PR/Award # S374A120041

U.S. Department of Education
Washington, D.C. 20202-5335

APPLICATION FOR GRANTS
UNDER THE

TIF General Competition
CFDA # 84.374A
PR/Award # S374A120041

Gramts.gov Tracking#: GRANT11189164

OMB No. , Expiration Date:

Closing Date: Jul 27, 2012




**Table of Contents**

Form Page
1. Application for Federal Assistance SF-424 e3
Attachment - 1 (1237-1A Congressional Districts Code) eb
2. Assurances Non-Construction Programs (SF 424B) e7
3. Disclosure Of Lobbying Activities (SF-LLL) e9
4. ED GEPA427 Form el10
Attachment - 1 (1235-427 GEPA Statement) el
5. Grants.gov Lobbying Form el2
6. Dept of Education Supplemental Information for SF-424 el3
Attachment - 1 (1236-Project Evaluation) el4
7. ED Abstract Narrative Form el16
Attachment - 1 (1234-Abstract lowa) el7
8. Project Narrative Form el18
Attachment - 1 (1240-lowa Project Narrative Final) el19
9. Other Narrative Form e99
Attachment - 1 (1239-lowa_Other Attachments) e100
10. Budget Narrative Form e210
Attachment - 1 (1238-1A Budget Narrative FINAL) e211
11. Form FaithBased_SurveyOnEEOQO-V1.2.pdf e248
12. Form ED_524 Budget 1_2-V1.2.pdf e250

This application was generated using the PDF functionality. The PDF functionality automatically numbers the pages in this application. Some pages/sections of this application may contain 2
sets of page numbers, one set created by the applicant and the other set created by e-Application's PDF functionality. Page numbers created by the e-Application PDF functionality will be
preceded by the letter e (for example, e1, e2, e3, etc.).

Page e2



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:

07/26/2012 | |

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

State Use Only:

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

8. APPLICANT INFORMATION:

*a-LegalName:|National Institute for Excellence in Teaching

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

202268389 | |60952ll6lOOOO

d. Address:

* Streett: |1250 Fourth Street

Street2: |

* City: |Santa Monica |

County/Parish: | |

* State: | CA: California

Province: | |

* Country: | USA: UNITED STATES

* Zip / Postal Code: |9o401—1418 |

e. Organizational Unit:

Department Name: Division Name:

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

Prefix: | | * First Name: |Gary

Middle Name: | |

* Last Name: |Stark

Suffix: | |

Tme:|President and CEO

Organizational Affiliation:

|National Institute for Excellence in Teaching

* Telephone Number: |310-570-4860 Fax Number:

*Ema”:|gstark@niet.org




Application for Federal Assistance SF-424

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

M: Nonprofit with 501C3 IRS Status (Other than Institution of Higher Education)

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 Delete Attachment View Attachment

* 15. Descriptive Title of Applicant’s Project:

Central Decatur & Saydel, IA & NIET TIF

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.

IA Congressional Districts Code.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 | 11,660,140.00
* 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: * First Name: [Gary
| | | |

Middle Name: | |

* Last Name: |Stark |

Suffix: | |
* Title: |President and CEO |
* Telephone Number: |310—570—486O | Fax Number: |

* Email: |gstark@niet .org

* Signature of Authorized Representative: Kristan Van Hook

* Date Signed: |o7/2e/2o12




IA- 003

IA-005
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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

|Kristan Van Hook

|President and CEO

* APPLICANT ORGANIZATION

* DATE SUBMITTED

|National Institute for Excellence in Teaching

lo7/26/2012 |

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 |National Institute for Excellence in Teaching
* Street 1 | | Street 2 | |
1250 Fourth Street
City |Santa Monica | State |CZ—\: California | Zp |90025 |
Congressional District, if known: |
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 | |
n/a
n/a

* Street 1 | | Street 2 | |

* City | | State | | Zip | |

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

Prefix I:I * First Name o/a | Middle Name | |
* Last Name | | Suffix I:I
n/a

* Street 1 | | Street 2 | |

* City | | State | | Zip | |

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

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

*Signature: |Kristan Van Hook |

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

Stark
Title: [president and cEO | Telephone No.: |Date: |O7/26/2012
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.

427 GEPA Statement.pdf

| Delete Attachment | View Attachment




427 GEPA Statement

The National Institute for Excellence in Teaching (NIET) is strongly committed to
ensuring access to all components of the TAP system for all participants.
Accommodations are made for those with specific needs. NIET and its staff maintain
regular communication with all TAP participants through established school-wide
methods. NIET’s core trainings make accommodations for participants with specific
needs, and the trainings are available in multiple formats: face-to-face, audio, and now,
online.

Barrier- Teachers with physical disabilities may not be able to travel to the required
training opportunities.

Solution- NIET has built a web-based comprehensive training portal that will allow
access to all trainings without travel.

PR/Award # S374A120041
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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

|National Institute for Excellence in Teaching

* PRINTED NAME AND TITLE OF AUTHORIZED REPRESENTATIVE

Prefix: |:| * First Name: [Gary

| Middle Name: |

* Last Name: |Stark

* Title: |President and CEO

* SIGNATURE: [<ristan van Hook

| * DATE: |O7/26/2012




Close Form

SUPPLEMENTAL INFORMATION
REQUIRED FOR
DEPARTMENT OF EDUCATION GRANTS

1. Project Director:

Prefix: * First Name: Middle Name: * Last Name: Suffix:

Gary Stark

Address:

* Streett: [1250 atn street

Street2: |

County: |

*CHyﬂSanta Monica |

* State: |CA: California

*Country:| USA: UNITED STATES |

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

310-570-4860 310-570-4863

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) #: 1, 2, 4

|:| No Provide Assurance #, if available:

Please attach an explanation Narrative:

Project Evaluation.pdf Delete Attachment View Attachment




Project Evaluation

This project will be evaluated by a third-party professional evaluator with the capacity for
working with both qualitative and quantitative data. The purpose of the evaluation will be
twofold: first, to provide feedback for continuous improvement in the implementation and
operation of TAP in the project schools; and second, to provide an analysis of the evidence that
the project is achieving its objectives and goals. The evaluator will assess progress toward and
accomplishment of all of the outcome measures identified in this proposal, as described below.
In addition, the evaluator will study the implementation of TAP in the project schools during the
length of the grant, including differences in fidelity to the TAP model between schools.

The evaluation will provide both quantitative and qualitative data in the following:

(a) Student achievement and state accountability data (including disaggregated scores) will be
provided by Central Decatur and Saydel. Value-added data (including underlying scores and
standard errors) will be provided by an external vendor (to be selected after a grant is awarded) .
(b) Teacher and principal evaluation results will come from the CODE data system used by TAP
schools, including the detail for each classroom observation and principal performance review.
(c) The evaluator will obtain administrative data regarding teacher and principal recruitment and
retention, including exit interview data, from Central Decatur and Saydel and participating
schools. (d) Survey data on teacher and principal attitudes and perceptions will result from the
annual TAP web survey conducted by NIET nationally as well as local surveys conducted by the
evaluator to address questions specific to this project. () Interviews and focus groups of TAP
teachers and principals will complement and expand upon survey data about attitudes and
perceptions. (f) The evaluator will conduct on-site observations of classrooms and cluster group

meetings. These observations will provide data on the quality of instruction and the quality of the

PR/Award # S374A120041
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professional development process, as indicators of the intermediate changes required to impact
student outcomes. (g) The evaluator will have access to samples of student work, cluster group
records, leadership team records, teacher individual growth plans and other artifacts of the
process of change in the schools. (h) NIET will provide annual School Review data to the
evaluator. These scores measure the quality and consistency of TAP implementation in a school.
These ratings are conducted by experienced NIET staff from outside of the school, using
quantitative and qualitative rubrics.

The evaluation will be "utilization focused" (Patton, 2002), meaning that the evaluator
will provide feedback in order to make the project more successful, sustainable and replicable.
The evaluator, NIET and representatives from each district will hold update meetings or
conference calls at least quarterly to review plans, progress and preliminary data. The evaluator
will provide an annual report to NIET and each district presenting and analyzing key data
regarding project implementation, progress toward objectives and intermediate outcomes if
applicable. At the conclusion of the grant period, the evaluator will assess the overall
accomplishment of goals. The evaluator will also provide an analysis of lessons learned for the
sustainability of TAP in these schools as well as for the possible expansion of TAP to other Iowa

districts.

PR/Award # S374A120041
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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 lowa.pdf Delete Attachment|  View Attachment




Project Abstract

The National Institute for Excellence in Teaching (nonprofit) proposes to partner with
Central Decatur Community School District in Leon and Saydel Community School District in
Saydel (LEAs) in Iowa to apply for a five-year $11,660,140 grant under the TIF STEM
Competition (84.374B, group application) to reform each district’s human capital management
system (HCMS). Central Decatur has three schools; Saydel has three schools, all of which are
high-need.

NIET, Central Decatur CSD and Saydel CSD are committed to the grant objectives of:

1. Increasing the percent of effective teachers through incentives, career advancement,
evaluation, and professional development;

2. Increase the percent of effective principals through incentives, evaluation, and
professional development; and,

3. Improve student achievement.

To achieve these goals both districts sought a rigorous, research-based reform, and
decided to implement TAP: The System for Teacher and Student Advancement, which offers
both a comprehensive approach to performance-based compensation systems and a data
management system to support the proposed improvements to the HCMS. TAP is one of
America's leading comprehensive school reforms, providing educators with powerful
opportunities of multiple career paths, ongoing applied professional growth, instructionally
focused accountability and performance-based compensation.

Both Central Decatur and Saydel are new applicants and are applying for Competitive
Priority 4. In addition, both districts are changing their salary schedules within the grant period

and are applying for Competitive Priority 5.
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“In lowa, we’re all about planting seeds and nurturing a bountiful harvest. This proposal is a
seed of promise in the rich soil of a statewide STEM network with the potential to feed minds
across the state and beyond.”

-Jeffrey Weld, Executive Director, Governor’s STEM Advisory Council

Project Narrative

Iowa’s Central Decatur Community School District, and Saydel Community School
District are partnering with the National Institute for Excellence in Teaching (NIET), a non-
profit organization committed to ensuring a highly skilled, strongly motivated and competitively
compensated teacher for every classroom, to apply for a $11,660,140 Teacher Incentive Fund
(TTF) STEM grant to develop and advance teacher and principal effectiveness to improve
teaching and learning. Central Decatur, near the Missouri border, is in one of the lowest-income,
rural regions of the state. Saydel, near Iowa’s capital city, is also a largely rural district with
high levels of poverty. For the 2011-12 school year, all schools in these two districts qualify as
high need schools for purposes of this grant.

Both districts’ visions for instructional improvement will be rapidly advanced by aligning
instructional improvement goals with their human capital management system (HCMS)
functions for evaluation, professional development (PD), compensation, retention, recruitment,
placement and hiring. In addition, these HCMS functions will now use a common set of
competencies -- described in classroom observation rubrics for teachers and in leadership rubrics
for administrators -- to set clear and consistent expectations for effective practice. Performance
based compensation will be used to reinforce these clearly defined competencies, along with
student achievement growth goals, for teachers and principals. Performance based compensation
will also be used to build HCMS capacity for high quality evaluation and professional

development through increases in pay for teacher leaders involved in these functions. Through
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these changes, the HCMS will increase the success of the districts in attracting, retaining,
developing and motivating a highly effective staff.

Working with NIET, Central Decatur and Saydel will use the existing CODE system for
teacher and principal data, which is already in place in hundreds of schools across the country.
The CODE System is a web-based application for storing and analyzing observation data,

organizing instructional data forms, and generating reports to inform human capital strategies.

(a) A Coherent and Comprehensive Human Capital Management System
This subsection will address Absolute Priority 1 — HCMS with evaluation at the center.

As rural districts with significant poverty levels, Central Decatur and Saydel have set
high student achievement goals, but often fail to meet these goals. In Saydel approximately one
third of students are below state proficiency targets. In Central Decatur approximately one
quarter of students are not meeting state proficiency targets. In addition, there are significant
achievement gaps between students of low socioeconomic status (SES) and other students. This
is significant since in Central Decatur, approximately 65% of students are low SES. Central
Decatur and Saydel have struggled to recruit the talent within their faculties to meet their student
achievement goals. In these rural areas, without access to the large pool of potential teachers
available in an urban setting, it is critical that the HCMS is designed to raise teaching practice
among current faculty to higher levels.

Salaries in Central Decatur and Saydel are lower than the surrounding areas, particularly
for starting teachers. In Saydel, starting teacher salaries are approximately $12,000 lower than
neighboring districts. New teachers are hard to attract and retain, due to salary considerations
and geographic location, especially at the secondary level in content specific areas. A significant
staffing concern for Central Decatur is at the secondary science level. The physics and chemistry

teacher retired at the end of this past school year after 43 years teaching. The district went
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through a search and ended up with only 7 applicants, of which three were interviewed. The
candidate offered the position for the coming school year declined the offer, leaving the district
to create a temporary staffing utilizing another retired teacher on a part-time basis. The biology
teacher falls into the category of retiring in the next three years. An estimated 20% of staff in
Central Decatur and Saydel will retire over the next three years, creating urgency for changes to
the HCMS as proposed in this TIF grant.

(1) Aligned with each participating LEA’s clearly described vision of instructional
improvement (10 points); and

In this subsection, we will address Absolute Priority 1, section (1) and Requirement 1.

SAYDEL - Saydel Community School District has committed to a vision called Challenge 2018.
The challenge, at its core, is to have 100% of students graduate and be college and workplace
ready. To this end, the district needs every student to make a year or more of academic growth
each year. Jim Collins, in Good to Great: Why Some Companies Make the Leap...And Others
Don’t (2001) described facing the “brutal facts™ as a requisite step in improvement. As a part of
that process Saydel had a Comprehensive School Improvement Analysis (CSA) conducted by the
Iowa Association of School Boards. That analysis centered on factors that impact student
achievement as well as attitudinal surveys completed by parents, teachers, classified staff
members, administrators, and Board members. The most compelling finding from the study was

a call for creating urgency around the belief that virtually all students can learn at high levels.

Some of the most important challenges indentified related to classroom instruction, including:
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e Significant uses of low level instruction as defined in Bloom’s Revised
Taxonomy

e Limited grouping patterns with the most common practice whole/large group
instruction

e A poorly designed assessment framework, with an over-reliance on
standardized tests at the lowest levels of Bloom’s Revised Taxonomy

e Curriculum documents, while improving, that are not completely aligned with
the lowa/ Common Core in terms of content and rigor

e A professional development plan is in place, but it is not leading to
improvements in instructional rigor, relevance, or student engagement

Beyond the findings of the CSA, there is additional information that builds the case for needed

instructional improvement in the district:

Iowa Assessment scores that are consistently below the state average for student
proficiency and in some cases significantly behind the state averages as well as the
required trajectories for No Child Left Behind. Specifically,
o Five year trends are flat or declining
o Significant gaps exist and are not closing for Special education
students and Low SES students at the high school
o At least 1/3 of students are not meeting the minimal state
requirements for proficiency in many areas.
o ACT data that is improving but is still below the state average

To meet the ambitious goals of Challenge 2018, Saydel has outlined specific strategies for its
HCMS including:
e Recruitment practices that identify teachers with high-quality instructional skills,
particularly in STEM subjects
¢ Improved processes for new teacher induction and quality mentoring
e A cohesive plan for professional learning that incorporates collaborative structures, is
aligned to an ongoing strategy for system improvement, and provides teachers with

adequate time for new learning
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e Evaluation that provides teachers with formative feedback and summative results linked

to expectations for effective instructional practice and student learning growth

e Data management systems to ensure instructional practices and student data are used to

guide future professional learning

e In order to become competitive in the marketplace, a plan to design and implement a

compensation and incentive structure based on effectiveness.

Progress has been made in Saydel on these HCMS goals. For example, this year the district
formed a Teacher Evaluation Committee made up of teachers (all union members, in line with
the Master Contract), building administrators, the Director of Teaching and Learning/Student
Services, and the Superintendent. The objective for the group was to improve the teacher
evaluation system. The committee’s recommendations included: moving from a “meets/does
not meet” rating to levels of performance, emphasizing formative feedback systems, more
overall observations and feedback, and improving inter-rater reliability. The Master Contract
was amended through a Letter of Understanding last spring to reflect this work, making
evaluation the first criteria in staff reductions, once a strengthened evaluation system is in place.

The district has also made significant progress in building collaborative learning and
leadership structures, and set aside weekly time for these activities. Whether they are called
Professional Learning Communities (PLCs) or the teams for Authentic Intellectual Work (AIW)
at the high school, they are transitioning conversations to a focus on data, instruction, and
assessment. Teachers and principals have taken a leading role in developing the Saydel Model of
Effective Teaching and Learning (see Other Attachments). It contains elements of effective
instruction, effective management, effective curriculum design, and effective use of data for

assessment. Within each of those elements are descriptors that support their implementation. For
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example, in the case of “effective instruction”, there are supporting descriptions such as:
questions to encourage higher-level thinking, tasks that require critical thinking, powerful use of
technology, etc. This document provides a foundation for the work of defining effective
classroom practice, but a missing piece is a specific framework to operationalize the work and
link it to teacher evaluation. The proposed evaluation system provides this framework.
CENTRAL DECATUR - Central Decatur’s vision for instructional improvement requires
that every student make a year or more of academic progress every year, and that achievement
gaps between lower SES and other students are closed. To accomplish these goals, Central
Decatur has the following strategies in place:
¢ Developing the collective efficacy and leadership of all staff working with students
e Delivering curriculum that is challenging, relevant and promotes engaging learning
experiences
e Utilizing research-based instructional strategies and providing learning supports that meet
the needs of every child, every day
e Implementing authentic, reliable and valid assessments to guide instruction
e Engaging in high quality professional development that impacts classroom instruction
and student achievement
e Increasing recruitment of effective teachers (especially in STEM) through a partnership
with local college of education
Central Decatur is working in a number of ways to connect its vision and strategies for
instructional improvement to its HCMS. The district has established professional learning
communities that meet weekly at the elementary level and monthly at the secondary school. The

staff uses this time to focus on student achievement data, effective instructional strategies, and
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integration of technology. In addition, Central Decatur has a literacy coach at the elementary
level who works with the principal to review assessment data, provide professional development
based on both student and staff needs, and work with classroom teachers to implement effective
instructional strategies and support small groups of students.

Central Decatur currently uses the approved teacher evaluation system for the state of
Iowa, but has found it does not create change either in teacher performance or student
achievement. In an effort to better assess classroom practice, principals and the literacy coach
have audited classrooms through formal observations, walkthroughs and classroom visits, and
have provided feedback to classroom teachers on their instruction. Teachers have responded
during grade level meetings and professional development sessions with requests for additional
coaching and modeling to support them in making suggested improvements. To increase teacher
performance and student achievement, Central Decatur needs a more accurate and detailed
evaluation tool, a system of professional support to help teachers to meet the goals identified in
their observations and their student growth data, and a way to send clear signals through the
compensation system about goals for instructional improvement.

Finally, Central Decatur is working in partnership with the local Graceland University
College of Education to improve recruitment of new teachers, particularly in STEM subjects, and
to ensure that these teachers are better prepared to be effective on day one. Through this
partnership, known as a “Professional Development School Model”, student teachers will start
working in classrooms in August and will spend two days each week during the fall semester in
their assigned classroom before starting their full-time student teaching in January. Student
teachers will be trained in the evaluation system described later in this proposal, will receive two

classroom observations with feedback and coaching during their student teaching, and will
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participate in weekly professional development sessions with teachers in that school. Central
Decatur will also work with Graceland University to train their education faculty in the new
evaluation system so that they can support their students in this process. Both districts will work
to expand their higher education relationships in the areas of recruitment, access to STEM
coursework including dual enrollment courses, and access to STEM teacher training.

Central Decatur and Saydel have aligned some aspects of their HCMSs to their
instructional goals including building support for a more accurate evaluation system that
provides detailed feedback for improvement, creating regularly scheduled professional learning
communities, and focusing recruitment activities on identifying and attracting effective new
teachers; however, without the envisioned evaluation system in place, they are unable to make
additional progress. For this reason, each district examined TAP: The System for Teacher and
Student Advancement. This TIF grant offers Central Decatur and Saydel an opportunity to use
the TAP system to further develop their human capital management systems (HCMS) to include:
Performance evaluation

The TAP evaluation system will serve as a central driver of decision-making and human
capital management. The evaluation system has dual goals: 1. accurately and fairly assessing
performance using multiple measures, and 2. producing and applying information to support
educators in improving their practice and their students’ achievement growth.

Job-embedded weekly professional development

Professional development that is embedded during the school day and presented by

experts within a school staff will be necessary to improve teaching and learning in Central

Decatur and Saydel.
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Teacher Leaders

A system of multiple career paths will be implemented in order to provide effective
teachers with avenues for career advancement outside of administration. The districts will
change traditional school faculty structures thru differentiated roles to better support instructional
growth and bring the most effective educators into every classroom.
Performance Based Compensation

A system of performance based compensation will provide differentiated compensation
for teacher leaders based on their additional roles and their effectiveness, and offer all teachers
and principals the opportunity to earn additional compensation based on multiple measures of
performance including competencies defined in evaluation rubrics as well as student
achievement growth.
The TAP system’s four interrelated elements will be implemented within each district’s HCMS
structure (Requirement 1, Model 1 PBCS, see table on page 14 for more detail), which also

includes recruitment, hiring, retention, placement and dismissal.

10
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Figure 1: Proposed HCMS Aligns to Vision for Instructional Improvement

Central Decatur Vision for
Instructional Improvement:

Every student will make a year or more
of academic progress every year, and
achievement gaps between lower SES
and other students will be closed

Saydel Vision for Instructional
Improvement:

Challenge 2018: 100% of students
graduate and that each of those
graduates will be college and
workplace ready

Human Capital Management System

Recruitment:

Evaluation data highlights
areas of need; policies in
place to identify effective
candidates

Professional Development:

Guided by ongoing analysis
of evaluation data; same
rubric used in evaluation
used in PD, coaching,
induction, mentoring

Career Advancement:
Only those with consistently
effective evaluation results
may be given additional
responsibilities

\

Hiring/Placement:
Evaluation data highlights
areas of need; policies in
use effectiveness data in
hiring and placement

{

Evaluation:

Measures educators’
classroom practice and
student growth

/ﬂ

v

Retention/Dismissal:
Evaluation data considered
by supervisors in
determining retention &
dismissal decisions

Performance-Based Compensation:
o Salary augmentations earned by those given additional

roles and responsibilities due to demonstrated continued

effectiveness through evaluations

e Variable performance compensation earned by effective

educators, based on evaluations

Creating an HCMS that can serve the needs of the district in real-time requires an
integrated data management solution. Adopting TAP will provide access to the CODE system,
NIET’s interactive data management tool for storing and analyzing teacher evaluation data and

11

PR/Award # S374A120041
Page e29



other school data. CODE is a Web-based system that provides secure access to real-time data and
analytics that allow school leaders to enter observation data, monitor inter-rater reliability (see
page 34 for additional detail), generate multiple reports, and calculate teacher effectiveness and
performance-based compensation. Below is an example of teacher observations scores over the
course of a year.

Figure 2: Example CODE Report: Tracking a Teacher’s Annual Progress on Observation Scores
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Through this grant, we will customize the data storage and analytical capabilities of CODE to
accommodate its role as the “data backbone” of the HCMS. The CODE expansion will include:
¢ A more explicit link to professional development (PD) through the TAP System Training
Portal (see page 43 and other attachments for more Portal information). Based on
evaluation results, CODE will recommend specific areas for PD that the teacher may
immediately access on the Portal.
e Additional teacher information collection, including each teacher’s preparation program
and years of experience, which the principal may use to inform future hiring decisions.
¢ A simple query-builder that will allow principals to perform custom searches and

analytics based on the specific needs at their school site.
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The measures of performance in the proposed evaluation system: student growth at the
classroom and school levels, classroom practice, and a survey of responsibilities, align with each
district’s goals for instructional improvement. In addition, the individual indicators of the rubric
reflect specific instructional goals. For example, as stated above, Saydel has identified
“Grouping” as an area for improvement in many classrooms. On the TAP rubric (see Other
Attachments for a complete rubric), the “Grouping” indicator for an exemplary level of teaching
states, in part “Instructional groups facilitate opportunities for students to set goals, reflect on,
and evaluate their learning”. This descriptor also illustrates the link between the TAP rubric’s
descriptors of teacher practice and the Common Core standards for students which require that
students’ set goals, reflect on, and evaluate their own learning.

The results from classroom observations and student growth data will help the district
ensure it is on track to meet instructional goals. Evaluation results will also be used to inform
teachers’ ongoing professional development, career advancement, compensation, and a range of
other human capital decisions (see following section for more detail). In addition, we expect
district administrators to creatively use the data once it is collected. For example, district
administrators will be able to see the distribution of teacher effectiveness across their schools for
the first time. Based on this data, they will be able to make staffing and placement decisions
based on the combination of school needs and available human capital.

The proposed principal evaluation aligns each district’s instructional vision with
measures of principal performance. For example, the observation instrument used for principals,
the TAP Leadership Team (TLT) Observation Rubric, requires an exemplary principal to
“demonstrate expertise when presenting new learning as evidenced by his or her ability to

establish a strong sense of purpose demonstrated through the examination of data in order to
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connect what teachers are implementing to student achievement.” Like teachers, principals will

receive training in each of the evaluation measures (see 28 for more detail on principal

evaluation measures), ensuring that they understand the connection between the measures and

instructional improvement vision of the district. Having teacher and principal evaluation systems

that reflect the vision for instructional improvement, and using the data from the evaluation

system to inform other human capital strategies ensures that the entire HCMS is aligned to the

district’s vision for instructional improvement.

(2) Likely to increase the number of effective educators in the LEA’s schools, especially in
high-need schools, as demonstrated by (35 points)—
(i) The range of human capital decisions for which the applicant proposes to factor in educator
effectiveness—based on the educator evaluation systems described in the application.

In this subsection, we will also address Absolute Priority 1, section (2) and Requirement 1.

The following table details the human capital decisions that will include educator

effectiveness and the ways in which it is involved in decision making. For more detail on the

specific evaluation measures, see Selection Criteria b.

Table 1: Use of Educator Evaluation Data in Proposed HCMS

Human Capital

Description of the Policy

Use of Educator Effectiveness Data

Policy

Recruitment Districts seek to identify and The district will make every effort to
recruit effective educators, recruit teachers with a record of
particularly in STEM subjects, effectiveness, including in STEM
offering recruitment bonuses and | subjects. CODE data will be used to
tuition reimbursement for identify areas of need.
teachers to take classes to obtain | Recruitment bonus for hard to staff
proper endorsements. Central STEM positions will be $3000.
Decatur is developing a Effectiveness data will be used to
Professional Development target prospective new teachers from
Schools Model for student- student teacher pool, and tuition
teaching with Graceland reimbursement will be five $1000
University. allocations per year, also focused on

STEM

Hiring/Placement It is the policy of the District to The district will consider available
employ and retain the most teacher and principal effectiveness
effective and qualified personnel | data in hiring and placing personnel.
and ensure effective educators are | CODE system data will be used to
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available to all students especially
those with highest need

identify areas of highest need.

Performance-based
compensation for
teachers
(Requirement 1,
Model 1)

Every year, all teachers can earn
up to approximately 10 percent of
their compensation based on their
effectiveness. On top of this
performance compensation,
teachers who take on additional
roles and responsibilities may
earn a salary augmentation of
$4,500 as mentor teachers and
$9,000 as master teachers.

Districts will allocate $2,500 per
teacher into an annual performance
award fund. Teachers earn this
performance-based compensation
based on educator effectiveness, as
assessed by classroom observation
data and a responsibilities survey,
classroom-level student growth, and
schoolwide achievement growth.

Performance-based
compensation for
principals
(Requirement 1,
Model 1)

Every year, principals can earn up
to $7,500 based on their
effectiveness.

Principals may earn the bonus based
on effectiveness: 50% school wide
achievement growth, 20% TLT
observation rubric scores 30% on a
360-degree survey

Performance-based
compensation for
assistant principals

Assistant Principals can earn up
to $5,000 based on effectiveness.

Assistant principal performance-
based compensation will depend on
effectiveness: 60% school wide
value-added growth, 20% 360-degree
assessment, 20% leadership
assessment

Career
Advancement

(Requirement 1,
Model 1)

Teachers will have the
opportunity to take on additional
roles and responsibilities as
mentor and master teachers.

Consistently effective teachers that
have also shown an aptitude for
working with adult learners may
become master or mentor teachers,
and earn salary augmentations for
taking on additional roles and
responsibilities. Educator
effectiveness data (see Selection
Criterion B for details) must be used
in career advancement. Once
promoted, master and mentor teachers
must continue to be effective to retain
their positions.

Professional
Development for
Teachers (including
induction and

Professional development will
occur weekly in on-site “cluster
groups” led by master and mentor
teachers. Both the topic of cluster

Teacher classroom observation data is
routinely entered into the CODE
system and directly guides teacher
PD. The principal, master teacher,

mentoring groups and the individualized and mentor teachers will analyze
activities) follow-up will be informed by the | teacher observation data twice a
schools’ instructional goals, the month to evaluate the needs of
needs of the students, and the teachers as a group, by grade level,
needs of the teachers. STEM and individually. Their analysis will
teachers will have support for highlight particular areas of need that
15
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additional coursework at local
universities.

they will incorporate into cluster
meetings as well as in-class follow up
(co-teaching, modeling, etc.).

Professional District executive master teachers | Principal scores on the TLT rubric
Development for and/or project directors deliver (observation tool) inform coaching
Principals onsite coaching during school throughout the year; analytics

year available in CODE.
Retention/Dismissal | Effectiveness is a factor in More accurate evaluation system

granting movement from
probationary to non-probationary
status after three years.
Effectiveness is a factor in
dismissal and staff reduction.

gives districts better data on which to
determine effectiveness. Saydel has
already specified new evaluations
will be the first criteria in staff
reductions.

(ii) The weight given to educator effectiveness—based on the educator evaluation systems
described in the application—when human capital decisions are made;
Educator effectiveness data will play a central role in a range of human capital decisions

discussed above. We will distinguish between those policies where educator effectiveness is the

only factor in a policy, a primary driver of a policy (“Strong weight”) and where educator

effectiveness is one of several factors driving a policy (“Moderate weight”). During the first two

years of the grant, educators will become more familiar with the evaluation system. At that

point, in year 3, each district will form a committee with teachers and teacher representatives, as

well as administrators and district leaders, to consider changes to the salary schedule.

Table 2: Weight of Educator Effectiveness in Proposed HCMS

Human Capital
Policy

Weight of Educator Effectiveness

Data

Other Factors Used in Making
the Human Capital Decision

Effectiveness the ONLY Factor

Performance-based | All of teacher performance-based None.
compensation for compensation will depend on
teachers effectiveness: 50% on classroom
evaluations, 30% on classroom value
added growth, 20% on schoolwide
value added growth
Performance-based | All of principal performance-based None.

compensation for

compensation will depend on

principals effectiveness: 50% schoolwide value-
added growth, 30% 360-degree
assessment, 20% leadership
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assessment

Performance-based
compensation for
assistant principals

All of assistant principal
performance-based compensation will
depend on effectiveness: 60%
schoolwide value-added growth, 20%
360-degree assessment, 20%
leadership assessment

None.

Effectiveness Has Strong Weight

Career To be considered for a master or Teacher competence with adult
Advancement mentor teacher position, a teacher learners also taken into account,
must have a record of effectiveness. but a teacher without strong
To retain a master or mentor teacher | evaluation data will not be
position, the teacher must maintain a | promoted.
record of effectiveness.
Professional Evaluation data is one of the primary | School goals, individual growth
Development for drivers of teacher PD. TAP leadership | plans, student needs also guide
Teachers team members regularly enter teacher | PD.
observation data into CODE and use
CODE analytics to determine
appropriate PD.
Professional Evaluation data is one of the primary | School and district goals, student
Development for drivers of principal PD. District needs also guide PD.
Principals executive master teachers and/or

project directors regularly enter
teacher observation data into CODE
and use CODE analytics to determine
appropriate PD.

Effectiveness has Moderate Weight

Recruitment/Hiring/
Placement

It is the policy of the District to
employ and retain the best qualified
personnel, and the district will use
educator effectiveness to help
determine which teachers should be
recruited, hired and placed

Vacancies, educator experience
and qualifications also factor into
recruitment, hiring and placement
decisions.

Retention/Dismissal

Effectiveness data will be considered
in moving from probationary to non-
probationary status; effectiveness a
criteria in staff reduction, as well as
dismissal.

Other factors taken into account
in granting non-probationary
status, in staffing reductions, and
dismissals

TAP has substantial experience in effectively structuring and presenting performance

incentives that affect behavior, including in rural communities where more than one third of TAP

schools nationwide are located. Research has shown that features other than the magnitude of
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awards, such as how incentives are structured and presented, also affect behavioral and
educational outcomes (Bonner, 2002; Heneman, 1998; Taylor et al., 2009). TAP's
comprehensive approach to the size and structure of incentives affects behavior in two key ways.
One is to elicit motivated participation in the process of continuing improvement in teaching and
leadership skills, based on evaluation and on-site professional development. TAP's success in
this is shown by student achievement growth results, teacher growth in instructional quality
measures and staff survey data (NIET, 2010). The second way TAP incentives affect behavior is
to attract effective teachers and principals to high-need schools and retain them because of the
opportunities for expanded pay, career opportunity and the supportive working environment TAP
creates. Evidence of success is shown in Figure 5 (p. 23) "Increased Retention of Highly
Effective Teachers in TAP Schools" and is confirmed by staff survey data (NIET, 2010). By
recruiting and retaining effective educators, TAP schools improve student outcomes over time.'
These policies will support both districts in attracting and retaining educators who share the
districts’ visions that all children can achieve at high levels. As shown in the chart on page 25,
educators in TAP schools across the country have significantly increased their skills while in a
TAP school.
(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;

The HCMS described above is feasible, and is aligned with existing work in these
districts. As mentioned earlier, lowa districts already have the ability to use effectiveness data
in HCMS decisions. lowa state law provides teachers the ability to move from probationary to

non-probationary status after three years if effectiveness can be demonstrated. As a state with a

strong tradition of local control, districts make the determination of effectiveness in lowa.

' See “Other Attachments” for a full presentation of the research that supports why our weighting
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Saydel’s policy on staff reduction, changed last spring, considers effectiveness the first criteria.
Central Decatur’s local policy includes effectiveness as a factor in employment decisions.

Saydel’s teachers and principals are familiar with the indicators in TAP’s classroom
observation rubric through their work on similar indicators in the Saydel Model of Effective
Teaching (see Other Attachments). Educators in Saydel are also familiar with these indicators
through the Comprehensive School Improvement Assessment which used Bloom’s Taxonomy
among other resources to describe the effectiveness of instruction taking place in classrooms.
Saydel educators have used a range of student growth measures including DIBELS and the A
Assessments (formerly ITBS and ITED) as well as the A Assessments writing component.

In Central Decatur, principals and literacy coaches are providing detailed feedback to
teacher on their practice using Bloom’s Revised Taxonomy and other resources for evaluating
classroom practice that are reflective of the same indicators in TAP’s classroom observation
rubric. Central Decatur educators are also familiar with a range of student growth measures
including Measures of Academic Progress (MAP) in grade 2 through grade 11.

This grant will support the districts in creating a new evaluation system to bring measures
of teacher and principal practice and student growth into additional HCMS functions.

The Superintendent Chris Coffelt in Central Decatur describes this work, “In looking to the
future, it is clear we need to focus on: an improved and, most importantly, aligned human capital
management system that is based on an evaluation system guided by research-based rubrics and
multiple sources of performance data, provides teachers with pathways to added leadership,
instructional coaching in classrooms, pay structures that incentivize improvement, as well as
recruitment and retention of effective teachers and principals. This system would directly tie to

the work that is occurring in professional development such that evaluation and PD are no longer
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separate systems, but rather part of an integrated system referred to as teacher professional
growth and development.

The TAP system that Central Decatur and Saydel will be implementing has been fully
and successfully implemented in new schools across the country, including rural schools in
Texas, South Carolina, Indiana, Louisiana and Arkansas, with planning and training assistance
from NIET. NIET will provide the same support and training to Central Decatur and Saydel that
it has to hundreds of other TAP schools, ensuring the feasibility of the HCMS. Further, the
CODE system described above can be set up in the district immediately.

(iv) The commitment of the LEA leadership to implementing the described HCMS, including all
of its component parts; and

Both districts’ leadership are fully committed to the implementation of the HCMS as
described above and in their support letters. Saydel’s School Board approved the district’s
partnership with NIET to implement TAP and the proposed HCMS this summer, as did the
School Board in Central Decatur. Board member letters are attached. As stated in a letter from
the Saydel School Board President Paul Breitbarth, “This program addresses the needs of our
district to improve staff and students. It includes the process and tools that will increase
professional growth of staff and advance student achievement. The funding will allow us a more
collaborative effort, better accountability, and incentives for our staff. The four parts of the TAP
program are completely in line with our goals. This TIF grant would greatly enhance our
Challenge 2018 program for student achievement.” The principals of each participating school
have committed to implementing all aspects of this reform as described in their letters of support.
The teacher’s union in each community has also endorsed the project and sent a letter of support,
as have higher education institutions in these communities. Please refer to the MOU for the

leadership’s explicit commitment to implementing all parts of the HCMS detailed in this grant.
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(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.

In this subsection, we will also address Absolute Priority 1, section (3). The adequacy of the

financial and nonfinancial strategies and incentives in TAP to attract and retain effective
educators in high need schools can be seen in the examples below. Using these strategies and
incentives in another TAP site, the Algiers Charter Schools based in New Orleans, resulted in

closing achievement gaps in math and English Language Arts within five years.

Figure 3: Increased Educator Effectiveness Leads to Student Achievement Growth

PERCENT OF STUDENTS SCORING BASIC CR ABOVE IN MATH PERCENT CF STUDENTS SCORING BASIC OR ABOVE IN ELA
Louisiana statewide average versus cohort of ACSA schools Louisiana statewide average versus cohort of ACSA scheols

/71,2 /.70.6

PERCENT OF Gap=+4.0 BERCENT OF Gap=+2.6
STUDENTS STUDENTS
46.2 455
Gap=-14.2 Gap=-15.4
2006-07 2010-11 2006-07 2010-11
STATEWIDE
B ~csa

ACSA data shown for all § schools in

Source: LROE data; analysis by NIET
ACSATAP from 2006-07 through 2008-11

using student-weighted averaqes

Recruiting Effective Educators

In an annual anonymous survey distributed to all TAP teachers; one in three reported moving to
a TAP school from a less affluent school — an example of the success of the combination of
financial and nonfinancial incentives in TAP. Central Decatur and Saydel CSDs will be
implementing the same policies and can expect similar results. In the proposed HCMS, effective
teachers may earn more compensation for taking on additional leadership roles and

responsibilities. Effective teachers and principals also earn additional compensation through
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performance-based pay. Coupled with existing recruitment strategies, additional salary and
supports for STEM teachers, Central Decatur and Saydel can expect to recruit effective teachers.
Developing Instructional Skills of All Teachers

All TAP teachers participate in weekly professional development led by master and mentor
teachers. This intensive support has resulted in TAP schools growing the effectiveness of all of
their teachers. In the chart below, note that average teacher performance in TAP schools is
significantly increasing. This is particularly encouraging because the teacher observation scores
shown are positively correlated with student achievement growth. Central Decatur and Saydel

will implement TAP’s PD and can expect to grow a more effective teaching staff.

Figure 4: Improvement in Teacher Performance Across TAP Schools

Improvermnent in TAP Teachers’ Observed Instructional $kills
National 3-year Cohort, 2008-09 to 2010-11
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Retaining Effective Educators
Effective teachers tend to stay in TAP schools at a higher rate than less effective teachers, as

shown below. Effective teachers are incentivized to stay due to the opportunities for career
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advancement, additional pay for leadership roles and performance, and the ongoing support from
TAP’s evaluation and professional development. Over time, this means that TAP schools have a
larger number of effective teachers. Again, because these two districts will implement all

elements of the TAP system, they can reasonably expect to achieve similar results.

Figure 5: Increased Retention of Highly Effective Teachers in TAP Schools?
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Teacher's Skills, Knowledge,
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Given TAP’s success and Central Decatur and Saydel commitment to these changes, the
financial and non-financial incentives in place are highly likely to attract and retain effective

educators in district schools, all of which are high-need schools.

(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 (2 points);

Teachers and principals in Central Decatur and Saydel will be evaluated annually using

multiple measures, which are combined using a clearly defined evaluation rubric to rate their

* Probability of staying or leaving as related to TAP ratings for 7377 teacher-year cases, in 138 schools, in
12 states, for years 2004-05 through 2007-08. Retention includes teachers who stayed in TAP, including
master and mentor teachers. Turnover includes those who became administrators, moved to non-TAP
schools, took leaves longer than a year, or left teaching.
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performance on four levels. In this subsection, we will address Absolute Priority 2. sections (1),

(2) and (3).

Evaluating Teachers

Teacher effectiveness will be evaluated annually based on multiple measures, including student
achievement growth at the classroom and school-wide level, the average of scores from four or

more classroom observations each year, and a teacher responsibilities survey. (Absolute Priority

2. section (1))

Multiple observation-based assessments per year. Teachers will be evaluated by members of the
TAP Leadership Team (i.e., principal(s), assistant principal(s), master and mentor teachers) in

each school four or more times a year (Absolute Priority 2. section (21)) in announced and

unannounced classroom observations using the Skills and Knowledge rubric from the TAP Skills,
Knowledge and Responsibilities Performance Standards (Standards). Each teacher will be
evaluated by three different people. Evaluators are annually recertified before conducting
evaluations (see page 32 for more detail). The Standards cover “Instruction,” “Designing and
Planning Instruction,” and “The Learning Environment” as defined in 19 indicators scored on a
5-point rubric that ranges from Unsatisfactory (1) to Proficient (3) to Exemplary (5). See below

for an example indicator and Other Attachments for the complete rubric.

Figure 6: Indicator from the Standards - ''Academic Feedback"

Exerplary (5) Proficient {3) Unsatisfactory (1)
Academic *  qral and written feedback is consistenthy *  qral and written feedback is mostly academicalby ®*  The quality and timeliness of feedback is
Feedback academically focused, frequent, and high guality. focused, frequent, and mostly high quality. inconsistent.
*  reedback is frequently given during guided *  Feedbark is someatimes given during guided prartice  ®  Feedback is rarely giwven during guided practice and
practice and homewark review, and homewark review, homework review.
®  The tearher circulates to prampt student thinking, *  The teacher circulates during instructional activities ®  The teacher circulates during instruetional activities,
assess each student's progress, and provide to support engagement and manitor student work. hut monitors mostly behavior,
individual feedback. *  Feedback from students is sometimes used to ®*  Feedback from students is rarely used to monitor or
*  reedback from students is regularly used to monitor and adjust instruction. adjust instruction.

manitor and adjust instruction.
*  Teacher engages students in giving spacific and
high-quality feedback to one anather,

The rubric is shared and explained to teachers providing them with the standards to which they

will be held accountable before they are evaluated. As mentioned previously, teachers in both
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districts are familiar with the indicators in the rubric through prior work. TAP teacher
evaluations produce more than a score; before each announced visit, teachers have a “pre-
conference” session with their evaluator to discuss expectations and areas of focus. After every
classroom observation there is a “post-conference” session which offers teachers the opportunity
to develop a plan for building on strengths and improving weaknesses. Evaluators must present
evidence supporting the score they assigned to the teacher, further increasing the credibility,
relevancy and transparency of the evaluation system. Additionally, the teacher must self-reflect
and score each component of the lesson.

Responsibilities survey. Leadership performance standards are established for master, mentor and
career teachers, providing an additional measure of effectiveness. These performance standards
are measured using a responsibilities survey that takes into account the different responsibilities
and leadership roles of the teachers in each position. The survey is scored on a 5-point rubric that
ranges from Unsatisfactory (1) to Proficient (3) to Exemplary (5). The average score on the
responsibilities survey is combined with the average scores on the observation-based rubric
(Skills and Knowledge) to form a final Skills, Knowledge and Responsibilities score (SKR
score). See below for an example indicator and Other Attachments for the complete rubric.

(Absolute Priority 2, sections (2iii))

Figure 7: Indicator on the Responsibilities Survey - "'Growing and Developing Professionally"’

Performance Standard Exemplary {(5) Proficient (3)  Unsatisfactory (1)

3. The career teacher develops and works on a yearly
plan for new learning based on analyses of school
improvement plans and new goals, self-assessment,
and input from the masterfmentor teacher and principal
observations.

Regularly Sometimes Rarely

Student growth measures. Teacher effectiveness and differentiated compensation will depend in

significant part on student growth measures at the classroom level. For grades and subjects with
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available state or benchmark tests, districts will use a “value-added” model from an experienced
vendor to measure the contributions of teachers and schools to student achievement during a
school year. For grades and subjects without state or benchmark tests, they will calculate student
growth using student learning objectives (SLOs). Teachers will develop their SLOs with their
TAP leadership team. The TAP leadership team will then use a rubric to determine the rigor of
the SLOs, and will continue to work with teachers until all have developed rigorous SLOs. To
ensure that the SLOs used in this grant are high-quality measures of growth, Central Decatur and
Saydel will invest in intensive training for leadership teams on developing and evaluating SLOs.
This training will occur in the first and second year of the grant, with technical assistance in Year
3. Additionally, in the first year of implementation only, as they work to build accurate systems
for SLOs, schools may make SLOs 10% of overall evaluation. The minimum percentage weight
for SLOs after that first year will be 20% as described later. Growth calculated using SLOs and

classroom value-added growth will be measured on a five-point scale. (Absolute Priority 2,

section (2ii))

Additional factors. All teachers’ evaluations will also partially depend on value-added growth at
the school level scored on a five-point scale.

Saydel and Central Decatur will convene TAP Implementation Committees in Year 1 of the
grant that include members of the leadership team (principal, master and mentor teachers) and
any other key stakeholders within the school building to determine the overall evaluation rating
for teachers in untested grades and subjects (using SLOs) within the specified ranges. The TAP
Implementation Committees will reconvene in Year 3 of the grant to reexamine the weights

given to each of the measures. (Absolute Priority 2. section (3))
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Teachers with classroom VA

Teachers with SLOs

SKR Score* 50%

SKR Score* 50%

Schoolwide Value-Added Score (SWVA)
20%

Schoolwide Value-Added Score (SWVA)
20% - 30%

Classroom Value-Added Score (CLVA)
30%

Student Learning Objective Growth (SLO)
20% - 30%

*Note: Includes the average classroom observation score and the responsibilities survey score.

Teachers’ weighted scores based on the above determine their overall evaluation rating.

Weighted Average Score Overall Evaluation Rating
1.0-1.99 Unsatisfactory

2.0-2.99 Developing

3.0-3.99 Proficient

4.0 -5.00 Exemplary

“Unsatisfactory” teachers are ineligible for performance pay. Teachers will automatically fall

into the “Unsatisfactory” performance rating if they do not meet performance minimums on the

SKR score (average score below a 2.0); classroom value-added (score below a 2.0); or SLOs

(score below a 2.0). Both “Developing” and “Proficient” bands contain effective teachers.

“Exemplary” teachers are highly effective. A low schoolwide value-added score will not result in

a teacher automatically being rated “Unsatisfactory”, as we do not want to discourage otherwise

effective teachers from moving to struggling schools.

The following table illustrates outcomes for three teachers at the same school:

Teacher A Teacher B Teacher C

SKR Score 2.5%50% =1.25 1 - Automatic 4*%50% =2

“Unsatisfactory”

1*50% =0.5
SWVA 4 *20% = 0.8 4 *20% =0.8 4 *20% =0.8
CLVA 2*30% =0.6 2*30% =0.6 S*30%=1.5
Weighted Average Score 2.65 1.9 4.3
Effectiveness Rating Developing Unsatisfactory Exemplary
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Evaluating Principals

Principal effectiveness will be evaluated annually (Absolute Priority 2, section (1)) based on
student achievement growth at the school level, scores on 360-degree assessment of principal
effectiveness, and TAP Leadership Team (TLT) observation scores.

Multiple observation-based assessments per year. Principals will be observed two or more times

a year during the TAP Leadership Team (TLT) meetings. (Absolute Priority 2, section (21)) TLT

meetings occur weekly and drive the implementation of the TAP model at the building level,
helping to ensure a strong degree of fidelity to TAP implementation. Principals facilitate them as
the instructional leader in the school.

Student growth measures. A significant portion of principal effectiveness will depend on student

growth measured by school-wide value-added scores. (Absolute Priority 2, sections (2ii))

Additional assessments. Central Decatur and Saydel will use a valid and reliable 360-degree
assessment” to measure the effectiveness of a principal’s key leadership behaviors that influence
teacher performance and student learning using a multi-rater, evidence-based approach.

(Absolute Priority 2, section (2iii))

Generating an overall evaluation rating for principals. Half of the principal evaluation rating
will depend on schoolwide value-added scores, 30% will depend on the 360-degree assessment,
and 20% will depend on the average score from TLT observations. Principals’ weighted scores

based on the above determine their overall evaluation rating. (Absolute Priority 2, section (3)

> A 360-degree assessment indicates that an individual is evaluated by his or her subordinates,

peers and superiors, and occasionally includes a self-evaluation component.
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Weighted Average Score Overall Evaluation Rating
1.0-1.99 Unsatisfactory

2.0-2.99 Developing

3.0-3.99 Proficient

4.0 -5.00 Exemplary

“Unsatisfactory” principals are ineligible for performance pay. Principals will automatically fall
into the “Unsatisfactory” performance rating if they do not meet performance minimums on the
TLT score (average score less than 2.0) or on the 360-degree survey instrument (score less than
2.0). Both “Developing” and “Proficient” bands contain effective principals. “Exemplary”
principals are highly effective.
Evaluating Assistant Principals
Assistant principals in these schools help principals implement all aspects of the PBCS system,
and therefore will be evaluated using the same measures. However, since principals have a more
pronounced leadership role both generally and in leading TL'T meetings, assistant principals will
be evaluated with different weights. Schoolwide student achievement growth is still the primary
goal, so 60% of the APs’ evaluation will depend on the schoolwide value-added score. Since the
APs help plan TLT meetings, 20% of the evaluation will depend on the principal TLT score, and
the remaining 20% will depend on the results of the 360-degree survey of their observed
leadership skills. Cut scores and overall ratings will be the same as those used for principals.
(2) Each participating LEA has presented (4 points)--
(i) A clear rationale to support its consideration of the level of student growth achieved in
differentiating performance levels; and

To send clear messages about the importance of student learning growth, Central Decatur
and Saydel will make measures of student growth 50% of teacher overall effectiveness ratings.

In addition, despite scores on other measures, very low scores on student growth measures make

educators ineligible for performance-based compensation.
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For principals, the schoolwide value-added score is the single largest contributor to their
overall evaluation rating (50%). Principals are the instructional leaders of a campus, and districts
will hold them accountable for the overall success or failure of a school to achieve its
instructional and achievement goals, which included having every student achieve a year or more
of growth each year.

(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;

Central Decatur and Saydel will contract with a reputable provider of value-added calculations.
Value added is a well-established and widely recognized methodology for measuring student
learning growth as evidenced by the U.S. Department of Education’s promoting value added as a
preferred method of measuring student growth. Beyond tracking the difference in scores of the
same students from one year to the next, value added estimates the impact schools and teachers
have on student learning isolated from other contributing factors such as family characteristics
and socioeconomic background (Braun, 2005; Goldschmidet, et al., 2005). School districts that
are implementing TAP district-wide often use value-added data to identify schools, grades and
content areas that have or have not increased student achievement. These data help district
officials target professional development. Value-added analysis can be used to differentiate
ineffective and effective levels of teacher and school performance as referenced against rigorous
standards of expected student growth for an academic year (Goldhaber, 2010; Glazerman et al.,
2011). Value added scores have been shown to fluctuate with teachers’ class, grade and subject
area (Rockoff & Speroni, 2010; Steele et al., 2010). Though any single measure of performance
will contain error and only capture one aspect of performance, used in concert with other
measures of performance, value added remains a highly predictive measure of future student

gains (Steele et al., 2010).
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Central Decatur and Saydel will adopt student learning objectives as a measure for
student growth in non-tested grades and subjects to determine teacher and principal
effectiveness. Teachers’ and principals’ ratings are based on progress toward a specific learning
target as measured from a baseline. Student learning objectives have been in use in several
districts and states including: Austin ISD (TX), Charlotte-Mecklenburg (SC), Denver Public
Schools (CO), Houston ISD (TX), Georgia, Indiana, New Haven (CT), New York, and Rhode
Island. Recommendations for student learning objectives developed by the Community Training
and Assistance Center (CTAC) state that high quality objectives should specify the targeted
population, the interval of instructional time, expected growth, justification for assessment used,
rationale for the objective, content taught, and methods and interventions to be used to support
the objective (Slotnik & Smith, 2008). Student learning objectives can be evaluated for rigor
before approval against quality rubrics to ensure the objectives and methods of assessment are
appropriate. Progress towards meeting objectives is determined by a trained designee, such as an
administrator or committee of colleagues, against agreed upon benchmarks and types of
evidence. Meeting student learning objectives assessed as high rigor has been positively
associated with higher mean achievement scores for teachers on conventional assessments as
compared to teachers with lower quality objectives (CTAC, 2004). The comparability of student
learning objectives can be enhanced with common requirements across teachers or
administrators, for instance incorporating a shared assessment or basing the objective on school-

or district-wide goals (Goe & Holdheide, 2011).
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(3) Each participating LEA has made substantial progress in developing a high-quality plan
Jor 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 (13 points);

Central Decatur and Saydel CSDs will use the TAP System to support 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.

Highly Qualified Evaluators Conduct Educator Observations. Teachers will be evaluated by
members of the school’s TAP Leadership Team (i.e., principal(s), assistant principal(s), master
and mentor teachers) four or more times a year in announced and unannounced classroom
observations. Evaluators receive four days of in-person training in the evaluation rubric and
system, as well as ongoing direct and online support, and must pass a certification and annual
recertification test (see below for more detail).

Principals will be evaluated by the District Executive Master Teacher (DEMT) using the
TAP Leadership Team rubric. DEMTSs must first complete TAP training, including evaluator
training on this rubric, and pass a certification and annual recertification test (see page 34 for
more detail).

Ensuring Teacher Evaluator Accuracy and Inter-rater Reliability. Before members of a school’s
leadership team can perform evaluations, they must successfully complete an eight-day training
program (with four days devoted to evaluation and four days to other elements of TAP) that

culminates in a performance-based certification assessment and is followed by annual

recertification tests, taken on the TAP System Training Portal. This is followed by consistent,
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on-site support from the project director. Since school leadership teams bear responsibility for
ensuring valid and reliable ratings, all members of the team must train together.

Team members are provided with in-depth instruction on the rubric, breaking down each
domain and carefully examining every performance indicator. Importantly, the training sessions
also teach evaluators how to plan for and conduct required post-conference meetings with
teachers. At the end of the training each member of the leadership team must pass a performance
assessment in which they show they can gather sufficient evidence to arrive at an accurate score
that is in line with national raters, and can demonstrate their understanding of how to
conceptually plan an effective post-conference.

During the school year, leadership teams will take explicit responsibility for ensuring the
quality of teacher evaluations. Teams devote at least one meeting per month to discussing issues
related to evaluation and analyzing data to identify potential problems with inter-rater reliability,
the extent to which evaluators are consistently applying the TAP Rubric when evaluating
lessons. Using CODE, TAP leadership teams will monitor inter-rater reliability. The figures in

the following chart illustrate reports that can be used to check inter-rater reliability.
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Figure 8: Example CODE Charts Monitoring Inter-rater Reliability

Example of CODE Chart for Monitoring Inter-Rater Reliability:
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Leadership teams will employ a number of strategies to monitor inter-rater reliability and
guard against score inflation or to calibrate evaluations if CODE reports reveal problems. They
can conduct teamed evaluations, either as a formal part of the evaluation process or on an
informal basis as necessary. NIET has compiled an extensive video library of lessons available
on the TAP System Training Portal that have been scored by national raters. School leadership
teams are encouraged to make use of the videos during leadership team meetings to troubleshoot
issues and ensure that team members are continuing to apply the TAP Rubric consistently and
accurately after they have been certified.

Ensuring Principal Evaluator Accuracy and Inter-rater Reliability. Before evaluating principals
using the TL'T Observation Rubric, district leaders have to participate in a one-day training,
which covers leadership team planning expectations, leadership team facilitation, leadership
team member participation, leadership team connection to TAP, and leadership team meeting

outcomes. At each leadership team meeting there are specific TAP elements that are discussed
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which include one or more of the following: data, individual growth plans, cluster and evaluation
(includes inter-rater reliability). Evaluators of principals must be familiar with the elements of
the leadership team meeting in order to observe if those elements are present, along with
measurable and specific outcomes and action-oriented follow up. After the training, they must
complete a certification and annual recertification assessment each year.

To ensure inter-rater reliability for principal evaluations, groups of certified principal
evaluators calibrate principal evaluation scores throughout the year. Principal evaluators can
watch videos of leadership team meetings through the TAP System Training Portal and then
collect evidence and score them according to the TLT rubric and compare them in order to
determine whether or not they have inter-rater reliability with one another. Through this grant,
we will expand CODE’s capabilities for analyzing principal data for inter-rater reliability.
Teachers Evaluated Using a Research-Based Observation Tool.

The TAP Skills, Knowledge and Responsibilities Performance Standards (Standards)
establish a 19-indicator, research-based observation rubric of effective teaching, spanning the
sub-categories of instruction, designing and planning instruction, and the learning environment.
The rubric offers a content-neutral, objective means to evaluate teacher effectiveness on a five-
point scale (see page 25 for an example indicator).

The Standards were developed based on education psychology and cognitive science
research focused on learning and instruction. They are aligned with professional teaching
standards as they were based on an extensive review of publications from national and state
teacher standards organizations.” The Standards identify a range of proficiency on various

indicators, providing a more accurate representation of teachers’ instruction. The following chart

* See Daley & Kim (2010) for a complete review of relevant studies.
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shows that teacher ratings are widely distributed in TAP schools, far different from the

inflationary pattern seen in other traditional evaluation systems.

Figure 9: TAP’s Observation Rubric Differentiates Effective from Ineffective Teachers®
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The SKR score has been shown to be valid and reliable based on the following findings.
Higher SKR scores for teachers during the school year are associated with higher value-added
scores for their students at the end of the year, regardless of the school’s overall level of
performance (see Figure 10). This provides an important validation of TAP’s teacher evaluation

system and its link to improvements in student achievement.

> Data for 5 districts from Weisberg et al (2009)
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Figure 10: TAP Teachers with High Classroom Observation Scores Also Have Students with High Value-
Added Growth®
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Research-Based Principal Observation Tool Measures Leadership Capacity. The TLT
Observation Rubric measures principal effectiveness based on a participatory, action research
approach to addressing the four main areas of TAP implementation: data analysis, cluster
implementation, growth plans and the evaluation process (inter-rater reliability). The TLT rubric,
which is aligned with professional leadership standards, measures the principal as a facilitator,
sharing leadership and engaging other members. The constant analysis and cyclical nature of the
TLT rubric aligns to the action research approach which seeks to create knowledge, propose and
implement change, and improve practice and performance (Stringer, 1996). Kemmis and
McTaggert (1988) suggest that the fundamental components of action research include the
following: (1) developing a plan for improvement; (2) implementing the plan; (3) observing and
documenting the effects of the plan; and (4) reflecting on the effects of the plan for further
planning and informed action. New knowledge gained results in changes in practice (see also,

Fullan, 2000).

¢ Using data for 2,375 TAP teachers nationally for school years 2006-07 to 2009-10.
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(4) The participating LEA has experience measuring student growth at the classroom level,
and has already implemented components of the proposed educator evaluation systems (4
points);

Both districts have experience measuring student growth at the classroom level, and
measuring teacher practice using indicators similar to those on the TAP rubric. The assessments
that are currently being used in Saydel include DIBELS and the Iowa Assessments. Central
Decatur uses a number of classroom level assessments including Measures of Academic Progress
(MAP) in grades 2 thru 11.

The Common Core State Standards in Literacy and Mathematics were integrated into the
Iowa Core by Iowa State Board of Education action in 2010. All school districts are required to
fully implement the Iowa Core in grades 9-12 by July 1, 2012 and grades K-8 by the 2014-2015
school year. Iowa teachers are expanding their knowledge of learning and pedagogy as they
develop the content of the Iowa Core into rigorous and relevant lessons that help them teach for
understanding and learner differences. Central Decatur and Saydel continue to investigate more
informative, effective, and authentic assessments of learning growth as part of this process.

In addition, each district is committed to creating a more accurate and useful teacher
observation and feedback tool. As described earlier, Saydel teachers already have experience
developing a model of effective teaching that identifies the same skills and knowledge captured
in the TAP rubric. Central Decatur has similarly begun a discussion among educators in the
district on the elements of effective instruction and how to measure these practices. Central
Decatur’s instructional coach at the elementary level is providing feedback for improvement

based on observations of classroom practice on indicators that align to those in the TAP rubric.

(5) In the case of teacher evaluations, the proposed evaluation system (6 points) —-
(i) Bases the overall evaluation rating for teachers, in significant part, on student growth;
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Central Decatur and Saydel will require that 50% of overall teacher and principal
evaluations depend on student growth measures. See B(2)(i) for additional detail.
(ii) Evaluates the practice of teachers, including general education teachers and teachers of
special student populations, in meeting the needs of special student populations, including
students with disabilities and English learners;
The TAP rubric offers a content-neutral; objective means to evaluate effectiveness that applies to

any teacher, including teachers working with special student populations, as seen below:

Examples of “proficient” teaching on TAP rubric indicators that apply to special student

populations

Indicator Evaluation of “Proficient” Practice That Relates to Special
Student Populations

Instructional Plans Instructional plans include evidence that plan is appropriate for the
age, knowledge, and interests of most learners.

Instructional Plans Instructional plans include evidence that the plan provides some
opportunities to accommodate individual student needs.

Lesson Structure and Pacing is appropriate and sometimes provides opportunities for

Pacing students who progress at different learning rates.

Teacher Knowledge of | Teacher practices display understanding of some students’ anticipated
Students learning difficulties.

Teacher Knowledge of | Teacher sometimes provides differentiated instructional methods and

Students content to ensure children have the opportunity to master what is
being taught.

Expectations Teacher sets high and demanding academic expectations for every
student.

The Algiers Charter Schools Association (ACSA), another project which has been
implementing TAP for more than four years, has achieved significant progress with its special
education students. While the state average graduation rate for students with special needs is
about 40%, ACSA’s graduation rate for students with special needs reached 70% in the 2010-11
school year (ACSA, 2012). Given the success of the ACSA with the TAP System, it can be
reasonably assumed that Central Decatur and Saydel can expect to have comparative success

with its special education students.
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An article from the Special Ed Advisor directly addresses the TAP system’s applicability
to special populations, “Because special education teachers are integrated into the TAP
professional development system, they not only have the opportunity to be involved with grade-
level and other content teachers, but the grade-level and content teachers also have the
opportunity to learn a wealth of individual learning strategies that can be applied in the regular
37

education environment.

(6) In the case of principal evaluations, the proposed evaluation system (6 points)—
(i) Bases the overall evaluation rating on, in significant part, student growth; and

For principals, the schoolwide value-added score is the single largest contributor to their overall
evaluation rating, at 50%.

(ii) Evaluates, among other factors, a principal’s practice in—

(A) Focusing every teacher, and the school community generally, on student growth;

During the creation of the school plan the principal leads the leadership team and their
faculty in an in-depth examination of data in order to determine school-wide areas of need. The
areas of need are identified and then school goals, yearly cluster goals and cluster cycle goals are
crafted that will meet the identified academic need. The process of creating the school plan
requires the principal to focus every teacher and the school community on student growth. This
school plan then becomes the driver of all the professional development learning that will occur
in the school through cluster group meetings, teacher support, and evaluation of teachers. The
principal leads the team in monitoring student growth toward the goals that in the school plan.
The districts will use the TLT observation rubric to assess the degree to which principals

accomplish these tasks.

(B) Establishing a collaborative school culture focused on continuous improvement; and

7 Stark, Gary and Kelly Hanson. (2007). Comprehensive Reform Can Lead To Increased Achievement for
Special Ed Teachers and Students. Special Ed Advisor. Retrieved from
http://www .tapsystem.org/pubs/special_ed_advisor_0207.pdf
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The school plan fosters a collaborative school culture focused on continuous
improvement. The leadership team periodically monitors school data in order to determine if
gains are being met in identified student skill areas. The leadership team also monitors weekly
cluster groups and implementation of strategies in order to determine if gains are being made.
Through the evaluation process every teacher, including the master and mentor teachers, receive
an area of reinforcement, or strength and an area of refinement, or need. Every teacher has an
area to improve upon continuously through the evaluation process. Both the TLT observation
rubric and the 360-degree survey evaluate the principal’s ability to establish a collaborative
school culture focused on improvement. Data from an anonymous annual survey of TAP

educators demonstrates sustained high levels of collegiality among staff, as shown below.

Figure 11: TAP Teachers Report High Levels of Collegiality
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(C) Supporting the academic needs of special student populations, including students with
disabilities and English learners, for example, by creating systems to support successful co-
teaching practices, providing resources for research-based intervention services, or similar
activities.

One of the key roles of administrators in this model is to plan and deliver proactive and

meaningful weekly Leadership Team meetings. Unlike more traditional “update” meetings, these
Leadership Team meetings more closely resemble the specificity and focus of TAP's cluster
group meetings. The team is thoroughly trained on the applicable topics (data analysis, cluster

operations, individual growth plans, and the evaluation process). During the data analysis
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portion, the team disaggregates student data and examines impact on all sub-populations
(including but not limited to students with disabilities and English language learners). The team
then questions and analyzes specific instructional strategies and their applicability for all sub-
groups in the building.

Through the cluster group meetings cluster leaders establish individualized and
differentiated plans for supporting teachers through co-teaching, demonstration lessons,
modeling lessons, and observation with feedback. The principal monitors and observes the
cluster group meetings and ensures that the cluster group leaders are managing systems for
teachers to receive support with the implementation of strategies that will support the academic
needs of special student populations. As previously stated the cluster groups analyze student
work and in particular how strategies are being implemented with special student populations.
As principals are evaluated on the TAP Leadership Team rubric in this indicator they are
required to make connections for the Leadership Team on precisely how the various student
populations are being supported.

Absolute Priority 2 (4) — The applicant’s timeline for implementing its proposed LEA-wide
educator evaluation systems.

Central Decatur and Saydel will use the first year as a planning year, and implement the
evaluation system LEA-wide in the beginning of the second year of the grant (school year 2013-
2014). The district will hire key personnel such as the District Executive Master Teacher this
fall, and begin to train teachers and principals on the evaluation system, the PD system and other
aspects of the HCMS. Teachers and principals from each school will travel to other TAP sites to
learn about the system in more detail and hear directly from TAP teachers and principals. The
district will conduct school wide votes of the faculty to implement TAP in February or March of

the planning year. Over the course of the first year, NIET will provide TAP Leadership Team
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(principal(s), assistant principal(s), master and mentor teachers) with eight days of training, four
of which will prepare them to accurately and reliably use the observation rubric. NIET will also
deliver separate training on the development and analysis of student learning objectives (SLOs)
for the purposes of evaluating student growth. By the end of the first year of the grant all
evaluators will be trained and certified, and all schools in the LEA will fully implement the

evaluation system at the start of the second year of the grant.

(c) Professional Development Systems to Support the Needs of Teachers and
Principals Identified Through the Evaluation Process. (35 points)

TAP’s approach to teacher evaluation focuses on two equally important objectives which
can be considered the “dual goals™ of the system: One goal is to produce sound summative data
on teacher effectiveness that can be used to make performance and personnel decisions. The
second goal is to provide individualized and intensive support to teachers to help them improve
their performance over time. Providing intensive feedback and assistance as part of the
evaluation process gives every teacher the opportunity to improve on the job, regardless of his or
her current level of measured performance. Central Decatur and Saydel CSDs will fully
implement TAP’s professional development model. Underlying TAP’s powerful model of
professional development is the TAP System Training Portal,® an interactive Web tool that
provides individualized trainings, resources and support for all educators.

(1) Use the disaggregated information generated by the proposed educator evaluation systems
to identify the professional development needs of individual educators and schools (8 points);

The leadership team analyzes school-wide areas of strength or weakness, trends by grade

or subject, and individual teacher performance. The data is used to determine professional

development needs for individuals and groups of teachers in TAP schools. As a result of the

¥ For a more detailed explanation of the TAP Training Portal, see “Other Attachments.”
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TAP evaluation process, every teacher in a TAP school receives an area of reinforcement
(strength) and an area of refinement (weakness) through the post-conference.

The following chart, generated using CODE data, shows how often particular indicators
on the TAP Rubric have been chosen as the area of refinement (i.e., area of relative weakness)
during the post-conference. In this case, more than half of observations at this example school
have led to the “Lesson Structure and Pacing” indicator being targeted as an area for
improvement, suggesting that master and mentor teachers might want to pay particular attention
to this skill in upcoming professional development.

Figure 12: Example CODE Report — Areas for Refinement
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(2) Provide professional development in a timely way (2 points);
Central Decatur and Saydel will structure schools’ schedules to allow for professional

: Grouplng Students

Prokd em Solving

development activities to take place during the school day. Every week, master and mentor
teachers will lead career teachers in “cluster group,” or small professional development sessions.
Cluster groups are grade- or subject-specific and typically have 5-8 members. Professional
development will extend into each classroom as master teachers model lessons, observe
instruction and support other teachers to improve their practice. In addition, within two days of a
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classroom observation, teachers will participate in a post-conference meeting with their
evaluator.
(3) Provide school-based, job-embedded opportunities for educators to transfer new knowledge
into instructional and leadership practices (5 points); and

In Central Decatur and Saydel’s schools, teachers will receive one-on-one coaching from
master teachers and mentor teachers. These same teacher-leaders will also lead collaborative
teams called “cluster groups,” which meet weekly to learn and develop new classroom strategies
and to analyze the impact of those strategies on student learning. After every cluster meeting,
master and mentor teachers will provide targeted follow-up coaching to help teachers master and
effectively implement the strategies they worked on during the meeting, carefully calibrated to
meet each teacher’s individual needs. Master and mentor teachers will also serve on a
schoolwide TAP Leadership Team, led by the principal, which will set clear goals for cluster
groups and monitor progress. The following chart provides an illustration of how PD will work

in schools. Note that one hundred percent of the PD illustrated o<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>