table 8.

Table 8: REIL-TNG Performance- Based Compensation System Design Option & Timeline

PBCS DESIGN OPTION 1 REIL-TNG TIMELINE
REQUIREMENTS
Additional compensation for Performance-based compensation | Implementation of revised
teachers and principals who receive | embedded in salary schedule salary structure begins Year 3
an overall rating of effective or resulting in differential pay for (SY 2014-15)
higher effective educators
20

PR/Award # S374A120089
Pag%0e38




Additional compensation for Implementation of Career Pathway | Salary enhancement begins
effective teachers and principals, Model in subset of high-need Year 2 (SY 2013-14) for peer
who take on additional schools; Implementation of peer evaluators and Year 3 (SY
responsibilities and leadership roles | evaluators in all high-need schools | 2014-15) for master educators,
in-demand teachers,
turnaround principals/assistant

principals
OPTIONAL ELEMENT
Proposed PBCS provides additional | Implementation of HCMS hiring, Begins Year 3 (SY 2014-15)
compensation for educators who placement, and transfer policies

receive an overall rating of effective
or higher and who either:

(1) Transfer to a high-need school
from a school of the LEA that
is not high-need, or

(2)For educators who previously
worked in another LEA, are
hired to work in a high-need
school

Competitive Preference Priority 5.A: Describe the extent to which and how each LEA will use
overall evaluation ratings to determine educator salaries

Each REIL-TNG LEA will use educator’s REIL Score as a significant component to
determine placement on the revised educator salary structure. The REIL Score, which results in a
performance classification, will align with four lanes on the revised salary structure. The model
salary schedule shown in Table 9 shows how two teachers at the same point in their career could
earn very different compensation based on their performance. Teacher A with four years of
experience receives a performance rating of developing would earn a salary of $43,200; while
Teacher B, also with four years of experience, receives a performance rating of highly effective,
earning a salary of $64,299. The same would apply for the other educators in the system.

Table 9: Model Educator Salary Schedules

Entry Level Developing | Effective | Highly Effective
8% 22% 22%
Teachers Salary $38,000 $43,200 $52,704 $64,299
0% 4% 4%
Master Salary $70,729 n/a $73,558 $76,500
Educators
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3% 12% 10%
Assistant Salary $60,000 $61.800 | $69.216 $76,138
Principal

3% 12% 10%
Principal Salary $74,000 $76,200 | $85.366 $93,903

Competitive Preference Priority 5.B: Describe how each LEA will use TIF funds to support the
salary structure based on effectiveness in the high-need schools listed in response to
Requirement 3(a).

REIL-TNG will use 52% ($31,103,405) of the total TIF grant funds to support each LEA’s
transition to a salary structure based on effectiveness. Thirty percent ($17,574,115) of TIF Funds
will be utilized to supplement the salary schedule transition. Eighteen percent ($10,706,290) of
TIF funds will be utilized to increase the base/starting pay to at least $38,000 in all REIL-TNG
LEAs. Lastly, 4% ($2,823,000) of TIF Funds will be utilized to implement a career pathway
model in a subset of high-need schools and to provide additional compensation for effective
educators to transfer to a high-need school.

During the first two years of the grant, LEAs will continue their traditional compensation
strategy while they engage in the process of redesigning and adopting salary schedules that align
to the six guiding principles (See Section 5.C.). Beginning in Year 3, educators will be placed
on the newly adopted salary schedule according to their effectiveness as measured by their REIL
Score. In Year’s 1-5 of the program, LEAs will continue to support the salary schedule with their
existing dedicated resources and TIF grant funds will supplement the difference between the
traditional salary schedule and the performance based compensation schedule based upon

educator effectiveness during Year’s 3-5 (see Figure 2).
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Figure 2: REIL-TNG LEA Existing Funds and TIF Grant Funds

ADIC BESD MCRSD MESD PESD RESD WESD

MADINTAIY CTRRENT SALARY SCHEDULE

Total District

Aaintain Personnel

(GY3, GY4, & GYS $6.740 032  $28 013,831 $6.582.013 $965.437  $71.811 308 $95.100.385 $15.253 489

DMPLEMENT PBC SALARY SCHEDTLE
Phase-Out Persennel Cast $4602.745 $19.094.109 $4486272  $658.038 $48946420  $64.820021 $10396713
MAX. Phase In Personnel Cost $2,306,599 $11,079,008 §$2,665473  $387,804 $20,421.884  $38,177,421  $4,998,302
TOTAL PBC PERSONNEL COST 36,909,344 S30,173,116 $7,151,745 51,045,842 578,368,304 S102,997,442 515,395,015

Performance-hased
Compensation Cost {TIF Funds) $160,312 $2,150286  $569,733 $80,404 $6,556, 706 $7,807,057 $141,527
Total PBC Perzomme. Cost Zess Tota Datrict Alaintain Personme!

Increased Base/Starting Pay
To $38,HH {TIF Funds) $24,541 51,032,618 3182491 $186.692  $6.463,045 $2,792.714 $21,987

(Based off FY 13 — 2% anmua salary inflation adjustmeant)

TOTAL GRANT MOXNIES TO BE
EXPENDED 195,853 53,191,903 3752,424 267,006  S13,019,844 310,688,772 3163,513

| TOTAL GRANT MONIES EXPENDED: _ $28.280.405 |

Competitive Preference Priority 5.C: Describe the extent to which the proposed
implementation is feasible.

Implementation feasibility has been enhanced through: (1) financial modeling of educator
salary schedules; (2) collaboratively developed guiding principles that will serve to focus efforts
for each LEA as they work within the established communication structure toward finalization
and implementation of a revised set of salary schedules; (3) supporting legislation and LEA-level
policies; (4) a communication structure designed to elicit stakeholder feedback during the two
years leading up to implementation of the revised salary schedule; and (5) stakeholder support.

Financial Modeling: During the grant application design and development phase, REIL-TNG

partners engaged in a series of discussions regarding the opportunity to shift from traditional
salary schedules to a salary schedule that included embedded performance-based compensation.
All of the LEAs were supportive of the ideas put forth by the Teacher Incentive Fund concluding
that a performance-based compensation system is best sustained by awarding additional

compensation, not through short-term bonuses, but rather as part of an educator’s salary. In order
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to determine the feasibility of this strategy, MCESA supported the LEAs by creating some
modeling tools to manipulate their LEA data, to factor in multiple funding sources, varying
proficiency rates of educators, attrition of staff, student growth, and cost of living increases.

Guiding Principles: On June 6, 2012, a special workshop was held for the TIF4 leadership

teams, including representation from district finance directors and superintendents. From that
meeting, the partnership began to establish a set of six guiding principles that all LEAs would
agree to use when working to select a specific LEA salary model upon grant award. These
guidelines served as the basis for the budgeted financial model that was used to project the
anticipated costs of moving to an educator salary structure based on effectiveness. At the July 9,
2012 workshop, all TIF4 LEAs provided feedback and approved the following guiding principles
for implementation:

1. Educator compensation should be aligned to a common vision of instructional improvement.
2. Initial salary placement should attract top teaching talent through the establishment of a
competitive starting salary.

3. Base pay placement and progression is designed to significantly reward long-term
performance and rely less on years of experience and education units and degrees.

4. Base pay progression should reward effective educators by reducing the gap between initial
and peak earnings.

5. Base pay progression is designed with an established end point.

6. The overall salary structure should be designed to foster collaboration (in order to maximize
the number of educators benefitting from base pay progression based on effectiveness), as
opposed to competition (limiting the number of educators who can benefit from base pay

progression based on effectiveness).
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Supporting Legislation and Policies: As discussed in Absolute Priority 1 and Section A, the

state of Arizona has passed supporting legislation that will facilitate moving from a traditional
salary schedule to one that is aligned with educator effectiveness.

Communication Structure: A robust communication structure will enhance the development

process as LEASs transition to the revised salary structure. See Section D for additional
information.

Stakeholder Support: In order to collect information and monitor stakeholder support related to

educator compensation, teacher and administrator surveys were administered in May 2012. The
survey gave results from a solid representative sample that demonstrated a range of experience
and education as indicated in Table 10.

Table 10: Survey Sample

Teachers Administrators

Years of 29%: 0-3 years of experience 14%: 0-3 years of experience
Experience | 30%: 4-9 years of experience 62%: 4-9 years of experience

40%: 10 years or more of experience 24%: 10 years or more of experience
Education 33% hold bachelor’s degree 5% hold bachelor’s degree

23% master’s degree 14% master’s degree

43% master’s degree plus additional 64% master’s degree plus additional hours

hours 18% doctorate degree

Survey results indicate that there is strong support related to the alignment of educator
effectiveness with compensation. Eighty-two percent of teachers (and 91% of administrators)
gave a positive response when asked if results from the teacher evaluation process should inform
decisions within their school about teacher compensation. Ninety-Five percent of administrators
gave a positive response when asked if results from the administrator evaluation process should
inform decisions within their school about administrator compensation. These results were
validated through an additional question that asked if performance-based compensation should
be based on educator effectiveness. 85% of teachers and 95% of administrators agreed. Other

survey data related to identification of elements for educator compensation (e.g., performance
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classification, student growth, observation scores) demonstrated support levels between 84% to
100%. These results are contained in the required attachments section, page 82.

ABSOLUTE PRIORITY 2: LEA-WIDE EDUCATOR EVALUATION SYSTEMS BASED,
IN SIGNIFICANT PART, ON STUDENT GROWTH

SELECTION CRITERIA (B). RIGOROUS, VALID, AND RELIABLE EDUCATOR
EVALUATION SYSTEMS

Absolute Priority 2.1: A plan describing how it will develop and implement its proposed LEA-
wide educator evaluation systems.

> Selection Criteria B.3: The extent to which each participating LEA has made substantial
progress in developing a high-quality plan for multiple teacher and principal observations.

Each REIL-TNG educator will receive an annual summative evaluation, based on their
overall effectiveness rating (REIL Score). This is discussed in depth in section B.1. Educator
observations are a key component of the evaluation process; so, cross-LEA observation
instruments have been developed to communicate the common vision of instructional
improvement. These observation tools include the following: (1) Learning Observation
Instrument (LnOI) for teachers; (2) Leading Observation Instrument (LdOI) for building-level
administrators; (3) Coaching Observation Instrument (COI) for teacher leaders serving in
instructional coaching roles; and (4) Peer Evaluator Observation Instrument (PEOI) for
personnel serving as peer evaluators. These observation tools are comprised of specific rubrics
and elements that describe core instructional and leadership practices aligned to national and
state standards (In-TASC Model Core Teaching Standards, ISLLC Standards, Teacher Leader
Model Standards). These observation tools contain multiple, distinct rating options to allow
evaluators to precisely describe and compare differences in performance. In addition, the LdOI,
COl, and PEOI all require observation of specific settings in the field (e.g., leadership team
meeting; collaborative team meeting; teacher observation and scoring; pre- and post-

conferencing; professional development setting). For example, a superintendent might observe a
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principal facilitating a leadership team meeting and collect evidence related to specific rubric
elements such as shared purpose or continuous improvement planning. In another example, a
field specialist might observe a peer evaluator conducting a post-conference with a teacher, and
collect feedback on elements related to pre- and post-conferencing and mutual trust & respect.
The status for each of the instruments is indicated in Table 11 below.

Table 11: Observation Tool Status

Tool Status

Learning Observation Instrument Development: SY 2010-11

Validation & Revision: SY 2011-12
Will undergo additional validation during SY 2012-13

Leading Observation Instrument Development: SY 2010-11
Validation & Revision: SY 2011-12

Will undergo additional validation during SY 2012-13

Coaching Observation Instrument Development: SY 2011-12

Validation & Revision: SY 2012-13

Peer Evaluator Observation Instrument Development: SY 2011-12

Validation & Revision: SY 2012-13

All teachers will be observed a minimum of two times during SY 2012-13, and five times
annually thereafter. Master Educators will be observed in school-site settings beginning in SY
2014-15 to collect a minimum of two scores per element, and they will participate in three
conference settings with their evaluator over the course of each year. All building-level
administrators will be observed in school-site settings to collect a minimum of two scores per
element, and participate in three conference settings with their evaluator over the course of each
year, beginning in SY 2012-13. Peer evaluators will be observed in school-site settings
beginning in SY 2013-14 to collect a minimum of two scores per element, and participate in
three conference settings with their evaluator over the course of each year. Key personnel will be
conducting the observations for all evaluatees. The positions and qualifications have been
identified and are included in the document, Evaluator Chart: Positions and Qualifications (see

other attachments, page 111). All observers are required to complete evaluator training, achieve
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a “meets or exceeds” on the evaluation assessments, and be approved as an evaluator by their

governing boards.

Rater Accuracy & Agreement

Several procedures have been enacted to ensure establishment and maintenance of inter-rater

agreement, defined as “the degree to which two or more evaluators give the same rating to an

identical observable situation” (CECR, February 2012). First, a two-phase series of evaluator

training (qualified and certified) will provide all personnel conducting observations with in-depth

knowledge needed to accurately observe and score evaluatees. The setting, purpose, and content

of each phase are included in Table 12.

Table 12: Phases of Evaluator Training

Qualified Evaluator Training (Phase 1)

Certified Evaluator Training (Phase 2)

Setting | 30-hours in workshop setting Minimum of 30 hours of extended training,
including job-embedded application in the field
Purpose | To ensure that all evaluators can To maintain accurate ratings out in the field;
accurately use the observation ensure evaluators understand the elements they
instruments to correctly identify the are assessing and can implement effective
effectiveness level in a controlled setting. | observation cycles.
Content | (1) Development of in-depth knowledge (1) Additional practice interpreting rubrics in

of the observation rubrics; (2) Common
rater errors to avoid; (3) Pre- and post-
conferencing strategies; (4) Use of note-
taking protocols to document classroom
observations.

order to maintain accuracy of ratings; (2) Practice
observing and recording evidence; (3) Receipt of
feedback from field specialists; (4) Generation
and monitoring of Educator Goal Plans.

Secondly, an inter-rater reliability analysis plan for teacher and principal observation data

has been established. For each year of the program, co-observations with field specialists and

evaluators will be conducted in order to have more than one rater observe a lesson. This will

provide a sample to enable an examination of the consistency of ratings from the observation

instruments across multiple evaluators. For these analyses, widely used measures of inter-rater

agreement (Cohen’s kappa, and intra-class correlations) will be used.
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Lastly, an assessment component will be implemented to monitor rater accuracy. The
Qualified Evaluator Training (QET) includes module assessments to monitor participant content
understanding and rating accuracy throughout the 30-hour training, as well as a final assessment,
which leads to conditional qualified evaluator status. In order to achieve certified evaluator
status, participants must pass the annual certified evaluator assessment. This secure assessment
includes the viewing and scoring of multiple settings in the observation cycle, including a pre-
conference, complete lesson, and a post-conference. Participants view and score two additional
video lessons representing varied content and grade levels to demonstrate proficiency across
varied educational settings. In addition to instructional delivery, an integral component of
effective teaching is the use of data to inform instruction. Evaluators must be skilled in
conferencing with teachers and providing feedback related to data analysis and planning. To
demonstrate proficiency with these skills, the assessment includes the scoring of sample artifacts
such as assessment data, student work, and lesson plans as well as the recording of related
feedback related to an area of refinement and reinforcement for the teacher. The Certified
Evaluator Assessment is proctored, and scores and related data are shared with administrators. In
order to be certified, evaluators must pass the assessment with 90% of elements to be scored
within one point of the expert panel’s scores, and 75% of elements to be exactly the same
(absolute agreement) as the expert panel’s scores. Evaluators receiving a score below proficiency
are provided with support and interventions specific to their need (see other attachments, page

114).

Absolute Priority 2.2: A plan describing how it will develop and implement its proposed LEA-
wide educator evaluation systems.

> Selection Criteria B.1: A high-quality evaluation rubric.

> Selection Criteria B.2(i): A clear rationale to support its consideration of the level of student
growth achieved in differentiating performance levels.
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> Selection Criteria B.2(ii): Evidence supporting the LEA's choice of student growth models
and demonstrating the rigor and comparability of assessments

The Evaluation Rubric: REIL-TNG will implement an LEA-wide educator evaluation system

that results in an annual performance classification that is determined by the value of the REIL
Score. This score represents a composite of the results of all individual performance measures,
which include observation results, student growth, and other factors per grant requirements. The
other factors include the following: (1) team-level and school-level value-added scores, (2)
documentation embedded into the scoring for the observation instruments (e.g., survey results);
and (3) a professional responsibilities rubric that requires an educator proficiency level in order
to receive an effective or higher performance classification. Cut points are established along a
100-500 point scale to determine the scores necessary to achieve each of the four final
performance designations (ineffective, developing, effective, highly effective). The REIL Score
was designed with two objectives in mind: (1) to create a precise and accurate summative
measure of educator performance, and (2) to create a measure that allows for fair comparisons of
the performance of all educators. There are three primary steps used to determine the REIL
Score, which follows best practices found in education and other fields (Nardo, Saltelli, and
Tarantola, 2008). Step 1: Convert all performance measures to a common 1-5 point scale. This
conversion process is designed to ensure the scores from all individual performance measures
used to construct the REIL Score are scaled to have equivalent levels of rigor, as individual
measures and weighting schemes used to determine the scores vary based on grade-level and
subject-area (this ensures that educators are not unfairly penalized or rewarded based on the
measures used to construct their REIL Score). The results of all student growth and observational
measures are translated to a common 1-5 point scale. A score conversion chart for teachers,

included in the other attachments section, page 107, shows how the “raw scores” of the
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individual measures convert to the common score. Additionally, data from the first two years of
the REIL initiative (TIF 3) were analyzed to ensure that the score conversion chart criteria
yielded very similar distributions for each performance measure. The criteria were established
so the means and standard deviations of the common scores of each individual performance
measure were nearly identical. This ensures that scores from different measures require teachers
to demonstrate the same levels of relative performance. For example, a value-added score of 3
will be just as challenging for a teacher to achieve as a classroom observation score of 3. Step 2:
Assign weights to the performance measures and sum to find the total REIL Score. After the
individual measures are converted to a common scale, they are multiplied by their respective
weights and added together to create the final REIL Score. The weighting schemes for teachers,
administrators, master educators, and peer-evaluators are presented in Table 13. REIL Scores
fall between 100 and 500 (calibrated to have a mean of 300 and a standard deviation of 75).

Table 13: Weighting of Individual Performance Measures within the REIL Score

Classroom- Team-Level  School-Level
Level Growth Growth Growth Observation*
Teachers 40% 5% 5% 50%
Master Educators 40% 5% 5% 50%
Peer Evaluators 40% 5% 5% 50%

District-Level

Individual- Level Growth Growth Observation

Building-Level Administrators 45% 5% 50%

*Note: Each observation instrument has a professional responsibilities component that serves as an
additional factor in determining the REIL Score. Alogic model is applied so that an effective or highly
effective performance classification cannot be attained without meeting the proficiency levels on the
professional responsibilities rubrics.

Step 3: Determine educators’ final performance classification. Arizona state law requires
educators to receive a performance classification of ineffective, developing, effective, or highly
effective. The cut points were also informed by an analysis of the distribution of educators’ REIL

scores in 2010-11 and 2011-12. This process ensures meaningful differences in educator
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effectiveness and clear discrimination between high and low performers. Figure 3 illustrates the
REIL Score Ranges for final evaluation designations.

Figure 3: REIL Score Ranges of Educator’s Final Evaluation Designations

Ineffective Developing Effective Highly Effective

100 125 150 175 200 225 250 275 300 325 350 375 400 425 450 475 500

Selection Criteria B.2(i) and B.2(ii): Student Growth Model. REIL-TNG partners will use a

covariate adjustment value-added model (VAM) to measure an educator’s contribution to
student growth (Braun et.al, 2010; Glazerman et.al, 2010; Hanushek, Kain, and Rivkin, 2009;
and McCaffrey et. al, 2004). This will account for 50% of the REIL Score. By adjusting
preexisting differences in achievement levels and student backgrounds, VAMs produce estimates
of teacher and school effectiveness as if all educators in the sample population teach the same
group of students, thereby facilitating a valid and fair comparison across teachers and schools
(Meyer, 2009). The covariate adjustment VAM, which is commonly used to estimate teacher
and school effects within applied evaluation systems (e.g., Dallas Value-Added Assessment
System (DVAAS), Washington D.C, New York City, Florida Department of Education, etc.),
adds explanatory power to growth models by using statistical techniques to account for the
influence of other non-educational factors, such as socioeconomic status or peer composition, on
student achievement. Without controlling for the impact from these factors, the estimates from
the growth models can describe the amount of achievement growth, but not explain what factors
are responsible for the growth (Braun, Chandowski, Koenig, 2010). An educator’s overall
performance rating is determined by both the magnitude and the precision of his/her value-added
estimates. Confidence intervals have been incorporated to account for the general imprecision of

student growth measures. The results of analyses conducted in SY 2010-11 and 2011-12 show

32

PR/Award # S374A120089

Pag%ZeSO



that teachers’ results on the LnOI are predictive of their value-added estimates in both reading
and mathematics courses (correlations = 0.24 in math and 0.18 in reading), lending additional
credibility to the model. To further support consistent rigor and comparability across grade
levels, subject areas, and schools, REIL-TNG will administer cross-district assessments as part
of the student assessment program. For the assessments already developed in state non-tested
content areas, rigor was addressed by ensuring items were written so they: 1) aligned with grade
and content standards; and 2) tested a representative range of content within the standards (i.e.,

categorical concurrence, depth of knowledge, and range).

Absolute Priority 2.3: A plan describing how the evaluation systems will generate an overall
evaluation rating that is based, in significant part, on student growth

> Selection Criteria B.5(i): Bases the overall evaluation rating for teachers, in significant part,
on student growth.

> Selection Criteria B.6(i): Bases the overall evaluation rating on, in significant part, student
growth.

As discussed in section 2.2 above, the overall rating for educators will be based 50% on
student growth, which is the maximum attribution that is allowed per state statute. In addition,
individual-level value-added scores account for the majority of that amount: 40% for teachers
with regular instructional responsibilities, and 45% for administrators (derived from classroom
level scores of assigned teachers). Refer to Table 13 for the breakdown in percentages. The REIL
Score is derived by converting the results of all individual performance measures to a common
scale. Cut points have been established to ensure the four performance designations represent
meaningful differences in educator effectiveness and clearly discriminate between high and low
performers. In addition, the system ensures that growth measures do not affect the overall rating
in only the most extreme circumstances. For example, the system does not allow poor

performance on assessments to be ameliorated by high performance on observations.
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Absolute Priority 2.4: A plan describing the applicant's timeline for implementing its proposed
LEA-wide educator evaluation systems.

The timeline for implementing the LEA-wide educator evaluation system (shown in Table

14) begins during Year 1 (SY 2012-13) in all of the high-need schools identified per

Requirement 3(a). During SY 2012-13, all TIF4 partner LEAs will conduct two observation

cycles for each teacher and three conferencing cycles (with site visit observations) for building-

level administrators and instructional coaches. In addition, a differentiated REIL Score will be

calculated based on whether or not a teacher is a Group A (assessment results available at the

individual classroom level) or Group B (assessment results not available at the individual

classroom level) teacher. By Year 3 (SY 2014-15), the REIL Score will be fully implemented for

all teachers, including the calculation of individual-, team-, and school-level value-added results.

Table 14: Timeline for Implementation of LEA-Wide Educator Evaluation System

Observations Student Growth Other Factors REIL Score
2012- | Minimum Assessments administered | Team-level and school-level | Generation of REIL
13 of two for tested areas value-added for all teachers | Score for all teachers
observation including VAM score
cycles for | Validation of assessments | Refinements to professional | for:
all teachers | in a subgroup of non- responsibilities rubric Group A: individual,
tested areas team, school
Group B: team, school
2013- | Minimum Assessments administered | Team-level and school-level | Generation of REIL
14 of five for tested areas and a sub- | value-added for all teachers | Score for all teachers
observation | group of non-tested areas including VAM score
cycles for Professional Responsibilities | for:
all teachers | Validation of assessments | rubric: logic model applied Group A individual,
in a sub-group of non- to performance team, school**
tested areas classification™ Group B: team, school
2014- | Minimum Assessments administered [ Team-level and school-level | Generation of full
15 of five for tested and non-tested value-added for all teachers [ REIL Score for all
observation [ areas Professional Responsibilities || teachers
cycles for rubric applied
all teachers
2015- | Five Assessments administered | Team-level and school-level | Generation of full REIL
16 observation | for tested and non-tested value-added for all teachers | Score for all teachers
cycles for | areas
all teachers Professional Responsibilities
rubric applied
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2016- | Five Assessments administered | Team-level and school-level | Generation of full REIL
17 observation | for tested and non-tested value-added for all teachers | Score for all teachers
cycles for | areas
teachers (3 Professional Responsibilities
for highly rubric applied
effective)
*Must be proficient in all **including a sub-
areas on rubric to receive an | group of teachers that
effective performance were previously
classification classified as group B

> Selection Criteria B.4: The extent to which the participating LEA has experience measuring
student growth at the classroom level, and has already implemented components of the proposed
educator evaluation systems.

The lead applicant for the TIF4 grant (MCESA) has prior experience implementing an
educator evaluation system, including both observation and student growth components. In 2010,
to ensure that student academic progress was a significant component in the teacher and principal
evaluation process, the state of Arizona passed legislation calling for quantitative data on student
academic progress to account for between 33%-50% of evaluation outcomes for teachers and
principals. In 2011, Arizona’s Framework for Measuring Educator Effectiveness was put into
place to meet the statutory requirements for Arizona Revised Statute 15-203. MCESA, in
partnership with an alliance of Maricopa County school districts, has been working over the past
two years to establish and implement the means to generate an overall educator evaluation score,
based significantly on student growth. The proposed educator evaluation system for REIL-TNG
has already been implemented in six Maricopa County school districts that are participating in
the Rewarding Excellence in Instruction and Leadership (REIL) program through a Teacher
Incentive Fund grant (cohort 3). These accomplishments will allow the TIF4 partner LEAs to
benefit from the work already achieved with the implementation of REIL. This prior experience
has been highlighted in selection criteria B.1. (i.e., conversion chart; cut scores; distributions;

selection of covariate adjustment student growth model; establishment that the results of
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observation scores from the LnOlI are predictive of their value-added estimates in both reading
and math [correlations = 0.24 in math and 0.18 in reading]; and capacity to produce individual
and school-level value-added estimates from two assessment systems.

In order to measure student growth at the classroom level, valid and reliable assessments are
necessary. Where those assessments are not available commercially, MCESA has developed
pertinent experience over the past two years in this area in developing valid and reliable
assessments. With respect to non-tested areas, MCESA has developed assessments for eleven
different subjects and grades in the non-state, non-district-tested areas of art, music, and
physical education. Field tests of three forms of each assessment were administered with over
12,000 Maricopa County students in 437 classrooms in the spring of 2012 with three-parameter
results of .85 to .94 reliability results. This process involved the development of instructional
priorities, assessment blueprints, item specifications, multiple-choice item writing; a rigorous
item editing process for both content and form, and reviews for bias by a community
committee. Pre-assessments are under development for each of these grades/subjects to be used
as predictors for value-added measures of academic growth. Pre-assessments will be comprised
of 40% prior learning from previous grades to establish assessment validity and 60% from the
current year standards to further support reliability. The full five-year assessment development

plan can be viewed in the other attachments section, page 136.

> Selection Criteria B.5(ii): Evaluating teacher practice.

The portion of the evaluation process that evaluates the practice of teachers is realized
through the scoring of teachers using the LnOI, which contains six rubrics with aligned elements.
A guiding principle established during the original development of the LnOI was that elements
included in the various rubrics would need to be those that could be observed and measured for
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all teachers across all teaching assignments including grade levels, content areas, special areas,
and special student populations. During pilot testing in SY 2011-12, the instrument was
implemented in six different school districts in Maricopa County. This allowed for the collection
of feedback regarding the application of the instrument across teaching assignments. As part of
the SY 2011-12 feedback collection and revision process, rubric-specific and cross-rubric teams
were formed that included representation from general education, special area, special education,
and content-specific classroom teachers. In addition, a separate focus group was convened
specifically to address targeted special education areas (e.g., autism; severe and profound
disabilities). The LnOI was revised based on feedback from these teams.

With respect to evaluating the practice of special education teachers, the Learning
Observation Instrument rubrics and elements address the classroom practice of all teachers.
Regardless of student population, teachers must make content accessible for students, use
formative assessment, employ instructional strategies, engage students, and establish a learning
environment. However, specific elements need additional clarification on how to apply the
descriptor language in special education settings. Therefore, a parallel version with notes for
administrators and teachers will assist with the scoring of these elements for teachers of students
with mild and moderate disabilities (MID / MOID), as well as severe and profound disabilities
(SPD). A special education version of the LnOI will be issued in August 2012. The LnOI was
also crafted to include elements and descriptors that would apply across classrooms including
English language learners. ELL teachers will be assessed on their ability to make content
accessible to learners, provide effective representations and explanations of content, ensure
lesson objectives, sub-objectives, and materials are logically organized and sequenced, and that

student misconceptions related to background knowledge and vocabulary are anticipated and
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planned for via appropriate sub-objectives. Additionally, ELL teachers will be assessed on the
use of purposeful questioning strategies and activities to activate prior knowledge; ensuring
content accessibility (by accommodating or modifying problems, complexity of text, and/or
vocabulary to the correct level of difficulty); and use of real-time assessments at the correct level

of difficulty to measure individual student progress.

> Selection Criteria B.6(ii): Evaluating principal practice.

The portion of the evaluation process that evaluates the practice of building-level
administrators is realized through the scoring of principals and assistant principals using the
Leading Observation Instrument, which contains five rubrics with aligned elements, based on the

Ontario Leadership Framework, aligned to ISLLC standards. With respect to Focusing Every

Teacher, and the School Community Generally. on Student Growth, the LdOI measures an

administrator’s ability to (1) ensure that the shared vision for high student achievement is clearly
articulated and acted upon by staff members; (2) focus on continuous improvement plan (CIP)
goal-setting and action planning with staff to ensure the setting of rigorous, gap-closing goals
and the monitoring of those goals for targeted subgroups of students; and the inclusion of action
steps to guide differentiated PD aligned with student outcomes and to describe targeted student
interventions for identified subpopulations; (3) focus on alignment of fiscal resources to student
achievement goals; (4) observe and analyze instruction in order to lead effective pre- and post-
conferences (that require student academic progress documentation), identify reinforcements
and refinements for each teacher; and establish educator goals plans focused on student learning
outcomes; (5) create school-level conditions for student success; and (6) utilize effective
processes to monitor, review, and revise horizontal and vertical team goals, action plans, and the

continuous improvement plan. With respect to Establishing a Collaborative School Culture
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Focused on Continuous Improvement, the LdOI measures an administrator’s ability to (1)

collaborate with staff on goal-setting and action planning; (2) empower staff members to lead
conversations that connect short-term and long-term vision to CIP goals and activities; (3) focus
on collaborating with key staff on resource allocation; (4) ensure that staff, students, and parents
proactively identify challenges and assist in solving challenges, and making decisions to design

and adjust CIP goals. With respect to Supporting the Academic Needs of Special Student

Populations, the L.dOI supports the academic needs of special populations by (1) ensuring that
building-level administrators provide feedback to teachers related to task analysis of lesson
objectives, content accessibility, real-time assessment selection, correct level of difficulty,
analysis of instruction, student progress, and learner engagement which all have specific
implications for meeting the needs of subpopulations of students; (2) holding them accountable
for meeting and/or exceeding performance goals for student achievement in targeted subgroups;
(3) ensuring evaluators give feedback on working with the school and district leadership teams
on setting targeted goals for prioritized student subgroups (e.g., ELL, special education), writing
CIP action plans that include targeted student interventions for identified sub-populations, and

conducting pre- and post-conferences with teachers.

(O). PROFESSIONAL DEVELOPMENT SYSTEMS TO SUPPORT THE NEEDS OF
TEACHERS AND PRINCIPALS IDENTIFIED THROUGH THE EVALUATION

PROCESS

Professional Development System Criteria C.1: High-quality plan for professional
development.

A comprehensive PD plan has been developed for cross-LEA implementation as part of
REIL-TNG in order to ensure that all educators across the LEA high-need schools have the
opportunity to improve their effectiveness. This plan will implement a three-track system that is

aligned to the common vision of instructional improvement and that uses disaggregated data
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from the educator evaluation results to inform professional development needs of individual
educators and schools.

Track 1: Educator Goal Plan System of Support: Educators will participate in an individualized

educator goal plan (EGP) system of support that is aligned to the school’s year-long professional
development plan and to specific individual needs derived from teacher evaluation data. First,
building-level administrators will collaborate with their teachers to develop school- and team-
level goals and professional development action plans. The educator goal has two parts: (1) a
student achievement goal in an identified content, and (2) a measurable goal for improved
instruction as measured by LnOI element scores.

Sample Goal: By March 2012, Alex Munoz will show increased proficiency in the ability to plan and
deliver English Language Arts lessons using Rubric: Instructional Strategies Element: Monitor and Adjust

as evidenced by improved observation Instructional Strategies scores and improved English Language
Arts Informational Comprehension student achievement on 7th grade AIMS or increase in the REIL
student achievement value-added score.

To develop an EGP, each educator and his/her evaluator will annually analyze observation
instrument element scores and student learning data strengths and weaknesses. The evaluator
will identify the school/district goal and guide the educator in selecting a student achievement
goal aligned to the school/district goal. Then, they will collaborate in identifying the teacher’s
elements of weakness on the observation instrument that would best support improving the
identified achievement goal area of focus.

Action Plans: A plan of action is identified to support each educator in achieving the identified
goal. For teachers, the plan of action will include objectives for each identified LnOI element.
For each objective, the following action plan components will be identified: key steps, support
team member (e.g., administrator, instructional coach), frequency and duration of support, and

the evidence to be used to determine achievement of the objective. Support team members will
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assist educators in improving practice through job-embedded support. One objective and its

components are shown in Table 15.

Table 15: Action Plan Components

Component Example
Rubric Element Monitor and Adjust Type of Support Planning
Objectives The teacher will plan possible adjustments to comprehension lessons using

information print to prepare for extensions or sub-group interventions within the
lesson.

Description of

1. Attend Learning Series: Year 1 workshop “Moditying Instruction”

Support 2. Analyze data with coach to anticipate students who may have misconceptions that
will require adjustments to first time teaching.
3. Plan checks for understanding to monitor learning during lesson.
4. Plan lesson 1:1 with coach.
5. Plan lessons with PLC.
Support Team Instructional Coach Frequency Bi-Weekly Duration | 3 times
Member
Evidence 1. Lesson plans with possible adjustments specific to a sub-objective or learning

experience are listed.

2. Possible adjustments are labeled as content, pedagogy, or critical thinking.

3. Students who may require extension or intervention in the lesson based on prior
assessment are listed.

For principals and assistant principals, the EGP action plan will include objectives focused

on planning, implementation, and progress monitoring for each identified LdOI element in the

goal. Support team members for principals can include the principal’s supervisor, assigned

district staff, or other designated personnel. Principals will serve as the support team member for

assistant principals. Using tools in the RDSS, the support team member will: (1) analyze the

EGPs for all assigned educators using tools in the RDSS to group educators with similar needs to

economize time while ensuring individual growth needs are met; (2) provide feedback to

educators; (3) monitor objectives in an individual educator’s goal plan that are/are not making

progress to make real-time adjustments to the plan of support; and (4) monitor the effectiveness

of support team members in assisting teachers to meet their EGP goals and objectives.
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Professional Development System Criteria C.2: Timely professional development.

Track 2: Educators can access just-in-time, online, video professional development aligned to
elements from the observation instruments, via the REILize Decision Support System. The video
library, which will house examples for each of the proficiency levels on the observation
instruments of classroom and leadership practices from multiple content areas, grade bands, and
leadership settings, will assist educators in accessing just-in-time information aligned with the
results of their observation feedback as well as the REIL Score. In addition to self-selection,
support team members and evaluators can suggest identified videos in the video bank to support
educator conceptual understanding of a given element. In addition, a 5-Year Professional
Development Plan will support REIL-TNG educators. Table 16 provides an overview of the
activities, by year, designed according to five phases of professional learning, designed to
increase the capacity of all educators located in high-need schools to raise student achievement.

Table 16: 5-Year Professional Development Plan

Phase | Phase | Phase | Phase | Phase

RE 11, . 1 2 3 4 5
Professional

]
Development 2D

2 % 8 ® g 2] = =

Plall L] B T‘) %) > g o = & Q
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Iearning Series: Year 1 for teachers and leaders.

Coaching Series: Year 1 for current instructional coaches \ \ \
Ieading Series: Year 1 for principals, assistant principals, and N N
principal evaluators, including Qualified Evaluator Training
(QET) for LOL

Evaluating Series: QET and CET for LdOI

Career Pathway Academy for identified spotlight in-demand
teachers.

< | <]
< | <]
< | <]
<]
<]

Iearning Series Year 1 1°-year teacher induction program.

Coaching Series: Year 1 induction program for new hire N N N
instructional coaches.
Leading Series: Year 1 as 1%-year induction program for new N N N

Principals and Assistant Principals.
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Learning Series: Year 2 for teachers and leaders.

Coaching Series: Year 2 for instructional coaches.

Leading Series: Year 2 for principals, APs, and evaluators of
principals.

Evaluating Series: QET for induction of principal evaluators
and CET for LdOI for continuing principal evaluators.
Human Resource Series: Evaluation Data Use and Value-
Added Measurements in REIL scores for teachers and leaders.
Career Pathway Academy for spotlight in-demand teachers. \ \ \

Learning Series: Year 1 & 2 as 1" & 2nd -year induction 5 !l 5

program for new teachers.

Coaching Series: Year | & 2 induction program for new hire
master educator; instructional coaches

Leading Series: Year 1 & 2 as 1"-year induction program for
new principals and assistant principals.

Learning Series: Year 3 for teachers and leaders.

Coaching Series: Year 3 for master educators; instructional
coaches.

Leading Series: Year 3 for principals, assistant principals, and
evaluators of principals.

Evaluating Series: QET for induction of 1* year principal
evaluators and CET for LdOI for continuing principal
evaluators.

Human Resource Series: Evaluation Data Use for teachers and
leaders.

Career Pathway Academy for identified spotlight in-demand N
teachers.
LOI Certified Evaluator Training for peer evaluators. N
Support by master educators & peer evaluators based on
evaluation results, EGPs, and achievement results.

<] < |2 |2 ]
< |2 |2 ]
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Learning Series: Years 1-3 induction program for teachers in
their 1 -3" years in the district.

Coaching Series: Years 1-3 for 1* - 3" year induction N N N
program for master educator; instructional coaches.
Leading Series: Years 1-3 as 1°- 3" year induction program N N N
for new principals and assistant principals, including LOI
QET and CET.

Evaluator Series: LdOI QET for new principal evaluators and N N N
LdOI CET for principal evaluators.
Differentiated, job-embedded PD and feedback provided N N N
based on educator evaluation data facilitated by central office
staff, principals, master educators, and peer evaluators.
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Professional Development System Criteria C.3: School-based, job-embedded opportunities for
educators to transfer new knowledge into instructional and leadership practices.

Implementation of the EGP system described previously in section C.1 will be supported by
providing training to principal evaluators and principals on LdOI elements. At the school level,
differentiated PD groups will be formed to provide training and coaching for objectives
supporting the school’s year-long professional development plan and EGPs. These flexible
groups, comprised of teachers with common needs, will receive support via coaching cycles
which last for three to eight weeks depending on how quickly teachers within the coaching group
advance from skill acquisition to effective implementation. The Career Pathway Academy will
support the development of teacher leaders and provide an opportunity for even the most
masterful teachers to enjoy continued growth. The program targets high potential teachers to
develop deeper understanding of content, rubric elements, collaborative learning team strategies,
data use, and coaching strategies to prepare for possible service in a master educator role. PD is
also provided via peer evaluator support in the observation process. Peer evaluators provide
content-specific feedback, addressing just-in-time support needed to transfer new learning to

application to make progress on school, team, and EGPs.

Professional Development System Criteria C.4: High-quality plan for professional
development that is likely to improve instructional and leadership practices.

REIL-TNG provides a systemic approach to developing the capacity of educators on
domains of knowledge and skills embedded in the four educator series extending from teacher
induction programs to principal coaching opportunities. Table 17 illustrates how observation
elements will be systematically embedded in professional development training for teachers and
administrators with increasing depth and complexity along the extended career pathway for both

teachers and leaders (see Table 17).
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Table 17: Systemic Progression of Career Pathway Roles and Domains in Rubrics

Coaching Series

Learning Series Leading Series
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If an educator remains in the Alliance district and is promoted from one career pathway role
to the next, then it would be likely that the individual will possess the knowledge and skills
necessary to be highly effective in the new role. Current educators or new-hires from outside the
district would require an analysis of gaps in preparedness for the position or for next steps for
growth. EGPs can be used to mitigate both deficiencies in preparedness for current roles and
career pathway preparation for future leadership roles.

Track 3: Learning, Coaching, Leading, and Evaluating Series. Educators will participate in one
of four series of professional development (teacher, instructional coach, principal, or principal
evaluator) to build teacher and leader effectiveness. A 3-year professional development training
series has been developed for each group of educators to establish a solid foundation for all
educators across the district (see other attachments, page 140). Educators will receive initial
training on the observation elements to develop understanding of effective levels of performance.
Within this foundational training, educators can reflect on the rubric indicators to understand
their level of proficiency on each element and envision the next level of proficiency to improve
instruction (Glickman, 2002). Support team members can then offer specific feedback and
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coaching that are expected to lead to improved student achievement. New educators in
subsequent years will receive the same training through an induction program to ensure that all
educators in the system acquire the same foundation. Each series will contain 7-12 workshops
varying in length from two hours to three days. A Year 1 professional development plan for each
series, a list of workshops for sample pages from a presenter script, and a participant workbook
for Learning Series Year 1 are included in the other attachments, page 144. Every workshop for
each year in the Learning, Leading and Coaching Series will include an information video,
facilitator script, resource handouts, participant workbook, and presentation slides produced to be
cohesively aligned to other workshops in all series. Each of the series will include face-to face

workshops followed up by support from EGP support team members and evaluators.

REQUIREMENT 2: INVOLVEMENT AND SUPPORT OF TEACHERS AND
PRINCIPALS

SELECTION CRITERIA (D). INVOLVEMENT OF EDUCATORS

REQUIREMENT 2(A): Evidence that educators in each participating LEA have been involved,
and will continue to be involved, in the development and implementation of the PBCS and
evaluation systems described in the application

> Selection Criteria D.1: 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.

Pre-Grant Submission Involvement: Prior to submission of the grant application, teachers

(Pre-K-12, generalists, content-specific, special area, special education, ELL) and leaders
(district- and building- level instructional coaches and administrators; governing board members)
were involved in the following ways: (1) development and revision of REIL Score components;
(2) provision of input and feedback via focus group interviews (March-June 2012); (3)
development of student assessments for non-tested areas (December 2011-June 2012); (4)

participation during SY 2011-12 on district-level and cross-district committees; (5) participation
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in the annual governing board symposium (August 26-27, 2011); multi-stakeholder information
workshops/feedback sessions (November 29, 2011; January 23, 2011; April 24, 2012; June 6,
2012; July 9, 2012); and (6) LEA-specific site visits to gather input on TIF4 program elements,
answer questions, and provide support for communication with stakeholders (11 sessions).

Additional Information: On November 29, 2011, MCESA invited districts and charter schools

to learn more about implementing an educator evaluation system. Two of our REIL-TNG
partners (MESD and WESD) were eager to begin implementing immediately. January through
April 2012, MCESA began professional development training for MESD and WESD
administrators and instructional coaches. Over 30 educators received Qualified Evaluator
Training (QET) to support the LnOI. On January 23, 2012 an expanded group of districts and
charter schools met to discuss a Memorandum of Understanding (MOU) and a detailed list of
expectations, support, and services. Again, MCESA leaders reached out to each district and
charter school to address teacher education groups, district evaluation committees, governing
board sessions, and administrative team meetings. By March 1, 2012 MCESA had firm
commitments from four more LEAs (BESD, PESD, RESD, and MCRSD). From March- June
2012, MCESA included professional development training for BESD, PESD, and RESD
administrators and instructional coaches. Over 125 educators received Qualified Evaluator
Training (QET).

Development of the Observation Tools: The Learning, Leading, Coaching, and Peer Evaluator

Observation Instruments were developed and revised in collaboration with LEA educators over
the past two years. The LnOI underwent 15 revision cycles during its inception in SY 2010-11.
LEAs in six school districts actually implemented the LnOI during SY2011-12. A

comprehensive validation and feedback collection/revision process ensued during SY 2011-12.
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To support this process and to prepare for SY 2012-13 implementation of the LnOl, several
REIL-TNG LEAs worked to engage their teachers in teacher evaluation meetings during SY
2011-12 (MESD: 3 meetings; PESD: 16 meetings; ADJC: 3 meetings; WESD: 9 meetings).

Development of Assessments and Student Growth Metrics: Cross-LEA educators were also

involved in finalizing a student assessment plan, developing assessments (188 teachers
participated in the assessment development process for non-tested areas, and 437 classrooms
participated in the field test), and selecting a value-added model to inform the student growth
portion of the REIL Score. A cross-LEA data management team as well as a cross-LEA
assessment council assisted in providing input and feedback on assessment development, design
of the REIL Score, and development of a value-added model.

In addition, multiple LEA-level transition teams (over 30 sessions were held from
November 2011- May 2012) provided feedback and input during the development phase of the
overall assessment plan. One series of activities that occurred in the transition team meetings was
a standards-setting exercise where participants had to think about and define “effective,” which
was an important consideration in the calibration of an overall effectiveness rating for teachers.

TIF4 Application Development and Design: Additional stakeholder engagement occurred

during the TIF4 grant application development and design process. Interested LEAs attended a
MCESA-hosted information session on April 24, 2012, and then scheduled follow-up meetings
to discuss program elements and priorities. In April and May of 2012, MCESA staff met with
individual LEA leadership teams and attended stakeholder meetings and governing board
sessions (5/21/12; 6/5/12; and 6/21/12). A survey was also administered to teachers and building-
level administrators in May 2012 to help inform program elements. On June 9, 2012, LEA teams

convened for a TIF4 feedback session on program elements including goals, objectives
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performance measures, embedding of PBC within the salary schedule, HCMS strategies, and
communication plans. Between April and July 2012, all governing boards approved MOUs
committing to implementation of REIL-TNG. LEAs also completed individual communication
plans to ensure ongoing stakeholder engagement and communication over the duration of the
grant. These communication plans (which include communication tactics, tools, and processes;
target audiences; project leads; and timeframes/dates) are discussed in more detail under
Selection Criteria A.2(iv).

Future Involvement: REIL-TNG requires cross-LEA collaboration and support amongst

multiple stakeholders. Therefore, future stakeholder engagement and communication has been
strategically planned for through implementation of a dynamic communication structure
illustrated in Figure 4 and defined in Table 18. Field specialists will serve as the main
communication conduit between REIL’s Management Team and TIF4 partner LEAs.
Individually developed LEA-specific communication plans [discussed in A.2(iv)] will also
facilitate and ensure stakeholder engagement and communication.

Figure 4: Communication Structure
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Table 18: Communication and Stakeholder Groups

Group Who They Are What They Do
(1) REIL-TNG Principal Investigators; Program Manage all aspects of the program, and
Program Director; Field Specialists; Project | oversee the implementation of the
Mgt. Team Leads and supporting staff Management Plan.
(2) REIL Representation from Management | Share views, ideas, challenges, and opinions in
Advisory Team; Superintendents & Leads order to facilitate consistent implementation of
Council from REIL and REIL-TNG; the Rewarding Excellence in Instruction and

Alliance Members Leadership programs.

(3) REIL-TNG District-level personnel Stakeholder groups that advise and inform on

Cross-District
Teams

representing HCMS/PBCS, PBE,
data management & assessment;
finance stakeholders

all aspects of the REIL-TNG program.

(4) District Superintendent’s cabinet and Ensure compliance with the established MOU;

Leadership & REIL-TNG Field Specialist work to align district initiatives with REIL-

Communication TNG program goals; review agendas and

Teams outcomes from cross-district teams and
transition teams; lead year-to-year planning
and implementation efforts.

(5) Field On-site Program Coordinator Serve as the main communication conduit

Specialists assigned to each REIL-TNG LEA between REIL-TNG management team and
district teams; Co-observe and evaluate Peer-
Evaluators and Principals; conduct
professional development;

(6) District- District-Level Data Management Provide feedback from LEAS to the Field

Level Transition
Teams

Stakeholders, District-Level
Professional Development
Stakeholders, and District-Level
Teacher & Principal Evaluation
Stakeholders

Specialists and Cross-LEA Teams, as well as
provide an important communication conduit
between district-level team and schools.

Requirement 2(b): Inclusion of a description of the extent to which the applicant has educator
support for the proposed PBCS and educator evaluation systems.

> Selection Criteria D.2: 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

Support for Proposed PBCS and Educator Evaluation System: Evidence of educator support

includes: (1) A MOU signed by each LEA committing to implementation of REIL-TNG,

including the commitment to implement a HCMS with educator evaluation at the center that is

aligned to a revised educator salary structure; (2) letters of support (see required attachment,

page 67) from representative policy makers and professional organizations; (3) prior support
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from six of the seven TIF4 partner districts as evidenced by signed intergovernmental
agreements to implement REIL II; (4) collection of feedback from TIF4 partner LEA
trainings/workshops; (5) teacher/administrator survey results related to components of a
performance-based compensation system and an educator evaluation system, and (6) completion
of LEA-level communication plans to guide program implementation over the course of the
grant (see Selection Criteria A.2(iv) for a discussion of the communication plans). Additional
information related to these evidence sources is included below.

TIF4 MOU: Support is indicated via the signed MOUs that have been submitted with the grant
application. (see required attachments, page 24)

Letters of Support: A review of the submitted letters of support will highlight the state- and

local-level support for implementation of REIL-TNG. Governor Brewer’s letter describes
alignment of REIL-TNG to the state’s education plan, and she notes the high level of stakeholder
engagement and support for implementation of the grant. Letters from the Chairs of the Senate
and House of Representatives Education Committees (Rich Crandall / Doris Goodale) speak to
the alignment of the grant’s goals to recently passed legislation (HB2823). Arizona’s
Superintendent of Public Instruction, John Huppenthal, speaks to the collaboration between
MCESA, Maricopa County school districts, and the Arizona Department of Education on the
development of a data management system, which will be critical to the implementation of an
HCMS. Professional organization support from the Arizona School Administrators Association,
Arizona Association of School Business Officials, Arizona Business and Education Coalition,
and the Arizona School Boards Association illustrate the inclusion of this group of stakeholders
in the REIL Advisory Council and recognize the REIL alliance as a critical strategy to impact

and support Arizona’s educational program.
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Prior Support From TIF4 LEAs: During SY 2011-12, six of our seven TIF4 LEA partners

made a commitment to implement REIL II (which was modeled after the TIF grant program,
REIL) as evidenced by an intergovernmental agreement (IGA) with MCESA during SY 2011-12.
This IGA articulated the agreement to implement the Learning and Leading Observation
Instruments, to provide feedback on the revisions to the instruments, to schedule and attend
qualified and certified evaluator training for teachers, school leaders, and principal evaluators, to
assign one instructional coach per school site, and to designate/hire a director-level field
specialist to serve as an on-site program coordinator. Prior to signing the IGA, LEA leaders
worked with educators in their systems to share information and gather feedback in order to
develop consensus for implementation of REIL II.

Collection of Feedback: Between January and July of 2012, feedback was collected from TIF4

partner LEA trainings/workshops from participating teachers and administrators. Written
feedback submitted by teachers and administrators indicated that the Learning Observation
Instrument was a good tool to support teacher growth and show improvement on skills, pinpoint
strengths and weaknesses, effectively evaluate teachers, provide better feedback, support student
learning by increasing engagement, and focus on student learning. In addition, written feedback
included that the tool was thorough and straightforward.

Teacher and Administrator Survey Data: To continue efforts to collect feedback and monitor

stakeholder buy-in, surveys for potential TIF4 teachers and administrators were administered in
May 2012. Survey results confirmed that the level of educator support across the TIF4 LEAs for
the proposed PBCS and educator evaluation elements is high. In addition to the survey results
reported in section 5.C., educators reported that evaluation data and performance classifications

should factor into performance-based compensation, and that competitive salaries are important
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for attracting and retaining effective educators in the profession. Furthermore, there was strong
support for inclusion of specific elements as part of an educator evaluation system, including
educator goal plans; educator recruitment, placement, retention, and dismissal; pre- and post-
conferencing; and value-added modeling. Educators also indicated support for the rubric
elements that are in the observation instruments.

LEA Communication Plans: TIF4 LEA leadership teams worked together to identify

communication and engagement tactics, tools, and processes; target audiences; project leads; and
timeframes/dates. Additional details on the communication plans can be seen in the discussion of

Selection Criteria A.2(iv).

Requirement 2(c): A statement indicating whether a union is the exclusive representative of
either teachers or principals in each participating LEA.

Exclusive representation applies solely to the teachers in the Roosevelt Elementary School
District, which recognizes the teacher organization (Roosevelt Education Association) as “the

duly elected representative for all non-administrative employees under contract.”

(E). PROJECT MANAGEMENT

Project Management Criteria E.1: The extent to which the management plan clearly identifies
the roles and responsibilities of key personnel.

Key personnel will include co-principal investigators and a program director in order to
provide guidance and support for implementation of REIL-TNG. Dr. Lori Renfro, MCESA’s
Assistant Superintendent for Performance-Based Management Systems, who will serve in an
advisory role as co-principal investigator for REIL-TNG, is currently the program director for
the federally funded Rewarding Excellence in Instruction and Leadership program. Dr. Renfro’s
experience in leading this $51 million Teacher Incentive Fund grant will be of great value to the

team charged with the implementation of REIL-TNG.
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Co-principal investigator, Ms. Kristine Morris, Chief Deputy Superintendent for MCESA,
will provide the agency leadership necessary for cross-LEA implementation of REIL-TNG. Ms.
Morris, who oversees the direction and management of administration and operations for
MCESA, has championed programming for our most at-risk youth including those serviced
through the juvenile detention system. This effort will contribute to implementation of REIL-
TNG, which includes two special population LEAs. Ms. Morris, will take responsibility for the
technical success of the project, serve as a liaison between the Maricopa County departments and
the MCESA service areas, and provide support and direction related to the implementation of the
REIL-TNG management plan.

The Program Director (1.0 FTE) for REIL-TNG will be responsible for coordinating all
activities under each of the program objectives, ensuring efficient coordination and
communication across program partners. The program director will oversee the day-to-day
operations of the program, supervise the program staff, ensure successful completion of annual
grant requirements, and work collaboratively with the REIL Advisory Council, TIF4 LEA
administration, and project partners. Resumes are included in the required attachments, pagel2,

and job descriptions for key personnel have been included in other attachments, page 3.

Project Management Criteria E.2: The extent to which the management plan allocates
sufficient human resources to complete project tasks.

The scope of this project, which involves a collaborative effort to implement a
groundbreaking HCMS across multiple LEAs, will require that substantial human resources be
allocated in order to ensure successful completion of program goals and objectives. In addition to
the expertise and time commitment of the co-principal investigators and program director, REIL-
TNG will also hire for the following key positions to manage and assist with program

implementation: (1) Field Specialists, seven of whom will serve as the in-district program
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coordinators, and two who will serve in a cross-LEA capacity as professional developers, peer
evaluators, and principal coaches; (2) HCMS Administrator (1.0 FTE), who will serve as the
project lead for implementation of the cross-LEA HCMS; (3) Performance-Based Evaluation
System Administrator (1.0 FTE), who will serve as the project lead for implementation of the
LEA-wide educator evaluation system; (4) Financial / Business Systems Specialist (1.0 FTE),
who will assist in the financial modeling and support for the development and implementation of
the educator salary structure based on effectiveness; (§) Assessment Coordinator (1.0 FTE),
who will coordinate the assessment development activities to ensure all teachers with regular
instructional responsibilities will have classroom-level assessments; (6) Communications
Coordinator (1.0 FTE), who will oversee implementation of the cross-LEA communication
plan, and provide support for implementation of LEA-specific communication plans; (7)
Professional Development Coordinator (1.0 FTE) who will support teacher and leader
professional learning, coach video cadre members, and lead development of the Texts for
Teachers and Leaders program; and (8) Data Management System Administrator (1.0 FTE),
who will lead the effort to develop the HCMS REILize Decision Support System components.
Additional support staff has been identified in the budget narrative as well as in the Proposed

Staffing Structure that is included in the other attachments, page 1.

Project Management Criteria E.3: The extent to which the management plan includes
measurable project objectives and performance measures.

In order to successfully launch, monitor and adjust, and report on program progress, clear
and concise project goals, specific and realistic objectives and performance measures have been

identified in Table 19.
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Table 19: REIL-TNG Goals, Objectives, and Performance Measures

GOAL 1: Ensure students graduate college and career ready by increasing student achievement

and growth in state-tested content areas.

Objectives

Performance Measures

1.1: By September 30, 2017,
there will be a 10-point
increase in the percentage of
students meeting or
exceeding the state standards
In reading, math, and
science.

(1) By September 30, 2017, 55% of REIL-TNG students will score in the
meets or exceeds category on the math portion of the state-
administered AIMS assessment.

(2) By September 30, 2017, 48% of REIL-TNG students will score in the
meets or exceeds category on the science portion of the state-
administered AIMS assessment.

(3) By September 30, 2017, 72% of REIL-TNG students will score in the
meets or exceeds category on the reading portion of the state-
administered AIMS assessment.

GOAL 2: Enhance careers by implementing an LEA-wide HCMS with a fiscally sustainable
PBCS for effective teachers and school leaders.

Objectives

Performance Measures

2.1: By September 30, 2017,
REIL-TNG LEAs will utilize
the REIL Score (overall
effectiveness rating) to
inform human capital
management decisions.

(1) By September 30, 2017, the % of effective & highly effective teachers
in spotlight schools will increase by 5% from the baseline (2013-14).

(2) By September 30, 2017, the % of effective & highly effective building-
level administrators will increase by 5% from the baseline (2013-14).

(3) By September 30, 2017, the turnover/retention rate of the % of
effective & highly effective teachers and building-level administrators
will decrease by 10% from the baseline (2013-14).

(4) By September 30, 2017, the number of open positions filled by the %
of effective & highly effective building-level administrators will
increase by 5% from the baseline (2013-14).

2.2: By September 30, 2017,
REIL-TNG LEAs will
incorporate performance
classifications as part of the
educator salary structure.

GOAL 3: Develop talent in

(1) By September 30, 2017, 70% of an educator’s base salary will be based
on the REIL Score.

(2) By September 30, 2015, the individual teacher performance component
of the (CSF) will account for 33% of the 40% allocation for teacher
compensation based on performance.

teaching and leading through a sustainable, comprehensive program

of performance-based evaluation and support.
Performance Measures

Objectives

3.1: By September 30, 2017,
REIL-TNG LEAs will
increase the number of
effective & highly effective
teachers and leaders as
measured by placement on
the REIL-TNG continuum.

(1) By September 30, 2017, the percentage of teachers receiving a
performance classification of effective or highly effective will increase
by 10% from the baseline (2013-14).

(2) By September 30, 2017, the percentage of building-level
administrators receiving a performance classification of effective or
highly effective will increase by 10% from the baseline (2013-14).

3.2: By September 30, 2017,
data generated from the
evaluation process will be
used to identify PD needs.

(1) By September 30, 2017, 100% of teachers and administrators with
REIL Scores will have individual educator goal plans.
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Project Management Criteria E.4: The extent to which the management plan includes an
effective project evaluation plan.

The proposed evaluation plan is designed to provide multiple measures of the
implementation of REIL-TNG, allowing for continuous monitoring and informed adjustments to
programmatic components. Both quantitative and qualitative data collection and observation
will provide rigorous analyses concerning the fidelity of implementation, perceptions and the
level of support of stakeholders — including educators, governing boards, and the public — and
the designed and unanticipated interactions between program elements. The guiding belief of
REIL-TNG is that student academic progress can be impacted by the implementation of a
rigorous evaluation system that is supported by strategic human capital decision making. More
precisely, the logic model Theory of Change (see other attachments, page 109) depicts that more
effective teaching and learning is a consequence of the systematic implementation of a common
vision of instructional improvement — which is created by a common, research-based definition
of good teaching (as defined by observation rubrics); specific, continuous instructional feedback;
fair and rigorous educator evaluation procedures that effectively identify educator contribution to
learning; and human capital decision making to support exemplary as well as inadequate
performance.

Methodological Approach: The implementation and validation of this work will be completed

with the assistance of an external evaluator in order to “insulate the staff and processes from
those who have a stake in the program’s outcome”. The logic model lends itself to a pattern-
matching non-experimental design that will allow for the development of “deep understanding of
the inputs, activities, context, outputs, and short-term/medium-term outcomes” which facilitates
causal inference. In addition, the project evaluation plan will utilize a mixed-methods approach

(use of quantitative and qualitative data) to measure the inputs, activities, context, outputs, and
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outcomes of the program, which will also facilitate communication of program results to the
differentiated needs of the evaluation audience (CECR Program Evaluation Guidebook).

Research Questions: Formative and summative research questions aligned to USDOE’s TIF4

and REIL-TNG’s logic models have been crafted: (1) to ascertain whether program inputs and
activities have been implemented with fidelity (useful in providing ongoing formative feedback
about program implementation or to make necessary mid-course corrections); (2) to identify
whether there are contextual factors that could influence implementation (context-oriented
questions); (3) and to determine program effectiveness (summative questions aligned to long-

term outcomes). Activity-specific questions, as well as overall research questions are identified

in Table 20.

Table 20: Research Questions

HCMS

1. To what extent does the use of an LEA-wide HCMS result in increased student learning? (Obj.1.1)

2. What changes are occurring in the distribution of educators on the performance continuum over time?
(Obj. 3.1)

3. To what extent have practices, policies, regulations, 301 plans, and professional agreements been
revised to align to the new HCMS? (Ob;. 2.1)

4. How has the allocation of effective educators across schools changed? (Obj. 2.1)

5. What factors are impeding or supporting: effective educators to transfer to open positions in high-
need schools; the attraction and retention of effective educators in high-need schools; and
communication efforts related to the implementation of the HCMS? (Obj. 2.1)

6. To what extent does the number of observations impact validity of the REIL Score? (Obj. 2.1)

7. To what extent does the STEP/PATH process identify the knowledge, skills, and disposition for

successful placement in a career pathway position? (Obj. 1.1)

1. To what extent does the use of a rigorous, valid, and fair evaluation system result in increased
academic progress and achievement? (Obj.1.1)

2. To what extent do educator goal plans align with evaluation results? (Ob;j. 3.2)

3. To what degree are the observation instruments valid and reliable, adequately distinguishing between
levels of performance? (Obj. 2.1)

4. To what degree is there inter-rater agreement between evaluators? (Obj. 2.1)

5. What is the correlation between the ratings on the observation instruments and student achievement?
(Obj. 2.1, 3.1)

6. To what extent do educators perceive the feedback received through the evaluation process as having
an impact on professiona<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>