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Techni cal Revi ew Form

Panel #3 - Panel - 3: 84.385A

Reader #1 kkkkhkkkkhkk*

Applicant: Guilford County Schools -- Tal ent Devel oprment, Human Resources (S385A100071)
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

Al itenms of this priority - A B, and C - are adequately addressed in the proposal. There
is a use of the value added assessnent systens SAS and EVAAS (p.12), a teacher performance
system wi th observation based incentive plans is outlined(p.20), and teachers assum ng

| eadership roles are rewarded nmonetarily ( 17-20). Incentive amounts are substantia
enough to foster participation

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 - -
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(a) The applicant has projected costs associated with the devel opnent and i npl enentation
of the PBCS, during the project period and beyond, and has accepted the responsibility to
provi de such performance-based conpensation to teachers, principals, and other personne

(in those sites in which the grantee wi shes to expand the PBCS to additional staff inits
school s) who earn it under the system and

(b) The applicant will provide fromnon-TIF funds over the course of the five-year
proj ect period an increasing share of 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 paynents as part of its PBCS

Cener al

The proposal neets the criteria cited. Having used the nodel - Mssion Possible - in
ot her district schools, the applicant has been utilizing key elenents of this priority
(fundi ng, performance based conpensation). The TIF proposal seeks to expand the existing

nodel (p.45-47). Beginning in 2015, the district will assume all funding for the project
(p. 46).

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 wel |l 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

Speci fic eval uation procedures and sanpl e evaluation instrunents are included in this
proposal which inpacts teacher retention and tenure decisions.. A plan for specific
pr of essi onal devel opnent addressi ng teacher needs/deficiencies exist. p. 9

Reader's Score: O

Requi renent - Requirenent

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.
Gener al

Monetary incentives and additional training are provided to principals and teacher

| eaders
as outlined on pp20-21.

Reader's Score: O

Eval uation Criteria - Core Elenent 1

1. Core El enent 1:
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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

Cener al

The proposed grant timeline includes comunication about the plan with stakehol ders during
year one of the grant. Letters of support for the TIF grant from union | eaders and

principals are included in the proposal. Less detail is provided regardi ng communi cation
with parents and conmmunity | eaders.p. 1 and 21

Reader's Score: O

Eval uation Criteria - Core El enent 2

1. Core El enent 2:

Comment on the quality of the applicant's involvenent and support of teachers, principals,
and ot her personnel (including input fromteachers, principals, and other personnel in the
schools and LEAs to be served by the grant) and the 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

Letters of support fromteacher union | eaders and principals for the TIF proposal are

i ncluded in the proposal (p.23-24). Proposed funding appears adequate to support the
initiative.

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 multiple rating categories that take into account
student growth (as defined in the Federal Register notice) as a significant factor,
wel | as classroom 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 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 anobng two or nore raters who score approxinmately the sane).

Cener al

as

In the 2010-2011 school year, the district will inplenent Core El enent #3 conponents with
principals and master teachers using nmulti-rater evaluation rubrics involving instrunents
nmeasuring teacher effectiveness. Qther elenents of this criteria will be addressed in the

pl anni ng year of the TIF grant (p.25-26). An appendi x includes sanple instruments with
rubrics and observation protocols.

Reader's Score: O

10/ 28/ 10 11: 30 AM Page 5 of 11



Eval uation Criteria - Core El enent 4
1. Core El enent 4:

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

Cener al

The district will use a planning year to devel op and popul ate a data nanagenent system
that will link student achievenent data to teacher and principal payroll and HR Once in
pl ace, the systemw ||l be used as part of a PBCS (p.27).

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 :

Pr of essi onal devel opnment will be provided in | ocal schools by trained effective master
teachers and teacher |eaders. Professional devel opment will address identified teacher
weaknesses and ensure program understandi ng. An eval uation system of professiona

devel opnent efforts will exist (p.27-29).

Reader's Score: O

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

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

devel opnent in section 9101(34) of the ESEA. The applicant nust denonstrate that its PBCS
has a professional devel opnment 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 nmust - -

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

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

(3) Provide --

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

(b) Those teachers and principals who are deened to be effective and who, therefore,
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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 maki ng nodifications necessary to inprove
its effectiveness.

Gener al

The proposal outlines a professional devel opment program based on the "M ssion Possi bl e"
nodel. Identified teacher needs will inform professional devel opment activities. Teacher
nentors and |l eaders will be utilized to deliver professional devel opnent. A differentiated
conpensation systemwi ||l be used to reward teacher performance as it relates to val ue
added criteria (p.27-29). A systemto assess professional devel opment activities will be

addressed during the planning year

Reader's Score: O

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

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

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

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

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

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

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

Strengt hs:

The proposal cites data identifying conparable |ow perform ng schools and the success of
simlar district schools enploying a "M ssion Possible" nodel (p.17-21). Conprable
schools external to the district with simlar denbgraphics/test scores will be identified
during the planning year. Schools targeted for grant participation have student

achi evenent |evels placing themin high-need categories (acadenic achi evement and poverty
| evel s).

Weaknesses:

The applicant needs to provide nmore infromation regarding how it plans to address teacher
retention and recruiting/retaining teachers in hard to staff areas.
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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:

Each of the five elenents present in selection Criteria B is adequately addressed in the
proposal. The project abstract provides a design overview that cites nonetary incentives
for teacher performance, nmonetary incentives for teachers assuming | eadership roles, and
school wi de perfornmance incentives. Stakehol der support for the TIF grant is pesent in
proposal docunents and plans for a data managenment systemthat |inks student achi evenent
to educator pay are described. A detailed evaluation instrunent addressing el enents to
determ ne teacher and principal effectiveness will be used and is included in
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the appendi x. A sanple evaluation instrunent meeting this criteria exists in the
docunent. Professional devel opnent activities related to enhancing teacher effectivenss

are outlined. Surveys will be used to assess professional devel opnent quality.
Weaknesses:

A data managenent systemthat |inks student achievenent to teacher and principal payrol
wi Il be devel oped, but is not currently is place. Criteria used for "one time" teacher
bonuses is not clearly outlined. Mre detail is needed on teacher/principal conpensation
enhancenent schedul es i s needed. |ndividual course assessnment timelines may be too
anbi ti ous.

Reader's Score: 50

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

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

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

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

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

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

Strengt hs:

A detailed budget and tineline is provided. The project director and key staff resunes
are included in the application and indicate that they are qualified to carry out their
responsibilities. Letters of support from stakehol ders are included in the proposal
Fundi ng appears adequate and sustainable in the proposal

Weaknesses:
Sources of local funds to sustain funding after the TlIFproject funds end need to be
identified in nore detail. Projected funding for part of the project is based on teachers

voting to withdraw fromthe NC state salary plan which may be a probl ematic source of
fundi ng given the unknown outcone of the teacher vote.

Reader's Score: 23

Selection Criteria - Quality of Local Eval uation
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 eval uation plan--
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(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:

A description of the |local evaluation plan is included in the proposal. Quantitative and
qualitative data will be gathered and anal yzed. Sone neasurable mnilestones are cited (p.
12-16). After establishing the need for the initiative, the applicant offers clear
perfornmance objectives with cited, neasurable attainnent criteria. Teacher evaluation
procedures provide a feedback and continuous inprovenent plan for individual teachers.

Weaknesses:

Per f or mance obj ectives focus nmore on teachers than on student academi c growth. Retaining
and recruiting teachers in hard to staff positions was not adequately addressed.

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 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 wi dely used SAS- EVAAS val ue added instrunent is already in use in nmany district
schools. The district has the capacity to inplenent the nodel via resources cited and
conmitment from key stakehol ders. The applicant has a plan to expand the use of the
instrument to other district schools via TIF funds. A conmunication plan will be
devel oped in year 1 to assist staff in understanding this val ue-added nodel

Weaknesses:
None not ed
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Reader's Score: 5

Priority Preference - Competitive Preference Priority 2

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

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

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

subj ects and specialty areas, such as nmathenatics, 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 deternmne 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:

A clear outline of nobnetary rewards to recruit and retain educators for hard to staff
positions is outlined in the proposal. Page 19 outlines additional nonetary rewards for
teachers selected to work in high-need schools and specific hard to staff vacancies.

Rel ated incentive bonuses are cited.

Weaknesses:

More proposal detail is needed for hard to staff areas like math. A nore detail ed
conmuni cation plan is needed related to communicating to district teachers which of the
district schools that are classified as "high need."

Reader's Score: 4

St at us: Subnitted
Last Updated: 7/28/10 4:27 PM
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1. Project Design 60 46

Adequacy of Support for the Proposed Project

1. Adequacy of Support 25 19

Quality of Local Evaluation
1. Quality of Local Eval. 5 4
Sub Tot al 100 75

Priority Questions
Priority Preference
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Reader #2: kkkkkk kKKK
Applicant: Guilford County Schools -- Tal ent Devel oprment, Human Resources (S385A100071)

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

M ssion Possible is an extension project and readily neets this priority. Applicant

al ready has devel oped and i npl emented an established PBCS that rewards, at differentiated
| evel s, teachers and principals who denonstrate their effectiveness by inproving student
achi evenent as part of the coherent and integrated approach of the LEA to strengthening

t he educat or workforce.

Significant weight is given to student growh in this nbdel via a val ue-added neasure as
well as a mninmum of 4 observations per year

What woul d have strengthened this application is to have included sone of the actual data
fromthe past 3 or 4 years of inplementation to support and justify this application. For
exanpl e, data that denpnstrates that the differentiated effectiveness incentive paynents
in the past did provide incentive anounts that are substantial and enough to change
teacher behavior would be great justification for the |level of incentive ampunts chosen
for this grant.
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Reader's Score: O

Eval uation Criteria - Absolute Priority 2

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

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

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

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

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

Cener al

The Applicant projected cost for the grant period and denonstrated the use of non-TIF
funds over the course of the five-year project period as an increasing share of

per f or mance- based conpensati on paid to teachers and principals (p.46). The
sustainability plan for after the grant period is to use |ocal funds for a performance-

i ncentive only nodel across ALL 40 schools (20 schools in this TIF grant as well as the
original 20 project schools and 2 Cunul ative Effect Schools p. 47). Though, the Applicant

has not specifically identified which local funds will be used to sustain incentive
awar ds.

Reader's Score: 0

Eval uaton Criteria - Absolute Priority 3

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

Comment on how well the applicant denonstrates that - -

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

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

Cener al

Applicant proposed a PBCS that is aligned with a coherent and integrated strategy for
strengt heni ng the educator workforce, including the use of student growh data and

eval uations for professional devel opnent and retention and tenure decisions in the LEA
during and after the end of the TIF project period.

Appl i cant already has an established PBCS that addresses these conponents and neets this
priority with a conprehensive val ue added nodel and eval uati on process (pp 12-16).

Reader's Score: O

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

Cener al

Applicant provided an array of increasing teacher responsibilities and | eadership roles

for teachers determined to be "effective" (p. 21). Though, there was no evi dence of these
opportunities for principals and other staff.

Reader's Score: O

Eval uation Criteria - Core Elenent 1

1. Core El enent 1:

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

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

Cener al

The Applicant will use Year One of the grant as a planning year to develop a plan for
ef fectively comunicating to teachers, adnministrators, classified staff and the comunity

about the M ssion Possible program its features and requirenents (Budget Narrative -Page
1).

Though, it is unclear why a planning period is needed to develop a conmuni cation plan as
Applicant states on page 40 that they have already "devel oped a Communi cati on Pl an of

Action", and Figure 5 on page 34 notes that the Communication Plan is 25% conplete. This
will need to be clarified.

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 :

The Applicant denpnstrated a research-based approach with the invol venent of teachers,

principals and other personnel to be served by the grant in The Chronol ogy of PBCS Project
Team Activities (Table 14, p. 24).

Applicant has invested substantial tine and effort in teacher/constituent involvenent as
evi denced by Table 14 and letters of support from participating school principals, the
education associ ation, PTA, and the |egislature (Appendix).

Reader's Score: O

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

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

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

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

Cener al :

Applicant provided eval uation process that use an objective, evidence-based rubric aligned
with the NC professional teaching standards.

A strength of this application is the proposal to conduct four teacher observations

throughout the year. On the weak side, Applicant nakes no nmention of principa
observati ons.

Applicant will be using Year One to calibrate scores and work on inter-rater reliability
of observation instruments. Taking the tine to calibrate scores and inter-rater

reliability provides for a greater potential for success over the long termuse of this
PBCS.

Applicant has a well established (5 year) PBCS for educators which is very strong in the
teacher portion, though, less established in the principal portion

Reader's Score: O

Evaluation 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 achievenent (as defined in the Federal Register
notice) data to teacher and principal payroll and human resources systens.

Cener al

The Applicant will use Year One of the grant to work with a progranmrer to devel op a data
tracking systemthat |inks student achi evenent data to educator performance (Budget
Narrative, Page 1). Thus, this core el enent has not yet been addressed.

Reader's Score: O

Eval uation Criteria - Core Elenent 5

1. Core El enent 5:

Conment on the quality of the applicant's plan for ensuring that teachers and principals
understand the specific neasures of teacher and principal effectiveness included in the

PBCS, and receive professional devel opnent that enables themto use data generated by
these neasures to inprove their practice
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Cener al

The Applicant will use Year One of the grant to provide in depth training to program
staff, teachers, and administrators in both neasures of effectiveness ensuring that they
understand the specific nmeasures of effectiveness (Budget Narrative, Page 1). As such
the Applicant has adequately net this core el ement.

Reader's Score: O

Eval uation Criteria - High Quality Professional Devel opnent
1. High 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 opnent 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 conmponent of the PBCS must - -

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

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

(3) Provide --

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

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

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

ef fectiveness in the PBCS to inprove practice and student achi evenment (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 i nprove
its effectiveness.

Cener al

Applicant plans to provide professional devel opnent to both those teachers and principals
who are determ ned effective and ineffective with the tools and skills they need to
inprove their effectiveness in the classroomor school and be able to raise student

achi evenent (pp. 27-29).

The Applicant will use Year One of the grant to provide in depth training to program
staff, teachers, and admi nistrators in both neasures of effectiveness (Budget Narrative,
Page 1).

The Applicant will regularly assess the effectiveness of the professional devel opnent in
i mprovi ng teacher | eadership and practice through end of course surveys and student test
outconmes (p. 29).
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Reader's Score: O

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

In deternining 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 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 inclusion of tables with the necessary data provided clarity in the description of the
required criteria. For exanple, Table 2 District verses School Hi gh Needs Student
Percentages (p. 3), and Table 4, Effective Teacher Screening Process (p.5).

Applicant currently has in place a Hard to Staff and Highly Effective Teacher incentive
program as well as a screening process that facilitates selecting the best fit candidate
for each position (p. 4).

Weaknesses:

Wil e the Applicant spoke to difficulties in recruiting highly qualified teachers in hard
to staff subjects or specifically areas, there was no specific information other than one
anecdotal principal coment, as to why they experienced these difficulties and/or, past
strategies for recruitnent. Additionally, Applicant noted successful recruitnent and
retention incentives under the current PBCS, but did not provide any specifics as to how
| ong these incentives have been in place or how effective they have been (pp.17-21) thus,
it is still unclear why there are still recruitment and retention difficulties.

Regarding Table 3 (p.4), while the highly qualified status of the applicants is unknown
and the applicant nunmbers do not neet the district's "10 candi dates to every open position
criteria", the data do not necessarily indicate a difficulty in recruiting staff. For
exanpl e, there are 2 ESL vacancies with 10 applicants, 17 Science vacancies with 59
applicants, and 19 English LA vacancies with 48 applicants. It appears as if the
Appl i cant has a viable candi date pool

Only three or four of the identified schools have a turnover rate that is significantly

hi gher than the district. Applicant has not provided significant data to denpnstrate that
retention is a difficulty. Applicant notes that the current TIF | "grant efforts have
achi eved stated goals in recruiting and retaining the achi everent of high-need students in
hard to staff schools" (p. 43).

Applicant minimally addressed the definition of conparability (p. 8), and did not address
student achi evenent and the conparable schools in terns of size, grade and poverty
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| evel s.

Reader's Score: 6

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

In deternmining the quality of the design of the proposed project, the Secretary will
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 whi ch 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 growh (as defined in the
Federal Register notice). Wth regard to the effectiveness of teachers, principals, and
ot her personnel, the Secretary will consider whether--

(i) The met hodol ogy the LEA or SEA proposes to use inits PBCS to deternine the
ef fecti veness of a school's teachers, principals, and other personnel (in those sites in
whi ch the grantee 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 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 invol venent and support of unions in participating LEAs
where they are the desi gnated 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
the school year;

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

(5) Incorporates high-quality professional devel 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
princi pal effectiveness included in the PBCS

St rengt hs:

Applicant already has an established PBCS that addresses these conmponents and neets these
criteria with a conprehensi ve val ue added nodel and eval uation process (pp. 12-16). The
goal of this project is to expand and nore closer to having a district w de PBCS.
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Applicant proposed a PBCS that is aligned with a coherent and integrated strategy for
strengt heni ng the educator workforce, including the use of data and eval uations for

pr of essi onal devel opnent and retention and tenure decisions in the LEA during and after
the end of the TIF project period.

Applicant provided five standardi zed neasures of effectiveness to neasure, deterni ne and
reward educator effectiveness. Each neasure was described and aligns with the state
standards and accountability system (p. 15).

The val ue-added nodel presented in this application has the ability to accommpdate team
teaching and departnentalized instruction. As well, it can use all historical data,
regardl ess of the presence of mssing data. This is a practical and useful attribute of
the nodel (p.14).

The Applicant offers five different kinds of incentives to educators and differentiates
at all levels in a building. Table 9 effectively lays out all five incentives, the
expect ed behavi or change and the rational e behind the incentive.

Tabl e 13 on page 22, aptly denonstrates how teachers can reach the highest incentive |eve
(3 times that of the |lower |evel).

In Tabl e 14 The Chronol ogy of PBCS Project Team Activities, the Applicant denbnstrated a
resear ch- based approach with the invol vement of teachers, principals and other personne
to be served by the grant (p. 24). Applicant has invested substantial tine and effort in
teacher/constituent involvenment as evidenced by this table and letters of support from
school principals, the education association, PTA, and the |egislature (AppendiXx).

The Applicant proposes to use the first year of the grant to allow Master Teachers to get
to know the rubric and provide the necessary professional devel opment on the eval uation
instrument, and for principals to calibrate their scoring on the rubric. Teachers will be
eval uated a m ni mum of four tines throughout the year

Applicant will use Year One to work with a programer to design a web-based systemto
coll ect, analyze, and synthesize programinformation, and integrate with the Human
Resour ces Managenent system (p. 27).

The Applicant denonstrated in Table 15 (pp. 28-29) a high-quality professional devel opnent
systemwith activities that increase the capacity of teachers and principals to raise
student achi evenment. Mre specifically, the professional devel opment activities are
directly linked to the specific measures of teacher and principal effectiveness included

in the PBCS.

Weaknesses:

The goal noted on page 11 is not neasurable. It is unclear what increased percentage of
teachers receiving performance incentives will be needed to neet the goal. It is unclear
why LEA has not used data from past inplenentation to provide a baseline for a neasurable
goal

Al three objectives are teacher/principal centric. It still remains unclear the tie to

i mproved student growth and being "effective". It is unclear how teachers and principals
are determned "effective" (how much growth a student needs to nmake, observation ratings,
etc.).

Whi l e Applicant provided incentive ampbunts for various groups of educators, data from past
i mpl enentati on years woul d have provided justification and support for the incentive
amounts being sufficient for behavior change. There was no evidence or data presented for
how wel | this nodel has worked in the past. On page 18, Applicant notes that the "nost
significant awards are for student growth", though, provides no data on the anount of
student growth or nunbers/percentages of awards going to this incentive. On page 23,
Applicant alludes to experience in inplementing the nodel - though, provides no data.
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Tabl e 13 on page 22 denobnstrates how to reach the highest incentive |level, though, it
remai ns uncl ear why only certain groups of educators receive the one tine spot bonus for
Historically Effective Teachers (pl9). As well, it is unclear how the Applicant nade the
determ nation that 6-8 grade math teachers (G oup B) have the greatest incentive
opportuniti es.

One of the requirements for the incentive awards is that an educator nust agree to
participate in observation-based assessnents of their perfornmance (p. 18). It is unclear
what the LEA does for teachers who do not wi sh to participate.

Wil e the Applicant denonstrated a high-quality professional devel opnent systemwth
activities that increase the capacity of teachers and principals to raise student
achi evenent, in ternms of sustainability, it is unclear why all teachers would not be
encouraged to participate in the courses on Teacher Leadership, Diversity, Content,
Instructional Practice, and Reflection on Practice.

Reader's Score: 46

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
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.

St rengt hs:

Applicant provided clearly defined responsibilities of key project personnel. At 1.0 FTE
each, these positions appear to provide adequate amounts of FTE to achieve the stated
obj ecti ves.

Wiile the Applicant did provide a tineline, it proposes to use Year 1 to develop the five
core elements. Figure 5 on page 34 provides a good graphic of where the LEAis in terns of
achieving the goal to fully devel op each of the core el enents.

Resures indicate that the Project Director and key personnel have the experience and
capacity to carry out their responsibilities. O particular note, the Project D rector
has had three years experience managing a $20 mllion PBCS - the LEA s current TIF fund.

The five Master Teachers will each have one natched set of schools. This seens reasonable
and wor kabl e.

The Applicant also provided a detailed Communication Plan of Action (pp.41-42) aligned to
4 conmuni cation goal s.

Appl i cant proposes to use |ocal, Foundation and federal funds to support the proposed
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project (pp. 45-47) through 2014. After that, the District will use |local funds, which
may work out in the case of this applicant - as they started their first PBCS with | oca
funds in 2005.

The requested grant amount and projected costs appear reasonable and enough to attain the
stated project goals.

Weaknesses:

While the Applicant did provide a tinmeline (p.35-38), said tineline is given in yearly
increnents with no detail. Providing Year One planning tasks and activities on a weekly
or nonthly basis would have nore clearly delineated the plan. As well, a nore defined
tinmeline allows for benchmark and m | estone checks. It is unclear if the Year One

pl anni ng activities, or, subsequent yearly activities will be accomplished within the tine

frame, as specific and detailed tinelines were not provided.

Appl i cant proposes to docunent each mlestone, though, did not provide neasures to
determ ne if and when m | estones woul d be acconplished (p. 39).

It is unclear why the Applicant indicates the comunication plan (Core Element 1) is only
25 % conpl ete when they provided a detail ed Comruni cation Plan of Action

Reader's Score: 19

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

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

(1) Includes the use of strong and neasurabl e performance objectives (that are clearly
related to the goals of the project) for raising student achieverment (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.

St rengt hs:

The Applicant provided performance objectives.

A strength of this Applicant are the key |earnings, experience, and insights from previous
eval uation finding of the original prograns. This information puts the Applicant in a

uni que position to successfully inplement the stated objectives of the program (p. 49).

In addition to the conpetition evaluation Applicant proposes to conduct a "l oca
eval uation" that will qualitatively docurment differences across schools in terns of
| eadership and structure. |ndividual schools will receive their own reports.

Applicant has provided a matrix with eval uati on questions and both quantitative and
qualitative neasures for each question. As well, the evaluation questions appropriately
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relate to fidelity to inplenmentation, outcone data and sustainability.

Weaknesses:

VWil e the Applicant did provide performance objectives - they were not specific and
nmeasur abl e nor, were they necessarily tied to raising student achievenent. The six nmain
activities were not measurable, making it unclear when or by what standard they will have
net these objectives.

VWil e the Applicant proposes to conduct a "local evaluation” in addition to the

conpetitive evaluation, this adds almbst a mllion dollars ($913, 800) to the cost of the
grant. Based on the information provided is not clear if this nay be a duplication of
services if the applicant receives the conpetitive evaluation funds. This will need to be
clarified.

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 evement. (Up
to 5 points):

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

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

Under this priority, the applicant nmust al so denonstrate that it has a plan to ensure
that, as part of the PBCS, it has the capacity to (1) inplement 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 ably denonstrated, that the proposed PBCS for teachers, principals, and
ot her personnel would use a val ue-added neasure of the inpact on student growh as a
significant factor in calculating differentiated | evels of conpensation provided to
teachers, principals, and other personnel

Applicant plans to use Year one to nore fully develop a plan to clearly explain the chosen
val ue- added nodel to teachers to enable themto use the data generated through the node
to inprove classroom practices, and to devel op data systens.

Weaknesses:
No weaknesses were found.

Reader's Score: 5

10/ 28/ 10 11: 30 AM Page 13 of 14



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 Appplicant provided a new screening process which has the potential to ensure that
teachers selected to fill vacancies are the nost likely to be effective in achieving
student growth in high needs students (p. 4).

On pages 17-21 the Applicant addressed a process for effectively comunicating to
teachers and principals incentives for hard to staff positions and hi gh needs school s.

Weaknesses:

Wil e the Applicant generally addressed recruitnment of highly "effective" staff, Applicant
did not specifically address the recruitnent and retention of effective teachers in
teaching positions for hard-to-staff subjects and specialty areas. Nor did Applicant

provide specific data to denonstrate difficulty in any one specific content or speciality
ar ea.

Reader's Score: 1

St at us: Submi tted
Last Updated: 7/28/10 2:27 PM
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Techni cal Revi ew Form

Panel #3 - Panel - 3: 84.385A

Reader #3 kkkkhkkkkhkk*

Applicant: Guilford County Schools -- Tal ent Devel oprment, Human Resources (S385A100071)

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

Five different types of incentives will be offered to teachers, principals, and other
personnel, the nost significant of which is the Individual Perfornance |Incentive that
recogni zes student growt h according to val ue-added scores (p. 17). Perfornance Incentives
are substantial because at the highest level, they are three tines greater than those at
the | ower |evel, and can represent up to 25% of an individual's salary (p. 20).

In total, school personnel can receive incentives ranging from $750 to $26, 500,
denonstrating that incentive anbunts are differentiated by various |evels, and should
certainly have an inmpact on the behavior of educators in the system

bservati on-based assessnments are required for teachers who want to be eligible for
performance incentives.

Since this applicant is seeking an Evaluation grant, the designated incentives pertain to
the treatnment group, while all others in the control group will receive a 1% sal ary
i ncentive across the board (p. 18).
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Student growmh is factored into the val ue-added data for individual incentives for areas
that are tested, and for schoolw de incentives for the entire classified staff at a
school .

Teacher Leadership Incentives are offered to those who denonstrate high val ue-added scores
and/ or historically exceptional ratings according to the NC Professional Teaching

St andards rubric; these individuals can be nom nated for a teacher |eadership role and/ or
serve as a nmentor teacher (p. 21), for a maxinumincentive of $3000 per year. Various

| eadership roles are avail able, such as the EVAAS and VAD teacher |eader, the Teaching

St andards teacher | eader, the Mddel C assroomteacher |eader, and the Mentor Teacher

Principals can receive up to $20,000 in incentives, with a significant portion ($15,000)
of that anpunt potentially com ng from school wi de performance incentives that reflect high
growth in students (p. 22).

Reader's Score: O

Eval uation Criteria - Absolute Priority 2

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

Conment on how wel | the applicant denonstrates that - -

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

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

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

Cener al

GCS began inplenenting their first PBCS in 2005 with the use of |ocal funds, denonstrating
their early commtnent to such an evaluation system (p. 45). The proposal includes a table
(p. 46) to succinctly denonstrate the transition of funding fromfederal to | ocal funds
upon conpletion of the grant period. By phasing out the recruitnment and retention

i ncentives and keeping the performance incentives in place, GCS plans to use |ocal funds
in awy that will neet the needs of the nmpbst educators.

Based on the nunber of students and teachers to be reached through the project, and the

conpr ehensi ve nature of the PBCS that has been created, it appears that the project costs
are reasonable and will adequately neet the needs of the project design

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
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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 project is part of a larger overall plan to strengthen the educator workforce and
i ncrease student achi evenment in GCS; recruitnent, hiring, professional devel opnent, and

performance based conpensation systens are all conponents of the GCS Strategic Plan for
Human Resources (p. 9).

For those educators who do not neet baseline neasures of effectiveness,

be used to set expectations for inprovenent and of fer professiona
progress is not nade over tineg,

and non-tenure deci sions.

growm h plans wll
devel opnent options; if
the effectiveness data can be used to support non-renewal

Reader's Score: O

Requi renent - Requiremnent

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

Cener al

Teachers who are deemed effective will have opportunities to serve as Master and Lead
teachers, who support their colleagues in various ways (p. 27-8).

Teacher Leadership Incentives are offered to those who denonstrate high val ue-added scores
and/ or historically exceptional ratings according to the NC Professional Teaching

St andards rubric; these individuals can be nom nated for a teacher |eadership role and/ or
serve as a mentor teacher (p. 21), for a maxi numincentive of $3000 per year. Various

| eadership roles are avail able, such as the EVAAS and VAD teacher |eader, the Teaching

St andards teacher | eader, the Mddel C assroomteacher |eader, and the Mentor Teacher

There is no evidence that | eadership opportunities are avail able for other educators.

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

Cener al

The proposal outlines a conprehensive conmunications plan that will
purposes involving both internal and external constituents (p. 42).
information and soliciting feedback, the comunication plan wll
engage in coll aborative and effective decision-making that wll
overal |l success of the project.

serve a nunber of

By both communi cating
al l ow project |leaders to
positively inpact the
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Reader's Score: O

Eval uation Criteria - Core El enent 2

1. Core El enent 2:

Comment on the quality of the applicant's involvenent and support of teachers, principals,
and ot her personnel (including input fromteachers, principals, and other personnel in the
schools and LEAs to be served by the grant) and the 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

Over the last year, GCS has had a project teamin place, "whose role it was to develop an
i deal PBCS' (p. 23) for the organization. Team nenbers included a teacher, a classified
enpl oyee, a special education specialist, a principal, a regional executive director, and
the NC Associ ation of Educators president. Through various activities and events over the
| ast year, this team has gone through various steps to research and devel op a PBCS for
GCS. By seeking outside support and gui dance throughout the process, the conmunity is on
board with the inplenentation of the new nodel for the upcom ng school year

Reader's Score: O

Evaluation Criteria - Core Elenent 3

1. Core El enent 3:

Conmment 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 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 twice during the school year by individuals (who may include
peer reviewers) who are provided specialized training; (3) incorporate the collection and
eval uation of additional forns of evidence; and (4) ensure a high degree of inter-rater
reliability (i.e., agreenment anong two or nore raters who score approximately the sane).

Cener al

CCS plans to measure educator effectiveness in five ways: val ue-added data, NC

Pr of essi onal Teachi ng Standards and Eval uation process, NC School Executive Standards and
Eval uati on process, teacher turnover rates (for principals), and the NC ABC Accountability
Model (p. 12-16). These five conponents are described in detail and offer a clear

nmul tifaceted picture of the applicant's description of an effective educator.

The new NC standards and eval uation instruments for principals and teachers include
obj ective evidence-based rubrics that are used four tines a year and are aligned to
prof essi onal standards for |eading and teaching (p. 14). By using self-assessnent,
refl ection, presentation of artifacts, and classroom denonstrations, the eval uation
process involves multiple | enses fromwhich to view a teacher (p. 25).

The planning year will be used for GCS to becone nore proficient in the use of the new
instruments to assess teachers and | eaders; Master Teachers will provide training on the
instrunment and principals will use the tine calibrate their ratings and ensure inter-
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rater reliability (p. 26).

The val ue-added conponent, as well as the NC ABC Model for school inprovenent, both allow
for effectiveness to be based on individual and school wi de student growth data.

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 proposal briefly outlines a plan to devel op a web-based systemthat will be used to
coll ect, analyze and synthesize programinformation, including student achi evenent data,
that will also have the capability to interface with the Human Resources and payr ol

systenms (p. 27). Additional details are needed to fully understand the devel opment of this
pl an.

Reader's Score: O

Eval uation Criteria - Core Elenent 5

1. Core El enent 5:

Conment on the quality of the applicant's plan for ensuring that teachers and principals
understand the specific neasures of teacher and principal effectiveness included in the

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

Cener al

Through st akehol der neetings and other forns of conmunication at the district level, as
wel | as school -1 evel comuni cation and pl anni ng, GCS has engaged st akehol ders around the
noti on of effectiveness. Further, through professional devel opnent opportunities at the
di strict and school |evels, educators are given options for |earning and applying
strategies that will pronote effectiveness in the classroom Various other efforts , such
as the use of Master Teachers and ot her school based teacher |eaders, are being nade by
GCS to provide nultiple and varied supports for teachers to inprove their effectiveness.

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
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devel opnment in section 9101(34) of the ESEA. The applicant nust denonstrate that its PBCS
has a professional devel opnent 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 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 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
effectiveness 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 i nprove
its effectiveness.

Cener al

An extensive |list of professional devel opment options (both school wi de and need-based

i ndi vidual options are available) is provided (p. 28-9), evidencing the quality of the

of ferings and the efforts being made by GCS to provide nmultiple and varied supports for
teachers to inprove their effectiveness. There are plans to |ink professional devel opnent
quality data (as determ ned through surveys) with student testing outcones, to further
ensure that the professional devel opment activities are pronoting effectiveness.

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 princi pal s.

(2) Student achievenent (as defined in the Federal Register notice) in each of the schools
whose educators woul d be part of the PBCS is lower than in what the applicant deternmn 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.
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Strengt hs:

The proposal defined the hard-to-staff areas for GCS as principals, math, science, specia
education, ESL, upper elenentary, and m ddl e grade | anguage arts (p. 4, 19). Recruitnment
incentives for any of these areas range from $2500 to $5000. Additionally, a Historically
Ef fective Teacher Incentive is offered to teachers who are recruited with experience and
have the ability to denonstrate at |east 2 years of high val ue-added scores.

In addition to offering recruitment incentives, GCS has a specific recruitnent and
sel ection process to ensure that they are hiring the nost effective candidates (p. 5).

In terms of retention, GCS will continue with the hard-to-staff incentive for teachers
willing to remain in those positions, and the |eadership incentive, which "creates
organi zati onal buy-in and nmotivation to remain in the school,” (p. 6).

Ten hi gh-need schools were selected to participate in the current project; they were

sel ected through the use of a Conprehensive School |ndex which generated a score for each
school wusing teacher turnover percentages, ineffectiveness data based on val ue- added
scores, and the school's historical performance conposite scores (p. 1-2, 6-8). Al

sel ected schools neet the free or reduced-price lunch criteria.

Mul tiple tables denpbnstrate that student achievenment in the 10 project schools is |ower
than the district average (p. 7-8).

Conpar abl e schools are those outside of GCS with simlar rates of teacher turnover, free
or reduced lunch percentages, and performance scores. In particular, propensity score
matching will be used during the planning year to identify 20 conparison schools so that
each project school can be matched with two other schools (p. 8).

Weaknesses:
Conpar abl e schools were not defined according to size, grade |level and poverty |evels.

The applicant has not adequately described the teacher retention challenges that are faced
within the district.

Reader's Score: 9

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

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

(1) 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 ot her personne
(in those sites in which the grantee wi shes to expand the PBCS to additional staff inits
school s) in high-need schools (as defined in the Federal Register notice) based upon their
ef fectiveness as determined in significant part by student growh (as defined in the
Federal Register notice). Wth regard to the effectiveness of teachers, principals, and
ot her personnel, the Secretary will consider whether--
(i) The met hodol ogy the LEA or SEA proposes to use inits PBCS to deternine the
ef fecti veness of a school's teachers, principals, and other personnel (in those sites in
whi ch the grantee wishes to expand the PBCS to additional staff in its schools) includes
valid and reliable neasures of student growth (as defined in the Federal Register notice);
(ii) The participating LEA woul d use the proposed PBCS to provide perfornance awards
to teachers, principals, and other personnel (in those sites in which the grantee w shes
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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 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-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 opnent activities that increase the
capacity of teachers and principals to raise student achievenent (as defined in the
Federal Register notice) and are directly linked to the specific neasures of teacher and
princi pal effectiveness included in the PBCS

St rengt hs:

The project is part of a larger overall plan to strengthen the educator workforce and

i ncrease student achi evenment in GCS; recruitnent, hiring, professional devel opnent, and
performance based conpensati on systens are all conponents of the GCS Strategic Plan for
Human Resources (p. 9).

CCS plans to measure educator effectiveness in five ways: val ue-added data, NC

Pr of essi onal Teachi ng Standards and Eval uation process, NC School Executive Standards and
Eval uati on process, teacher turnover rates (for principals), and the NC ABC Accountability
Model (p. 12-16). These five conponents are described in detail and offer a clear

mul tifaceted picture of the applicant's description of an effective educator.

The new NC standards and eval uation instrunments for principals and teachers include
obj ective evidence-based rubrics that are used four tines a year and are aligned to
prof essi onal standards for |eading and teaching (p. 14). By using self-assessnent,
reflection, presentation of artifacts, and classroom denonstrations, the eval uation
process involves multiple | enses fromwhich to view a teacher (p. 25).

The planning year will be used for GCS to becone nore proficient in the use of the new
instrunments to assess teachers and | eaders; Master Teachers will provide training on the
instrument and principals will use the tine calibrate their ratings and ensure inter-rater
reliability (p. 26).

Five different types of incentives will be offered to teachers, principals, and other
personnel, the nost significant of which is the Individual Perfornance |Incentive that
recogni zes student growt h according to val ue-added scores (p. 17). Perfornmance Incentives
at the highest level are three tines greater than those at the | ower |level, and can
represent up to 25% of an individual's salary (p. 20). Principals can receive up to

$20, 000 in incentives, with a significant portion ($15,000) of that anpbunt potentially
com ng from school wi de perfornmance incentives that reflect high growh in students (p.
22).

The val ue- added conponent, as well as the NC ABC Mddel for school inprovenent, both all ow
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for effectiveness to be based on individual and school wi de student growth data.

For those educators who do not neet baseline neasures of effectiveness, growth plans wll
be used to set expectations for inprovenent and of fer professional devel opment options; if
progress is not made over tine, the effectiveness data can be used to support non-renewa
and non-tenure deci sions.

An extensive |ist of professional devel opnment options (both school wi de and need- based

i ndi vidual options are available) is provided (p. 28-9), evidencing the quality of the

of ferings and the efforts being made by GCS to provide multiple and varied supports for
teachers to inprove their effectiveness. There are plans to |ink professional devel opnent
quality data (as determ ned t hrough surveys) with student testing outcones, to further
ensure that the professional devel opnent activities are pronoting effectiveness.

Over the last year, GCS has had a project teamin place, "whose role it was to devel op an
i deal PBCS" for the organization (p. 23). Team nenbers included a teacher, a classified
enpl oyee, a special education specialist, a principal, a regional executive director, and
the NC Associ ation of Educators president. Through various activities and events over the
| ast year, this team has gone through various steps to research and devel op a PBCS for
GCS. By seeking outside support and gui dance throughout the process, the conmunity is on
board with the inplenentation of the new nodel for the upcom ng school year

Weaknesses:

The proposal briefly outlines a plan to devel op a web-based systemthat will be used to
coll ect, analyze and synthesize programinformation, that will also have the capability to
interface with the Human Resources and payroll systens (p. 27). Additional details are
needed to fully understand the devel opment of this plan

The Historically Effective Teacher incentive (p. 4, 22) does not appear to be adequately

defined; criteria is not provided and there is no explanation as to why only certain hard-
to-staff subjects will receive this incentive, as denpnstrated on the table on p. 22.

Reader's Score: 52

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:

There are various levels of |eadership within the current project, ranging fromdistrict

| evel project managenent, school |evel |eadership (principals and teachers), and
school wi de invol venent (p. 31). The eight district |evel project teamnenbers will oversee
the project, taking on a range of responsibilities, and ensure that project objectives are
met. The distinct roles, responsibilities, and qualifications of each key personnel nenber
are described (p. 32-4, 43-4).

The proposal provides a clear representation of the status of each of the core el enents,
offering justification for the planning year and an i dea of where tinme and funds wll be
spent during that year (p. 34).

A clear tineline of project activities by year in included; this table offers extensive
insight into the projected tasks and tine commtnents involved in conpleting those tasks
(p. 35-8). Furthernmore, a list of mlestones is included to serve as an ongoi ng set of
benchmarks toward neeting project objectives (p. 39).

GCS began inmplenenting their first PBCS in 2005 with the use of |ocal funds, denonstrating
their early commtnment to such an evaluation system (p. 45). The proposal includes a table
(p. 46) to succinctly denonstrate the transition of funding fromfederal to |ocal funds
upon conpletion of the grant period. By phasing out the recruitnment and retention
incentives and keeping the performance incentives in place, GCS plans to use |ocal funds
inawy that will neet the needs of the npbst educators.

Based on the nunber of students and teachers to be reached through the project, and the
conpr ehensi ve nature of the PBCS that has been created, it appears that the project costs
are reasonable and will adequately neet the needs of the project design

An extensive nunmber of letters of support are included (appendi x) and denonstrate the
conmunity's comritment to being involved in the current project. From school principals to
conmuni ty organi zations to state education officials and political representatives, the
range of support is widely docunented.

Weaknesses:

The proposal woul d be strengthened by incorporating the Iist of mlestones and the
responsi bl e individuals/ groups into the table of project activities. By seeing al
related items in one table, there would be a clear picture of the overall managenent plan
that the project intends to undertake.

The proposal woul d be strengthened by the inclusion of sources for |ocal funds that will
be used.

Reader's Score: 22

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

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

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

A logic nodel is used to depict the overarching goal of the project, aligned with three
primary objectives and six related activities (p. 11). This logic nodel, along wth
several inplenmentation, outconme, and sustainability questions serve as a guide for the
project evaluation that will take place.

"The current proposed evaluation will not only focus on gathering data related to the
performance measures and program objectives, but will focus significantly nore resources
on qualitatively docunenting differences across schools in terms of |eadership and
structure" (p. 50). Based on previous success with a TIF project, GCS has the ability and
expertise to engage in a high-quality |ocal evaluation that gl eans useful information in
nmovi ng forward with this and ot her PBCS projects.

Several evaluation activities and data sources are planned and will be used to gather both
qualitative and quantitative data for use in the evaluation and to inform professiona
devel opnent planning (p. 50-2).

Feedback and continuous inprovenent procedures include the use of individual schoo
reports, quarterly updates, and annual reports. The individual school reports will be
extremely useful for principals in conmparing their school's progress to that of the other
conpari son schools that were sel ected, and in naking decisions on a school -l evel basis.

Weaknesses:

The proposal woul d be strengthened by aligning strong and neasurabl e performance
objectives with the prinmary objectives and activities that are central to the project.

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 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 enabl e them
to use the data generated through the nodel to inprove classroom practices.

Strengt hs:

The SAS EVAAS val ue- added nmeasures will be used to assess student growh and to cal cul ate
di fferentiated conpensation
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Havi ng worked with SAS EVAAS for over 10 years, GCS has the resources and experience to
fully inplenent this component of the evaluation system Over that time, administrators
and teachers in GCS have engaged in extensive professional devel opnment to thoroughly
understand the system being used (p. 13). Particular attention has been paid to the
connection between instructional practice and student |earning. Adm nistrators have

| earned how to better anal yze and use data to pronote strategies that will lead to
educat or effectiveness.

A Data Quality Plan is in place to regul ate teacher and student data and is then
i ncorporated into the personnel database for paynment of differentiated conpensation

The use of teacher |eaders to act as Val ue- Added Data experts is a wi se use of human
resources and will create notivation for schoolw de | earning around nechani sns to support
student growt h.

Weaknesses:
No weaknesses 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 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 school s are high-
need and whi ch subjects and specialty areas are considered hard-to-staff.

Strengt hs:

The proposal defined the hard-to-staff areas for GCS as principals, math, science, specia
education, ESL, upper elenentary, and m ddl e grade | anguage arts (p. 4, 19). The

det erm nati on about these hard-to-staff positions was nade based on counts of vacancies,
applications, and an application shortage needed to adequately fill the positions
according to the district's screening and sel ecti on process.

Recruitnment incentives and a Historically Effective Teacher Incentive are offered to
teachers who are begi nning enploynment in one of the GCS project schools. The Historically
Ef fective Teacher Incentive uses val ue-added data froma teacher's previous experience to
det erm ne whether they will be effective in GCS

Recrui tment incentives for hard-to-staff areas remain as |ong as teachers remain in the
position fromyear to year, beconming a retention incentive.

Ten hi gh-need schools were selected to participate in the current project; they were

sel ected t hrough the use of a Conprehensive School |ndex which generated a score for each
school wusing teacher turnover percentages, ineffectiveness data based on val ue-added
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scores, and the school's historical perfornmance conposite scores (p. 1-2, 6-8). Al
sel ected schools neet the free or reduced-price lunch criteria.

Mul tiple tables denpbnstrate that student achievenment in the 10 project schools is |ower
than the district average (p. 7-8).

The proposal offers various nmechani sns for comunicating with teachers regarding
recruitment and retention strategies.

Weaknesses:
No weaknesses found.

Reader's Score: 5

St at us: Subnitted
Last Updated: 7/28/10 8:16 AM
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