#

A ANTS.GOV Grant Application Package
Opportunity Title: |Off‘3.ce of Elementary and Secondary Edocatior [OuSg!: ‘u‘
. . - - This electronic grants application is intended to
Offering Agency: - ant of -
g Agency IL'S' Department of Fducation l be used to apply for the specific Faderal funding
CFDA Number: 84.374 opportunity referenced here.
CFDA Description: Teacher Incentive Fund |

if the Federal funding opportunity listed is not
Oppertunity Number: ED-CRANTS-0E1412-001 the apportunity for which you want te apply,
ciose this application package by clicking on the

Competition ID: - -~ T
pet 84-374n2012-1 “Cancel” button at the top of this scresn. You
Opportunity Open Date: 05/14/2012 wilt then need to [ocate the correct Federal
. . funding opportunity, download its application
Oppoertunity Close Date: 07/27/2012 and then apply.

Agency Contact:

Miriam Tund

Frogram Officer
E-mail: TIF4@ED.gov
Frone: 202-205-5224

This opportunity is only open to organizations, applicants who are submitting grant applications on behalf of 2 company, state, local or
tribal government, academia, or other type of organization.

* Application Filing Name: INew Baver Public School Systen

Mandatcory Documents Move Form to Mandztory Documments for Submission
Cornplese Brplication for rederazl Assistance (SE-475.:

hova Farm to B2 Ahstract rm

Liete Project Narratlve atbtachkment Form
Budget YJarravive Attachment posm
Other Attachmenitzs Form } o
Optional Documents Maowe Fom to Cptional Documents for Submission

Bubmission List

Move Foer to
Dalete

instructions

@ Enter a name far the application in the Application Filing Name fieid.

- This application can he completed inits entirety offline; however, you wilt need to login to the Grants.gov website during the submission process.

- You can save your application at any time by clicking the "Save” button at the tcp of your screen.

- The "Save & Submit" button will not be functional until all reguired data fields i the application are completed and you clicked on the "Check Package for Errors” bution and
confirmed all data required data fields arc completed.

@ Open and complete all of the documents listed in the "Mandatory Decuments” box. Complete the SF-424 form first.

- Itis recommended that the SF-424 form be the first form completed for the appl'cation package. Data entered on the SF-424 will populate data fields in other mandatory and
optional forms and the user cannct enter data in these fields.,

- The forms listed in the "Mandatory Documents” bax and "Optional Documents” nay be predefined forms, such as SF-424, forms where a document needs to be attached,
such as the Project Nairative or a combination of both. "Mandatary Documents” are required far this appiication. "Optional Documents ' can be used to provide additional
support for this application or may be recquired for specific types of grant activity. Reference the aoplication package instructions for more information regarding "Optional
Documents”.

- To open and complete a form. siimply click on the form's name to select the iterr and tren zlick on the == button. This will move the dacument to the appropriate "Documents
for Subrnission” box and the form will be autormatically added to your application package. To view the form, scroll down the screen or select the form name and click on the
"Cpen Form” button to begin completing the required data fields. To remeve a form/document from the "Documents for Submission” Lox, click the document name to select it,
and then cligk the == button. This wilt return the farm/document ta the "Mandatory Documents” or "Cptional Documents” bos.

- All documents listed in the "Mandaiory Documenis” box rmust be moved to the "andatory Documents for Submission” box, When yzu open a required form, the fields which
must be completed are highlighted in yellow with a red border. Optional fizlds and compleiec fields are displayed in white. If you enter invalid or incomplate information in a
field. you will receive an erfor message.

@ Click the "Save & Submit” button to submit your application to Grants gov.

- Once you have properly completed all required documents and attached any required or optional documentation, save the completed application by clicking on the "Save”
button.

- Click on the "Check Package for Errors” button to ensure that you have completed all required cata fields, Carrect any errars or if none are found, save the application
package.

- The "Save & Submit” buttc will become active; click on the "Save & Submit” button to beg'n the application submission process.

- You will be taken to the applicant login page to enter your Grants gov username and password. Follow all onscreen instructions for submission.



OMB Number: 4040-(1004
Expiration Date: 03/31/2012

Application for Federal Assistance SF-424

* 1. Type of Submission: * 2. Type of Application; * {f Revision, select appropriate letter(s):

[_] Preapplication New l |
Application [ ] Continuation * Gther {Specify):

[ ] Changed/Corrected Application | [ ] Revision [ |

* 3. Date Received: 4. Applicant Identifier;

Completed by Grants.gov upan submission. | |

5a. Federal Entity ldentifier; 5t. Federal Award |dentifier;

State Use Only:

6. Date Received by State: l: 7. State Appfication Identifier; [ ]

B. APPLICANT INFORMATION:

" & Legal Name: |Ncw Haven, City of {Inc.) DBA ¥ew Haven Public School ysten |

* b. EmployerTaxpayer [dentification Number (EINTIN): * ¢. Organizational DUNS:

06-BCL1878 | Fawszsescccc-

d. Address:

* Strestt: 54 Meadow Strest |
Street2: [ ‘

" City: |b?cw Hawen —‘
Countyf/Parish: [ ) ]

* State: I CT: Connecticut A‘
Province: | |

- Country: [ USh: UNTTED STATES |

* Zip { Postal Code: |.;je_519—1';19 1

¢. Organizational Unit:

Bepartment Name: Bivision Mame:

Performa

2 Managenent | [

f. Name and contact information of person to be contacted on matters invalving this application:

arth |

Prefix: [;Er * First Mame:

Iiddle MName:

|
" Last Name: |§§ill‘:i[‘.f?
Suffix: l

Title: [}“\ssi start Superintendent

Organizational Affiliation:

| . |

* Telephone Mumber: (2p3-591-2678 J Fax Number: (203-146-7107

— l

* Email: [r_:arth .harries@now- haven.kl2.ct.ous




Application for Federal Assistance SF-424

* 9. Type of Applicant 1: Select Applicant Type:

C: City or Township Government

Type of Applicant 2: Select Applicant Type:

-

Type of Applicant 3: Select Applicant Type:

* Other {specify}:

*10. Name of Federal Agency:

‘L’.S. Cepartment of Educaticn

i1. Catalog of Federal Domestic Assistance Number:

44,374

CFDA Titte:

Teacher Incentive rund

* 12_ Funding Cpportunity Number:

ED-GRENTS-0€1412-001

* Title:

Competition CFDAE Murkern #94.3744

Cffice of BElenentary and Ssoondavy Education (CESE; @

Teacher

Tnoentive Fund (TIF): TIF Cenerzl

t3. Competition ldentification Rumbaer:

EﬁfE?&AEOl?-l

Title:

14. Areas Affected by Project {Cities, Counties, States, etc.):

Eroas.pdf ‘ [

1 I Deleta Attachmeant l [ Wiew Attachment

* 15, Descriptive Title of Applicant's Project:

The Hew Baven Professicnal Educator Program-XNew EHaven Public Schools

Attach supporting documents as specified in agency instructions.

Add Adgachments l ]7 e I ] B




Application for Federal Assistance SF-424

i5. Congressional Districts OF:

* a. Applicant b. ProgramiProject

Atftach an additional list of Program/Project Congressional Districts if needed.

| I AddA_‘:tac}jment I ‘

17. Proposed Project:

a. Start Date: (107072022 *b. End Date: [C%/3C/2017

18. Estimated Funding ($):

* a. Federal | 53,403, 250, m:-|
*b. Applicant ﬁ— - a. 33]
‘¢ State | 9.01]
*d. Local | 2.09]
* . Other | 0.09]
*f, Program Income | 0.90]
» g TOTAL | 53,403, 250. 09

* 19. Is Application Subject to Review By State Under Executive Order 12372 Process?

D a. This application was made available to the State under the Executive Order 12372 Process for review on I: .
D b. Program is subject to E.O. 12372 but has not been selected by the State for review.

¢. Program is not covered by E. Q. 12372

* 20. Is the Applicant Delinguent On Any Federal Debt? (H "Yes,” provide explanation in attachment.)

[]es No

If "Yes”, provide explanation and attach

| IO 2l

21. "By signing this application, i certify {1) to the statements contained in the iist of certifications** and (2} that the statements
herein are true, complete and accurate to the best of my knowledge. | also provide the required assurances* and agree to
comply with any resulting terms if | accept an award. | am aware that any false, fictitious, or fraundulent statements ¢r claims may
subject me to criminal, civil, or administrative penalties. {11.5. Code, Title 218, Section 1001}

** | AGREE

** The list of cerifications and assurances, or an intemet site where you may obtain this list, is contained in the announcernent or agency
specific instructions.

Authorized Representative:

Prefix o | *First Name:  |[Reginald |
Middle Name: | [

* Last Name: [N.ayc _mm_“——l
Suffix: [ |

" Title: [Super_-: ntendent ]

* Telephong Number: |203--946 .qens | Fax Number: |:2.03__g4 6-7300

T Email |dr mayofnew-naven.klZ.cot.us

* Signature of Authorized Representative: Comateted by Grants.gav upar submission, | * Date Signed: lCompIetf.\‘:I by Grants gav Lzon submisson,




Survey on Ensuring Equal Opportunity For Applicants

OMB No. 1850-0014 Exp. 2/28/200%

Purpose:

The Federal government is committed to ensuring that al: qualified applicants, small or large, non-religious or
faith-based. have an equal opportunity to compete for Federal funding. In order for us to better understand
the population of applicants for Federal funds, we are asking nonprofit private organizations {not inchuding
private universities) to fill out this survey.

Upon receipt, the survey will be separated from the application. Information provided on the suirvey will not be
considerad in any way in making funding decisions and will not be included in the Federal grants database.
While your help in this data collection process is greatly appreciated, completion of this survey is veiuntary.

Instructions for Submitting the Survey

If you are applying using a hard copy application, please place the completed survey in an envelope labeled
“fpplicant Survey.” Seal the envelope and include it along with your zpplication package.  if you are applying
electronically, please submit this survey along with your application.

icant's {Organization} Name: |kew Haven, City ol (Inc.! 0834 New Haven Public School Syuten
Applicant's {Org t N I H City ol | B M E Publ School Syt

Applicant's DUNS Name: 1849825850000

Federal Program: |0t fice of Elcmentary and Scoondary Kdacation {CESE): Teachor Incentive Tand (TIF) :
¥

CFDA Number: |EM L3711

1. Has the applicant ever received a 5. Is the applicant a local affiliate of a
grant or contract from the Federal niational organization?
government?

[] Yes No
Yes [ ]No

) ) 6. How many full-time equivalent employees does
2. s the applicant a faith-based the applicant have? (Check only one box).
organization?

[] 3orFewer [] 15-50
[ ] Yes IX] No
(145 | ] 51-100
3. Is the applicant a secutar .
organization? [ ] 6-14 X] over 100
Yes [ ] No 7. What is the size of the applicant's

annual budget? (Check only cne box.)

4. Does the applicant have 501(c)(3) status? [ 1 Less Than $150,000

[ ] $150,000 - $299,999
[]Yes {x] No

[ ] $300,000 - $499,999

[ ] $500,000 - $999,899

[ ] $1,000,000 - $4,999,999

$5,000,000 or more



OMB Number: 4040-0007
Expiration Date: 06/30/2014

ASSURANCES - NON-CONSTRUCTICN PROGRAMS

Fublic reporting burden for this collection of information is estimated to average 15 minutes per response, including time for reviewing
instructions, searching existing data sources, gathering and maintaining the data needed, and completing and reviewing the collection of
information. Send comments regarding the burden estimate or any other aspect of this collection of information, including suggestions for
reducing this burden, to the Office of Management and Budget, Paperwork Reducticn Project (0348-0040), Washington, DC 20503.

PLEASE DO NOT RETURN YOUR COMPLETED FORM TO THE OFFICE OF MANAGEMENT AND BUDGET. SEND
IT TO THE ADDRESS PROVIDED BY THE SPONSORING AGENCY.

NOTE:

As the duly authorized representative of the applicant, | certify that the appiicant:

1.

If such is the case, you will be notified.

Has the legal authority to apply for Federal assistance
and the institutional, manageriaf and financial capability
{(including funds sufficient to pay the non-Federal share
of project cost) to ensure proper planning, management
and completion of the project described in this
application.

Will give the awarding agency, the Comptroller General
of the United States and, if appropriate, the State,
through any authorized representative, access to and
the right to examine all records, books, papers, or
documents related to the award; and will establish a
proper accounting system in accordance with generally
accepted accounting standards or agency directives,

Will establish safeguards tc prohibit employees from
using their positions for a purpose that constitutes or
presents the appearance of personal or crganizatioral
conflict of interest, or personal gain.

Wil initiate and complete the work within the applicable
time frame after receipt of approval of the awarding
agency.

Will comply with the Intergovernmental Personnel Act of
1970 (42 U.5.C. §84723-4763) relating to prescribed
standards for merit systems for programs funded under
one of the 19 statutes or regulations specified in
Appendix A of OPM's Standards for a Merit System of
Personnel Administration (5 C. F.R. 800, Subpart F).

Will comply with all Federal statutes relating to
nondiscrimination. These include but are not limited to:
(&} Title VI of the Civil Rights Act of 1964 (P.L. 88-3£2)
which prohibits discrimination on the basis of race, cotor
or national origin; {b) Title IX of the Education
Amendments of 1972, as amended (20 U.S.C.§§1681-
1683, and 1685-1886), which prohibits discrimination on
the basis of sex; {¢} Section 504 of the Rehabilitation

Previous Edition Usabfe

Authorized for LLocal Reproduction

Q)

Certain of these assurances may not be applicable to your project or program. If you have guestions, please contact the
awarding agency. Further, cerfain Federal awarding agencies may require applicants to certify to additional assurances.

Act of 1973, as amended (29 U.S.C. §794), which
prohibits discritnination on the basis of handicaps; (d)
the Age Discrimination Act of 1975, as amended (42 U,
S.C. §§6101-6107), which prohibits discrimination on
the basis of age; (e) the Drug Abuse Office and
Treatment Act of 1972 (P L. 92-255), as amended,
relating to nondiscrimination on the basis of drug
abuse; (f) the Comprehersive Alcohol Abuse and
Alcoholism Prevention, Treatment and Rehabilitation
Act of 1870 (P.L. 91-616), as amended, relating to
nondiscrimination on the basis of alcohol abuse or
alcohelism; (g) §8523 and 527 of the Public Health
Service Act of 1912 (42 U.S.C. §§290 dd-3 and 290
ee- 3), as amended, relating to confidentiality of alcohal
and drug abuse patient records; {h) Title VIl of the Civil
Rights Act of 1968 (42 U.5.C. §§3801 et seq.), as
amended, relating to nondiscrimination in the sale,
rental or financing of housing; (i) any other
nondiscrimination provisions in the specific statute(s)
under which application for Federal assistance is being
made; and, {j} the requirements of any other
nondiscrimination statute(s) which may apply to the
application.

Will comply, or has ailready complied, with the
requirements of Titles |l and 11f of the Uniform
Relocation Assistance and Reaf Property Acquisition
Policies Act of 1970 (P.L. 81-648) which provide for
fair and equitable treatment of persons displaced or
whose property is acquired as a result of Federal or
federally-assisted programs. These reguirements
apply to alil interests in real property acquired for
project purposes regardiess of Federal participation in
purchases.

Will comply, as applicable, with provisions of the
Hatch Act (5 U.8.C. §§1501-1508 and 7324-7328)
which limit the political activities of employees whose
principal employment activities are funded in whole
or in part with Federal funds.

Standard Form 4248 (Rev. 7-97}
Prescribed by OMB Circular A-102




9. Will comply, as applicable, with the provisions of the Davis-
Bacon Act (40 U.5.C. §8276a to 276a-7), the Copeland Act
(40 U.5.C. §276c and 18 U.5.C. §874), and the Coniract
Work Hours and Safety Standards Act (40 U.5.C. §§327-
333), regarding labor standards for federally-assisied
construction subagreements.

10. Will comply, if applicable, with flood insurance purchase
requirements of Section 102{a) of the Flood Disaster
Protection Act of 1973 (P.L. 93-234) which requires
recipients in a special flood hazard area to parlicipate in the
pregram and to purchase flood insurance if the total cost of
insurable construction and acquisition is $10,000 or more.

11.  Will comply with environmental standards which may be
prescribed pursuant to the following: (@) institution of
environmentat quality confrol measures under the National
Environmental Policy Act of 1969 (P.L. 91-190} and
Executive Order (EQ) 11514; {b) notification of violating
facilities pursuant to EO 11738; {c) protection of wetlands
pursuant to EQ 11990; {d) evaluation of flood hazards in
floodplains in accordance with EQ 11888, (e) assurance of
project consistency with the approved State management
program devefoped under the Coastal Zone Management
Act of 1972 (16 U.S.C. §§1451 et seq.); (f) conformity of
Federal actions to State (Clean Air) Implementation Plars
under Section 176(c} of the Clean Air Act of 1955, as
amended (42 U.S.C. §§7401 et seq.); (g} protection of
underground sources of drinking water under the Safe
Drinking Water Act of 1874, as amended (P.L. 93-523);
and, (h) protection of endangered species under the
Endangered Species Act of 1973, as amended (P.L. 93-
205).

12.

13.

14.

15

16.

18,

Will comply with the Wild and Scenic Rivers Act of
1968 (16 U.5.C. §81271 et seq.) related to protecting
compaonents or potential components of the national
wild and scenic rivers system.

Will assist the awarding agency in assuring compliance
with Section 106 of the Naticnal Historic Preservation
Act of 1866, as amended {16 U.S.C. §470), EO 11593
(identification and protection of historic properties), and
the Archaeological and Histeric Preservation Act of
1974 (16 U.S.C. §§469a-1 et seq.).

Will comply with P.L. 93-348 regarding the protection of
human subjects involved in research, development, and
related activities supported by this award of assistance.

Will comply with the Laboratory Animal Welfare Act of
1966 (P.L. 89-544, as amended, 7 U.S.C. §§2131 et
seq.} pertaining to the care, handling, and treatment of
warm blooded animals held for research, teaching, or
other activities supported by this award of assistance.

Will comply with the Lead-Based Paint Poisoning
Prevention Act (42 UW.5.C. §54801 et seq.) which
prehibits the use of lead-based paint in construction or
rehabilitation of residence structures.

Will cause to be performed the required financial and
comphiance audits in accardance with the Single Audit
Act Amendments of 1996 and OMB Circular No. A-133,
"Audits of States, Local Govarnments, and Non-Profit
Organizations.”

Will comply with all appficable requirements of all other
Federal laws, executive orders, regulations, and policies
governing this program.

+ SIGNATURE OF AUTHORIZED CERTIFYING OFFICIAL |

|Completed on supnissicn o Zrants.gov ‘

*TITLE

lSuperjn:endent |;

* APPLICANT ORGANIZATION

[Nezw Hawven, Cibty of {(Znoe.) DBA Hew deven Fubllo School Sys_on

* DATE SUBMITTED |
|

|Comp;ftcd o1 subrission bto Granbs.gowv l

Standard Form 4248 (Rev. 7-97) Back



CERTIFICATION REGARDING LOEBYING

Certiftcation for Contracts, Grants, Loans, and Cooperative Agreements

The undersigned certifies, to the best of his or her knowledge and belief, that:

{1) No Federal appropriated funds have been paid or will ba paid, by or on behalf of the undersigned, tc any
nerson for influencing or attempting to influence an officer or employee of an agency, a Member of
Congress, an officer or employee of Congress, or an employee of 2 Member of Congress in connection with
the awarding of any Federal contract, the making of any Federal grant, the making of any Federal loan, the
entering inte of any cooperative agreement, and the extension, continuation, renewal, amendment, or
medification of any Federal contract, grant, foan, or cooperative agreement.

{2) If any funds other than Federal appropriated funds have bean paid or will be paid tg any person for
influencing or attempting te influence an officer or ernployee of any agency, a Member of Congress, an
officer or employee of Congress, or an employee of a Merrber of Congress in connection with this Faderal
contract, grant, loan, or cooperative agreement, the undersigned shall complete and submit Standard
Form-LLL, "Disclosure of Lobbying Activities,” in accardance with its instructions.

{3) The undersigned shall reguire that the language of this certification be included in the award documents
for all subawards at all tiers {including subcontracts, subgrants, and contracts under grants, loans, and
cooperative agreemants) and that all subrecipients shall centify and disclese accordingly. This certification
is a material representation of fact upon which reliance was placed when this transaction was made or
entered into. Submission of this certification is a prerequisite for making or entering into this transaction
mposed by section 1352, title 31, U.S. Code. Any person who fails to file the required cerification shall be
subject to a civil penalty of not less than $10,00 0 and not more than $100,000 for each such failure.

Statement for Loan Guarantees and Loan Insurance
The undersigned states, to the best of his or her knowledge and belief, that:

if any funds have been paid or will be paid to any person for infivencing or attempting to influence ar. officer
or employee of any agency, a Member of Congress, an officer or employge of Congress, or an employee of
a Member of Congress in connection with this commitment providing for the United States to insure or
guarantee a loan, the undersigned shall complete and submit Standard Form-LLL, "Disclosure of Loobying
Activities,” in accordance with its instructions. Submigsion of this statement is a prerequisite for making or
entering into this transaction imposed by section 1352, title 31, U.S. Code. Any person who fails to fie the
requirad staterment shall be subjec t to a civil penalty of not less than $10,000 and not more than $100,000
for each such failure.

* APPLICANT'S ORGANIZATION

Hew Haven, City of (no.! DBA Hew Haven fubTio 3ckoal Syatem

*PRINTED MAME AND TITLE OF AUTHORIZED REPRESENTATIVE

Prefix: | * First Name: |[#uaizncd l Middle Name: |

* Last Name: |-‘-f=}”-1 | Suffix: -

* Title: l:lr.;:tr:"i rtoencdont

* SIGNATURE: [Coonletad or sunm

RG] Sk B ToANS | * DATE:

o Comoieled on osuzmlisslion ©o Granto. ooy




DISCLOSURE OF ILOBBYING ACTIVITIES
Approved by CMEB

Complete this form te disclose lobbying activities pursuant to 31 U.S.C.1352 0348-0046

1. * Type of Federal Action: 2. * Status of Federal Action: 3. * Report Type:
D a. contract |:| a. bid/offerfappiication a. initial fitrg
b grant b. initial award l:l b. material chznge

cooperative agraerment I:l <. post-award
loar:

(=
[]s
I:I e Ipar guarantce
[]r

loan iInsurarce

4. Name and Address of Reporting Entity:

Frime I:] SubAwardes

Narme I:UA ]

* Sireat 1 l - l Street 2 - __]
M |

* Stale )

Y l | “ | I

Congressional District, £ knowr:

5.1 Reporting E-** in No4 is Subswardse, Enter Names and Addrars o7 Prima!

6. " F-ederal Department!Agency: 7. * Federal Program Name/Description:

['c‘ Timpeir tmeni of Misnoalooos Toacher Tncentjve Tond

CFOA Number, if sooicabie: |>3 4374

8. Federal Action Number, if known. 9. Award Amount, if known.
‘ ) S | [1_n-;,'l

| 10. a. Name and Address of Lobbying Registrant:

Prafix 71 *First Name i [ Midaie Name L """_]
“Last Mame [\]__ | Suffue i

“Strest 1 ’ ‘ Strest2 | ‘
IR, |

" ity

sk

| State | _ ! B ‘ Z-'p| l
e ninoesticut

b. Individual Performing SeWiCES {(incfuding address ¥ ditferent from Mo, 10a)

Frafiz 1 *First Name [, et l Migdic Marmr

e i
RS

* Stregt 1 | | Skreet 2 | |

* Gy [ l State I i “_“_J Zip

41. Informasion requested through this form is authorized by fitle 31 U8 € section 1352, This disclosure of labbying activities is & material represertation of fact upon waich
reanee was placed by the ter above when the transaclion was mara or entered mta. This discizsure is required pursuant to 31 US.C. 1352, This infermaticn wll bo reported to
the Congress semi znnually and will be available for public inspection  Any persan wha fails to fle the reguired disclosure shall be subject o a civil penalty of not less than
$10 000 and not more than $100,000 for each such fature.

- signature: l-".::r.lp'.z-l’.a::. [ETERETE it o Granzs. gov l

Sr.
RRTRN 1

Title: Auperiot

. . Midgio Name:
Beaygimaalal

andant | Telephone No.: |203-526 3848 [Date: |c.—:.—..p_.-.e.-d an o

. ’ . Autherzed Tor Letal Reproduction
Federal Use Only: standard Form - LLE {Rev. 7-97)




OMB Control No. 1884-00C5 (Exp. 01/31/2011)

NOTICE TO ALL APPLICANTS

The purpose of this enclosure is to inform you about a new
prowvision in the Department of Education's General
Education Provisions Act {GEPA) that applies to applicants
for new grant awards under Department programs. This
provisian is Section 427 of GEPA, enacted as part of the
Improving America's Schools Act of 1994 (Public Law {P.L)
103-382).

To Whom Does This Provision Apply?

Section 427 of GEPA affects applicants for new grant
awards under this program. ALL APPLICANTS FOR
NEW AWARDS MUST INCLUDE INFORMATION IN
THEIR APPLICATIONS TO ADDRESS THIS NEW
PROVISION IN ORDER TC RECEIVE FUNDING UNDER
THIS PROGRAM.

{if this program is a State-formula grant program, a State
needs to provide this description only for projects or
activities that it carries out with funds reserved for State-level
uses. In addition, local school districts or other eligible
applicants that apply to the State for funding need to provide
this description in their applications to the State for funding.
The State would be responsible for ensuwring that the school
district or other local entity has submitted a sufficient

section 427 statement as described below.)

What Does This Provision Require?

Section 427 requires each applicant for funds (other than an
individual person) to include in its application a description
of the steps the applicant proposes to take to ensure
equitable access to, and participation in, its
Federally-assisted program for students, teachers, and
other program beneficiaries with special needs. This
provision allows applicants discretion in develeping the
required description. The statute highlights six types of
barriers that can impede equitable access or participation:
gender, race, national erigin, color, disability, or age.

Based on local circumstances, you should determine
whether these or other barriers may prevent your students,
teachers, etc. from such access or participation in, the
Federally-funded project or activity. The description in your
application of steps to be taken to overcome these barriers
need not be tengthy; you may provide a clear and succinct

description of how you plan to address those barriers that are
applicable to your circumstances. In addition, the information
may be provided in a singte narrative, or. if appropriate, may
be discussed in connection with refated topics in the
application.

Section 427 is not intended to duplicate the requirements of
civii rights statufes, but rather to ensure that, in designing
their projects, applicants for Federal funds address eqguity
concerns that may affect the ability of certain potential
bereficiaries to fully participate in the preject and to achieve
to kigh standards. Consistent with proegram reqguiremen®s and
its approved application, an applicant may use the Federal
funds awarded to it to eliminate barriers it identifies.

What are Examples of How an Applicant Might Satisfy the
Requirement of This Provision?

The following examples may help illustrate how an applicant
may comply with Section 427.

(1) An applicant that proposes to carry aut an adult literacy
preject serving, among others, adults with limited English
preficiency, might describe in its application how it intends to
distribute a brechure about the praposed project to such
potential participants in their native language.

{2) An zpplicant that proposes to develop instructional
matenals for classroom use might descride Row it will make
the materials avaifable on audio tape or in brailie for students
wh are blind.

{3) An epplicant that proposes to carry out a model science
precgram for secondary students and is concerned that girls
may be igss likely than boys to enroll in the course, might
ind cate how it intends to conduct "outrezch" efforts to girls.
to encourage their enrcliment.

Ve recognize that many applicanis may already be
irmplementing effective steps to ensure equity of
access and participation in their grant programs, and
we appreciate your cooperation in responding to the
requirements of this provision.

Estimated Burden Statement for GEPA Requiremnents

According to the Paperwork Reduction Act of 1895, no persons are required te respond to a collection of ‘nfoermation

unless such collection displays a valid OMB control number. The vatid QMB control pumber for this information coilection

is 1894-0005. The time required to complete this information collect’sn is estimated to average 1.5 hours per response,

including the time to review instructions, search existing data resources, gather the data needed, and complete and review
the information collection. If you bave any comments concerning the accuracy of the time estimate(s) cr suggesticns
for improving this form, please write to: U.S. Departmet of Education. 400 Manyland Avenue, S W, VWashington, D.C. '

20202-4537.

Optional - You may attach 1 file to this page.

NHDE TLY GEPA Assnrance .t
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SUPPLEMENTAL INFORMATION
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DEPARTMENT OF EDUCATION GRANTS

1. Project Director:

Prafix: * First Name: Middle Name: * Last Name:

Suffix:

L\Ir'_ Garth Harries

Address:

* Street1: |54 Meadow Streat

Street2: |

" Gity: |_\Iew Haven

County: r

B I |
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3. Human Subjects Research
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|—_I No Provide Assurance #, if available: T -
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New Ilaven Public Schools

Application for Teacher Incentive Fund CDEFA 84.374A
July 26, 2012

Steps the New Haven proposes to take to ensure equitable access to, and participation in, 1t$
Federally-assisted program for students, teachers, and other program beneficiarizs with special
needs. This provision allows applicants discretion in developing the required description. 'The
statute highlights six types of barriers that can impede equitable access or partic:pation: gender,
race, national origin, color, disability, or age.

In this grant proposal, New Haven Public Schools, is applying tor federal assistance to devclop a
human capital management system to impact teachers. Participation in the program will be open
to all teachers in the district. Some componenis of the program will be only oper: 1o teachers
rated effective through the district’s performance cvaiuation system. These ratings are
conducted by multiple raters based upon factors that are not correlaled with gender, race,
national origin, color, disability, or age. Thus we do not expect ratings to be anything other than
randomly correlated with gender, race, national origin, color, disability, or age. However, in
order to ensure this critcrion is not a barrier to equitable participation in the program, evaluation
data will be monitored for any pattern that could lead to a disparate impacts related 1o gender,
race, national origin, color, disability, or age. [f patterns in the data arc detected, rater training
will be adjusted.



Project Abstract: New Haven Public Schools Professional Educator Program

[nvestment from the General Teacher Incentive Fund (TIF, CDFA 84.374A, Design
Model 1) competition in New Haven Public Schools (NHPS or New Haven) will be used to
develop the New Haven Professional Educator Program. NHPS is the sole applicant. NHPS is an
urban school district (LEA) with 20,703 students. The district manages 47 PK-12 schools, 46 of
which meet the federal definition of high needs with 50% or more free and reduced lunch
students. All 46 of the high needs schools will be served by the proposed human capital
management system (HCMS) and performance-based compensation system (PBCS).

Since launching its School Change Initiative in 2009, New Haven has developed and
implemented a nationally recognized reform effort in collaboration with the district’s teachers
and administrators. A central piliar of this collaborative strategy has been educator evaluation
and development systems, as well as a comprehensive trajectory of leadership development
programs. These systems sharc two focal points: {irst, an explicit emphasis on any educator’s
impact on student teamning and school organization; and second, a clear delineation of
professional competencics for both teachers and leaders. In addition, the district has alrcady
attracted teachers to turnaround schools through work place and financial incentives. Two years
of successful implementation show the viability and rigor of these programs both in jncreasing
the effectiveness of the educators and in improving student learning.

New Haven proposes to use TIF over five years to build from its current {foundation to
create a comprehensive and coherent career development program, with the following elements:

Individualized Evaluation and Coaching: Through TIF, NHPS will strengthen the

calibration of evaluators, broaden the resources and exemplars available as guides to good



instruction, and refine the student learning objective process to strengthen appropriatencss and
validity of goals.

Individualized Professional Learning: Through TiF, NHPS will strengthen the culture
and systems of professicnal learning by creating a cadre of expert teachers with clearly
designated skill areas, by expanding the opportunity for inter-visitation and peer-based learning,
and by improving the use of the data embedded in the districts new TalentEd Perform platform.

Differentiated Career Opportunities: Through TIF, NHPS will expand career
opportunities for strong and exemplary educators, positioning them to shape their fellow

competencies, as well as school leadership positions. NHPS will also strengthen its selection
point at the start of a teacher career, by applying educator evaluation and development systems to
pre-service candidates with student teaching assignments or intcfvicws in the district.

Differentiated Compensation: Through TIF, NHPS and the bargaining units will
explore and extend differentiation under the current and future contracts, tncluding for
differentiated career opportunities, for placemants in the highest need schools, and for sustained
and demonstrated excellence as a professional. The stakeholders are explicitly interested in
transforming the teacher salary schedule 1o onz based on effectiveness and the feasibility — along
with the — implications will be explored through the grant (Priority 5).

‘Consistent with New Haven’s dedication and rack-record of collaborative and persistent
reform, the governing board of the New Haven PEP Grant will be a Talent Council of three
administrators and three teachers with explicit shared decision-making in overseeing the grant. In
addition, the grant will strengthen talent organization and systems within the central office, asa

key point of coordination in a district ideally sized for a comprehensive HCMS system.



PROFESSIONAL EDUCATOR PROGRAM
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S A COHERENT AND COMPREHENSIVE HCMS
Investment from the General Teacher Inceniive Fund (CDFA 84.374A, Design Model 1

in year 3, with Design Model 2 in place before year 3} competition in New Haven Public Schools
will be used to develop the New Haven Public Schools Professional Educator Program, building
from a track record of collaboration with local bargaining units in building and two ycars of

implementation of a nationally recognized educator evaluation and development system.

NEW HAVEN'S VISION OF INSTRUCTIONAL IMPROVEMENT
Over the past three years New Haven has implemented a comprehensive, collaborative,

and persistent School Change Initiative, centercd in the goal of instructional improvement in all
the district’s 47 schools that will close the achievement gap with the state, cui the dropout rate in
half, and ensure that every student is ready and able to be successful in college and career. From
the outset of School Change, a central pillar has been a Talent Strategy, with the explicit vision
that, “Adults in the system will be managed as professionals to encourage collaberation,
empowerment, and responsibility for outcomes — and this will epable us to attract, develop, and
retain the highest caliber staff.”

The successful design and implementation of strategies consistent with this vision has
placed New Haven at the forefront of the national conversations on school reform broadly, and
on educator cvaluation and development specifically. These innovations were developed
collaboratively between district leadership and the New Haven Federation of Teachers (NHET)
and the School Administrators Association (SAA), and have been fully implemented 1n all 47
schools for the last two school years. The central features implemented thus far, as they relate to

instructional improvement, inctude:




¢ A clear emphasis on the relationship between professional competencies and professional
impact, represented in the twin emphasis on, first, the development and application of
powerful rubrics of professional competence (instructional practice for teachers,
leadership competencies for leaders) and second, on the tracking and professional
responsibiiity of educators for growth in student learning and, for school leaders, school
performance including culture and climate. This twin emphasis is at the heart of New
Haven’s multipie measurc ¢valuation process. which 1s designed for meaningful

developmental feedback for all teachers and for consequential carcer decisions (sce

sectons Bana ).
¢ Intensc focus on schools that have the greatest need to improve their performance
~ through a contractual turnaround process, that rebuilds school-level collaboration and
mstructional focus that rehires teachers in in turnaround schools through a mutual consent
rehiring process, and providing work rule flexibility and extra compensation for teachers
in turnaround schools.

Furthermore, the School Change initiative in New Haven embodies a core value of
collaboration, not for its own sake, bul for outcomes — so that the strengthening of the District
and our educators will be done with the District’s educators. This collaboration is reflected not
only in contract language strongly supported by ecducators, but is also reflecied in the regular
mteractions of collective responsibility for outcome i the district, through the districts Reform
Committee and other interactions (See Educator Involvement Section). This labor-management
collaboration and innovation has been recogntzed at the national level. The White House

recognized New Haven’s work ecarly in the process:
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New Haven, CT recently ratified a new four-year contract for their teachers, including a
new teacher evaluation system that considers student learning gains in the assessment of
teacher performance and that identifies and provides interventions for struggling teachers
through a peer-assistance and review program.’

In May 2012, Secretary of Education Duncan visited New Haven to reinforce his mterest
in learning from New Haven’s during his visit he said “New IHaven is at the forefront of tough-
minded collaboration, not collaboration around the status-quo, but collaboration around closing
the achievement gap.” Union leadership has also lauded New Haven’s work. In 2012, Randi
Weingarten, President of the American Federation of Teachers, wrotc about New Haven:

The ﬁrst-year results of New Haven's evaluation system, which focused both on teacher

practice and student learning and which provided genuine assistance and support for

teachers needing improvement, show a positive effect on teacher quality. While much of
the media attention was on the teachers who didn't make the grade, the real story was that
this collaboratively negotiated approach focused on continuous improvement for all
teachers in the district.®

This systemic change of instructional focus is beginning to work: in 2012 the proportion
of students who are proficient on the ELA Connecticut Mastery test (grades 3-8) was 65.5%,

which was 17.5 percentage points less than the state average of 84%, reflecting a steady decline

! White House {July 24, 2009). Fact Sheet on Race to the Top. Retrieved July 22, 2012 from:
http//www.whitehouse gov/the-press-office/fact-sheet-race-tep

% Alexandra Sanders, (May 30, 2012). “Education Secretary Arne Duncan discusses school reform at New Haven
roundtable; Connecticut approved for No Child Left Behind waiver”. New Haven Register. Retrieved July 22, 2012

from
http:ﬁwww‘nhregister.com;’articIes;‘2012,’05}30}news!new_haven/docafc58475597b1801865324.txt?viewm0de:
fullstory

¥ Randi Weingarten, {January 1, 2012)_ “Calling the Right Plays to Help Teachers Succeed”. Huffington Post.
Retrieved July 22, 2012 from: http://www.huffingtonpost.com/randi-weingarten/calling-the-right-plays-

t b_1210812.htm|




from 23 percentage points in 2008. In cach of the last three years, New Haven has doubled the
states ratc of grown on Mastery Tests overall, and the City has seen significant improvement in

graduation rates — but much work remains to be done,

AN HCMS SYSTEM LIKELY TO INCREASE THE NUMBER OF EFFECTIVE EDUCATORS
Investment by the Tecacher Incentive Fund (TIF) would enable transformartive change in

New Haven by translating these foundational efforts into a more comprehensive Professional
Educator Program, which will touch more aspects of each teacher’s professional life beyond the
annual evatuation process, and build the culture and systems of professional excellence in the

district. The_ Professional Educator Program will be a comprehensive human capital

management system that builds collaboration, empowerment, and responsibility for outcomes,
touching not only individualized evaluation systems aiready in place in New Haven, but also
individualized professional Jearning/development, targeted pre-service screening and sourcing
(including training, sclection, and placement), differentiated career opportunitics, and
differentiated compensation, with evaluation and development of both professional competencies
and student and school growth consistently al tae core.

Resources from T will be used to improve current syslems to prepare, select, hire,
place, retain and compensate effective educators. It will build capacity to provide career
differentiation and job-embedded professional development such as coaching, mentoring,
Instructional Rounds; it will decpen a culture of collaboration, empowerment and responsibility
for outcomes. While New Haven’s infrastructure is reinforced, the district will identify
strategies for reallocating resources within the district to sustain the Professional Educator
Program. The Professional Educator Program will increase the number of effective educators

and improve student outcomes through the leverage points described below
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.;éTHE RANGE OF HUMAN CAPITAL DECISION MAKING IMPACTED BY EDUCATOR EFFECTIVENESS
The Human Capital Management System that New Haven has built since 2009 is already

increasing the number of effective educators in our high needs schools, as evidenced by
instructional improvements, by separation from material numbers of low performing tcachers
and principals, and by the re-staffing of 10% of the district’s schools through contractually
enabled turnaround. This existing system provides an ideal foundation to construct and
strengthen additional components though the PEP program. This section provides an overview
of the current and future human capital decisior-making system, and the strong and
strengthening relationship to the core educator evaluation system.

NHPS agrees with the USDOE that the core of a Human Capital Management system
must be an effective evaluation system, and has invested in that developing and implementing
that engine over the last three years. The New Haven cvaluation and development systems for
both teachers and principals were developed through collaborative process, are rooted in an
annual professional feedback and conference process, and result in one of five annual summative
ratings (Exemplary, Strong, Effective, Developing, Needs Improvement) based on professional
competencies and student and school growth outcomes. The evaluation systems have
implemented for all teachers and principals in the district over the last two school years, and are
described in full in Section B; Professional Development, both through the embedded coaching
of the evaluation process and more generally through other coaching and professional learning
opportunitics, is described m full in Scction B and C respectively. The remainder of this section
deals with the other elements of the district’s current and proposcd Human Capital management
systems. With TIF support, New Haven can implement an immediate series of immediate

activitics during Year 1 (2012-13) of the project on the basis of existing bargaining agreements.

New Hiven School Change
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Refinement and deepening can happen for Year 2 (2013-2014). Additional future activities will
be the result of negotiations with the NHFT and SAA, which are scheduled to occur in the
summer of 2013 to create new contracts beginning Year 3 of the grant (2014-15).

Teacher Pre-Service (including teaching training, selection, and initial placement

and support): The district has already expanded bevond traditional routes to recruit and support
effective new teachers. One source for New Haven is Teach For America (TFA), with particular
emphasis on minority and shortage area hiring. The district also participates in several

innovative preparation programs with local colleges or universities that seck to place student

teachers and mtems, laking steps to mntegrate their university and school-based experiences.
New Haven Public Schools has also has an established teacher mentoring program — it is
required by the state, but New Haven has invested particular energy in effective implementation,
and in alignment of the mentoring process to the TEV AL competences and development process
in order to transition teachers from pre-service to in-service.

In order to strengthen the cffectiveness of teachers entering district classrooms, New
Haven will expand its efforts in selective sourcing from multiple educator preparation models
(alternative, lab, co-located and Professional Development Schools).. This selective sourcing will
be rooted in the TEVAL systcm, expanding the use of TEVAL competencies and effective
teachers to screcn and select candidates. First. New Haven will maximize the “pre-teaching”
experience of candidates within New Haven schools, and the rigor of screening conducted in that
“pre-teaching.” By ensuring placement with effective teachers, and by empowering those
educators and their managers to utilize the educator effectiveness evaluations as a screening tool,
the district will project educator evaluation into teacher pre-service — and enable carly and

strategic hiring of thosc pre-teachers who are rated highly on the educator evaluation system. To
' 7
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accomplish this New Haven will replicate its current work with Albertus Magnus College
(AMC), where students take their applied method courses as interns within New aven Public
Schools, and will screen those interns using the TEVAL competencics. [n addition, New Haven
will expand the University Lab programs for student teachers conducted by Southern
Connecticut State University {SCSU) and Quinnipiac University, again, cnsuring screening of
student teachers using the TEVAL framework, and building a system to deliver early offers to
students scoring highly as student teachers on the TEVAL rubric.
To support the strategic selection of tcachers, by the end of the grant period, the Talent
Office will have the capacity for strategic and accelerated teacher hiring. This will include
projecting how many new pdsitions are needed, and strategic hiring for the highest-needs schools
in the district (Peer Group C), which will enable early offers to highest potential teachers, as
identified through the Pre-Service work of the Talent Office.
Under the Professional Educator Program, New Haven will use the TalentEd system to
capture and utilize information about teacher effectiveness to:
e Ensure that the supervising teachers supporting student teacher arc cffective teachers
» Identify promising pre-service teachers and make job offers to thosc teachers early in the
hiring cycie.
» Provide feedback to teacher preparation programs based on the TEVAL ratings of new
teachers produced by those programs.
» Identify and increase strong teacher preparation programs identified by the effectiveness
of teachers produced by those programs and their district retention.

e Encourage effective and strong teachers to work in New Haven’s highest need schools.
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These multiple strategies, grounded in the TEVAL system, will incrcase the effectiveness of new
teachers hired into New Haven, with emphasis on the highest needs schools.

Teacher Differentiated Career Opportunities: Currently, career development for teachers

is ad hoc. Those teachers who are interested in school leadership can enter the leadership
development pipeline, described below. But otherwise, although teachers may tzke on different
forms of teaching roles, including different coaching and out-of-classroom roles, thosc roles are
not managed through connection {o educator effectiveness, and there is not material evolution of

teacher’s career through conscientious selection, targeted evaluation, and differentiated

compensation. 1Te systemns built through TIF and the PEP program will create meaningful
career differentiation, starting with the foundation of individualized development built in the
TEVAL system in order to focus on career differentiation opportunities for cffective teachers.

This career differentiation is intended to better utilize the skills of New Haven’s effective
teachers, to improve overall instruction, and fo increase teacher satisfaction leading to improved
retention of effective teachers. In Year 1 New Haven will work in collaboration with the Talent
Council (see the Project M'anagement Section) to:

a) Modify the existing TEVAL systems to encourage carger planning for strong and
exemplary teachers, to explicitly consider the ways to support the professional learning of
other teachers.

b) Ildentify additional FExpert Teacher roles for exemplary and strong teachers, with
extended duties, as enabled by the current language of the NHF'T contract (From NHFT
Contract, Appendix B section 3b: “Compensation Enhancements for Diffcrentiated Roles
and Other Activities. Compensation enbancements may be proposed in connection with

various roles, including but not limited to the peer assistant/evaluator. Such roles shall be
9




made available to those teachers who demonsirate the highest levels of validated

performance per the District’s evaluation system, irrespective of senjority. Enhancements

may also be offered in connection with other activities, including but not limited to
agreeing to teach in certain schools, such as reconstituted schools.”) Exemplary and
strong teachers would be cligible for these positions, with appropriate selection including
verification of instructional expertise and support from peer professionals. Supervisors
could make the final selections from the eligibie pool. This position will include extra
duties for teachers —including formal responsibility to support individual and professional
growth of teachers - and would include a stipend of up to $5,000. Duties for Expert

Teachers will depend on the particularly strong aspects of their practice, as identified by

the NIIPS instructional practice continuum of TEVAIL. These duties could include:

i) Curriculum/Assessment Specialist, with responsibility to support individual teacher
planning and disfrict curriculum and assessment design (lor teachers with strength in
planning and assessment dimensions of TEVAL).

ii) Instructional Delivery Specialist, with responsibility for supervising student teachers,
new teacher mentorship, and various ways of serving additional students (Summer
School, tutoring, distance learning) (for teachers with sirength in classroom
instruction dimensions of TEVAL).

ifi) Youth Development Specialist, with responsibility for supporting collcagues in youth
devclopment activities, including organizing advisory and de-cscalation of students
(for teachers with strength in supportive instruction and relationships of TEVAL).

Expert Teachers may also be designated as Instructional Coaches or as Instructional

Managers (IM). As an IM the Expert Teacher cvaluate, teachers who have are willing to be
. 10
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evatuated by their peers. The existing TEVAL system allows for [M, and through the
Professional Educator Program, New 1aven expects this practice this lo expand, reducing the
burden on administrators.

Teacher Differential Compensation: Another foundational component of the current
human capital system is the effort to attract effective teachers to turnaround schools. This
component supports active steps to improve the effectiveness of teachers in these schools
through selective placement and compensation. All teachers in turnaround schools re-apply for

their jobs, which resulted in the transfer of teachers who were not expected to effectively work

within the turnaround context. The district and the NHFT have already negotiated and
implemented differentiated compensation for educators who work n high-necds schools, and
turnaround schools, in particular (See Optional Attachment OA] and QAZ2).

NHPS will accelerate efforts 1o retain effective, sirong, and exemplary teachers through
compensation. The negotiations with the NHFT will occur the summer of 2013 <o be
implcmcnted in Year 3 of the grant (2014-15). The differentiated compensation budget for TIF
was created to allow for additional compensation of up to $1,000 for those rated Effective (2}, up
to $5,000 for those rated Strong (4) and up to $10,000 for Exemplary (5). This budget is
significant enough to be used to leverage changing the salary schedule, which would be
preferred, and these decisions will be discussed throughout Year 1 of the grant period. In
addition, New Haven will seck to expand the stipends (up to $3,000 per teacher) available to
effective teachers in the highest-needs schools in the district (Peer Group C, with the highest
percentages of mobility, special education, and ELL). This effort is targeted for implementation

in Year 2 of the grant, based on usc of the existing NHI'T contract language.

11
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Principal Pre-service (including leadership training, selection, and initial placement

and support): Since the launch of school change in 2009, the systems of pre-service and
leadership development have been a priority for the district. Leaders are recruited and developed
in several voluntary leadership pre-development programs, including Future Leaders (for
Exemplary classroom teachers; new coaches or team leaders), Emerging Leaders (for Exemplary
teacher-leaders or coaches ready for AP positions or residencies), the NHPS & Achievemnent
First Residency (an ARC Certification Program in partnership with the local high performing
charter school network, designed to accelerate future and exemplary leaders all the way to school
leadership positions), and High Potential Leaders (APs and other leaders ready for principal
positions). PEVAL competencies are used to select promising leaders for leadership
opportunities and pre-leadership training programs. The training provided focuses on the
Instructional Rounds process, described in Section C, where leaders in pre-development
programs collaboratively visit schools with experienced leaders to grow instructional and culture
feadership skills. These interns are included in leadership professional development, evaluated
using leadership framework, and can be used as instructional managers. The selection process
for principals and APs was adjusted in the spring of 2012 to focus intensely on demonstrated
competencies, including in an experiential interview process. During the summer 0f 2012, a
New Leader “Bootcamp” based on PEVAL competencies was provided to new principals,
including the opportunity to work with their new teams. New Haven has existing plans and
funding to work through the Connecticut Center for Schooi Change to use the New York City

Leadership Academy (NYCLA) model for to train coaches for newly hired leaders. A cohort

model is used currently for new leader training and support and for training and support for the

coaches.
12




As it develops a more comprehensive pre-service HCMS for leaders, New Haven will
build from its current trajectory for new leader development. For lcaders grown from within the
district, New Haven will use TEVAL and PEV AL evalualions to identify leadership program
candidates. When recruiting from outside the district, New Haven will screen for eftectiveness
and key emerging leadership competencics such as people management. By the end of the grant
period, the Talent Office will strengthen the new leader pipeline including activities such as:

1) Develop on-going tracking of all developing leaders, their competencies, and ‘deal

succession opportunities. This will include, by December of each year, a confidential fist of

those internal candidates with the highest potential to move into principa] positions.
2) Accelerate principal hiring schedule to attract higher caliber candidates, allow for more
?}ifectivc planning.

Principal Differentiated Career Opportunities: As with teachers, the career
development of principals in currently relative ad hoc: some may become central office
administrators, seme may be tapped for diserete projects, but the district has not taken a
systematic view to how to provide career opportunitics and additional opportunities for leverage
for the District’s strongest leaders. Under the PEP program, the district will focus on self-
censcious designation of mentor leaders, selected {rom among strong and exemplary teachers
and with clear differentiation in responsibility and additional compensation (up te $5,000). New
principals have and will continue to receive mentoring and support from these mentor principals,
with greater structure and focus. Principals will have designated responsibilities to support the
professional learning of colleagues such as mentoring new principals and Emerging Teacher
Leaders, and facilitating instructional rounds. These roles will be developed during Year 1 of the

grant and rolled out in Years 2-5.
13




Among Assistant Principals, NHPS will pursue career differentiation for those assistant
principals who are in long-term building management positions, and those who are on a
trajectory for a principal position. Career planning and differentiated development opportunilies
will begin this effort. In Year 2, Assistant Principals who are on an effective management track,
i.e. those who will remain in that role, will have carcer differcntiation opportunities in mentoring
other Assistant Principals in duties such as operations management, student discipline and parent
outreach. Those who are on the leadership track to become instructional lcaders will have carecr
diffcrentiation opportunities focused on training, coaching, and organizational management.
More formal differentiation of roles will be discussed in the throughout Year 1 and in SAA
negotiation of 2013. Additional meentorship responsibilities could come with stipends (as with
teachers and princi-pals) of up to $5,000. Ultimately, by the end of the grant period, some
assistant principals will be in the management track, with differcntial accountability related to
their actual role, whereas others will be in an instructional Jeadership éareer track, with clear and
individual 360 degree accountability.

Comprehensive human capital management of the school leader workforce will also build
from the existing progress in New Haven, including the PEVAL system and the extensive
network of leadership development programs. The capacity and strength of the Talent Office,
working in partership with the Directors of Instruction, will cnable individual carecr planning
for New Haven’s administrators. Ia addition t¢ managing data from the PEVAL process, the
Talent Office will use an assessment to map the administrator’s current leadership skill set,
including 360 feedback, and identify a pathway for growth within the New Haven lcadership
framework. This information will be used to pian for both new hiring to and development of the

lecader workforce.
14
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Principal Differential Compensation: Currently in New Haven, the salary scale for

principals is tied to the size and level of the school. Under the PEP program, in addition to the -
mentor principalship compensation described above, the district will focus on incentives for
effective leaders to work in higher needs (Tier [T and III) schools. New [aven has demonstrated
its ability to replace principals (the four who left after receiving low ratings) with high potential
internal and external candidates. New principals were supported with a new principal cohort,
focusing on development of leadership compelencies as well as logistical support for their

transition. Through negotiation with the SAA in 2013, effective leaders (rated Strong (4) or

Exemplary (5)) could receive bonuses of up to $5,000 for working_i.n high-nceds schools. This
seems to be a particularly important tool for increasing the equitable distribution of effective
educators given Milanowski et al’s findings (July 20, 2007) “...a principal with a reputation for
being supportive increases the likelihood of job aceeplance by over 19 percent (16.8542.43). To
get this effect with a higher base salary would require an increase of over $25,000...7
Performance incentive and retention tools for leaders will mirror those for teachers, and
will be negotiated in 2013, to be implemented in the 2014-15 school year. This is designed to
include differentiated compensation for strong and effective leaders. The current plahs envision

differentiated compensation of up to $10,000 for exemplary principals, and $5,000 for strong.

| WEIGHT GIVEN TO EDUCATOR EFFECTIVENESS
Over the last few years, New Haven has built the core engine of an evaluation and

development system — bul used it primarily only for separation decisions (described in section
B), and to encourage individual professional feedback and development (described in sections B
and C). Under the new PEP program, New Haven’s educator effectiveness will become a more

pervasive influence through the human capital management system. Effectiveness ratings will
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continue to be the determinant in retention decisions, and will become the major component for
career altcrnatives, compensation, and pre-service sclection. Being rated effective will be
necessary for additional duties and compensation in high needs schools. Being rated effective
will be a screening device for educator career differentiation. Effective ratings wil! be necessary
for receiving the performance/retention incentives to be negotiated in 2013. Effective ratings will
be associated with recruitment bonuses for hard to staff positions to be negotiated in 2013.
Performance evatuations will continue to be a central data source in identifying individual

professional learning opportunities.

FEASIBILITY OF HUMAN CAPITAL MANAGEMENT SYSTEM
New Haven has alrcady implemented a high quality evaluation system, as described in

section B. This foundation makes the rest of the human capital system highly feasible,
particularly with the investment of TIF resources to support the transition to a fully embedded
‘human capital management system. The implementation of both the cvaluation development
system and the planned human capital management system has been staged 1o build confidence
in the evaluation and development system, and to lead to the most effective implementation of
subscquent components of the human capital management system.

In order for educator evaluation to shape human capital system broadly, the district must
not only have a rigorous, valid, and reliable individual educator evaluation system — the district
must have the ability to efficiently extract and use information from that evaluation, both to
inform individual human capital management systems and to inform overall system and policy
development. The district took a key step in future integrating human capital management
systems by purchasing the TalentEd online platform for performance evaluations in January

2012. The platform was adopted in order to strcamline paperwork and tracking between
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teachers and instructional managers. More powerfully, the new platform will enable teaders to
engage in deeper analyses of teacher competencics across schools and across the system, to
targeting professional development and otherwise cnsure that district priorities reflect the actual
details of teacher evaluations. The district is already tracking student learning at the classroom
level in ways that can inform the HCMS, and the TalentEd Perform platform can be mapped to
the student growth data in SchooiNet and other sources, as described in Section B on Educator
Evaluations.

The commitment of district union and administrative leaders, the proposed governance

structure of the Professional Educator Program, the resources provided by New Ilaven, the
proposed implementation timeline and the TIF grant all further reinforce the feasibility of the
PEP program moving forward. The leadership at the district and union level has cemonstrated
its commifment to negotiating reforms to improve human capital systems in New Haven. A
proposed governance structure for the grant, the “Taleat Council,” builds off of the Reform
Council used to negotiate prior human capital innovations. A significant majority of the
members of the Talent Council are union appeinted signilying both their engagement and voice
in the process for developing the Professional Educater Program (see Mandatory Attachment
(MA) 3). The implementation timeline for the proposal provides time and support for the Talent
Council to learn about and prepare for the 2013 negotiations which will finalize the Profcssional
Fducator Program. The Professional Educator Program will improve the overall effectiveness

and equitable distribution of teachers in New Haven.

ECOMMITMENT CF NEW HAVEN LEADERSHIP
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New Haven’s commitment to talent development and a viable human capital
management system is demonstrated by the progress made so far in developing the evaluation
and development system. School system, union, and city leaders are not only committed — they
have already delivered on the idea that Talent is a core feature of school change, and have
followed that commitment with the persistence to design and delivery a model evaluation and
development system. Many of the hard battles have been fought, several of the key components
in a culture shift to using evaluation data do make decisions are working and student
achicvement is improving. Educators are also supportive and committed: Administration,
principals, and union leaders engage regularly in discussions about next steps, and educators
continue to express satisfaction with the progress as illustrated in Figure 1 below.

Figure 1: Response to the question “Overall, | am satisfied with the teacher evaluation

process

77 2010
52011
2012

% Agree or Strongly
Agree

This chart shows satisfaction with the evaluation systems has increased over time. By 2012 the

majority of teachers and three out of four administrators are satisfied with the teacher evatuation

system.,
18
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EADEQUACY OF FINANCIAL AND NON-FINANCIAL INCENTIVES
New Haven’s PEP system will use both financial and non-financial incentives that will be

adequate to build the culture and systems of cokerent human capital management. First, the non-
financial incentives are significant: the intrinsic reward of recognition from colleagues as an
expert teacher, as well as the ability to extend the profession in the areas of particular
competence, will be significant for many educations. The Super-Sub program wili significantly
increase the ability of expert teachers to free time to contribute to professional growth,

meaningfully reducing the obstacles to participation.

In addition to.the non-financial inppni'i\mq’ the financial inceniives are alson significant. for

a range of different differentiated compensation alternatives under PEP:
1) Compensation for extra duties for selected educators that have been rated effective.

a) For effective Principals, all extra dutics will be on-top of existing dutics. ¥or effective
Teachers, there will be two tracks of duties. First, will be extra duties on top of existing
dutics. Teachers in these roles will be called Lxpert Teacher.

b) A second group of teachers, called Emerging Leaders, whose extra duties temporarily (up
to three years) take them out of the classroom as they provide teacher leadership.

2) Bonuses for teachers and principals who are rated effective on the TEVAL and PEVAL
systems.
3) Compensation for effective and above educators who work in high-needs scheols (identified
as Peer group C schools with the highest mobility, Special education, and ELL populations).
For both teachers and leaders, the estimated size of these bonuses and stipends are
appropriate for the purposes of significantly increasing the effectiveness of the educator

workforce through recruitment and retention and increasing the cquitable distribution of effective
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educators. Proctor et al (2011) suggests incentives of $2,400 were adequate to marginally
increase recruitment of highly qualified teachers within context of a reformed human capital
system. Clotfcltér, Glennie, Ladd, and Vigdor’s (2006} had similar conctusion that a relatively
small bonus ($1,800 per year) for math, science, and special education teachers teaching in high
poverty or struggling schools reduced turnover by 12%. Rescarch on stipends for only student
growth does not show an effect (Springer, 2010), however, the research is limited on systems
that both reward and support teachers in their professional Jearning. New Ilaven is prepared to

continue to be a trailblazer.

B. RIGOROUS VALID, AND RELIABLE EDUCATO‘{ E‘JALUAT?ON SYSTEMS

The heart of New Haven’s HCMS is an educator evaluation system that includes both
professional competencies and student growth and individualized professiohal learning plans.
These education evaluation systems were designed for both teachers and principals/assistant
principals in 2009-10 and fully implemented in the 2010-11 and 2011-12 school years, each step
in collaboration with the NHFT and the SAA. The system is designed to be fair, developmental,
and consequential, providing high quality feedback to all educators and allowing struggling
teachers to receive the intensive support to improve, and fair decisions about those who cannot
improve and must separate from the school system. Two years of actual data from system-wide
implementation demonstrate that the system is achieving these goals. Through this nationally
recognized teacher cvaluation and development system, as well as through its recruitment and
selection, New Haven aims to ensure that there is an effective teacher is in every classroom. The

key design features of the evaluation systemns are iliustrated in Figure 2.
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Figure 2: Design Features of the New Haven Educator Evaluation Systems

Design Feature Summary
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To enable adults to be managed as professionals, in October 2009, New Haven and the
New Haven Federation of T'eachers (NHFT) signed a landmark teachers’ contract. The contract
was an important step in laying the groundwork for School Change. It established a new teacher
evaluation and development system (TEVAL) created collaboratively by New Haven and the
NHFT. The agreement also gave the district new flexibility to make significant changes in
staffing and structure at low-performing schools. The design of the TEVAL system was finalized

in 2009-10 school year and deployed throughout the district in 2010-11.

'| HIGH-QUALITY RUBRICS

The evaluation system in place in New haven since the 2010-2011 school year for all

educators in New Haven assigns a single annual summative rating, from among a 5 part of scale

spanning from exemplary to necds improvement. For both teachers and for principals, the
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evaluation synthesizes student learning outcomes (described below under growth) and observed
professional competencies, using high quality rubrics for both. The overall structure is
illustrated for teachers inkrror! Reference source not found., and is exactly the same for leaders with
the replacement of Leadership Practice for Teacher Insiructional Practice, and the incorporation
of school level growth in addition to school learnming outcomes:

Figure 3: Components of the Teacher Evaluation System

Teacher Evaluation and Development Focuses in 3 Areas

Measured By Materials

Growth in studen
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_____ -
on the following scale:

The instructional practice continuum applied to teachers, like the other parts of the
evaluation, was designed in deep partnership with committees of teachers. The framework
includes three steps of instruction in planning, classroom practice, and reflection, and in each
part of the process, the teacher is evaluated and coached on the clements of purposefulness,

supportiveness, and meaningfulness of the instruction. Within classroom practice, for example,
22
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there are 4 indicators under purposeful instruction, 3 indicators under supportive instruction, and
3 indicators under meaningful instruction, and there are 19 indicators overall: the teacher
instructional practice framework is backed by a detailed continuum that defines each clement in
greater detail, as well as observational frequency expected for any given component (see optional
appendix for detail). An area of further implementation throughout the TIF supported Talent
Office is to use the tracking of these individual component ratings to support individualized
professional development, including in identification of expert teachers with strengths in the

same component areas.

Similarly, principals have 5 domains of professional competency undergirding their
evaluation and development, synthesized from high quality rubrics gathered by the PEVAL
committee of administrators and teachers, and cach with sub-elements. These are as follows:

(1) Vision: Set clear direction for the school community; identify and address
strategic opportunitics and challenges; plan for and manage change

(2) Instructional Practice: Prioritize instruction énd student learning; si-apport good
curriculum, assesémcnt, and pedagogy (including infusing technology across the
curriculum); use data to inform instructional decisions

(3) Culture: create standards of excellence; build and maintain a focus on student
learning; engage familics and other stakeholders, and maintain stakeholder
commitment

(4) People Leadership: lead teams and delegate responsibility; develop instructional

and leadership talent; and effectively manage staff (i.c. TEVAL process)

23

@ [ s

Noew Haven Schoot Change

I PPN




(5) Operational/Organizational Leadership: build effective organizational structures;
build effective organizational systems; maximize available resources, including
finances and time

The PEVAL and TEVAL process ensures that teachers and leaders are rated and receive
coaching and feedback across each aspect of the leadership competencies. For both teachers and
leaders, these frameworks not only form the basis of observations, but also provide structure to

pre-service development and leader professional development.

| STUDENT GROWTH MEASURES
Beyond professional competencies, the other aspect of evaluation is the demonstrated

impact on student learning (for tcachers) and student Jearning and school impact (for principals).
Importantly, all elements of student learning included in evaluation and development emphasize
growth — that is, the advancement of learning relative to peers with a similar academic history.
This is important because it enables some control for environmental factors, so that like students
- are compared to each other, and because it better reflects the actual contributions of individual
teachers over the course of the year.
Student learning growth is measured by the actual student progress for students taught by
a given teacher, relative to goals established at the beginning of the year by a teacher and an
Instructional Manager (IM) (i.c. a Student Learning Objective, or SLO, methodology). At the
goal setting conference each teacher, along with the IM, selects at Jeast two student-learning
measures and develops rigorous goals for eacl: measure. During the mid-year conference student
learning measures and progress are reviewed end adjusted as appropriate. Growtn level ratings
are assigned at the end-of-year conference for each goal based on student learning progress.

Teachers are responsible for bringing as much data as is feasible and appropriate to their goals to
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the mid-year and end-of-year conference. This methodology is designed both to allow for
flexibility in different classes and situations, and alsc to increase the degree to which teachers
take responsibility for the learning goals — and results — accomplished by their students.
Student-learning measures include both tested knowledge (state tests, district
assessments) and demonstrated skills {¢.g. student work/portfolios) and will vary depending on

content area, grade, and teacher. Student performance on the Connecticut Mastery Test (CMT)

should be included as a student learning measure for 1cachers who teach CMT-assessed subjects

in grades 4-8. A framework of relevant assessments by grade level and content area is included

in the Goal Setting Worksheet.

The TM assigns a student-learning growth rating based on review of the available interim

data and information discussed at the mid- and end-of-year conferences. Ratings are assigned

bascd on district-wide guidelines, using multiple years of student growth compared to academic

peers and across measures, in a system designed to capture clear and consistent trends in student

learning, and not year-to-year or instrument-to-instrument variation:
» Ixemplary (5): Consistent (i.e. 2 out of 3 vears) lop growth for students
e Strong (4): A preponderance of evidence points to above average learning growth,
o Effective (3): A preponderance of evidence reflects average student learning growth,
and/or mixed results
s Developing (2): A preponderance of evidence points to below average student learning,

o Needs Improvement (1): Consistent (1.e. 2 out of 3 years) low growth for students
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The goal setting guidance chart in Error! Reference source not found. shows the assessmenis

used in the process and further illustrates how teachers of non-standardized tested subjects

measure student growth.

Bilingual} {K-3)
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General Ed {inchuding

teacher and M selocied (2]

)
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CMT {Reading. Mah, \WWrithg)
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Teacher and IM selected (as needed)
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| Art, PE, Music, Tech Ed)

K12}

« Teacher and IM selected {2+)
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For principals, the goal setting process is the same, with principals setting goals with the

Director of Instruction who manages and coaches them, and APs setting goals with the Principals

who manage them. However, for principals and APs, the goal selting options include, in

addition to improvement in student learning, as reflected in summative growth in academic

performance, the ability to add additional goals whick: speak to school growth and improvement.

Typically, these measures are drawn from New Haven’s annual school learning environment

survey, recently implemented for the 3 time and including upward feedback for administration

each time. In this second category, specific feedback goals can be set to reinforce the leadership

aven Schoeol

s

R

Chang

[

e

26



competencies described above, including to measure improvement in the five domains of the
survey (academic expectations, collaboration, communication, engagement, and safety &
respect), and/or to measure change in specific guestions in the survey, several of which provide
specific feedback on the principal (i.c. teachers asked their degree of agreement with the
statement “I feel supported by my principal”). See a sample learning environment survey in the
appendix. Furthermore, principals may sclect other school performance goals beyond
standardized assessments and climate surveys, including student retention and success indicators

and student, teacher and administrator attendance rates

Future plans under the Professional Educator Program are to strengthen the Student
Growth component of the evaluation system during implementation of the Professional Educator
Program include improving training on Student Learning Objectives. Objectives of this training
include maintaining cqual rigor across teaders and improving IM feedback to teachers. The
TalentEd system will be used to track goals to ensure rigor across the district. As discussed tn the
prior section Teacher Leaders will be used to provide timely feedback and suppost. Emerging
Teacher Leaders are expected to help with the validation of observation and growth measures
when there is a contested score. In addition, moving forward with the support of the TIF grant,
the district plans to develop more explicit upward feedback on all IM’s, so that a condition of
evaluating and coaching teachers is to be included in an annual feedback surveys of the specific
tcachers managed by any IM, whether principal, AP, or tcacher IM, on the quality of the of
evaluation and coaching provided.

The innovative Colorado Growth Model is currently provided as data to support the goal
setting process for both teachers and schools. This statistical tool uses longitudinal student

assessment data fo calculate valid and reliable measures of student growth relative to similar
27
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students. Data produced from the Colorado Growth Model is used in tiering and its use in the
student learning goal setting process can be expanded as teachers and leaders become more
comfortable with the calculation. New Haven is the only district in Connecticut that uses this

innovative methodology, which is also used in Colorado and at least thirteen other states.

HIGH QUALITY PLAN FOR EDUCATOR OBSERVATIONS, INCLUDING TEACHER AND PRINCPAL
SPECIFIC ELEMENTS
The centerpiece of conducting the evaluation and development process are required

regular, substantive and collegial discussions between a teacher and that teacher’s Instructional
Manager (IM), or between a principal and the Director of Instruction. The IM may be the
Principal, Assistant Principal, or other administrative leadership. In an innovative development,
the IM may also be a teacher in an out-of-class-oom role, when the individual teacher agrees to
have their evaluation in the hands of that person. 1o maintain the professional learning
orientation in the TEVAL, cach educator has a single manager who is responsibility for his or
her evaluation and development — those managers have been mapped to be sure that all educators
have someone who is evaluating and coaching them. The manager, at his or her discretion, can
bring other administrators into the process to gather as complete and accurate a sct of
information as possible and to provide a full range of support — but the professional conferences
~ must a}ways be between the manager and the educator.

Each conference includes discussions of professional goals and steps for teachers to
accomplish those goals. School leaders belicve the system has supported development. The goal
of these evaluation and development conferences is to provide comprehensive and constructive
feedback to each teacher, including all the elements of teacher evaluation, and to set a defined

plan of development opportunities for the teacher. The conferences anchor of the rest of the
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cvaluation and development process, and the foundation of the professional relationship between
teacher and IM. The ratings fof the three evaluation components are synthesized into a final
summative rating at the end of each year based on the matrix of performance provided below.
New Haven has already implemented two vears of evaluation calling for multiple
educator observations. Currently, at least 2 observations are conducted for all teachers, with at
lcast one required to inform each conference — with additional observations and validation for
teachers who are on the trajectory to be rated needs improvement (1) and exemplary (5). Rather

than an exclusive emphasis on formal observations, Instructional Managers have the authority to

conduct more frequent, informal observations. Teachers may request a formal classroom
observation for the classroom portion, if they prefer, though that would not preclude IMs from
making additional instructional rounds. Observations arc not limited to classroom observations,
but include diagnostic and planning sesstons, and other professtonal interactions that contribute
to learning and the school community.

If, through the goal setting process and carly ohscrvations, an IM belicves a teacher has
the potential to be rated either needs improvement (1) or exemplary (3) at the end of the year,
then they must notify the leacher and the central office. This kicks off an innovaiive validation
process, whereby mutually agreed third party validators accompany the IM for three subsequent
formal observations, including one announced and two unannounced. The ratings of the IM and
validator arc compared at the end qi’ the year, to assess the fairness and calibration of the IMs
ratings. Where there is a discrepancy, that discrepancy is accounted for 1n the final evaluation
rating assigned by the district and the positive and negative consequential decisions which follow

from the rating.
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Principal observations are conducted primarily by the Director of Instruction, though at
least two school visits a year. Curriculum Supervisors, consultants, and others who interact with
the principal may provide input through the Director of Instruction. The Learning Environment
surveys described above can also provide input on the leadership competencics, as can a wide
rangc of other qualitative information. Over the last several years, Cambridge Associates have
worked with the Curriculum Supervisors and the Directors of [nstruction to strengthen and
calibrate school observations and feedback mechanisms.

Future improvement of the system under the Professional Educator Program will include
improving inter-rater reliability and improving the process for validating ratings, including
training and using Teacher Leaders and Emerging Teacher Leaders as validators. This will build
capacity within the district to identify and measure excellence in teaching and leading. It will
also expand the number of possible validations, enabling validations to extend te strong and
developing ratings as needed. Future improvements to the leadership cvaluation system are
focused on differentiation of rubrics for the different roles consistent with the differentiated
carccr opportunities described earlicr. Also, New Haven will increase the role of Directors of
Instruction in Assistant Principal Evaluations, in order to ensure the rigor of those evaluations —
the distribution is similar to the distribution for principals.

Educator’s final ratings arc a combination of the three evaluation clements: Instructional
or 1.eadership Practice, Professional Vahies and Student Learning Growth. First, the IM arrives
at a rating that combines the Instructional Practice and Professional Values ratings based on
obscrvations of practice. The Instructional I.’ractices rating accounts for 80% of this
observational rating. As discussed above, the [M also assigns a Student Learming Growth rating

is arrived at through a process of conferences and goal setting. The final rating is assigned using
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the matrix in Figure 5 (this matrix is also used to arrive at final PEVAL ratings). The matrix
shows the intersection of these observation and growth components and how they translate to a
final rating. For example, a teacher with a Student Learning Growth rating of 5 (Hxemplary) and
a combined Instructional Practice/Professional Values rating of 3 (Effective) will receive a final
rating of 5 (Exemplary). In practice, the weight of the student learning growth varies by the
clarity and consistency of the student growth that a teacher or teader has produced, in some cases
accounting for more than 50%, and it is significant in all instances.

Figure 5: Matrix for Determination of Final TEVAL and PEVAL Ratings

The TEVAL and PEVAL systems are able to differentiate between teachers and identity
effective teachers and are tied to development, consequences, and continuous improvement.
Figure 6 below iliustrates the distribution of scores on the PEVAL in its first year of
implementation. The student growth component of the TEVAL system uses multiple years of
data for stﬁdcnts, this method was shown by Rockof and Speroni (20.09) to be a more rcliable
predictor of student growth. It shows that the system differentiatcd among teachers with 2%
scoring at the lowest level and 11% of principals scoring at the highest level. A similar

distribution was produced by the TEVAL system.
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Figure 6: Distribution of TEVAL and PEVAL scores in 2010
2010-11 Ratings
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The New Haven TEVAL and PEVAL systems are already rigorous enough to produce
censequences. High performing teachers are recognized: after the 2010-11 school year there
were 36 teachers validated as exemplary using the new teacher evaluation system. Teachers
identified as Needing Improvement and Developing receive intensive support. This support was
cffective at raising the performance of 39% of the teachers identified as Needing Improvement in
2010. Additionaity, low performing educators have been identified and separated. Teachers
who remain at the Needs Improvement (1) level for an entire vear can be separated at the end of
that year. Teachers who are at the Developing (2} level for two years can be separated at the end
of the second vear. The focus of the TEVAL system on talent development, rather than
punishment, is a core reason why these consequences can be applied on either side of the tenurc
line. After the 2010-11 school year, 34 teachers (including 16 tenured teachers) did not return.

Four principals did not return between the 2009-10 and 2010-11 school year (8% of the total
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principal workforce). I'inal consequential decisions are currently in process for the 2011-12
school year, but a comparable number of consequential decisions are expected; 17 needs
improvement teachers have already resigned under performance pressure through the course of
the year, at least one developing principal has separated from the district, and final evaluation

decisions are still pending.

EXPERIENCE MEASURING STUDENT GROWTH AND IMPLEMENATING EVALUATION
As described, the district 1s just completing the second vear of implementation of the

cvaluation system described in this section. As such, the district already has the capacity to

inform the student learning goal setting described above. In addition, the district has
implemented the Colorado growth modcl through the Center for Innovative Assessment to
‘provide growth mcasures both at the school and at the teacher level. Finally the Talent Office
will consolidate the administrative functions needéd o implement this grant, minimizing internal
administrative conflicts and maximizing the coordinztion of human capital development cfforts
in the distriet

C. PROFESSIONAL DEVELOPMENT SYSTEMS TO SUPPORT THE NEEDS OF TEACHERS AND
PRIMCIPALS IDENTIFIED THROUGH T-E EVALUATION PROCESS.

A primary focus of TIF grant activities in the Professional Educator Program will be to
refine and expand New Haven'’s current professional development systems to better meet the
needs of Teachers and Principals. This expansion will focus on three strategies: empowerment
through use of data, collaboration to improve practice, and the responsibility of educators to
improve their own practice.

New Haven uses the term Professional Learning, to imply the range of experiences that

can drive improve practice for an educator, ranging {rom formal training to informal interaction
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with peers in the teacher’s lounge. For purposes of the TIF application we will use the term
professional development, but reviewers should recognize that our goal in New laven is for that
term to indicate a wide breadth of profcssional experiences that requires an educator’s active role

in learning, rather than passive position of being developed.

CURRENT PROFESSIONAL DEVELOPMENT SYSTEMS
The TEVAL and PEVAL competences frameworks evaluation systems are the

centerpiece of New Haven’s current and futurc professional development systems. Through the
evaluation process, teachers and leaders must create individual development plans that drive
their professional development throughout the year. The PEVAL and TEVAL documents inclode
cxplicit focus, and therefore explicit discussior: with the manager, on both areas for development
and opportunities and resources to support that development. Resources for development can
include the manager themselves, through classroor observation and other coaching, but it can
also include other school resources (such as coaches, other teachers, and grade teams) and other
out-of-school resources (such as district-delivered PD and local training programs). All of New
Haven’s elementary-middle schools have at least one literacy coach, to provide support n
literacy instruction. Many schools also have mathematics coaches, to provide support in
mathematics instruction.

Formal professional time is a part of th: NHFT contract, allowing for three formal after-
school sessions a month. As a district, the New Haven provides six formal professional
development sessions a year for teachers within their content areas. Starting in 2010-2011, the
district has begun to systematically survey teachers fer their fecdback on training in each subject
area, and to utilize that data to strengthen the professional development. In addition, starting in

2009-10, the district organized six of the remaining professional development times as school-
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based Data Days, a practice borrowed from Achievement First to accomplish embedded
professional development and collaboration in the assessment of data, the diagnosis of student
need, and action plananing for the next instructional cycle.

Whenever possible, New Haven attempts to usc a cohort model of professional learning.
For example, a new principal cohort was formed from the four new principals hired to replace
those who left after receiving low ratings. T'eachers are regularly trained in new curriculum,
including common core, in cohotts.

In the area of leadership development the district has implemented a scaftold for

leadership program, stretching from teachers who have energy and attention to spend outside the
classroom to high potential assistant principals preparing to be school leaders. To support this
leadership development trajectory, the district has developed partnerships with innovative and
high-quality outside professional development providers. A key component of the leadership
development in the district is the practice of Instructional Rounds. Instructional Rounds use
inter-visitation between schools to collaboratively build instructional leadership skiils (City,
Elmore, Fairman & Teitel, 2009). This leadcrship development activity has been lead through
New Haven’s partnership with the Connecticut Center for School Change.

In the arca of teacher development, the district has a long standing a menrorship program
that is aligned with the TEVAL rubric. The mentoring program is based upon the state’s TEAM
(formerly BEST) program but uses locally developed tools to better support new teachers in the
New Haven environment. Teachers work with experienced mentor teachers, and goals
established through BEST are aligned to the TEVAL framework. In the future thesc Teacher
Leaders identified through their high ratings and strength within the TEVAL {ramework will

provide this support.
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Teachers who are on track to receive Needs Improvement rating (1) receive focused
support. The district has.a track record of helping these teachers improve: in November 2010, 75
teachers were identificd as potentially receiving a Needs Improvement rating. These teachers
received a formal plan for improvement and 39% of them {inished the year with higher

evaluations, including 12 who were rated as Effective (3) or Strong (4) teachers.

TEVAL and PEV AL have the potential to generate significant data, including feedback
from teachers on both school P and district P, tracking of staff progress in different
competencies through the TalentEd platform, and tracking of educator retention and promotion
data. With the capacity of the Talent Office created by the Professional Educator Program, these
data will be used more sysiematically to evaluate professional development for iis effectiveness.
Data from the Talentlid program will be examined to understand if current efforts are meeting
the development needs of the district in a cost effective way.

The professional development system will focus on using effective teachers identified as
either Expert Teachers to collaborate with colleagucs to provide professional lcarning
opportunities, as described above in the HCMS section. Part of the Expert Teacher’s incremcntal
responsibility will be to embed support and coaching for other teachers, particularly teachers
rated less than effective (needs improvement and developing). To enable this work to be
embedded, the Professional Educator program will invest in creating a core substitutes,
tentatively named “Super Subs.” These full-time substitutes will be managed by the Talent
Office to frec teacher leaders and teachers needing support for joint professional learning

opportunities, with clear advance scheduling and lesson planming to maximize the Jearning in the
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Expert Teacher’s class while they are out, and maximize the impact of the Expert Teacher in
working with other teachers for that period.

A second component of the future professional development system is expansion of
Instructional Rounds. Working in partnership with the Connecticut Center for School Change,
New Haven will expand its capacity to conduct thesc activities by training members of the Talent
Office {o facilitate these activities. Instructional Rounds are structured inter-visitations between
schools for school leaders. They sharpen practice and collaboratively prompt reflection while

develop instructional managers through practice at critically and constructively viewing

instructional activities (City, et. al,, 2009). Central to the development of instructional and
_school leaders will be training and coaching as part of New Haven'’s on-going relationship with
the New York City Leadership Academy (NYCLA). Some Emerging Teacher Leaders and all

new principals will participate in training and coaching from NYCLA.

‘ USING DISAGGREGATED DATA TO IDENTIFY NEEDS
New Haven has the capacity to use disaggregated data to identify and respond to

problems. New Haven has been implementing Data Days for several years and New Haven has
been featured in state Data Team training videos. With the advent of the TEVAL and PEVAL
systems, employing data on student growth ir: the classroom in combination with observational
data educators have become accustomed to using disaggregaled data to inform their individual
professional growth.

In January 2012, these new evaluation systens migraied to an clectronic platform called
TalentEd. This electronic system provides teachers and leaders with expanded data (e.g. student
achievement, student growth, and teacher observations) to plan instructional needs and educator

strengths and weakness. Within the Professional Educator Program, Talentlid will manage and
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consolidate information on individual skill needs. It is intended to help leaders identify specific
areas of need to make decisions about continued performance and professional development,

“discussed in the next section. The planned professional development under the TIF grant will
strengthen the ability of New Haven to build upon disaggregated data produced by TalentEd.
This will streamline efforts 1o develop individualized professional development plans and by
providing teachers with longitudinal data on their practice.

The Talent Office will employ Talent Associates with significant analytic capacity to
support directors of instruction, principals, and schools in disaggregating data to identity
professional learning needs and plan professional development activities. Data from Talentkd
will ecmpower leaders with evaluation data dashboards that will help leaders plan and manage
Professiona! Development within their schools and across the district. They will be better able to
identify common needs within schools and match those teachers with Teacher Leaders or other
training opportunities to meet those needs. This data will be used by the Talent Office to identify
capacity needs within the district and to prepare Teacher L.eaders and Emerging Teacher Lcaders

to meet those needs.

PROVIIEIJING PROFESSIONAL DEVELOPMENT iN AN INDIVIDUALIZED TIMELY WAY THROUGH
JOB-EMBEDDED OPPORTUNITIES
Job-embedded professional development (JEPD) is described as “Evaluating and solving

problems of praciice in order to improve a teacher’s practice, which 1s at the heart of JEPD, is
usually best accomplished through sustained collaboration in identifying and supporting the
implementation of evidence-based instructional practices™ (Coft, Coggshall, Dolan, and Powers,
2010). Examples of job-embedded professional development can include mentoring, coaching,

lesson study, and class visitations (Coft, et.al, 2010). New Haven already has in-place many
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JEPD structures including coaches in all clementary and middle schools and strong mentoring
programs for new teachers and principals. Many or all of these programs are expected to remain
in place during the implementation of the Professional Educator Program. Equally important, a
core value behind the Professional Educator Frogram, collaboration, is a hallmark of JEPD.

As noted earlier, for the past two years New Haven has implemented a system of
providing individualized professional development through the Individual Deveiopment Plans
created yearly during the evaluation processes. These individualized plans will continue.

However, under the Professional Educator Program, educators will have access to more

resources to meet their individualized needs. The development of Teacher Leaders. Emerging
Leaders and Principal Mentors are a central activity of the Professional Educator Program and
are ail aimed developing the capacity within the district for educators to collaborative work to
improve practice. Educators in these new roles will receive training on adult learning and
collaboration, and be expected to use those skills to support their collcagues. Building both the
culture and the systems for a shared responsibility to collaborate to inoprove practice 1s a key
cultural change to occur through the investment in the Professional Educator Program.

A two-pronged strategy will be employed to mect teacher provide professional
development in a timely and job-embedded manner. The first prong is within schools, where all
teachers will be expected to work with their colleagues to help identify instructional needs and
resources to meet those needs. Teacher Leaders, coaches and other IMs will be expected to
broker these necds with resources to help teachers improve their practice.

The second prong will be the Talent Office. The Talent Office will usc data from
Talentkd to quickly identify teacher needs and to match teachers with Teacher Leaders and other

resources to meet those needs. The Talent Office will be able to analyze TEVAL and PEVAL
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data to organize, manage and coordinate job-embedded professional development activities in a
{imely manner. A core valuc the Talent Office will manage the supports provided by ctfective
teachers who are identified for additional job-embedded professional develop through the
Teacher Leaders and Emerging Teacher Leader roles. These activities will include coaching,
mentoring, visitation, and observation of model lessons.

The work and roles of the existing literacy and math coaches in the district will be
revisited to ensure implementation of job-embedded professional development best practices.
These effective teachers will be a source professional support within the school buildings
providing timely profcssiohal development. The “Super Subs™ will be managed to free teachers

from classroom duties to allow for timely professional development within their own buildings.

PROVIDING PROFESSIONAL DEVELOPMENT THAT IS LIKELY TO IMPROVE INSTRUCTIONAL
AND LEADERSHIP PRACTICES
Currently, there is district level focused professional development for needs improvement

teachers on classroom management, as that is the issue struggling teachers have. During the
2011-12 school year, there was a strong correlation between those who attended training and
those who improved. Furthermore, there are a variety of school-based tools, as determined by
teacher and IM to be useful: frequent obscrvations and feedback from principais and coaches,
model lessons performed by coaches, release time to observe other leachers, and weekly
coaching on lesson plans.

The Talent Office will continue to calibrate the needs of New Haven’s teachcrs and
leaders with professional learning opportunities (aka. professional development). The heart of
the professional learning system described above is embedded coaching, both through managers

and through teacher and principal experts created through the PEP program. According to the
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research of Joyce and Showers (1987), only 25% of learners will transfer a new skill into
practice as a result of theory, demonstration, practice, and corrective feedback during traming —
but 90% will make the transfer when job-embedded coaching is included.

There is a wide raﬁgc of innovative interventions that improve student outcomes that will
be pursued by the Talent office. For example, tn the Arf and Science of Teaching, the authors
argue that there are three components are necessary for effective classroom pedagogy: (1)
sustained use of research-based effective instructional strategies; (2) ongoing use of effective

management strategies to promote a true community of learning within the classroom; and (3)

use ol effective classroom curriculum design strategles (Marzano, Frontier & Livingston. 2011).
Hattie (2007) conducted a meta-analysis of over 50,000 studies to understand the effect sizes in a
variety of education reforms. With regard to improved instruction, he found that the following

strategies affected student outcomes the most:

o tudentexpectations 209 | 305 144

8 Providing formative evaluation 8.1, 18 90
5 | Accelemton a1 | 24 .88
5] : Classroom behavioral_ - 160 ) 942 _ .80
8 Teackerclarity . ma | ma 18
9 Reciprocal teaching 38 53 14

oo Peedback 1287 . 2080 . 73

There are several opportunities that will be explored and provided by the Talent Office.

INVOLVEMENT OF EDUCATORS
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The Talent agenda in New Haven is a product of deep collaboration between the district,
the unions, and individual tcachers. The process launched in October 2009, when New Haven
NHFT agreed in the contract to provide recommendations to the Board on the creation of a new
tcacher evaluation process that included student growth as a significant factor, and which would
be both developmental and consequential. The contract also included provisions on turnaround
designed to attract teachers to the most difficult schools (work rule flexibility, new team-
building, and additional compensation) and the potential for differentiated teacher roles, selected
only on the basis of educator evaluation, inclucing for additional teaching leadership
responsibilities or difficult assignments. The contract was approved by an overwhelming margin,
842 to 39. The SAA contract, which followed, incorporated by reference the elements of the
NIIFT contract, acknowledging and accepting the impact of reform for school administrators.

After the contract ratification, teachers and administrators met In working groups
throughout 2009-10, and several committees continucusly to today, to crafl, monitor and refine
the key clements of the committee. The overarching steering committee has been the Reform
Committee of 3 teachers, 3 administrators, and 2 parents, with a non-voting chatr, that was
established by the NHFT contract and which is charged with providing input on overall reform,
with primary responsibility for recommending student performance metrics for use in
performance management systems. PEVAL and TEV AL committees, both of which included
teachers and principals, were established for the 2009-10 school years to design the details of the
evaluation process described in section B. The reform committee has assumed responsibility for
ongoing monitoring of PEVAL and TEVAL. In addition, a climate survey committee of parents,
teachers, and administrators designed the learning environment survey, and has continued to

meet 10 refine the swrvey and monitory the process.
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The Professional Educator Program is an outgrowth of ongoing discussions between
educators and the administration, particularly though the Reform Commitiee. Issues of
differentiated career opportunitics for educators, retention of high potentiaj educators, and
building a cohort of respected and acknowledged expert teachers have all emerged from Reform

Committee meetings.

EVIDENCE THAT EDUCATORS SUPPORT THE PROFESSIONAL EDUCATOR PROGRAM
The support of New Haven Educators is reflected in the bargaining agreements already

signed, the work alrcady underway, the support and invelvement letters provided for this grant,

and the commitment to continue to engage in the guestions of biuman capital management

through a formal Talent council. As described above, the 2009 NHFT contract alrcady includes
kcy elements of the PEP program, including the educator evaluation system, Teacher Expert’s
ar.awn from the ranks of strong and exemplary teachers, and compensation to be paid to teachers
in the hardest to serve schools. The letter of support from the NHFT, attached as a mandatory
attachment, reflects a willingness to rethink professional careers more broadly: as NHFT
president Dave Cicarclla writes in that letter, “We believe it is appropriate to impiement
differentiated career and compensation opportunities that are fair and celebrate the professional
educators who dedicate their life to the teaching craft and to student learning.”

The SAA support has been fully supportive for the implementation of School Change so
far, including for cducator evaluation and school turparound. This is reflected in their work in
designing, implementing, and in many cases leading the work of New Haven School Change
thus far — again, which has been fully implemented over the last two years. Their support for the
forward going PCBS is more limited, but they arc engaged. As the letter from the SAA

executive board indicates, they welcome the opportunily to participate in the Talent Council, and
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they explicitly acknowledge the district vision to support development, innovation. and
adaptation.

Both the NHET and the SAA have agreed to participate in the Talent Council, with the
explicit goal of shaping and implementing a comprehensive human capital management system
in New Haven. The Talent Council will serve as the governing board for the New Haven
Professional Educators Grant, and is a natural extension of the district’s successfu experience
with a citywide Reform Committee, and with Teacher and Administrator committees that created
TEVAL, PEVAL and the NHPS climate survey. The Talent Council will include 3 Teachers
selected by the NHFT and 3 School Administrators selected by the SAA, with the Assistant
Superintendent acting as the Superintendent’s non-voting designee and chair of the committee.
Ad hoc members may be involved, and sub-committees on specific topics will be created as
needed, with the approval of all groups. The Talent Council will make all decisions about grant
policy, inctuding financial disbursements.

The next contract negotiation will be summer of 2013, and will be informed by the work
of the Talent Council. At the bargaining table, New Haven’s teachers and adiministrators will
address and devciop explicit priorities for the Human Capital Management System
improvements described throughout this proposal, many of which will be implemented in 2014.

Please see Mandatory Attachment (MA) 3 for letters of support from NHET and SAA.

PROJECT MANAGEMENT

The center of the expanded professional learning program will be the establishment and
development of a Talent Officc within the District’s central office. The Talent Office will merge
and tightly couple current central office practices from human resources, recruiting, labor

relations, professional development, leadership development, cvaluation, and instruction
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(LElmore, 2000), which are currently dispersed through within at least three disparate parts of the
NHPS central office. The Talent Office’s guiding principles will be twofold: (1) to serve as New
Haven’s “lead learners” (in schools this factor’s impact on student outcomes was twice that of
any other) (Robinson et al., 2009) and (2) to sustain learning gains year aftcr year, schools must
have effcctive leaders and teachers (Kane & Staiger, 2008). The Talent Office will be charged
with guiding and implementing the continuous improvement of the TEVAL and PEVAL,
including both professional competency and student/school impact. Its statf members will the

use these tools to impact the effectiveness of educaters throughout their career continuum (pre-

service, sclection and placement, in-service, exiting and retention).

The Talent Office Director will report to Project Director and Assistant Superintendent
Garth Harries. The office will synthesize the various dimensions of the professional educators
program, ncluding evaluation and development functions, professional learning functions, and
carcer development functions including recru’ting. Specifically, the work of Gemma Joseph
Lumpkin, the current director of Leadership Development; Michelle Sherban-Kline, the current
leader of the TEVAL implementation (and insuring fidelity to the NHFT contract); and Donna
Aicllo, the current supervisor in the Office of Staff and Organizational Development will be
synthesized in through the Talent Office tcam. In addition, current and future staff responsible
for recruiting will be located within the taleﬁl office.

With this core in place, the Talent Office will add district capacity for management and
use of the TEVAL and PEVAL systems to inform teacher and Jeadership development. Ileven
new professional positions will be added through Talent Office: three Talent Associates, a Data

Analyst, six Super-Subs, and an administrative assistant position. With the corc cxisting team in
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place, described above, and the grant awarded, the will work to develop thoughtful job
descriptions for the additional members of the team: the Talent Office Director, Talent
Associates, the Super Subs, the administrator and the additional Junior recruiter.

Several roles are of particular note. First, the Talent Associates. Currently, principals are
supervised by one of the three district Directors of Instruction that will work with the Talent
Office. Each Director of Instruction oversees and network of approximately 15 schools. The
‘Talent office will add three Talent Associates that will work with the Directors of Instruction to:

1. Support the further use of TEVAL data to inform professional development
2. Work to improve identification and hiring of effective cducators
3. Manage the expanded duties and teacher ]eadefship activities in schools.

Tach Talent Associate will have designated arcas of expertise such as projecting and
responding to hiring nceds, scheduling and managing teacher collaborative time, working with
teacher preparers to identify talent and solidify connections with the TEVAL framework, and/or
central office professicnal development (e.g. common core, curriculum, mandatory bullying
training, ctc.). The administrative assistant will support these activities.

Second, the Talent Office will also include an additional data analyst. This posttion will
be charged with managing the newly implemented TalentEd system and extracting data from the
‘Talentkd system for use in organizing professional learning opportunities. The Data Analyst will
coordinate with the information technology office and support Instructional Directors and the
Principals as they work together to access data. Talent Office staff will identify & structure
through which it will reflect upon these data, identify options for improvement, test the options,

and implement mid-course corrections to the Human Capital Management System.
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Third, the Super-Subs will be full-time substitutes that are used to frec teacher leaders
and teachers for professional development activities. This is {further discussed in the Professional

Development in Section C above.

 SUFFICIENT HUMAN RESOURCES
By the second year of the grant, the Talent Office Team will be comprised of existing (10

FTE) and new (11 FTE) position, as described in the previous section. This, coupled with the
cadre of expert teachers and mentor principals whose work will be coordinated across the
system, is sufficient to build an effective culture and systems of human capital management.

Furthermore, New Haven will seek the shori-term-assistance of consullants to-assist-with-the

development and growth ol its current systems as shown in Figure 7:

Figure 7: Contractors Used to Support Implementation of the Professicnal Educator Program

EVALUATION: New Haven will contract with current evaluators from UCONN to strengthen reat time,
formative evaluation design, to pravide the Talent Office meaningful and neutrat 3rc party feedback

STRATEGIC BUDGET REPRIORITIZATION: New Haven will contract with a consultant with financial

management expertise to assist with identifying savings throughout the district budget in order to build
fiscal sustainability for the program.

PCBS CONSTRUCTION: Whether with the above consultant or with an alternate provide, New Haven will
contract for consultants to support PBCS development, which could include, but not be limited to cost

modei development and facilitated discussions about the potential stipend levels and/or salary schedule
reform.

PEER ENABLED LEARNING: NHPS will contract with a consultant or consultants to build the capacity of
Expert Teachers to influence aduit development, and tc build protocols and capacity for peer-enabied
inter-vistation between classrcoms and schools
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TEVAL AND PEVAL CALIBERATION: Calibration efforts will continue and expand as needed to strengthen
inter-rater reliability and improve feedback skills, likely with ReVision Learning Partnership, LLC and
Cambridge Associates respectively

TALENT TECHNOLOGY: New Haven will seek to strengthen the technology enabling evaluation and
coaching, including the creation of apps for its evaluation systems.

DEEPENING OF EVALUATION SYSTEMS: Additional materials for implementation of TEVAL and PEVAL
including, but not limited to individual 360 feedback survey costs (i.e., Val-Ed types of systems).

PROJECT OBIECTIVES AND PERFORMANCE MEASURES
Project objectives and performance measures mirror the strategic categories of intervention

within TIF:

Pre-Scrvice:

Improved alignment of 1. Alignmcflt within programs

preparation with New Haven 2. Number of graduates from program

teaching framework 3. Number of graduates with experience in NI1
Improved identification and 4. Number of graduates from above hire
training of leaders to mect 5. Systems {o identify effective trainee

New Iaven’s needs 6. Effectiveness of now hires

Selection and Placement

Entering the market early 7. Early and accurate projection of needs
8. Timing of vacancy announcements

9. Timing of hires

48

B

wew Haven School Cliange




Identifying talent

10.

Number of new hires trained in NI

11. Number of new hires with experience
Placing talent in needed 12. New Hires with experience in high need schools
schools 13. Early hircs in high needs schools
Transfers of effective teachers | 14. Transfers between schools
towards need 15. Transfers lcéding to increased pay
16. Transfers info and from high needs schools
In-Service T -
Improved training to meet 17. Satisfaction with fraining
mdividual needs 18. Consistency of growth in schools
Carcer differentiation Icading | 19. Satisfaction with c;arccr
to improved satisfaction 20. Improved retention
| Tdentification of leaders 21. Number of leaders identified
22. Satisfaction of leaders with training
23. New leaders placed in slots
24. Effectiveness of leaders

Exiting

Removal of in-cffective

teachers

25, Number of teachers identified as ineffective

26. Number of teacher who improved after initial identification
27. Number removed

28. Relationship of removal to school performance
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Retontion of cffective teachers | 29. Number of highly effective teachers retained

30. Distribution of effective teachers

“EFFECTIVE PROJECT EVALUATION PLAN
The Evaluation Plan for the Professional Educator Program is intended to support

program implementation, monitoring and understand ing of the ultimate program impact and
factors associated with that impact has three components:
s Internal performance metrics and program monitoring to ensure near-term goals of the
project are accomplished and to inform midcourse correction
« External monitoring and support of the TEVAL and PEVAL cvaluation systems. These
systems arc the keystone to the rest of the Professional Educator Program.
o FExternal evaluation of New I1aven’s School Change. This evaluation will conncet the
strategies for change with student achievement outcome goals.

The internal evaluation will be led by the Talent Office, which will create a management
system to monitor whether the activitics within the grant have been accomplished resulting in an
improved comprehensive human capital management system that improves educator
effectiveness throughout their career continuum. New Haven will monitor al} formative metrics
possible from the project objectives above, including alternate variables which may indicate
change.

An independent team of experts will examine the implementation of the proposed
program. The evaluation will examine changes within each dimension of NHPS’s human capital
management system (pre-scrvice, hiring, professional development, evaluation, retention, and

compensation} as a result of the proposed program and educators’ views of these changes. The
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process cvaluation will serve three purposes. First, 1t will monitor whether changes arc
implemented with fidelity to the proposal. Second, it will provide regular feedback to NHPS
about how personnel at the center ol the reforms—teachers and school leaders—view these
changes. Third, 1t will provide formative information for improvement of the program. The
evaluation team will meet a minimum of three times each vear with district leaders to provide
evaluative feedback (see Optional Attachment OA 9}.

RAND has been already been contracted 1o design an evaluation plan and reporting

system for the New Haven School Change reform to help gauge how well the reform effort is

meeting its goals and has agreed to include the Professional Educator Program in that evaluation.
This evaluation will focus on the overall reform effort and its outcomes, but atso includes focus
on cach of the School Changes Eftorts three main pillars, of which the Talent Agenda is one. The
RAND evaluation team has experience connecting reform efforts to student learning outcomes
{seec Opticnal Attachment (OA) 10).

The Talent Office team will track the Government Performance and Results Act (GPRA)

measures as listed in the TIF application.

A REALISTIC AND ACHIEVABLE TIMELINE
The proposed Professional Educator Program has components that will be implemented

immediately upon implementation of the grant (i.e. Year 1 or 20012-13), components that will be
implemented in gradually and not completely until Year 2 based on time needed to implement
effectively, and components that will be negotiated with the appropriate unions during the
normally scheduled negotiations in the summer of 2013. Compensation changes negotiated in the

summer 2013 will not be fully implemented until the 2014-15 school year (Year 3) as show in
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Figure 8. As with the implemcntation of the TEVAL and PEVAL systems, the year following

negotiations wili be spent developing, testing and piloting new systems.

Figure 8: Compensation components of the Professional Educator Program and

implementation Schedule

Tmmediate Phased

implementation implementation

over Year 1

Negotiated in the
summer of 2013,
implemented in 2014-

15 (Year 3)

1. Bonuses For Effective
Performunce

2a. Compensation ¥For lixtra
Duties (Principals and
Teacher Leaders)

b, ('_'."0mpéiis'atiun for
Emerging Teacher Leaders
3a. Boauses for Teachers
Working In High Needs
Schools
3a. Bonuses for Leaders
Workiog In High Needs

Schools

Y

@HE

New Haven School Change
B T O N .

52



The NIFT has already introduced an alternative compensation system in the current
contract language, targeted to additional responsibilities and particular assignments. Their letter
of support expresses an appetite to consider for wider professional and compensation
differentiation. A Talent Council with district, teacher and administrator representation wilt be
formed as part of this grant to provide governance to the development of the Professional
Educator Program, including decision-making about grant resources. See the section on
Educator Involvement for more detail.

The timeline for the project is year 1 1s in Figure 9:

Figure 9: Project Timeline

Year Task L.ead contact

12-13 Establish Talent Oflice Crarth Harries
Establish Talent Council; hold monthly meetings: Gaarth Harries

focus on shared values for negotiation

»  Budget analysis Garth [ larries
o Cantinued Calibration of TEVAL Michelle Sherman-Kline
» Continued Calibration of PEVAL Gemma Joseph Lumpkin
s Create apps for THVAL and PEVAL Gemime & Michelle
o Project management of PBCS creation Talent Office Director
""" TPilot Super Sub me%— hire 2 to be deploved into Thired by Takens Office
up to 12 schools for the .ﬁl.‘.ti‘,t Ve o the vear: focus on - Dircctor

scheduling of Professional Learning accordingly
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Hire remaining Super Subs in Spring Talent Office Direclor

3-14 school year Team

SUSTAINABILITY

As demonstrated throughout this proposal, New Haven has existing leadership
commitments to dramatically improve student performance and prepare New [aven public
school students to attend and succeed in college. Superintendent Mayo’s willingness to make the
changes needed over the past three years to realize this vision is remarkable. This commitment is
demonstrated through the significant time (human capital) and resources (financial capital})
needed to develop a vision for and implementing School Change. Furthermore the district has
secured philanthropic resources to support the reform efforts, and expects to continue to do so.

The district recognizes that a key component of sustainability is financial sustainability.
As part of the TIF grant, New laven will hirc outside support to analyzc current expenditures to
identify resources that can be reallocated in order to sustain Professional Educator Program,
assessing not only the existing salary scale, but also school structures, non-school spending, and
other sources of existing funds that can and should be re-directed to the priority ¢f @ human
capital management system, including differentiated compensation. New Haven will go through
its normal procurement processes to identily the appropriate consultant for these services,
drawing from preliminary conversations with ERS and the District Management Council. This
contractor will work with district in Year | to identify “low hanging fruit” that can easily be
reallocated to support the long term sustainability of the Professional Educator Program. In Year

2 the contractor will assist with implementation of these plans. The contractor will return in
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Year 4 to revisit and if appropriate assist with additional reallocation to sustain the program past
Year 5 of the grant.

To itlustrate the feasibility of long term fiscal sustainability, and to set targets for funding
to be reallocated through strategic budgeting cver the course of the grant, consider the following:
Total compensation for teachers in high needs schools in Year 3 (first year of full
implementation} is estimated to be $121,000,000. The estimated TIF funding for additional
compensation for addition responsibilities and extra dutics in Year 3 is approximately $431,000

which is 8% of total teacher compensation.

New Haven will work with the NHFT and SAA through the Talent Coﬁncil lo negotiate a
revised salary structure based on etfectiveness. The current teacher salary schedule is shown in
Error! Reference source not found. and it follows the traditional steps for increased experience and
lanes for increased education.

As reflected in the [etter of support from the NHFT, the starting peint for the negotiations
will be working to add 1o or replace the salary increases associated with increased education with
increases tied to cffectiveness ratings on the TEVAL. The Talent Council will examine the
technical issues implementing a new structure. They will examine the cost implications of the
new systern, impacts of the new system on current employees, voluntary methods of transferring
employees {rom one system to another. The goal for the system will to be to tie ali significant

increases to effectiveness.
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REQUIREMENT 1 — PERFORMANCE-BASED COMPENSATION FOR TEACHERS, PRINCIPALS, AND
- OTHER PERSONNEL
New Haven is proposing a Performance Based Compensation System (PBCS) that will fit

with Design Mode! 1. We emphasize, however, that based on exiting coniract language; we will

begin the TIF grant within Option 2, focused on career ladders. This system is called the

Professional Educator Program and it has three basic components (amounts given are estimates):

1. Bonuses for teachers and principals who are rated cffective on the TEVAL and PEVAL
systems. In the case of teachers, effective is defined as ratings of Effective (3) (up to a $1,000
bonus), Strong (4) (up to a $5,000 bonus), or Exemplary (5) (up to a $10,000 bonus). In the
case of principals, effective is defined as a rating of Strong (4), or Exemplary (5) (each rating
receives up to a $10,000 bonus). Educators will only' receive bonuscs for the year(s) they are
rated effective.

2. Compensation for extra duties for teachers and principals rated above effective (strong and
exernplary), and selected as Expert or Mentor Educators. These extra dutics are ntended to
utilize these effective educators to raise the effectiveness of other educators across the district
and provide carcer differentiation for effective educators.

a. For effective Principals, all extra duties will be on-top of existing dutics. For effective
Teachers, there will be two tracks of duties. First, will be extra duties on top of
existing duties. Teachers in these roles will be called Teacher Leaders. Principals and
Teachers performing these cxtra duties can be compensated up to $5,000. Not all
effective principals or teachers are expected to perform these cxtra duties. Educators
will be selected by the Tatent Office for these duties based upon services needed as

identified by the Talent Office, the skills and ability of educators to perform those
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services, and inferest in the educator in performing those services. It is anticipated
that 10% of eligible teachers and up to 50% of eligible principals will participate in
these extra duties in any one year.

b. Second will be teachers, called Emerging Teacher Leaders, whose extra dulies
temporarily take them out of the classroom as they provide teacher teadership. Pari
of the supporting tcacher feadership will be the development of a cohort of three to
six full-time substitutes (called Super-Subs) who will free teachers and Teacher

Leaders to participate in professional learning. Emerging Teacher Leaders will be

temporarily (up to three vears) moved out of the classroom to the Talent office to
serve provide teacher leadership throughout the school and will receive up to $5,000
stipends for additional duties beyond contractual duties. TII" grant funds will be used
to hire replacement teachers. The Talent Office will write job descriptions for the
Fmerging Teacher Leader positions. Job deseriptions will vary depending on nceds
for professional development as identified by the Talent Office. It is anticipated that
10 to 15 effective teachers will serve as Lmerging Teacher I.caders per vear.

3. Compensation for effective teachers and principals who working in high-needs schools
(tentatively identified as Peer Group C schools, or those schools with the highest percentages
of mobility, special education, and ELL learners). It is anticipated that eligible educators
participating working in Tier I schools will receive up to $5,000 bonuscs per year.

The proposed Professional Educator Program has components that will be implemented

-immediately upon implementation of the grant (i.e. Year 1 or 20012-13), components that will be

implemented in gradually and not completely until Year 2 based on time needed to implement

effectively, and components that will be negotiated with the appropriatc unions during the
57
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normally scheduled negotiations in the summer of 2013. Compensation changes negotiated in the
summer 2013 will not be fully implemented until the 2014-15 school ycar (Year 3). Figure 3
shows the relationship between compensation components of the Professional Educator Program

and timing of implementation.

REQUIREMENT 2 — INVOLVEMENT AND SUPPORT OF TEACHEﬁS AND PRINCIPALS
The New Haven Tederation of Teachers (NHFET) is the sole representative of teachers in

New Haven. The School Administrators Association {SAA) is the sole representative of
principals and assistant principals. The involvement of these organization representing teachers
and administrators in the design and on-going implementation of New Haven's Professional
Educator Program is indicated in threc ways. First, is their ecngagement in developing the core
components of School Change embodiced in the TEVAL, and PEVAL systems as well as the
tandmark NHFT contract, and the SAA contract which refercnced and accepted that NHFT
contract (see Optionai Attachment (OA) 1 and 2). Second is the engagement of the SAA and
NIIFT in the Talent Council which will be the governance committee for the grant. Talent
Council membership will be three Teachers appointed by the NHI'T, three administrators
appointed by the SAA, and one non-voting chair designated by the superintendent. Finally, see

Mandatory Attachment (MA) 3 for letters of support from the NHFT and SAA.

REQUIREMENT 3 — DOCUMENTATION OF HIGH-NEED SCHOOLS
Attachment 2 uscs the most recent data available 10 describe the 48 K-12 schools in New

Haven Public Schools (not including charter schools). These schools are the potential pool of
schools for participating in the New Haven Professtonal Fiducator Program. For the purpose of
TIF eligibility, high-needs schools are defined as having free and reduced lunch eligibility of

50% or more. Of the 47 potential schools, 46 have free and reduced proportions above 50%. The
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one school that does not have frec and reduced lunch proportions above 50% is Worthington
Hooker School and New Haven will support the system there with local funds.

The proposed New Haven Professional Educator Program also includes bonuses for
cducators working in high-needs schools. For the purposc cligibility for the High Needs bonus,
these schools are defined by New Haven through its Tiering process, which, in addition to
classifying school performance, also identifics the peer group of each school based on the
mobility rate of students, the percentage of special education students, and the percentage of ELL

students. Schools in Peer Group C serve the mosi difficult population, and would be the target

for differentiated compensation.

REQUIREMENT & — USE OF TIF FUNDS TO SUPPORYT THE PBCS
‘The budget narrative details the usc of TIF funds for the New Ilaven Professional

Educator Program. All educators who receive TIF funds will be rated eftective or higher.

Funds will be used for the district wide improvements to systems and tools through the
Talent Office. Work will include coordinating and streamlining human capital systems,
improving the evaluation systems (TEVAL and PEVAL), building capacity for use of data in
providing professional development and other human capital decisions. Contractual support will
be provided to improve the PEVAL and TEV AL systems, identifying potential funds for the
sustainability of the program, technical support to PBCS reform development.

Funds will be used for performance based compensation and professional development.
The performance based compensation elements arc cutlines under requirement 1. Performance
based bonuses tied to evaluation ratings will be negotiated and impiemented 1 Year 3.

Teachers and leaders will be compensated for additional duties as Teacher Leaders,

Emerging Teacher Leaders, Principal mentors and additional duties in Tier ITf schools. Funds
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will be used to augment salaries for Teacher Leaders and principal mentors who take on extra
dutics. Funds will be used to augment salaries for Teaches extra duties working in Tier II1
schools and negotiated augmentation to principal salaries. Full salaries for replacement teachers
for Emerging Teacher Leaders will be paid. These additional duties include providing
professional development and mentoring to educators and improving LEA-wide systems and
tools. The total funding for additional responsibilities and leadership roles is less than 1/ 12" of
the total teacher salary cost of teachers in the 39 high needs schools described in Requirement 3.
TIF funds will be used for additional contractual professional development on
implementing the evaluation systems including inter-rater reliability, instructional rounds and

leadership development. TIF funds will be used for travel and supplies in implementation.

éREQUEREMENT 7 - LIMiTATION ON USING TIF FUNDS IN HIGH-NEED SCHOOLS SERVED BY
EXISTING TIF GRANTS
New Haven does not currently have a TIF grant. All of the additional compensation

described under Requirement 1 will be paid for using the TIF grant funds, with the exception of
additional compensation for educators working in Worthington IHooker Schooi. Bonuses paid to
effective cducators and compensation for extra duties for effective educators in Worthington
Hooker School will come from the New FHaven Public Schools general fund and not TII" grant

funds.
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Mandatory Attachments



Mandatory Attachment 1: Application Reference Chart



Application Reference Charts

Instructions: These charts are provided to help applicants ensure that their applications
address all of the priorities and requirements — as any application that does not do so is
ineligible for funding for the 2012 competitions. These charts will be used by Department
staff when screening applications.

Applicants should complete and include these charts as an attachment with their
application. Go to http://www2.ed.gov/pregrams/teacherincentive/applicant.him! to
download a Microsoft Word version of this template. Fill out the Word document and
submit it as a PDF attachment with your application.

Please indicate your eligibility classification
Instructions: Check the eligibility classification that applies to your application.

Applications from a single entity:
In the case of a single applicant that is an LEA, check this box.

_X___ LEA
Group Applications:

Group applications involve two or more eligible entities. In the case of a group application,
check the box that describes the eligibility classification of all of the applicants. Select only one
box.

2 or more LEAs

One or more SEAs and one or more LEAs

One or more nonprofit organizations and one or more LIAs (no SEA}

One or more nonprofit organizations and one or more LEAs and one or more SEAs
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Attachment 2: High Needs Documentation

The following table provides the most recent data to describe the schools in New Haven.

arnard Magnet School EtmiMs 3 52 2 537 74%

Beech Elm/Ms 3. A 3 2 456 68% X
Betsy
School ElmMs 1 B 49 2 475 B88% X
Bishop Woods EmMs 2 C 41 T 495 84% X
Brernan-Rogers Eim/Ms 3 B 49 2 330 88% X

~ Celentano Museum Academy  Elm/Ms 3...C 51 2 465 7% X
Clemente Leadership
Academy EimMs 3 C 44 0 574 84% X

_ Clinton Avenue School Elm/Ms. 2 c 46 2 530 93% X
Columbus Family Academy ElmiMs 2 C 38 2 460 85% X

' Conte West Hills Magnet

Schoo! Elm/Ms 2 A 56 2 560 78% X

coperative Arts &

Humanities High Schoal HS 2 A 83 1 £34 7% X
Davis Street Magnet School ~ ElmMs T A 4 T 468 81% X
Dixwell New Light High Transition
Schoal al 3 D 5) 0 31 94% X
Domus Academy ElmfMs _ N/A o 13 .0 48 902% X
Early Learning Centar Headstart 14 G 125 95% X

- EastRock Magnet School . Elm/Ms 2 & 46 3 400 93% X
Edgewood Magnet School Elm/Ms 1 A 33 2 437 T1% X
Engineering & Science

. University Magnet Schoct | EimMs 34 L 298 67% X
Fair Haven School ElmiMs 2 C 73 3 6881 53% X

' Helene Grant Head St Headstat 21 .0 218 9% X
High Schacl In The '
Community HS 3 B 37 0 243 B7% X
Hil Central Music Academmy ~ ElmMs 3 G &1 2 422 89% X
Hiill Regiocnal Caresr High
Schoai HS 2 A B8 3 G574 86% X
Hyde School of Health
Sciences and Sports
Medicine HS 2 B 23 L 199 78% X
James Hillhouse High School  HS 3 C 54 7 G058 B81% X
Jepson Magnet School (Prek-

8) Elm/Ms 2 B 48 2 550 78% X

CJohn C Dantels Magnet

+ School (Prek-8) £lm/Ms 2 B 52 2 516 78% X

f John S. Martinez Magnet

_School (K-8) Eim/Ms s ¢ 4 2 %25 9% X
King-Robinson Magnet
School (PreK-8) 2 A 51 2 550 88% X

Lincoln - Bassett School (K 2 ¢ 38 LS 398 9% X
Mauro-Sheridan Magnet 2 B 56 2 548  86% X



isif s

Schoot (Prek-8)
Metropolitan Business
Academy .
MicroSociety Magnet

. Nathan Hale Schocl (PreK-8)

New Haven Academy
New Horizons School For

Polly T. McCabe

: Riverside Education Academy
Ross / Woodward School
{Prek-8]

' Sound School
Strong Kindergarten

Troup Magnet School

Truman School

Wexler - Grant School (Prek-
)

Wilbur Cross High'School

Zigler Headstart

HS

Elm/Ms

ElmMs__

HS
Transition
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Transition
Transition
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Secretary Duncan, July 27, 28012

As you know, New Haven School Change and the coliaboration between the New Haven Public
Schools and the New Haven Federation of Teachers has been a national model. We have done
the difficult work of designing and implementing an evaluation and development sysiem for
teachers, principals, and central office staff system. Ve have engaged turnaround schools, and
we have sought to strengthen the schoot cliimates that our teachers and other stakeholders
experience.

In implementing New Haven School Change, we have crossed the conventional lines of conflict
in management-labor interactions, and operated more as partners in improving both student and
adult experience in the district. Coflaboration is neither simple nor easy. We do not always
agree. But with the New Haven Public Schools administration, we have proven again and again
not only that we can work together on behalf of students, but that we are stronger working
fogether.

The TIF grant will introduce the next chaplter of our collaboration. We are excited by the
potential for individualized professional learning for our teachers, in addition 1o the irdividualized
evaluation system we have already conducted, and we believe it is appropriate to implement
differentiated career and compensation opportunities that are fair and that celebrate the
professional educators who dedicate their life to their teaching craft and to studenrt learming.
Uttimately, if we are a union of professionals, both our management and our coniracts must
treat us as professionals — and our hope and expectation is that the Professional Learning
program funded by TIF will enable that movement.

Qur current contract, supporied overwhelmingly by the membership, includes language that
enables the district to create differentiated roles and salary enhancements for teachers in
collaboration with the NHFT. We support the TiF grant because it affords us the opportunity to
make good on those roles — and to make further change fong term that builds {o true
professional management of teachers. As we look forward to our next contract negotiation, we
know that both we and the district will look to solidify the strengths of the last contract, and {o
extend beyond those issues to move closer to our vision of a system where we attract, develop,
and retain the highest caliber educators.

We are eager to participate in the Talent Council as equal partners in directing and steering the
future of human capital management in the district. By focusing on building a cemprehensive
human capital management system with educator effectiveness at the core, as the New Haven
program does, we are confident we will not only improve the career of teachers, but alsc
strengthen student learning dramatically.

Sincerely,

(b)(6)

David Cicarella
President
New Haven Federation of Teachers



2 Hdens of Professionals

July 28, 2012

The Honorable Arne Duncan
Secretary of Education

1.8, Department of Education
400 Maryland Ave. S.W.
Washington, DC 20202

Dear Secretary Duncan:

On behalf the American Federation of Teachers (AFT), Iwrite to express our slrong
support for the New [{aven Public Schools” application for a U.S. Department of
Education Teacher Incentive Fund (TIF) award. This TIF proposal, which builds on the
groundbreaking 2009 contract in New Haven, Conn., will ensure the partnership
between the teachers’ union and the school district will continue to generate systemic
reform thal is good for students and fair to teachers.

Using the results from the high-quality evaluation system collaboratively developed by
the New Haven Federation of Teachers and New Haven Public Schools, this grant will
help create, implement and refine a comprehensive human capital system that supports
the career growth of effective educators and promotes student learning, The AFT
applauds this bold proposal.

The AT is pleased to supporl this TIF proposal and is proud to count New Haven as a
pariner in our ongeing work to provide educaters with the guidance and resources they
need to ensure their—and their students’—success.

I urge you to support their TIF application.

Qineereiyv

(b)(6)

Randi Weingartén
President
American Federation ol Teachers.
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STATE OF CONNECTICUT

STATE BOARD OF FpUCATION

July 26, 2012

Arne Duncan

Secretary of Education

U.S. Depariment of Education
600 Independence Ave
Washington, 12.C. 20597

Dear Secretary Duncan:

‘through numerous conversations and visits with district and school leaders and teachers in New Haven
Public Schools, I have been able to experience first-hand their commitment to teaching and leaming for
all students, 1 am proud to serve the students, teachers, and families in th; State of Connecticut as the
Commissioner of Education, and [ am pleased to write this letter of srtp )ut? for New Haven Public
Schools’ Teacher Incentive Fund grant application.

If approved, funds from this grant would be used to build upon the success of the nationally recognized
reform effort in New Haven in collaboration with the City’s teachers and administrators. Ultimately, this
grant will lead to increased effectiveness of educators and schools by allowing for greater
individualization and differentiation of the educator evaluation and development system currently in
place. This implementation will provide differentiated professional learning opportunities for educators
based upon the demonstrated professional competencies, the teaching and leading capabilities, and the
professional interests of New Haven Educators. Recently, Connecticut passed Senate Bill 458, a
landmark education reform bill, affecting early childhood education, school finance, and teacher and
school administrator qualification, evaluation, tenure, and termination. Key clements of the reform bill
were informed by the work occurring in New Haven. The New Haven example is emerging as a critical
reference point and is precedent-setting in our state and bevond.

Some of the elements that distinguish the development of New Haven Public Schools’ reform effort from
others in the nation are the capacity to individualize and differentiate teacher and leader evaluation and
coaching, professional learning, compensation, and career opportunities for the educators of New Haven.
These cfforts build the capacity necessary for success and have greatly strengthened the quality of the
reform effort overall, including the lessons learned  both poesitive and negative—from the past two years
of initial implementation in New Haven schools. The model that New Haven continucs to provide is one
of true collaboration and sustainability. Through these key levers, it is evident that these programs are
viable and rigorous, attesting to the fact that the New Haven Public Schools is ripe for sustaining its
reform cfforts—and for becoming a true leader in transforming the education fandscape in this state and
the country.

Thank you for your full and fair consideration of New Haven Public Schools” Teacher [ncentive Fund
grant application.

‘ym{:e?\‘;

Siu n vor
(,ozmutmut Commlssmuer of Education

P.0O. Box 2219 e Harttord, Connecticut 06145
A Equal Opportunity Emplover



OTFICE OF THE MAYOR

165 CHURCH STREET  NEw Havin o CONNECTICUT 06510

JOE DR TEEAN OV IR, it
A

Julv 27 2012

Arne [uncan

Seeretary of Lducation

LS. Department of Education
600 Independence Ave
Washington, D.C. 20597

. . A\I‘J?
Dear Seeretary Dungfan:

As the person responsible for appeinting my fellow New Haven Board of Education members and as the Mayar
of the Ciry of New Haven, T have worked closely with district and school leaders and teachers in New Haven
Public Schools. | have witnessed their dedication to collaboration and improving their practice te fead to better
educational vutcomes for the studenis of New Haven. As the Mayor of the City of New Haven, and 1 am honored
1w write this letter of support for New Haven Public Schools™ Teacher Incentive Fund grant application.

Weo al New |aven Public Schiools have a firm belief and cicar vision of creating a comprehensive and cohuerent
human capital management svstem to reach three goals, including: expanding on our ambiticus threc-pronged
approach to reform, extending reform 1o multiple levels within the district. and continuing our ongoing
collahoration and vision of reform 1o continue closing the achievement gap. Our students deserve a district that s
selferetlective, willing to grow prolessionally, and one that has the capacity to bring about transiormative change
for the Hives of s students. New Haven is a district that is ripe for exponential change at all levels and s wiilnig
1o UL what is best for students Hirst.

If their grant s supported, [ have ne deubt that New Haven Public Schools will create the sy stems and structures
necessary 1o continue to build upen the existing frameworks that lead to higher levels of studeni-learning.
Specificalty, this grant will help s create the Professional Educator Program, which will lead te systems. for
exampie, for greater levels of individualized and targeted professional development as indicated by the needs
presented in the professional competencies.

| am conpnitied o our ongoing collaboration and vision of reform in New llaven and support ihe future fiscal

sustainability of the Professional Educator Program. Thank you for your full and fair consideranion of New Haven
Public Schools” Teacher Incentive Fund grant application.

triely vours,

</

eStetano, It
af New | aven, Connecticut

Hew Haven
Mt pfu‘nu‘.‘ 203.946.8200 fux 203.946.7683
‘_ I | | P Sl rvabive impresson is the warke .:'.r" Rl Bonatt, o studont n'f" Dhares 51, Sedroal



State Capitol

Hartf § i .
SENATOR MARTIN M. LOONEY artford, Connecticur 06106-1591

Majority LEADER 132 Fort Lale Road
. Pt New Haven, Connecticur 06512
Eleventh Districe Home; 203-468-8829
"New Haven & Hamden Capitol: 860-240-8600
| 2tate of € Q.ﬂ?ﬂf[t t Toll-frce: 1-800-842-1420
SENATE www.SenatorLooney.cga.ct.gov
Jualy 25, 2012

Horm. Arne Duncan

Secretary of Education

U.8. Department of Education
600 Independence Ave
Washington, D.C. 20597

Dear Secretary Duncan:

Through numerous conversations and visits with district and school leaders and teachers in New Haven
Public Schools, I have been able to expertence first-hand their commitment to teaching and leaming for
all students. T am proud to represent the students, teachers, and famlics inn New ITaven and am plcased to
write this letter of support for New Haven Public Schools’ Teacher Incentive Fund grant app.ication.

School reform is difficult, and almost never happens collaboratively, however, in New Haven, it does.
Tve been proud of our City’s work in educatior, and have called on it to be an example for the state. [
support the Leaming Career Program in New Haven Public Schools, which secks to attract, develop, and
retain the best cducators both in the classroom and in leadership roles.

If approved, funds from this grant would be used to build upon the success of the nationally recognized
reform effort in New Haven in collaboration with the City’s teachers and administrators. Ultimately, this
grant will lead to increased eftectiveness of educators and schools by allowing for greater
individualization and differentiation of the educator evaluation and development system currently in
place. This implementation will provide differentiated professional learning opportunitics for cducators
based upon the demonstrated professional competencies, the teaching and leading capabilitics, and the
professional interests of New [faven Educators.

[ am an advocate for New Ifaven and for the vital mission of 1ts public schools. New llaven represents a
model for collaborative reform and accountability, T am committed to the future fiscal sustainability of
the changes proposed and suppert the reform efforts of New Haven Public Schools.

Thank you for your [ull and fair consideration of New Haven Public Schools’ Teacher Incentive Fund
grant application. '

Sinccrcly,

f?ﬁff{y@ - w;kk?fm

Martin M. Looney
Majority Leader




HOUSE OF REFRESENTATIVES
STATE CAPITCOL
HARTFORD, CONNECTICUT 06106-1591

REPRESENTATIVE ROLAND J. LEMAR MEMBER
NINETY-SIXTH ASSEMBLY DISTRICY FINANCE, REVENUE AND BONDING COMMITTEE
—_— PLANNING AND CEVELOPMENT COMMITTEE
LEGISLATIVE OFFICE BUILDING TRANSPORTATICN COMMITTEE
ROOM 40628

HARTFQRD, CT 06106-15814

CARITOL: €260) 240-3585
TOLL FREE: 800-842-B7G7
FAX: B3-240-0208
E-MAIL Reland. Lemar@ega.clgov

Arne Duncan

Secretary of Education

U.S. Department of Education
600 Independence Ave
Washington, D.C. 20597

Dear Sceretary Duncan:

Through numerous conversations and visits with district and school feaders and teachers in New
Haven Public Schools, T have been able to experience [irst-hand their commitment to teaching
and learning for all students. T am proud to represent the students, teachers, and families in New
Haven and am pleased to write this letter of support for New Haven Public Schools” Teacher
[ncentive Fund grant application.

School reform is difficult, and almost never happens collaboratively, however, in New Haven, it
does. I've been proud of our City’s work in education, and have called on 1t to be an example for
the state. I support the [.carning Career Program in New Haven Public Schools, which seeks to
atiract, develop, and retain the best educators both in the classroom and in leadership roles,

If approved, funds from this grant would be used to build upon the success of the nationally
recognized reform effort in New Haven in collaberation with the City’s teachers and
administrators. Ultimately, this grant will lead to increased effectivencss of educators and
schools by altowing for greater individualization ard differentiation of the educator evaluation
and development system currently in place. This implementation will provide differentiated
protessional leaming opportunities for cducators based upon the demonstrated professional
competencies, the teaching and leading capabilities, ard the professional interests of Now [laven
Educators.

I have supported New Haven, and will support the Learning Career Program. New Haven Public
Schools is a model program that creates potential for a new state and national model for

SERVING HAMDEN AND NEW HAVEN



education reform. I am committed to the future fiscal sustainability of the changes proposed and
support the reform efforts of New Haven Public Schools.

Thank you for your full and fair consideration of New Haven Public Schools’ Teacher Incentive
Fund grant application.

Sincerely,

Y-

Roland TLemar
Statc Representative



HOUSE OF REPRESENTATIVES
STATE CAPITOL
HARTFORD, CONNECTICUT 06106-1581

REPRESENTATIVE JUAN CANDELARIA DEPUTY MAJCRITY WHIP
NINETY FiFTH ASSEMBLY DISTRIGT
VICE CHAIRMAN
300 CAPITOL AVE STE 1804 ' HIGHER EDUCATION COMMITTEE
HARTFORD, CONNECTICUT 06106
MEMBER
CAPITOL: 860-240-8585 APPROPRIATIONS COMMITTEE
TOLL FREE: 1-800-842-8267 SELECT GOMMITTEE ON CHILDREN

FAX: 860-240-0208
E-MAIL: Juan.Candelariagdoga.cl gov

July 26,2012

Arne Duncan

Secrclary of Education

1.8, Department of Education
600 Independence Ave
Washington, 1D.C. 20587

Dear Secretary Duncan:

Through numerous conversations and visits with district and schovl leaders and teachers in New Haven Public
Schools, [ have been able to experience first-hand their commitment to teaching and learning for all students. L am
proud to represent the students, teachers, and families in New Ilaven and am pleased to write Lhis leiter of suppaort
for New Haven Public Schools® Teacher Incentive Fund grant application.

School reform is difficult, and almost never happens collaboratively, however, in New Haven, it does. I've been
proud of our City’s work in education, and have called on it to be an example for the state. [ support the Learning
Carecr Program in New Haven Public Schools, which secks fo aifzact, develop, and retain the best educators both in
the classroom and in leadership roles.

If approved, funds from this grant would be used to build upon the success of the nationally recognized relorm effort
in New Haven in collaboration with the City’s teachers and administrators. Ultimately, this grant will icad to
increased effectiveness of educators and schools by allowing for greater individualization and differentiation of the
edncator cvaluation and development system currently in place. This implementation will provide differentiated
professional learning opportunities for educators based upon the demonstrated professional compstencies, the
teaching and leading capabilities, and the professional interests of New Haven Educators.

1 have supporied New Haven, and will support the Learning Career Program. New Haven Public Schools is a model
program that creates potential for a new state and national model for education reform, T am commiticd to the future
fiscal sustainability of the changes proposed and support the reform cfforts of New Haven Public Schools.

Thank you for your full and fair consideration of New Haven Public Schools’ Teacher Incentive Fund grant
application.

Sincerely,

Juan Landelaria

Roown 1804 { Legislative Office Auilding | Hartford, CT 85198-1581 BG0-240-B504



Sitate of Connecticut

HOUSE OF REPRESENTATIVES

STATE CAPITOL
HARTFOQRD, CONNECTICUT 08106-1581

REPRESENTATIVE PATRIGIA A. DILLON

NINETY SECOND ASSEMBLY DISTRICT MEMBER
APPROPRIATIONS COMMITIEE

HIGHER EQUCATIONAND EMPLOYMENT
LEGISLATIVE OFFICE BUILDING ADVANCEMENT COMMITTER
ROOM 4019 JUDICIARY COMMITTEE
HARTFORD, CT 05106-1591
HOME: (203) 3687-6159
CAPITOL: (88D] 240-8585
TC1 | FREE: (B00) B42-8257
FAX: {8560 240-0067

E-MAIL. Palrdcia. Dilloni@cna.ct.gov

July 24, 2012

Arne Duncan

Secretary of Education

U.8. Department of Educatien
600 Independence Ave
Washingtan, D.C. 20597

Dear Secretary Duncan.

Through numerous conversations and visits with district and school leaders and teachers in New Haven
Public Schooals, | have been able to experience first-hand their commitment to teaching and learning for
all students. | am proud to represent the students, teachers, and families in New Haven and am pleased
to write this letter of support for New Haven Public Schools’ Teacher Incentive Fund grant application.

School reform is difficuit, and almost never happens coltaboratively, however, in New Haven, it does. I've
been proud of our Gity's work in education, and have called on it to be an example for the state. | support
the Learning Career Program in New Haven Public Schools, which seeks to attract, deveiop, and retain
the best educaters both in the classroom and in leadership roles.

If approved, funds from this grant would be used to build upon the success of the nationally recognized
reform effort in New Haven in collaboration with the City's teachers and administratars. Ultimately, this
grant will lead to increased effectiveness of educators and schools by aliowing for greater
individualization and differentiation of the educator evaiuation and development system currently in place.
This impiementation will provide differentiated professional learning opportunities for educaters based
upon the demonstrated professional competencies, the teaching and leading capabiities, and the
professional interests of New Haven Educators.

| have supported New Haven, and will support the Learning Career Program. New Haven Pubiic Schools
is a model program that creates potential for a new state and national modet for education reform. | am
committed to the future fiscal sustainability of the changes proposed and support the reform efforts of
New Haven Public Schools.

Thank you for your full and fair consideration of New Haven Public Schools’ Teacher Incentive Fund grant
application.

Sincerely,

Cortc i
Patricia A. Dillon SERVING NEW HAVEN
State Representative
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New Haven Promise

MAKING THE PROMISE OF COLLEGE A REALITY 203.776.0473

New Haven Promise {NHP}, évisionary scholarship and support program,

“pledges its support for the New Haven Public Schools’ 2012 Teacher

Incentive Fund (TIF) grant application. NHP is a unique community
partnership with significant investment by major city stakeholders — the
City of New Haven, Yale University, Yale-New Haven Hospital, Wells Fargo
Bank and The Community Foundation for Greater New Haven.

The mission of NHP is to improve the school district by complementing
and promoting New Haven School— the district reform initiative —
Jaunched in 2009. Although there are a number of Promise prograras
across the country, NHP is distinct in its support system to help as many
studenls take advantage of the Promise scholarship as possible and the
explicit agenda to support and evaluate School Change, the school
district’s reform initiative.

An important accountability measure for NHP and New Haven Scheol
Change is a comprehensive evalaation currently in design by RAND
Corporation. That evaluation’s purpose is to determine the success of the
goals of both programs. Educator effectiveness and the district's Talent
agenda will be an integral part cf the evaluation design. We agree with -
the District that it makes sense to align the RAND-designed evaluation
with the TIF grant, if necessary decpening the Talent component of the
evaluation to reflect the full range of measures under invesligation in the
TIF program. If New Haven wins the TIF grant, the Promise board will
waork with New Haven as needed to adjust the RAND-designed evaluation
to incorporate any additional elements of the New taven Talent program,
including differentiated compensation and career paths.

NP helps reinforce the values that make cities great. The TIF grant will
strengthen the fabric of New Haven by investing in youth committed to
their future and committed to the city. We pledge our support and hope
you will find our efforts worthy of your support.

'Thank you.

(b)(6)

Richard C. Levin
President, Yale University

- I
it ate Fisiter al

The Commurity Foundation for Greager New Haven

28 Lincoln Way New Haven, GT oes10
rwTe e have Rpromi .0,
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STATE OF CONNECTICUT

DEPARTMENT OF EDUCATION

March 27, 2012

Dr. Reginald Mayo
Superintendent

New Haven Public Schools
54 Meadow Street

New Haven, CT 06519-1743

Dear Dr. Mayo:

The Connecticut State Department of Education (CSDE) has developed a process for determining maximum
allowable indirect cost rates for federal grant tunds. This process, which has been appreved by the federal
government, has been extended by the CSDE to state and private grants as well. The CSDE shall annuaily review and
approve, if appropriate, each local education agency (LEA) application for establishing both a maxintum restricted
and unrestricted indirect cost rate. Certain United States Department of Education (USDE) programs have a statutory
requirement prohibiting the use of federal funds to supplant non-federal funds. These programs require the use of the
restricted indirect cost rate, as referenced under 34CFR76,564-76.569. By statute the state “adult education” (SID
17030) program is not eligible for indirect charges. Therefore, this program shall not be allowed the use of the ED
114 budget line 940 (indirect costs}.

The application of an unresiricied indirect rate to programs outsice the above references nwst be consistent with the
specitic laws, regulations and requirements that govern these programs and are subject to audit.

Based upon the information you have provided, the CSDE, in accordance with the July. 2009 LEA Indirect Cost

Handbook, approves the following maximum allowable indirect cost rates for the period of July 1, 2012 through June
30, 2013.

Restricted rate Unrestricted rate
4.66% 10.73%

The authority of selecting an indirect cost rate {restricted, unrestricted, zero or no rate allowed) resides with the
CSDE. Attachiment A lists the selected indirect cost rates to be used with each federal, state or private program
granted to an LEA.

[ you should have any questions on any aspect of this process, please call David St Laurent at (850) 713-6646.

Sincerety

(b)(6)

Bruce Ellefsen, Thiet
Bureau of Fiscal Services
cc:  Brian Mahoney
Gary Pescosolido
Jeffery Lindgren
David St Laurent

Attachmernis
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garth. hamesi@new-haven k12.ct.us

NEW HAVEN PUBLIC SCHOOLS, New Haven CT 2009 to present
Assistant Superintendent for Portfolio and Performance Management. Responsible for designing and
implementing New klaven’s School Change reform plan, including a nationally recognized model for
professional and consequential educator evaluation. Direct management responsibility for the district’s 47
schools, principal and teacher talent, and school accountability/performance management. Launched the
district’s Boost! wrap-around initiative. Since 2009 district standardized test scores have doubled the rate of
growth of Connecticut, and in first year of implementation graduation rate improved 2%.

NEW YORK CITY DEPARTMENT OF EDUCATION, New York, NY 2003 to 2009
Senior Coordinator for Special Education (Jan. 2009 to Julv 2009). Drafted recommendations to reform the
approach to Special Education in New York City. Member of Senior Leadership Team from 2005 to 2009,

Chief Executive for Portfolio Development (2007 to 2009). Devcloped portfolio planning functions for the
New York City schools. Program responsibility for new schools, charter schools, career and technical
education, and small lcamning communities. Led mayoral taskforce on carcer and technical education.
Managed school closure decision-making and implementation for 15 to 20 schools a year. In late 2008, led
significant district-wide cost-cutting and realignment mitiative.

Chief Executive (2005 to 2007) and Chief Operating Officer (2004 to 2005), Office of New Schools. Led new
school creation, a core pillar of New York City’s Children First reform, including the creation of 333 new
DOE schools and 63 new public charter schools. The four-year graduation rate for the first ciass of seniors in
new high schools was 76% in 2007, compared to 60% citywide and 35% in the comprehensive high schools
that had been replaced - and rigorous evaluations by MDRC have established substantial and sustained impact
for the small hieh school initiative. Supported the launch of the Autonomy Zone and the crection of School
Support Organizations, major steps in refocusing the relationship between schools and central office.

Project Manager, Office of the Chief of Staff (2003 to 2004). Led cross functional planning for school operning
in September 2004, Coordinated strategic planning for secondary school reform.

MCKINSEY & COMPANY, New York, NY 2000 to 2003 and Summer 1999
Engagement Manager. Managed teams of consultants and on-site contact with clients. Emphasis 1m financial
services, including retail banking, insurance, and private equity.

Nonprofit activities. Co-leader of the New York Office Nonprofit Leadersup Committee. Dirccted teams of
consultants in pro bono strategic planning for the Robin Heod Foundation’s grantees.

PHILADELPHIA EMPOWERMENT ZONE, Philadelphia, PA. Special Projects Coordinator 1897

PENNSYLVANIA DEMOCRATIC COORDINATED CAMPAIGN, Scranton, PA. Field Coardinator 1996

VAIL MOUNTAIN SCHOOL, Vail, CO. Teacher 19905-1996
STANFORD LAW SCHOOL, Stanford, CA Graduated 2000
Juris Doctor, graduated with distinction.

Activities: East Palo Alto Community Law Project (Board Member). Stanford Law Review. Task Foree

on the Mission of Stanford Law School (Dean’s appotatment). Student Liaison to the Faculty
Hiring Committee (elected). Co-founder, Shaking the Foundations Conference.
Summer 99: U.S. Dept. of Justice, Civil Rights Division, Housing and Civil Enforcement, Washington, DC.
Swmmer 98:  Brancart & Brancart, Pescadero, CA. Litigation of [ederal fair housing cases.

YALE UNIVERSITY, New tHaven, CT Graduated 1995
B.A. in Bthics, Politics and Economics, Summa Cum Laude.

Honors:  Pbi Beta Kappa (junior year). Heinz Feliow for Public Interest (summer 1994).

Activities: Men's Varsity Soccer (1991-1994). Ultimate Frisbee, North-cast regional champions (1995).

Broad Academy Fellow 2009 (executive training program for leadership n urban public cducation).
Weekend work at my wife’s organic farm in Ridgetield Counecticut.

May 2012
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Reginald Mayo, Ph.D
Superintendent of Schools
New Haven, Connecticut

Dr. Reginald Mayo, Superintendent of the New Haven Public Schools, is a seasoned leader whose 36 years as
an cducator have culminated in remarkable growth for the New Haven Public Schools.

Dr. Mayo was appointed Superintendent of New Haver: Public Schools in 1992 and has deveted most of his
professional career to the district. He started out in 1967 as a science teacher at Troup Middle School, and
subscquently chaired the mathematics and science department at Troup. In 1973, Dr. Mayo was appointed
Assistant Principal of Troup, then was promoted to principal of Jackie Robinson Middle School. In 1980, he
continued his professional development as a post-doctorate fellow at Yale University. In 1981, he was promoted
10 K-8 Director of Schools, and in 1984, Executive Director of School Operations, a post he retained unti! his
superintendency appointment tn 1992,

Through his leadership, New Haven became the first district in the State of Connecticut to crait a policy
effectively ending the practice of social promotion. New Haven’s retention policy, its mandatory summer
school and its Saturday Academies bave garnered national press attention and praise from key Icaders. The
summer school program has cmerged as one of the most successfal in the State of Connecticut.

At a time when the State of Connecticut is rocked by the school desegregation case known as Sheff vs. O’Neill,
Dr. Mayo’s school district has quietly and effectively built the largest interdistrict magnet program in the State
of Connecticut, with 1,300 suburban students cnrolled and a modcl program of urban-suburban exchange.

As many school districts are just coming to grips with the deterioration of neighborhood schools built decades
ago, Mayor John DeStefano Jr. has created one of the largest and most innovative school construction programs
in the country, administered through the Board of Education. To date, as a result of this program, the first phase
of the building program has resulted in renovations and reconstruction for 14 schools. Another six schools are
i: construction and 9 are in design. A new master plan completed in 2001 charts the rebuilding of every
remaining school in the district, with a budget excceding $1.1 billion.



The New Haven Public Schools also oversces an early childhood initiative that has expanded the quality and
quantity of child care available in the City of New Haven. The City’s school readiness program is one of the
most ambitious, with nearty 2,000 new child care slots created just in the past few years for children ages 3 and
4, The district also has the highest percentage of children attending preschool programs of the urban districts in
the State of Connecticut.

Dr. Mayo has created several other innovative programs to help families succeed with school. At school events,
he noted that grandparents often were the primary caregivers. As a grandparent confributing to his grandson’s
care, he sympathized. He asked his Social Development Department to look into the trend. The result was a
monthly forum for grandparents who are raising their grandchildren that has involved 1,000 grandparents.

Dr. Mayo is an effective advocate and champion who recently was honored by Dr. James Comer, founder of the
Yale University School Development Program, with an award for his “tireless work on behalf of America’s
children, especially the most disadvantaged.”

Educational Background:

Doctor of Philosophy, University of Connecticut

Post-Doctoral Study, Yale University School Development Program
Doctor of Education, Nova University, Fort Lauderdale, FL

Master of Science, Southern Connecticut State University

Bachelor of Science, Virginia Union University, Richmond, Virginia

Professional Activities

Member, Horace Mann League of the U.S.A.

Fellow for Calhoun College, Yale University

Fellow for Yale Bush Center

Student Advisor, Union Graduate School

Adjunct Professor, Southern Connecticut State University
Research Aftiliate, Yale Child Study Center

Awards
2009 Qutstanding Educator, National Council of Negro Women
2009 100 Influential Blacks in Connecticut, NAACP, State of CT
2009 Lifetime Achicvement Award, Holla Back Gospel Music Awards
2008 Philip Rawlins Award, Honorary Board Member, Special Olympics of CT
2007 Recipient of the Year, St. Jude Children’s Research Hospital, New Haven Chapter
2003 Educational Service Award, Bennett College National Alumnae Assoc.
2005 Leadership Award, Connecticut Martin Luther King, Jr., Holiday Corimission
2004 Connecticut Yankce Council, Boy Scouts of Ameri<ns1:XMLFault xmlns:ns1="http://cxf.apache.org/bindings/xformat"><ns1:faultstring xmlns:ns1="http://cxf.apache.org/bindings/xformat">java.lang.OutOfMemoryError: Java heap space</ns1:faultstring></ns1:XMLFault>