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

Application for Federal Assistance SF-424

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

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

* 3. Date Received: 4. Applicant Identifier:
07/27/2012 | | |

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

State Use Only:

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

8. APPLICANT INFORMATION:

*a. Legal Name: |Hillsborough County Public Schools |

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

59-6000660 | |O4247106000OO

d. Address:

* Streett: |90l E. Kennedy Blvd |

Street2: | |

* City: |Tampa |

County/Parish: | |

* State: | FL: Florida |

Province: | |

* Country: | USA: UNITED STATES |

* Zip / Postal Code: |33602—3408 |

e. Organizational Unit:

Department Name: Division Name:

Grants & Research Operations | |Student Sves. & Fed. Programs

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

Prefix: | | *FirstName:  [Lisa |

Middle Name: | |

* Last Name: |Cobb |

Suffix: | |

Title: |Assistant Director

Organizational Affiliation:

|Hillsborough County Public Schools |

* Telephone Number: |g13-272-4880 Fax Number: [813-272-4664 |

* Email: |lisa.cobb@sdhc.kl2.fl.us |




Application for Federal Assistance SF-424

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

G: Independent School District

Type of Applicant 2: Select Applicant Type:

Type of Applicant 3: Select Applicant Type:

* Other (specify):

*10. Name of Federal Agency:

|U.S. Department of Education

11. Catalog of Federal Domestic Assistance Number:

|84.374

CFDA Title:

Teacher Incentive Fund

*12. Funding Opportunity Number:

ED-GRANTS-061412-001

* Title:

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

13. Competition Identification Number:

84-374A2012-1

Title:

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

Add Attachment

* 15. Descriptive Title of Applicant’s Project:

Performance Outcomes With Effective Rewards III (POWER III)

Attach supporting documents as specified in agency instructions.

Add Attachments




Application for Federal Assistance SF-424

16. Congressional Districts Of:

* a. Applicant b. Program/Project

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

Addl Cong Districts TIF.pdf Delete Attachment | View Attachment |

17. Proposed Project:

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

18. Estimated Funding ($):

* a. Federal | 60,000,000.00|

* b. Applicant | 0. OO|

*c. State | 0.00|

*d. Local | 0.00|

* e. Other | 0.00|

*f. Program Income | 0. OO|
|

*g. TOTAL 60,000, 000. 00|

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

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

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

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

|:| Yes |X| No

If "Yes", provide explanation and attach

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

X ** | AGREE

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

Authorized Representative:

Prefix: | | * First Name: |MaryEllen |

Middle Name: | |

* Last Name: |Elia |

Suffix: | |
* Title: |Superintendent
* Telephone Number: 5132724580 | Fax Number: 813-272-4664

*Emam|lisa.cobb@sdhc.k12.fl.us

* Signature of Authorized Representative: Lisa Cobb

* Date Signed: |o7/27/2o12




Hillsborough County Public Schools Performance Outcomes With Effective Rewards III
(POWER III)

Additional Congressional Districts for Hillsborough County Public Schools:

FL-009
FL-012

July 27, 2012 PR/Award # S374A120095
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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

|Lisa Cobb

|Superintendent

* APPLICANT ORGANIZATION

* DATE SUBMITTED

|Hillsborough County Public Schools

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 Hillsborough County Public Schools
* Street 1 Street 2
|901 E. Kennedy Blvd. | |
City |Tampa | State |FL: Florida | Zp |33602 |
Congressional District, if known: |FL-011 |
6. * Federal Department/Agency: 7. * Federal Program Name/Description:

U.S. Department of Education Teacher Incentive Fund

CFDA Number, if applicable: |84 .374

8. Federal Action Number, if known: 9. Award Amount, if known:

$ | |

10. a. Name and Address of Lobbying Registrant:

Prefix I:I " First Name [ - | Middle Name | |
asttane | [
NA

* Street 1 | | Street 2 | |

* City | | State | | Zip | |

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

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

* Street 1 | | Street 2 | |

* City | | State | | Zip | |

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

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

* Signature:

Lisa Cobb |

*Name: Prefix I:I *FirstName| | Middle Name |
MaryEllen

Elia
Title: [superintendent | Telephone No.: [s13-272-4880 |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.

GEPA TIF.pdf

| Delete Attachment | View Attachment




Hillsborough County Public Schools Performance Outcomes With Effective Rewards 111
(POWER III)

GENERAL EDUCATION PROVISIONS ACT (GEPA) REQUIREMENT

On the basis of race, color, sex, national origin, marital status, disability, age or
religion, no person shall be excluded from participation in, denied the benefits of, or
subjected to discrimination under any education program or activity, or in any
employment conditions or practices conducted by this school district, except as
provided by law.

STATUTORY AUTHORITY: Florida Statute 230.22(2):228.2001:230.23(5)

Equal Access For All:

The primary goal of Hillsborough County Public Schools (HCPS) is to ensure that each student
succeeds in his or her quest for a secure future. To that end, the school district continues to focus
on equal opportunity for all students and staff regardless of race, creed, ethnicity, socio-
economic status, gender, or any other discriminatory criteria. An Equity Committee comprised
of district and school personnel reviews all data by school and special programs submitted
annually to the court. This data includes information about the programs currently operating in
the district.

In addition, the Equity Committee reviews all recommendations about programmatic issues to
ensure that all project participants have equal access to all aspects of the program. The district
staff continuously gives special attention to those who have been traditionally underrepresented.

a) Information about programs is available in multiple languages and representatives of
the Bilingual/ESOL staff distribute program descriptions and information to ESOL
parents.

b) The district provides equal opportunity for disabled students as required by the
Individuals With Disabilities Education Act (IDEA). Whenever appropriate, special
education students are mainstreamed into regular and/or special theme classes.
Similar provisions have been made for participation of limited English proficient
students.

Specific to the Teacher Incentive Fund Program, HCPS will seek to include all proposed
participants in project activities without regards to race, creed, ethnicity, socio-economic status,
gender or any other discriminatory criteria. Materials will be designed to meet the physical and
language requirements of participants in order to remove barriers to participation. Participants
will not be discriminated against in regards to disabilities, and accessibility options will be made
available to participants with disabilities so that they may fully participate in the this project
program, pursuant to the Americans With Disabilities Act (ADA) and other pertinent Disability
Rights legislation.

July 27, 2012 PR/Award # S374A120095
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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

|Hillsborough County Public Schools

* PRINTED NAME AND TITLE OF AUTHORIZED REPRESENTATIVE

Prefix: |:| * First Name: [MaryEllen

| Middle Name: |

* Last Name: |Elia

* Title: |Superintendent

* SIGNATURE: [Lisa Cobb

| * 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:

TBD TBD

Address:

*Street1:|901 E. Kennedy Blvd.

Street2: |

County: |

|
|
* City: |Tampa |
|
|

* State: |FL: Florida

*Country:| USA: UNITED STATES |

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

Email Address:

2. Applicant Experience:

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

3. Human Subjects Research

Are any research activities involving human subjects planned at any time during the proposed project Period?
|Z Yes |:| No

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

|Z Yes Provide Exemption(s) #: 2, 4

|:| No Provide Assurance #, if available:

Please attach an explanation Narrative:

Exempt Research Narrative TIF.pdf Delete Attachment View Attachment




Hillsborough County Public Schools Performance Outcomes With Effective Rewards III
(POWER III)

Exempt Research Narrative

Research activities conducted as part of Hillsborough County Public Schools federal Teacher
Incentive Fund grant application are exempt from the regulations for the protection of human
subjects for the following reasons. Research conducted in the project will involve the use of data
obtained in a manner in which no subjects can be identified and in which no investigators
participate in the activities. Research will also involve the collection of existing data that are
publicly available and in which no subjects can be identified.

July 27,2012

PR/Award # S374A120095
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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 Final.pdf Delete Attachment|  View Attachment




Hillsborough County Public Schools Performance Outcomes With Effective Rewards III
(POWER III)

Project Abstract

This application is submitted for the General TIF Competition. Hillsborough County
Public Schools (HCPS) is the single applicant and is an eligible LEA. There are 260 schools in
HCPS. Thirty high-needs schools will be served by the proposed TIF-funded Performance-
Based Compensation System (PBCS).

Two broad goals with supporting objectives frame the project. Goal 1 is to utilize an
LEA-wide Educator Evaluation System Based, in Significant Part, on Student Growth.
Supporting objectives address the use of the evaluation system to determine effectiveness levels
of educators; to examine the effectiveness levels of teachers who stay at the project school,
including those who teach in high-need subject areas; and the number of teachers who participate
in evaluation-driven, personalized professional development. Goal 2 is to implement an LEA-
wide Human Capital Management System (HCMS) with an Educator Evaluation System at the
Center. Supporting objectives address the implementation of the HCMS; the percentage of
educators in project schools earning performance-based compensation; the percentage of highly
effective teachers recruited to and retained in project schools; the establishment of Teacher
Leaders; and the integration of the data management systems. Competitive Preference Priority
5 will be addressed through the implementation of a salary structure based on effectiveness.
Activities that will occur during the grant period align with the goals and objectives.

Hillsborough County Public Schools’ (HCPS) Performance Outcomes With Effective
Rewards ITI (POWER I1I) proposal is part of an ongoing district-wide wide commitment to
attract, support, reward, and retain the most effective teachers and administrators, especially at
targeted high needs schools. POWER III occurs during an exciting milestone in the district’s

long range plan to implement a Performance-Based Compensation System, the advent of a
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performance-based career ladder. HCPS has completely reformed its educator evaluation
systems for both teachers and principals and made serious inroads to link these systems with the
HCMS. During the 2012-2013 school year, a performance-based career ladder will be initiated.
With the career ladder, salary is determined by effectiveness ratings with sizeable salary
increases at each level. The PBCS was collaboratively developed in conjunction with the
Hillsborough Classroom Teachers Association, as well as school- and district-level stakeholders.
POWER III will institute a new leadership position on the career ladder, the Teacher Leader.
Leadership positions such as Teacher Leader are compensated beyond the salary level and are
also tied to effectiveness levels. Additional performance based incentives for highly effective
teachers and principals will be put in place just for POWER III schools; highly effective teachers
can also earn recruitment and retention bonuses.

POWER UP! will be newly introduced in these TIF schools. This is an individualized,
evaluation driven package of professional development for which teachers will be paid.
OpenlDEAS, which is a social network within a working environment, will be the platform for
the bulk of this collegial endeavor. Teachers will have the opportunity to digitally film their own
classrooms for self reflection and partnered feedback. Model lesson clips will be available for
comparison. POWER UP! Professional Action Communities (PACs) will come together for
planning and discussion. Principals will also have a paid professional development opportunity
with a Professional Learning Community experience. These PLCs will bring elementary,
middle, and high school principals together in a unique, problem solving cadre. Also within
POWER 11, the integration of data management systems will facilitate the implementation of the
HCMS decisions of recruitment; hiring; placement; retention; dismissal; professional

development; tenure; and promotion, based on demonstrated effectiveness levels.
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1) Aligned with each participating LEA’s clearly described vision of instructional
improvement

Hillsborough County, which approximates the size of Rhode Island, includes Tampa, a
large urban city, and several outlying municipalities and communities. With over 1,000,000
people, Hillsborough County is economically, ethnically and linguistically diverse, with 25% of
families speaking a language other than English. Serving the families in this region is
Hillsborough County Public Schools (HCPS). HCPS is the 8th largest school district in the
nation with over 193,000 students in 260 schools. Currently over half (58.59%) of all students
are classified as economically disadvantaged (eligible for free and reduced price meals [FRPM]),
which represents over a 1% increase in just one school year and a 22% increase in the number of
students eligible over the last decade.

The vision for instructional improvement in Hillsborough County Public Schools is a
highly effective teacher in every classroom and a highly effective principal in every school
(Absolute Priority 1.1). This vision is founded in the fundamental research-based tenet that
teacher quality has a larger impact on student achievement than any other schooling factor
(Goldhaber, 2002a; Hanushek et al., 2002). The district has been proactive in its pursuits to
support effective teachers and principals and is well ahead of the state and federal mandates to
implement reform. In The Reauthorization of the Elementary and Secondary Education Act, A
Blueprint for Reform (USDOE 2010) it is stated, “We will elevate the teaching profession to
focus on recognizing, encouraging, and rewarding excellence. We are calling on states and
districts to develop and implement systems of teacher and principal evaluation and support, and

to identify effective and highly effective teachers and principals on the basis of student growth
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and other factors.” Before this national call was even voiced, HCPS was creating systems in
anticipation of answering it.

In 2011, Florida Senate Bill 736 established a learning growth model for school districts
to measure the effectiveness of instructional personnel and administrators and required that
school districts establish a new performance salary schedule that bases annual salary increases on
performance evaluation by 2014. HCPS’ creation of a learning growth model began in 2007
within the Federal TIF 2 proposal. It evolved through research and experience and is presently
established in the district and was approved by FLDOE well before the 2014 deadline. Our
career ladder structure was collaboratively designed in 2009 and will be fully implemented in
2013-2014. As one of the state of Florida’s Race to the Top (RTTT) participating school
districts, HCPS has made progress in implementing comprehensive education reform plans and
meeting ambitious goals for student outcomes. HCPS has been steadily building infrastructure to
create a human capital management system (HCMS) that will provide the tools to create and
manage an educational workforce that can actualize our vision of instructional improvement.

HCPS’ first TIF grant, Performance Outcomes With Effective Rewards (POWER),
seeded the ground for the expansion of the HCMS to reward effective teachers based on teacher
performance and student achievement. The capacity to make human capital decisions was
enhanced by linking teacher evaluation scores to student achievement at the classroom level, and
then linking that data to the district’s compensation system. In 2009, HCPS formed a highly
collaborative reform plan, Empowering Effective Teachers (EET), to attract, support, reward and
retain the most effective teachers and principals, especially at high needs schools. This seven-
year plan provided a focused direction for all systems in the district. A new classroom

evaluation rubric was launched, aligned with the research-based Charlotte Danielson Framework
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for Teaching. Teachers are scored on twenty-two components within four key domain areas:
Planning and Preparation; Classroom Environment; Instruction; and Professional
Responsibilities. The evaluation process leads to an effectiveness score based on at least two
observations by peer evaluators (30%), at least one observation by the principal (30%), and a
value-added student achievement measure (40%). Similarly, the principal evaluation was
revamped to assess effective educational leadership. Based on the Vanderbilt Assessment for
Leadership in Education (VAL-ED), core competencies and key behaviors are defined and
measured. The outcomes of the assessment include behavior profiles, interpretable from both
norm-referenced and standards-referenced perspectives, and suggested clusters of behaviors for
improvement. HCPS’ second TIF project, Performance Outcomes With Effective Rewards 11
(POWER II), committed to providing performance rewards based upon the new evaluation
system. The demand for a more comprehensive HCMS was apparent. With support from
POWER I, the district expanded its Lawson financial system, the Lawson™ Talent
Management Software Suite, a fully integrated strategic human capital management system.
Lawson Talent Management (LTM) is made up of seven distinct, inter-related applications.
These applications include features such as competency repositories, global employee records,
and enhanced onboarding support. The software suite can also help evaluate and measure
workforce performance, manage compensation (including performance awards), and create alerts
when employees are ready for progression or at risk of leaving.

Basing every human capital decision on demonstrated educator effectiveness is a
complex task; it requires a laser-like focus on educator effectiveness. Thus, Performance

Outcomes With Effective Rewards III (POWER III), will further the groundbreaking work
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already begun in HCPS so that human capital management decisions based on educator
effectiveness are truly embedded in the district’s way of work.

(2) Likely to increase the number of effective educators in the LEA’s schools, especially in
high-need schools, as demonstrated by: (i) The range of human capital decisions for which
the applicant proposes to consider educator effectiveness — based on the educator

evaluation systems described in the application

In alignment with POWER III goals,

HCPS will actualize a formal process for utilizing

educator effectiveness ratings to inform human

capital decisions (Absolute Priority 1). Human

capital management for a district of this size

presents challenges. Participation in the Urban

Schools Human Capital Management Academy,
an initiative for human resources reform, helped shape the HCMS. Within this Academy, HCPS
interacts with nine other large urban districts and a Human Capital Partner with expertise in
Human Resources. While yet in its infancy, HCPS is developing a process to use educator
effectiveness, as determined by our evaluation systems, to support the eight key areas of human
capital decisions as depicted in the Academy model above. The model envisions “Principals as
Human Capital Managers” who utilize educator effectiveness ratings to inform a range of human
capital decisions. This integrates into current district reform where principals are viewed as
learning leaders, directly involved in supporting teacher efficacy.

Educator effectiveness ratings support a wide range of human capital decisions in HCPS

(Absolute Priority 1.2). Focusing on teacher preparation and recruitment, the district has
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begun to examine which teacher preparation programs produce the greatest percentage of
successful novice teachers to focus external recruitment and hiring. Content supervisors also
examine effectiveness ratings to determine which teachers are most qualified to host pre-service
teachers for internships. Regarding hiring and selection practices, effectiveness data are
becoming part of a targeted selection processes that dictate who to interview for vacancies and
who to ultimately hire. Teacher induction is supported through the use of full-release mentors
assigned to every novice educator for their first two year of employment to increase teacher
effectiveness and decrease recidivism rates. HR Partners are utilized to maximize staffing and
deployment of the educator workforce. These district-level positions assist principals with
identifying promising applicants and analyzing educator data to inform human capital decisions.

Evaluation ratings comprise the performance management component of the HCMS.
Educator effectiveness ratings that differentiate educator quality are used to assist principals in
determining teachers’ transfer options and movement into leadership positions. HCPS has
begun to link professional development to HR functions. School- and district-level trainings
are developed and deployed in response to areas of need identified by educator evaluations.
Course completions can also be tracked by HR Partners to inform human capital decisions.
Compensation and benefit levels are derived by a performance-based salary structure that
explicitly ties salary increases to sustained high-level performance. Career management
options are delineated by the career ladder positions, such as peer/mentor evaluator and Teacher
Leader that are made available to highly effective educators.

Performance evaluations are also used to recruit and hire leaders at each level of the
principal pipeline. Effectiveness ratings are used as part of the selection process for entry into

the training programs for aspiring school leaders. School administrators’ performance is tracked
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from the time they enter the pipeline on a set of school leader competencies that define
leadership in HCPS. Placement decisions are based on school match and the competencies
needed for leaders assigned to specific schools. Principal evaluation results are also used to
retain high performing leaders or dismiss leaders who are not performing at an acceptable level
of proficiency. Adherence to a clearly defined range of human capital decisions that are driven
by educator effectiveness will increase the number of highly effective teachers and principals in
not only POWER III schools, but all schools in the district.
2) (ii) The weight given to educator effectiveness — based on the educator evaluation
systems described in the application — when human capital decisions are made

HCPS has a strong history of using student achievement results to make data-driven
instructional decisions to improve teaching and learning. In light of recent reform initiatives,
district personnel have only just recently begun to consider using educator effectiveness ratings
to inform human capital decisions for teachers and principals. Historically, both principal and
teacher remuneration were standardized based upon negotiated salary levels that aligned with
length of service. With the advent of the district’s EET initiative in 2009, HCPS has altered the
course of compensation. A new career ladder and salary structure that explicitly ties salary
increases to sustained high-level performance and progress up the career ladder was
collaboratively designed and approved by the Hillsborough Classroom Teachers Association
(HCTA).

All HCPS teachers hired after July 1, 2010 are automatically assigned to the
performance-based salary structure, in which base salary will be determined by educators’
effectiveness ratings. This new PBCS will be initiated in 2013-2014, once three years of value-

added student learning gains are available and the pay rates corresponding to each level have
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been negotiated with HCTA (Competitive Preference Priority 5). Existing teachers may
choose to opt in to the new PBCS at multiple points, but may not then opt out. Regardless of
which salary structure a teacher is on, all teachers will be evaluated under the new system and
will earn a demonstrated effectiveness rating. It is projected that educators who opt in to the
performance-based salary system will experience large increases in salary as their evaluation
ratings improve, making it possible for newer teachers to experience substantial increases sooner
than would have been possible under the prior compensation system (Absolute Priority 1, 1.2).
The performance-based salary structure overlays a defined career ladder that ties
movement up and down the ladder to educator evaluation results (see appendix). The rungs of
the career ladder, called Apprentice, Career, Advanced, and Master, correspond to the identified
performance levels. HCPS identifies five effectiveness ratings. These ratings correspond to the
state of Florida’s effectiveness levels of Unsatisfactory (Level 1), Needs Improvement (Level 2),
Effective (Level 3), and Highly Effective (Levels 4 and 5). Movement up or down the career
ladder is determined by teacher effectiveness ratings. Teachers move up to higher paying rungs
by improving their effectiveness rating for two consecutive years. A teacher may receive a pay
reduction with three consecutive lower annual evaluation results (Competitive Preference
Priority Sa). Apprentice teachers who do not earn an Effective or higher rating by the end of
their fourth year of employment are not placed on the career ladder and will be counseled out.
Specific career ladder positions have also been created to provide opportunities for highly
effective Advanced and Master teachers to continue to hone their craft. Peer and mentor
evaluators are responsible for delivering both formative and summative evaluations to every
teacher. Peer evaluators are assigned to experienced teachers, while new teachers to HCPS are

assigned a mentor evaluator for a two-year period. Selected from among the district’s highest-
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performing classroom teachers, these evaluators serve 2-3 year rotations before returning to the
classroom. Both peer and mentor evaluators receive a $5,000 salary supplement for the duration
of their tenure in this career ladder position. Through POWER III, HCPS will also develop and
pilot the career ladder position of Teacher Leader, a job-embedded opportunity to apply skills
and knowledge to assist teachers at their school. Teacher Leaders will be site-based instructional
personnel who are released from the classroom for half of the day to serve as a pedagogical
expert and instructional leader at their school site. Teacher Leaders will provide one-on-one
coaching and guidance to teachers needing assistance and will coordinate professional
development opportunities that target teachers’ identified development areas. They serve up to a
3-year rotation before returning full-time to the classroom, and receive a $1,000 salary
supplement for the duration of their tenure in this career ladder position.

Career ladder positions are also available for highly effective principals who wish to
expand their skills by serving as a Principal Coach for up to three years. All first- and second-
year principals are assigned a Principal Coach who works with them weekly in job-embedded
professional development activities. The coaches provide feedback and allow time for practice
while focusing on the individual goals of each principal.

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

The process of making human capital decisions has rapidly evolved in HCPS. In the

2005-2006 school year, Florida State Statute 1012.01(2) (a)-(d) mandated a performance-based
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system for teachers that included student achievement, the Merit Award Program (MAP).
Districts could develop their own plan or follow the state-provided plan. Of 67 districts in
Florida, HCPS’ plan, which included administrators, was the first of only four to be approved.
PBCS in the district has evolved from an experience-based pay scale, to some
incentive/performance awards based upon evaluation only, to a system that includes evaluation
and, in a significant part, student achievement.

These initial steps into a PBCS laid a foundation for the 2007 HCPS Teacher Incentive
Fund proposal, Performance Outcomes With Effective Rewards (POWER I). The POWER I
proposal development was a highly collaborative process and its implementation has required
commitment and communication from all stakeholders. POWER I placed focus on differentiated
performance pay to attract and retain highly effective educators in high needs schools. It
demanded an enhanced technology infrastructure, the development of an evaluation that included
a measure of student achievement linked to each teacher, and a massive influx of professional
development for participating schools. It allowed for the capability to use MAP scores to target
recruitment to high needs schools. POWER I also opened the door to the examination of student
achievement scores and principal evaluation.

In 2009, HCPS personnel, HCTA representatives, and parent and community members
worked to craft a seven-year PBCS plan to provide a focused direction for all system functions
(Competitive Preference Priority Sc). The objective was to attract, support, reward, and retain
the most effective teachers and administrators, especially at high needs schools. The resulting
plan is composed of a highly integrated set of initiatives. These initiatives included a new
teacher and administrator evaluation system and prescriptive linkage to professional

development; a performance-based career ladder; programs and incentives for high needs
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schools; a new teacher induction program; an enhanced performance management system; and
enhanced recruitment and retention. The plan aligns with a state-wide reform effort by the
Florida Department of Education (FLDOE) and the Florida Legislature and corresponds with the
teacher effectiveness reform initiatives included in the state’s Race to the Top grant application.
The 2010 POWER 1I grant saw the design and introduction of the evaluation rubric that would
be used to determine teacher effectiveness. The peer/mentor and principal evaluations are based
on multiple observations using the evidence-based evaluation rubric. The assessment of student
achievement that was used during the POWER I project moved from a one-year growth model
that utilizes value tables, to a three-year value-added growth model utilizing multilevel modeling
techniques. The journey toward assessing and rewarding teacher effectiveness has brought
HCPS to an educator effectiveness system that has begun to drive all human capital management
decisions. HCPS’ Information Service (IS) department is able to link student achievement data
and teacher evaluation data to teacher and administrator payroll and human resources systems.
With change comes challenge. HCPS launched the new evaluation system district-wide.
Interactive communication was ongoing between all levels in the district. However, the accuracy
of the message was not always heard consistently. Educator effectiveness can be a viable factor
in human capital management decisions only if all stakeholders understand the indicators. At
this point the communication focus has to narrow from district efforts to more intensive school-
based efforts. IS struggles to keep up with the rapid pace of change, as transactional systems
still have problems talking to each other. Personnel and expertise are needed to move forward in
the creation of a seamless system to support all data elements. Delivery of personalized
professional development for thousands of educators presents a barrier to creating a successful

evaluation-driven system. Currently courses are available and recommended based upon
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evaluation, but delivery is group-driven and after hours. An individualized, more accessible
delivery system will create avenues for teacher engagement in evaluation-driven professional
development (Absolute Priority 1.4).

(2) (iv) The commitment of the LEA’s leadership to implementing the described HCMS,
including all of its component parts

The leadership commitment is evident in persistent forward momentum that has been
demonstrated over time to integrate the components of an evaluation-driven HCMS. All
milestones in the change process have been marked by memorandums of understanding (MOU)
and agreements that have been collaboratively developed and signed by the Hillsborough County
School Board all moved HCPS closer to a comprehensive human capital management system.

Public collaboration laid the foundation for the current HCMS. As the district developed
the EET project with teacher effectiveness at its core, its plan was vetted and approved by a wide
range of key partners which included the School Board of Hillsborough County, HCTA,
Hillsborough Education Foundation, USF College of Education, and others. The leadership
commitment is evident in the progress made a new research based evaluation. Leadership
continues to be involved in Town Hall Meetings held throughout the county to share information
and receive input, Focus Group convenings, and “Pulse Checks,” periodic online surveys for
teachers to gauge the impact of the evaluation driven PBCS.

The district’s 2011 grant award from the Wallace Foundation allowed principal
leadership to take center stage with teacher quality in the district's overall reform agenda,
ensuring that teachers and principals become true partners in teaching and learning. The district
leadership in implementing the project was demonstrated through the grant agreement signed by

the Superintendent. Meanwhile, the district’s Race to the Top grant is furthering the work
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initiated through EET and Wallace. As was the case with EET, the district collaborated with
both the School Board and HCTA to ensure their support prior to submitting its application.
(2) (v) The adequacy of the financial and nonfinancial strategies and incentives, including
the proposed PBCS, for attracting effective educators to work in high-need schools and
retaining them in those schools

Nonfinancial strategies include opportunities for paid professional development and extra
support personnel in the core content areas. Financial incentives are also offered, such as the
differential pay program for educators employed in “Renaissance Schools,” sites designated by
the district which exceed a certain rate of poverty. Although recruitment and retention incentives
are offered to Renaissance teachers, the program has experienced limited success. For those who
did transfer to a Renaissance school, retention remained an issue. Renaissance teachers struggle
to meet the diverse needs of their students and are not provided systematic, personalized support
to assist them in gaining the key competencies and behaviors to necessary to help their students
grow. POWER III is designed to ameliorate such issues (Absolute Priority 1.3).

POWER III launches with a planning period allowing key stakeholders, including
HCTA, POWER III principals and teachers, and district staff to convene and design specific
guidelines and protocols to clearly define the range of incentives that will be provided for each
component of the proposed PBCS, including compensation for educators, including other
instructional personnel (PBCS Optional Features), and guidelines for the provision of a PBCS
bonus to POWER I1I principals rated as highly effective. The planning committee will design a
marketing plan that will target highly effective teachers and attract them to serve at these sites.

The project will begin implementation in 2013, coinciding with the development of a new

position on the district’s career ladder, the Teacher Leader (Absolute Priority 1.2). The Teacher
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Leader will be a classroom teacher deemed highly effective by their principal and capable of
assuming the additional responsibilities of this site-based leadership role. Teacher Leaders will
continue to work in the classroom half of the day and then be relieved of teaching duties for the
other half of the instructional day. Grant funds will support both the Teacher Leader and his or
her replacement unit. During their half day of release time, they will serve as the conduit to the
comprehensive, personalized professional development that is designed to offer each POWER
III teacher a high level of support to increase their efficacy and their eligibility for the PBC. The
Teacher Leader role will be that of a generalist, with expertise in pedagogy. Teacher Leaders
will serve for an average of two years and receive an annual salary supplement. POWER IIT
will allow for a pilot of this new career ladder position through the staggered rollout. In Year 2
of the project, 15 of the 30 project sites will employ Teacher Leaders, with remaining sites
onboarding the following year. This will allow HCPS to clearly define the role of the Teacher
Leader, assess the efficacy of this school-based leader on teacher effectiveness and student
achievement, and make course corrections, as necessary, prior to launching the initiative at all
260 sites.

POWER 111 will offer a high level of personalized support for each teacher, thereby
improving their working conditions. The intensive support for each educator will come in the
form of a ground-breaking approach to personalized professional development, POWER UP! In
addition to the personalized, easily accessible professional development offerings, POWER III
teachers will benefit from the provision of a higher stipend for their participation in POWER UP!
than is typically paid to teachers in the district. POWER III principals will participate in
professional development that provides a unique set of tools to shift focus from school

management tasks to instructional leadership activities tied to improving teaching and learning.
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Additional proposed financial rewards will serve to further incentivize highly effective
educators in POWER III schools. The district has already made a commitment, as a part of its
LEA-wide reform efforts, to institute an educator salary structure based on effectiveness. All
teachers in the district who opt into the new salary structure have the opportunity to earn more,
more quickly, based on their effectiveness rating. The amount of the POWER III bonus for
teachers and principals will equate to approximately up to 10% of a beginning teacher’s salary.
Additionally, a recruitment and retention bonus will be available for highly effective teachers
that choose to serve at the project sites (PBCS Optional Features). Thus, highly effective
POWER III teachers who opt into the new salary structure will benefit from increases in their
base salary, as well as these additional bonuses (Absolute Priority 1.4, Competitive Preference
Priority 5Sb, Requirement 1, Design Model 1).

POWER III demonstrates a thoughtful plan for targeting schools based on a combination
of poverty and persistently low student achievement. Thirty high poverty schools were selected
for participation, each having greater than 74% of students eligible to receive free or reduced
price lunch subsidies under the Richard B. Russell National School Lunch Act (Requirement 3,
3b). Furthermore, HCPS also utilized school segmentation analyses to target schools for
inclusion. School segmentation is a process that classifies schools based on proficiency and
student growth rates over multiple years. Segmentation analyses classify schools into one of
four quadrants (see appendix) that indicate their level of school achievement to assist the district
in allocating appropriate resources and support to address identified weaknesses.

Although none of the POWER III schools are currently designated as persistently-lowest
achieving or priority schools, they have been classified on the left side of the school

segmentation diagram for each of the past four years, indicating a persistent trend of proficiency
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rates below 60% in the tested subjects of reading, mathematics, writing, and science, putting
them at risk of falling into these categories in the future. The HCPS sites targeted for inclusion
and their most recent FRPM percentages are as follows: Bing Elementary (93.44); Broward
Elementary (93.89); Clair Mel Elementary (96.53); Dover Elementary (94.42); Edison
Elementary (95.18); Foster Elementary (95.51); Graham Elementary (97.00); James Elementary
(95.33); Jefferson High (74.17); Kenly Elementary (94.38); Kimbell Elementary (92.58); Leto
High (85.00); Lockhart Elementary (94.07); Memorial Middle (92.72); Miles Elementary
(97.69); Mort Elementary (97.98); MOSI Partnership Elementary (94.14); Oak Park Elementary
(99.19); Palm River Elementary (95.30); Pierce Middle (91.81); Reddick Elementary (96.08);
Robles Elementary (97.71); Shaw Elementary (96.33); Sheehy Elementary (96.33); Sligh Middle
(94.98); Sulphur Springs Elementary (99.05); Trapnell Elementary (91.94); Van Buren Middle
(96.02); West Tampa Elementary (96.14) and Witter Elementary (96.34) (Requirement 3a).
HCPS assures it will use the grant award to implement the proposed PBCS and professional
development only in high-need schools that are not served, as of the beginning of the grant’s

project period or as planned in the future, by an existing TIF grant (Requirement 7).

B. Rigorous, Valid, and Reliable Educator Evaluation Systems

(1) Each participating LEA has finalized a high-quality evaluation rubric, with at least
three performance levels (e.g., highly effective, effective, developing, unsatisfactory), under
which educators will be evaluated

HCPS’ instructional evaluation instrument is closely aligned with the research-based
Charlotte Danielson Framework for Teaching. It is a linked set of measures that defines a
threshold of effectiveness aligned with student achievement goals and articulates desired

teaching behaviors. There are four domains of responsibility with a scoring scheme weighted
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toward the most important domain. Domains 1(Planning and Preparation), 2 (Classroom
Environment) and 4 (Professional Responsibilities) are weighted at 20% each; Domain 3
(Instruction) is weighted at 40% of the total performance rating. Within the domains,
competencies are articulated as components; within each component expected behaviors are
defined. The components are also weighted to reflect emphasis. Teachers are given
performance ratings that range across four levels: Requires Action (0 points), Developing (1
point), Accomplished (2 points) and Exemplary (3 points). Teachers are observed with this
instrument at least twice per year (Absolute Priority 2.1) by trained peer or mentor evaluators
(30% of total) and at least once by the principal (30% of total) with student achievement, a
value-added score, accounting for 40% of the overall effectiveness rating (Absolute Priority 2).
Effectiveness ratings range on a 5 point scale with 4s and 5s considered Highly Effective, 3s
considered Effective, 2s considered Needs Improvement, and 1s considered Unsatisfactory
(Absolute Priority 2.2).

The principal evaluation system also has weighted components: 30% input from teachers
and Area Leadership Directors (ALD) using a 360-degree VAL-ED Principal Effectiveness
Survey; 40% student learning gains, with 30% based on value-added measures of school-wide
student achievement, and 10% based on the learning gains of the students scoring below grade
level on the FCAT (levels 1 and 2); and 30% from other factors critical to overall principal
effectiveness such as attendance and school-wide discipline (10%), oversight of facilities and
annual financial audit results (10%), retention of effective teachers (5%), and evaluation of
teachers (5%). Principals’ effectiveness ratings will be Highly Effective, Effective, Needs

Improvement, and Unsatisfactory (Absolute Priority 2.2).
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(2) Each participating LEA has presented (i) A clear rationale to support its consideration
of the level of student growth achieved in differentiating performance levels

The student growth model that drives the evaluation of teachers and principals was
created over the course of six years and was the direct result of collaboration between the district
and HCTA. Florida introduced a merit award for teachers in 2006, and its launch provided the
impetus for the development of a student growth model. One of the first decisions made was that
all teachers should be included and that their scores should correspond to student growth in their
subject. As a result, Hillsborough is among the leaders in the inclusion of “non-tested” subjects
in such models. Since 2010, HCPS has contracted with our professional partner with expertise in
the area of value-add research to develop a three-year value-added multi-level growth model that
comprises the single greatest determinant (40%) of teacher and principal effectiveness ratings.
The value-added measure calculates a predicted growth trajectory over three years for each
individual student, using several predictive measures. While the weights within the model are
determined through the externally calculated statistical measures, decisions involving the 40%
weight of the value-added component and which variables would be used were determined
locally. District committees reviewed several models, including the Tennessee model which
uses no student variables other than prior performance, and those used in Chicago, Milwaukee,
and New York City. District personnel also participated on Florida’s Value-Added committee
and modified our model based upon state input.

The hierarchical structure of student achievement and demographic data will be used to
model the value added by teachers through the use of multi-level modeling techniques. The use

of three years of data for each student allows for the individual student information to be used as
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a control for each student’s own learning trajectory, thereby allowing for the teacher to be held to
the standard of the capabilities of the student rather than an arbitrary determination of growth.
(2) (ii) Evidence, such as current research and best practices, supporting the LEA’s choice
of student growth models and demonstrating the rigor and comparability of assessments

The district has embraced the value-added model (VAM) which is a covariate adjustment
model that incorporates student variables in order to reveal a truer teacher effect. The model is
designed to control for variables like past performance, poverty and class size to isolate the
specific impact of each individual teacher on their students’ test scores. Student residuals are
calculated for each test. Each teacher has a roster of students from all periods during the school
day. All student residuals for eligible students on a teacher’s roster are combined to create the
aggregate score for the teacher. Calculations are completed by the district’s professional partner
with expertise in the area of value-added models. The district has been utilizing the value-added
calculation for two school years; 2012-2013 will be the third year of implementation.

The inclusion of all teachers provided a challenge, but beginning with MAP, the district
has held true to the belief that teachers in subjects other than those currently tested by the state
should be evaluated using their own student achievement data. As a result, Advanced
Placement, International Baccalaureate, and district exams are used to determine growth in every
subject. To ensure the validity and availability of end of course exams for all subject areas,
qualitative and quantitative psychometric analyses are conducted on test items to determine how
well the test items discriminate between those who score well and those who don’t score well.

HCPS’ professional practice partner has developed their VAM on a substantial base of
research and experience. The extensive research results published in the educational literature by

D.F. McCaffrey, T.R. Sass, J.R. Lockwood, H. Braun, and D. Harris, continues to inform their
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work. The use of covariate adjustment models to calculate teacher effects is not a new statistical
procedure, but has implications in the Florida law linking teacher pay levels to student
achievement results. Due to the use of a variety of individual calculation models, a wide array
of included covariates, and instability of scores over time, many researchers continue to caution
against the use of VAM scores as a solitary determinant for evaluating teacher performance. The
HCPS model purposefully uses a combination of value-added scores and observed practice in
order to maintain a balanced approach and avoid the use of value-added scores in isolation.
Research supports the use of VAM alongside observed practice measures in order to make
decisions about teacher effectiveness. HCPS never uses the Value added score in isolation. The
Framework for Teaching, performance competency model, developed by Danielson (1996) is
used as the foundation for the teacher observation instrument. The research findings of
Gallagher (2004), Milanowski (2004), and Kimball, White, Milanowski, and Borman (2004)
provide support for the Framework competency model as the foundation for a teacher HR
management system by showing an empirical link between teachers’ rated performance on the
Framework assessment instruments and value-added measures of student achievement (Heneman
IIT & Milanowski, 2004).

While many will argue that the value-added calculation offers better insight than other
simple growth models, best practices literature cautions that without the proper use of standard
errors and confidence intervals for appropriately reporting results, teachers can be misidentified
as effective or ineffective. HCPS utilizes standard errors and confidence intervals in order to
determine the appropriateness of each model used in score calculation. Results reported can be

shown to have variance year-to-year and can occur due to inadequate controls in the model or
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due to the reporting agency’s failure to report the results with appropriate confidence. HCPS
incorporates controls for a variety of situations with the goal of reducing variance.

(3) Each participating LEA has made substantial progress in developing a high-quality
plan for multiple teacher and principal observations, including identification of the
persons, by position and qualifications, who will be conducting the observations, the
observation tool, the events to be observed, the accuracy of raters in using observation tools
and the procedures for ensuring a high degree of inter-rater reliability

HCPS has made substantial progress in the development of a sophisticated plan for
multiple teacher and principal observations on a district-wide basis on a minimum of two
observations annually for all principals and teachers (Absolute Priority 2, 2.2.iii). Teacher
observations are conducted by administrators, district supervisors, peer evaluators, and mentor
evaluators. Administrators are school-based principals and assistant principals who have at least
three years of classroom teaching experience, a Master’s degree in Educational Leadership, and
have been thoroughly trained. District supervisors are former classroom teachers that have
moved into district level positions as curriculum experts in their designated field. Peer and
mentors evaluators are fully released, highly effective teachers who have at least five years of
classroom teaching experience.

All observers have completed observation/evaluation training through HCPS’
professional development department, in collaboration with an international organization
renowned for its work in performance management in education, and have been certified to
conduct classroom observations using the evaluation rubric. The rubric consists of four domains
of best teaching practices: Planning and Preparation; The Classroom Environment; Instruction;

and Professional Responsibilities. There are a total of 22 components contained within the
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framework domains. Seventeen of these components are observed and rated during each formal
evaluation. The remaining five components are within Domain 4, Professional Responsibilities
and are only rated by the administration during the teacher’s annual evaluation. An informal
observation includes only the components of Domain 2, Domain 3, or the combination thereof.
Formal observation cycles for both veteran and beginning teachers consist of three parts: a face-
to-face pre-conference, classroom observation, and a face-to-face post conference. In addition to
component ratings, the observation document includes the observed lesson’s areas of strength
and focus, and next steps to guide the teacher for increased student learning. A teacher may
complete an electronic journal entry to make note of any points of the observed lesson, post-
conference, or observation ratings.

To maintain inter-rater reliability, formal observers undergo an annual recertification
process through our performance management partner. Through this certification process, an
external trainer conducts in the field calibration with a small group of two or three observers.
Each observer must capture lesson evidence and rate that evidence against the evaluation rubric
in Domains 2 and 3. Component ratings and evidence are discussed and compared with those of
the external trainer for accuracy and calibration. In addition to the annual formal recertification
process, observers are asked to calibrate with other observers throughout the year. On a district
level, observation data is collected and analyzed for trends and reliability. This data is shared
several times throughout the year with administrators, peer evaluators, and mentors to further
analyze outliers and reexamine how evidence is applied to the evaluation rubric.

Principal observations will be conducted by ALDs at least twice per year (Absolute
Priority 2.2.i). ALDs are former, high performing principals trained in effective supervision and

coaching. They will use an observation tool and rubric to conduct a minimum of two-four
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formative observations for each of their thirty assigned principals. They will provide formative
feedback following each observation. All data collected during the observation will be used to
inform the final evaluation ratings. The observation tool allows the ALD to capture evidence
during meetings, parent and community events, walkthroughs, feedback conferences, etc. The
goal is to observe principals in their practice. ALDs will also pay close attention to student and
teacher performance data as well as school culture surveys.

The ALDs were trained to use the observation tool and rubric by consultants by a
nationally recognized consultant specializing in accelerating educator effectiveness. They have
spent several days in calibration exercises sharing observation notes and rating principals based
on the observation rubric. They have previewed videos of principals and collaborated on ratings
as practice. They have been calibrated in the field by their executive coaches who work with
them monthly to improve their coaching, assessment and feedback skills.

(4) The participating LEA has experience measuring student growth at the classroom level,
and has already implemented components of the proposed educator evaluation systems

HCPS has been proactive in its evaluation of instructional practices. It was the first
district in Florida to create a system of looking at individual teachers and the growth of their
students through the state-funded Merit Award Program (MAP). As of 2011-2012, the MAP
system has been discontinued and replaced by the EET initiative. Th<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>