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Techni cal Revi ew Form

Panel #6 - Panel - 6: 84.385A

Reader #1: Kk k kKRR KKK K
Applicant: The Col | ege- Ready Promise -- , (S385A100082)
Questions

Eval uation Criteria - Absolute Priority 1

1. Priority 1: Differentiated Levels of Conpensation for Effective Teachers and Princi pal s:
Conment on how wel |l the applicant denonstrates that --

It will develop and inplenment a PBCS that rewards, at differentiated |levels, teachers and
princi pals 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 determning 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 perfornance;

(b) Must include observation-based assessnents of teacher and principal performance at
multiple 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 kf orce; 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 deternining principal effectiveness as part of a PBCS, the LEA nmust give significant

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

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

In addition, the applicant must denonstrate that the differentiated effectiveness
incentive paynments will provide incentive anounts that are substantial and provide
justification for the level of incentive anmounts chosen. While the Departnment does not
propose a ninimumincentive anount, 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 affirns that key conmponents of this project include using val ue-added
neasures of student growth, instituting new career paths and differentiated conpensation
for the nost effective educators, and inplenmenting new recruitnment and induction efforts,
p. e0 (Abstract). The Coll ege- Ready Pronise (TCRP) represents coll aboration anmong five
Cal i forni a-based Charter Managenent Organizations (CMXs). TCRP has established a 7-year, 9
-point plan to collectively better devel op, identify, reward, deploy, and retain the nost
ef fective educators. The goal is to further increase student achi evenent and ensure
students are prepared to enter college-level courses w thout renediation. These TIF-
sponsored conponents of the overall effort are referred to in this proposal as the
Educat or Effectiveness Project, p. 4. The applicant indicates that 40 percent of teacher
eval uations will be based on student achi evenment and growth and sixty percent on teacher

practice and behavior, p. 18. Teachers will be observed up to 10 tines per year. Once per
semester will be a full session, planned in advance. Five times per senester there will be
i nformal , unpl anned observations for part of a session. The observer will nost |ikely be
the principal, who will be trained by a TIF-funded vendor to use the rubric. Al observers
will be trained (same vendor) to use the rubric to optinize inter-rater
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reliability. Principals will be evaluated by a supervisor within each CMO, who wil al so be
trained in the rubric and nethods so evaluation will be consistent, p. 43. Details
provided clarity related to how principals and teachers woul d be eval uated and how t hose
evaluations will be tied with student achievenment and this PBCS. The applicant reports
that teachers at the Hghly Effective |l evel on the career path will work 11-12 nonths per
year. Highly Effective teachers will have the option of pronotion to (1) Mster Teacher
(2) Teacher Coach or (3) Administrator, p. 27. The project provides two incentives:
conpensati on based on the teacher skill and work | evel, and career paths which offer
opportunities for |eadership, pronotion, and choice of direction, p. 29. The applicant
reports that TCRP will begin work during the SY2010-11 to establish a rubric for
principals and an eval uati on system based significantly on student val ue-added netrics and
on proincipal ablity to nove teachers along the career path and rtain highly effective

teachers. In addition, principal evaluations will |ikely include neasures of student
graduation, college enrollment, student/famly feedback and at |east to supervisor
eval uations each year, p. 42. Principals with strong performance ratings will be retained

and conmpensated, p. 43. In the new conpensation plan to be devel oped, the nost highly
effective principals will earn approximtely 7-15% over base, p. 45. The applicant reports
that entry-level teachers and others beginning their careers, or those with strong need to
i mprove skills as neasured by student achievement, will be paid the base conpensation
amount while they learn effectiveness. In the Emerging category, that teacher will earn an
additional $3,000 nore. Teachers at the Achieving level will be paid $8, 000-%$10, 000 nore
than entry level. A Highly Effective Il teacher will earn up to $25,00 nore than entry
salary and has the potential to earn significantly nore when a career path is selected. In
the career path, the highest paid teachers (i.e. nmaster teachers and coaches) earn $70, 000
to $93,000. The applicant reports that research on how large incentive anobunts nust be to
attract and retain high-quality teachers in | ow perform ng schools, along with teacher
focus groups, to have infornmed the decision maki ng process. The conpensati on conponent of
the teacher career path will be inplenented in 5 case study schools, in years 2 and 3. It
will be fully launched after 2 years of data collection, pp. 31-32. Details were provided
in this section.

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 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-TlIF 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

Ceneral :
The applicant neets the criteria of this Absolute Priority.

The applicant notes a total budget for the TCRP Educator Effectiveness Project over the
five years of the project to be $81, 546,900 of which they are requesting $11, 152,100 in
support fromgrant, p. 1 (Budget Narrative). Projected funding for differentiated
conpensation includes 6 percent fromTIF funds and 94 percent from other funds indicating
an acceptance for the responsibility to provide perfornmance-based conmpensation, p. 3
(Budget Narrative). The costs appear to be appropriate.

The applicant provides a clearly delineated chart that show an increasing share of
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per f or mance- based conpensati on paid to educators fromnon-TIF funds over the course of the
five-year project period, p. 15 (Budget Narrative).

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 neets the criteria of this Absolute Priority.

The applicant presents a strong franmework for the proposed PBCS. Components are aligned to
ensure an ever-increasing effective workforce. Significant conponents include the val ue-
added grow h-to-standard neasure, p. 19, and eval uations for professional devel opnment,
noverent through the career paths, and retention decisions. Figures 6 & 7 detail the

possi bl e novenents of teachers through the differentiated |evels, p. 26. No Charter
Management Organi zations offer tenure, p. 27.

Reader's Score: O

Requi renent - Requi renent

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 neets the criteria of this Requirenent. The PBCS presents a well-devel oped
plan to offer both teachers and principals incentives to take on additiona
responsibilities. As the educators nove through their career paths, they can opt into nore
responsibilities at the Hghly Effective |levels. For teachers, this includes nmentorship
coaching or administrative responsibilities, p. 27. For principals, this includes the

opportunity to beconme a mentor principal, turnaround/transformational principal, or
cluster principal, p. 44.

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
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Cener al

The applicant neets the criteria of Core Elenent 1. The applicant reports that there has
been a great deal of stakehol der participation and input into devel opnent of the PBCS
TCRP has letters of support fromall eligible schools. To reach those educators who did
not directly participate in pilots, focus groups, or discussion panels, each CMO also is
conmuni cating with all its educators about the processes underway. This comunication
takes place through neetings, intranet, and newsletters. Comunication surveys are used to
col l ect feedback to gauge the extent to which educators feel they are included in reform

efforts, pp. 16-17. Comunity comuni cation taes place through partners and union
partici pation.

Reader's Score: O

Evaluation 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 involvenent 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 neets the criteria of this Core Elenment. The applicant reports that TCRP
has letters of support fromall eligible schools included in The Educator Effectiveness
Project, featuring signatures of principals, teacher representatives and parent
representatives and unioni zed organi zati on. TCRP st akehol ders hel d nonthly di scussion
panel s and focus groups throughout sumrer 2010, involving a total of nore than 1,000

partici pant hours of work, all focused on critiquing the initial teacher eval uation design
and assessnent rubric, p. 17.

Reader's Score: 0

Eval uation Criteria - Core Elenent 3

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., agreement anong two or nore raters who score approxinmately the sane).

Cener al :

The applicant neets the criteria of Core Elenent 3. The applicant indicates that key
conponents of this PBCS project include using val ue-added neasures of student grow h,
instituting new career paths and differentiated conpensation for the nost effective
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educators, and inplementing new recruitnent and induction efforts, p. e0 (Abstract).

The applicant details how teans of educators created an initial draft of a new set of
standards, the Teacher Effectiveness Franework (the Framework), in May 2010. It is a

st andar ds- based framework that defines the various abilities and practices of the highly
effective teachers and will be the basis of 60% of teacher eval uations. Based heavily on
the work of Charlotte Daniel son, the Framework includes standards in the areas of planning
and preparation, classroomlearning environnent, instruction, assessnment and data-driven
i nstruction, professional responsibilities, and partnerships with famlies and conmunity.
After additional review sessions, a vendor will convert the nodified franework into an
eval uation rubric. The devel oped evaluation rubric will be piloted by five schools during
2010- 2011 to determ ne needed nodifications. The finalized evaluation rubric will then be
i npl enented in 2011-2012, pp. 22-23.

Details of this application indicate that teachers will be observed up to 10 tinmes per
year, p. 23. Other neasures of evaluation nmay include portfolios, student/fanily feedback
and survey of attitudes and beliefs, p. 18.

oservations will be inplemented by an observer (probably the principal), who will be
trained by a TIF-funded vendor to use the rubric in a fair, consistent manner. Al
observers throughout TCRP will be trained by the sane vendor to use the sanme rubric, thus

optimzing inter-rater reliability, p. 23. The principal evaluation is desscribed on page
43.

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 adequately nmeets the criteria of this section. The applicant reports that
dat a system devel oprment is already underway with the aid of a grant fromthe Bill and
Mel i nda Gates Foundation. This data systemw |l sufficiently link student achi evenent data
to payroll and human resource systens.

Each of the five Charter Managenent Organi zations will need to have their data systens
retooled to include the student growh neasure. The new data systemw || enable the

eval uati on system and career path strategic initiatives to capture and facilitate the use
of eval uations, provide for a conmpensation design and the inplenentation of the val ue-
added nodel based on a nunber of sources (e.g., evaluations, assessnents), coordination of
conpensation with career |addering, and alignnment of financial incentives with

ef fectiveness and connect needs and human resources (e.g., hel ping | eadership match
school s and cl assroonms with the nost appropriate teachers) and ot her neasures, pp. 48-49.

Reader's Score: 0

Eval uation Criteria - Core Element 5
1. Core El enent 5:
Comment 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 opment that enables themto use data generated by
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these nmeasures to inprove their practice

Gener al

The applicant neets the criteria of Core Elenment 5. The applicant reports that each
teacher will receive training fromthe vendor, The Val ue- Added Anal ysis Network, on how to
read and understand the val ue-added annual report in order to use it for professiona
growmh. In addition, each school principal will not only know how to read, explain and use

the reports, but will also know how to assign to the teacher those students who are nobst
likely to benefit fromthat teacher's classes, p. 33. The applicant describes training
that will be provided to ensure that teachers and principals under the specific measures
to be included in the PBCS. As described, this training appears to be sufficient.

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 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-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 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.

Gener al

The applicant neets this criteria. The applicant reports that, as part of the PBCS, each
teacher will receive and/or help to co-create an annual, custom zed personal |earning plan
that focuses professional devel opnent on specific areas where the teacher needs to inprove
in order to lift student achievement. This plan will be devel oped in collaboration with

TI F-funded | npl enent ati on Coaches and will be based on an annual report generated fromthe

data system al ong with individual personnel evaluation results.
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This report will include records of student achievenment and a cl ear val ue-added score to
show student actual progress toward the goal of college readiness. |If the teacher needs

i mprovenent, |nplenentati on Coaches can tap a nunber of resources, such as coursework,
ment or and master teachers, summer sessions, and workshops to provide targeted support in
the area of need, p. 32. The information with the application noting the itens |isted
above provides clear and conci se descriptions.

Al'l schools will participate in the PBCS. Teachers who are thriving will also receive
cust om zed professional devel opment to keep them growi ng and to gui de them al ong one of
the differentiated career path options. Again, the Inplenmentati on Coaches will play a

significant and high-touch role as career coaches, orchestrators of targeted professiona
devel opnent, and as |iaisons between the teacher and the career path review panel, p 33.

The applicant notes that as the educators nove through their career paths, they can opt
into more responsibilities at the Highly Effective |levels. For teachers this includes
ment or shi p, coaching or administrative responsibilities, p. 27. For principals, this

i ncl udes the opportunity to become a nmentor principal, turnaround/transformationa
principal, or cluster principal, p. 44. The career steps are clearly delineated.

Each teacher will receive training from The Val ue- Added Anal ysis Network on how to read
and understand the nmeasures of effectiveness in the annual report in order to use it for
professional growh. In addition, each school principal will not only know how to read,

explain and use the reports, but will also know how to assign to the teacher those
students who are nost likely to benefit fromthat teacher's classes, p. 33. As descri bed,
this training will provide a link for teachers and principals to nore fully understand how
student academi c achievenent is tied directly to the PBCS.

The evaluation will drive inprovenent and fine-tuning of the project by exam ning the

i mpl enentati on of the elenments of the Educator Effectiveness Project. Using varied
research methods (observations, interviews, focus groups and qualitative case studies),
the evaluator will provide regular feedback on the research questions that will guide the
| mpl enentati on Study. One of the question concerns how new policies and professional

devel opnent are produci ng observabl e changes in practice in schools and cl assroons, p. 68-
69.

Reader's Score: 0

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

In determ ning 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 principal 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 deternmn nes
are conparable 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.
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Strengt hs:

The applicant adequately addressed need for the project. The applicant affirnms that this
project would be inplenented in high need schools. TCRP schools currently serve nore than
26,000 students in 85 public schools. O these schools, 46 are eligible for TIF funding.
VWile ineligible schools will not receive funds fromthis TIF grant, the conprehensive
reformeffort outlined in this application will be extended to themthrough other funding
sources on the sane tineline as TIF-eligible schools. Al TIF-eligible schools have at

| east 50% of students eligible for Free and Reduced-Priced Lunch (FRPL), or, in the case
of select mddle and high schools with | ow reporting rates, at |east 50% of FRPL-eligible
students in the direct feeder school. The average TIF-eligible school serves 80% FRPL-
eligible students, p. 6.

The applicant reports that turn-over, experience, and subject-area expertise are a
problem First-year teachers make up 15-40% of the teaching population in any year
Additionally, in hard-to-staff subjects and specialty areas, such as math and science,
there are far fewer candidates for each open position, and principals cannot be selective
with new hires.

The applicant notes that retention of effective teachers and principals is also a

chall enge. In exit surveys, teachers cite an insufficient evaluation system |ack of
advancenent opportunities and desire for nore effective professional devel opnent as
reasons for departing. Currently 25-40% of teachers | eave each year across all TCRP
school s; nobst |eave voluntarily, but 6-12% are dism ssed. These rates conpare to a 13%
turnover California-wide in the first two years. Through the descriptive informtion
provided in this application, the applicant addresses efforts to increase retention rates
for highly effective teachers and principals.

The applicant nakes sufficient conparison of TCRP TlIF-eligible schools to conparable
schools in California that are perform ng at higher levels than each TIF-eligible school
In the Hi gh-Need School s Docunentation, school conparison data is offered for each TIF-
eligible school that opened in 2008 or prior. The comnparison uses the California Standards
Test for elementary and niddl e school and the California H gh School Exit exam for high
school . For each school, several conparison schools were |ocated that are seeing students
succeed at a higher rate, p. 7-8.

The applicant clearly di scusses how schools were matched by school type (e.g., K-8,

m ddl e, high) and soci o-econom ¢ di sadvantage, using the federal |evel of poverty that

i ncludes free and reduced priced |lunch (FRPL) and a neasure of parent education |evel.
This poverty nmeasure was used in lieu of straight FRPL |l evels due to the fact that sone
hi gh school s and many charter schools in California do not report FRPL |evels, p. 8.

Weaknesses:
No weaknesses were found.

Reader's Score: 10

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 fecti veness as determined in significant part by student growmh (as defined in the
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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
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:

The applicant clearly notes that this project is part of a systemw de plan for inproving
eval uation of teachers and principals and ensuring that evaluation results inform
deci si ons regardi ng conpensation, recruitnent, retention, support, career paths, and

prof essional growth, p. 14. Student growth neasures are included along with the use of a
st andar ds-based rubric and other neasures of effectiveness, p. 19.

The applicant presents details to indicate that forty percent of teacher evaluations wll

be based on student achi evenent and growth, and sixty percent will be based on teacher
practice and behavior, p. 18. The val ue-added student growth met hodol ogy will include
mul tiple measures and will involve a grow h-to-standard nmeasurement of student achi evenent

(or another val ue-added nodel), p. 19.

The hi ghest paid teachers (i.e., master teachers and coaches) earn $70,000 to $93,000. In
the new conpensation plan to be devel oped, the nost highly effective principals will earn
approxi mately 7-15% over base salary, p. 45. The applicant used research on the topic of
ef fective amounts of differential conpensation, along with information fromteacher focus
groups, to informthe decision naki ng process.

The applicant has devel oped a definition of "highly effective" to be teachers who help the
majority of their high-need students consistently make nore than one year of academc
progress in a given year. Effective principals ensure that the mgjority of high-need
students in their school consistently nake nmore than one year of academi c progress in a

gi ven year, p. 8.
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The applicant delineated that TCRP has letters of support fromall eligible schools
featuring signatures of principals, teacher representatives and parent representatives and
all unionized organi zati ons. TCRP st akehol ders held nonthly di scussion panels and focus
groups throughout sunmer 2010, all focused on critiquing the initial teacher evaluation
desi gn and assessnent rubric, p. 17.

The applicant affirns that key conponents of this PBCS project include using val ue-added
neasures of student growth, instituting new career paths, and differentiated conpensation
using multiple rating categories for the nost effective educators, p. e0 (Abstract).
Teachers are observed up to 10 tinmes per year, p. 23. Principal evaluations will likely

i ncl ude neasures of student graduation, college enrollnent, student/famly feedback, and
at |l east two supervisor evaluations each year, p. 42

The applicant presents details to indicate that a new data systemw ||l be devel oped to
capture and facilitate the use of evaluations, provide for a conpensation design and the
i mpl enent ati on of the val ue-added nodel based on a nunber of sources (e.g., evaluations,
assessnments), coordination of conpensation with career |addering, alignnent of financia
incentives with effectiveness, connect needs and human resources, and other types of
measures, pp. 48-49.

Weaknesses:

The details provided in this section related to eval uation adequately align with the TIF
requirements. Details were |lacking as to how the ambunts were sel ected based upon the
i nformati on presented.

Reader's Score: 54

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

In deternining 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
timelines 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 coimmitnments 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 |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:

The project will likely neet its proposed objectives on tine and within budget, wth
clearly defined responsibilities and detailed tinelines and m | estones, pp. e22-e35
(Appendi x). Al key personnel have an extensive array of experience that would enable them
to successfully inplenent the project, pp. 54-59.

The applicant has projected funding for differentiated conpensation to include six percent
fromTIF funds and 94 percent fromother funds, p. 3 (Budget Narrative). The requested
grant anount and project cost are quite reasonable in relation to the tota
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amount that will be spent on this project and should be sufficient to attain project goals
related to the fundi ng requested.

Weaknesses:

A clear delineation of the individual responsibilities noted in the managenent plan is
needed (e22-e35).

Reader's Score: 20

Selection Criteria - Quality of Local Eval uation
1. (D) Quality 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 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) WII 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.

St rengt hs:

The eval uation offers both goals and strategies that are clearly aligned with raising
student effectiveness, increasing the effectiveness of teachers and principals and
retaining and recruiting effective teachers and principals, p. 63-71

Quantitative nmeasures will be used to guide the study for the Inpact Eval uation of

del i neat ed objectives and performance neasures. The overall student achi evenent goal will
be measured by State assessments, high school graduation rates, and coll ege readi ness

obj ectives. Various research nmethods (observations, interviews, focus groups and
gualitative case studies) offer feedback on the research questions that guide the

| mpl enentation Study, p. 63-70. The eval uation plan contains procedures for ensuring

f eedback and conti nuous i nprovenent, p. 68-70.

Weaknesses:
Informati on on the evaluation of principals was not presented or detail ed.

Reader's Score: 4

Priority Questions

Priority Preference - Conpetitive Preference Priority 1
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1. Conpetitive Preference Priority: Use of Val ue- Added Measures of Student Achievement. (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 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
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 presents a clear explanation that the val ue-added student grow h nethodol ogy
that will be used will include multiple nmeasures to ensure that TCRP takes advantage of
the nmost current research and evi dence base about how to best assess the inpact of a
teacher on student achievenent. It will involve a growh-to-standard measurenent of
student achi evenment (or another val ue-added nodel). Al so, it nust be based on a | arge
enough sanple size to produce reliable val ue-added results in each situation. G owh-to-
standard nodels differ fromthe typical val ue-added nodel in three ways: (1) they
establish an end target for student growh (in this case, readiness for college), (2) they
specify a desired anpbunt of growmh towards the end target each year, and (3) growth-to-
standard nodels enpirically test the probabilistic |ikelihood of students at different
initial achievenent levels attaining the desired growh, p. 19.

It is apparent that a great deal of pre-planning has taken place in the devel opnent of the
PBCS data systemwith the aid of a grant fromthe Bill and Melinda Gates Foundati on. Each
of the five CMOw Il need to have their data systens retooled to include the val ue-added
student growth neasure. The new systemwi ||l enable the evaluation system and career path
strategic initiatives to capture and facilitate the use of evaluations, differentia
conpensation with career |addering, and alignnent of financial incentives with

ef fecti veness and connect needs and hunman resources (e.g., hel ping | eadership match
schools and classroons with the npst appropriate teachers) and other neasures, pp. 48-49.

The applicant aptly described how each teacher and principal will receive training from
the vendor, The Val ue- Added Anal ysis Network, on how to read and understand the val ue-
added annual report to use for professional growh, p 33.

Weaknesses:
No weaknesses were found.

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
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| anguage acquisition, and (3) fill vacancies with teachers of those subjects or specialty
areas who are effective or likely to be effective. The applicant mnmust provide an
explanation for howit will determne that a teacher filling a vacancy is effective or
likely to be effective. In addition, applicants nmust denmonstrate, 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 specifies that nearly all of their students neet the definition of high-need
students. They are at risk of education failure, or otherwi se in need of specia

assi stance and support. Moreover, 80% of TCRP students qualify for Free and Reduced Priced
Lunch (FRPL). TCRP schools serve nmore than 94% ninority students and 20% Engli sh Language
Learners, p. 5. The applicant has devel oped plans for filling vacancies of teachers
through the prospective teacher residency program

Weaknesses:

The applicant does not discuss retaining effective teachers in teaching positions in hard-
to-staff subjects and specialty areas. The applicant does not discuss filling vacancies
with teachers of those subjects or specialty areas who are effective or likely to be

ef fective. The applicant does not provide an explanation for howit will deternmne that a
teacher filling a vacancy is effective or likely to be effective.

The applicant does not discuss the extent to which the subjects or specialty areas they
propose to target are hard-to-staff. The applicant does not discuss the inplenentation of
a process for effectively conmunicating to teachers which of the schools are high-need and
whi ch subj ects and specialty areas are consi dered hard-to-staff.

Reader's Score: 2

St at us: Subnitted
Last Updated: 8/6/10 4:02 PM
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1. Project Design 60 55

Adequacy of Support for the Proposed Project

1. Adequacy of Support 25 17

Quality of Local Evaluation
1. Quality of Local Eval. 5 4
Sub Tot al 100 85

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 93
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Techni cal Revi ew Form

Panel #6 - Panel - 6: 84.385A

Reader #2: kkkkkk kKKK
Applicant: The Col | ege- Ready Promise -- , (S385A100082)
Questions

Eval uation Criteria - Absolute Priority 1
1. Priority 1: Differentiated Levels of Conpensation for Effective Teachers and Princi pal s:
Conment on how wel |l the applicant denonstrates that --

It will develop and inplenment a PBCS that rewards, at differentiated |levels, teachers and
princi pals 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 determning 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 perfornance;

(b) Must include observation-based assessnents of teacher and principal performance at
multiple 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 kf orce; 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 deternining principal effectiveness as part of a PBCS, the LEA nmust give significant

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

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

In addition, the applicant must denonstrate that the differentiated effectiveness
incentive paynments will provide incentive anounts that are substantial and provide
justification for the level of incentive anmounts chosen. While the Departnment does not
propose a ninimumincentive anount, 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 adequately addresses Absolute Priority 1. The calculation of student

| earning growth is provided on page 19, and will utilize a val ue-added nodel. The nethod
used to calculate growth takes into account an end target for students, a desired anopunt
of growh toward the target each year, and a growt h-to-standards analysis, all indicating
a nulti-faceted approach to determining growh in student achi evenent (p. 19).

The applicant proposes a redesign of the teacher and principal eval uation system which
could potentially inmpact retention and instructional practices (p. 18). The devel opnent
of a new set of standards, the Teacher Effectiveness Framework, is currently underway, and
it defines the various abilities and practices of highly effective teachers (p. 22).
Critical components that are research-based are incorporated in this franework. Once the
work is approved, the nodel will be converted into rubric formso that specific criteria
can be exam ned al ong a continuum of effectiveness (p. 22). Teachers will be observed up
to 10 tinmes per year (p. 23). This increases the opportunities for |eaders to see visible
evi dence of highly effective practice in the classroons. Inter-rater reliability is
addressed as all observers will be trained by the sanme vendor and use the sane rubric
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(p. 23). As noted, this practice incorporates a neasure of consistency so that fair
assessnents can be nade.

OQpportunities for promotion within the teaching career are nentioned and provi de chances
for teachers to becone | eaders through the Career Path conponent. This practice hel ps
build the capacity of the other teachers in the school

The applicant evidences best practice in researching incentive anounts. Using informtion
fromthe National Center on Teacher Quality as well as literature from other sources, the
appl i cant put together focus groups to derive incentive anounts that are likely high
enough to create change in the behavior of current and prospective teachers in order to
ultimately i nprove student outcones (p. 25-29).

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 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-TlIF 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 adequately addresses the criteria in Absolute Priority 2. The applicant
references funding fromthe Gates Foundation as that which would be easily integrated with
the proposed project (p. 62). Such connections establish a solid foundation for

i mprovenent and increase the |ikelihood of project success.

The applicant addresses fundi ng sources by expl ai ni ng how funds coul d potentially be
secured fromdonor and likely federal grants (p. 61). Such possibilities exploration of
mul ti pl e avenues to acquire the resources necessary to enhance student achi evenent.
Reasonabl e cost estimates are provided denonstrating prior financial planning and
foresight (p. 62). On page 16, the applicant outlines a funding plan in which Year 1 will

be used for planning, TIF funds will be used for partial conpensation of performance in
Years 2 and 3, and then non-TIF funds will be used in Years 4 and 5.

Reader's Score: 0

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
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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 adequately addresses Absolute Priority 3. Evidence of a coherent and
i ntegrated strategy can be seen in the proposed project. The calculation of student

| earning growth is provided on page 19, and will utilize a val ue-added nodel. The nethod
used to calculate growh takes into account an end target for students, a desired anount
of growh toward the target each year, and a growt h-to-standards analysis, all indicating

a nulti-faceted approach to determ ning growh in student achi evenent (p. 19).

The applicant references funding fromprior work with the Gates Foundati on as an exanpl e
of a coherent strategy which would be easily integrated with the proposed project (p.

62). Such connections establish a solid foundation for inprovenment and increase the
i keli hood of project success.

Custom zed |l earning plans are included for educators based on data and eval uations (p,

32). On pages 26 and 27, the applicant illustrates the nmovement of teachers through
di fferent | evels depending on neasures of effectiveness. The applicant notes that no CM3s
of fer tenure, but that data will be used to help strategically place teachers to maxim ze

the inpact on students and support teacher retention efforts in the process (p. 38).

Reader's Score: O

Requi renent - Requi renment

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

Cener al

The applicant provides sufficient evidence to neet this requirement. Qpportunities for
pronmotion within the teaching career are nmentioned and provide opportunities for teachers
to becone | eaders without sacrificing the effective practice provided to students (p.

25). According to the Career Path component, the effectiveness score for teachers is
based 40% on student achi evenent, 30-40% on observations, and 20-30% on ot her factors,

indicating a variety of mechanisnms that foster opportunities for teacher growth and needs
assessment (p. 25).

Reader's Score: O

Evaluation Criteria - Core Elenent 1

1. Core El enent 1:

Conment on the quality of the applicant's plan for effectively conmmunicating 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 neets the criteria under Core Element 1. Letters of support fromnot only
the eligible schools, but fromthe union working with Green Dot (Appendix), indicates

wi despread support for the proposed project, which increases |ikelihood of project
success. Ongoi ng stakehol der sessions with nonthly discussion panels and focus groups of
nore than 1000 participants al so denonstrate a conmtment to providing opportunities for
f eedback and ongoi ng comuni cati on regardi ng project conponents (p. 17). Based upon the
i nformati on provi ded, teacher voice and i nput has been included in the project fromthe
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begi nni ng of the process (see specifically p. 17). The comrunication with the union and
parents represents efforts to address the conmunity-at-large (p. 17, AppendiXx).

Reader's Score: O

Evaluation 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 involvenent 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 sufficiently addresses the criteria in Core Elenent 2. Letters of support
fromnot only the eligible schools, but fromthe union working with G een Dot (Appendi x),

i ndi cates wi despread support for the proposed project, which increases |ikelihood of

proj ect success. Ongoing stakehol der sessions with nonthly di scussion panels and focus
groups of nore than 1000 participants al so denmonstrate a conmitnment to providing
opportunities for feedback and ongoi ng conmuni cation regardi ng project conponents (p.

17). Teacher and parent input has been incorporated throughout the planning process which
i ncreases the likelihood of effective inplenmentation of this proposed program (Appendi x).

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

The applicant adequately nmeets the criteria in Core Element 3. The applicant includes

ri gorous, 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. The standards based franmework and the placenment of
teachers by a hiring comittee based on concrete data and specified conponents (p. 27-30).

On pages 22 and 23, the applicant provides information about the process by which the
vendor will convert the evaluation framework into a rubric to be used in the evaul ation
process. On page 23, the teacher observations will be conducted up to 10 times per year
The vendor will also provide training to observers to ensure know edge of the standards
and increasing awareness of inter-rater reliability (p. 23).
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On page 41, the applicant discusses plans for the Principal Residency conponent including
ongoi ng coaching and training along with a robust principal evaluation systemwhich wll
wei ght teacher nmovenent along the career path and the retention of the nost highly-

ef fective teachers as a key neasurenent of success.

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 adequately addresses Core El enent 4. The applicant describes the proposed
data system and sufficiently denonstrates that it can |ink student achi evenent data to

teacher and principal payroll and human resources systens and the professional devel opnent
and | earni ng managenent system (p. 49).

Reader's Score: O

Evaluation 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 measures of teacher and principal effectiveness included in the

PBCS, and receive professional devel opment that enables themto use data generated by
these nmeasures to inprove their practice

Cener al :

The applicant adequately addresses Core El enent 5. Professional developnment that is tied
directly to data and coachi ng experiences will lead to overall inprovements in quality
through targeted, sustained efforts (p. 32-33). The creation of custom zed | earning pl ans
(p. 32) will help to focus professional devel opnent efforts on identified areas of need
which is critical in designing and inplenmenting quality instructional prograns. Teachers
will receive training on the various conponents that are required to glean effective
performance (p. 32). On page 33, the applicant sufficiently describes training for
principals in howto utilize the data and reports to make inforned decisions about
staffing and canmpus initiatives.

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
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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-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 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.

Gener al

The applicant adequately addresses this requirement. Professional devel opnent that is
tied directly to data and coachi ng experiences will lead to overall inprovenents in
quality through targeted, sustained efforts (p. 32-33). The creation of custom zed

| earning plans will help to focus professional devel opment efforts on identified areas of

need which is critical in designing and inplementing quality instructional progranms (p.
32). A PBCS is provided based upon student achi evement data as well as other educationa

factors.
On page 33, the applicant notes that all schools will participate in the proposed
project. Inplenentation coaches and nmentors will support teachers in need of inprovenent

and have access to a variety of resources, including course-work, sumer sessions, and
wor kshops (p. 33).

Principals will be trained on the use of the data and generated reports to make informed
deci si ons about teacher placenent and professional devel opnment options (p. 33).

The applicant indicates in the evaluation, that regular feedback on all project

conponents, including professional devel opnent, will guide the inplenentation study (p. 68
-69).

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--
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(i) Recruiting highly qualified or effective teachers, particularly in hard-to-staff
subj ects or specialty areas, such as mathenatics, 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 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 terns 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 provides evidence of need in terns of poverty levels and hi gh needs students
(p. 5). 80%of students qualify for Free and Reduced Price Lunch, and the school serves a
20% ELL popul ation which requires a specialized set of skills to properly address student
needs (p. 5). This fulfills the 50% or nore TIF requirenent.

Further evidence of need can be determi ned by |ooking at the 31% drop out rate in one of
the districts served (p. 7).

The applicant denpnstrates difficulty recruiting effective teachers in hard-to-staff areas
such as math and science due to the | ow nunmber of applicants (p. 9). This can be

particul arly chall engi ng when the content in the m ddl e school and high school courses

i ncorporates nore in-depth content requiring subject-matter experti se.

For conparison purposes, the applicant indicates that each school is listed along with
school s that are matched by school type, socioecononic di sadvantage, and a measure of
parent education |level which allows for conducting appropriate anal yses without
mani pul ati ng many different variables (p. 8).

The applicant estimtes that 10-15% of teachers are highly effective as a result of high-
turnover rates, limted experience, and limted subject matter expertise (p. 9). This
conbi nati on can have a negative effect on student achi evenent.

The applicant al so addresses retention of both effective teachers and effective principals
(p. 9. Wth 25-40% of teachers |eaving each year, consistency in instruction is inpaired
whi ch can have adverse effects on students and their academ c achi evenent.

Weaknesses:

Speci fic student achi evenent data di saggregated by grade, subject, and student group is
not provided which lints the extent to which such information can be used to isolate a
critical need.

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 wll
consi der 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
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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 in its PBCS to determine 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 woul d use the proposed PBCS to provide perfornmance 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 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
princi pal payroll and human resources systens; and

(5) Incorporates high-quality professional devel opnment 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

St rengt hs:

Letters of support fromnot only the eligible schools, but fromthe union working with
Green Dot (Appendix), indicates broad support for the proposed project, which increases
i keli hood of project success. Ongoing stakehol der sessions with nonthly discussion
panel s and focus groups of nore than 1000 participants al so denbnstrate a commitnent to
provi di ng opportunities for feedback and ongoi ng comuni cati on regardi ng project
conponents (p. 17). The calcul ation of student |earning growmh is provided on page 19.
The applicant plans to utilize a val ue-added nodel. The nethod used to calculate growth
takes into account an end target for students, a desired anpunt of annual growth toward
the target, and a growth-to-standards analysis, all indicating a multi-faceted approach to
determ ni ng student achi evement progress (p. 19). Likew se on page 41, the applicant
sufficiently describes the process by which principal evaluations will take place. The
robust principal evaluation systemw || weight teacher noverment along the career path and
the retention of the nost highly-effective teachers as a key neasurenent of success (p.
41). On page 18, the applicant proposes a redesign of the teacher and principa

eval uation system This redesign could potentially inpact retention and instructiona
practices. The devel opnent of a new set of standards, the Teacher Effectiveness
Framework, is currently underway, and it defines the various abilities and practices of
hi ghly effective teachers (p. 22). Critical conponents that are research-based are
incorporated in this framework. Once the work is approved, the nmodel will be converted
into rubric formso that specific criteria can be exam ned al ong a conti nuum of

ef fectiveness (p. 22). Teachers will be observed up to 10 times per year (p. 23). This
i ncreases the opportunities for |eaders to see visible evidence of highly effective
practice in the classroons. Inter-rater reliability is addressed as all observers will
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be trai ned by the sane vendor and use the sane rubric (p. 23). As noted, this practice

i ncorporates a neasure of consistency so that fair assessnents can be nade. Qpportunities
for pronotion within the teaching career are nentioned and provi de opportunities for
teachers to becone | eaders without sacrificing the effective practice provided to students
(p. 25). According to the Career Path conponent, the effectiveness score for teachers is
based 40% on student achi evenent, 30-40% on observations, and 20-30% on other factors,
indicating a variety of mechanisns that foster opportunities for teacher growh and needs
assessment (p. 25). The different levels of conpensation based on | evels of effectiveness
are of sufficient size to affect 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 (p. 30). Specifically, an additional $10,000 is a significant increase given the
base salary offered to teachers (p. 31).

The applicant 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. The standards based franework and the

pl acenent of teachers by a hiring commttee based on concrete data and specified
conponents (p. 27-30, 41). Professional devel opnent tied directly to data and coachi ng
experiences will lead to overall inmprovenments in quality through targeted, sustained
efforts (p. 32-33). The creation of custonized learning plans will help to focus

pr of essi onal devel opnent efforts on identified areas of need which is critical in
designing and inplenmenting quality instructional progranms (p. 32). The applicant

descri bes the proposed data system and denpnstrates that it can |ink student achi evenent
data to teacher and principal payroll and human resources systens and the professiona
devel opnent and | earni ng managenent system (p. 49).

Weaknesses:

While the $70,000 to $93,000 range represents a substantive anpbunt, it is unclear what
cal cul ati ons were used to derive these ambunts in teacher salary. A concrete description
of howthis was calculated is lacking in the application (p. 31).

I nformati on regardi ng professional devel opnent for principals that would be critical in
assessing instructional prograns across content areas is unclear and vague.

Reader's Score: 55

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

In deternining 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 tinme commtnments are appropriate and adequate to inplenment the
project 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.
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Strengt hs:

Sonme responsibilities and an overview of a tinmeline are included within the application to

denonstrate prior planning of human resources and specific strategies to be acconplished
during a given period of time (p. e22).

Support for the project can be seen in the letters of support from principals, parent

representatives, and union representatives (Appendix). Stakehol der support can contribute

t o program success.

The applicant references funding fromthe Gates Foundation as that which would be easily
integrated with the proposed project (p. 62). Such connections can contribute to program
success.

The applicant addresses fundi ng sources by expl ai ni ng how funds coul d potentially be
secured fromdonor and likely federal grants (p. 61). Miltiple funding sources can
contribute to long-termsustainability.

Reasonabl e cost estimates are provided denonstrating prior financial planning and
foresight (p. 62).

Weaknesses:

Sone aspects of the nmanagement plan are vague and coul d have additional specificity (p
e22-e35, Appendix). For exanple, the applicant states plans to inplenent the

di fferentiated conpensation pilot in 5 case study schools. This is a broad statenent that
enconpasses nmany different activities, and breaking down this activity into separate, nore
manageabl e tasks may be helpful in facilitating task conpletion (p. 23, AppendiXx).

Clearly articulated roles and responsibilities for each | evel of this nore general task
can contribute to task conpletion

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 nprovenent in the operation of the proposed project.

Strengt hs:

The applicant sufficiently describes plans to use an external eval uator who will
facilitate a thorough eval uation based on both formative and summative data anal ysis (p.
70). The use of pilot sites and resulting case studies will provide useful infornmation
that will facilitate ease of programinpl enentation on a |larger scale (p. 69).
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Both quantitative and qualitative data will be collected and conpared with yearly
performance nmeasures to gauge progress toward realizing the established goals (p. 68).
The inclusion of specific research questions are inportant as they can hel p guide the
proj ect conponents.

Eval uati on techni ques based on objective performance neasures will informnot only the

i npact of the project on teacher effectiveness, but also on principal effectiveness as
wel | . Linking pay and | eadership performance to the resulting teacher effectiveness and
student achi evenment facilitates the devel opnent of a process that identifies and rewards
highly effective strategies (p. 67).

Weaknesses:

Wthout identification of an outside evaluator at the beginning of the project, it is
unclear if he or she will have sufficient expertise and qualifications.

Reader's Score: 4

Priority Questions

Priority Preference - Conpetitive Preference Priority 1

1. Conpetitive Preference Priority: Use of Val ue- Added Measures of Student Achi evenent. (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
conmpensation 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.

St rengt hs:

The applicant sufficiently describes the use of a val ue-added neasure of student
achi evenent. A thorough description of the calculation of student [earning growth is

provi ded on page 19, and the applicant plans to utilize a val ue-added nodel. The nethod
used to calculate growth takes into account an end target for students, a desired anount
of growh toward the target each year, and a growt h-to-standards analysis, all indicating

the consideration of nultiple data points in deternmining growh in student achievement (p.
19).

The applicant indicates plans to coordinate the inplenentation of the val ue-added nodel
with the creation of a new data system which is one of the nine conmponents in the plan
(p. 20-21). Targeted training on the use of the val ue-added nodel is included for
teachers and principals, increasing the likelihood that teachers will become nore invol ved
with the data anal ysis aspect (p. 21, p. 33).
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Weaknesses:
No weaknesses were noted in this section

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 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 must provide an
expl anation for howit will deternmine 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-
need and whi ch subjects and specialty areas are considered hard-to-staff.

Strengt hs:

The applicant explains the current use of a teacher residency conponent for recruiting
teachers who are able and willing to teach in hard to staff subjects (p. 34). This is an

i mportant consideration because increasing depth of know edge required of students calls
for content expertise and highly effective instructional practices. The residency program
contai ns conmponents that can help teachers devel op these skills.

Weaknesses:
There is no specific explanation for how the applicant will determne that a teacher
filling a vacancy is effective or likely to be effective.

The applicant does not specifically target teacher retention in certain specialty areas
based on student achievenent data or other indicators of student need. Such information
woul d provide a rationale for a focus in the identified areas of need.

Reader's Score: 3

St at us: Submi tted
Last Updated: 8/6/10 4:02 PM
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Techni cal Revi ew Form
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Reader #3: Kk k kKRR KKK K
Applicant: The Col | ege-Ready Pronise -- , (S385A100082)
Questi ons

Eval uation Criteria - Absolute Priority 1

1. Priority 1: Differentiated Levels of Conpensation for Effective Teachers and Princi pal s:
Conment on how wel |l the applicant denonstrates that --

It will develop and inplenment a PBCS that rewards, at differentiated |levels, teachers and
princi pals 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 determning 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 perfornance;

(b) Must include observation-based assessnents of teacher and principal performance at
multiple 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 kf orce; 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 deternining principal effectiveness as part of a PBCS, the LEA nmust give significant

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

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

In addition, the applicant must denonstrate that the differentiated effectiveness
incentive paynments will provide incentive anounts that are substantial and provide
justification for the level of incentive anmounts chosen. While the Departnment does not
propose a ninimumincentive anount, 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

This priority was nmet. The applicant will inplenent a differentiated conpensati on system
(p.16). A standards-based franmework has been established that will form 60% of a
teacher's evaluation. The framework includes standards for planning and preparation

cl assroom environnment, instruction, assessnent, data driven instruction, professiona
responsibilities, and partnerships with fanmilies and comunities (p.21). This nmeans that
only 40% of the evaluation renmains for student academ c achi evenent. On page 25, the
systemis described as based on 40% student achi evenent, 30-40 percent observations, and
20-30 percent other factors. The applicant did not cleary explain what is neant by "ot her
factors" which woul d be used in the rating system

Teacher observations are addressed on pages 18 and 22. COpportunities are provided for
pr of essi onal advancenent (p.25).

The proposed incentive funding for teachers (p.30) appears to be sufficient, especially at
the upper levels, to encourage change. Funding differential |evels were based on a review
of literature fromthe National Center for Teacher Quality and others sources in
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the field (p32). The use of literature was an excellent nmethod of enriching the plan

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 well the applicant denonstrates that - -

(a) The applicant has projected costs associated with the devel opment 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
school s) who earn it under the system and

(b) The applicant will provide fromnon-TlIF 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

Cener al

This priority is net. The applicant plans to use Year 1 for planning. The costs appear
to be appropriate for the progranm ng proposed. The applicant plans to use TIF funds to
partially pay for differentiated conpensati on based on performance in Years 2 and 3 only.
Non-TIF funds will cover Years 4 and 5 (p.16). TIF funds will be used to contract with a
firmto devel op new content-area tests (p.20). TIF funds will also be used to enploy a
vendor to convert the nmodified franmework into a rubric (p.22). A chart on page 15 shows
i ncreasi ng percents of funds from non-TIF sources.

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

This priority was nmet. TIF funds will be used to contract with a firmto devel op new
content-area tests (p.20). TIF funds will also be used to enploy a vendor to convert the
nodi fied framework into a rubric (p.22). Content tests and rubrics are tools to assist in
i dentifying workforce needs that require strengthening.

Teachers are to receive help in creating an annual custonized personal |earning plan
focused on professional devel opnment in specific areas of need (p.32). Teachers wll be
encouraged to take on additional roles as they nmove through the incentive levels. For
exanpl e, one night opt to select a "Teacher Coach" career path where they woul d nmentor and
coach other teachers (p.28). Additional roles and responsibilities were unclear. Figures
6 and 7 on page 26-27 address details related to tenure decisions.
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Reader's Score: O

Requi renent - Requirenent

1. REQUI REMENT: Comment on the quality of the applicant's description of howits proposed

PBCS wil |l provide educators with incentives to take on additional responsibilities and
| eadership roles (as defined in the Federal Register notice.

Gener al

This requirement is met. Teachers will be encouraged to take on additi onal

rol es as they
nove t hrough the incentive |levels. For exanple,

career path where they would work with other teachers (p.28).

The descri ptions of
novenent through the incentive levels are clear

Reader's Score: O

Evaluation Criteria - Core Elenent 1

1. Core El enent 1:

Conmment 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

Cener al

This element is met. Initial communication efforts appear designed to reach the wi dest
audi ence possible. Miltiple representatives fromeach of the 5 districts have
participated in planning (p.17). Representatives have included staff, parents and

uni ons. Stakehol der participation is ongoing during sunmer, 2010 (p.17). For those not
i nvol ved in planning, principals are conmunicating through nmeetings, intranet and

newsl etters. Surveys are used to collect feedback (p.18).

Reader's Score: O

Evaluation Criteria - Core Elenent 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 involvenent 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 :

This element is nmet. The project has obtained signed letters of support from principals,
teachers and parent representatives. O the five involved districts, only one is
uni oni zed. In that case, a letter of support fromthe union has been obtained (p.17).
Revi ew of the letter indicates strong union support for a differentiated pay system

(appendix). Miltiple representatives fromeach of the 5 districts have participated in
pl anning (p.17).
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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

This elenment is adequately net. The applicant plans to inplenent a differentiated
conpensation system (p.16). A standards-based framework has been established that wll
form 60% of a teacher's evaluation. The framework includes standards for planning and
preparation, classroom environment, assessnent, data driven instruction, professiona
responsi bilities, and partnerships with fanilies and comunities (p.21). This nmeans that
40% of the evaluation remains for student academ c achievenent. On page 25, the systemis
descri bed as based on 40% student achi evenent, 30-40 percent observations, and 20-30
percent other factors. The neaning of "other factors" is not clearly stated.

Teachers will be observed up to 10 tinmes in a year. (Cbservers are to be trained by a

vendor to optimze inter-rater reliability (p.23). Portfoliios and surveys (p.18) will
al so be used.

Reader's Score: 0

Eval uation Criteria - Core Elenent 4

1. Core El enent 4:

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

Cener al :

This core element is met. The 5 project districts are in final stages of a three-year
foundation-funded effort to design and build a data warehouse (p.47). As described, it
sounds like the systemis primarily for teachers to track student data. New systens are
proposed to track eval uati ons, conpensation, professional devel opnent, instructiona
support, content and docunment nanagenent anong ot her things (p.49). The link between both
the student data system and the human resources systemis di scussed on pages 48-49.

Reader's Score: O
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Evaluation 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 neasures 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

Cener al

This core elenment is adequately net. The quality of the actual plan for hel ping staff
under st and specific neasures is unclear. The applicant only provides infornation that it
i nterviewed 10 vendors of proposed val ue-added systens and has sel ected the Val ue- Added
Anal ysis Network. The firmis commtted to explaining the systemin such a way that
partici pants can calculate it for thenmselves (p.19). Principals will be taught to

under stand and use the reports for decisions related to staff inprovenment (p.33).
Training is also to be provided to teachers. The pre-planning details contained within
this application were hel pful to better understand the totality of the proposed program

Reader's Score: O

Eval uation Criteria - Hi gh Quality Professional Devel opnment
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 measures 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-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 evement (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 evenment (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 making nodifications necessary to inprove
its effectiveness.
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Cener al

This criteria is nmet. The applicant describes professional devel opnment around the
under st andi ng and use of the performance pay program Greater specificity is needed
regarding the term"targeted professional devel opnent” and the nechani smfor adm nistering
it (p.32). For exanpl e, whether professional devel opnment will be provided during rel ease
time, by consultants working with groups of teachers fromthe five districts with simlar
needs, or based on individual enrollnent in university courses.

Al'l schools and teachers will participate in the PBCS (p.33). Resources are available for
use with teachers who do not receive incentive pay (p.32). Additional opportunities wll
be available to teachers and principals (pp. 27 and 44). Principals will receive

assi stance on the appropriate use of evaluation data to guide the process (p.68-69).

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 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:

One strength of the application is that it presents data show ng that 50% or nore of the
students to be involved in the programare free and reduced price lunch recipients (p.5).
The applicant estimates that only 10-15% of their teachers are highly qualified. Teacher
turnover is also an issue (p.9) with 25-40% of teachers |eaving each year, nost
voluntarily but with 6-12%di sm ssed (p.10). The applicant states that for hard to staff
subj ects, there are few teacher applicants Iimting the principal's staffing choice
options (p.9).

Weaknesses:

Actual data about staff placenents in difficult to fill subjects was not presented. The
applicant states that only 10-15% of teachers are highly qualified based on a nmeasure of
student growth. The measure of student growth used to define a teacher as highly
qualified is not presented.
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Reader's Score: 9

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) 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 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 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),
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 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 tw ce during
t he school year;

(4) Includes a data-nmanagenent system consistent with the LEA s proposed PBCS, that can
I'ink 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

Strengt hs:
The data systemis to |ink student data with human resources data (p.49).

The project is in the initial stages of planning. Thoughtful and descriptive information
is presented related to a differentiated sal ary scal e based on performance (p.16).

There is sone nention of mentoring teachers in need of assistance and of providing
targeted professional devel opnent. A nunber of decisions in the initial plan have been
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made after a review of related research and literature. This approach (an exanple is
presented on P. 32) provides a firmfoundation for the activities identified in the

pr oposal

Weaknesses:

The variables to be nonitored are not clearly identified. "Targeted professiona

devel opnent” is often nentioned (p.21), but additional detail is needed about the types of

pr of essi onal devel opnent the applicant thinks mght be needed. For exanple, there may be
a need to increase the content know edge of teachers, especially in STEM areas.

Much of the principal professional developnent is to be related to use of the teacher
eval uation system Specificity is not given related to other types of professiona

devel opnent that mnight be appropriate for principals. For exanple, principals who will be
observing and rating teachers may benefit fromincreased awareness of the conponents of a
wel | -instructed nmathematics cl assroom

Reader's Score: 52

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

In deternining 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 coimmtnents are appropriate and adequate to i npl enent the
project 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:

Support for the project has been obtained froma variety of stakeholders. A nmanagenent
systemis in place and key staff have been identified (pp. 50-58).

Weaknesses:

Actual responsibilities were not presented for each person noted on the managenent chart
on page 54. Additional clarity is needed regarding the use of other funds (federal
state, and/or local) to support the project.

Reader's Score: 20

Selection Criteria - Quality of Local Eval uation
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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 nprovenent in the operation of the proposed project.

Strengt hs:

An external evaluator is to be selected. The evaluation is planned to provide both
formative and sunmmtive information as well as qualitative and quantative data (p. 63-

70). The evaluation will include a deternmi nation of the project's inpact on principals (p
.67). The evaluation as described has the potential to provide information useful for
both project nodification and an assessnent of the project's overall inpact.

Weaknesses:

The eval uator was not involved at the preparation stage of the application. Early

i nvol venent of the evaluator may have added clarity and conciseness to the stated goals
and obj ecti ves.

Reader's Score: 4

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 interviewed 10 vendors of proposed val ue-added systens and has sel ected the
Val ue- Added Anal ysis Network. This denonstrates appropriate pre-planning on the part of
the applicant. The Val ue- Added Anal ysis Network has provided a commitment to "expl aining
the systemthoroughly to teachers in such a way that they can calculate it for
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thenselves" (p.19). The firmis not to be paid with TIF funds (p.19). The systemuses a
cal cul ati on of the gap between a student's ability and the ultinmate goal of neeting the
standard set for college readiness (p.19).

Weaknesses:

The applicant did not adequately explain the conmponents of the val ue-added system and t he
procedures to be used in establishing |ong-range targets.

Reader's Score: 3

Priority Preference - Conmpetitive 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 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.

St rengt hs:

The applicant plans to use a teacher residency conmponent to increase the nunmber of
teachers in hard to staff subjects (p.34). These residents would be individuals who are

not yet full teachers. This conmponent may be of assistance in recruiting new teachers to
the district.

Weaknesses:

Detail is needed regarding how in-service teachers will be encouraged to inprove their
skills and/or be recruited to nove into hard to staff subjects.

Reader's Score: 3

St at us: Subni tted
Last Updated: 8/6/10 4:02 PM
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