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Techni cal Revi ew Form

Panel #16 - Panel - 16: 84. 385A

Reader #1: Kk k kKRR KKK K
Applicant: Houston | ndependent School District -- , (S385A100140)
Questions

Eval uation Criteria - Absolute Priority 1

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

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

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

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

(b) Must include observation-based assessnents of teacher and principal performance at
multiple points in the year, carried out by evaluators trained in using objective evidence
-based rubrics for observation, aligned with professional teaching standards; and, if
applicable, as part of the LEA' s coherent and integrated approach to strengthening the
educat or wor kf orce; and

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

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

In deternining principal effectiveness as part of a PBCS, the LEA nmust give significant
wei ght to student growth (as defined in the Federal Register notice) and may include

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

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

Cener al

The applicant net priority 1. The PBCS in Houston ISD is part of an established program
called Project ASPIRE. Project ASPIRE is stated to address academ ¢ achi evenent and

| eadership and is likely to serve 130 schools. (p. 9)

a- The applicant gives significant weight to student gromh and achievenment as it

eval uates teachers and principals. (p. 38)

b- The applicant on p. 39 notes that PBCS teachers and administrators will have severa
announced and unannounced observations of varying length, and a fornalized Staff Review
Process that occurs at |east tw ce per year.

c- One componet of Project ASPIRE is a proposed continuum of teacher supports and

devel opnent activities that nay provide PBCS participants with additional opportunities to
nentor, coach, and deliver professional devel opnent. (p. 44)
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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 nmet priority 2.

a- The budget, found in the appendix, is reasonable and sufficient to support grant
activities.

b- The applicant states that they wll provide 31.8 nillion dollars fromthe grant (for
entire project) and $11.2 mllion as increasing share fromthe district general funds (to
support PBCS for teachers

and admi nistrators) (p. 48). By year 5 of the grant, HISD will cover 75% of PBCS costs.

Reader's Score: O

Eval uaton Criteria - Absolute Priority 3

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

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

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

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

Cener al

The applicant net priority 3.

The parent-ASPI RE program under which the new PBCS will operate, conducted an analysis
of the HI SD human capital policies and practices. The report found that high poverty
schools in HHSD have a significantly | ower percentage of high-performng teachers as
conpared to nore affluent schools within H SD. The district used the findings fromthis
report as the basis for changes to human resources, academ c and nanagenent processes and
procedures, including but not limted to, nmany el enents of the PBCS initiative: increasing
teacher and principal effectiveness and thereby inmprove student achi evenent, reform ng
teacher and princi pal appraisal and conpensation systens so that teachers and principals
are rewarded for increases in student achievenent,

i ncreasi ng teacher and principal effectiveness, and increasing the nunmber of effective

teachers teaching poor, mnority, and di sadvantaged students in hard-to-staff subjects
such as mathematics and sci ence.
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Reader's Score: O

Requi renent - Requirenent

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

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

Participants will receive $1,000 for serving as a nmentor or for serving on the school's
ASPI RE Design and Advisory Conmittee. Qher non-financial incentives may also apply to
conducti ng professional devel oping, |eading a study group, etc. The applicant also asserts
that assigning highly effective teachers newy created site-specific positions will also
encourage themto accept additional responsibilites (p. 16-17).

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 applicant will use established district comruni cati on channels to i nform stakehol ders
of the PBCS. The district, on p. 34, will also utilize its nmulti-lingual program guide,
rel eased accountability reports, comunity foruns and school /district office personnel to

share information regarding the initiative. The list of conmunication options listed is
reasonabl e and adequate.

Reader's Score: O

Eval uation 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 invol venment and support of unions in
participating LEAs (where they are the designated exclusive representatives for the

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

Cener al

The applicant asserts that involverment in ASPIRE is denponstrated by the Advisory Committee
(p. 35). No clarifying information is given regarding Conittee nenbership or commttee
requisites or prerequisites. If the Advisory Board is the primary onmbudsman between
teachers and the decision nmaking group is the Advisory Council, concerns exist as to how
responsi ve they could be to teacher concerns. Formal and informal methods of comrunicating

with the Advisory Committee nmay increase the opportunities teachers have to inpact
deci si ons regardi ng PBCS
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Reader's Score: O

Eval uation Criteria - Core El enent 3

1. Core El enent 3:

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

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

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

Cener al

The district is in the process of updating its enployee review process to include
assessment of student growth, and a team approach to teacher appraisal. Menbers of snall
eval uative teanms will be trained in inter-rater reliability (p. 36-39) and assess teacher
performance and student growh. It is unclear fromthe narrative if the applicant wll
coll ect and eval uate additional forms of evidence.

The district has al so sel ected an objective, evidence-based eval uati on systemto assess
teacher effectiveness and thereby award incentives. ASPIRE will use SAS EVAAS to provide a
val ue- added assessnment of student growth and achi evenment. Each PBCS participant will be
observed at |east twice a year (p. 39).

Reader's Score: 0

Eval uation Criteria - Core Elenent 4

1. Core El enent 4:

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

Cener al :

The applicant states that its data-nanagenent system|inks student data and teacher

and principal performance to human resource/payroll systens. Staff assignments and student
-teacher linkages are verified through the ASPI RE Li nkage and Verification process
conducted in the spring (p. 40). Teachers and principals can review data in the system at
anytinme. This self-service entry into data-nmangagenent is likely to i nprove discussions
bet ween adm nistrators and teachers because all information concerning payroll

cal cul ati on of incentives and student growth is avai able for open review.

Reader's Score: O

Eval uation Criteria - Core Elenent 5
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1. Core El enent 5:

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

Cener al

The applicant needs to provide additional details regarding howthe PBCS will be

conmuni cated to end users. The applicant tal ks about communicating infornation through
established district channels, but other conmmunications options nmay be needed. The ASPI RE
survey found that only 33% of participants found the website hel pful for sharing

i nformation on the program (survey, p. 27). 13.8%found the comunity foruns hel pful.

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 evement (as defined in the Federal Register notice); and

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

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

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

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

devel 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

1- The applicant's professional devel opment plan will provide a system of individualized
support and professional devel opnent for teachers aligned with stakehol der input and with
the redesi gned teacher-appraisal system (p. 41-47)

2-The individual growth plans will cater to each teacher's needs and will differentiate
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services provided to each teacher

on p. 42.

3- Teachers who receive PBCS incentives and those who do not may still take advantage of
pr of essi onal devel opment offerings and supports it offers. While conpensati on nmay be
reserved for highly effective teachers, all teachers will benefit frominformation shared

at trainings or fromworkshops delivered by PBCS teachers.

4- Met hods to support teachers and principals to better understand and use the el ements of
PBCS are not clearly highlighted in the narrative.

5-Eval uation tools will gauge success of the professional devel opnment system and the
useful ness of professional devel opnent supports. (p. 42)

Reader's Score: O

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

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

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

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

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

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

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

St rengt hs:

1- The applicant, through findings froman online ASPIRE survey, found that H SD hi ghest
poverty schools have a | ower percentage of high-perform ng teachers as conpared to nore
affluent schools in the district.

The survey al so reveal ed highly effective teachers are less likely (36% conpared to 28%
to transfer to a high-poverty school

Simlar concerns are noted for retaining highly qualified adnministrators. Due to teacher
turnover each year, HI SD faces approximately 1,000 teacher vacanci es and principa
positions. The applicant notes that H SD had a teacher turnover rate of 11.7% or 1,501
out of 12,829 teachers, many of the highest perfornming teachers |l eave within three years.

2-Data provided on student achi evement does show need. 70,000 children are not readi ng on
grade level, many are not performng basic math skills expected of them (p. 6). The
dropout rate for the participating schools H SD class of 2008 is 20.5% (p. 7).

3-The applicant does provide a definition of conparable schools on p. 7 that ultimately
conpares the H SD and DI SD
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Weaknesses:

The applicant provides little school-centered data to support difficulty recruiting
teachers in hard to staff areas. It is unclear if the applicant is conparing H SD to DI SD
or conparing subsets of schools within the district (i.e., 130 high need in H SD versus
130 high need in DISD)(p 7-8). This nakes it difficult to determne if the data included

i s conparabl e.

Reader's Score: 8

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

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

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

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

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

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

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

(3) Includes rigorous, transparent, and fair evaluation systens for teachers and
principals that differentiate |levels of effectiveness using 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
Iink student achi evenent (as defined in the Federal Register notice) data to teacher and
principal payroll and human resources systens; and

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

1- The applicant desires to put effective teachers in every classroom and seeks to expand
its current efforts through the ASPIRE initiative. The SAS EVAAS net hodol ogy used by the
district is reliable and valid. The applicant intends to use the data-nmanagenent system
to identify incentive awards to each teacher according to student growth. It is not,
however, clearly evident if the applicant has shared information with teachers and

adnmi ni strators outside of the project schools or the district.

3-The eval uation system has been redesi gned and now features a staff review process.
Teachers are divided up into highly effective, proficient, devel oping, and | ow perform ng
groups. Teans of trained evaluators use data fromthe nanagenment systemto nake decision s
regardi ng contracts and additional supports to inprove teacher practice.

4- The applicant has adopted a data nanagenment systemthat is capable of |inking nmeasures
of student growth with human resources and payroll systens. The data managenent tool can
be accessed by both the principal and the teacher and has been shared through district

pr of essi onal devel opnent. Val ue-added data points are included and the professiona

devel opnent has trained teachers howto interpret the val ue added conponents.

5-Hi gh quality professional devel opnent linked to the neasures of effectiveness are
evident in the PBCS, including nentoring, coaching, team evaluation, PBCS, and data-
managenent systens accessi bl e by teachers and admini strators.

Weaknesses:

The information provi ded on professional devel opnent is based around nentori ng,
recruitnment, content professional devel opnent and pedagogy. More detail is needed here
re: howit will inpact student data and | earning.

2-While there is evidence that the district uses communication strategies to share

i nformation regarding the PBCS program input fromteachers, and principals, and others in
the LEA is not clearly evident. The applicant states that npbst comruni cati on and deci si ons
regardi ng the PBCS occurs in the ASPIRE Advisory Commttee. But it is unclear who serves
on the advisory comrittee or how often input is solicited fromthe |arger district

conmuni ty.

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:

The proposed plan will provide 31.8 nmillion dollars fromthe grant (for entire project)
and
$11.2 mllion as increasing share fromthe district general funds.

The managenment plan is defined and well devel oped (p. 48-53). The activities are inclusive
and reflected in the narrative.

The project director and other supports are capabl e of providing program support and
gui dance.

The requested grant amount and project costs are sufficient to attain project goals and
reasonabl e.

Weaknesses:
No weakness not ed.

Reader's Score: 25

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

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

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

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

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

Strengt hs:

The perfornmance objectives on p. 11-14 are appropriate and address mmjor project goals.
The goals provided will yield both quantitate and qualitative results. The applicant has
four strong goals on p. 11-14. They are inclusive and focused on increasing the

ef fecti veness of teachers, principals, and other personnel. The goals also inpact
recruitment and retention of teachers and principals.

The goal s are neasurable and will produce qualitative and quantitative goals.

The presence of the ASPI RE Advisory Conmittee and the feedback from studi es conducted by
the district's Research and Accountability Departrment (i.e., program evaluation, district
data anal ysis, operations and data control, performance analysis, etc., p. 60) are
additional sources of evaluative data.

Weaknesses:

Mor eover, the applicant states that one of its goals is to close the achi evenent gap (p.
11). It is unclear how changi ng the performance pay systemwi |l inmediatey close the
achi evenent gap by even the 3% noted in the narrative.
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Reader's Score: 4

Priority Questions

Priority Preference - Competitive Preference Priority 1

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

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

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

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

Strengt hs:

The applicant states that it has used val ue-added data in previous eval uation systens and
has provided training to all staff on val ue-added data techniques. It also asserts on p. 2
that national attention has been paid to its efforts on val ue-added data. It is also
listed as a conmponent of the current ASPIRE initiative (p. 10).

Weaknesses:

Despite clainms of national attention, very little information is provided in the narrative
regardi ng val ue added data. Wile the applicant nentions it in the narrative, specific

i nformati on regarding what the district does with it is mssing. The applicant provides

i nformati on on the TAKS test, which is an annual test. No additional information was noted
to explain how an annual test provides useful val ue-added data to a teacher between annua
test administrations. Mre discussion on how the district comunicates information on

val ue added data woul d have provi ded additional detail

Reader's Score: 3

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
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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:

1- The applicant has provided details that its schools and positions are hard to staff by
virtue of high turnover in admnistrative and teacher positions and the 50% or higher
econom cal |l y di sadvantaged rate of project schools.

2-The applicant has stated that effective teachers are not only hard to retain, but hard
to recruit (p. 4). Al incentives, like the ones proposed, that are likely to attract and
retain effective teachers nay hel p address chronic turnover statistics (i.e., 1000 teacher
and principal vacancies in the district each year, p. 5)

3-The applicant provides adequate evidence of howit intends to fill vacancies with
teachers of those subjects or specialty areas who are effective or likely to be effective
The applicant has identifed the ASPIRE initiative and its PBCS as primary recruitment and
retention tools for effective teachers (p. 8-9).

Weaknesses:

No front-loaded incentive is provided to attract teachers to the system A signing bonus,
housi ng al | owance, or tuition waiver are exanples of front-loaded incentives. The | ack of
such front-|oaded incentives may be a deterrent to sone.

The applicant also did not articulate a process to determine if the teacher filling a
vacancy is effective or likely to be effective.

The applicant did not adequately denpbnstrate the extent to which the subjects or specialty
areas they propose to target are hard to staff.

The applicants did not provide adequate evidence that subjects or specialty areas they
propose to target are hard-to-staff.

Reader's Score: 4

St at us: Subnmitted
Last Updated: 7/30/10 9:17 AM
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Techni cal Revi ew Form

Panel #16 - Panel - 16: 84. 385A

Reader #2: kkkkkk kKKK
Applicant: Houston | ndependent School District -- , (S385A100140)
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.

Gener al
The applicant neets all the criteria for Priority 1.

A) The applicant will use state tests (TAKS) and val ue-added netrics (EVAAS) to determ ne
student achi evement gains in core subjects. Teachers and principals with test scores in
the top 50% of participating schools are eligible for bonuses, based on proficiency and
growm h. The bonuses are primarily based on student achievenment. Therefore student

achi evenent is significantly weighted.

B) The applicant described a system of observation based evaluations that are aligned with
the district's new Staff Review Process (pg 36) for both teachers and principals. The
process involved multiple evaluation points and multiple reviewers. The design of the
eval uation process is in devel oprent.

C) The applicant stated that it will create |eaderships positions for high perfornmners,
such as nentor teachers, professional |earning comunity |eaders, etc (pg 44).
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The applicant states teachers nmay earn up to $10, 300, principals my earn up to $15, 530,
and assistant principals may earn up to $7,765 for superior performance (pg 20). These
amounts of noney are significant enough to encourage nodified behavior

Reader's Score: O

Eval uation Criteria - Absolute Priority 2

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

Conment on how well the applicant denonstrates that - -

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

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

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

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

Cener al :

The applicant net the criteria for Priority 2.

A - The applicant projected total costs of nore than $42 mllion over the course of a five
year project period. $31.8 mllion is projected to conme from Federal funds. $11.1
mllion is projected to cone from non-Federal funds (e5,6).

B - The applicant states that it will gradually assune nore responsibility for the costs
of inmplementation and stated that it is commtted to carrying the costs of the program
after the five year project period (pg 56). The district will go fromO0%responsibility to
75% financial responsibility by year 5. To do this, the district has set aside nbney in
its regul ar budget and has partnered with foundation to raise additional nonies (pg 35).

Reader's Score: O

Eval uaton Criteria - Absolute Priority 3

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

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

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

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

CGener al :
The applicant net the criteria of Priority 3.
The applicant's proposed PBSC is aligned with the district's ASPIRE program which is a

recently inplenmented conprehensive effort to i nprove student achi evenent by i nproving
educator quality. The program does include the use of data, evaluations, professiona
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devel opnent and retention efforts to attract and retain quality teachers at high-need
schools (pg 2-7). ASPIRE is a |large, conprehensive effort designed for the entire
district, and it appears to be the centerpiece of reformefforts in the district. It is a
wel | thought-out plan, and it focuses on student achi evement as its core goal

Reader's Score: O

Requi renent - Requiremnent

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

Cener al :

The applicant has net the requirenment. The applicant stated that it will provide stipends
of $1,000 for teachers to take on additional responsibilities, including serving on

conmittees, and mentoring. (pg 16, Budget 3). Future | eadership roles may be created as
the pl an devel ops.

Reader's Score: O

Eval uation Criteria - Core Elenent 1

1. Core El enent 1:

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

Cener al

The applicant's plan for conmmunicating the conponents of its performanced based
conpensation systemto staff is lackluster. The district infornms its staff through a
published report and a website portal (pg 34). The district will publish an annual report
and give access to the district's school performance records (pg 33). However, it does
not say how the records can be accessed, whether it be hard-copy or online. There is no
evi dence of attenpted earned nmedia efforts or internet efforts.

Approxi mately 70% of teachers and staff knew about the programs first inplenentation
according to surveys in the Appendi x A

Reader's Score: O

Eval uation Criteria - Core Elenent 2

1. Core El enent 2:

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

The applicant states input and support for the ASPI RE program cones via the ASPI RE Awards
Program Advi sory Conmittee (pg 35). The committee neets throughout the year and provides
recomrendations to the Board of Educaiton. However, it is unclear as to who sits on the
conmittee and how the nmenbers are chosen. The applicant states that collective bargaining
approval is not needed in the State of Texas for matters of conpensation (pg 35). In the
appendi x A section, the data fromthe district's teachers and principals show a slight
majority are in favor of nerit based bonuses.

Reader's Score: O

Eval uation Criteria - Core El enent 3

1. Core El enent 3:

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

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

prof essi onal teaching or |eadership standards and the LEAA¢AAs coherent and integrated
approach to strengthening the educator workforce; (2) provide for observations of each
teacher or principal at |east 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., agreenent anong two or nore raters who score approxinmately the sane).

Cener al

1) The applicant provides a plan to inplement a fair, rigorous and transparent eval uation
systemto differentiate effectiveness. The applicant contracted with The New Teacher
Project (TNTP) in 2009 to revanp the evaluation process. The board decided to include
student achi evement growm h to be part of the teacher retention decision

2) The applicant also inplenmented a conprehensive Staff Review Process to gather data on
staff using student achi evenent, multiple evaluations each year, and using nultiple

eval uators to judge individual performance. The design of the evaluation systemis in the
wor ks, and thus final metrics are not descri bed.

3) The applicant will incorporate additional forns of evidence, including the principal's
eval uation based on the Texas principal standards, and teacher eval uations, based the New

Teacher Project's standards. Additional |eadership responsibilities will also be
consi der ed.

4) Because the observations are conducted by nultiple reviewers, the applicant states it
will synthesize the results to cone up with one score.

Reader's Score: O

Evaluation Criteria - Core Elenent 4

1. Core El enent 4:

Conment on the quality of the applicant's inplenmentation 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.
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Cener al

The applicant described a sophisticated systemfor |inking student achi evenent to teacher
and principal perfornmance. The system uses student achi evenent data fromthe district's
EVAAS systemto cal cul ate val ue-added data. There is a Bureau of Performance Anal ysis
that can cal cul ate awards, make corrections, and answer staff questions. This system
appears to be thorough and fair.

Reader's Score: O

Evaluation Criteria - Core Elenent 5
1. Core El enent 5:

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

Cener al

The applicant's plan to ensure staff understanding of the netrics used to deternine staff
ef fectiveness is not clear. The data in Appendi x A suggests that 70% of teachers
understood the netrics used for the programis first inplementation. The applicant does
have a robust professional devel opnent plan that incorporates the use of data to inprove
their practice (pg 39-42).

Reader's Score: O

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

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

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

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

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

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

(3) Provide --

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

Cener al :

1) Professional developnent will be targeted to teachers serving at 130 hi gh-need school s.

2) The applicant does provide a plan for professional devel opnment that is needs based,
targeted to the individual teacher's needs (based on reviews).

3 and 4) Al educators, whether receiving PBCS bonuses or not are provided access to

pr of essi onal devel opnent. The professional devel opment program ains to provide
instructors with skills needed to be effective. The applicant described a professiona
devel opnent programwi th four different audiences: 1) New teachers and teacher

recruitnment, 2) beginning teachers, 3) professional devel opnent for teachers in need of
addi ti onal support, and 4) pedagogi cal skills enhancement (pg 43). All teachers wishing to
qualify for the awards nust have 45 hours or nore of professional devel opnent during he

school year (pg 46) and the district is providing mentor teachers, conmon planning tine
and ongoi ng seninars (pg 45).

5) The plan includes training to understand the netrics, once they are defined, and EVAAS
training (pg 41).

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 conparabl e 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:

1) The applicant identified 130 schools in its district that neet the criteria of high
need. Each school has a high poverty rate, bel ow average student achi evenent, and the
schools struggle with a high staff turnover rate of 11.7% (pg 5). Good teachers are
especially likely to leave after only a few years (pg 5). The district also hires 30-40

principals per year anong the 130 identified schools, showing a | ack of consistency anong
school site | eadership.
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2) Student achievenment at the 130 identified schools |lower than state averages, and are
the | owest performng schools in the district. (pg 6).

3) The applicant chose another | arge urban district in the sane state to show conparabl e
school scores. The other district did indeed show hi gher student achi evenent anong
sim | ar denographics

Weaknesses:

The applicant chose to conpare only its worst schools with the district w de average of
anot her school district (Dallas). This is not an accurate indicator of how the
applicant's | ow perform ng schools conpare to other |ow perform ng schools with simlar
denogr aphi cs and size. Therefore, it is unclear as to how well the applicant's high-need
school s performversus truly comnparabl e school s.

Reader's Score: 7

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 methodol ogy the LEA or SEA proposes to use in its PBCS to determ ne 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 invol venent and support of teachers, principals, and other personnel (in those
sites in which the grantee wi shes to expand the PBCS to additional staff in its schools),

i ncluding input fromteachers, and principals, and other personnel in the schools and LEAs
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
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Iink student achi evenent (as defined in the Federal Register notice) data to teacher and
princi pal payroll and human resources systens; and

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

Strengt hs:

1) The applicant does intend to use TIF nonies to conplinent an existing LEA w de strategy
(ASPIRE). The funds will be targeted to reward teachers and principals only at high-need
schools. The nethodol ogy to determ ne an educator's performance is solid. The awards are
based on student growth. The applicant does provide a plan as to howit will explain to
teachers and principals what criteria are needed to earn a bonus (pg 34).

2) The applicant does denonstrate support anong teachers and principals (Appendi x
survey). The applicant states that the teachers' union does not need to be on board
because it does not bargain additional compensation neasures (pg 35).

3) The applicant does incorporate a fair, data driven evaluation system Evaluations are
based on student performance and manager evaluations that are consistent with the criteria
in the grant. (Observations are performed by both managers and peers, and are conducted at
multiple points in the year. Principals will be trained to identify areas of support.
Principals will be evaluated based on the Learner-Centered Standards for Texas Principals,
and by how well their schools performon standardized testing (pg 32, 33).

4) The applicant does include a data managenent system (EVAAS) that can |ink student
performance to human resources (pg 40) The applicant also has a division within its
central office that nanage and anal yze nmerit conpensation deci sions.

5) The applicant denonstrates it has a high-quality professional devel opnent plan to

i ncrease educator capacity. The plan includes a new delivery nodel, areas of focus and
content of support offerings, skills devel opment classes that are reconmended in the
eval uation and EVAAS training (pg 41).

Weaknesses:

The applicant does not show an overwhel mi ng support fromteachers and principals for the
plan. Based on its own surveys, there is | ack of w despread support fromteachers and

principals to use student performance as a key factor for conpensation decisions (Appendi x
22-23).

Based on their previous incentive program only 30% of teachers felt the award woul d
i ncentivize themto change behavi or (Appendi x 23)

Reader's Score: 54

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
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tinmelines and nil estones for acconplishing project tasks;

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

responsibilities, and their tinme commitnments are appropriate and adequate to inplenment the
proj ect effectively;

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

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

Strengt hs:

The proposed project denmpnstrated that it does:

1) Have a managenent plan that is likely to achieve the objectives. The senior nanagenent
is actively involved, and the district has a division dedicated to nanagi ng data and
conpensati on deci sions. The board has shown its support, as well.

2) The project director and other personnel do appear to be qualified to inplenent the
proj ect, based on experience denonstrated on their resunes (Appendix).

3) The applicant denonstrates a will to support the proposed project wi th non-Federa
funding, and will assume 75% of the total costs by year 5. Qutside grants have been
secured to help offset the costs (pg 36).

4) The requested grant anount is sufficient to attain the project goals.

Weaknesses:
No weaknesses found.

Reader's Score: 25

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 continuous
i nprovenent in the operation of the proposed project.

St rengt hs:

1) The applicant dempnstrates that it will use strong, neasureable objectives (pg 11-13).
The goals are to inprove the effectiveness of teachers and principals, student

achi evenent, and increase the nunmber of effective teachers teaching poor, mnority
students in high-need schools. The district will use its Research and Accountability
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Departnment to collect and anal yze the data, which will also provide adequate feedback for
eval uati on purposes (pg 57).

2) The Department will also produce evaluation data that is both quantitative (student
grom h and test scores) and qualitative (staff surveys) and will use that data to find
trends and determ ne awards.

3)The district will use its Research and Accountability Departnent to collect and anal yze
the data, which will also provide adequate feedback for eval uation purposes (pg 57).
There is a plan to collect data to better drive decisions related to recruitment and
retenti on, and award bonuses.

Weaknesses:

The only weakness is that the programis being evaluated by the sane entity (the schoo
district) that is charged with inplenenting the TIF grant. It is possible that some bias
will take place in the evaluation process.

Reader's Score: 4

Priority Questions
Priority Preference - Conpetitive Preference Priority 1

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

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

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

Under this priority, the applicant nust al so denpbnstrate that it has a plan to ensure
that, as part of the PBCS, it has the capacity to (1) 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.

St rengt hs:

1) The applicant does dempnstrate that it will use val ue-added measures as the primary
nmeasure of the inpact on student growth. The applicant has already inplenented EVAAS, a
val ue- added software system and the district appears to have the capacity to tie that
data to teacher conpensation. The district has a specific division to interpret that data
and tie it to human resource deci sions.

2) The applicant does provide a plan as to howit will explain to teachers and principals
what the nodel is and plans to provide professional devel opnment related to that nodel (pg
34).

Weaknesses:
No weaknesses found.
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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:

The applicant denonstrated that finding and retaining quality teachers in high-need
schools is a significant priority for the district. The district hires over 1,000
teachers per year, nost of whomwi ||l be placed in high-need schools and subjects that are
hard to fill. The applicant intends to strengthen its recruiting and sel ection
processes. The district also plans to strengthen its induction process and provide
additional training to teachers in high need schools (pg 43).

Weaknesses:

The applicant did not propose using TIF funds for signing bonuses to get high need subject
teachers on board. The applicant did not give specifics as to how it would inprove
teacher recruitment by maki ng hi gh need schools a place that teachers would want to work

for. Its plan for recruitnent do not appear to be overly attractive, based on the |ack of
si gni ng bonuses.

Reader's Score: 3

St at us: Submitted
Last Updated: 7/29/10 1:54 PM
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1. Project Design 60 48

Adequacy of Support for the Proposed Project

1. Adequacy of Support 25 25

Quality of Local Evaluation
1. Quality of Local Eval. 5 5
Sub Tot al 100 86

Priority Questions
Priority Preference
Conpetitive Preference Priority 1

1. Conpetitve Priority 1 5 4
Conpetitive Preference Priority 2

1. Conpetitive Priority 2 5 2

Sub Tot al 10 6

Tot al 110 92
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Techni cal Revi ew Form

Panel #16 - Panel - 16: 84. 385A

Reader #3: Kk k kKRR KKK K
Applicant: Houston | ndependent School District -- , (S385A100140)
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
Met

H SD has inplemented a differentiated system of conpensation for teachers, principals, and
ot her school personnel based on student achievenent. Project ASPIRE was first inplenented
in the 2007-08 academi c year. It focuses on teacher effectiveness and growth in student

| earning at canpus (principal), individual teacher |level and central office level. (p 8-9)

Val ue- added performance assessnment based on student growth is utilized to determ ne
awar ds, performance apprai sals and contract decisions. Student gains at each canpus are
cal cul ated through EVAAS and the district rank orders the canpus val ue-added gain
Teachers at schools ranked in Quartiles 1 and 2 receive conpensation (p 21) The PBCS

i ncorporates state/local funds with TIF funds to provide the incentive award.

A new Staff Review Process will be devel oped as a result of TIF funding. The current
system for teachers includes perfornance assessment results, principal wal k-throughs,
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mul ti pl eobservations, review of student work products, and formative student assessnent
data (p 37). Clear guidelines for these assessnent tasks are not provided; however, the

new performance conpensation systemw |l rely on | essons |earned fromthe initial program
Principals will receive assistance fromthe Staff Revi ew Team on naki ng deci si ons about
teacher effectiveness (p 38); however, there is no information provided on training
principals will receive on conpleting the observation rubrics. It also isn't clear whether
the rubrics will be aligned with teacher perfornmance standards. On page 44, the proposa
states that there will be standards-based eval uati ons but does not el aborate on these

eval uations. Leadership roles that provide new career pathways are included. Avail able

| eadership roles include mentorship of struggling teachers, |eading professional |earning
comunities or grade |evel teans, design and delivery of professional devel opment (p 17).
Principal evaluations are not clearly outlined in the proposa

Award anmounts available to teachers and principals is outlined but is a bit confusing
because there seens to be several conponents to the formula. Al in all, principals my
receive up to $15,500, teachers of core subjects up to $10, 300, and assistant principals
up to $7,700. There is a different forrmula for teachers who do not teach core subjects (p
20). Justification for these anbunts is based on results fromthe initial ASPIRE program
whi ch indicated that this amount is sufficient.

Reader's Score: O

Eval uation Criteria - Absolute Priority 2

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

Conment on how well the applicant denonstrates that - -

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

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

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

Cener al
Met

Initially (2007-08), H SD designated 1% of the budget for personnel for performance-based
awards (p 56). Now the district has obtained federal, state, and private funds to neet
many of the needs of the PBCS. The district has partnered such groups as the John and
Laura Arnol d Foundation, the Bill and Melinda Gates Foundati on and the Houston Endowrent
(p 36) to ascertain additional funds for the ASPI RE program Success at obtaining and
utilizing these grant funds indicates that the district is capable acquiring outside

noni es. The proposal includes a budget that outlines the increasing share to be paid by

H SD (p 56).

Reader's Score: O

Eval uaton Criteria - Absolute Priority 3

1. Priority 3: Conprehensive Approaches to the Performance-Based Conpensati on System
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Conment on how well the applicant denonstrates that - -

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

devel opnment 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 :
Met

The new ASPIRE plan will utilize data fromthe appraisal systemand will assist in

devel opi ng individualized plans for teachers to provide support and professiona

devel opnent that increases teacher effectiveness. (p 41) |In order to retain quality
teachers, the project provides support to teachers by "nurturing themfrominduction to
effective instruction” (p 44). This process provides high quality nmentoring, a common

pl anni ng time, ongoi ng professional devel opment, an external network of teachers with
whi ch to col |l aborate, and a standards-based evaluation. In addition, the school district

will offer a bonus to qualified teachers in hard to staff subject and specialty areas who
agree to nove to a high-needs school (p 15).

Reader's Score: 0

Requi renent - Requirenent

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

Cener al
Met

The HHSD will create career pathways by providing highly effective teachers a | eadership
role in their school. Opportunities for |eadership roles include opportunities for
ment or ship of struggling or new teachers, |eading professional |earning communities or
grade | evel teans, providing professional devel opnent resources. Additional conpensation

or incentives will be made avail abl e for taking on these | eadership roles as evidenced in
the budget in the appendix (p e2).

Reader's Score: 0

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 district offers several vehicles for inform ng stakeholders of this PBCS (p 34). A
bi Ii ngual gui debook that introduces ASPIRE is made avail able. Public access to district

| evel , school |evel, and value added sunmary reports are nade avail able to the conmunity
annual ly. The district holds community Foruns to educate parents, famlies and comunity
menbers about aspects of the school system Participants are encouraged to provide

feedback. Information related to how the district infornms teachers, principals, and other
school personnel appeared to be m ssing.
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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

The New Teacher Project conducted a survey in March and April 2010 of cl assroomteachers,
principals, and teacher applicants. The survey, which had been conducted on previous
years, sought to examine the quality of the ASPIRE program The Executive Summary of the
survey results in the appendi x reveals the results of involvenent and support of teachers,
principals, and other personnel. There was a 37.7% overall response rate. The top 3
reconmendati ons for changi ng the 2008-09 ASPIRE Award included: 1) not applying a

di fferenti ated conpensation nodel so that all enployees were treated equally, conpensated
equal ly, or had the opportunity to receive the same anount as the top dollar earners
(20.99%, 2) providing other performance neasures, ideas, or criteria (20.7%, and 3)

provi ded negative comentary about the nobdel or the inplenentation of the nodel (18.5%.
(p e6, Appendi x)

The HI SD Board of Trustees and other administrative | eaders obtain input from stakehol ders
t hrough the ASPI RE Advi sory Council; however, there is no information about the nenbers of

the Advisory Council. There is no collective bargaining as unions are not a strong
i nfluence in Texas (p 35).

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

Cener al

The current Staff Review Process was designed and i nplenmented with the initiation of
ASPI RE in 2007-08. The review process entails a three step process. (1) Principals group
all teachers into one of four categories based on their performance data: highly

10/ 28/ 10 1: 07 PM Page 6 of 14



ef fective, proficient, developing, and | owperforning (p 37). Performance data incl udes
principal wal k throughs, multiple observations, review of student work products, formative
student assessnent data, etc. However, clear guidelines for these assessnent tasks are not
provi ded. No di scussion is provided about a standards-based rubric which is based on

st andards, about the nunmber of observations teachers receive each year, about whether

eval uators are trained to use an observation rubric, or that controls are in place to
ensure inter-rater reliability. (2) Principals attend a staff review neeting where a team
is trained prior to review ng performance infornmation on the teachers to insure fidelity
and consistency in the process. (3) Principals work with the Staff Review Team and use a
Staf f Management Deci si on- Maki ng Framework to make deci sions on actions related to teacher
contracts and to define additional supports for the teachers. Principal evaluations are
not clearly outlined in the proposal

Wth TIF funding, H SD will develop a new apprai sal systemthat will rigorously assess
teacher performance (neasured |largely by student perfornance), produce accurate
differentiation of performance levels, and reliably identify individual teacher strengths
and weaknesses. (p 38) The district will facilitate an extensive process to gather

st akehol der input and include all required elenments for a new conprehensive teacher
apprai sal system

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-
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 data management system |inks student achi evenent data to teacher and principa
performance using the human resource system and payroll as an instrunent for tracki ng and
support. (p 40) Information is provided on how the data is entered into the systemand an
ext ensi ve di scussion of how the reports are generated is included in the abstract. There
is little information provided on how princi pal assessnent reports are generated.

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
under stand the specific nmeasures of teacher and principal effectiveness included in the
PBCS, and receive professional devel opnment that enables themto use data generated by
these neasures to inprove their practice.

Cener al

There is discussion on devel oping an effective system of individualized support and

pr of essi onal devel opnment with stakehol der input that closely aligns with the teacher
apprai sal systenm however, the conponent of this core element related to ensuring that
teacher and principals understand the specific neasures of teacher and principa

ef fectiveness in the PBCS is not clearly discussed. In addition, there is no nention of
provi di ng professional devel opnment that enables the teachers and principals to use data to
i nprove their practices (p 41).

10/ 28/ 10 1: 07 PM Page 7 of 14



Reader's Score: O

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

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

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

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

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

(3) Provide --

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

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

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

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

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

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

Cener al

There is an extensive discussion of the devel opment of a new professional devel oprment
system (p 41). The system appears to be loosely linked to the needs assessnent outcones

di scussed in the first section of the proposal (p 2) The professional devel opnent system
will strive to inprove teacher perfornmance through conprehensive individual support. There
is sone discussion of plans for principal professional devel opnent but the focus of the
plan is on teacher inprovenent. The plan will include the follow ng el ements: a new
delivery system areas of focus for the content of support offerings, training for
principals on providing effective school -based support, a systematic approach for

i mpl enenting growh plans for individual teachers, and a reporting systemto gauge how
wel | the system of support and devel opment increases teacher effectiveness.

Specific plans for teacher support and devel opnent focus on new teacher support, beginning
teacher nentoring and i nduction, additional support for teachers in the content areas, and
pedagogi cal skills enhancenent (p 42).

Because t he professional devel opment systemis in the planning stages, additional planning
is needed to provide differentiation for professional devel opnment based on those who do
and do not receive conpensation, as well as providing training to ensure teachers and
princi pal s understand the neasures of effectiveness to be used. The opportunity for

| eadership roles is included in the proposal (p 17). In addition, metrics and a reporting
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systemw || be put into place that gauges how well the overall system of support and
devel opnent increases teacher effectiveness an to gauge the conparative efficacy of
particul ar teacher supports and the inplenentation of the supports at individual schools
(p 42).

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 principal s.

(2) Student achievenent (as defined in the Federal Register notice) in each of the schools
whose educators would be part of the PBCS is lower than in what the applicant determ nes
are conparabl e schools in the LEA, or another LEAin its State, in terns of key factors
such as size, grade levels, and poverty |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 Houston I ndependent School District is a large ethnically diverse school district. The
schools in H SD targeted for this incentive program have many of the characteristics found
in other high-needs schools: |ow graduation and hi gh dropout rates, and students from | ow
income famlies. Criterion for selection as a school participating in the PBCS includes

| arge percentages of econonically di sadvantaged students, as well as | ower student

achi evenent than in conparable schools (p 1). These characteristics make it difficult to
recruit and retain highly effective teachers and principals to these schools; however, the
pr of essi onal devel opnent plan does provide nurturing and support to ensure retention of
quality teachers in the school (p 44).

The Dal | as | ndependent School District was identified as a conparable school district
because it is the second | argest school district in the state next to Houston. Extensive
gui del i nes by which to deternmi ne a conparable school is presented for the purposes of this
proposal (p7-8). Conparison of student achievenment scores of students in the target
schools in Houston along with scores frombDallas and Texas are provided (p 6).

Weaknesses:

The fact that statistics for the 130 H SD hi gh-needs schools were conpared to the district
-wi de average for Dallas and the state-w de average for Texas would affect the comparison
results. (p 7) District- and state-wide results would include student achievenent data
fromschools that are not high-need. These schools would not be conparable to the target
schools in this proposal
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Reader's Score: 8

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

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

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

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

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

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

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

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

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

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

Strengt hs:

The current ASPIRE programis a conprehensive system for inproving student achi evenent in
hi gh needs schools. Forty percent of teacher evaluations are based on student growth as
nmeasured in a val ue-added nodel (p Abstract). Student achievement is based on the Texas
Assessnent of Know edge and Skills (TAKS), an assessnent used by schools in the state to
det erm ne student performance.

The apprai sal system whi ch neasures effectiveness of teachers, principals, and other
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personnel is currently under revision. There was di scussion about the current nodel for
assessing teachers. In addition, there was an in-depth di scussion about the awards process
provi ded for teachers (p 20).

I nvol venrent of district personnel provided through the ASPI RE Advisory Conmittee and the
survey results of The New Teacher Project is considered by Executive Committee as they
nmake changes to the project (p 35). As noted in the Executive Sumary of The New Teacher
Project in the Appendix, support for the project is stronger for principals than for
teachers. Suggestions for inprovenent to the PBCS are included in the Executive Summary.
Uni on representation is not included in collective bargaining in this state. (p 36)

The data nanagenent systemutilized is SAS-EVAAS that |inks teacher and canpus
performance to student achievenment. This systemis also |linked to human resources and

payrol |l (p 40).

The professional devel opment systemis under review and revision. Currently, professiona
devel opnent activities are avail abl e and provi de gui dance to new and experienced teachers
to enhance their abilities to raise student achi evenent |evels. Because the eval uation
systemis al so under revision, the standards by which teachers and principals are

consi dered effective are unclear at this tine (p 41)

Weaknesses:

Because the staff appraisal systemis being revised, nuch of the information related to
the effectiveness of teachers and fairness or rigor of the evaluation instrunents will be
deternmined later. There was little discussion about the assessment of principal sSACAA

ef fecti veness. Tabl es that reveal conpensation for student achi evenent are included on
page 29. It seens that their evaluation hinges solely on student achievenent.

It is unclear whether the awards all ocated to principals and teachers were considered
sufficient. There was no justification provided for the size of the rewards. The results
of the itens related to this in The New Teachers Project found in the Appendi x did not
provi de nmuch support for the | evels of conpensation. There has been a decrease in the
percent of respondents who were in favor of or sonewhat in favor of the concept of
performance pay from 69.2% i n Decenber 2007 to 55.2% in March 2010 (appendi x e2)

There was no indication that input was received fromteachers or principals on the

devel opnent or inplenentation of the PBCS. The district does collect teacher and principa
i nput on various aspects of the PBCS through the New Teacher Project survey and it is
noted that the responses are used in making inprovenents to the program however, the
extent of this consideration is not clear (Appendix e2). In addition, the make up of the
ASPI RE Advi sory Council which provides input to the Executive Council in nmaking decisions
is not provided (p 35).

Reader's Score: 48

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

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

(1) The 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;
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(2) The project director and other key personnel are qualified to carry out their
responsibilities, and their tinme commtnents are appropriate and adequate to i npl enent the
project effectively;

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

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

Strengt hs:

Atineline for conpleting project task is included which includes the major activities to
be acconplished, personnel and m | estones. Key personnel are identified and an expl anation
of their qualifications and responsibilities are included. School district funds have been
all ocated for the continuation of ASPIRE. (p 56) In addition, the district has partnered
wi th such foundations as the Bill and Melinda Gates Foundati on on other projects. This
grant proposal will benefit fromthose partnerships. (p 36) The requested amount and
costs seemsufficient to carry out the project.

Weaknesses:
No weaknesses found

Reader's Score: 25

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

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

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

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

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

St rengt hs:

CGoal s acconpani ed by strong, measurable objectives were identified beginning on page 11 to
gui de the project. The goals include: Increasing teacher and principal effectiveness and

t hereby i nproving student achievenent, reformng the teacher and principal appraisal and
conpensati on systens so that teachers and principals are rewarded for increases in student
achi evenent, increase teacher and principal effectiveness, and increase the nunber of

ef fective teachers teaching poor, mnority, and disadvantage students in hard to staff

subj ects such as nath and sci ence.

The HI SD Research and Accountability Departnent is responsible for inplenmenting the

eval uation plan. This departnent will collect all data, carry out the analysis and report
the results to the stakehol ders. Progress toward meeting project goals will be reported
annual ly for the schools participating in the PBCS. The evaluation will assess the
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ef fecti veness of the project in relation to the goals. It will also assess the inpact on
participants in the program as well as conpletion of project activities based on
timelines. (p 58)

A set of questions have been devel oped to guide the annual eval uation of the ASPI RE Award
Programas it is inplemented in the district. Performance scores will provide quantitative
data and post-award surveys will provide qualitative data. The project evaluator wll
report on a quarterly and end-of-year basis.

Weaknesses:
No weaknesses found

Reader's Score: 5

Priority Questions
Priority Preference - Competitive Preference Priority 1

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

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

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

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

St rengt hs:

A val ue- added nodel utilized in the project is calculated by subtracting the district
conposite reference gain for that | evel and dividing by each canmpuses standard error (p
21). Extensive use of this value added approach is described within the proposal to
neasure inmpact on student growh and to calculate differentiated | evels of compensation
for teachers, principals, and other personnel. SAS EVAAS will carry out the conprehensive
eval uation of student inprovement using this val ue-added approach

Weaknesses:

It is unclear whether the use of the val ue-added data is explained to teachers and
principals in order for themto use the information to inprove classroom practices

Reader's Score: 4

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):
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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 nmathenmatics, 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 mnmust provide an
expl anation for howit will determne that a teacher filling a vacancy is effective or

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

St rengt hs:

The prof essi onal devel opnent process in place provides support and training for teachers
frominduction to effective instruction. This process along with the performance
conpensation awards is a strong vehicle for retaining quality teacher to the district.
Extra incentives are provided for teachers who nove to hi gh needs schools and hard to
staff subject and specialty areas (p 44).

Weaknesses:

There isn't a clear plan described that attracts new teachers to the high needs districts
in subject areas and specialty areas that are hard to staff. It is also unclear in the

proposal how the school district will determine that a teacher who is filling a vacancy is
effective. No justification is provided to explain the extent to which a subject is hard
to staff.

Reader's Score: 2

St at us: Subnitted
Last Updated: 7/30/10 9:41 AM
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