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Techni cal Revi ew Form

Panel #4 - Panel - 4: 84.385A

Reader #1 kkkkhkkkkhkk*

Applicant: Augusta School District -- District Ofice ,Augusta Public Schools County O fice
of Education (S385A100083)

Questions

Eval uation Criteria - Absolute Priority 1

1. Priority 1. Differentiated Levels of Conpensation for Effective Teachers and Principal s:
Conmment on how well the applicant denonstrates that --

It will develop and inplenment a PBCS that rewards, at differentiated | evels, teachers and
principals who denonstrate their effectiveness by inproving student achi evenent (as
defined in the Federal Register notice) as part of the coherent and integrated approach of
the | ocal educational agency (LEA) to strengthening the educator workforce.

In deternining teacher and principal effectiveness as part of the PBCS, the LEA - -

(a) Must give significant weight to student growh (as defined in the Federal Register
notice), based on objective data on student perfornmance;

(b) Must include observation-based assessnments of teacher and principal performance at

mul tiple points in the year, carried out by evaluators trained in using objective evidence
-based rubrics for observation, aligned with professional teaching standards; and, if
applicable, as part of the LEA s coherent and integrated approach to strengthening the
educat or wor kforce; and

(c) My include other neasures, such as evidence of |eadership roles (as defined in the

Federal Register notice), that increase the effectiveness of other teachers in the schoo
or LEA

In determining principal effectiveness as part of a PBCS, the LEA nust give significant

wei ght to student growth (as defined in the Federal Register notice) and may include

suppl enent al nmeasures such as hi gh school graduation and college enroll nent rates.

In addition, the applicant nmust denonstrate that the differentiated effectiveness
incentive paynents will provide incentive anbunts that are substantial and provide
justification for the level of incentive anobunts chosen. Wile the Departnment does not
propose a minimumincentive amount, the Departnent encourages applicants to be thorough in
their explanation of why the selected incentive anounts are likely high enough to create
change in the behavior of current and prospective teachers and principals in order to
ultimately inprove student outcones.

Cener al

(a) The applicant has appropriate plans to use student test score data on state neasures
and SAT school performance tests, as well as growh on student test scores in categories
from bel ow basic to basic or fromproficient to advanced. (p. 11, 18).

(b) The applicant has appropriate plans to use observati on based assessnents of teacher
performance at 4-6 tines a year using the TAP Instructional rubric that is based on
Teaching Skills, Know edge and Responbilities Performance Standards aligned with nationa
board standards. (p. 24, 25). It is unclear if principals will also be observed with the
TAP.

(c) The applicant has appropriate plans to include other measures of teacher

ef fectiveness, such as |eadership roles of nmentoring, end of course exans, the Grade 11
Literacy Exam and portfolios containing | esson plans and student work. (p. 50, 52).

The applicant did not provide a rationale for determ ning that teachers would receive a 5%
pay increase and principals would receive 10% and expl ai n why they believe that those
amounts will be suficient to change behavi or
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Reader's Score: O

Eval uation Criteria - Absolute Priority 2

1. Priority 2: Fiscal Sustainability of the Perfornmance-Based Conpensation System (PBCS):

Conment on how wel |l the applicant denonstrates that - -

(a) The applicant has projected costs associated with the devel opnent and i npl enentation
of the PBCS, during the project period and beyond, and has accepted the responsibility to
provi de such performance-based conpensation to teachers, principals, and other personne
(in those sites in which the grantee wi shes to expand the PBCS to additional staff inits
school s) who earn it under the system and

(b) The applicant will provide fromnon-TIF funds over the course of the five-year

proj ect period an increasing share of performance-based conpensation paid to teachers,
principals, and other personnel (in those sites in which the grantee wi shes to expand the
PBCS to additional staff in its schools) in those project years in which the LEA provides
such paynents as part of its PBCS

Cener al

(a) The applicant has appropriate plans to provi de perfornmance based conpensation to
teachers with stipends for teaching in hard to fill subject areas and high needs areas,
i ncentives based on student perfornmance and teacher efficacy of up to $7500 annually, and

career | adder increases of $15000 a year as they progress up the careeer |adder. (p. 15,
16, 22).

(b) The applicant has appropriate plans to provide non TIF funds from |l ocal funds, state
funds for professional devel opnent and other federal prograns |like the National Schoo
Lunch Act and English Language Learner funds to sustain the project and reduce reliance on
TIF funds over the 5 year grant period on a continually decreasing scale (p, 47)

Reader's Score: O

Eval uaton Criteria - Absolute Priority 3

1. Priority 3: Conprehensive Approaches to the Perfornmance-Based Conpensati on System

Conment on how wel |l the applicant denonstrates that - -

The proposed PBCS is aligned with a coherent and integrated strategy for strengthening the
educator workforce, including in the use of data and eval uations for professiona

devel opnent and retention and tenure decisions in the LEA or LEAs participating in the
project during and after the end of the TIF project period.

Cener al :

(a) The applicant has appropriate plans to use a clinical supervision nodel of pre and
post conferencing before and after observations and devel op individual growh plans for
each teacher based on those observations and conferences and use that input for
evaluating retention and tenure. (p. 21, 26)

Reader's Score: O

Requi renent - Requi renent
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1. REQUI REMENT: Comment on the quality of the applicant's description of howits proposed
PBCS will provide educators with incentives to take on additional responsibilities and
| eadership roles (as defined in the Federal Register notice.

Cener al

The applicant has appropriate plans to recruit teachers as master and nentor teachers by

i ncentives of $15,000 annually for increased days of service and additiona
responsibliites (p. 16).

Reader's Score: O

Eval uation Criteria - Core Elenent 1

1. Core El enent 1:

Comment on the quality of the applicant's plan for effectively comunicating to teachers,

adm ni strators, other school personnel, and the comunity at-large the conponents of its
performance based conpensation system

Cener al

The applicant has an extensive comunication plan to announce activites and outcones of
the project. The plan is conprehensive in scope to informboth the community and staff
through such vehicles as a yearly evaluation and progress report (p. 23). The key
district staff will create a comruni cation plan to generate buy in and to comunicate the
phases, goals, resources and accountabilty plan to stakehol ders (p. 23). Conmuni cation
strategi es are extensive as they include weekly cluster neetings and quarterly school and
district wide staff devel opnment neetings, informal comuni cations online, and quartertly
presentations by the Leadership Teamto stakeholders (p. 35).

Reader's Score: O

Eval uation Criteria - Core El enent 2

1. Core El enent 2:

Conment on the quality of the applicant's involvenent and support of teachers, principals,
and ot her personnel (including input fromteachers, principals, and other personnel in the
schools and LEAs to be served by the grant) and the invol venment and support of unions in
participating LEAs (where they are the designated exclusive representatives for the

pur pose of collective bargaining) that is needed to carry out the grant.

Cener al

The applicant has appropriately provided for involvement of teachers and principals by
form ng a | eadershi p team conposed of representatives fromeach position in the district
to guide the project (p. 23). The applicant has appropriately docunented support for the
project by letters of support fromthe school principals, but has not docunented support
for the project fromteachers with sinmliar letters of support. The applicant has
appropriately planned that in the absence of a union they will include the district

personnel comrittee to participate in the devel opnent, inplenentation and governance of
the project (p. 35).

Reader's Score: O

Eval uation Criteria - Core Elenent 3
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1. Core El enent 3:

Conment on the quality of the applicant's inplenmentation, or plan to inplenent, a
rigorous, transparent, and fair evaluation systens for teachers and principals that
differentiate effectiveness using multiple rating categories that take into account
student growth (as defined in the Federal Register notice) as a significant factor, as
wel | as cl assroom observations conducted at |east twice during the school year. The

eval uation process nust: (1) use an objective, evidence-based rubric aligned with

prof essi onal teaching or |eadership standards and the LEAA¢AAs coherent and integrated
approach to strengthening the educator workforce; (2) provide for observations of each
teacher or principal at |east twice during the school year by individuals (who may include
peer reviewers) who are provided specialized training; (3) incorporate the collection and
eval uation of additional forns of evidence; and (4) ensure a high degree of inter-rater
reliability (i.e., agreenment anong two or nore raters who score approxinmately the sane).

Cener al :

(1) The applicant has appropriate plans to use an objective evidence based rubric of the
TAP that is aligned with professional standards fromthe National Board for Professiona
Teacher Standards. (p. 12, 25). (2) The applicant has appropriate plans to observe each
teacher 4-6 tinmes per year using observers who have been trained with the nmeasure. (p
41). (3) The applicant has appropriate plans to collect other fornms of evidence, such as
teacher porfolios of |esson plans and end of unit tests and student work. (4) The
applicant appropriately provided for establishing inter rater reliabilty as part of the
yearly certification process in training evaluators, but did not address how the process
of howinter rater reliability woul d be established with the nmeasure (p. 25).

Reader's Score: O

Eval uation Criteria - Core El enent 4

1. Core El enent 4:

Conment on the quality of the applicant's inplenentation or plan to inplenent, a data-
managenent systemthat can |link student achi evenent (as defined in the Federal Register
notice) data to teacher and principal payroll and human resources systens.

Cener al

The applicant has appropriate plans to use the TAP systemthat allows for online data
tracki ng of student achi evenent and anal ysis of teachers' performance and student

achi evenent scores. (p. 32). The applicant has appropriate plans to upgrade their data
management systemto the SAS val ue added assessnent system as a web based application for
online data nmonitoring and train teachers and principals in how the systemwrks (p. 33).
The applicant has appropriate plans to coordinate the systemw th human resources and the

payrol |l system for teachers and principals using the TAP online conputerized data base (p.
34).

Reader's Score: 0

Eval uation Criteria - Core Elenent 5

1. Core El enent 5:

Comment on the quality of the applicant's plan for ensuring that teachers and principals
understand the specific nmeasures of teacher and principal effectiveness included in the
PBCS, and receive professional devel opnment that enables themto use data generated by
these neasures to inprove their practice.
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Cener al

The applicant has appropriate plans to train teachers and principals in beconi ng conpetent
in using information gathered fromthe TAP online data systemfor nonitoring faculty

eval uations to inprove classroompractices. (p. 33). The applicant has appropriate plans

to forma data systens commttee as a subcommiteee of the Leadership Teamto | ead the data
managenent and col | ecti on processes (p. 34).

Reader's Score: O

Eval uation Criteria - High Quality Professional Devel opnent
1. Hgh Quality Professional Devel opnent:
Conment on the applicant's denonstration that ---

Its proposed PBCS will include a high-quality professional devel opnment conponent for
teachers and principals consistent with the definition of the term professiona

devel opnent in section 9101(34) of the ESEA. The applicant nust denonstrate that its PBCS
has a professional devel opment conponent in place, or a specific plan for devel opi ng one,
that is directly linked to the specific neasures of teacher and principal effectiveness

i ncluded in the PBCS. The professional devel opnent conponent of the PBCS must - -

(1) Be based on needs assessed either at the high-need schools (as defined in the Federa
Regi ster notice) participating in the applicant's proposed PBCS or LEA-wi de;

(2) Be targeted to individual teacher's and principal's needs as identified in the
eval uati on process;

(3) Provide --

(a) Those teachers and principals in participating TIF schools who do not receive
differentiated conpensation based on effectiveness under the PBCS with the tools and
skills they need to inprove their effectiveness in the classroomor school and be able to
rai se student achi evemrent (as defined in the Federal Register notice); and

(b) Those teachers and principals who are deened to be effective and who, therefore,
receive differentiated conpensation under the PBCS, with the tools and skills they need to
(1) continue effective practices in the classroomor school and raise student achi evenent
(as defined in the Federal Register notice), and (2) successfully assune additiona
responsibilities and | eadership roles (as defined in the Federal Register notice);

(4) Support teachers and principals to better understand and use the neasures of

ef fectiveness in the PBCS to inprove practice and student achi evenent (as defined in the
Federal Register notice); and

(5) Include a process for regularly assessing the effectiveness of this professiona

devel opnent in inproving teacher and | eadership practice to increase student achi evenent
(as defined in the Federal Register notice) and maki ng nodifications necessary to inprove
its effectiveness.

Cener al

(1) The applicant has appropriate plans to hire a professional devel opment coordinator to
assist the district in developing, inplenenting and evaluating a staff devel opment plan
The applicant did not clearly describe a formal needs assessment process such as a
survey, but did provide for exam ning student test data by school and by teacher and
assessing need by principals conferencing with individual teachers. (p. 27).

(2) The applicant has appropriate plans to Iink professional devel opment to individua
teacher's growth plans in participating schools to target indvidual teacher's needs. (p
27).

(3) The applicant has appropriately planned for professional devel opment for teachers who
do not receive differentiated conpensation based on effectiveness. The applicant has
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appropriate plans to provide professional developnent in a variety of formats for teachers
(p. 27) and to train principals on effective decision naking (p. 30), involve principals
in the state Leadership Acadeny Principal Institute for professional devel opnent (p. 29)
and get principals' input into their ideas for additional professional devel opnent
opportunites (p. 30).

(4) The applicant has appropriate plans to train all teachers on the evaluation rubric and
its ratings of teacher conpetency on a 1-5 point scale to informteachers of the
performance standards to which they will be held accountable (p. 24, 25).

(5) The applicant has clearly provided for an eval uation of the professional devel opnent
to be enbedded into the |ocal evaluation plan. (p. 54).

Reader's Score: O

Selection Criteria - Need for the Project
1. (A): Need for the project (10 points):

In deternmining the need for the proposed project, the Secretary will consider the extent
to which the applicant establishes that--

1) The hi gh-need schools (as defined in the Federal Register notice) whose educators would
be part of the PBCS have difficulty--

(i) Recruiting highly qualified or effective teachers, particularly in hard-to-staff
subj ects or specialty areas, such as mathematics, science, English | anguage acquisition
and speci al education; and

(ii) Retaining highly qualified or effective teachers and pri ncipal s.

(2) Student achievenent (as defined in the Federal Register notice) in each of the schools
whose educators would be part of the PBCS is lower than in what the applicant determ nes
are conparable schools in the LEA, or another LEAin its State, in ternms of key factors
such as size, grade levels, and poverty levels; and

(3) Adefinition of what it considers a "conparable'' school for the purposes of paragraph
(2) of this selection criterion is established.

St rengt hs:

(1) The applicant appropriately denmonstrated need for the project by narrative depictions
of a rural and isolated area with faculty who are anong the | owest paid in the country (p.
1,2). Need was further docunented by descriptive statistics by selecting schools with 100%
of students eligible for free and reduced |unch (p. 3) and 41. 3% of students reporting
feeling unsafe at school, a high mnority population (p. 8), and a drop out rate that is
twice as high as a nearby district (p. 5. Need was further enhanced by docunentation of
teachers' low salary as nost teachers are paid the state m ni num of $29,000 a year (p.

3). The applicant clearly identified hard to fill positions in mathematics, specia
education, secondary science, and English/language arts/social studies. (p. 4). The
applicant further clearly docunented need for the project by describing difficulty in
retaining teachers with a turnover rate of 20% and 11 of 53 positions vacant and only 85%
of teachers who are certified. (p. 3).

(2) The applicant appropriately docunented need for the project by descriptive statistics
of achi evenent test scores for each project school that indicate | ow academ c proficiency
(p. 8-10). The applicant appropriately denonstrated that the two el ementary project
school s score | ower and achieve | ess than a conparabl e school (p. 9-10). The applicant
appropriately denonstrated that the high school has been in year two of an inprovenent
plan with drop out rates of nore than twice the state average with 82% scoring bel ow
proficiency on a |iteracy exam and 73% scoring bel ow proficiency on mathemati cs conpared
to the state average of 29% (p. 10-11).
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(3) The applicant provided a clear and appropriate definition of a conparabl e school by
sel ecting a conparison elenentary school that is denographically simliar to two of the
project schools in terns of student ethnic mnority conposition, size, grade |eve
configuration, poverty levels and | ocation. (p. 9).

Weaknesses:

The applicant did not provide conparable school data to indicate achi evenent conpari sons
bet weeen the project high school and a conpari son high school of simliar denographic
characteristics in the district or state.

Reader's Score: 9

Selection Criteria - Project Design
1. (B): Project design (60 points)

In determning the quality of the design of the proposed project, the Secretary will
consi der the extent to which the proposed PBCS--

(1) I's part of a proposed LEA or statew de strategy, as appropriate, for inproving the
process by which each participating LEA rewards teachers, principals, and ot her personne
(in those sites in which the grantee wi shes to expand the PBCS to additional staff inits
school s) in high-need schools (as defined in the Federal Register notice) based upon their
ef fectiveness as determined in significant part by student growh (as defined in the
Federal Register notice). Wth regard to the effectiveness of teachers, principals, and
ot her personnel, the Secretary will consider whether--

(i) The met hodol ogy the LEA or SEA proposes to use inits PBCS to deternine the
ef fecti veness of a school's teachers, principals, and other personnel (in those sites in
whi ch the grantee wishes to expand the PBCS to additional staff in its schools) includes
valid and reliable neasures of student growth (as defined in the Federal Register notice);

(ii) The participating LEA woul d use the proposed PBCS to provide perfornance awards
to teachers, principals, and other personnel (in those sites in which the grantee w shes
to expand the PBCS to additional staff in its schools) that are of sufficient size to
af fect the behaviors of teachers, principals, and other personnel and their decisions as
to whether to go to, or remain working in, the high-need school; and

(iii) The applicant provides a clear explanation of how teachers, principals, and
ot her personnel (in those sites in which the grantee wi shes to expand the PBCS to
additional staff in its schools) are determined to be "effective'' for the purposes of the
proposed PBCS

(2) Has the involvenent and support of teachers, principals, and other personnel (in those
sites in which the grantee wi shes to expand the PBCS to additional staff in its schools),

i ncluding input fromteachers, and principals, and other personnel in the schools and LEAs
to be served by the grant, and the involvenent and support of unions in participating LEAs
where they are the designated exclusive representatives for the purpose of collective
bargaining that is needed to carry out the grant;

(3) Includes rigorous, transparent, and fair evaluation systenms for teachers and
principals that differentiate |levels of effectiveness using multiple rating categories
that take into account data on student growth (as defined in the Federal Register notice)
as a significant factor, as well as classroom observations conducted at |east tw ce during
the school year;

(4) Includes a data-nanagenent system consistent with the LEA s proposed PBCS, that can
Iink student achi evenent (as defined in the Federal Register notice) data to teacher and
princi pal payroll and hunman resources systens; and

(5) Incorporates high-quality professional devel opnment activities that increase the
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capacity of teachers and principals to raise student achievenent (as defined in the
Federal Register notice) and are directly linked to the specific neasures of teacher and
principal effectiveness included in the PBCS

Strengt hs:

(1) The applicant has clear plans to use valid and reliable measures of state achi evenent
test data and student growh for perfornmance based incentives to assess increases in

achi evenent ained at reaching at |east 20% growth in student achievement. (p. 16, 18, 21
22).

2) The applicant has appropriately documented support for the project by letters of
support fromthe proposed project schools' principals. (p. 80-82). In the absence of a
uni on, the applicant has appropriately provided for input into the planning and oversi ght
of the project fromthe elected district personnel comittee (p. 35). The project will be
overseen by a Leadershi p Team conposed of teacher and adm nistrator representatives from
each school (p. 34). In addition, the applicant appropriately provides for input from key
st akehol ders by establishing a comruni cati ons subconmittee that will be formed fromthe
Leadership Teamto provide input into devel oping the comunication plan. (p. 36).

(3).The applicant has appropriate plans to use a well known and valid and reliable
nmeasure to evaluate the efficacy of the project teachers. The applicant has appropriately
pl anned to use the TAP Instructional Rubric based on research from experinental design
studi es and the professional literarure in educational psychology. (p. 25). The instrunent
is appropriately aligned with national and state teacher standards, such as the Nationa
Board for Professional Teacher Standards and the California Standards for The Teachi ng
Prof ession. (p. 25). The applicant has appropriate plans to provide sufficient
incentives in the forns of bonuses for teachers of at |east 5% of their annual salaries
and principals of at |least 10% of their annual salaries. (p. 19). Teachers in high needs
schools or those in high needs subjects will appropriately receive an annual retention
bonus of $5000 as will Mster and Mentor teachers (p. 15, 20). These perfornmance rewards
shoul d be sufficient to retain teachers and enourage and reward | eadership and i nprovenent
in teaching skillsand student grow h.

(3) The applicant has appropriate plans to make the evl auati on systemtransparent by
training all teachers in the use of the TAP (p. 25 ). The applicant al so has appropriate
pl ans to conduct cl asssroom observati ons of each teacher 4-6 tinmes per year and determ ne
teacher professional devel opment and growth plans based on those observations, |esson

pl ans, student work and student achi evenent data (p.24 ).

(4) The applicant has appropriate plans to purchase an upgrade to their data nmanagenent
systemthat will allow TAP data to be Iinked to human resources and payroll (p.32 )

Weaknesses:

(1) The applicant did not cite and provide references for the research on which the TAP
is based or cite the specific studies that support their statenment that the 26 indicators
within 4 categories of the TAP have been denonstrated by research to reflect effective
practice. (p. 25). No plan was provided for establishing inter-rater reliability. The
applicant did not provide a clear definition of effective teachers or principals.

The recruitnment incentive of $2000 extra salary seens insufficient to attract teachers in
hi gh needs subject ares such as mathematics conpared to salaries they could obtain in
i ndustry or other nonschool settings. (p. 20)

(2) The applicant failed to provide docunmentation of support for the project by including
letters of support fromteachers, keystakehol ders or other non-admnistrative staff in
the participating schools.

(5) The plan for professional devel opnent appears to be inadequate for high needs subject
areas such as reading with provision for only 3 contact hours of training per senester

whi ch woul d not appear to meet the goal of having half the professional devel opment or 30
hours be in subject specific areas (p. 29). Much of the plan for professional devel oprment
is vague or nonspecified, such as the training content for principals (p. 29) or the

sem nars, institutes and workshops |isted on page 27 as part of professional devel opnent.
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The topic or content of specific trainings and their frequency of offerings, duration and
providers are not specified. No provisions are nade in the tinmeline or budget for the
schol arships to out of field teachers nentioned as part of professional devel opnent on
page, 21.

Reader's Score: 48

Selection Criteria - Adequacy of Support for the Proposed Project
1. (O : Adequacy of Support for the Proposed Project (25 points):

In deternmining the adequacy of the support for the proposed project, the Secretary
considers the extent to which--

(1) The managenent plan is likely to achieve the objectives of the proposed project on
time and within budget, and includes clearly defined responsibilities and detail ed
tinmelines and nil estones for acconplishing project tasks;

(2) The project director and other key personnel are qualified to carry out their
responsibilities, and their tine commitnents are appropriate and adequate to inplenment the
proj ect effectively;

(3) The applicant will support the proposed project with funds provided under other
Federal or State prograns and |ocal financial or in-kind resources; and

(4) The requested grant anount and project costs are sufficient to attain project goals
and reasonable in relation to the objectives and design of the project.

Strengt hs:

(1) The applicant has appropriately planned for the managenent of the project to be
facilitated by a Leadership Team conposed of key district personnel, schoo

adm ni strators, one nentor and one master teacher and district faculty nenbers fromthe
personnel comrittee to neet nonthly to oversee the project (p. 37). Subcomittees wil
be formed to construct time specific work plans for specific project responsiblities and
areas of oversight during the first planning year (p. 37). The applicant has clearly
explicated tinmelines and m | estones matched to project objectives that appear to be
realistic and appropriate for acconplishing the goals of the project (p. 39-41). The
managenment plan for the first year is well explained.

(2) Although no project director has been identified, the applicant has established

rel evant qualifications for this full tine role with a mimnmmof 5 years of rel ated
experience coordinating state and federal grant projects (p. 44) . Qher key personnel are
well qualified for their role responsibilities given their prior related professiona
experi ences.

(3) The applicant has clearly planned for cost sharing that increases over the life of the
project by using local funds as well as specific state and federal funds and tapping | oca
busi nesses and phil ant hropi c fundi ng sources to sustain the project and suppl enent grant
funds (p. 48).

(4) The budget appears to be reasonabl e and adequate to support nobst grant activities.

Weaknesses:

(1) The managenent plan could be enhanced by requiring the professional devel opnent
coordinator to be hired to have had past experience with these role responsibilities in
education and working famlarity with the variety of professional devel opment vendors and
packages for content specific areas as well as general insructional inproverment. There is
no i nmpl enentation plan for years 2-5.
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(4) The projected costs for professional devel opnent appear to be |ow given the directive
of 60 hours per teacher of professional devel opnment per year

Reader's Score: 19

Selection Criteria - Quality of Local Eval uation
1. (D) Quality of Local Evaluation (5 points):

In determning the quality of the local project evaluation, the Secretary considers the
extent to which the applicant's evaluation plan--

(1) Includes the use of strong and neasurabl e performance objectives (that are clearly
related to the goals of the project) for raising student achievenent (as defined in the
Federal Register notice), increasing the effectiveness of teachers, principals, and other
personnel (in those sites in which the grantee wi shes to expand the PBCS to additiona
staff in its schools), and retaining and recruiting effective teachers, principals, and
ot her personnel

(2) WIIl produce evaluation data that are quantitative and qualitative; and

(3) Includes adequate eval uati on procedures for ensuring feedback and conti nuous
i nprovenent in the operation of the proposed project.

Strengt hs:

(1) The evaluation plan is clearly designed to address 5 relevant research questions
regardi ng the process and inpact of the project in a quasi-experinental design. (p. 51-
53). In designing the neasures to address these questions the applicant has appropriately
pl anned to use objective student achi evement neasures, such as scores on state tests.
literacy tests scores, and end of unit neasures,

(2) The evaluation plan appropriately provides for quantitative data, such as surveys that
nmeasure faculty attitudes toward the project , annual and bi annual reports of student

achi evenent on state tests, attendance records, denographic indicators, benchmark exam
scores, and school and district designations of adequate yearly progress (p. 48-50). In
addition, the evaluation plan provides for appropriate qualitative data, such as cl assroom
observations, |esson plans and student work as docunents, and two focus group interviews
with project participants and menbers of the Leadership Team (p. 51). The eval uation pl an
details appropriate analysis plans for both quantitative data by ANOVA and chi square

anal yses and qualitative data by thematic analysis (p. 54-55).

(3) The applicant has appropriately provided for evaluations to be conducted at md year
and end of year each year to allow for continuous evaluation (p. 49). Feedback wll be
appropriately provided by annual and biannual reports of achievenent (p. 49). The
appl i cant has appropriately planned that in the second through the fifth year of the
project the evaluation reports will nore heavily consider the degree to which conpensation
incentives resulted in changes in student achievenent (p. 51). Results well be

di ssem nated in quarterly reports and annual eval uati ons provided to stakehol der groups,
district adm nistrators and the Leadership Team (p. 55). A continuous action plan will be
devel oped fromthese and shared at district personnel neetings, school board neetings and
with | ocal stakehol der groups (p. 56).

Weaknesses:

No eval uator was identified nor were qualifications described for the evaluator to
indicate if the evaluation would be internal or external and how the eval uati on woul d be
related to the district.
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Reader's Score: 4

Priority Questions

Priority Preference - Competitive Preference Priority 1

1. Conpetitive Preference Priority: Use of Val ue- Added Measures of Student Achi evement. (Up
to 5 points):

To neet this conpetitive preference priority, the applicant nust denonstrate, inits
application, that the proposed PBCS for teachers, principals, and other personnel (in
those sites in which the grantee wi shes to expand the PBCS to additional staff inits
schools) will use a val ue-added neasure of the inpact on student growh (as defined in the
Federal Register notice) as a significant factor in calculating differentiated | evels of
conpensation provided to teachers, principals, and other personnel (in those sites in

whi ch the grantee wi shes to expand the PBCS to additional staff in its schools).

Under this priority, the applicant nmust al so denonstrate that it has a plan to ensure
that, as part of the PBCS, it has the capacity to (1) inplenment the proposed val ue-added
nmodel (e.g., through robust data systens that collect the necessary data and ensure data
quality), and (2) clearly explain the chosen val ue-added nodel to teachers to enable them
to use the data generated through the nodel to inprove classroom practices.

Strengt hs:

The applicant appropriately described the use of nmultiple value added neasures incl uding
val ue added neasures of the inpact on student growh as a factor in calculating
differentiated | evel s of conpensation for teachers and principals, including state test
dat a, designations of adequate yearly progress, end of unit measures, Literacy Test
scores, and student work. The applicant has clear plans to use online data systenms to
record and link data to teachers' perfornance incentives and professional growh plans.
The applicant has clear plans to train all teachers in the teacher evaluation neasure and
its rubrics and categories to enable themto use data to inprove their classroom
performance and generate professional devel opment and growth plans (p. 34).

Weaknesses:
No weaknesses wer e noted.

Reader's Score: 5

Priority Preference - Conpetitive Preference Priority 2

1. Conpetitive Preference Priority: Increased Recruitment and Retention of Effective Teachers
to Serve High-Need Students and in Hard-to-Staff Subjects and Specialty Areas in Hi gh-Need
Schools. (Up to 5 points):

To neet this conpetitive preference priority, the applicant nust denonstrate in its
application that its proposed PBCS is designed to assist high-need schools (as defined in
the Federal Register notice) to (1) serve high-need students (as defined in the Federa
Regi ster notice), (2) retain effective teachers in teaching positions in hard-to-staff

subj ects and specialty areas, such as mathenmatics, science, special education, and English

| anguage acquisition, and (3) fill vacancies with teachers of those subjects or specialty
areas who are effective or likely to be effective. The applicant nust provide an
explanation for howit will determne that a teacher filling a vacancy is effective or

likely to be effective. In addition, applicants nmust denonstrate, in their applications,
the extent to which the subjects or specialty areas they propose to target are hard-to-
staff. Lastly, applicants nust denonstrate, in their applications that they will inplenent
a process for effectively communicating to teachers which of the LEA s schools are high-
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need and whi ch subjects and specialty areas are considered hard-to-staff.

Strengt hs:

The applicant clearly denonstrated that the project is designed to serve high needs
school s based on selecting three schools with 100% of students qualifying for free or
reduced lunch and havi ng achi evenent scores bel ow state or |ocal conparative schools.

(2) The applicant appropriately denonstrated that the project would use salary incentives
to retain effective teachers in hard to staff subjects and areas of high need based on
yearly assessnents of those areas of need ( (p. 20)

(3) The applicant appropriately planned to determine if filling a teacher vacancy is
effective by | ooking for increases in student achi evenent scores of at |east 20% each year
and a 50% reduction in teacher turnover, increases in teachers' and principals' annua
eval uation scores and turnover rate analysis to determine if recruitnment and retention
strategies are effective (p. 21).

Weaknesses:

Criteria for hiring highly qualified teachers in areas of need was not described. There
was no rationale for why teachers would get an increase of only 5% and principals would

get 10% It is unclear how the proposed planned salary incentives would differ fromthe

applicant's current performance incentives system

Reader's Score: 3

St at us: Subnitted
Last Updated: 8/6/10 3:57 PM
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Status: Subnitted
Last Updated: 8/6/10 3:57 PM

Techni cal Revi ew Cover sheet

Applicant: Augusta School District -- District Ofice ,Augusta Public Schools County
O fice of Education (S385A100083)
Reader #2 kkkkkkhkkkk*k

Poi nts Possi ble Points Scored

Questions
Evaluation Criteria
Absolute Priority 1

1. Absolute Priority 1 0 0

Absolute Priority 2
1. Absolute Priority 2 0 0
Sub Tot al 0 0

Evaluaton Criteria
Absolute Priority 3
1. Absolute Priority 3 0 0

Sub Tot al 0 0
Requi r enent

Requi r erent
1. Requi r ermrent 0 0

Sub Tot al 0 0
Evaluation Criteria

Core Elenent 1
1. Core Element 1 0 0

Core El enent 2
1. Core El emrent 2 0 0

Core El enent 3
1. Core El ement 3 0 0

Core El enent 4
1. Core El enment 4 0 0

Core Elenent 5
1. Core El ement 5 0 0

H gh Quality Professional Devel oprment
1. Prof essi onal Devel oprent 0 0

Sub Tot al 0 0

Selection Criteria
Need for the Project
1. Need for Project 10 10

Proj ect Design
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1. Project Design 60 45

Adequacy of Support for the Proposed Project

1. Adequacy of Support 25 20

Quality of Local Evaluation
1. Quality of Local Eval. 5 4
Sub Tot al 100 79

Priority Questions
Priority Preference
Conpetitive Preference Priority 1

1. Conpetitve Priority 1 5 5
Conpetitive Preference Priority 2

1. Conpetitive Priority 2 5 3

Sub Tot al 10 8

Tot al 110 87
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Techni cal Revi ew Form

Panel #4 - Panel - 4: 84.385A

Reader #2 kkkkhkkkkhkk*

Applicant: Augusta School District -- District Ofice ,Augusta Public Schools County O fice
of Education (S385A100083)

Questions

Eval uation Criteria - Absolute Priority 1

1. Priority 1. Differentiated Levels of Conpensation for Effective Teachers and Principal s:
Conmment on how well the applicant denonstrates that --

It will develop and inplenment a PBCS that rewards, at differentiated | evels, teachers and
principals who denonstrate their effectiveness by inproving student achi evenent (as
defined in the Federal Register notice) as part of the coherent and integrated approach of
the | ocal educational agency (LEA) to strengthening the educator workforce.

In deternining teacher and principal effectiveness as part of the PBCS, the LEA - -

(a) Must give significant weight to student growh (as defined in the Federal Register
notice), based on objective data on student perfornmance;

(b) Must include observation-based assessnments of teacher and principal performance at

mul tiple points in the year, carried out by evaluators trained in using objective evidence
-based rubrics for observation, aligned with professional teaching standards; and, if
applicable, as part of the LEA s coherent and integrated approach to strengthening the
educat or wor kforce; and

(c) My include other neasures, such as evidence of |eadership roles (as defined in the
Federal Register notice), that increase the effectiveness of other teachers in the schoo
or LEA

In determining principal effectiveness as part of a PBCS, the LEA nust give significant

wei ght to student growth (as defined in the Federal Register notice) and may include

suppl enent al nmeasures such as hi gh school graduation and college enroll nent rates.

In addition, the applicant nmust denonstrate that the differentiated effectiveness
incentive paynents will provide incentive anbunts that are substantial and provide
justification for the level of incentive anobunts chosen. Wile the Departnment does not
propose a minimumincentive amount, the Departnent encourages applicants to be thorough in
their explanation of why the selected incentive anounts are likely high enough to create
change in the behavior of current and prospective teachers and principals in order to
ultimately inprove student outcones.

Cener al

The applicant describes a PBCS that gives significant weight to student growh as neasured
by both standardi zed assessments and overall growh for non-core subject areas. The plan

i ncl udes several annual observations of teachers based on the TAP system (adapted from
Charlotte Danielson's work), and differented roles and responsibilities for a career

| adder approach for teachers. (p. 13) The anmounts to be provided for conpensation and for
differentials based on working in high needs subjects and/or schools are substantial and
can be as high as $15,000 per year if an individual earns all of the bonuses avail abl e
under this plan.

Reader's Score: O

Eval uation Criteria - Absolute Priority 2
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1. Priority 2: Fiscal Sustainability of the Perfornance-Based Conpensation System (PBCS):

Conment on how well the applicant denonstrates that - -

(a) The applicant has projected costs associated with the devel opnment and i npl enentation
of the PBCS, during the project period and beyond, and has accepted the responsibility to
provi de such perfornmance-based conpensation to teachers, principals, and other personne
(in those sites in which the grantee wi shes to expand the PBCS to additional staff inits
schools) who earn it under the system and

(b) The applicant will provide fromnon-TIF funds over the course of the five-year

proj ect period an increasing share of performance-based conpensation paid to teachers,
principals, and other personnel (in those sites in which the grantee wi shes to expand the

PBCS to additional staff in its schools) in those project years in which the LEA provides
such paynents as part of its PBCS

Cener al :

The applicant provided a detailed discussion of its current costs for its present PBCS
approach and for transitioning this current systemto the new PBCS under the TIF grant
project. (p. 47) The reallocation of district resources for the new PBCS is al so

di scussed. The district's share of the cost would increase each year of the grant to 75%
in the final year of the project. (p. 48)

Reader's Score: O

Eval uaton Criteria - Absolute Priority 3

1. Priority 3: Conprehensive Approaches to the Performance-Based Conpensati on System

Conment on how well the applicant denonstrates that - -

The proposed PBCS is aligned with a coherent and integrated strategy for strengthening the
educat or workforce, including in the use of data and eval uations for professiona

devel opnent and retention and tenure decisions in the LEA or LEAs participating in the
project during and after the end of the TIF project period.

Cener al

The applicant provided a detailed discussion of its strategies for strengthening the
wor kf orce, including the use of student outcones data and infornation from TAP-based
observations of teachers, for enploynent and for bonus distribution purposes. (p. 54). The
strategi es also include providing additional compensation for teachers working in high
needs school s and/or content areas. It appears that data fromthe classroom observations

wi Il be used for professional devel opnent purposes. It is less clear if these data would
be used for enpl oynent deci sions.

Reader's Score: O

Requi renent - Requiremnent

1. REQUI REMENT: Comment on the quality of the applicant's description of howits proposed
PBCS will provide educators with incentives to take on additional responsibilities and
| eadership roles (as defined in the Federal Register notice.

Cener al :

The applicant provided a table showing the differentiated responsibilities of its career
| adder /| eadership roles and the associated pay differentials. (p. 16 and p. 22, tables 5
and 6). The systemincludes both nmentor and master teacher levels with varied
responsibilities for these roles. The bonus incentives offered are substantial and as
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much as nore than $15, 000 annual | y.

Reader's Score: O

Eval uation Criteria - Core Elenent 1

1. Core El enent 1:

Comment on the quality of the applicant's plan for effectively communicating to teachers,
adm ni strators, other school personnel, and the comunity at-large the conponents of its
performance based conpensation system

Gener al

The applicant describes a conprehensive comuni cation plan for district stakehol ders that
i ncl udes establishing a conmunications commttee with representation fromall interna

st akehol ders including teachers and adninistrators to devel op the comunication
activities. There will be staff meetings, notices, input sessions, surveys, and a variety
of other nethods used to comuni cate with stakehol ders about the PBCS. It is |less clear
how the community at large will be involved in the communication plan. (p. 35)

Reader's Score: O

Eval uation Criteria - Core Elenent 2

1. Core El enent 2:

Comment on the quality of the applicant's involvenent and support of teachers, principals,
and ot her personnel (including input fromteachers, principals, and other personnel in the
schools and LEAs to be served by the grant) and the invol venment and support of unions in
participating LEAs (where they are the designated exclusive representatives for the

pur pose of collective bargaining) that is needed to carry out the grant.

Cener al

The applicant's design includes several comittees conprised of the key stakehol ders,

i ncludi ng teachers and administrators. There is no union in the district but there is a
conmttee known as the "District Personnel Committee"” (p. 35) that will "participate in
the devel opnent, inplenmentation, and governance of the PBCS. The Personnel Committee is
conprised of 3 elenmentary teachers, 3 high school teachers, and one preschool staff
nmenber. They are el ected each year during the District general faculty nmeeting by secret
ball ots collected fromthe entire faculty. This comrmittee neets quarterly throughout the
year to review and coment on District personnel policies." (p. 35) Letters of support
were provided by 3 principals. There were no other letters of support provided.

Reader's Score: O

Eval uation Criteria - Core Elenent 3

1. Core El enent 3:

Conment on the quality of the applicant's inplementation, or plan to inplenent, a
rigorous, transparent, and fair evaluation systens for teachers and principals that
differentiate effectiveness using multiple rating categories that take into account
student growth (as defined in the Federal Register notice) as a significant factor, as
wel | as cl assroom observations conducted at |east tw ce during the school year. The
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eval uation process nust: (1) use an objective, evidence-based rubric aligned with

prof essi onal teaching or |eadership standards and the LEAA¢AAs coherent and integrated
approach to strengthening the educator workforce; (2) provide for observations of each
teacher or principal at |east twice during the school year by individuals (who may include
peer reviewers) who are provided specialized training; (3) incorporate the collection and
eval uation of additional fornms of evidence; and (4) ensure a high degree of inter-rater
reliability (i.e., agreenent anong two or nore raters who score approxinmately the sane).

Cener al :

The applicant plans to use the TAP assessnent, which is based on the work of Charlotte
Dani el son and has a scoring rubric. In addition, the district will use val ue-added

i nformati on for core teachers and an overall school growh nodel for non-core teachers. A
graph shows the relative weight of each of these factors in the PBCS systemand simlar
information is provided in Table 6. (p. 22) There will be several yearly observations. It
is not clear what process would be intended for inter-rater reliability although the
applicant nmentions the concept of inter-rater reliability. (p. 25). Recertification per se

does not establish inter-rater reliability, but only the reliability of that individual to
score accurately against a rubric.

Reader's Score: O

Eval uation Criteria - Core El enent 4

1. Core El enent 4:

Conment on the quality of the applicant's inplenmentation or plan to inplenent, a data-
managenent systemthat can |link student achievenent (as defined in the Federal Register
notice) data to teacher and principal payroll and human resources systens.

Cener al

The applicant provided a discussion of the limtations of its current data system and
will contract for the further devel opnent and upgrading of its data systemto be able to
link data to teacher and principal payroll and human resources systens. (p. 44). The
district will also hire a fiscal specialist to assure the integration of these systens.

Reader's Score: 0

Eval uation Criteria - Core Elenent 5

1. Core El enent 5:

Conment on the quality of the applicant's plan for ensuring that teachers and principals
understand the specific measures of teacher and principal effectiveness included in the
PBCS, and receive professional devel opnment that enables themto use data generated by
these nmeasures to inprove their practice

Cener al

The applicant has a conmunication plan that involves representation fromall stakehol ders.
There is al so an extensive discussion of the professional devel opnent plan that is to be
tied to the evaluation information and student outcones information. The professiona

devel opnent plan includes | ooking at the data generated by student outcones for generating
i ndi vi dual professional devel opnent plans. It is |less clear, however, how the principa
eval uati on conponent and professional devel opment conponent fit into the project as there

is considerably | ess infornmation provided regarding adm nistrators as conpared to
teachers. (p. 27)
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Reader's Score: O

Eval uation Criteria - High Quality Professional Devel opnent
1. Hgh Quality Professional Devel opnent:
Conment on the applicant's denonstration that ---

Its proposed PBCS will include a high-quality professional devel opnent conponent for
teachers and principals consistent with the definition of the term professiona

devel opnment in section 9101(34) of the ESEA. The applicant nust denonstrate that its PBCS
has a professional devel opment conponent in place, or a specific plan for devel opi ng one,
that is directly linked to the specific neasures of teacher and principal effectiveness
included in the PBCS. The professional devel opnent conponent of the PBCS nust - -

(1) Be based on needs assessed either at the high-need schools (as defined in the Federa
Regi ster notice) participating in the applicant's proposed PBCS or LEA-wi de;

(2) Be targeted to individual teacher's and principal's needs as identified in the
eval uati on process;

(3) Provide --

(a) Those teachers and principals in participating TIF schools who do not receive
differentiated conpensation based on effectiveness under the PBCS with the tools and
skills they need to inprove their effectiveness in the classroomor school and be able to
rai se student achi evemrent (as defined in the Federal Register notice); and

(b) Those teachers and principals who are deened to be effective and who, therefore,
receive differentiated conpensation under the PBCS, with the tools and skills they need to
(1) continue effective practices in the classroomor school and raise student achi evenent
(as defined in the Federal Register notice), and (2) successfully assune additiona
responsibilities and | eadership roles (as defined in the Federal Register notice);

(4) Support teachers and principals to better understand and use the neasures of

ef fectiveness in the PBCS to inprove practice and student achi evenent (as defined in the
Federal Register notice); and

(5) Include a process for regularly assessing the effectiveness of this professiona

devel opnment in inproving teacher and | eadership practice to increase student achi evenent
(as defined in the Federal Register notice) and maki ng nodifications necessary to inprove
its effectiveness.

Cener al

The applicant provided an extensive discussion on the professional devel opnent conponent.
(p. 28-30) The plan includes using nentor and naster teachers to lead efforts to analyze
student achi evenent to identify weaknesses, researching potential strategies to include in
the professional devel opnent, and hol ding neetings with cluster teachers to discuss
findings and strategies. (p. 28) Table 7 provided a listing of anticipated professiona
devel opnent activities tied to the needs of adm nistrators and teachers. (p. 29-30)

Revi ewi ng the effectiveness of the professional devel opnent plan is included in the

eval uation design. (p. 54) The degree of involvenent of principals in professiona

devel opnent other than to use data to inform school plans, however, is unclear. It is not
clear how or if principals are observed. All teachers and principals appear to be included
i n professional devel opnent.

Reader's Score: O

Selection Criteria - Need for the Project
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1. (A): Need for the project (10 points):

In deternmining the need for the proposed project, the Secretary will consider the extent
to which the applicant establishes that--

1) The hi gh-need schools (as defined in the Federal Register notice) whose educators would
be part of the PBCS have difficulty--

(i) Recruiting highly qualified or effective teachers, particularly in hard-to-staff
subj ects or specialty areas, such as mathematics, science, English | anguage acquisition
and speci al education; and

(ii) Retaining highly qualified or effective teachers and pri ncipal s.

(2) Student achievenent (as defined in the Federal Register notice) in each of the schools
whose educators would be part of the PBCS is lower than in what the applicant determ nes
are conparable schools in the LEA, or another LEAin its State, in ternms of key factors
such as size, grade levels, and poverty levels; and

(3) Adefinition of what it considers a "conparable'' school for the purposes of paragraph
(2) of this selection criterion is established.

Strengt hs:

The applicant provided a detailed discussion of its context, including the rural nature of
the low incone area, the fiscal and health challenges faced by local famlies, and the
hi gh needs status of all three of its schools (two el enentary schools and one high
school ). The high needs recruitnent areas are special education, math and science. (p. 3)
The district salary schedule is the lowest in the state, with the state m nimum sal ary as
the pay for "nost teachers."” (p. 3) The applicant defined a conparable school district

| ocat ed nearby for conparison purposes based on size and povery status. The applicant
district has | ower achievenent than the conparison district. (p. 8-9). The applicant
district is very small, with a total of 3 schools, 550 students and 53 teachers. (p. 14)
There woul d be an annual retention bonus of about $5000 for teachers of subjects
identified as hard to staff and a recruitment bonus of $2000 for teachers of math, science
and special education willing to work in high needs schools. (p. 20)

Weaknesses:
No weaknesses found.

Reader's Score: 10

Sel ection Criteria - Project Design
1. (B): Project design (60 points)

In deternining the quality of the design of the proposed project, the Secretary will
consider the extent to which the proposed PBCS--

(1) Is part of a proposed LEA or statew de strategy, as appropriate, for inproving the
process by which each participating LEA rewards teachers, principals, and other personne
(in those sites in which the grantee wi shes to expand the PBCS to additional staff inits
school s) in high-need schools (as defined in the Federal Register notice) based upon their
ef fecti veness as determined in significant part by student growh (as defined in the
Federal Register notice). Wth regard to the effectiveness of teachers, principals, and
ot her personnel, the Secretary will consider whether--
(i) The met hodol ogy the LEA or SEA proposes to use in its PBCS to determ ne the
ef fectiveness of a school's teachers, principals, and other personnel (in those sites in
whi ch the grantee wi shes to expand the PBCS to additional staff in its schools) includes
valid and reliable neasures of student growth (as defined in the Federal Register notice);
(ii) The participating LEA would use the proposed PBCS to provide performance awards
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to teachers, principals, and other personnel (in those sites in which the grantee w shes
to expand the PBCS to additional staff in its schools) that are of sufficient size to
af fect the behaviors of teachers, principals, and other personnel and their decisions as
to whether to go to, or remain working in, the high-need school; and

(iii) The applicant provides a clear explanation of how teachers, principals, and
ot her personnel (in those sites in which the grantee wi shes to expand the PBCS to
additional staff in its schools) are determined to be "effective'' for the purposes of the
proposed PBCS

(2) Has the involvenent and support of teachers, principals, and other personnel (in those
sites in which the grantee wi shes to expand the PBCS to additional staff in its schools),
including input fromteachers, and principals, and other personnel in the schools and LEAs
to be served by the grant, and the invol venent and support of unions in participating LEAs
where they are the designated exclusive representatives for the purpose of collective
bargaining that is needed to carry out the grant;

(3) Includes rigorous, transparent, and fair evaluation systens for teachers and
principals that differentiate |levels of effectiveness using nultiple rating categories
that take into account data on student growth (as defined in the Federal Register notice)
as a significant factor, as well as classroom observations conducted at |east tw ce during
t he school year;

(4) Includes a data-nmanagenent system consistent with the LEA s proposed PBCS, that can
Iink student achi evenent (as defined in the Federal Register notice) data to teacher and
principal payroll and human resources systens; and

(5) Incorporates high-quality professional devel opnent activities that increase the
capacity of teachers and principals to raise student achievenent (as defined in the
Federal Register notice) and are directly linked to the specific neasures of teacher and
princi pal effectiveness included in the PBCS

St rengt hs:

The applicant's plan to inplenment the PBCS is clearly explained. Al of the conmponents are
either in place, such as the professional devel opnent approach and the TAP observation
instrument, or will be in place during the planning year, such as the enhanced data
system The conpensation system based on the various identified student growh and ot her
factors is clear, and explained in chart as well as narrative form(p. 16, p. 19). The
nodel meets the technical requirements specified in the grant criteria |listed above. The
appl i cant has invol ved school personnel in the devel opnent and operation of the proposed
PBCS, and will continue this involvenent over the grant period. The applicant has an

eval uati on conponent that will address the consistency of inplenentation over tine. (p.

49)

Weaknesses:

The smal |l size of the applicant's district and teacher work force (550 students total, 53
teachers total) raises the question of the overall effectiveness of the differentiated
approach. For exanple, the differentiated status of having both nmentor and naster
teachers, each one of whomis supposed to support clusters of other teachers, begs the

i ssue of who all the teachers to be supported would be. If nore than several nentor and
master teachers are identified, there would not be many other teachers left in the
"career" designation to be assisted by these mentor and naster teachers. |It's not clear
that this project needs this nunber of differentiated career |adder positions to be
effective. (p. 16)

The district already has a PBCS systemin place with additional conpensation bonuses for
retenti on and ot her purposes, and already has nost of the conponents of the federal PBCS
nodel . al ready operational. The district's current nodel would be discontinued in favor of
the TIF nodel, but the actual differences between both nodels seem slight and not
sufficient to justify an entirely new project. It is not clear how the new project would
result in any better educational outconmes for students than the current system since nobst
of the elenments would be the same or simlar
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The reasons for the lack of student achi evement conpared to the neighboring sinilar

district are not clear. Absent this information, it is difficult to see how adjusting the
conpensati on al ready being provi ded woul d somehow result in inproved student achievenent.

The principal conponent is not sufficiently addressed in all aspects of the project
desi gn.

The professional devel opnent design, while seenm ngly conprehensive, does not exhibit the

characteristics of high quality professional devel opment as it seenms to consist primarily

of isolated, one-time occurances of insufficient duration and intensity. (p. 29). For

exanpl e, the Standards-based teaching training would only be 3 contact hours per senester.

This is not sufficient to bring about any lasting changes in instructional planning or

practice. The training on the PBCS itself would only be 2 hours annually. Again, this is

not sufficient time for effective professional devel opnent.

It is not clear what would happen in this systemto non-core teachers at the high school
They seemto have been left out entirely.

It is not clear how the val ue-added approach is any different fromthe approach now bei ng

used that incorporated test scores.

Reader's Score: 45

Selection Criteria - Adequacy of Support for the Proposed Project
1. (©: Adequacy of Support for the Proposed Project (25 points):

In determning the adequacy of the support for the proposed project, the Secretary
considers the extent to which--

(1) The managenent plan is likely to achieve the objectives of the proposed project on
time and within budget, and includes clearly defined responsibilities and detail ed
tinmelines and nmil estones for acconplishing project tasks;

(2) The project director and other key personnel are qualified to carry out their

responsibilities, and their tine commitnments are appropriate and adequate to inplenent the

proj ect effectively;

(3) The applicant will support the proposed project with funds provided under other
Federal or State prograns and |local financial or in-kind resources; and

(4) The requested grant anount and project costs are sufficient to attain project goals
and reasonable in relation to the objectives and design of the project.

Strengt hs:

The applicant provided a managenment plan indicating who woul d have overall responsibility

for the project initially and then over tine. (p. 37). A chart is provided show ng the
project's nmanagenent plan with objectives, activities, responsible persons, and

m | estones. (p. 39) Qualifications of key staff are indicated (p. 42) and these staff
appear qualified for their roles in the project. The applicant is comitting significant
| ocal funds to support the project. (p. 45) A table shows the key uses of TIF funds with
acconpanyi ng narrative showi ng the key uses of district funds. (p. 46) The project budget
appears adequate and reasonable to attain project goals.

Weaknesses:

The tine commitnments of the key personnel are not clear. The inplenentation tineline is
for only the first year of the project. It is not clear that the professional devel opnent
coordi nator would need to have prior experience in providing professional devel opnent.
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Reader's Score: 20

Selection Criteria - Quality of Local Eval uation
1. (D) Qality of Local Evaluation (5 points):

In determining the quality of the local project evaluation, the Secretary considers the
extent to which the applicant's evaluation plan--

(1) Includes the use of strong and neasurabl e performance objectives (that are clearly
related to the goals of the project) for raising student achievenment (as defined in the
Federal Register notice), increasing the effectiveness of teachers, principals, and other
personnel (in those sites in which the grantee wi shes to expand the PBCS to additiona
staff in its schools), and retaining and recruiting effective teachers, principals, and
ot her personnel

(2) WIIl produce evaluation data that are quantitative and qualitative; and

(3) Includes adequate eval uati on procedures for ensuring feedback and conti nuous
i nprovenent in the operation of the proposed project.

Strengt hs:

The applicant provided a highly detailed | ocal evaluation plan with eval uati on questions
and acconpanying information detailing the qualitative and quantitative information that
woul d be used to address these questions. (p. 50) The eval uation plan includes feedback

| oops to the project's nmanagenent, at district personnel neetings, school board neetings,
and with other local stakehol der groups. (p. 56)

Weaknesses:

The | evel of technical detail provided in the evaluation plan was significantly above that
of the rest of the application narrative. This raises the question of who would be
conducting this evaluation, which is not explained, and how whoever the eval uator woul d be
relates to the rest of the district and its operations.

Reader's Score: 4

Priority Questions
Priority Preference - Conpetitive Preference Priority 1

1. Competitive Preference Priority: Use of Val ue-Added Measures of Student Achievenment. (Up
to 5 points):

To neet this conpetitive preference priority, the applicant nust denonstrate, inits
application, that the proposed PBCS for teachers, principals, and other personnel (in
those sites in which the grantee wi shes to expand the PBCS to additional staff inits
schools) will use a val ue-added neasure of the inpact on student growh (as defined in the
Federal Register notice) as a significant factor in calculating differentiated | evels of
conpensation provided to teachers, principals, and other personnel (in those sites in

whi ch the grantee wi shes to expand the PBCS to additional staff in its schools).

Under this priority, the applicant nust al so denpbnstrate that it has a plan to ensure
that, as part of the PBCS, it has the capacity to (1) inplenment the proposed val ue-added
nodel (e.g., through robust data systens that collect the necessary data and ensure data
quality), and (2) clearly explain the chosen val ue-added nodel to teachers to enable them
to use the data generated through the nodel to inprove classroom practices.
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Strengt hs:

The applicant indicates it will use the Sanders nodel of val ue-added neasures of student
achi evenent. Training in val ue-added analysis is included within the professiona

devel opnent plan for teachers and principals. (p. 30) The val ue-added data woul d be

i ncorporated within the performance conpensation for core teachers. (p. 19)

Weaknesses:
None wer e not ed.

Reader's Score: 5

Priority Preference - Conpetitive Preference Priority 2

1. Conpetitive Preference Priority: Increased Recruitnment and Retention of Effective Teachers

to Serve High-Need Students and in Hard-to-Staff Subjects and Specialty Areas in Hi gh-Need
Schools. (Up to 5 points):

To neet this conpetitive preference priority, the applicant nust denonstrate in its
application that its proposed PBCS is designed to assist high-need schools (as defined in
the Federal Register notice) to (1) serve high-need students (as defined in the Federa
Regi ster notice), (2) retain effective teachers in teaching positions in hard-to-staff

subj ects and specialty areas, such as mathematics, science, special education, and English

| anguage acquisition, and (3) fill vacancies with teachers of those subjects or specialty
areas who are effective or likely to be effective. The applicant nust provide an
explanation for howit will deternmne that a teacher filling a vacancy is effective or

likely to be effective. In addition, applicants nust denonstrate, in their applications,
the extent to which the subjects or specialty areas they propose to target are hard-to-
staff. Lastly, applicants nust denonstrate, in their applications that they will inplenent
a process for effectively communicating to teachers which of the LEA s schools are high-
need and whi ch subjects and specialty areas are considered hard-to-staff.

Strengt hs:

The applicant operates three identified high needs schools and has a need for specia
education, math and sci ence teachers. The applicant plans to recruit such individuals

and/ or to provide incentives for |ocal teachers to get the training they need to qualify
for such positions. The district would offer additional incentive bonuses to work in high
needs school s and/or hard to staff positions that could anpbunt to $15,000 or nore. (p. 20)

Weaknesses:

Since the district already has nost of the elenents of a PBCS in place and already offers
retention and other incentives for teachers in high needs schools and/or high needs
assignments, it is not clear what would be different in the proposed project or bring
about a different situation with respect to recruitnent/retention in these areas.

Reader's Score: 3

St at us: Subnmitted
Last Updated: 8/6/10 3:57 PM
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Status: Subnitted
Last Updated: 8/6/10 3:57 PM

Techni cal Revi ew Cover sheet

Applicant: Augusta School District -- District Ofice ,Augusta Public Schools County
O fice of Education (S385A100083)
Reader #3 kkkkkkhkkkk*k

Poi nts Possi ble Points Scored

Questions
Evaluation Criteria
Absolute Priority 1

1. Absolute Priority 1 0 0

Absolute Priority 2
1. Absolute Priority 2 0 0
Sub Tot al 0 0

Evaluaton Criteria
Absolute Priority 3
1. Absolute Priority 3 0 0

Sub Tot al 0 0
Requi r enent

Requi r erent
1. Requi r ermrent 0 0

Sub Tot al 0 0
Evaluation Criteria

Core Elenent 1
1. Core Element 1 0 0

Core El enent 2
1. Core El emrent 2 0 0

Core El enent 3
1. Core El ement 3 0 0

Core El enent 4
1. Core El enment 4 0 0

Core Elenent 5
1. Core El ement 5 0 0

H gh Quality Professional Devel oprment
1. Prof essi onal Devel oprent 0 0

Sub Tot al 0 0

Selection Criteria
Need for the Project
1. Need for Project 10 8

Proj ect Design
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1. Project Design 60 36

Adequacy of Support for the Proposed Project

1. Adequacy of Support 25 17

Quality of Local Evaluation
1. Quality of Local Eval. 5 3
Sub Tot al 100 64

Priority Questions
Priority Preference
Conpetitive Preference Priority 1

1. Conpetitve Priority 1 5 5
Conpetitive Preference Priority 2

1. Conpetitive Priority 2 5 2

Sub Tot al 10 7

Tot al 110 71
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Techni cal Revi ew Form

Panel #4 - Panel - 4: 84.385A

Reader #3 kkkkhkkkkhkk*

Applicant: Augusta School District -- District Ofice ,Augusta Public Schools County O fice
of Education (S385A100083)

Questions

Eval uation Criteria - Absolute Priority 1

1. Priority 1. Differentiated Levels of Conpensation for Effective Teachers and Principal s:
Conmment on how well the applicant denonstrates that --

It will develop and inplenment a PBCS that rewards, at differentiated | evels, teachers and
principals who denonstrate their effectiveness by inproving student achi evenent (as
defined in the Federal Register notice) as part of the coherent and integrated approach of
the | ocal educational agency (LEA) to strengthening the educator workforce.

In deternining teacher and principal effectiveness as part of the PBCS, the LEA - -

(a) Must give significant weight to student growh (as defined in the Federal Register
notice), based on objective data on student perfornmance;

(b) Must include observation-based assessnments of teacher and principal performance at

mul tiple points in the year, carried out by evaluators trained in using objective evidence
-based rubrics for observation, aligned with professional teaching standards; and, if
applicable, as part of the LEA s coherent and integrated approach to strengthening the
educat or wor kforce; and

(c) My include other neasures, such as evidence of |eadership roles (as defined in the
Federal Register notice), that increase the effectiveness of other teachers in the schoo
or LEA

In determining principal effectiveness as part of a PBCS, the LEA nust give significant

wei ght to student growth (as defined in the Federal Register notice) and may include

suppl enent al nmeasures such as hi gh school graduation and college enroll nent rates.

In addition, the applicant nmust denonstrate that the differentiated effectiveness
incentive paynents will provide incentive anbunts that are substantial and provide
justification for the level of incentive anobunts chosen. Wile the Departnment does not
propose a minimumincentive amount, the Departnent encourages applicants to be thorough in
their explanation of why the selected incentive anounts are likely high enough to create
change in the behavior of current and prospective teachers and principals in order to
ultimately inprove student outcones.

Gener al
Revi ewer Comment Priority 1:
St rengt hs:

Page 19 indicates that the programw || assign a weight of 50%allocated to student growth
based on the Arkansas State Benchmark Assessnent and | ocal End-of - Course exans.

There will be 4 observations conducted annually on teachers. Teachers who do not receive
i ncentives due to | ow student achi evenent will be observed 6 tines per year (p. 32).
Weaknesses:

Conducting 4-6 observations annually on all teachers is time consunptive. The project
proposes to use the Mentors and Master Teachers to assist in the process of conpleting the
observations. This nay be problematic, as many contracts do not allow teachers to
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eval uate ot her teachers.

There was insufficient information provided on the observations of Principals on how often
and by whom t hese observati ons woul d be conduct ed.

The plan provides information on the use of a TAP Eval uation Rubric for teachers and
principals. However, all the information on the TAP speaks only directly of use with
teachers. Lacking this information, use of the TAP with Principals may be unjustified.

The narrative provided an expl anation of extra | eadership roles (i.e., Career, Mentor, and
Mast er Teacher, as outlined on page 16). However, no specific selection criteria for
these roles was provided, especially criteria tied to actual student perfornmance beyond
general nention. Measureable perfornance targets for determ ning each role were not
provided. In addition, the applicant provided incentive figures for each of the additiona
| eadership roles. Incentives lack differentiation in that recruitnment and retention
bonuses were identical for all three roles, despite variance in their responsibilities.
The proposal fails to provide justification for the level of incentive anounts chosen
Ment or and Master teachers would be renmoved fromthe classroompart-tine to assume new
duties and additionally are both paid an additional $15,000 on top of their current base
salary. They would also be eligible to receive up to another $7,500 incentive based on
their effectiveness in raising student perfornance yet do not have a full teaching |oad.
Teachers with full | oads are only eligible for $5,000 performance incentive pay. The
budget narrative states that a total of 11 teachers would be identified by district
personnel (p. 17) to become Mentor or Master Teachers. Potentially, these 11 teachers
coul d earn $39, 952 base + 2,000 recruitnent bonus +%$5, 000 retention bonus + $15, 000
stipend + $7,500 performance pay. This equals $69,452 for 11 teachers, while other
teachers who are not "tapped" even though they nmay al so be successful, only have the
opportunity to earn $39, 952 base + $5,000 = $44,952. The opportunities for all 53
teachers to earn substantive conpensati on pay does not appear to be equal and fair. The
identification of Mentors and Master Teachers is done by district personnel and not by
virtue of a tiered systemof reward, with specific neasureable criteria in which any
teacher can self-determne to participate. Wile creation of internal support structures
is valuable, these jobs do not fulfill the intent of the conpetition in providing a

ri gorous, transparent, and fair evaluation systenms for teachers and principals that
differentiate effectiveness using multiple rating categories that take into account

speci fic neasures of student grow h.

Reader's Score: O

Eval uation Criteria - Absolute Priority 2
1. Priority 2: Fiscal Sustainability of the Perfornance-Based Conpensation System (PBCS):
Conment on how wel |l the applicant denonstrates that - -

(a) The applicant has projected costs associated with the devel opnment and i npl enentation
of the PBCS, during the project period and beyond, and has accepted the responsibility to
provi de such perfornmance-based conpensation to teachers, principals, and other personne
(in those sites in which the grantee wi shes to expand the PBCS to additional staff in its
school s) who earn it under the system and

(b) The applicant will provide fromnon-TIF funds over the course of the five-year

proj ect period an increasing share of perfornmance-based conpensation paid to teachers,
principals, and other personnel (in those sites in which the grantee wi shes to expand the
PBCS to additional staff in its schools) in those project years in which the LEA provides
such paynments as part of its PBCS

Gener al
Revi ewer Commrent Priority 2:

St rengt hs:

10/ 28/ 10 11:40 AM Page 4 of 17



The budget narrative provides indication that the district accepts full responsibility for
fundi ng the conpensati on system beyond the funding year by denpbnstrating an increasing
share of the financial burden such that they assume 100% responsibility by year 5 of the
grant.

The applicant provides a general explanation of howthe district will derive the funds to

increasingly sustain the project up to 100%in year 5. Admttedly on page 15, there is no
sustainability plan in place. However, a plan will be devel oped in the planning year

with specific information on what will be needed in the plan and how it will be devel oped

provi ded on pages 46-48.

A majority of the costs to sustain the PBCS will be derived froma nodification of the
current pay system

Weaknesses:

None not ed.

Reader's Score: O

Eval uaton Criteria - Absolute Priority 3

1. Priority 3: Conprehensive Approaches to the Perfornmance-Based Conpensation System

Conment on how wel |l the applicant denonstrates that - -

The proposed PBCS is aligned with a coherent and integrated strategy for strengthening the
educator workforce, including in the use of data and eval uations for professiona

devel opnent and retention and tenure decisions in the LEA or LEAs participating in the
project during and after the end of the TIF project period.

CGener al :

Revi ewer Comment Priority 3:

Strengt hs:

Teacher evaluations are used to informretention and tenure decisions by conparison of
areas in which teachers score high/low to student achi evenment goals and school -wi de
pol i ci es, procedures and goals (p. 24).

The results fromthe observations are used as part of the neasure to determ ne teacher
ef fectiveness. Foll ow up regardi ng professional devel opnent uses cluster neetings,

pr of essi onal devel opnent training, continuing observations, and activities specifically
designed to i mprove skills based on evaluations (p. 25).

Weaknesses:

There was no discussion in the narrative explaining how data would be used to nake
retenti on and tenure decisions.

Reader's Score: O

Requi renent - Requi renent
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1. REQUI REMENT: Comment on the quality of the applicant's description of howits proposed
PBCS will provide educators with incentives to take on additional responsibilities and
| eadership roles (as defined in the Federal Register notice.

Cener al
Revi ewer Comment :

St rengt hs:
Teachers can engage in other additional duties such as tutoring or attendi ng professiona
devel opnent activities (p. 18).

Weaknesses:

Teachers who engage in other responsibilities will be paid according to traditional neans
(i.e. $115/ day with no tie to subsequent student achievenent) rather than be paid because
the teacher has applied his or herself and has earned a higher |evel of pay due to the
academ c success of their students. Therefore the challenge within this conpetitionis to
turn the traditional nodel inside out. Rather than be asked to assune the additiona
responsibility of tutoring or attend specific professional devel opment, the teacher woul d
determ ne the need to tutor students or attend professional devel opnent to hel p students
succeed by inproving their instructional skills. Subsequent increased student achievenent
provi des the opportunity for the teacher to earn performance pay and increased |evels of
responsibility. Performance pay woul d exceed pay for intermttent incidenta
responsibilities as externally determ ned by adm nistration. The spirit of the
conpetition is teacher and principal self-determination in seeking out opportunities for
career advancenent while inproving their practice for increased student achievenent.

The narrative provided an expl anation of extra | eadership roles (i.e. Career, Mentor, and
Mast er Teacher, as outlined on page 16. However, no specific selection criteria for these
rol es was provided, especially criteria tied to actual student performance beyond genera
nention. Measureabl e performance targets for determning each role were not provided. In
addition, the applicant provided incentive figures for each of the additional |eadership
roles. Incentives lack differentiation in that recruitment and retention bonuses were
identical for all three roles, despite variance in their responsibilities. The proposa
fails to provide justification for the |level of incentive anounts chosen. Mentor and
Mast er teachers woul d be renoved fromthe classroompart-tinme to assume new duti es and
additionally are both paid an additional $15,000 on top of their current base salary.
They woul d also be eligible to receive up to another $7,500 incentive based on their
effecti veness in raising student perfornmance yet do not have a full teaching | oad.
Teachers with full loads are only eligible for $5,000 performance incentive pay. The
budget narrative states that a total of 11 teachers would be identified by district
personnel (p. 17) to becorme Mentor or Master Teachers. Potentially, these 11 teachers
could earn $39,952 base + 2,000 recruitnent bonus +$5, 000 retenti on bonus + $15, 000
stipend + $7,500 performance pay. This equals $69,452 for 11 teachers, while other
teachers who are not identified even though they may al so be successful, only have the
opportunity to earn $39, 952 base + $5, 000 = $44,952. The opportunities for all 53
teachers to earn substantive conpensati on pay does not appear to be equal and fair. The
identification of Mentors and Master Teachers is done by district personnel and not by
virtue of a tiered system of reward acconpani ed by specific neasureable criteria in which
any teacher can self-deternmine to participate. Wiile creation of internal support
structures is valuable, these jobs do not fulfill the intent of the conpetition in
providing a rigorous, transparent, and fair evaluation systens for teachers and principals
that differentiate effectiveness using nultiple rating categories that take into account
speci fic neasures of student grow h.

Reader's Score: O
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Eval uation Criteria - Core Elenent 1

1. Core El enent 1:

Comment on the quality of the applicant's plan for effectively comunicating to teachers,

adm ni strators, other school personnel, and the comunity at-large the conponents of its
performance based conpensation system

Cener al
Revi ewer Comment Core El enent 1:

Strengt hs:

A marketing plan will be devel oped by key district staff to generate buy-in of the project
(p. 23). This would include inclusion of an annual eval uation and progress report,

f eedback from neeti ngs, workshops, and |ocal parent nights, comunication of initiative
phases, goals, resources, and accountability.

Weaknesses:

None not ed.

Reader's Score: O

Eval uation Criteria - Core Elenent 2

1. Core El enent 2:

Comment on the quality of the applicant's involvenent and support of teachers, principals,
and ot her personnel (including input fromteachers, principals, and other personnel in the
schools and LEAs to be served by the grant) and the invol venment and support of unions in
participating LEAs (where they are the designated exclusive representatives for the

pur pose of collective bargaining) that is needed to carry out the grant.

Cener al
Revi ewer Comment Core El enent 2:

Strengt hs:

The plan involves the creation of a Leadership Team conpri sed of representatives from each
position in the district (p.23).

Letters of support fromthree principals were included in the appendi ces.

Weaknesses:

There is no union. So, instead a District Personnel Committee will participate, conprised
entirely of teachers to review and comment on District personnel policies. There was no
mention of how the District Personnel Conmittee was involved in any of the planning for
the project. There were no letters of support fromthe District Personnel Conmmittee or
Superi nt endent included in the appendices.
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Reader's Score: O

Eval uation Criteria - Core El enent 3
1. Core El enent 3:

Conment on the quality of the applicant's inplementation, or plan to inplenent, a
rigorous, transparent, and fair evaluation systens for teachers and principals that
differentiate effectiveness using nmultiple rating categories that take into account
student growth (as defined in the Federal Register notice) as a significant factor, as
wel | as cl assroom observations conducted at |east tw ce during the school year. The

eval uation process nust: (1) use an objective, evidence-based rubric aligned with

prof essi onal teaching or |eadership standards and the LEAA¢AAs coherent and integrated
approach to strengthening the educator workforce; (2) provide for observations of each
teacher or principal at |east twi ce during the school year by individuals (who may include
peer reviewers) who are provided specialized training; (3) incorporate the collection and
eval uation of additional fornms of evidence; and (4) ensure a high degree of inter-rater
reliability (i.e., agreenent anong two or nore raters who score approxinmately the sane).

Cener al
Revi ewer Comment Core El enent 3:

Strengt hs:
The project will use a TAP Eval uation Rubric.

Teachers and principals are to be observed at | east four tinmes per year. Low performng
teachers will be observed 6 tinmes per year

End- of - course exams are to be used as additional evidence of student growth (p. 31).

Weaknesses:
Clains of research to support the TAP (e.g. p. 25, 27) evaluation rubric were not
docunented with citations fromactual research

The TAP rubric is stated to be for both teachers and principals, admnistered by trained
personnel. However, no informati on was provided on the principal conponent of the

eval uation. More information is needed on how principals would be evaluated (e.g. how
often, by whom etc).

Wt hout needed detail, it is difficult to determine if observing all personnel at |east 4
times per year is a feasible goal

There was no discussion of inter-rater reliability. The conmpany who sells the TAP woul d
be providing the training (budget narrative).

The opportunities for all 53 teachers to earn substantive conpensati on pay does not appear
to be equitable and fair. The identification of Mentors and Master Teachers is done by
di strict personnel and not by virtue of a tiered systemof reward, with specific
nmeasureabl e criteria in which any teacher can self-determne to participate. Wile
creation of internal support structures is valuable, these jobs do not fulfill the intent
of the conpetition in providing rigorous, transparent, and fair evaluation systens for
teachers and principals that differentiate effectiveness using nultiple rating categories
that take into account specific neasures of student growth. The applicant reflects
traditional ways of thinking about career advancenent. The challenge of this grant is to
go beyond these traditional ways of thinking and devel op systens that provide and pronote
opportunities for teachers and principals to advance thensel ves (internal |ocus of
control), and to provi de needed resources and supports for staff to meet their own

i ndi vidualized professional growth goals.
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Reader's Score: O

Eval uation Criteria - Core El enent 4

1. Core El enent 4:

Conment on the quality of the applicant's inplenentation or plan to inplenent, a data-
managenent systemthat can |link student achi evenent (as defined in the Federal Register
notice) data to teacher and principal payroll and human resources systens.

Cener al :

Revi ewer Comment Core El enent 4:

Strengt hs:

The budget narrative identifies that an outside consulting firmw || devel op the robust
dat a managenment systemthat will tie student perfornmance and staff evaluations into
teacher and principal payroll wthin human resources.

Weaknesses:

None not ed.

Reader's Score: O

Eval uation Criteria - Core Elenent 5

1. Core El enent 5:

Conment on the quality of the applicant's plan for ensuring that teachers and principals
understand the specific measures of teacher and principal effectiveness included in the
PBCS, and receive professional devel opnment that enables themto use data generated by
these nmeasures to inprove their practice.

Cener al :
Revi ewer Comment Core El enent 5:

Strengt hs:

Since the TAP conpany who devel oped the TAP Eval uation Rubric will be delivering the
pr of essi onal devel opnent, they will ensure that teachers understand the el enents of the
rubric and how these el enments woul d specifically be neasured.

Weaknesses:

How t he principals would be eval uated, and subsequently trained on the eval uation

conponents remains unclear. Mrre information is needed to provide understandi ng and
clarity.

Reader's Score: O
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Eval uation Criteria - High Quality Professional Devel opnent
1. Hgh Quality Professional Devel opnent:
Conment on the applicant's denonstration that ---

Its proposed PBCS will include a high-quality professional devel opnent conponent for
teachers and principals consistent with the definition of the term professiona

devel opnent in section 9101(34) of the ESEA. The applicant nust denonstrate that its PBCS
has a professional devel opment conponent in place, or a specific plan for devel opi ng one,
that is directly linked to the specific neasures of teacher and principal effectiveness
included in the PBCS. The professional devel opnent conponent of the PBCS nmust - -

(1) Be based on needs assessed either at the high-need schools (as defined in the Federa
Regi ster notice) participating in the applicant's proposed PBCS or LEA-w de;

(2) Be targeted to individual teacher's and principal's needs as identified in the
eval uati on process;

(3) Provide --

(a) Those teachers and principals in participating TIF schools who do not receive
differentiated conpensation based on effectiveness under the PBCS with the tools and
skills they need to inprove their effectiveness in the classroomor school and be able to
rai se student achi evenent (as defined in the Federal Register notice); and

(b) Those teachers and principals who are deened to be effective and who, therefore,
receive differentiated conpensation under the PBCS, with the tools and skills they need to
(1) continue effective practices in the classroomor school and raise student achi evenent
(as defined in the Federal Register notice), and (2) successfully assune additiona
responsibilities and | eadership roles (as defined in the Federal Register notice);

(4) Support teachers and principals to better understand and use the neasures of

ef fectiveness in the PBCS to inprove practice and student achi evenent (as defined in the
Federal Register notice); and

(5) Include a process for regularly assessing the effectiveness of this professiona

devel opnent in inproving teacher and | eadership practice to increase student achi evenent
(as defined in the Federal Register notice) and maki ng nodifications necessary to inprove
its effectiveness.

Cener al

Table 7 on page 30 shows that training on val ue-added analysis is a conponent of the
pr of essi onal devel opnent.

The applicant will evaluate the professional devel opnent system The Leadership Team
Pr of essi onal Devel opment Subcommittee will conduct an annual review and anal ysis of
student and teacher progress in the context of the resources and systens that support
pr of essi onal devel opnent activities (p. 30).

The results fromthe observation are then used to determ ne teacher effectiveness. This is
foll owed by drafting of professional devel opnent goals and activities specifically
designed to inprove skills.

Weaknesses:

Wiile attenpting to inplement rigorous requirenments by which staff rmust annually engage in
pr of essi onal devel opnent (i.e. 60 hours annually-page 26) is noteworthy, in reality this
may not be feasible given the constraints of other teaching responsibilities. Table 7 on
page 29 provides a detail ed professional devel opnment plan. However the hours listed in
the plan, when added up constitute well over the 60-hour rigorous requirement previously
nmentioned. For exanple, when added up, teachers will be engaging in or 92 hours of

pr of essi onal devel opnent. Principals will be required to engage in 86 hours of

pr of essi onal devel opnent annually. Furthernore, when conparing these figures to the need
for substitute teachers within the budget narrative to cover teachers engaged in
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pr of essi onal devel opnent during the duty day, the 1000 hours requested annually will not
begin to cover the nunber of hours required, forcing the najority of the hours to be spent
during after-duty hours. Wiile it is better to keep teachers in the classroom the nunber
of hours spent outside the duty day m ght place an undue burden on teachers. |If you use
the 60 hour figure, that would anpbunt to approxi mately 2180 hours outside the duty day or
over 41 hours per teacher. Using the 92 hours figure, 4098 after school hours would
equate to over 77 hours.

Reader's Score: O

Selection Criteria - Need for the Project
1. (A): Need for the project (10 points):

In deternmining the need for the proposed project, the Secretary will consider the extent
to which the applicant establishes that--

1) The high-need schools (as defined in the Federal Register notice) whose educators woul d
be part of the PBCS have difficulty--

(i) Recruiting highly qualified or effective teachers, particularly in hard-to-staff
subj ects or specialty areas, such as mathematics, science, English | anguage acquisition
and speci al education; and

(ii) Retaining highly qualified or effective teachers and princi pal s.

(2) Student achievenent (as defined in the Federal Register notice) in each of the schools
whose educators woul d be part of the PBCS is lower than in what the applicant determ nes
are conparabl e schools in the LEA, or another LEAin its State, in terns of key factors
such as size, grade levels, and poverty l|levels; and

(3) Adefinition of what it considers a "conparable'' school for the purposes of paragraph
(2) of this selection criterion is established.

Strengt hs:

The narrative provides a strong case for need based on poverty rates within the district,
| ow conpensation rates for teachers, and | ack of resources to support inprovenents in

| earning environments. All three schools within the district have a 100% poverty rate (p.
1, 2-3), lack of famlial educational attainnent (p. 5), poor mental, enotional, and
physi cal health indicators (p. 5-7), drug use (p. 7) anobng the student popul ation, and
continual decline in the graduation rate and increases in dropout rates (pp. 10-11).

The di smal student achievenent data for each of the three schools in the district is

provi ded on pages 9-11 denonstrates that there is high need for system c change within the
district. Two of the three schools are in some stage of identification as a school in
need of inprovenent by the state, due to lack of ability to nake AYP

O the 10 teachers that left the district, 50% of them were teachers fromidentified
critical need shortage areas.

The narrative provides an expl anation of how the comparabl e school district was identified
(p. 9).

Pages 11-12 offer details of what objectives need to be addressed during plan devel oprent.
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Weaknesses:

The applicant provides research citing the three top reasons for |eaving a school district
as |low salaries, social isolation, and geographic isolation. Geographic isolationis
posed as a factor in recruiting and retaining high quality teachers. However, in the
conparable district that is only 9 mles away, student achievenent is not affected by its
geographi c |l ocation (data provided on pages 9-10), thereby elininating isolation as a
causal factor in the serious |lack of student achievenent.

A turnover rate of 20%is not highly unusual. WMany districts experience turnover rates
that average or hover around 20% and denonstrate significantly higher |evels of student
performance. Therefore, retention may be | ess of an issue than recruitnment of high
quality teachers. Additionally, without exit survey data, it would be difficult to
ascertain if those teachers leaving the district are |eaving due to pay, or other reasons
whi ch may inpact this decision

On page 11 the applicant admits that past efforts at providing nonetary incentives to
drive inprovenent in student achi evenent were attenpted. However, given the disnma
student achi evenent results provided, past nonetary incentives have done little to bring
about the desired change, casting doubt whether this programwould yield positive
results. Many factors (or |lack thereof) can produce the di sparagi ng student data.
Perhaps there are system c factors having a greater influence on | ack of student

achi evenent that are external to teacher pay, and geographic isolation

There was little to no nention of principals and other personnel in the discussion, even
though these groups are targeted for incentives within this program

Reader's Score: 8

Selection Criteria - Project Design
1. (B): Project design (60 points)

In deternining the quality of the design of the proposed project, the Secretary will
consider the extent to which the proposed PBCS--

(1) I's part of a proposed LEA or statew de strategy, as appropriate, for inproving the
process by which each participating LEA rewards teachers, principals, and other personne
(in those sites in which the grantee wi shes to expand the PBCS to additional staff inits
school s) in high-need schools (as defined in the Federal Register notice) based upon their
ef fectiveness as determined in significant part by student growh (as defined in the
Federal Register notice). Wth regard to the effectiveness of teachers, principals, and
ot her personnel, the Secretary will consider whether--

(i) The methodol ogy the LEA or SEA proposes to use in its PBCS to determ ne the
ef fectiveness of a school's teachers, principals, and other personnel (in those sites in
whi ch the grantee wi shes to expand the PBCS to additional staff in its schools) includes
valid and reliable neasures of student growth (as defined in the Federal Register notice);

(ii) The participating LEA would use the proposed PBCS to provide performance awards
to teachers, principals, and other personnel (in those sites in which the grantee w shes
to expand the PBCS to additional staff in its schools) that are of sufficient size to
af fect the behaviors of teachers, principals, and other personnel and their decisions as
to whether to go to, or remain working in, the high-need school; and

(iii) The applicant provides a clear explanation of how teachers, principals, and
ot her personnel (in those sites in which the grantee wi shes to expand the PBCS to
additional staff in its schools) are determined to be "effective'' for the purposes of the
proposed PBCS

(2) Has the invol venent and support of teachers, principals, and other personnel (in those

sites in which the grantee wi shes to expand the PBCS to additional staff in its schools),
i ncluding input fromteachers, and principals, and other personnel in the schools and LEAs
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to be served by the grant, and the involvenent and support of unions in participating LEAs
where they are the designated exclusive representatives for the purpose of collective
bargaining that is needed to carry out the grant;

(3) Includes rigorous, transparent, and fair evaluation systenms for teachers and
principals that differentiate |levels of effectiveness using nmultiple rating categories
that take into account data on student growth (as defined in the Federal Register notice)
as a significant factor, as well as classroom observations conducted at |east twi ce during
the school year;

(4) Includes a data-nanagenent system consistent with the LEA s proposed PBCS, that can
Iink student achi evenent (as defined in the Federal Register notice) data to teacher and
principal payroll and human resources systens; and

(5) Incorporates high-quality professional devel opnent activities that increase the
capacity of teachers and principals to raise student achievenent (as defined in the
Federal Register notice) and are directly linked to the specific neasures of teacher and
principal effectiveness included in the PBCS

Strengt hs:

Pages 13-14 outline the overarching goal and subsequent objectives of the project. The
project will use a planning and i nplenentation period in year one of the grant (p. 14).
Addi ti onal conpensation will be provided to teachers who accept assignments in the

identified critical shortage areas.

The plan involves the creation of a Leadership Team conpri sed of representatives from each
position in the district (p.23).

The project will use a TAP Evaluation Rubric and the conpany who devel oped the TAP will
conduct professional devel opment. Teacher TAP Eval uations would be entered into a
conprehensive online data system (p. 25) and cross wal ked with student achi evenent data to
determne eligibility for performance conpensati on.

Teachers and principals are to be observed at | east four times per year. Low performng
teachers will be observed 6 tinmes per year

The budget narrative identifies that an outside consulting firmw || devel op the robust
dat a managenment systemthat will tie student perfornmance and staff evaluations into
teacher and principal payroll wthin human resources.

A Prof essional Devel opnment Coordinator will be hired to oversee all activities.

Weaknesses:

Sone outcones are not stated in nmeasureable terns. Qutconmes are not aligned to the
obj ectives previously stated in the narrative.

Defined criteria for deternmining "effective"” for hiring highly qualified staff were not
provi ded.

Determ nation of "effectiveness" is confusing. On page 14 the narrative states that

student achievement will inmprove to 80% of students attaining proficiency on state
assessnents and | ocal end-of-course exans. However, in Table 6 on page 22, there is
conflicting information. It states that principals at high school will score 60% and
principals of elementary will score 80% Core teachers nmust score 60% at both high schoo
and el enentary levels. Non-core teachers nust score 80%at the elenentary level. It is

uncl ear how the targeted scores were derived and why principals and teachers target scores
woul d be different. Core teachers target scores are also different from non-core
teachers. Additionally, val ue-added nodels make use of student projected target scores,
based on their own past performance and a pool of peers who performsimlarly. 1In |ight
of using a growth nodel, perhaps a better neasure mght be the % of students who neet

10/ 28/ 10 11:40 AM Page 13 of 17



their projected targets for annual grow h.

The TAP rubric is stated to be for both teachers and principals, admnistered by trained
personnel. However, no informati on was provided on the principal conponent of the
evaluation. (e.g. how often, by whom how principal evaluations would be tracked and
aligned to student achievenent, etc.) in the deternmination of eligibility to receive
perfornmance conpensati on

Wt hout needed detail, it is difficult to determine if observing all personnel at |east 4
times per year is a feasible goal

There was no discussion of inter-rater reliability since the conpany who sells the TAP
woul d be providing the training (budget narrative).

The opportunities for all 53 teachers to earn substantive conpensation pay is inequitable
and therefore unfair. The identification of Mentors and Master Teachers is done by
di strict personnel and not by virtue of a tiered systemof reward, with specific
neasureable criteria in which any teacher can self-determine to participate. The applicant
reflects traditional ways of thinking about career advancement. The challenge of this
grant is to go beyond these traditional ways of thinking and devel op systens that provide
and pronote opportunities for teachers and principals to advance thensel ves (interna

| ocus of control), and to provide needed resources and supports for staff to neet their
own i ndividualized professional growth goals.

Wiile attenpting to inplement rigorous requirements by which staff rmust annually engage in
pr of essi onal devel opnent (i.e. 60 hours annually-page 26) is noteworthy, in reality this
may not be feasible given the constraints of other teaching responsibilities. Table 7 on
page 29 provides a detail ed professional devel opnent plan. However the hours listed in
the plan, when added up constitute well over the 60-hour rigorous requirement previously
nment i oned.

Reader's Score: 36

Selection Criteria - Adequacy of Support for the Proposed Project
1. (©: Adequacy of Support for the Proposed Project (25 points):

In deternmining the adequacy of the support for the proposed project, the Secretary
considers the extent to which--

(1) The managerent plan is likely to achieve the objectives of the proposed project on
time and within budget, and includes clearly defined responsibilities and detail ed
tinmelines and nil estones for acconplishing project tasks;

(2) The project director and other key personnel are qualified to carry out their
responsibilities, and their tinme commitnments are appropriate and adequate to inplenment the
proj ect effectively;

(3) The applicant will support the proposed project with funds provided under other
Federal or State prograns and |ocal financial or in-kind resources; and

(4) The requested grant anount and project costs are sufficient to attain project goals
and reasonable in relation to the objectives and design of the project.

Strengt hs:

A Leadership Teamwill be created to govern and provi de oversight to all project
activities and subconmittees formed to address various conponents of the project (i.e.,
dat a systens, communications, capacity building, professional devel opnent, student

achi evenent and accountability, and human resources (p. 37). Each subconmittee wl]l
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devel op a specific work plan for their area during the planning year

Table 8 on pages 39-41 is tied directly to project objectives found on page 14 and is for
year one of the plan.

The Federal Prograns Administrator has the experience to inplenment a |arge federa
pr oj ect.

Job descriptions were provided for the positions to be hired (i.e. Project Coordinator,
Fi scal Specialist, and Professional Devel opnment Coordinator. Time allocations appear
adequate to neet project objectives effectively (pp. 44-45).

Over the course of the five year project period Augusta School District will provide
$2,359,938 in funds to support the project (p. 1)

Request ed grant amounts and project costs appear to be sufficient and reasonabl e.

Weaknesses:
A managenent plan for years two through five was not provided (pp.39-41).

Reader's Score: 17

Sel ection Criteria - Quality of Local Evaluation
1. (D) Quality of Local Evaluation (5 points):

In deternmining the quality of the local project evaluation, the Secretary considers the
extent to which the applicant's evaluation plan--

(1) Includes the use of strong and neasurabl e performance objectives (that are clearly
related to the goals of the project) for raising student achievenent (as defined in the
Federal Register notice), increasing the effectiveness of teachers, principals, and other
personnel (in those sites in which the grantee wi shes to expand the PBCS to additiona
staff in its schools), and retaining and recruiting effective teachers, principals, and
ot her personnel

(2) WIIl produce evaluation data that are quantitative and qualitative; and

(3) Includes adequate eval uati on procedures for ensuring feedback and conti nuous
i mprovenent in the operation of the proposed project.

Strengt hs:
The project will enploy the use a variety of both quantitative and qualitative measures
usi ng m xed-nodel techniques (p. 54).

An external evaluation consultant will be hired to devel op the eval uation plan

Quarterly and annual reports will provide information to be shared with stakehol der groups
and the Leadership Team for discussions that |ead to ongoing i nprovenents in the program
(p. 55).

Weaknesses:

Conponents to be evaluated are not directly tied to project objectives (p. 49) and not
specifically aligned to neasureable outconmes. It is therefore difficult to determne if
all objectives of the project are appropriately and effectively included and neasured.
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The neasures nentioned on pages 50-53 are aligned to the research questions, which do not
align with the objectives as previously stated in the narrative.

Reader's Score: 3

Priority Questions

Priority Preference - Conpetitive Preference Priority 1

1. Conpetitive Preference Priority: Use of Val ue- Added Measures of Student Achievenment. (Up
to 5 points):

To neet this conpetitive preference priority, the applicant nust denonstrate, inits
application, that the proposed PBCS for teachers, principals, and other personnel (in
those sites in which the grantee wi shes to expand the PBCS to additional staff inits
schools) will use a val ue-added neasure of the inpact on student growh (as defined in the
Federal Register notice) as a significant factor in calculating differentiated | evels of
compensation provided to teachers, principals, and other personnel (in those sites in

whi ch the grantee wishes to expand the PBCS to additional staff in its schools).

Under this priority, the applicant nust al so denpbnstrate that it has a plan to ensure
that, as part of the PBCS, it has the capacity to (1) inplenment the proposed val ue-added
nmodel (e.g., through robust data systens that collect the necessary data and ensure data
quality), and (2) clearly explain the chosen val ue-added nodel to teachers to enable them
to use the data generated through the nodel to inprove classroom practices.

Strengt hs:
The applicant has identified the SAS EVAAS Val ue Added Mbdel as the one the project will
enmpl oy (p. 33) and will be providing professional devel opment on the use of val ue added

data to i nprove student achi evenment (Table 7). The applicant has adequately denonstrated
that they are able to inplenment the val ue-added nodel as described in the narrative.

Weaknesses:
None not ed.

Reader's Score: 5

Priority Preference - Conpetitive Preference Priority 2

1. Conpetitive Preference Priority: Increased Recruitnment and Retention of Effective Teachers
to Serve Hi gh-Need Students and in Hard-to-Staff Subjects and Specialty Areas in H gh- Need
Schools. (Up to 5 points):

To neet this conpetitive preference priority, the applicant nust denonstrate in its
application that its proposed PBCS is designed to assist high-need schools (as defined in
the Federal Register notice) to (1) serve high-need students (as defined in the Federa
Regi ster notice), (2) retain effective teachers in teaching positions in hard-to-staff

subj ects and specialty areas, such as mathenmatics, science, special education, and English

| anguage acquisition, and (3) fill vacancies with teachers of those subjects or specialty
areas who are effective or likely to be effective. The applicant nust provide an
expl anation for howit wll determne that a teacher filling a vacancy is effective or

likely to be effective. In addition, applicants nust denonstrate, in their applications,
the extent to which the subjects or specialty areas they propose to target are hard-to-
staff. Lastly, applicants nust denonstrate, in their applications that they will inplenent
a process for effectively communicating to teachers which of the LEA s schools are high-
need and whi ch subjects and specialty areas are considered hard-to-staff.
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Strengt hs:

The narrative provided a breakdown of hard-to-staff areas and aligned content areas of
teachers who left the district to these need areas. Half of the teachers who left in the
| ast year taught in areas identified as hard-to-staff.

Weaknesses:

The PBCS will serve high-need students. The targeted schools all neet the definition of
hi gh- need.

Defined criteria for deternmining "effective" for hiring highly qualified staff in hard-to-
staff areas were not provided.

Regardi ng retention, determ nation of "effectiveness"” is confusing. On page 14 the

narrative states that student achievement will inprove to 80% of students attaining
proficiency on state assessnments and | ocal end-of-course exans. However, in Table 6 on
page 22, there is conflicting information. It states that principals at high school will

score 60% and principals of elementary will score 80% Core teachers nust score 60% at
both hi gh school and elementary |evels. Non-core teachers nust score 80% at the
elementary level. It is unclear how the targeted scores were derived and why principals
and teachers target scores would be different. Core teachers target scores are also

di fferent fromnon-core teachers. There is no tineline, so it is unclear if these target
scores are expected annually for staff to earn perfornmance conpensation. Additionally, no
rationale or justification was provided as to why teachers will receive 5% and principals
will receive 10%of their salary if eligible to receive performance conmpensation. These
di screpancies in identifying eligibility for performance conpensation calls into question
the ability of the project to retain highly qualified personnel

Reader's Score: 2

St at us: Subnitted
Last Updated: 8/6/10 3:57 PM
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