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Techni cal Revi ew Form

Panel #2 - Panel - 2: 84.385A

Reader #1 kkkkhkkkkhkk*

Applicant: M| waukee Public Schools -- Human Resources, Human Resources (S385A100074)
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

MPS has illustrated that the proposed PBCS will offer differentiated awards for teachers
and principals tied to their inpact on increasing student achi evenent.

(a) Teacher and principal effectiveness will be evaluated using nultiple measures: both
val ue- added and cl assroom observations. Value added data at both the classroom and schoo
| evel will be considered as appropriate (Mthodol ogy, p.12). The PBCS nodel wei ghs
performance observations for teachers and adm nistrators at 50% for teachers in tested
areas, the remining 50% of the perfornmance nmeasure is divided between 30% on cl assroom

| evel val ue added, and 20% for school wi de val ue added. For teachers in nontested

subj ects, the remaining 50% of the performance rating is based on school wi de val ue added
(p.23). For principal performance, the renmining 50%is based on school -w de val ue added.

(b) The MPS TAP nodel includes nmultiple observations (p.24) that are aligned to
pr of essi onal devel opnent in the form of posteval uation conferences (p.25, 26), and ongoing
cluster neetings and other opportunities to work with the school based
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nmast er/ mentor teachers. Teachers are observed three or nore tines per year (p. 25).
Teachers al so participate in the MPS eval uation systemannually for the first five years
of enpl oynent, then once every 3 years (p.31).

Principals are evaluated using a redesigned MPS tool on four areas: |eadership behavi or,

i mpl ement ati on of the school inprovenent plan, student outcones, and conpliance (p.27). A
scorecard | ooks at these four areas: for student outcones, the evaluation considers
student readi ng and mat h achi evenent, high school conpletion rate, ACT conposite test
scores, and Total Quality Credits (as applicable for high schools)(p.28). Principals
receive a full evaluation every 2 years, and interimevaluations in the conpliance and
school inmprovenent plan every year (p.29). The TAP requirenments state that the principa
nmust be proficient in four |eadership standards: devel opi ng an exenpl ary school plan

ef fectively comuni cate student progress, know edge of quality instruction practices, and
know edge of curricul um (p. 20).

c) No other indicators of |eadership roles were discussed.

The applicant provides sufficient justification for the award anbunts. The bonus pool s
are proposed to be allocated at $3000/teacher, $5000/ AP, and $10000/ pri nci pal (p.16). MPS
will establish a graduated set of bonuses within each category that will be determ ned
during the planning period (p.16). The proposed bonus ampbunts are over 5% of average
teacher pay, and between 8-10% of the average principal salary.

The bonus award anmpbunts are based on recommendations fromthe National Institute for
Excel l ence in Teaching and the application cites relevant research (p.17).

Reader's Score: 0

Eval uation Criteria - Absolute Priority 2

1. Priority 2: Fiscal Sustainability of the Perfornance-Based Conpensation System (PBCS):
Comment on how well 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-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 paynents as part of its PBCS

Gener al
MPS has adequately di scussed the fiscal sustainability of the PBCS with the district
payi ng an increased portion of costs and statenents that reallocated Title funds will be

distributed to fund the program

The applicant stated that the |ocal evaluation will "use docunent anal ysis and project
costs and funding sources to examine the likely fiscal sustainability of the PBCS' (p.57).

a) The applicant submitted a budget for years 1-5 of the grant period for all nmjor costs
i ncl udi ng performance awards for teachers and admi nistrators, salary augnentations for
mast er and mentor teachers, and other costs associated with planning and inplenenting the
PBCS (p.51 and Budget Narrative)

b) In years 3-5 of the grant period, MPS will pay an increasing share of the PBCS costs
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using non-TlIF funds, "namely reallocation of Federal Title funds" (p.51). A table on page
52 of the application illustrates PBCS paid by MPS increasing from $62000 in year 3 (8
school s participating) to $624000 in year 5 (16 schools participating). The budget
narrative provide detail of the proposed matching funds over the life of the project.

Reader's Score: O

Eval uaton Criteria - Absolute Priority 3

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

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

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

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

Cener al

The applicant has denmonstrated that the proposed PBCS is an integrated strategy for
strengt hening the workforce. MPS has chosen the TAP Systemto inplenment a PBCS in 16 high
need schools. The elenents of TAP include multiple career paths, ongoing applied

prof essional growth, instructionally focused accountability, and performance based
conpensation (Abstract). There are strong connections between professional devel opnent
and assessing student performance to change practice.

The applicant describes that the PBCS will use both classroom observati ons and student
data to inform neeti ngs between classroomteachers and the nmentor/nmaster teachers. There
are al so grade/subject level nmeetings "several tines a week to review data and

col | aborate" (p34).

The issue of retention and recruitment is addressed as part of the | ocal evaluation
criteria. |In the evaluation, a comparison of the project and matched conpari son school s
will look at year-to-year changes in the "percentage of effective teachers remaining at

the school" and "the percentage of effective new teachers returning for a second year" (p.
56) .

The MPS Human Capital Management Functional plan is an effort to retain staff that is
aligned to the district's 5-year strategic plan (p.3). In the Plan, a nunber of components
woul d be addressed with the PBCS i npl ementation including providing incentives, schools
based nmentors, and devel opment of an eval uation system (p. 4).

Reader's Score: O

Requi renent - Requirenent

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

Cener al

The applicant clearly describes roles and responsibilities for master and nentor teachers
who are awarded bonuses for assuning additional responsibilities (p.40). The bonuses are
an annual sal ary augmentation for $5000 (mentors) and $10000 (nesters) with additional pay
for extra days of work (at an hourly rate). Thorough descriptions are provided in the
budget narrative and page 41.
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Reader's Score: O

Eval uation Criteria - Core Elenent 1

1. Core El enent 1:

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

Cener al

Sone di scussion is provided on the plan to comuni cate the conponents of the PBCS but no
evi dence of an existing plan is provided.

Master and mentor teachers will conmunicate the val ue-added nodel to career teachers (p.
14).

"MPS will continue to build and mai ntain support froma broad groups of stakehol ders.
Teachers, principals, district, and union representatives will engage in an in-depth

di al ogue with TAP state | eadership to understand the TAP nodel. . . (p.22-23). Oher
details are di scussed about activities during the planning year to build staff buy-in
build community support, and "establish nultiple means of relaying information" (p.22).

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 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

Sonme di scussion is provided on the involvement and support of key stakeholders in the
PBCS. Letters of support are provided by the State Superintendent of Public Instruction
the MPS Director of the Departnment of Administrative Accountability, and the President of
the National Institute for Excellence in Teaching (Appendi x D)

The applicant is proposing a planning year, during which the staff of each eligible high
need school will vote to inplenment the PBCS, and only those schools with 70% of teachers
in support will be considered for the pilot (p.1).

The applicant describes that neetings about the PBCS began in August 2009 and in June 2010
MPS di scussed the proposed nodel with the Departnment of Public Instruction, the MIwaukee
Teachers' Education Association (META) and others. "The districts and MIEA officials held

several neetings during the nmonth of June. . . where the goal was to devel op an outline"
for the PBCS (p. 21).

The applicant has a nunber of opportunities to collect input from program participants

including district wide neetings, internal and external websites, and annual teacher
surveys.

10/ 28/ 10 11: 09 AM Page 6 of 15



The applicant has a nunber of opportunities to collect input from program participants
including district wide nmeetings, internal and external websites, and annual teacher
surveys.

Reader's Score: O

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

Conment on the quality of the applicant's inplenmentation, or plan to inplenent, a
rigorous, transparent, and fair evaluation systens for teachers and principals that
differentiate effectiveness using 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 fornms of evidence; and (4) ensure a high degree of inter-rater
reliability (i.e., agreenent anong two or nore raters who score approxinmately the sane).

Cener al

The applicant provides a clear discussion of plans to inplenment the TAP system of
eval uation. There is also an MPS eval uati on systemin place.

The TAP/ MPS eval uation addresses all criteria for a fair, rigorous, and transparent
system The Skills, Know edge and Responsibilities Performance Standards (SKR)

i ncorporates nultiple rating categories, nmultiple observations, and efforts to ensure
inter-rater reliability (p.23).

The applicant says that "a joint |abor managenment committee will be formed with MPS and
M | waukee Teacher Educati on Associ ation representatives, the W DPI advisors, and
i ndependent experts to devel op a teacher performance eval uati on system' (p.24).

1) The sanpl e rubric and supporting informati on describes an evidence based rubric
al i gni ng cl assroom perfornmance to standards (p.25).

2) Teacher eval uations are conducted at least three tines per year. Principals receive a
full evaluation every 2 years, and interimevaluations in the conpliance and schoo
i nprovenent plan every year (p.29).

3) bjective student performance is also included in the teacher and principal eval uation
system usi ng val ue added neasures of classroom and school wi de student achi evenent gains (p
. 24)

4) The TAP | eadership teamreceives annual training on SKR standards and rubrics (p.25).
The | eadership teamalso nmonitors inter-rater reliability through the use of the CODE
system (p. 26).

Reader's Score: O
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Eval uation Criteria - Core El enent 4

1. Core El enent 4:

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

Cener al

MPS has a data nanagenent systemin place and is expanding the systemto |ink student

achi evenent to teachers and other key data el enents. "MPS has a robust data warehouse.
provi des unprecedented access to reports on student data |like attendance, discipline,

test scores, and GPA" (p.14). Individual teachers, school |earning teanms, and | eadership

teans are all trained in EdStat and C asStat, a "variation of EdStat focused on classroom

and grade | evel data" (p.15-16).

Val ue added is used in MPS. The nodel neasures year to year growmh for each school or
teachers. Scores are generated for MPS by school and by grade within each school (p.18).

TAP' s CODE system hel ps school s nmanage teacher observation and perfornmance- based
conpensation cal cul ati ons (p. 33).

MPS' s student information system eSIS, |inks students to teachers via courses (p.33). In
2009- 10, MPS began an expansion project, IRI'S, that creates "new data narts on staff,
financials, data quality, prograns/interventions, and surveys" (p.34). IR S wll have the

capacity to link teacher information to student outconmes via the "student-course-teacher-
school Iink" (p.34).

Reader's Score: 0

Eval uation Criteria - Core Elenent 5

1. Core El enent 5:

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

Cener al

The applicant devel ops a good connection between eval uati on measures and i nproving teacher
performance through professional devel opment and a continuous feedback | oop. The
appl i cant describes "individualized, classroombased, ongoing coaching and feedback

provi ded by mentor and naster teachers," and that "groups of teachers neet in grade or
subj ect clusters several tines a week to review data and col | aborate" (p.34).

Teachers devel op Individual Gowmh Plans to develop goals that |lead to inproved student
achi evenent (p.36).

The eval uation rubric used for observations |ooks at 19 indicators of effective

instruction. "By indentifying specific areas of inprovement with detail ed evidence froma
teacher's instruction and concrete exanples to address these areas, the rubric leads to
grom h on the part of the teachers to inprove. . . and |l eads to higher quality

i nstruction" (p.37).

Princi pal s recei ve professional devel opnent and training on the TAP nodel and "I eadership
teambuil ding skills, test analysis, establishing standards-based cl assroons and
i nstructional supervision" (p.38). They are also trained to be eval uators.
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Reader's Score: O

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

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

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

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

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

(3) Provide --

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

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

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

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

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

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

Cener al

1) The applicant has denonstrated that a clear plan for inplenmenting a professiona

devel opnent systemis in place. The schools selected for consideration in the pilot are

t he hi ghest need schools in the district based on a conpl ex needs assessnent of
enrol | ment, grade |levels, percent free and reduced |unch, and percent of students scoring
proficient on state standardi zed tests (p.5). Support and frequent interactions with

mast er and mentor teachers support adjustnents to the teachers' classroom perfornmance.
Grade and subject teanms neet frequently to discuss instructional practices.

2) In TAP schools, there is a strong correl ati on between cl assroom observation scores and
val ue- added assessnent scores for their students, so TAP focuses on changing the teacher's
cl assroom practice through PD to inmpact student performance (p.13). PDis enbedded in the
TAP system wi th continuous feedback to teachers using frequent student assessnent and

eval uating the teacher's cl assroom performance (p.5).

3a&b) The applicant provides little discussion of specific actions taken for teachers who
perform poorly on the teacher effectiveness neasures (evaluation or student achi evenent).
"Teachers will be provided with the support needed to systenatically address the needs
identified through assessment" (p.14). Regardless of perfornance, all teachers
participate in the PBCS and receive the sanme professional devel opnent interventions. The
narrative does not discuss specific PD for educators who earn awards.
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4) Master and nentor teachers will support the career teacher in understandi ng and
anal yzi ng student growth neasures and how teaching relates to this growh. Teachers wll

be provided with the support needed to systematically address the needs identified through

assessment. "Teachers will use the val ue-added data fromtheir own students to | ook at
trends in their own instruction" (p.19).

5) The foll ow ng | anguage supports a process assessing professional devel opnent, "One of
the key areas of observation [of the annual school review process] is professiona

devel opnent. The reviews conclude with a set of recommendations regarding the areas in
whi ch schools are particularly strong or need additional assistance. State-level TAPTM
staff regularly conduct site visits in which they may assess the effectiveness of the

pr of essi onal devel opnent. These highly-trained individuals may tackle i ssues on-site as
they arise. In addition, NIET nmonitors trends in teacher effectiveness and student
achievenent to identify any broader areas of inprovement in professional devel opment” (p.
40) .

Reader's Score: O

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

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

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

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

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

(2) Student achievenent (as defined in the Federal Register notice) in each of the schools
whose educators woul d be part of the PBCS is lower than in what the applicant deternmn nes
are conparabl e schools in the LEA, or another LEAin its State, in terns of key factors
such as size, grade levels, and poverty 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 school s selected for consideration in the pilot are the highest need schools in the
di strict based on a conpl ex needs assessment of enrollnent, grade |levels, percent free and
reduced | unch, and percent of students scoring proficient on state standardi zed tests (p.
5). MPS has a 41%turnover rate for new teachers leaving by their fifth year (p.2).

MPS works with alternative certification prograns to fill teacher vacancies in shortage
ar eas.

The applicant provided a thorough expl anati on of how comparabl e schools were identified (p
. 11).

Weaknesses:

VWil e MPS di scussed working with institutions of higher education on recruiting highly
qualified teachers, there is no information provided on how they currently recruit
teachers who are highly effective to high need schools, subjects and grades.

10/ 28/ 10 11: 09 AM Page 10 of 15



The applicant has not provided sufficient evidence to show that the proposed hi gh need
school s have trouble recruiting or retaining qualified, effective teachers.

Reader's Score: 7

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

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

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

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

(ii) The participating LEA would use the proposed PBCS to provide performance awards
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 multiple rating categories
that take into account data on student growth (as defined in the Federal Register notice)
as a significant factor, as well as classroom observations conducted at |east tw ce during
the school year;

(4) Includes a data-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:

The applicant has given thorough consideration to the key areas around pl anni ng and

i mpl enenting the PBCS through adopting the TAP system The planning year will allow MPS
to finalize any outstanding issues in the PBCS i npl enentation, but a sound foundation

exi sts.

The plan rewards teacher and principals for inproving student achi evenent and eval uati ons
consi der both student achi evenent data and cl assroom observati ons.

The district has denobnstrated they have a data managenent systemw th the capability to
link students and educators and ot her systemns.

The PBCS uses educator eval uation information, including value added neasures of student
grow h and observations rubrics, to inform professional devel opnent decisions that wll
i nprove practice and contribute to greater student achi evenent.

Weaknesses:

Direct teacher input is not planned until after the planning year is underway. More
i nformati on about direct teacher involvenent in planning would be hel pful. No discussion
of what mmy happen if 70% acceptance isn't achieved in the targeted 16 school s.

Unclear if additional interventions/targeted professional devel opment are put in place for
teachers who score poorly on the teacher effectiveness indicators.

Reader's Score: 55

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

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

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

(2) The project director and other key personnel are qualified to carry out their
responsibilities, and their tinme coimmtnments 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.

Strengt hs:

The applicant provided goals, objectives and performance nmeasures w th supporting
activities for key activities required to establish and | aunch the PBCS (p.44). The
identified project director seens well qualified to direct and support the inplenmentation
of the PBCS. The applicant has witten roles and responsibilities for the project

coordi nator who will oversee the day-to-day operations (p.41-42). The executive naster
teacher will be responsible for training and consulting support for naster teachers.
There are clear roles and responsibilities identified for each | evel of PBCS | eadership
and managenent team (p.50).
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MPS wi Il take on an increasing share of the PBCS costs in years 3-5.

The requested ampunt seens sufficient and reasonable to attain project goals.

Weaknesses:

More informati on should be included for how MPS will reall ocate Federal Funds to cover the
i ncreasing share (p. 51).

Reader's Score: 23

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

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

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

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

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

Strengt hs:

An existing relationship with WCER exists to support a quality local evaluation. The plan
i s based on strong, neasurabl e performance objectives. Evaluators will be present

t hroughout the planning process and are basing the project design on a general theory of
action for the PBCS. The evaluation plan will look at how the PBCS is aligned with

di strict goals, developed with stakehol der input, comruni cated to stakehol ders, neasures
teacher and principal performance and student achi evenent, provides aligned PD to support

i nproved practice, provides sufficiently large incentives to influence behavior, and is
impl emented with fidelity (p.54-55). The inpact evaluation addresses and produce
guantitative and qualitative data on student achi evenment, effectiveness of teachers, and

i mproving the recruitnent and retention of effective teachers.

Weaknesses:

Wil e the evaluator will provide annual reports to MPS, nore frequent feedback is
necessary for the district to make program adjustnents (p.57).

Reader's Score: 4

Priority Questions

Priority Preference - Conpetitive Preference Priority 1

1. Conpetitive Preference Priority: Use of Val ue- Added Measures of Student Achievenment. (Up
to 5 points):
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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
nodel (e.g., through robust data systens that collect the necessary data and ensure data
quality), and (2) clearly explain the chosen val ue-added nodel to teachers to enable them
to use the data generated through the nodel to inprove classroom practices.

St rengt hs:

The PBCS is designed to i nprove classroom and adm nistrative practice and reward teachers
with high quality professional devel opnment and performance incentives.

Weaknesses:

Specific strategies are not discussed to resolve recruitment challenges for attracting
highly effective teachers to the targeted schools or to high need subject areas.

No di scussion is offered on filling vacancies with highly effective teachers or how MPS
woul d communi cat e whi ch school s/ subj ects are hi gh need.

Reader's Score: 4

Priority Preference - Conpetitive Preference Priority 2

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

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

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

subj ects and specialty areas, such as 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.

St rengt hs:

The PBCS is designed to inprove classroom and adm nistrative practice and reward teachers
with high quality professional devel opment and perfornance incentives.

Weaknesses:

Specific strategies are not discussed to resolve recruitment challenges for attracting
highly effective teachers to the targeted schools or to high need subject areas.

No di scussion is offered on filling vacancies with highly effective teachers or how MPS
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woul d communi cat e whi ch school s/ subj ects are hi gh need.

Reader's Score: 2

St at us: Subnitted
Last Updated: 8/6/10 3:53 PM
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Techni cal Revi ew Form

Panel #2 - Panel - 2: 84.385A

Reader #2 kkkkhkkkkhkk*

Applicant: M| waukee Public Schools -- Human Resources, Human Resources (S385A100074)

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

Val ue- added, whi ch enconpasses student growth data, will account for up to 50% of the
deci si ons about the anmpunt of incentive awards, with 30% of that being at the classroom

| evel and 20% at the school |evel for teachers and the entire 50% at the school |evel for
principals (p. 23).

Teacher observation data will be collected three times a year. To ensure reliability and
validity, observers are trained annually on using the observation protocol and nust
provi de additional evidence to support thee scores assigned. The results are used
primarily for providing feedback for inprovenent as well as in determning incentive
anmounts. Teachers also are trained on the rubric to increase the rel evancy and
transparency of the evaluation system (p. 23).

In January 2010, the district redesigned the evaluation systemfor principals to use a
scorecard approach focusing on four areas. Principals receive annual interim eval uations
on conpliance and school inprovenment plan inplenmentation and full evaluations every 2
years in all four area. Assistant principals are evaluated on "appropriate | eadership
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behavi or domai ns and on school inprovenent plan inplementation" (p. 29).

The anmpunts deternmined for the various incentive | evels was determ ned based on i nput from
TAP and avail abl e research suggesting the effectiveness of different amounts (p. 16).

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

Applicant projected the costs for various aspects of the project based on using the TAP

system which is an established nodel that has been wi dely used in other |ocations with
known costs (p. 2).

Applicant included information that shows that they will assunme an increasing share of the

responsi bility for funding teacher incentives by |everaging non-TIF funds to cover half of
the costs associated with the PBCS (p.52).

Reader's Score: 0

Eval uaton Criteria - Absolute Priority 3

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

Comment on how well the applicant denonstrates that - -

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

devel opment 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 proposed systemrelies on the use of TAP, an established research-based nodel that
nmeets all of the relevant criteria (p. 2). Although the use of data for making

i mprovenents in practice is discussed, no infornmati on was provi ded about using the data
and evaluations for retention and tenure deci sions.
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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
Addi tional responsibilities and | eadership roles are one of the mmjor donmins of

ef fectiveness that increase the incentive ambunts possible. The TAP Career Ladder
conpensat es educators for advancing to mentor or naster teacher levels (p. 41).

Reader's Score: O

Evaluation 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 conmuni cation plan includes various nethods for sharing the information with key
st akehol ders. It includes hol ding nmeetings and posting information for the public and
district personnel and conducting trainings for school personnel (p. 20).

Reader's Score: 0

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 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.

Gener al
The applicant included plans to work closely with M| waukee Teacher Education Association
and the state departnent of education to devel op the teacher perfornance eval uation

system The application states that they will also include stakeholder (e.g., teachers,

principals) input, surveys, and docunent reviews to determ ne whether this actually occurs
(p. 53).

Reader's Score: 0

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

Conment on the quality of the applicant's inplenmentation, or plan to inplenent, a
rigorous, transparent, and fair evaluation systens for teachers and principals that
differentiate effectiveness using multiple rating categories that take into account
student growth (as defined in the Federal Register notice) as a significant factor, as
wel | as cl assroom observations conducted at |east twice during the school year. The
eval uation process nust: (1) use an objective, evidence-based rubric aligned with
prof essi onal teaching or |eadership standards and the LEAA¢AAs coherent and integrated
approach to strengthening the educator workforce; (2) provide for observations of each

teacher or principal at |east twice during the school year by individuals (who may include

peer reviewers) who are provided specialized training; (3) incorporate the collection and
eval uation of additional forns of evidence; and (4) ensure a high degree of inter-rater
reliability (i.e., agreenment anong two or nore raters who score approxinmately the sane).

Cener al :

The district will use TAP, an established standards-based eval uati on system of educators
for differentiated conpensation that is aligned with district inprovement efforts (p. 53).

In addition to twi ce-yearly observations, the systemincludes various forns of additiona
evi dence for evaluating effectiveness (p.2).

Extensive training to ensure a high degree of reliability will be provided for reviewers

to conduct tw ce-yearly objective, evidence-based observations and using the data as a
prof essional growth tool (p. 24).

Reader's Score: O

Eval uation Criteria - Core El enent 4

1. Core El enent 4:

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

Cener al

Si nce 2007-08, applicant has had a data warehouse that provides access to student data
i ke attendance, discipline, test scores, and grade point averages. The expansion of an

exi sting robust data systemis currently underway to |link student data with teacher and
princi pal payroll and HR systems (p. 33).

Reader's Score: O

Eval uation Criteria - Core Elenent 5

1. Core El enent 5:

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

Cener al

Extensive training is to be provided for all schools and personnel on the system for
neasuring effectiveness (p. 17). Regul ar observations with feedback conferences and
cluster meetings will also be utilized for using the data fromthese neasures to inprove
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practice (p. 35).

Reader's Score: O

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

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

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

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

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

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

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

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

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

Cener al

The applicant does not discuss whether professional devel opment will be based on the needs
of the schools. However, school needs are used for determning, in part, qualification for
project participation (p. 1).

The TAP systemthat will be used includes a process for basing professional devel opment on
the needs of the teachers and principals (p. 14).

Insufficient information was included in the application as to whether educators who do
not participate in the PBCS in project schools will be provided with any professiona
devel opnent. Only schools with at |east 70% conmitment to the project fromthe staff wll
be included in the project (p. 11).

Insufficient information is provided in the application about what will happen wth
teachers who reach the effective |level. However, teachers will be offered opportunities to
advance into mentor or master teacher positions (p. 40).

Teachers will receive professional devel opnment in using effectiveness to inprove their
practice (p. 14). However, insufficient evidence is provided to indicate that simlar

10/ 28/ 10 11: 09 AM Page 7 of 13



pr of essi onal devel opnent will be provided for principals.

TAP wi || conduct regular site visits that will include assessing the effectiveness of
pr of essi onal devel opnent and maki ng suggestions for inprovenents (p. 40).

Reader's Score: O

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

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

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

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

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

(2) Student achievenent (as defined in the Federal Register notice) in each of the schools
whose educators would be part of the PBCS is lower than in what the applicant determ nes
are conparable schools in the LEA, or another LEAin its State, in 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:

The applicant included a detailed discussion of the need criteria and data to support the
student achi evement needs of the students in high needs schools (p. 5, Appendix B) and the
definition of comparable schools (p. 11).

The applicant described a systematic process for prioritizing and selecting participating
school s that would ensure that those with the greatest needs would be served (p. 4).

Weaknesses:

Weak data was provided related to high attrition and a shortage of effective teachers
specific to the schools to be included in the program (p. 2).

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) 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
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ef fectiveness as determined in significant part by student growh (as defined in the
Federal Register notice). Wth regard to the effectiveness of teachers, principals, and
ot her personnel, the Secretary will consider whether--
(i) The met hodol ogy the LEA or SEA proposes to use in its PBCS to determine the
ef fectiveness of a school's teachers, principals, and other personnel (in those sites in
whi ch the grantee wi shes to expand the PBCS to additional staff in its schools) includes
valid and reliable neasures of student growth (as defined in the Federal Register notice);
(ii) The participating LEA woul d use the proposed PBCS to provide perfornmance awards
to teachers, principals, and other personnel (in those sites in which the grantee w shes
to expand the PBCS to additional staff in its schools) that are of sufficient size to
af fect the behaviors of teachers, principals, and other personnel and their decisions as
to whether to go to, or remain working in, the high-need school; and
(iii) The applicant provides a clear explanation of how teachers, principals, and
ot her personnel (in those sites in which the grantee wi shes to expand the PBCS to
additional staff in its schools) are determined to be "effective'' for the purposes of the
proposed PBCS

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

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

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

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

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

St rengt hs:

Al t hough details are not provided, the applicant states that high quality professiona
devel opnent will be provided through job-enbedded coaching (p. 17). The professiona
devel opnent will be based on teachers' |ndividual Gowh Plans and inpl enented by nentor
and naster teachers and grade-|evel subject-specific teacher neetings clusters severa
times each week ( p. 35).

The systemwi ||l use an established protocol devel oped as part of an existing program for
observations, which will be conducted at least 3 tines a year, with the data bei ng used
for making inprovenents (p. 25).

Weaknesses:
Insufficient data is provided on how t he data managenent systemw |l link to the human
resources system for making decisions about hiring, pronotion, or tenure (p. 32).

Applicant notes that they believe the proposed systemneed to be fair, but there is no
evi dence provided to support this assertion (p. 54).

Val ue- added methods will carry a weight of up to 50% for determ ning teacher/principa
growth (p. 23).
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Reader's Score: 50

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

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

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

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

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

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

Strengt hs:

Key personnel are well-qualified and job descriptions for new hires are strong. The tinme
conmtrents for key personnel are appropriate and adequate for effectively inplenenting
the project on tinme and within budget (p. 50 and budget narrative).

Applicant will assune an increasing share of the financial responsibility for the project
by using non-TIF funds for salary augnentations for naster/nentor teachers; performance
rewards; hiring master teacher replacenments, specialists to fill in for teachers to attend
pr of essi onal devel opnent cluster group; any additional testing; teacher pay for extra
training days; and fees related to with training, technical assistance, and eval uation (p.
51).

The managenent plan was wel | designed and for each project objective included activities,
timelines, person responsible, and m | estones (p. 44).

Weaknesses:

Not hi ng was included in the proposal or budget about including a position for organizing,
managi ng, and and mai ntai ning the various docunents, files, and data involved in the
program

Reader's Score: 23
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Sel ection Criteria - Quality of Local Evaluation
1. (D) Qality of Local Evaluation (5 points):

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

(1) Includes the use of strong and neasurabl e performance objectives (that are clearly
related to the goals of the project) for raising student 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 continuous
i mprovenent in the operation of the proposed project.

Strengt hs:

The eval uation plan included an external evaluator to inplenment a phased-in, random
assi gnment design (p. 11).

Appl i cant provi des neasureabl e objectives and nethods of neasuring that include both
gquantitative and qualitative data (p. 53).

Eval uation nethods will provide information useful for naking programinprovenments (p.
53) .

Weaknesses:

The applicant's plan for one evaluation report per year is inadequate for continuous
i mprovenent and pl anning (p 57).

Reader's Score: 4

Priority Questions

Priority Preference - Conpetitive Preference Priority 1

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

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

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

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

Applicant will use the TAP cl assroom based val ue-added approach to neasuring teacher

ef fectiveness that will account for up to 50% of incentives, as evidence of effectiveness.
The district has an established data managenent systemthat cal cul ates the val ue-added
scores (p. 23).

Weaknesses:

Wil e there was sone di scussion about the training that would be provided for teachers on
using i ndividual student val ue-added data to plan and revise teaching strategies, the
application also states that val ue-added is "nmeasured at the classroom (when data is
avai |l abl e) and school levels" (p. 12 and 17).

It is not clear how state testing data that is not available at the student and cl assroom

levels will be used to inprove classroom practices nor how classroom | evel val ue-added
neasures (that are not always avail able) can count 30%toward determ ning teacher
i ncentives.

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 H gh-Need
Schools. (Up to 5 points):

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

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

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

likely to be effective. In addition, applicants nmust 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 district will develop stronger relationships with IHEs and alternative certification

programs to "communi cate its needs regarding certification and teacher preparation.” This
will expose the district to newrecruitnment and retention strategies for attracti ng non-

traditional applicants for filling teacher shortage areas (p. 3).

Strategies will be devel oped for retaining effective teachers such as reducing the nunber
of new teachers assigned to the nost chall engi ng cl assroons, and providing incentives for
skilled veteran teachers to take the assignnents, and increasing the focus on an

est abl i shed nentor/induction program on devel opi ng school -based nentors (p. 4).
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Weaknesses:

No i nformati on was provided about how they will recruit high quality and effective
teachers to fill hard-to-staff subject areas or how teachers will be informed about
vacancies that are hard-to-staff (p. 2).

Wth the exception of high school science, for which 78% of the teachers are highly
qualified, the evidence provided for supporting the existence of high needs subject areas
i s unconvincing (p. 2).

Weak evidence was provided indicating the need for nore highly qualified teachers. The
proposal notes that over 50% of district teachers have a naster's degree, which is above
the mni mum requirenment of a bachelor's degree (p. 2).

Reader's Score: 2

St at us: Subnitted
Last Updated: 8/9/10 5:20 PM
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Techni cal Revi ew Form

Panel #2 - Panel - 2: 84.385A

Reader #3 kkkkhkkkkhkk*

Applicant: M| waukee Public Schools -- Human Resources, Human Resources (S385A100074)
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 espoused the inplenentation of differentiated perfornmance incentives for
teachers, assistant principals, and principals that are based on added val ue neasures of
student growth along with perfornmance observation evaluations. Wile the applicant
provides a rationale, based on existing literature, of the positive effects of
differentiated performance incentives, there is no hard data presented to suggest that the
amounts proposed will |everage behavioral changes anobng educators.

The observations for teachers are scheduled to occur at |east nore than once within an
annual period (p. 23), yet the exact number to observations are unclear due to conflicting
information. For principals and assistant principals, there is clear indication that
observations will occur twice a year as required by the absolute priority.
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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 has expressed a robust plan to financially support programinplenmentation

during the life of the grant. However, fiscal consideration for continued sustainability
beyond the life of the programis not expressed.

Reader's Score: O

Eval uaton Criteria - Absolute Priority 3

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

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

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

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

Cener al

The PBCS itself, along with professional devel opnment for teachers, are identified as means
for fostering teacher retention. In addition, the applicant recognized the inportance of
data driven professional devel opment to support teacher retention. An exanple can be found
in the program s utilization of individual growh plan (p. 37), in which teachers are
required reflect on perfornance data to revise their growmh plans annually. However,
decisions for how data will be used for tenure are not provided.

Reader's Score: O

Requi renent - Requirenent

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

Addi tional conpensation will be offered to nmentor and master teachers. In fact, nentor and
nmaster teachers are slated to receive stipends based on their perfornance in these new
roles (p. 42). However, an incentive-based plan for educators to take on additiona

| eadership roles is not articulated. Particularly one that includes performance based
eval uations for these | eadership roles.

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 has planned for routine infornmation sessions at the district and schoo

| evel s and to post relevant programinformation on the district website (p. 23). In
addition, the programevaluation is slated to include the use of surveys and interviewto
det ermi ne whet her the program has been conmuni cated effectively to stakehol ders (P. 55);

thereby closing the inplenentation-feedback | oop needed for continual inprovenent toward
program ef f ecti veness.

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 involvenent and support of unions in
participating LEAs (where they are the designated exclusive representatives for the

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

Cener al

The applicant has laid out a clear plan for identifying the role responsibilities of key

i ndi vi dual s for programinplementation and has planned information sessions to inform
personnel of program conponents. In fact, ground work for garnering support began prior to
the life of the grant in 2009, when the district began neeting with state research
associ ati ons and teacher education unions (p. 22). Wile the applicant has not presented

witten support fromteacher unions, it has recogni zed the need for continued di al ogue and
i nformati on sharing with key stakehol ders.

Reader's Score: 0

Eval uation Criteria - Core El enent 3

1. Core El enent 3:
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Conment on the quality of the applicant's inplenmentation, or plan to inplenent, a
rigorous, transparent, and fair evaluation systens for teachers and principals that
differentiate effectiveness using 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 twi 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 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 PBSC eval uation systemis clearly defined and ainms to utilize nmultiple data sources,
i ncl udi ng val ue added nodels at the classroomand school |evels. Mst data, however are
guantitative, the extent to which qualitative data will be use is |ess devel oped. Inter-
rater reliability on the teacher observation protocol has been addressed; however, the
met hods for ensuring such reliability have not been expl ai ned. For exanple, the applicant
does not discuss how multiple evaluators may simultaneously conduct an observation of a
single teacher to ensure inter-relater reliability.

The applicant explains that teacher observations will occur two to three times annually,
and will be conducted by certified evaluators (p. 25).

Reader's Score: O

Eval uation Criteria - Core El enent 4

1. Core El enent 4:

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

Cener al

The applicantéas data managenent systemw || be popul ated with student achi evenent and
personnel performance data. Educators will be able to access the system for data-based
deci sion making at the school |evel (p. 34).

It is not clear if, or the extent to which, the student |earning or enpl oyee eval uation

data will be tied to the payroll and or human resources systemto informtenure and
pronoti on deci si ons.

Reader's Score: O

Eval uation Criteria - Core Elenent 5

1. Core El enent 5:

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

10/ 28/ 10 11: 09 AM Page 6 of 13



Cener al

The observation evaluation protocol to be utilized has been used within the district and
is famliar to teachers. Master and nentor teachers, |eadership teanms, and classroom
teachers will be provided training of understandi ng and anal yzi ng student growth and how
teaching relates to student growth. In addition, enployees at various levels will be
provi ded access to and training on the MPS data dashboards, allowi ng themto access data
relevant to their job role. It is assumed that with such training as well as the required
70% buy-in of teachers, educators will devel op an understandi ng of the nmeasures for
teacher and principal effectiveness in the PBCS

Reader's Score: O

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

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

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

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

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

(3) Provide --

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

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

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

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

Cener al

The applicant purports to provide a nmentor teacher to all first year teachers and to
teachers with less than 5 years of service who obtained alternative certification in
speci al education (p e5), thereby targeting a particular at risk teacher population for
addi ti onal support services.

The proposed professional devel opnment programm ng will be based on added val ue and
observation data for individualized as well a school -wi de professional devel opnment.

The program proposes to provi de professional devel op to job-enbedded clusters of teachers
(p. 18) and is to support the devel opnent of individual teachers by way of the individua
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gromh plan (1GP, p. 37).

The applicant states that teachers and principals will receive individualized professiona
devel opnent based one evaluation data to consist of observations and student achi evenent
(p. 55). However, no details are provided on a systemni c approach for the individualized
pr of essi onal devel opnent for principals in tandemwith the |GP for teachers.

Besi des receiving technical training for conducting teacher observations, the extent to
whi ch master and mentor teachers are to receive specialized professional devel opment for
the continuous inprovenment within their roles is not fully devel oped.

The applicant states that it will utilize established National Institute for Excellence in
Teachi ng procedures toward a systematic approach for assessing to the efficacy of the
pr of essi onal devel opnent.

Reader's Score: O

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

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

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

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

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

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

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

Strengt hs:

According to Appendix B, the potential 16 schools to be included in the PBCS will neet
need requirenment in the area of 50% of the student body receiving free or reduced neals.

The applicant has identified conparable schools in appendix C which denonstrates that the
targeted schools for the programdo neet the need for | ow student achi evenent.

The applicant has provided cl ear student |evel achievenents anong the potential program
school s in conparison to higher perform ng school anmong all high needs schools within the
district.

Weaknesses:

The applicant does not make cl ear whether or not teacher retention is of issue in the
targeted 16 schools to participate in the program Furthernore, while the applicant
explains that the district will work to recruit highly qualified teachers, little is known
whet her the 16 schools will be targeted to benefit from such recruitnent.
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The applicant does not nmake clear whether or not the potentially participating schools are
of the 62 identified for inproverment or the 28 which mssed the marks for AYP.

VWil e the applicant explains that 19.2% of the student population within the district is
identified as students with special needs, no reference is made to this are or related
content areas as being hard-to-fill.

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) 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),

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
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
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Strengt hs:

The applicant has clearly defined educator effectiveness to be gauged by val ue added
nodel s for both the classroom and school |evels (for teachers), and at the school |eve
for adm nistrators. The val ue added value npdel, as related to effectiveness, is designed
around a graduated point system based on | evel of change in student |earning based on

st andardi zed readi ng and mat hematics test data (see p. €6).

bservation protocols used to neasure teacher effectiveness within the district have been
used in the past for several years. As such, a fare level a famliarity with the

i nstrument anmong educators is plausible. In addition, teacher observation data spanning
from 2006- 2008 have correlated the rating of these observations with student |eve

out cones, thereby ensuring the validity and reliability of the instrument (p. el3).

The applicant has laid out a robust plan for inform ng educators and central offices staff
of the conponents of the program In fact the proposal calls for 70% buy in anong teachers
in participating schools.

The applicant has identified clear criteria for the selection of nentor and master
teachers who will take on particular |eadership roles within schools (see appendix, pp e
15-17).

Pr of essi onal devel opnent for teachers will likely be of high quality since activities wll
be informed by data fromthe evaluation of teacher effectiveness. Professiona

devel opnent for teachers is to occur at the school |evel anong clusters of teachers as
wel | as individually through the individual growth plan for teachers.

The application has consulted research fromthe National of Excellence in Teaching to
determ ne the conpensation anounts sufficient to | everage change in educator behavior (p.
17).

Weaknesses:

The observations for teachers are schedule to occur at |east nmore than once within an
annual period, yet the exact nunmber to observations are unclear due to conflicting
information. For principals and assistant principals, there is no clear indication that
observations will occur twice a year as required by the absolute priority.

The | evel s of performance compensation for nentor and master teachers are not clearly
articul ated nor are the means by which they will be evaluated in these roles (p. ebl).
While multiple nmeasures will be used to assess program efficacy, there is no discussion of

how the data systemis or nay be tied to payroll and human resources databases for the
pur pose of tenure and pronotion deci sions.

Reader's Score: 45

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

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

(1) The managenent plan is likely to achieve the objectives of the proposed project on

time and within budget, and includes clearly defined responsibilities and detail ed
timelines and nil estones for acconplishing project tasks;
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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:

The program has identified specific enployee roles for programinplenmentation. In the
cases of the program coordi nator and nmaster and nmentor teachers, clear selection criteria
and role responsibilities have been constructed. For positions |like the programdirector,
for which particul ar personnel have been identified, the profession qualifications of
these persons seem conmensurate with the activities identified under their titles on the
i mpl enentation tineline.

The applicant has planned for district based funding to support the inplenentation of the
program on a consistent basis. For exanple, the district will fund salaries for nmentor and
master teachers, and will fund bonuses of $3,000.00, $ 5,000.00 for assistant principals,
and $ 10,000.00 for each master teachers (p. 52).

Weaknesses:

The eval uati on at $200,000 is substantially higher than other projected costs for the
devel opnent and inplenentation to the program This is of particular concern given that no
cost analysis with regard to a detailed scope of work is provided.

Reader's Score: 23

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 applicant has built into the inplementation tineline activities to evaluate the

ef fectiveness of professional devel opnment at various points by the National Institute for
Excel | ence Teaching (NIET) as well as refining the Integrated Resource Information System
(IRI'S). Because professional devel opment will be inforned by teacher evaluations and the
dat a- bases will be refined frequently, the Iikelihood for programstrength is increased.
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The applicant purports to develop a programevaluation with the Wsconsin Center for
Educati on Research (WCER) at the University of Wsconsin-Madi son. The applicant nmakes
clear that the full details of the evaluation have not been fully established (p. 53), but
does provide a conceptual framework for eval uation

Weaknesses:

The evaluator is scheduled to produce a report once a year. Though the report is slated to
i nclude both formative and summati ve data, the |ack of frequency does not provide enough
timely feedback to foster continuous inprovenents.

Reader's Score: 4

Priority Questions
Priority Preference - Conpetitive Preference Priority 1

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

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

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

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

Strengt hs:

The applicant has proposed a clearly defined val ue added nodel that addresses val ue added
at both the classroom and school |evels. The application has chosen a data managenent
systemthat support the added val ue nodel .

In addition, personnel are provided with adequate support for anal yzi ng and under st andi ng
val ue added data to informinstructi on and school - based activities.

Weaknesses:
No weaknesses found in this area.

Reader's Score: 5

Priority Preference - Conpetitive Preference Priority 2

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

10/ 28/ 10 11: 09 AM Page 12 of 13



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 program plans to offer a mentor teacher to all first year and all alternative
certified special education teachers up to three years of service; however, such
assi stance was not specifically identified as a recruitnment/retention activity.

Weaknesses:

The program does not proposed a well defined plan for the recruitnent of teachers beyond
the inplenentation of PBCS. Wiile it is anticipated that professional devel opnent will

retain teachers, no particular activities are designed to do so for |ow incone schoo
pl acenents.

Reader's Score: 3

St at us: Subni tted
Last Updated: 8/10/10 10:49 AM
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