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Techni cal Revi ew Form

Panel #12 - Panel - 12: 84. 385A

Reader #1: Kk k kKRR KKK K
Applicant: New Schools for New Orleans -- , (S385A100116)
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 PBCS described in the proposal incorporates differentiated |evels of conpensation, but
it remains at $2,500 for all three teacher levels (5.3%of the average salary) while

assi stant principals have a single bonus |evel of $5,6000 (6.55% as do principals at
$10,000 (11% . A nore equitable division of rewards or an explanation of the significant

i ncrease for adm nistrators mght be included. The level for teachers mnmight be at the

| evel high enough to create change in the behavior of current and prospective teachers,
but this is a relatively | ow percentage of the average salary and may have little

i nfl uence on many teachers, especially those who have hi gher than average salaries. The

i nfluence for change will be significantly higher on principals who have a significantly
hi gher percentage of the average salary potentially available to them

The conpensation and rewards, offered through bonuses, will be avail able for teachers who
are successful in accelerating the student achievenment growth of their students (p. 20),
consistent with the overall purpose of the TIF program O her opportunities for rewards
are described within the narrative, to include potential roles as master or nentor
teachers, thus opening up | eadership and additional responsibilities for teachers. As
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these opportunities grow and nore staff take advantage of them capacity of the individua
districts increases.

Student growt h and observation-based assessnents are key elenments in the program
Cl assroom and | eader observations account for half of the professional evaluation and are
| ed by the Leadership Team all nenbers trained in conducting the evaluations (p. 26). A

full description of the observations and the neasurenment used is clearly described in the
narrative

Reader's Score: O

Eval uation Criteria - Absolute Priority 2

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

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

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

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

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

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

Cener al

The NOLA TIF project includes a budget for the year follow ng federal funding when the
participant districts and charter schools will continue to cover the costs. The
sustainability of the project is a significant issue throughout, as the participants are
al l ocated an increasing share each year, with 55%in year five

According to the narrative, each of the NOLA TIF partners has signed an MOU comitting to
i ncreasing | evels of funding over the grant period until, by the end of the federa
funding, the programis financially supported by the partners (p. 4). The appendi X,
however, does not include an MOU from one of the partners (FirstLine).

Reader's Score: O

Eval uaton Criteria - Absolute Priority 3

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

Conment on how well the applicant denonstrates that - -

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

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

Cener al

Teacher effectiveness is a significant part of the NOLA TIF project to ensure a high
quality instructional staff and increase student achi evenent. On-going and enbedded
pr of essi onal devel opnent will be inplenmented, with a mninmumof 90 m nutes each week in
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smal | groups led by nmaster teachers. This anmount of time, if focused, should be
sufficient to address nunerous topics in depth.

The PBCS outlined for NOLA TIF includes numerous strategies that inpact retention and
tenure as well. Using data fromthe Conprehensive Performance Managenent System across
the state, schools will be able to identify educators who are not effective in influencing
i ncreased student achi everrent and student growh (p. 5). Recent state legislation wll
assist the participant districts in renoving teachers and principals who are not

ef fective, despite the intensive support provided to themduring the early years of grant
support. This ability will allow the schools and the districts to increase their

percent ages of effective teachers and, ultimately, successful students.

Reader's Score: O

Requi renent - Requiremnent

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

Cener al

Teachers recei ve additional conpensation as nmaster teachers or as nentor teachers ($2,500
bonus) and these positions include additional responsibilities and | eadership roles (p
29). Additionally, other opportunities for |eadership or additional responsibilities are
enmbedded within the teacher eval uation and conpensati ons system all of which will build
capacity for the individual teachers, the schools, and the districts.

Reader's Score: O

Eval uation Criteria - Core Elenent 1

1. Core El enent 1:

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

Cener al

According to the proposal, eight of the 29 schools included in the proposal are currently
operating a nodified NOLA TIF program and have addressed all five of the TIF Core

El ements. The remaining 21 schools will be using Year 1 as a Planning Year to address the
five Core El enents. The proposal does not, however, provide a description of howthe

ei ght schools (all within the Recovery School District) have net each of the Core

El ement s.

The inplenmentati on of NOLA TIF includes nunerous tasks and activities that include
conmuni cations and information sharing (p. 44-46) that could be considered a rudinentary
conmuni cations plan. Elenments in Table 9 suggest that the NOLA TIF Liaison and Schoo

coordinators will spent time giving and receiving information and that one TIF |iaison at
each school coordinates with the Project Director and district Iiaison as a point of
conmuni cation (p. 45). The evaluators will prepare and offer reports on the programto

the Project Director (p. 46).

Sone el ements of a comunication, but few, are in place. M ssing would be the assurance
that all staff hear and understand all comunications. A web site, regular open neetings,

di scussions at school faculty neetings, and other regularly schedul ed updates woul d be
appropri ate.
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Reader's Score: O

Evaluation Criteria - Core El enent 2

1. Core El enent 2:

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

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

Cener al :

The ei ght Recovery School District Schools inplenenting the programin Year 1 indicate
that they have the support of at |east 75% of their teachers, although there is no
document ation to support this. None of the schools in the application have uni on nmenbers.

MOUs by partners are included in the appendi x (although one is mssing) but do not address
the invol venent and support of schools personnel other than to offer a liaison to the
grant advi sory board meetings and to pronote and participate in activities. This does not
speak to any in-depth invol verent.

Wil e the schools within NOLA TIF are not represented by unions, within the state of
Loui siana, a union | eader stated that classroom educators support school i nprovenent
efforts (p. 36); this endorsenent neither speaks to union support of the proposed
conpensation systemnor to the level of involvenent and support of teachers and other
staff in the plan represented in the proposal

As this topic is not addressed within the proposal for the 21 schools not currently

participating in the nodified TIF program they will work on this Core El ement during
their Planning Year.

Reader's Score: 0

Eval uation Criteria - Core El enent 3

1. Core El enent 3:

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

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

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

The eval uation system described in the NOLA TIF application includes an enphasis on
student grown and includes four observations annually. It uses an objective rubric, but
mnimal information is provided as to the devel opnent of the rubric itself. No

information is provided regarding inter-rater reliability or specifics regarding the
traini ng of observers.

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 participant districts and charter schools will be able to access state systens that
link student and teacher data at the classroomlevel and, ultimately, student growh data
and teacher and principal effectiveness. A new programthat will becone available within
the state will then link these sane elenents to the payroll system (p. 39).

Reader's Score: O

Evaluation Criteria - Core Elenent 5

1. Core El enent 5:

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

CGener al :
This area is not clearly addressed in the narrative for the eight schools that will begin
i mpl enentation in Year 1; those schools with the Planning Year will be able to address

these issues during the first year of the program Professional devel opnent is described
as an on-site, on-going, and enbedded feature for teachers, allowi ng instructors of sanme
grade or same subject to neet during the school day with a Master Teacher as well as

i ndi vi dual i zed based on each teacher's need.

Reader's Score: O

Eval uation Criteria - High Quality Professional Devel opnent

1. High Quality Professional Devel opnent:
Conment on the applicant's denonstration that ---
Its proposed PBCS will include a high-quality professional devel opnent conponent for
teachers and principals consistent with the definition of the term professiona

devel opnment in section 9101(34) of the ESEA. The applicant nust denonstrate that its PBCS
has a professional devel opnment conponent in place, or a specific plan for devel opi ng one,
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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 maki ng nodifications necessary to inprove
its effectiveness.

Cener al

The professional devel opnent plan is both snall group (by subject area or grade |evel each
week) and individualized, based on teacher need, data, observations, and other factors in

the eval uation process. The proposal does not address working with teachers who have been
unsuccessful at receiving additional compensation during an acadenmic year in order to get

back on track and increase their effectiveness in the classroom The project does not

i ncl ude an eval uation of the professional devel opnent, either in its approach or its

ef fecti veness.

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.
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Strengt hs:

The applicant describes the collective need of 29 New Ol eans schools within two
districts and three Charter Managenent Districts that includes natural disasters, high
crinme, and | ow student achi evenent in nost schools. The proposal offers usefu
background i nformati on with conparative national data to illustrate poverty, crinme, and
t he uni queness of the Recovery School District Mdel (p. 7-9). Table 3 (p. 15-16)
provi des extensive data on each participant school, allow ng a quick overview of critica
i nformati on. Evidence on Table 3 clearly shows that schools serve | owincone, mnority
st udent s.

Weaknesses:

VWil e the inpact of the hurricanes was significant for many schools in the city, no
evi dence was provi ded nor was there discussion of any direct inpact on the schools
identified for this proposal. Simlarly, if the high crime rate and drug trafficking
di scussed on page 9 directly affect the target schools, data should be provided that show
this link. Table 3 (p. 9) shows that two of the targeted schools have not yet opened, thus
there is no evidence of the actual enrollnment, or any need for the program or support. The
six KI PP schools, while serving a | owincome and hi gh-mnority popul ati on, have test
scores that exceed (in sone cases, significantly exceed) the State average in both ELA and
math. (No points deducted here.)

The proposal could add nore specifics regarding any difficulty of hiring teachers.
Detailed information is provided on salaries of principals (p. 12) but not for teachers
(in the mddle, nationally).

The narrative text addresses teacher retention only at RSD; this addresses only 8 of the
29 schools (p. 13). Principal retention is not addressed for any of the schools. Table 2
(p. 13-14) would indicate a relatively young teaching staff across all of the schools, but
there is no indication if any of these other schools are also new and night,
under st andabl y, be at the school |less than three years. A columm show ng average years of
teachi ng experi ence m ght have been useful.

For the purposes of conparable schools, the applicant used state averages rather than a
simlar set of schools or another district within the state (p. 14-16). This does not
al l ow an actual conparison of schools to schools, relative to key denpgraphic and schoo
factors.

Reader's Score: 7

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

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

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

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

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

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

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

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

Strengt hs:

The narrative provides background and historical context to docunent the State of

Loui siana's commtnent to a conprehensive teacher conpensation system (p. 18-19) and how
the NOLA TIF project continues and supports that commtnment. The strategy proposed
within the application enconpasses two districts and nunerous charter schools in a well-
desi gned conpensati on system for hi gh-need school s based upon teacher and principa

ef fectiveness using student growh as a significant elenent (p. 19, 25). Methodol ogies
wi Il include state-devel oped neasures that will involve, within the next few years, 50%
teacher assessnment based on a val ue-added nodel (p. 21). Cbservations are nmade of both
teachers and principals throughout the year (p. 26), adding reliability. Appropriate
detail s and expl anations are provided.

The application, on Table 6 (p. 29), includes the size of the differential financia

i ncentives expected to go to teachers, assistant principals, and principals follow ng a
successful year, ranging from5. 3% of salary (teachers) to 11% (principals). In each case,
this percentage exceeds the reconmmended 5% mi ni num that woul d be expected to nmake a

di fference to educational professionals (p. 30-31) and affect behaviors.

The proposal includes a thorough description of the effectiveness plans for both teachers
and school |eaders (p. 32-33) along with an explanation of the state's SAS EVAAS data
systemthat is able to track |ongitudinal student academ c data by teacher (p. 31). These
systens will allow NOLA TIF to follow a student's progress by teacher and nonitor each
teacher's progress while simnultaneously observing and neasuring the effectiveness of the
t eacher.

The narrative notes that the project has support froma broad range of stakehol ders (p.
34), including the civic and business comunities, and that each school has a m ni num of
75% t eacher support for the NOLA TIF program Detailed MOUs are included fromthree of
the four participants indicating admi nistrative support (Appendix). VWhile unions are not
represented in the participant schools, the proposal describes their overall support of
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the compensation nodel in the state (p. 35).

The eval uation systens for teachers and principals are multi-tiered and use student growth
as a primary factor (p. 36-37). (Observations are conducted four tinmes annually, which
shoul d gi ve evaluators an excellent opportunity to see true classroominteractions.

Eval uators are trained and will use a research-based rubric; this will allow consistency
anmong school s and between programyears (p. 36).

The State Department of Education in Louisiana is devel opi ng a data-managenent systemt hat
will link student achievenment, and many other factors, directly to their teachers and be
of significant value as effective teachers are identified through the described processes
and observations and additi onal conpensations conputed. This innovative systemw ||
accommopdat e the needs of the NOLA TIF project (p. 38-39)

Pr of essi onal devel opment is on-goi ng and j ob-enbedded, schedul ed for a mi ni mum of 90

m nutes per week in subject area or grade level clusters (p. 40-41). This is a logical and
strong approach to professional devel opnent. Sessions will be | ed by naster teachers who
will also work with teachers in their classroons as needed; numerous support systens wll
be in place (p. 42).

Weaknesses:

The project includes several schools that have not yet opened, thus cannot be considered
hi gh- need schools. Ot her schools, even with | owincone and high-mnority student
popul ati ons, have student achi evenent above state averages, thus the need is nore linted.

The narrative notes on page 20 that cash bonuses will be paid to individual classroom
teachers who are successful in accelerating the student achi evenent growth of their
students and who score well on classroom eval uations. |If these same classroomteachers are
devel opi ng the cl assroom eval uations, this could create a significant conflict of interest
for the teachers.

It should be clarified if any of the 29 participant schools also participated in the
state's PBCS programand, if so, if any of the teachers were conpensated above their
normal salaries (p. 21). Mre transparency on the relationship of the NOLA TIF school s,
the state PBCS schools, TAP, and the role in any successful R2T grant woul d be useful.

More information on any training for the menbers of both the teacher and principa
eval uati on and observation teans woul d be appropriate.

The bonus awards for teachers and principals outlined on Table 6 (p. 29) are inconsistent
relative to the percentage of the salary they represent, with no explanation as to why a
successful teacher m ght receive a bonus worth 5.3% of salary while the assistant
principal and principal receive 6.55%and 11% respectively (p. 30-31). Al three levels
of teacher (teacher, mentor teacher, master teacher) receive the sane | evel of bonus,

whi ch may not adequately reflect the varying degrees of expertise they add to the schoo
envi ronnent .

No details are provided regardi ng specific involvenent and support of any teachers,
principals, or other personnel at the participant schools other than the individuals who
signed the MOUs. The proposal refers to nmultiple discussions at the school with partners,
but no specifics are provided as to which partners, when the neetings occurred, and any
outcomes (p. 34). CMO | eaders had di scussions with | eaders at the state |evel, but there
is little evidence of deep conversations with either teachers or principals. The
application does not include an MU from one of the partner schools (FirstLine).

The narrative notes that teachers will be observed by trained and annually recertified
eval uators; nore information on the specifics of that training, including the amunt of
time spent and if evaluators continue to work with a trainer throughout the year, would be
i mportant to understand the level of rigor of the observations. The rubric is based on
research, but the research is not cited. No information is provided as to whether or not
the teachers and principals are provided with the rubrics and other evaluation tools
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prior to the evaluation year; an accommodation that would increase the transparency of the
process.

VWil e the new system bei ng devel oped across the state should Iink student and teacher data
at the classroomlevel, thus assist with the alignment of student achievenment with teacher
and principal payroll systens, the proposal does not provide a firmdate when it will be
operational. Until that tinme, there is no conprehensi ve dat a- nanagenent systemin place
for this program (p. 39).

The prof essi onal devel opnent opportunities for teachers are primarily linmted to their
school sites (p. 40-42). No information is provided regardi ng professional conferences or
other roles and responsibilities that teachers can assune to increase their capacity to

i npact the achi evenent of their students.

Reader's Score: 50

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

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

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

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

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

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

St rengt hs:

The proposal includes a detailed tineline (including tasks and responsible parties) that
clearly illustrates a planning year and the subsequent four inplenmentation years (p. 47-
48); the level of detail is such that it provides guidance for the Project Director and

key staff to followto stay on tinme throughout the grant period. Roles and
responsibilities of staff are clearly described on Table 9 (p. 44-46).

The narrative provides evidence that the participant schools will assume responsibility
for an increasing share of the cost of the project each year (up to 55% by year 5) with
total responsibility upon the conclusion of grant funding (p. 53-54); specific funding
sources are provided. The ampunt of financial and in-kind support is substantial, a
positive indication of |ong-termsustainability.

Weaknesses:

The managenent plan does not include an obvious depth of know edge of |arge federal grant
budget management. There is no indication that any of the project |eadership have
background i n budget nanagenent or that the applicant has a positive history with grant
project wthin budget. The NSNO has experience with | arge budgets (p. 52), but no nmention
is made specific to federal grant budgets. No fiscal representatives appear to be on the
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TIF Leadership Team (p. 45). The ideal candidate for the position of Project Director nust
have project nanagenent experience with project budgets exceeding $4 million, but it wll
be challenging to find candi dates who neet all of these qualifications (experience as a
Mast er Teacher, Certified Evaluator, etc.). No mlestones are includes on the tineline
chart to determine if the project is on its way to neeting goals and objectives.

The key positions of full tinme Project Director and Adm nistrator are |eft unnaned (p.
53), leaving job descriptions to stand in for their qualifications. While the
qualifications listed in the job descriptions are substantial, there is no guarantee or
requi rement that the final candidates neet themall. The project might benefit froma
staf f nenber dedicated to accounting, recordkeeping, and records mai ntenance.

It remains unclear throughout the narrative and within both the budget and the budget
narrative, the nunmber of teachers actually expected to receive the $2,500 bonuses, and the

assistant principals and principals their $5,000 and $10, 000 bonuses, respectively. It is
difficult to track the budget narrative and | ocate correspondi ng areas on the budget. It

woul d be inportant to restate the goals and tie themto project costs. It is unclear how
many teachers and principals will be served, thus how many students.

Reader's Score: 18

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:

The proposal includes neasurabl e performance objectives that reflect the specific goals of
the project (p. 58-59) and include the instrunent to be used and the type of statistica
data analysis that will be conducted. Teacher and principal retention, student

achi evenent, and fiscal sustainability are included in this plan

Both qualitative (observer records) and quantitative (student achievenent test data)
eval uation data will be collected (p. 57-58).

Opportunities for feedback are incorporated into the evaluation plan (p. 58).

Weaknesses:

Per f or mance obj ectives do not include principal recruitnment; if this is not an issue for
the participant schools (only teacher recruitnent), the narrative should nake that clear
(No poi nts deduct ed)
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For the purposes of conparable schools, the applicant used state averages rather than a
simlar set of schools or another district within the state (p. 14-16). This does not
al l ow an actual conparison of schools to schools, relative to key denpgraphic and schoo
factors.

Reader's Score: 4

Priority Questions

Priority Preference - Conpetitive Preference Priority 1

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

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

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

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

St rengt hs:

The NOLA TIF project includes a val ue-added measure of the inpact on student growh in its
conpensati on system for both teachers and principals (p. 5 25). It will be aided by a
new state wi de managenent systemthat will directly |ink student achievenment and other
student factors to teacher effectiveness (p. 38).

Weaknesses:

A significant portion of the required robust data system needed for the project (and that
this project counts on) is not yet operational and there is no clear date when it wll
cone on line (although it is expected within the next two years).

Reader's Score: 4

Priority Preference - Conpetitive Preference Priority 2

1. Conpetitive Preference Priority: Increased Recruitnment and Retention of Effective Teachers
to Serve High-Need Students and in Hard-to-Staff Subjects and Specialty Areas in Hi gh-Need
Schools. (Up to 5 points):
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To neet this conpetitive preference priority, the applicant nust denonstrate in its
application that its proposed PBCS is designed to assist high-need schools (as defined in
the Federal Register notice) to (1) serve high-need students (as defined in the Federa
Regi ster notice), (2) retain effective teachers in teaching positions in hard-to-staff

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

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

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

St rengt hs:

The project is designed for 29 schools, all of which serve | owincone and high-mnority
popul ati ons (p. 15-16). Teacher and principal retention is a primary goal of the project.
Ei ght of the schools are already using a nodified TIF program and have active and quality
retention prograns in place.

Weaknesses:

The proposal does not provide any evidence that any of the participant schools have hard-
to-staff areas or documentation to show that retention of teachers in these fields is

hi gher than in other fields. No information is provided on the effectiveness of new
teachers (other than hiring highly qualified teachers, p. 58). The narrative does not
of fer an expl anation regardi ng how teachers would be notified about which schools were
desi gnat ed hi gh need and which areas difficult to staff.

Reader's Score: 3

St at us: Submi tted
Last Updated: 8/6/10 4:12 PM
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Techni cal Revi ew Form

Panel #12 - Panel - 12: 84. 385A

Reader #2: kkkkkk kKKK
Applicant: New Schools for New Orleans -- , (S385A100116)
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 clearly denobnstrates that the proposed programw || provide a conprehensive
and sustainable array of rewards and career advancenent opportunities for teachers and
principals. These rewards are clearly based on student growh (as defined in the Federa
Regi ster notice), based on objective data on student performance; observation-based
assessments of teacher and principal performance four tines a year; and other neasures.
The observati on based assessnents are done by nmenbers of a Leadership Team four tines a
year in announced and unannounced cl assroom observations. The Leadership Teamw || undergo
annual training and certification in the use of rigorous classroom eval uati on standards,
known as the Skills, Know edge and Responsibilities Performance Standards. The standards
include a 19-indicator, research-based rubric of effective teaching, spanning the sub-
categories of instruction, designing and planning instruction, the |earning environnent
and responsibilities. These observations will account for 50% of a teacher's or |eader's
eval uation. The applicant provides a clear justification for the incentive anmount for
teachers and principals. The amount is sufficient to serve as an incentive as it is over
5% of teacher's annual salary and 11% of principal's annual salary.
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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 clearly projected costs associated with the devel opnent and

i mpl enentation of the PBCS. The projection for the first year is less than foll ow ng
years because only eight of the targeted twenty nine schools have conpleted planning. The
appl i cant assumes clear responsibility to provide perfornmance-based conpensation to
teachers, principals, and others who earn it under the proposed guidelines. The applicant
clearly denponstrates that they will assume an increasing share of perfornmance-based
conpensation paid to teachers, principals, and other personnel for each year of the
project and denonstrates how they will assume all of the costs for the sixth year when
fundi ng has ended. For exanple, nost partners have signed MOUs indicating that they
commt to provide matching funding on an increasing scale over the five-year funding

period. By Year 6 of the program 100% of all costs of sustaining the programwll be
funded by partners.

Reader's Score: 0

Eval uaton Criteria - Absolute Priority 3

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

Conment on how well the applicant denonstrates that - -

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

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 clearly denonstrates that the proposed PBCS is aligned with a coherent and
integrated strategy for strengthening the educator workforce. The programclearly bases
performance pay with teacher career advancenment, highly effective professional devel opnent
and neani ngful evaluations. In addition, the programis thoroughly aligned with recent
state | egislation, which mandates statew de efforts to increase teacher effectiveness by
requi ri ng annual eval uations. The | egislation mandates a Conprehensi ve Performance
Managenent System statew de that clearly |inks student achi evenent to educator

eval uati ons, professional devel opnent and support, schools and district accountability.
Educator data will accurately informretention and tenure decisions. State |egislation

al so requires disnissal for educators who are still not evaluated as being effective after
three years. (pages 4-5)
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Reader's Score: O

Requi renent - Requi renment

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

Cener al

The applicant provides a clear description of howit will provide educators with
incentives to take on additional responsibilities and | eadership roles. For exanple, the
programwi || target 29 high need schools (each with LEA status). The programw |l enbed a
PBCS in participating schools, which together reach over 12,400 public school students.
The program goals are appropriately focused to: (a) Inprove the capacity of partner
schools to inplenment a conprehensive perfornmance-based conpensati on systemfor teachers
and principals; (b) increase the percent of effective teachers, principals and assistant
principals in schools in partner schools; (c) increase student achi evenent; and (d)

i nprove each school's ability to recruit and retain effective teachers, principals and
assistant principals. Incentives are of a sufficient size to provide educators with

i ncentives to take on additional responsibilities and | eadership roles. (page 30)

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 already inplenented a nodified programin 8 of the targeted 29 school s.
As a result, admnistrators, other school personnel, and the community at-large are
already famliar with the conponents of its performance based conpensation system In
addition, the applicant states that they have a plan for effectively conmunicating to
teachers, administrators, other school personnel, and the comunity at-large the

conponents of its performance based conpensation system However, the applicant does not
provide the details of the plan

Reader's Score: O

Eval uation Criteria - Core Elenent 2

1. Core El enent 2:

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

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

The applicant clearly describes the involvenent and support of teachers, principals, and
ot her personnel. For exanple, in planning the proposal, teachers and | eaders engaged in
an "in-depth dialogue” with state | eadership to discuss the proposed nodel, including

pl anni ng, inplenentation and fiscal sustainability. The applicant has received support to
i mpl ement the program from school principals, Boards of Directors, menbers of civic and
busi ness comunities and at |east 75% of teachers at targeted schools. (pages 34-35) |In
addition, the applicant denonstrates that the union does not operate in schools. However
they do clearly denpnstrate that the state Federation of Teachers is supportive of the
systemto produce effective teachers. (page 35)

Reader's Score: O

Eval uation Criteria - Core Elenent 3

1. Core El enent 3:

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

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 forms of evidence; and (4) ensure a high degree of inter-rater
reliability (i.e., agreenment anmong two or nore raters who score approxi mately the same).

Cener al

The applicant provides a clear and appropriate description of howit will inplenment a

ri gorous, transparent, and fair evaluation systemfor teachers and principals that wll
clearly differentiate effectiveness using nultiple rating categories. The programw ||
effectively enbed a PBCS in 29 participating schools, which together will take into
account student growth for over 12,400 public school students. The evaluation plan
effectively neets the programcriteria. For exanple, teachers in targeted schools wll
recei ve four observations a year by trained and annually recertified evaluators using a
research-based rubric. The rubric has 19 observati ons-based indicators and five rating
categories to allow for nmeaningful differentiation in effectiveness. Rubrics within the 5

maj or rating categories may be refined to mrror the cultural and educational strategies
and affinities of each school. (pages 36-37)

Reader's Score: O

Eval uation Criteria - Core Elenent 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.

Gener al

The applicant clearly denobnstrates the use of an appropriate data-nanagenent systemthat
will link student achievenent data to teacher and principal payroll and hunan resources
syst emns. Schools will manage their teacher/|eader observations and perfornance based
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conpensation cal cul ati ons using the states web-based data managenent system Using this

system authorized personnel will be able to generate analytical reports summari zi ng
teacher performance. Reports on average total observation score and average on each
performance standard will be generated by whole staff, clusters, grade-Ilevel, subject

| evel, teacher type and individual teacher. The data managenent systemw |l also track
cl assroom and school -w de val ue-added scores.

The applicant does not adequately denonstrate that the data-managenent system is ready or
will be ready for the next two years to |ink student achi evenent data to teacher and
principal payroll and human resources systenms. (page 39)

Reader's Score: O

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

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

Cener al :

The applicant clearly denpbnstrates a plan for ensuring that teachers and principals
understand the specific measures of teacher and principal effectiveness included in the
PBCS. During the Planning and I nplenentati on phases, the applicant will contract with an
experi enced PBCS contractor to provide program education, training and annual reviews. The
proposal also clearly provides for ongoing, job-enbedded professional devel oprent that
enabl es teachers and principals to use data generated by these nmeasures to inprove their
practice. For exanple, the school schedule will be restructured to provide tine during
the regul ar school day for teachers to participate in weekly cluster nmeetings. Al
teachers will participate in cluster neetings for at least 1.5 hours per week. (page 40)
Teachers and | eaders will devel op personal growh plans annually to set personal goals for
prof essi onal inprovenent. (page 41)

Reader's Score: 0

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

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

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

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

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

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

Cener al

The applicant clearly denonstrates a high-quality professional devel opnent conponent for
teachers and principals based on evaluation results gl eaned from cl assroom observati ons
and student val ue added data fromthe SAS system which will directly inform professiona
devel opnent . The school schedule will be restructured to provide tinme during the regular
school day for teachers to participate in weekly cluster neetings. Al teachers wll
participate in cluster neetings for at least 1.5 hours per week. (page 40) Teachers and

| eaders wi |l devel op personal growth plans annually to set personal goals for professiona
i mprovenent. (page 41) This will enable teachers to be guided individually especially when
they do not receive differentiated conpensati on under the PBCS. The Leadership Teamis
structured so that the principal and assistant principal at each school share
responsibility for instructional |eadership with naster and nentor teachers and nonitor

i ndi vidual teachers' professional growth. Principal professional devel oprent will be
targeted to strengthen | eadership capacity in targeted areas as identified through program
observation tools. (page 43)

Reader's Score: 0

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

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

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

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

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

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

The applicant clearly denpbnstrates that the targeted school s are maki ng progress
recruiting and retaining educators but are still having difficulty attracting and
retaining highly qualified teachers and | eaders. For exanple, teacher retention data for
2009- 2010 showed that 89.36% of teachers were retained, which is an inprovenent over 2008-
2009, where only 67.81% were retained. Retention problens include state pay scal es, which
rank 28th in the nation. Experienced teachers are even harder to retain with 48% of the
teachers having 3 years or |ess teaching experience and only 48% having 5 or nore years's
experience. (page 12)

The applicant clearly denonstrates that student achievement in each of the schools whose
educators woul d be part of the PBCS is significantly low. For exanple, test data for 2009
-2010 shows that students at targeted schools are scoring bel ow state averages for BASIC
in ELA and BASIC in Math in both economi cally disadvantaged and mnority categories. (page
14)

The applicant provides a clear conparison of the targeted schools and schools across the
state. For exanple, the poverty level for the targeted schools is 97% students in free
and reduced |unch prograns and 63. 2% across the state. (page 16)

Weaknesses:

The applicant does not adequately provide a comparison with a "conparable" school for the
pur poses of paragraph (2) of this selection criterion. Conparable school should be
selected in terms of key factors such as size, grade |evels, and poverty |evels.

Reader's Score: 6

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

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

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

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

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

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

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

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

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

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

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

Strengt hs:

The proposed PBCS is clearly a part of an appropriate strategy for 29 targeted hi gh need
schools to reward teachers, principals, and other personnel based upon their

ef fectiveness. The applicant clearly denpnstrates that it proposes to use includes valid
and reliable measures of student growth such as state tests and tests created for non-
tested grades. (page 22) Participating schools/LEAs will provide perfornmance awards to
teachers, principals, and other personnel that are of sufficient size to affect their
behavi ors. For exanple, the cash bonus is over 5% of teacher's annual salary and 11% of

principal's annual salary. (page 29) The applicant will use an integrated systemwth
mul tiple valid neasures to eval uate teacher and principal effectiveness through student
val ue- added grow h assessnents and cl assroom observations. The process will use an

obj ective, evidence-based rubric aligned with professional teaching or |eadership
standards; and provide for four observations of each teacher or principal during the
school year by a specially trained team (pages 24-33)

The applicant clearly describes the 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). (pages 34-35) In addition, the applicant
denonstrates that the union does not operate in schools. However, they do clearly
denonstrate that the state Federati on of Teachers is supportive of the systemto produce
ef fective teachers. (page 33-35)

The applicant provides a clear and appropriate description of howit will inplenent a

ri gorous, transparent, and fair evaluation systemfor teachers and principals that wll
clearly differentiate effectiveness using multiple rating categories. The programw ||
effectively take into account student growth for over 12,400 public school students. The
eval uation process will: (1) use an objective, evidence-based rubric aligned with

prof essi onal teaching or |eadership standards and the LEA' s coherent and integrated
approach to strengthening the educator workforce; (2) provide for observations of each
teacher or principal four times during the school year by a specially trained team (3)

i ncorporate the collection and eval uation of additional forms of evidence; and (4) ensure
a high degree of inter-rater reliability. (pages 36-37)

The applicant clearly denpbnstrates the use of an appropriate data-nanagenment systemthat
will link student achievement data to teacher and principal payroll and human resources
syst ens. Schools will manage their teacher/| eader observations and perfornance based
conpensation cal cul ati ons using the states web-based data managenent system Using this
system authorized personnel will be able to generate analytical reports summari zi ng
teacher performance. Reports on average total observation score and average on each
performance standard will be generated by whole staff, clusters, grade-Ilevel, subject

| evel, teacher type and individual teacher. The data managenent systemw |l also track
cl assroom and school -w de val ue-added scores. (pages 38-39)

Duri ng the Pl anning and | npl enentati on phases, the applicant will contract with an

10/ 28/ 10 12: 45 PM Page 10 of 14



experi enced PBCS contractor to provide program education, training and annual reviews. The
proposal also clearly provides for ongoing, job-enbedded professional devel opment that
enabl es teachers and principals to use data generated by these nmeasures to inprove their
practice. For exanple, the school schedule will be restructured to provide tine for al
teachers to participate in cluster nmeetings for at |least 1.5 hours per week. (page 40)
Teachers and | eaders will devel op personal growh plans annually to set personal goals for
prof essi onal inprovenent. (pages 40-41)

Weaknesses:
The applicant does not adequately address observations of admi nistrators.

The eval uati on does not adequately address eval uati on of the professional devel opnent
program

Reader's Score: 57

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

In deternining the adequacy of the support for the proposed project, the Secretary
consi ders 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 commitnments are appropriate and adequate to inplenment the
proj ect effectively;

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

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

St rengt hs:

The applicant clearly denpbnstrates a nmanagenent plan that is likely to achieve the

obj ectives of the proposed project on tinme and within budget. The proposal provides job
descriptions with clearly defined responsibilities. A detailed tinelines outlines mgjor
tasks and expected inpl enentation/conpletion dates. (pages 43-48 & attachnments) Project

management will be provided by a full time, experienced Project Director and Project
Admi ni strator who will |ead and oversee the inplenmentation of the program (page 52)
Resurmes are provided to denpbnstrate appropriate experience . (attachments)

The applicant clearly denonstrates that the full tinme project director and ot her key
personnel are well-qualified to carry out their responsibilities. Time commtnents are
clearly appropriate and adequate to inplenent the project effectively. Both the project
director and project adm nistrator are full tine. Job descriptions and resumes are
provi ded. (pages e44/attachnent E)

The applicant clearly denonstrates that they will support the proposed project with funds
provi ded under other programs and in-kind resources from partner schools. Ms are

provi ded. The applicant is providing in-kind managenment teaminput as well as providing in
-kind office space use and office supplies through the duration of the program By Year 6
of the program schools' will contribute 100% of match funding. (pages 55/e27/attachnent
D/ budget)
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The applicant clearly denonstrates that the requested grant anpbunt and project costs are
sufficient to attain project goals and reasonable in relation to the objectives and design
of the project. For exanple, the project sets aside performance award funding for al
teachers and adni ni strators and assumes that 100% of educators earn 100% of performance
awar ds each year. (pages 53-56 & budget)

Weaknesses:

The applicant does not provide an MOU from one of the partner schools, College Prep
School

The applicant does not sufficiently address mlestones for acconplishing project tasks.
(page 43)

Reader's Score: 21

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

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

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

(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 applicant clearly denonstrates the use of strong and measurabl e perfornance

obj ectives. Appropriate and neasurabl e objectives, targets, instrunentation, and data
anal ysis nethods are clearly described . Product or outcome objectives/neasures wll
address goals of inproved student achi evenent, teacher and adm nistrator effectiveness,
retention and recruitnment, and school capacity to inplenent and sustain a PBCS (pages 58-
59)

The evaluation will clearly produce conprehensive data that are quantitative and
qgqualitative. For exanple, quantitative data will include the Annual Program Revi ew,
teacher and school val ue-added scores, teacher and administrator retention cal cul ated by
the evaluators and confirmed by state sources, school budgets and budget projections,
nunber of participating schools, and scores by the schools. Qualitative sources wll

i ncl ude an eval uat or-devel oped i npl enentation rubric, school observations, and interviews
with administrators, and master, nmentor, and career teachers. A table is provided that
clearly denponstrates how each of these data elements will be used. (pages 58-60)

The evaluator will neet at |east quarterly with the Project Director and Project

Adm ni strator to review progress against all neasures to data and nake recommendati ons for
any m d-course corrections. (page 60)
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Weaknesses:

The eval uation does not sufficiently address adequate procedures for ensuring feedback and
continuous inprovenent in the operation of the proposed project. For exanple, there is no
di scussion of provision for feedback fromparticipants or schools.

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
compensation provided to teachers, principals, and other personnel (in those sites in

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

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

Strengt hs:

The applicant clearly denonstrates that the proposed PBCS for teachers, principals, and
ot her personnel will use a val ue-added nmeasure of the inpact on student growth as a
significant factor in calculating differentiated | evels of conpensation provided to
teachers, principals, and other personnel. For exanple, under the proposed program 50%

of performance bonuses for teachers, assistant principals and principals are linked to
student val ue-added grow h at the classroom and school -wi de | evels. (page 5) Applicant
denonstrates strong capacity to inplenment the proposed val ue-added nodel. Professiona
devel opnent time will give the applicant focused tine to clearly explain the chosen val ue-
added nodel to teachers to enable themto use the data generated through the nodel to

i mprove cl assroom practices. (pages 21-23)

Weaknesses:
No weaknesses not ed.

Reader's Score: 5

Priority Preference - Conpetitive Preference Priority 2

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

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

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

10/ 28/ 10 12: 45 PM Page 13 of 14



| anguage acquisition, and (3) fill vacancies with teachers of those subjects or specialty
areas who are effective or likely to be effective. The applicant mnmust provide an
explanation for howit will determne that a teacher filling a vacancy is effective or
likely to be effective. In addition, applicants nmust denmonstrate, in their applications,
the extent to which the subjects or specialty areas they propose to target are hard-to-
staff. Lastly, applicants nust denonstrate, in their applications that they will inplenent
a process for effectively communicating to teachers which of the LEA s schools are high-
need and whi ch subjects and specialty areas are considered hard-to-staff.

Strengt hs:

The applicant clearly denonstrates that the programw |l be instrunental as a recruiting
and retention tool at targeted Title | schools serving high needs students. The applicant
has a nodified programin place that has al ready denonstrated success in retaining
teachers. School closures in the state have created a surplus of teachers even in areas
hard to staff. The major difficulty has been in the quality and/or experience of the
candi dates for hire. Wth this program the applicant plans to provide incentives and

pr of essi onal devel opnent that make ineffective teachers and | eaders effective and inprove
retention. (pages 12-13)

Weaknesses:
The applicant does not adequately denpnstrate that they have hard-to-staff areas.
The applicant does not adequately denonstrate that they will inplenent a process for

ef fectively comunicating to teachers which of the LEA' s schools are hi gh-need and which
subj ects and specialty areas are considered hard-to-staff.

Reader's Score: 3

St at us: Subni tted
Last Updated: 8/6/10 4:12 PM
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Techni cal Revi ew Form

Panel #12 - Panel - 12: 84. 385A

Reader #3 kkkkhkkkkhkk*

Applicant: New Schools for New Orleans -- , (S385A100116)

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

New Schools for New Orleans (NOLA TIF) will include 29 high need schools (reaching 12,000
hi gh need students) by the end of second year of the program It wll devel op and

i mpl enent a PBCS that rewards, at differentiated |evels, teachers and principals who
denonstrate their effectiveness by inproving student achi evenent. The state of Louisiana
has |isted many New Orl eans school s as recovery school s because of | ow performance.
Loui si ana has al so nandated that LEAs engage in differentiated pay. (Pgs 1-3)

Loui siana is one of six states that received a grant fromthe National Governors

Associ ation to develop a teacher conpensati on nodel

In determ ning teacher and principal effectiveness as part of the PBCS, NOLA TIF --

(a) has given significant weight to student growth based on objective data on student
per f or mance;

(b) has included observation-based assessments of teacher performance at multiple points
in the year. Leadership Team who observe teachers four tines a year, will have annua
training in the SKR eval uation standards. (Pg. 26)

(c) Leadership roles increase the effectiveness of teachers. NOLA TIF has roles and
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addi ti onal conpensation for master and nentor teachers built in to the proposal. (Pg 4)

In determning principal effectiveness as part of a PBCS, the LEA nust give significant
wei ght to student growth for the school. The VAL ED Assessnent Mddel and the New Leaders
for New School s Evaluation tool will be used to deternine principal effectiveness. It
is uncertain how often principals will be observed and exactly what "observed" neans in
the case of admnistrators. (Pg. 28) The definition of school |eader is uncertain. At
times the terns seens to refer to principals and assistant principals, other tines the
termrefers to master teachers and mentors.

Reader's Score: O

Eval uation Criteria - Absolute Priority 2

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

Conment on how well the applicant denonstrates that - -

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

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

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

Cener al

NCLA TIF partners, other than FirstLine College Prep, have signed MOUs i ndicating
conmitments to provide matching funding on an increasing scale over the five-year period.
By year 6, 100% of all costs of sustaining the programw |l be funding by each partner
(Pg 4)

The incentive ampunts appear to be appropriate. (Pg. 29) An expl anation of bonus
det erm nati on appears on page 30 and is based on the US Departnent of Education ninimm
recomendati on of 5%

NOLA TIF will hire two new full-time positions to direct and manage the program In
addi ti on, executive naster teachers and master teachers will performtheir duties 100% of
the tine. It is uncertain how these positions will be funded followi ng the termof the
grant. (Pg. 44-45)

Mat ching funds are increnmentally introduced during each year of the grant. NOLA will
raise their level of commtnent from55%in year 5 to 100%in year 6. There is little
evi dence to determ ne how these dollars will be found. (Pg 53)

Reader's Score: O

Eval uaton Criteria - Absolute Priority 3

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

Conment on how well the applicant denonstrates that - -
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The proposed PBCS is aligned with a coherent and integrated strategy for strengthening the
educator workforce, including in the use of data and eval uations for professiona

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

Cener al

NCOLA TIF provides nultiple career paths, ongoing applied professional growth,
instructionally focused accountability, and performance-based conpensati on. Perfornance
pay is aligned with career advancenent, professional devel opnent, and neani ngfu

eval uations. Pg. 4 Loui siana | egislation HB 1033 mandates statewi de efforts to increase
teacher effectiveness by requiring annual evaluations. Pg 5

Reader's Score: O

Requi renent - Requirenent

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

Cener al

NOLA TIF has provided career incentives that are linked to student achievenent.
Addi tional responsibilities and | eadership roles are available to teachers. Ful

time
non-teaching status goes to the Master Teachers.

Reader's Score: O

Eval uation Criteria - Core Elenent 1

1. Core El enent 1:

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

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

Cener al :

NCOLA TIF has a comunication plan that involves teachers and principals both before and
during the project. Eight of the 29 schools will be involved in the grant the first year
with the additional 21 schools involved by the end of year 2. NOLA TIF will engage the
support of at least 75% of the teachers, communicate the elenments of the project, and
utilize data nanagenent systens to nmake student data nore accessible to all that need to

use it for analyzing student achievenent. Pg. 6 Twenty-ei ght of the partner schools

have signed an MU of support. Pg. 34 I nput and support fromthe LFT, APEL, and LAP was
obt ai ned.

Reader's Score: O

Eval uation Criteria - Core Elenent 2

1. Core El enent 2:

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

Cener al

NCLA Tl F has engaged the support of teachers, principals, other personnel, and the |oca
uni on, to garner their involvenment and support. The incentive anmounts appear to be
appropriate. Pg. 29 An expl anation of bonus determ nation appears on page 30 and is
based on the US Departnent of Education m ninumrecomendation of 5% Twenty-eight

partners have signed an MOU of support. Pg. 34 | nput and support fromthe LFT, APEL
and LAP was obt ai ned

Reader's Score: O

Eval uation Criteria - Core Elenent 3

1. Core El enent 3:

Conment on the quality of the applicant's inplenmentation, or plan to inplenent, a
rigorous, transparent, and fair evaluation systens for teachers and principals that
differentiate effectiveness using multiple rating categories that take into account
student growth (as defined in the Federal Register notice) as a significant factor, as
wel | as cl assroom observations conducted at |east 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 forns of evidence; and (4) ensure a high degree of inter-rater
reliability (i.e., agreenment anong two or nore raters who score approximately the sane).

Cener al

The applicant appears to have a very clear plan for inplementation of a rigorous,
transparent and fair evaluation systemfor teachers and principals. Effectiveness is
noted in student achi evenment, professional devel opnent, etc and used to differentiate
pay. Pay differentiation is mandated by the state of Louisiana. Pgs. 19-31

The eval uati on process includes clear objectives and an evi denced- based eval uati on t hat
aligns with the state of Louisiana's mandated franmework to neasure teacher and | eader
ef fectiveness. An annual eval uation nmust be made of all teachers and principals once per

year using the state protocol. Though nentioned for both groups, the only exanple of an
observation instrument was for teachers. Use of the state protocol and training of the
| eadership teamincreases inter-rater reliability. A trained | eadership teamw Il make

four observations, announced and unannounced, per year. (pgs. 19; 26) Fifty percent of
incentive pay is based on evidence of student growh. The other 50%is determn ned by
observations, perfornmance rubrics, external observations, 360-degree feedback and a

| ear ni ng environment index. (pgs. 22-23)

Reader's Score: 0

Evaluation Criteria - Core Elenent 4

1. Core El enent 4:

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

NOLA TIF will use Louisiana's |longitudinal data system which has been recogni zed by the
Data Quality Canpaign 2009 as one of the nation's top 11 systens. Teachers will be able
to use the Curriculum Verification and Reporting Portal beginning fall 2010 to access
student data and determ ne student growth. Pgs. 22-23 There is evidence, Attachnment C,
that information fromthe student data system and the data on teacher and principa
performance are linked to the incentive plan. Differentiated pay accounts for these data,
pl us years of experience and school perfornmance.

Reader's Score: O

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 oprment that enables themto use data generated by
these neasures to inprove their practice.

Cener al

I n-depth conversations with teachers and principals were had prior to the subm ssion of
the grant. (Pg. 34) MOUs were signed by each partner, except FirstLine College Prep

I nput from Uni ons was obtai ned. Feedback is provided to teachers foll ow ng each
observation. Wrrking groups will be convened as well as professional devel opnent

wor kshops being held. These conversations hel ped ensure that teachers and principals had
the buy-in needed and that they provided input into the system The CVRP will enable
every teacher to review aggregate gromh data and indivi dual summtive assessnent results
for every student taught. The HCIS systemw I, in the next two years, add hunman capita
data and teacher evaluation, certification, distribution, pronotion, and conpensation data
resources avail abl e. Feedback is provided to teachers foll owi ng each observation
Worki ng groups will be convened as well as professional devel opnent workshops bei ng hel d.
(Pg 38-39)

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

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

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

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

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

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

Cener al

A professional devel opnment plan has been put into place based on the needs of the
applicant. Mst of the schools involved are anbng the hi ghest-need schools in the
district. Many are under Turnaround school processes which mandate continuous nonitoring

and i nprovenent. Teachers and principals will be trained in the use of data and
eval uations. Job-enbedded professional devel opnment such as the use of cluster neetings
will be utilized. One and one-half hour cluster neetings, |ead by nmaster and mentor

teachers, will also be held weekly during school hours. Personal devel opnent plans will
be initiated. Professional devel opment will take place for the project |eaders who wll
be observing and assessing the teachers and adm nistrators. These data-driven mneetings
wi Il cause teachers to exam ne student data, engage in collaborative planning, and

| earning of effective instructional strategies. It is uncertain how nmaster teachers and
admnistrators will receive training. It is also uncertain how the professiona

devel opnent will be evaluated. (pgs. 24, 39-43) Table 4 on page 26 provides the criteria
needed for each teacher to qualify for incentive bonuses.

Reader's Score: 0

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

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

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

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

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

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

New Orl eans schools have a clear need for the project funds. Natural disasters,
restructuring of struggling schools, high mnority and hi gh poverty factors, and high
percent ages of students below a basic |level on state assessnents are all indicators of
need. (Pg. 7-13) New Orl eans schools are maki ng progress on recruitnment and retention
of highly qualified teachers. A salary structure that ranks teachers' salaries at 28th in
the nation and an experience indication that 48% of New Ol eans teachers have been in the
class for 3 years or |less, indicates high need. (Pgs. 12-14)

Weaknesses:

Data provided for state averages suggests a high incidence of | ow assessnent scores. The
applicant did not address conparabl e schools to those 29 listed in the grant. (Pgs 14-15)

Reader's Score: 9

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

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

(1) Is part of a proposed LEA or statew de strategy, as appropriate, for inproving the
process by which each participating LEA rewards teachers, principals, and ot her personne
(in those sites in which the grantee wi shes to expand the PBCS to additional staff inits
school s) in high-need schools (as defined in the Federal Register notice) based upon their
ef fecti veness as determined in significant part by student 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 deternine the
ef fecti veness of a school's teachers, principals, and other personnel (in those sites in
whi ch the grantee wi shes to expand the PBCS to additional staff in its schools) includes
valid and reliable neasures of student growth (as defined in the Federal Register notice);

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

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

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

i ncluding input fromteachers, and principals, and other personnel in the schools and LEAs
to be served by the grant, and the invol venent and support of unions in participating LEAs
where they are the 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
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
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principal payroll and human resources systens; and

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

Strengt hs:

The state of Louisiana has |isted many New O | eans schools as recovery school s because of

| ow performance. Louisiana has al so mandated that LEAs engage in differentiated pay.

Loui siana is one of six states that received a grant fromthe National Governors

Associ ation to develop a teacher conpensation nodel. (Pgs 1-3) These determ nations have
assisted the applicant with a foundation of |inking performance with differentiated
conpensation that will support this project.

In determ ning teacher and principal effectiveness as part of the PBCS, NOLA TIF --

(a) has given significant weight to student growth based on objective data on student

per f or mance;

(b) has included observation-based assessnents of teacher performance at multiple points
in the year. Leadership Team who observe teachers four times a year, will have annua
training in the SKR eval uati on standards. (Pg. 26) Inter-rated reliability should be
enhanced with this practice.

(c) has specified |leadership roles that increase the effectiveness of teachers. NOLA TIF
has rol es and additional conpensation for master and nmentor teachers built in to the
proposal . (Pg 4)

In determ ning principal effectiveness as part of a PBCS, the LEA nust give significant
wei ght to student growth for the school. The VAL ED Assessnent Model and the New Leaders
for New Schools Evaluation tool will be used to determ ne principal effectiveness. Bot h
have clear links to objectives that support effective teaching. (Pg 28)

The incentive anmpunts appear to be appropriate. (Pg. 29) An expl anation of bonus
det erm nati on appears on page 30 and is based on the US Departnent of Education mininum
recomendati on of 5%

Ei ght of the 29 schools will be on board the first year, with the additional 21 schools

i nvol ved by the end of year 2. NOLA TIF will engage the support of at |east 75% of the
teachers, communicate the elenents of the project, and utilize data nanagenent systens to
make student data nore accessible to all that need to use it for analyzing student

achi evenent. Pg. 6 Twent y-ei ght partners have signed MOUs of support. Pg. 34 I nput
and support fromthe LFT, APEL, and LAP was obtai ned.

NOLA TIF will use Louisiana's |longitudinal data system which has been recogni zed by the
Data Qual ity Canpaign 2009 as one of the nation's top 11 systens. Teachers will be able
to use the Curriculum Verification and Reporting Portal beginning fall 2010 to access
student data and determ ne student growth. (Pgs. 22-23)

Pr of essi onal devel opnent will take place for the project |eaders who will be assessing the
teachers and adm nistrators. One and one-half hour cluster neetings, |lead by master and
ment or teachers, will also be held weekly during school hours. These data-driven neetings
wi Il cause teachers to exam ne student data, engage in collaborative planning, and

| earning of effective instructional strategies. (pgs. 24, 39-43)

Weaknesses:

The definition of school |eader is uncertain. At times the termseens to refer to
principals and assistant principals, other tinmes the termrefers to master teachers and
nment or s.

It is uncertain how often principals will be observed and exactly what "observed" means in
the case of administrators. (Pg. 28)

It is uncertain how naster teachers and adm nistrators will receive training. It is also
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uncertai n how the professional devel opment will be evaluated. (pgs. 24, 39-43)

Reader's Score: 56

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:

The managenent plan appears to be appropriate for bringing the project to fruition
Responsibilities are clearly defined and m | estones are provided. Time commtnents are
adequate for teachers, principals, and grant adm nistration. (pgs. 47-48)

NOLA TIF partners, other than FirstLine, have signhed MOUs indicating comritnents to
provi de matchi ng funding on an increasing scale over the five-year period. By year 6,
100% of all costs of sustaining the programw |l be funded by each partner. (Pg 4) |nput
and support fromthe LFT, APEL, and LAP were obtai ned.

The incentive ampunts appear to be appropriate. (Pg. 29) An expl anation of bonus
det erm nati on appears on page 30 and is based on the US Departnent of Education ninimm
recomrendati on of 5%

NOLA TIF will hire two new full-tinme positions to direct and rmanage the program In
addi ti on, executive naster teachers and master teachers will performtheir duties 100% of
the tine. Time requirenments for these personnel seem adequate for a grant of this

magni tude. (Pg. 44-45)

Mat ching funds are incrementally introduced during each year of the grant. NOLA will
raise their level of conmmitment from55%in year 5 to 100%in year 6. (Pg 53)

Weaknesses:

It is uncertain how the director, nmanager, executive master teacher and nmaster teacher
positions will be funded followi ng the termof the grant. Mre information on the

exi stence and funding for these positions after grant woul d have been hel pful in

det erm ni ng adequacy of the plan. (Pgs. 44-45)

Mat ching funds are increnmentally introduced during each year of the grant. NOLA will
raise their level of conmitnment from55%in year 5 to 100%in year 6. There is little
evi dence to determ ne how these dollars will be found. (Pg 53)

10/ 28/ 10 12: 45 PM Page 11 of 14



Reader's Score: 22

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

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

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

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

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

Strengt hs:

Cl ear objectives are provided for raising and assessi ng student achi everent and personne
ef fectiveness. (pg. 19) ojectives are neasurable in a generic manner. Mst call for an
increase in ability without specifying quantitatively what that increase night be.

hj ects appear attainable within the specified budget given the fact that a process is
already in place as nandated by the state of Louisiana for many of the schools.

Both quantitative and qualitative evaluation data will be utilized. Al information wll
be accessible in the data systemas the project continues. Evaluation of recruitnent
efforts are in place. Cear evaluation protocol for teachers and adm nistrators are
provi ded. Wile an Annual Program Review rubric is mentioned and in placed; a rubric for
accessing qualitative data from observations, professional devel opment and cl uster
neetings will be devel oped and piloted in the first year of the project. (pgs. 58-60)

The evaluator will neet at |east quarterly with the Project Director and Administrator to

review progress. A witten report will be submitted fromthat neeting and anal ysis of the
dat a.

Weaknesses:

Wil e an Annual Program Review rubric is nentioned and in placed; a rubric for accessing
gualitative data from observations, professional devel opnent and cluster nmeetings will be
devel oped and piloted in the first year of the project.

There is no evidence that feedback on the project will be provided beyond the witten
eval uation seen by the project staff. (pg. 60)

Reader's Score: 4

Priority Questions

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

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

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

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

Strengt hs:

The use of Louisiana's SAS EVAAS system for tracking |ongitudinal student data at the
student level is appropriate. Louisiana mandated HB 1033 whereby 50% of perfornmance
bonuses for teachers and administrators are |inked to student val ue-added grow h at the
cl assroom and school -wi de | evels. This project forns a strong base for the val ue-added
nodel found in this proposal (Pg 5)

Teachers and principals will be trained in the use of the data system Adequate tine is
provided for teachers to nmeet in cluster teans to discuss data and i nprovenents needed.
This training is supported by the training of the | eadership teamto provide nore

consi stent observation eval uations.

Weaknesses:

Wil e the state nandates 50% of performance bonuses for teachers and adninistrators are
linked to student achievenment, the other 50%is unclear. A clearly defined matrix of the
br eakdown of the conponents of the differentiated system woul d have been hel pful.

It is a bit disconcerting that the applicant has not nmade provisions for the year
| yeval uations to be nade available to all personnel

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 mathenmatics, science, special education, and English

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

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

10/ 28/ 10 12: 45 PM Page 13 of 14



Strengt hs:

NOLA TIF should allow New Orl eans to nore actively recruit teachers of hard-to-staff
subjects. The district has built a talent pipeline through national recruitnent efforts.
They al so have a good working relationship with Teach for America, New Teacher Project and
the New Leaders for New Schools program Increasing the pay scale is one venue through

which this project will provide incentives for teachers in hard-to-staff areas and for
admi ni strators. (pg. 12) The funds will provide retention benefits in the form of

i ncreased professional devel opnent, career advancenent, and differentiated pay. (Pg. 5-6;
13) Learning Communities will be formed to provide teachers with support for efforts that
will lead to effective teaching and inproved student achi evenent.

Weaknesses:

There is no evidence of retention difficulties for hard to staff areas. NOLA TIF could
have nmore sufficiently explained the |level of recruitment and retention in which they are
engaged, in particular as they relate to hard-to-staff areas.

Reader's Score: 3

St at us: Submi tted
Last Updated: 8/6/10 4:12 PM
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