[bookmark: _GoBack]The Ohio Teacher
Incentive Fund
Ohio proposes a statewide system of rewarding teachers and school leaders for high levels of performance and solid achievement with competitive compensation and career opportunities. The Ohio Teacher Incentive Fund (OTIF) will provide opportunities for teacher development, differentiated leadership roles, and incentive pay.


Center for Educator Compensation Reform

Needs Assessment Results and General Information
Statewide, Ohio struggles with teacher retention. In a state attrition study, data suggests that from 1998-2001 the state lost almost 30 percent of teachers within 5 years. In all four of the urban districts that will participate in OTIF, the percent of students who received free and reduced-price lunch in 2005 was between 73.8 percent (Toledo) and 89.7 percent (Cleveland). The achievement gap in Ohio affects African-American children and economically disadvantaged students.

Background
OTIF will build on existing models, including the Teacher Advancement Program (TAP) in Cincinnati and Columbus and the Toledo Review and Alternative Compensation System (TRACS). Cleveland will implement the Cleveland Teacher Incentive System (CTIS) program, modeled on TRACS, by June 2007.
Under OTIF, state standards will be established for teacher and principal evaluation systems that (1) ensure evaluations are fair, credible and evidence- based, include multiple measures of performance in both knowledge and skills, and are linked to student academic progress; (2) align with Ohio’s teacher and principal standards; and (3) suggest professional development to enhance future performance in areas that are not meeting expectations. These standards will then serve as benchmarks for the design, development, and implementation of evaluation and compensation systems in districts across the state.

IncentivesLOCATION(S)	Cincinnati, Columbus, Toledo, Cleveland, Ohio
GRANT AMOUNT	Year 1: $5,510,860	5-year total: $20,223,270
DURATION	5 years
PARTNERS	Ohio Department of Education; Cincinnati, Cleveland, Columbus and Toledo city schools; and the National Institute for Excellence in Teaching

In TAP schools, teachers are compensated for their teaching skills, additional responsibilities, and student learning. In the TRACS system, teachers are rewarded when they (1) collaboratively succeed in significantly raising student achievement; (2) assume additional curriculum, instructional, and school improvement responsibilities and leadership; and (3) volunteer for placement in difficult teaching assignments and demonstrate improved results in student achievement.
TAP in Cincinnati and Columbus provides awards from a pool created annually: $2,000 per educator to provide performance payouts based on demonstrated knowledge and skills. Under TRACS-B/CTIS-B, incentives for teachers and administrators tied to school performance include as much as $2,000 for meeting annual improvement goals (see Evaluation below); $2,000 if three of three goals are met and $1,000 if two of three goals are met. The teacher performance element of TRACS-C/CTIS-C provides a career ladder for teachers in three-status levels: career, accomplished, and distinguished. Incentives range from 5 to 15 percent of salary as teachers move up the ladder.

Evaluation
Under TAP, teachers are observed as often as six times each year by several trained and certified evaluators. As part of the evaluation, the value-added gains the teacher produces plus the school 
achievement gains from 1 year to the next are incorporated. TRACS and CTIS support and enhance the continuous improvement process in which districts must set two academic and one related improvement goal (e.g., school attendance, graduation rate). Academic growth is measured by the percentage gains on the Ohio Performance Index or by meeting an increase in the number and percentage of Ohio grade card indicators achieved. Also, TRACS uses performance-based evaluation rubrics based on the national standards of effective instruction, as well as Danielson’s “Framework for Teaching.” The TRACS assessment system includes peer ratings, classroom observations, assessment of written communication skills, and a standards-based portfolio. After award of the grant, a request for proposal will be released for an independent, outside evaluator to evaluate the implementation and impact of the OTIF program.


Resources
State general revenue and Title II funds will provide matching funds for OTIF. Additionally, the Joyce Foundation committed to providing Cleveland with$300,000 per year in matching funds for 3 years.

Data Systems
The Ohio Assessment System aligns with state academic content standards for grades 3 to 8 in reading and math and the Ohio Graduation Test for high school students. Value-added growth for all schools, a component of the state accountability system, will be included on the 2007-08 state and local report cards. Other short-term assessment systems are in place in the OTIF partnering districts. Data from various existing data management systems will be used to determine teacher and principal effectiveness for incentive eligibility.
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Center for Educator Compensation Reform

   T h e   O hi o   T eache r   I n ce n tive   F und   Oh io   pr o p oses   a   s tat e w ide   sys t e m   o f   r e war di n g   t e a c h e r s   an d  sc h ool   le a de r s   f o r   h ig h   le v els   o f   p e rf o rman ce   an d  solid   achievement   with   competitive   compensation   and   career   opportunities.   The   Ohio   Teacher   Incentive   Fund   (OTIF)   will   provide   opportunities   for   teacher   development,   differentiated   leadership   roles,   and   incentive   pay.     Needs   Assessment   Results   and   General   Information   State wide,   Ohio   struggles   with   teacher   retention.   In   a   state   attrition   study ,   data   suggests   that   from   1998 - 2001   the   s t a te   lo s t   a lmo s t   30   pe r c ent   of   te ac he r s   within   5   years.   In   all   four   of   the   urban   districts   that   will   pa r ti c i pa t e   i n   O TI F ,   th e   p er c en t   o f   s tu d ent s   w h o   re c ei v e d  free   and   reduced - price   lunch   in   2005   was   between   73.8   percent   (Toledo)   and   89.7   percent   (Cle veland).   The   achie vement   gap   in   Ohio   affects   African - American   children   and   economically   disad v antaged   students.     Background   OTIF   will   build   on   existing   models,   including   the   Teacher   Advancement   Program   (T AP)   in   Cincinnati   and   Columbus   and   the   Toledo   Re view   and   Alternativ e   C om p en sa tion   S y s tem   ( T R A CS).   C level a n d   will   im p lement   the   C level a nd   T e ac he r   In c entive   S y s tem   (C TI S)   p r og r a m ,   modeled   on   TRA CS,   by   June   2007.   Under   O TI F ,   state   standards   will   be   established   for   teacher   and   principal   ev aluation   systems   that   (1)   ensure   ev aluations   are  fair ,   credible and  evidence -   based,   include   multiple   measures   of   performance   in   both   knowledge   and   skills,   and   are   linked   to   student   academic   progress;   (2)   align   with   Ohio’ s   teacher   and   principal   standards;   and   (3)   suggest   professional   de velopment   to   enhance   future   performance   in   areas   that   are   not   meeting   expectations.   These   standards   will   then   se rv e   as   b en c hm a rk s   for   the   d e s i g n ,   d evelo p ment ,   and   implementation   of   ev aluation   and   compensation   systems   in   districts   across   the   state.   Incentives   In   TAP   schools,   teachers   are   compensated   for   their   teaching   skills,   additional   responsibilities,   and   student   learning.   In   the   TRA CS   system,   teachers   are   rewarded   when   they   (1)   collaborativ ely   succeed   in   significantly   raising   student   achie vement;   (2)   assume   additional   curriculum,   instructional,   and   school   improvement   responsibilities   and   leadership;   and   (3)   volunteer   for placement in difficult teaching  assignments and   demonstrate   improv ed   results   in   student   achie vement.   TAP   in   Cincinnati   and   Columbus   pro vides a wards   from   a   pool   c re a ted   a nnu a lly:   $2,000   per   edu ca tor   to   p r ovide   p e r form a n c e   pa you t s   bas e d   on   d emon s t r a te d   knowle dg e   a n d   s kill s. Un d er   T R A C S - B / C T I S - B, in c entive s   for   te ac he r s   and   administrators   tied   to   school   performance   include   as   much   as   $2,000   for   meeting   annual   improvement   goals   (see   Evaluation   below);   $2,000   if   three   of   three   go a l s   a re   met   a nd   $1,000   if   two   of   three   go a l s   a re   met.   The   teacher   performance   element   of   TRA CS - C/CTIS - C   pro vides   a   career   ladder   for   teachers   in   three - status   lev els:   career ,   accomplished,   and   distinguished.   Incentiv es   range   from   5   to   15   percent   of   salary   as   teachers   move   up   the   ladder .     Evaluation   Under   T A P ,   teachers   are   obse r v ed   as   often   as   six   times   each   year   b y   se veral   trained   and   certified   ev aluators.   As   part   of   the   evaluation,   the   value - added   g ains   the   teacher   produces   plus   the   school  
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