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OMB Number: 4040-0004
Expiration Date: 03/31/2012

Application for Federal Assistance SF-424

* 1. Type of Submission: * 2. Type of Application: * If Revision, select appropriate letter(s):
|:| Preapplication |Z New |
|Z Application |:| Continuation * Other (Specity):

|:| Changed/Corrected Application |:| Revision |

* 3. Date Received: 4. Applicant Identifier:

07/27/2012 | |

5a. Federal Entity Identifier: 5b. Federal Award Identifier:

| || b=

State Use Only:

6. Date Received by State: |:| 7. State Application Identifier: |

8. APPLICANT INFORMATION:

*a. Legal Name: |Maricopa County Education Service Agency

* b. Employer/Taxpayer Identification Number (EIN/TIN): * ¢. Organizational DUNS:

866000472 | |1838666SOOOOO

d. Address:

* Street1: |4o41 N. Central Ave. Suite 1200

Street2: |

* City: |Phoenix |

County/Parish: | |

* State: | AZ: Arizona

Province: | |

* Country: | USA: UNITED STATES

* Zip / Postal Code: |85012—3311 |

e. Organizational Unit:

Department Name: Division Name:

Maricopa County Ed Svec Agency | |

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

Prefix: |Mr . | * First Name: |Mark

Middle Name: |J. |

* Last Name: |Mason

Suffix: | |

Title: |Administrator

Organizational Affiliation:

* Telephone Number: |602-506-2900 Fax Number: [602-506-2398

* Email: |mark .mason@mcesa.maricopa.gov




Application for Federal Assistance SF-424

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

B: County Government

Type of Applicant 2: Select Applicant Type:

|X: Other (specify)

Type of Applicant 3: Select Applicant Type:

* Other (specify):

|Local Education Agency (LEA)

*10. Name of Federal Agency:

|U.S. Department of Education

11. Catalog of Federal Domestic Assistance Number:

|84.374

CFDA Title:

Teacher Incentive Fund

*12. Funding Opportunity Number:

ED-GRANTS-061412-001

* Title:

Office of Elementary and Secondary Education (OESE): Teacher Incentive Fund (TIF): TIF General
Competition CFDA Number 84.374A

13. Competition Identification Number:

84-374A2012-1

Title:

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

AreasAffectedByProject.pdf Add Attachment Delete Attachment View Attachment

* 15. Descriptive Title of Applicant’s Project:

Rewarding Excellence in Instruction and Leadership - The Next Generation

Attach supporting documents as specified in agency instructions.

Add Attachments Delete Attachments View Attachments




Application for Federal Assistance SF-424

16. Congressional Districts Of:

* a. Applicant b. Program/Project

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

ProjectCongressionalDistricts.pdf Add Attachment Delete Attachment | View Attachment |

17. Proposed Project:

*a. Start Date: |10/01/2012 *b. End Date: |09/30/2017

18. Estimated Funding ($):

a. Federal 59,398,345.00

* b. Applicant (b)(4)
c. State
*d. Local
e. Other

*f. Program Income

g. TOTAL

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

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

|:| c. Program is not covered by E.O. 12372.

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

|:| Yes |X| No

If "Yes", provide explanation and attach

21. *By signing this application, | certify (1) to the statements contained in the list 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 fraudulent statements or claims may
subject me to criminal, civil, or administrative penalties. (U.S. Code, Title 218, Section 1001)

X ** | AGREE

** The list of certifications and assurances, or an internet site where you may obtain this list, is contained in the announcement or agency
specific instructions.

Authorized Representative:

Prefix: |Mr . | * First Name: |Mark |

Middle Name: |7. |

* Last Name: |Mason |

Suffix: | |
* Title: |Administrator |
* Telephone Number: |602—506—29OO | Fax Number: |602—506—2398

* i .
Emaw|mark.mason@mcesa.marlcopa.edu

* Signature of Authorized Representative: Susan Haag

* Date Signed: |o7/27/2o12
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OMB Number: 4040-0007
Expiration Date: 06/30/2014

ASSURANCES - NON-CONSTRUCTION PROGRAMS

Public 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 Reduction 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:  Certain of these assurances may not be applicable to your project or program. If you have questions, please contact the
awarding agency. Further, certain Federal awarding agencies may require applicants to certify to additional assurances.
If such is the case, you will be notified.

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

1.

Has the legal authority to apply for Federal assistance
and the institutional, managerial 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.

Act of 1973, as amended (29 U.S.C. §794), which
prohibits discrimination 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

2. Will give the awarding agency, the Comptroller General abuse; (f) the Comprehensive Alcohol Abuse and
of the United States and, if appropriate, the State, Alcoholism Prevention, Treatment and Rehabilitation
through any authorized representative, access to and Act of 1970 (P.L. 91-616), as amended, relating to
the right to examine all records, books, papers, or nondiscrimination on the basis of alcohol abuse or
documents related to the award; and will establish a alcoholism; (g) §§523 and 527 of the Public Health
proper accounting system in accordance with generally Service Act of 1912 (42 U.S.C. §§290 dd-3 and 290
accepted accounting standards or agency directives. ee- 3), as amended, relating to confidentiality of alcohol
and drug abuse patient records; (h) Title VIII of the Civil
3. Will establish safeguards to prohibit employees from Rights Act of 1968 (42 U.S.C. §§3601 et seq.), as
using their positions for a purpose that constitutes or amended, relating to nondiscrimination in the sale,
presents the appearance of personal or organizational rental or financing of housing; (i) any other
conflict of interest, or personal gain. nondiscrimination provisions in the specific statute(s)
under which application for Federal assistance is being
4. Wil initiate and complete the work within the applicable madg; ar.1d,. 0 .the requwement; of any other
time frame after receipt of approval of the awarding nongllsc!'lmlnatlon statute(s) which may apply to the
agency. application.
' . Will comply, or has already complied, with the
5.  Will comply with the Intergovernmeqtal Personngl Act of requirements of Titles 11 and 11l of the Uniform
1970 (42 U.S.C. §.§4728-4763) relating to prescribed Relocation Assistance and Real Property Acquisition
standards for merit systems for programs funded under Policies Act of 1970 (P.L. 91-646) which provide for
Znegrf]ctj?xe; 2?2;‘:\;?: ggﬁg::gg?gf:ﬁ;ﬂeg Isntem of fair and equitable treatment of persons displaced or
ngsonnel Administration (5 C.F.R. 900, Sub yart F) whose property is acquired as a result of Federal or
T ’ P ) federally-assisted programs. These requirements
i ) ) apply to all interests in real property acquired for
6. Will comply with all Federal statutes relating to

nondiscrimination. These include but are not limited to:
(a) Title VI of the Civil Rights Act of 1964 (P.L. 88-352)
which prohibits discrimination on the basis of race, color
or national origin; (b) Title IX of the Education
Amendments of 1972, as amended (20 U.S.C.§§1681-
1683, and 1685-1686), which prohibits discrimination on
the basis of sex; (c) Section 504 of the Rehabilitation

Previous Edition Usable

Authorized for Local Reproduction

project purposes regardless of Federal participation in
purchases.

. Will comply, as applicable, with provisions of the

Hatch Act (5 U.S.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 424B (Rev. 7-97)
Prescribed by OMB Circular A-102



9. Will comply, as applicable, with the provisions of the Davis-
Bacon Act (40 U.S.C. §§276a to 276a-7), the Copeland Act
(40 U.S.C. §276¢ and 18 U.S.C. §874), and the Contract
Work Hours and Safety Standards Act (40 U.S.C. §§327-
333), regarding labor standards for federally-assisted
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 participate in the
program 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: (a) institution of
environmental quality control measures under the National
Environmental Policy Act of 1969 (P.L. 91-190) and
Executive Order (EO) 11514; (b) notification of violating
facilities pursuant to EO 11738; (c) protection of wetlands
pursuant to EO 11990; (d) evaluation of flood hazards in
floodplains in accordance with EO 11988; (e) assurance of
project consistency with the approved State management
program developed 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 Plans
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 1974, 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. Will comply with the Wild and Scenic Rivers Act of
1968 (16 U.S.C. §§1271 et seq.) related to protecting
components or potential components of the national
wild and scenic rivers system.

13. Will assist the awarding agency in assuring compliance
with Section 106 of the National Historic Preservation
Act of 1966, as amended (16 U.S.C. §470), EO 11593
(identification and protection of historic properties), and
the Archaeological and Historic Preservation Act of
1974 (16 U.S.C. §§469a-1 et seq.).

14, 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.

15. 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.

16. Will comply with the Lead-Based Paint Poisoning
Prevention Act (42 U.S.C. §§4801 et seq.) which
prohibits the use of lead-based paint in construction or
rehabilitation of residence structures.

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

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

* SIGNATURE OF AUTHORIZED CERTIFYING OFFICIAL

*TITLE

|Susan Haag

|Administrator

* APPLICANT ORGANIZATION

* DATE SUBMITTED

|Maricopa County Education Service Agency

lo7/27/2012 |

Standard Form 424B (Rev. 7-97) Back



DISCLOSURE OF LOBBYING ACTIVITIES

Approved by OMB
Complete this form to 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:
|:| a. contract |:| a. bid/offer/application & a. initial filing
& b. grant & b. initial award I:‘ b. material change

c. cooperative agreement |:| c. post-award

|:| d. loan
|:| e. loan guarantee
|:| f. loan insurance

4. Name and Address of Reporting Entity:

g Prime I:‘ SubAwardee

Name |Maricopa County Education Service Agency |
* Street 1 | ] | Street 2 | |
4041 N. Central Ave Suite 1200
City |Phoenix | State |Z—\Z: Arizona | Zp |85012 |
Congressional District, if known: |2Z2-004 |
6. * Federal Department/Agency: 7. * Federal Program Name/Description:

Department of Education Teacher Incentive Fund

CFDA Number, if applicable: |84 .374
8. Federal Action Number, if known: 9. Award Amount, if known:

§ J |

10. a. Name and Address of Lobbying Registrant:

Prefix I:I * First Name | Middle Name | |
NA

* Last Name |NA | Suffix I:I

* Street 1 | | Street 2 | |

* City | | State | | Zip | |

b. Individual Performing Services (including address if different from No. 10a)

Prefix I:I * First Name A | Middle Name | |
* Last Name | | Suffix I:I
NA

* Street 1 | | Street 2 | |

* City | | State | | Zip | |

1q. [Information requested through this form is authorized by title 31 U.S.C. section 1352. This disclosure of lobbying activities is a material representation of fact upon which
reliance was placed by the tier above when the transaction was made or entered into. This disclosure is required pursuant to 31 U.S.C. 1352. This information will be reported to

the Congress semi-annually and will be available for public inspection. Any person who fails to file the required disclosure shall be subject to a civil penalty of not less than
$10,000 and not more than $100,000 for each such failure.

* Signature: |Susan Haag |

*Name: Prefix * First Name | | Middle Name |
Mr . Mark J.

Mason
Title: [administrator | Telephone No.: |[¢c02-506-2900 |Date: |o7/27/2012
Authorized for Local Reproduction
Federal Use Only: :

Standard Form - LLL (Rev. 7-97)




OMB Control No. 1894-0005 (Exp. 01/31/2011)

NOTICE TO ALL APPLICANTS

The purpose of this enclosure is to inform you about a new
provision in the Department of Education's General
Education Provisions Act (GEPA) that applies to applicants
for new grant awards under Department programs. This
provision 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 TO 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 ensuring 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 developing the
required description. The statute highlights six types of
barriers that can impede equitable access or participation:
gender, race, national origin, 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 lengthy; 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 single narrative, or, if appropriate, may
be discussed in connection with related topics in the
application.

Section 427 is not intended to duplicate the requirements of
civil rights statutes, but rather to ensure that, in designing
their projects, applicants for Federal funds address equity
concerns that may affect the ability of certain potential
beneficiaries to fully participate in the project and to achieve
to high standards. Consistent with program requirements 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 Satistfy 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 out an adult literacy
project serving, among others, adults with limited English
proficiency, might describe in its application how it intends to
distribute a brochure about the proposed project to such
potential participants in their native language.

(2) An applicant that proposes to develop instructional
materials for classroom use might describe how it will make
the materials available on audio tape or in braille for students
who are blind.

(3) An applicant that proposes to carry out a model science
program for secondary students and is concerned that girls
may be less likely than boys to enroll in the course, might
indicate how it intends to conduct "outreach"” efforts to girls,
to encourage their enroliment.

We recognize that many applicants may already be
implementing 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 Requirements

According to the Paperwork Reduction Act of 1995, no persons are required to respond to a collection of information

unless such collection displays a valid OMB control number. The valid OMB control number for this information collection

is 1894-0005. The time required to complete this information collection 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 have any comments concerning the accuracy of the time estimate(s) or suggestions
for improving this form, please write to: U.S. Department of Education, 400 Maryland Avenue, S.W., Washington, D.C.

20202-4537.

Optional - You may attach 1 file to this page.

GEPR427Statement .pdf

| Delete Attachment | View Attachment
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CERTIFICATION REGARDING LOBBYING

Certification 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 be paid, by or on behalf of the undersigned, to any
person 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 a 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 into of any cooperative agreement, and the extension, continuation, renewal, amendment, or
modification of any Federal contract, grant, loan, or cooperative agreement.

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

(3) The undersigned shall require 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 agreements) and that all subrecipients shall certify and disclose 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
imposed by section 1352, title 31, U.S. Code. Any person who fails to file the required certification 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 influencing or attempting to influence an officer
or employee of any agency, a Member of Congress, an officer or employee 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 Lobbying
Activities," in accordance with its instructions. Submission 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 file the
required statement 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

|Maricopa County Education Service Agency

* PRINTED NAME AND TITLE OF AUTHORIZED REPRESENTATIVE

Prefix: * First Name: [Mark

| Middle Name: |7-

* Last Name: |Mason

* Title: |Administrator

* SIGNATURE: [susan raag

| * DATE: |o7/27/2012




Close Form

SUPPLEMENTAL INFORMATION
REQUIRED FOR
DEPARTMENT OF EDUCATION GRANTS

1. Project Director:

Prefix: * First Name: Middle Name: * Last Name:

Suffix:

Dr. Lori Renfro

Address:

* Street1: |404l N. Central Ave

Street2: |Suite 1200

County: |Maricopa

|
|
* City: |Phoenix |
|
|

* State: |AZ: Arizona

*Country:| USA: UNITED STATES |

* Phone Number (give area code) Fax Number (give area code)

602-372-3705 602-506-2398

Email Address:

|lori.renfro@mcesa.maricopa.gov

2. Applicant Experience:

Novice Applicant |:| Yes |Z No |:| Not applicable to this program

3. Human Subjects Research

Are any research activities involving human subjects planned at any time during the proposed project Period?

|:| Yes |Z No

Are ALL the research activities proposed designated to be exempt from the regulations?

L

|:| Yes Provide Exemption(s) #:

|:| No Provide Assurance #, if available:

Please attach an explanation Narrative:




Abstract

The abstract narrative must not exceed one page and should use language that will be understood by a range of audiences.
For all projects, include the project title (if applicable), goals, expected outcomes and contributions for research, policy,
practice, etc. Include population to be served, as appropriate. For research applications, also include the following:

« Theoretical and conceptual background of the study (i.e., prior research that this investigation builds upon and that
provides a compelling rationale for this study)

« Research issues, hypotheses and questions being addressed

= Study design including a brief description of the sample including sample size, methods, principals dependent,
independent, and control variables, and the approach to data analysis.

[Note: For a non-electronic submission, include the name and address of your organization and the name, phone number and
e-mail address of the contact person for this project.]

You may now Close the Form

You have attached 1 file to this page, no more files may be added. To add a different file,
you must first delete the existing file.

* Attachment: |Abstract.pdf Delete Attachment| View Attachment
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Close Form

Project Narrative File(s)

* Mandatory Project Narrative File Filename: |TOCandProjectNarrat ive.pdf |

| Delete Mandatory Project Narrative File | View Mandatory Project Narrative File |

To add more Project Narrative File attachments, please use the attachment buttons below.

Add Optional Project Narrative File
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INTRODUCTION

In October 2010, the Maricopa County Education Service Agency (MCESA) was awarded a
Teacher Incentive Fund Grant to implement Rewarding Excellence in Instruction and
Leadership (REIL) in six Maricopa County school districts in Phoenix, Arizona. With TIF4,
MCESA proposes to leverage the experience gained from the REIL program to move forward
with REIL- The Next Generation (REIL-TNG). The state of Arizona has made a commitment to

ensuring that all students benefit from effective instruction, year after year, in every grade, in

every course, in every school, and in every area across the state. Trailblazing legislation has set

the stage for advancing compensation as a tool for influencing the quality of the educator
workforce. The TIF4 partner LEAs represent a diverse group of rural, urban, and special
population LEAs that range in size from Mobile Elementary School District with 27 students to
Roosevelt Elementary School District with 9,632 students (see Table 1). This group also includes
two special population LEAs that serve youth at-risk. Maricopa County Regional School District
is an accommodation school district for students in transition throughout the year. The Arizona
Department of Juvenile Corrections is responsible for provision of educational services for

juveniles adjudicated delinquent and committed by the juvenile courts.

Table 1: TIF4 LEAs
District Name # of School District # of # of
Leaders Enrollment | Teachers | Schools
Arizona Department of Juvenile Corrections 2 1,200 36 2
Balsz Elementary School District 5 2,532 167 5
Maricopa County Regional School District 8 3,511 33 4
Mobile Elementary School District 1 27 5 1
Phoenix Elementary School District 14 6,838 450 14
Roosevelt Elementary School District 30 9,632 530 19
Wilson Elementary School District 4 1,138 76 2
Total 64 24,878 1,296 47
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Supporting the implementation of REIL-TNG is an alliance of professional practitioners,
public policy makers, and professional associations whose involvement will contribute to the
successful implementation of the program. Professional practitioners include LEA
Superintendents, Administrators, Teachers, Maricopa County Education Service Agency
(MCESA), and the Arizona Department of Education (ADE). Public Policy Makers include
Arizona’s Governor; Superintendent of Public Instruction; Chairs of the Senate and House of
Representatives Education Committees; and Alliance School Districts” Governing Board
Presidents. Professional associations are represented through the Arizona School Boards
Association (ASBA); Arizona School Administrators (ASA); Arizona Association of School
Business Officials (AASBO); and the Arizona Business and Education Coalition (ABEC). Over
the next 5 years, REIL-TNG will advance the vision of a Human Capital Management System
(HCMS) with an educator evaluation system at the center that will impact 45 high-need schools
in 7 LEAs. By rewarding excellence through a groundbreaking shift from a traditional salary
schedule to one based on educator effectiveness, as well as addressing ineffective teaching and
leading, REIL-TNG will institutionalize the conditions that ensure our neediest schools have
effective educators.

ABSOLUTE PRIORITY 1: AN LEA-WIDE HUMAN CAPITAL MANAGEMENT SYSTEM
(HCMS) WITH EDUCATOR EVALUATION SYSTEMS AT THE CENTER

(A) A COHERENT AND COMPREHENSIVE HUMAN CAPITAL MANAGEMENT
SYSTEM (HCMS)

Absolute Priority 1.1: How the HCMS is or will be aligned with the LEA's vision of
instructional improvement.

> Selection Criteria A.1: The extent to which the HCMS described in the application is aligned
with each participating LEA’s clearly described vision of instructional improvement.

Seven Maricopa County local education agencies (LEAs) have joined together to implement

REIL-TNG, which forms the basis of a coherent, comprehensive cross-district HCMS with the

2
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REIL performance-based evaluation system at the center. The HCMS for REIL-TNG is
organized to attract, place, retain, and sustain effective educators with the use of educator
evaluation data and provision of targeted professional development woven into these four key
areas (see Figure 1).

Figure 1: REIL-TNG Human Capital Management System Strategies

HUMAN CAPITAL MANAGEMENT SYSTEM

The strategies that the REIL-TNG partner districts will work together to implement fall

within these four areas. These strategies, many of which align with recent legislative changes in
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the state of Arizona, will provide the foundation for ensuring that high-need schools are serviced
by the most effective educators. The REIL-TNG LEA partnership has committed to a common
vision of instructional improvement, which six of the seven partner LEAs embraced during the
2011-12 school year. The other partner (ADJC) has since committed to moving forward with this
instructional vision. The vision of instructional improvement, informed by the INTASC Common
Core Teaching Standards and the expectations for student learning articulated through the
Common Core State Standards, holds educators to new higher levels of accountability for
improved student outcomes.

Implementation of a Performance-Based Educator Evaluation System: The common vision

of instructional improvement is articulated through a comprehensive and inter-connected set of
cross-district teacher and leader observation tools (Learning Observation Instrument, Leading
Observation Instrument, Coaching Observation Instrument, and Peer Evaluator Observation
Instrument). The Learning Observation Instrument (LnOI) is comprised of six rubrics (Content,
Formative Assessment, Instructional Strategies, Learner Engagement, Learning Community,
Professional Responsibilities) that represent the key instructional competencies that serve as the
focus for instructional improvement. For example, the Real-Time Assessment element in the
Formative Assessment rubric establishes the expectation that teachers will plan for (and be
scored during the pre-conference portion of the observation cycle) appropriate during- and end-
of-lesson assessments that are designed to elicit the information necessary in order to adjust
instruction. The Coaching Observation Instrument (COI) allows for the provision of feedback on
Enhancing Culture, Designing Support, and Implementing Professional Learning. For example,
the Relationships element in the Enhancing Culture rubric evaluates the ability of a master

educator, during an instructional conference with a teacher, to engage in challenging
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conversations that lead to honest or vulnerable reflection, risk taking, and changes in teaching
and learning. The Leading Observation Instrument (LdOI) supports the common vision of
instructional improvement by evaluating building-level administrators on their understanding
and promotion of competencies emphasized in the LnOI and COI. For example, building-level
administrators are evaluated on their ability to provide feedback to teachers during the post-
conference via reinforcements and refinements aligned to LnOI elements. The conference forms
and observation instruments are included in the other attachments, page 145. The common vision of
instructional improvement is also articulated via expectations for student academic progress. The
inclusion of individual-level value-added measures communicates the belief that educators
significantly contribute to the academic progress of students, and that the contribution has a
value that can be measured. Student growth measures are discussed in depth in Section B. The
information derived through the performance-based evaluation (PBE) process will result in a
REIL Score that will determine an educator’s overall effectiveness rating and serve as the
foundation for many decisions throughout the HCMS.

Aligned and Targeted Professional Development: The implementation of the educator goal

plan is one of the most powerful means to communicate the instructional vision. All teachers and
building-level administrators will receive individual educator goal plans based on the results of
their REIL Scores. Section C.1 discusses the educator goal plan (EGP) in more detail. Educators
will also be supported via the five-year professional development plan that includes the
development and implementation of a series of role-based professional development strands
called the learning, leading, coaching, and evaluating series, which will form the basis of job-

embedded professional development in the field. These role-specific strands are aligned to the
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specific elements from each of the observation rubrics. See section C.4 for additional
information.

Core Competencies: The common vision of instructional improvement is also illustrated via the

competencies used to develop the STEP and PATH process, which are described in Section 1.2.
These competencies are included in the other attachments, page 122.

Alignment of Performance-Pay Plans to Educator Salary Structure: ARS § 15-977 sends a

strong message regarding the common vision of instructional improvement. This statute will
require that a portion of the funding administered through Arizona’s pay-for-performance

initiative, Classroom Site Fund (CSF) will be aligned to the educator’s REIL Score.

Absolute Priority 1.2: How the LEA uses or will use the information generated by the
evaluation systems to inform key human capital decisions.

> Selection Criteria A.2(i): Increasing the number of effective educators in the LEA’s schools
as demonstrated by the range of human capital decisions for which the applicant proposes to
consider educator effectiveness.

> Selection Criteria A.2(ii): Increasing the number of effective educators in the LEA’s schools
as demonstrated by the weight given to educator effectiveness.

REIL-TNG will use educator evaluation results to inform several HCMS decisions aligned
to the key strategy groupings (attract, place, retain, sustain). The performance-based
compensation system, implemented through a revised educator salary schedule based on
effectiveness, will be implemented in the 45 high-need schools identified in response to
Requirement 3(a). In addition, a subset of high-need schools, designated as spotlight schools,
will implement specific HCMS strategies. REIL-TNG’s HCMS will increase the number of
effective educators across the TIF4 LEAs through: (1) the performance-based compensation
system (placement and base-pay progression on the salary schedule); (2) professional

development planning and delivery; (3) hiring and placement policies; and (4) management of
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retention and dismissal decisions (assignment of continuing/non-continuing status; notice of
inadequacy of classroom performance).

Performance-Based Compensation: REIL-TNG partners will adopt an educator salary

structure based on effectiveness, as measured through evaluation, as the main vehicle for
rewarding effective teachers and leaders. Six guiding principles will lay the foundation for each
LEA-specific salary schedule, which will be implemented beginning SY 2014-15 (see
Competitive Preference Priority 5). In addition, salary enhancement for effective educators
serving in career pathway positions will attract and retain effective educators in the neediest
schools (spotlight schools).

Professional Development Planning & Delivery: The overall educator effectiveness (REIL

Score) rating drives professional development planning and delivery. All educators will have
educator goal plans; however, the goals and action steps for each educator will be differentiated
based on evaluation results. Those educators who fall in the ineffective range will be subject to
an increased level of support through a performance improvement plan, also aligned to educator
needs identified through the evaluation process, which will determine dismissal, probationary, or
continuing status. The learning, coaching, leading, and evaluating series (described in Section
C) are all aligned to the elements in the observation tools, ensuring differentiated support for
each educator group.

Hiring, Selection, & Placement: Exemplary hiring practices will be continued and expanded to

include establishing the norms by which each LEA will choose and train a selection team; and
setting parameters for the use of tools (interview questions, resume screening, reference checks).
Selection of educators for new and existing positions will be enhanced to ensure the inclusion of

multiple data points in hiring decisions, including the use of the identified core competencies, in
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order to narrow the candidate pool to qualified candidates. This will include requiring career
pathway candidates go through the Selecting Teachers to Enter Pathways (STEP) and Placing
Administrators on Track to High achievement (PATH) process. For example, phase 1 of the
STEP process will include collecting information about candidates on their REIL Scores and
their performance on talent-based tools designed to identify specific knowledge, skills, and
disposition for a specific career pathway position. Phase 2 includes the use of resume screening,
collection of writing samples, and performance tasks (e.g., leaderless group, role-playing
activities). The STEP and Path process can be found in the other attachments, page 131. The
placement process will be driven by the overall effectiveness rating (REIL Score), and educators
will receive incentives, such as a 3-year contract, to transfer to a position in a spotlight school.

Management of Retention & Dismissal Decisions: The process for moving from probationary

status to continuing status used to be based on years of experience. Once three years of teaching
were completed, teachers were automatically moved into continuing status. With legislative
changes now in place, REIL-TNG can implement strategies to better manage the retention and
dismissal process. For example, the 4 year continuing status for a teacher can be withheld based
on an ineffective or developing REIL Score. In addition, each REIL-TNG partner will develop
and implement an expectations and experience decision-making model to support the career

trajectory of a teacher. An example of this decision-making model is shown in Table 2.

Table 2: Sample Expectations and Experience Decision-Making Model

Experience Ineffective Developing Effective Highly Effective
1 year Retain if Retain if improving Retain Retain
improving

2 years Dismiss Retain if improving Retain Retain

3 years Dismiss Extend non-continuing Retain & reward | Retain & reward
status

4 years Dismiss Retain if teacher was Retain & reward | Retain & reward
effective in the prior year

5+ years Dismiss Retain if teacher was Retain & reward | Retain & reward
effective in the prior year
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Use of Data to Inform HCMS Decisions (Weight of REIL Score) / Selection Criteria A.2(ii):

Table 3 lists HCMS decisions, their alignment to the type of HCMS strategy, along with the
significance, or weight, that the REIL Score will play in each HCMS decision. There will be
some decision where a specific REIL Score is a non-negotiable part of the decision-making
process. This is indicated in the table by the designation of full weight. For example, the REIL
Score has full weight on the decisions about effective and highly effective educators receiving
performance-based compensation, and whether they are placed in specified positions. Other
strategies have been identified as being made partially on the REIL Score. For example, when
considering the equitable distribution of teachers across an LEA, the LEA leadership will have to
take many factors into account (e.g., highly qualified status, teacher and student demographics,
school leadership). In addition, because of state statute, some flexibility will be needed for

specific decisions (e.g., reduction-in-force policies are not solely based on REIL Score).

Table 3: HCMS Decisions Aligned to Results of Educator Evaluation (REIL Score)
Weight of
REIL Score on

Strategy Key—> A = Attract | P =Place | R =Retain | S = Sustain HCMS
Decision*

HCMS Decision A | P [ R | S |Partial | Full

Placement and base pay progression on educator salary structure. | \

Salary enhancement for in-demand; master educator positions. \ MR

Placement of teacher in spotlight school

Placement of teacher in career pathway position.

< |l (2 [2]

Issuance of three-year contract to highly effective teacher. \

Request educator evaluation and performance classification N
when hiring outside of the LEA

< | < | <<
<
<<

Equitable distribution of teachers.

Assignment of goal/action plan (educator goal plan). \ N

Design / selection of professional development programs. \ v

Assignment of students to teachers.

i B P
el Bl < | < |

Employment retention cannot be based solely on tenure or N
seniority.

Non- transfer of ineffective teacher to another school. N NEE

Assignment of a 4" year teacher with an ineffective performance v \

9
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classification a probationary contract as opposed to a
“continuing” contract.

Performance improvement plan for teachers with a performance N N
classification of ineffective.

Dismissal policies for teachers with a performance classification N N
of ineffective after using the intervention option.ll

Dismissal policies for teachers with a performance classification N N

of ineffective who are not provided an intervention option (which
includes the initiation of a notice of inadequate classroom
performance no later than the second consecutive year of the
ineffective classification). B

Governing board developed definition of inadequacy of N[ A N
classroom performance that aligns with the performance
classifications.

Placement and base pay progression on educator salary structure. |

<L <]
< |
< |

Salary enhancement for principal/assistant principal career N
pathway position (turnaround principal / turnaround assistant
principal).

Request for educator evaluation and performance classification VA
when hiring outside of the LEA.

Assignment of goal/action plan (educator goal plan). \

Design / selection of professional development programs. \

Transfer and contract policies for principals in the lowest N
performance classification (ineffective).

< < <L <] <
< |
< |

Governing board developed definition of inadequacy of
classroom performance that aligns with the performance
classifications.

* If REIL Score (performance classification) is not available, equivalent evidence of effectiveness will need to be
provided

** Prohibits a continuing teacher who is in the lowest performance classification for two consecutive years from
being transferred as a teacher to another school unless the teacher has been given notice of inadequate classroom
performance, is subject to an improvement plan, and the governing board approves the transfer.

B Specific policy recommendations will be developed by the district-level and cross-district HCMS/PBMS teams
over the course of the grant (see timeline in A.4 for specific details).

HCMS Strategies: Now and in the Future: Currently, REIL-TNG partners have policies and

procedures in place related to the use of educator evaluation data to inform key human capital
management decisions. Others will be implemented over the course of the grant period. Table 4
shows the existing state statutes that will assist in implementation over the five-year course of
the grant, along with the implication of each statute for the development and implementation of

REIL-TNG HCMS strategies.

10

PR/Award # S374A120089
Pagleoe28




Table 4: Current Legislation to Support HCMS Implementation

Description Implication

ARS The state board of education shall adopt and Supports weighting of the student
§15-203 | maintain a model framework for a teacher and academic progress portion of the REIL
principal evaluation instrument that includes Score (50%).
quantitative data on student academic progress
that accounts for between thirty-three per cent
and fifty per cent of the evaluation outcomes.
ARS Establishes a classification system generated Schools labeled with a D or F label will
§15-241 | from the achievement profiles for schools, based | receive the designation of spotlight
on letter grades. school, allowing for specific
interventions.
ARS Districts develop and adopt definitions of four This will be used to support the overall
§15-203 | performance classifications effectiveness rating for teachers.
ARS A school district shall not adopt policies that Employment retention cannot be based
§15-502 | provide employment retention priority for solely on tenure or seniority.
teachers based on tenure or seniority.
ARS Develop and adopt teacher evaluation policies (to | Policies mandate incentives for effective
§15-537 | go into effect in 2013-14). The policies shall and highly effective teachers; REIL-TNG
describe: Incentives for teachers; protections for | will offer three-year contracts for highly
teachers who are transferred to schools that are effective teachers accepting a position in a
assigned a letter grade of D or F; protections for | high need school; salary enhancement for
teachers if the principal of the school is effective and highly effective teachers
designated in the lowest performance who accept a position in a spotlight
classification. school (subset of high-need schools).
ARS Governing boards develop a definition of This statute will assist REIL-TNG with
§15-539 | inadequacy of classroom performance that aligns | implementation of dismissal policies.
with the performance classifications.
ARS Develop and adopt policies for principal Will support professional development
§15-341 | evaluations (to go into effect in 2013-14). The and incentives for effective building level
policies shall describe: The principal evaluation | administrators; REIL-TNG will offer 3-
instrument, including the four performance year contracts for effective and highly
classifications; Alignment of professional effective building-level administrators
development opportunities to the principal accepting a position in a high need
evaluations; Incentives for effective / highly school; salary enhancement for effective
effective principals which may include: and highly effective building-level
multiyear contracts; incentives to work at schools | administrators who accept a position in a
that are assigned a letter grade of D or F; transfer | spotlight school (subset of high-need
and contract processes for principals designated schools); all building-level administrators
in the lowest performance classification. will receive annual educator goal plans
and job-embedded professional
development.
ARS Allows a principal and teacher evaluations and This will facilitate recruitment for and
§15-503 | performance classification to be shared with placement in high-need schools.
/ ARS other school districts or charter schools for hiring
§15-537 | purposes.
ARS Any school district policy pertaining to the This will facilitate development of
§15-537 | transfer of teachers from one school to another policies related to the HCMS strategy of
shall take into consideration the current equitable distribution of teachers.
distribution of teachers across all of the
11
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performance classifications and the needs of the
pupils in the school district.

ARS Develop 301 plan for 2014-15 that requires an Align placement on salary schedule to
§15-977 | individual teacher’s performance on the performance classification.
evaluation be a portion of the performance pay
system required by Proposition 301.
ARS Develop and adopt teacher evaluation policies (to | Supports development of the HCMS
§15-537 | go into effect in 2015-16). The policies shall professional development, transfer, and
describe: support and consequences for teachers | retention and dismissal strategies.
designated in the lowest performance
classification; an intervention option for teachers
designated in the lowest performance
classification; dismissal policies for teachers who
continue to be designated in the lowest
performance classification after using the
intervention option; dismissal policies for
teachers who are not provided an intervention
option; transfer policies to limit transfer of
ineffective teachers from one school to another.
ARS States a teacher who is beginning his/her 4th year | Assigning a 4™ year teacher with an
§15-536 | of employment and who is designated in the ineffective performance classification a
lowest performance classification may be offered | probationary contract as opposed to a
a non-continuing status contract. “continuing” contract supports the
development of the HCMS retention and
dismissal policies.
ARS A school district governing board must adopt a Supports the alignment of the salary
§15-977 | PBCS system to allocate funding from the schedule to educator effectiveness.

classroom site fund; beginning in school year
2014-2015, individual teacher performance as
measured by the teacher's performance
classification shall be a component of the school
district's portion of the forty percent allocation
for teacher compensation based on performance.

In addition to state statute, several policies are already in place at the LEA level related to

the HCMS. See Table 4 in the next section (Absolute Priority 1.3 and Selection Criteria A.2(v).

Obstacles to Implementation: In examining the status of each LEA’s current HCMS, there are

specific challenges related to current policies that have been identified. The identification of

these challenges will allow policy revisions to occur to assist in development and

implementation of REIL-TNG. These policy challenges include the following:

e Policy G-2200 © GCBA Professional Staff Salary Schedules: LEAs will need to modify the
section that speaks to placement on the salary schedule as current language allows for new
teachers entering the district with prior teaching service to be given a maximum credit of five

12

PR/Award # S374A120089

Pagle2e30




(5) years [this varies in each district’s policy] for verified experience. In addition, the
language that reads: “reasons for denial of vertical advancement on the salary schedule
include but are not limited to...” will need to be modified to include performance
classifications.

e (G-4100 © GCI Professional Staff Development: This policy, which specifies a responsibility
on the LEA’s part to provide continual professional growth for staff, also includes language
allowing for the awarding of credit for salary advancement. Each LEA will have to revise
this language to align with the new educator salary structure based significantly on student
growth. Roosevelt Elementary School District and Wilson Elementary School District
include professional growth committees in their policies whose procedures may have to be
revised related to the submission of hours to move on salary schedule.

e G-4111 © GCI —R Professional Growth / Horizontal Movement on Salary Schedule: Balsz
Elementary School District and Phoenix Elementary School District will need to consider
revisions to this policy as it allows advancement on the salary schedule for completion of
professional growth hours, graduate and undergraduate coursework, and timelines for
submitting hours for salary advancement.

e (-3463 © GCF-RC Professional Staff Hiring: Phoenix Elementary School District’s policy
may need to be revised to incorporate proposed HCMS strategies related to the transfer of
personnel from one school to another.

e The Arizona Department of Juvenile Corrections has a performance appraisal manual that
will need to be revised to reflect REIL’s educator evaluation system.

Absolute Priority 1.3: The human capital strategies the LEA uses or will use to ensure that
high-need schools are able to attract and retain effective educators.

> Selection Criteria A.2(v): The extent to which the HCMS is likely to increase the number of
effective educators in the LEA's schools as demonstrated by the adequacy of the financial and
nonfinancial strategies and incentives, including the proposed PBCS, for attracting effective
educators to work in high-need schools and retaining them in those schools.

REIL-TNG will implement financial and non-financial human capital strategies to attract
and retain effective educators across all high-need schools, as well as a special subset of high-
need schools identified as spotlight schools. To attract and retain effective educators, REIL’s
HCMS financial strategies include the following: (1) strategic compensation including base pay
progression on the educator salary structure that is tied to the REIL Score; the establishment of a

competitive starting salary; and the ability to progress more quickly to higher salaries (based on
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effectiveness) than a traditional salary schedule; (2) salary enhancement for effective/highly
effective teachers accepting a position in a spotlight school; and (3) opportunities for
advancement via career pathway positions (master educator, in-demand teacher, turnaround
principal, peer evaluator). Non-financial strategies are centered on access to regular feedback
and high-quality professional development, opportunities for shared leadership, and the
opportunity for effective educators to make a difference by taking a risk and serving in a high-
need school. By offering a 3-year contract, and protections from consequences related to a
possible temporary lowering of a performance classification, educators can focus on making a
difference over a multi-year period in a challenging environment. Non-financial strategies
include the following: (1) frequent feedback via multiple observation cycles; (2) high-quality
professional development aligned to the LEA-wide common vision of instructional
improvement; individualized educator goal plans aligned to evaluation results; (3) 3-year
contracts for highly effective educators who accept a position in a high need or spotlight school;
(4) protections for teachers who transfer to a school with a state label of “D” or “F”; (5)
increased opportunities to work in schools led by effective/highly effective principals/ assistant
principals; (6) opportunity to directly participate in the development and implementation of a
coherent and comprehensive HCMS via membership on a REIL-TNG LEA-level transition team;
(7) reduction in force policies that prohibit the use of seniority as the priority when implementing
a reduction in force; (8) development of an HCMS recruitment team and recruitment strategy
plan; (9) implementation of human resource branding strategies to appropriately communicate a
message about the LEA’s goals and common vision of instructional improvement; and (10) use
of sourcing as a HCMS strategy to identify sources of potential high-quality candidates to serve

in high-need schools. Additional information regarding intermediate steps toward full
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implementation of these described features is included in the discussion for Selection Criteria E.5
(project management).

Supporting Policies: LEA-level polices support the attraction and retention of effective

educators in Table 5. For example, 6 of the 7 LEAs already have a policy in place that specifies a
personnel goal to recruit, select, and employ the best qualified personnel to staff the school
system (G-0050 © GA) which is also supported by policy G-3450 © GA (Professional Staff
Hiring) which supports each LEA in employing and retaining the best qualified personnel. Policy
G-0050 © GA establishes a goal to provide in-service training programs for employees that will
improve their rates of performance and retention, as well as a goal to provide a staff
compensation program sufficient enough to attract and retain qualified employees within the
fiscal limitations of the district. Policy G-2050 © GCA will assist in the creation and governing
board approval of career pathway positions. Policy G-4100 © GCI Professional Staff
Development requires the LEA to provide opportunity for continual professional growth of
certificated staff. Policy G-4500 GCK (Professional Staff Assignments & Transfers) assures the
superintendent will determine all staff assignments. Transfers will be based on needs of the
instructional program. Policy G-5800 © GCQA Reduction in Force: precludes an LEA (in the
event that certificated staff members have to be released) from using tenure and seniority as
priority criteria in releasing staff. Policy G-4100 © GCI Professional Staff Development:
Establishes LEA responsibility to provide opportunity for continual professional growth of
certificated staff. To see a listing of these policies applicable to the REIL-TNG LEAs, see

Current LEA HCMS Policies in other attachments section, page 215.

Absolute Priority 1.4: Modifications to existing HCMS and timelines

> Selection Criteria A.2(iii): Increasing the number of effective educators in the LEA s schools
as demonstrated by the feasibility of the HCMS.
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> Selection Criteria A.2(iv): Increasing the number of effective educators in the LEA s schools

as demonstrated by the commitment of the LEA's leadership to implementing the described
HCMS.

There are specific modifications that LEAs will have to address to be in full alignment with
REIL-TNG’s HCMS. These modifications include the adoption of the following: (1) revised
educator salary structures; (2) performance classification and inadequate performance
definitions; (3) revised educator evaluation, transfer, and probationary and continuing teacher
status policies; and (4) revised educator observation practices. Although specific strategies have
already been identified prior to the grant submission, additional strategies will be identified and
developed through the work of the cross-LEA teams and LEA-level transition teams, to include
key stakeholders in the design and development. Major timelines related to HCMS
implementation are included in Table 5. The timeline for specific implementation of HCMS
activities has been built into the management plan (see Table 23 in section E.5.). Per grant
requirements, the use of evaluation information to inform the design and delivery of professional

development and the award of performance-based compensation begins no later than the third

year of the grant. In addition, the LEA-wide educator evaluation system used to assign overall

REIL Scores will begin no later than the beginning of the second year of the project period.

Table 5: Timeline for Implementation

2012- | 2013- | 2014- | 2015- | 2016-
13 14 15 16 17

Implement Learning, Coaching, Leading Observation Process* \ \ \ \ \

* Meets grant requirement to implement LEA-wide evaluation system beginning year 2.

Evaluator assignment of professional development to evaluatees to | V N N N N
provide opportunities for the educator to improve performance. *

* Meets grant requirement to implement professional development beginning year 3.

Alignment of district- school- and individual- level professional N N N N N
development to educator evaluation results through EGP.*

* Meets grant requirement to implement PBCS beginning year 3.

Implement teacher, administrator observation process* v v v \ \

Implement peer evaluator observation process™ N N \ \

* Meets grant requirement to implement LEA-wide evaluation system beginning year 2.

Revised salary schedule begins.* | | |~ | |
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* Meets grant requirement to implement PBCS beginning Year 3 and to implement a salary structure
based on effectiveness for both teachers and principals no later than Year S.

Feasibility: Implementation of the HCMS is made feasible through the commitment of the LEAs
to the project as mentioned in the prior section; the experience of the REIL-TNG partners in
using information from educator evaluation systems to inform HCMS decisions; and State- and
LEA-level policies that will facilitate implementation of the use of an overall evaluation rating as
a factor in HCMS decisions.

Prior Experience: The lead applicant, Maricopa County Education Service Agency (MCESA),
began implementation of a TIF3 grant, Rewarding Excellence in Instruction and Leadership
(REIL) in October of 2010 with six Maricopa County school districts. Part of that program was
the development of a REIL Score, which serves as an overall evaluation rating for educators
throughout all six districts. The REIL Score determines placement on a performance award
continuum that aligns with a performance-based compensation award. REIL also established the
use of this score as a determinant in planning for professional development; assigning of goals in
educator goal plans; placement of teachers on performance improvement agreements; and the
selection and placement of effective educators in career pathway positions. MCESA’s experience
with the REIL program will prove invaluable in implementation of the HCMS for REIL-TNG.
Using Educator Effectiveness as a Factor in HCMS Decisions: Several state-level and LEA-
level policies will facilitate modifications needed to use educator effectiveness as a factor in
human capital decisions. Already described in Table 4, these policies include the following: ARS
§15-203, ARS §15-203, ARS §15-539, ARS §15-977, ARS §15-341, ARS §15-503, ARS §15-
537. In addition, LEA-level policies currently in place will support the necessary modifications
needed to implement the overall rating element of the HCMS (see Table 6). The key policy to

highlight in this area, G-5361 GCO-R Evaluation of Professional Staff Members, supports the
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evaluation results as a basis for motivation and for self-improvement; permitting personnel to be
aware of their strengths and weaknesses in order to improve; as basis for in-service planning and
supervisory activities; and to provide the basis for administrative decisions including the
employment of personnel, their assignment, the granting of continuing status, promotion,
demotion, or termination. Other supporting policies to highlight include the following:

e (G-5800 © GCQA Reduction in Force: Precludes an LEA (in the event that certificated staff
members have to be released) from using tenure and seniority as priority criteria in releasing
staff.

e G-0050 © GA and G-3450 © GA (Professional Staff Hiring): Specifies a personnel goal to
recruit, select, and employ the best qualified personnel to staff the school system; supports
each LEA in employing and retaining the best qualified personnel.

e (G-4100 © GCI Professional Staff Development: Establishes LEA responsibility to provide
opportunity for continual professional growth of certificated staff.

¢ (G-4500 GCK Professional Staff Assignments & Transfers: Superintendent will determine all
staff assignments. Transfers will be based on needs of the instructional program.

Table 6: LEA Policies Related to Implementation of Overall Rating for Educators

ADJC BESD MCRSD MESD PESD RESD WESD
G-5361 GCO-R Evaluation of
Professional Staff Members

Policy 2014.01A N
Performance Appraisal

G-0050 GA Personnel
Goals/Priority Objectives

G-2050 © GCA Professional Staff
Positions

G-2200 © GCBA Professional
Staff Salary Schedules

<] 2] 21 <]
<] 2] 2] 2]
<] 2] 2] 2]
<] 2] 2] 2]
<] 2] 2] 2]

G-3450 © GCF Professional Staff N
Hiring

G-3463 © GCF-RC Professional
Staff Hiring

G-4100 © GCI Professional Staff N N N N
Development

<] <21 2] 2] <2 2] <]

G-4500 GCK and G-4511 GCK-R N N N N
Professional Staff Assignments &
Transfers

G-5800 © GCQA Reduction in N N N N N N
Force
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Commitment of the LEA's Leadership: TIF4 LEA leadership teams met many times during

the 2011-12 school year to prepare for implementation of REIL-TNG (November 29, 2011;
January 23, 2011; April 24, 2012; June 6, 2012; July 9, 2012). Each partner also submitted a
signed MOU committing to program implementation and the development/implementation of a
revised educator salary structure with embedded PBC (see required attachments, page 24). In
addition, each LEA agreed to implement a common, cross-district HCMS with an LEA-wide
performance-based evaluation system at the center (see Absolute Priority 2 / Section B). Each
LEA will participate in and implement the teams identified in the communication structure
shown in Section D. Commitment is also demonstrated by the fact that several of the REIL-TNG
LEAs have participated in, or will be participating in Qualified Evaluator Training for building-
level administrators and L.nOI overviews for teachers (see Table 7).

Table 7: QET Training (SY 11-12)
ADJC BESD MCRSD MESD PESD RESD WESD

30-hour Scheduled | May & July & January May & June January through
QET for Fall July August through June 2012 April 2012
2012 2012 2012 April 2012

2012
3-hour Scheduled | May May 2012 | January July July June 2012
LnOI for Fall 2012 through 2012 2012 (18 hours)
Overview | 2012 April

2012 (18

hours)

To demonstrate commitment, each LEA completed a communication plan aligned to two
common goals: (1) engage LEA stakeholders in the ongoing development, implementation, and
refinement of REIL-TNG’s HCMS; and (2) develop understanding among LEA stakeholders of
the essential elements and expected benefits and outcomes of a comprehensive HCMS, including
the salary-embedded performance-based compensation component. These plans have been
included in other attachments, page 55, of the grant application. Highlights of these plans include

the following: dedicated project leads for program activities; specific dates/timelines to
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accomplish goals; a commitment to implementing the LEA-level transition teams outlined in the
discussion of Requirement 2a and Selection Criteria D.1.; a commitment to conducting school-
based meetings to inform staff of REIL-TNG; attention to the need for regular governing board
communication including regular study sessions; and attention to timeline requirements for

implementation of policy revisions.

COMPETITIVE PREFERENCE PRIORITY 4: NEW OR RURAL APPLICANTS TO THE
TEACHER INCENTIVE FUND

Competitive Preference Priority 4A: Assurance that each LEA to be served by the project has
not previously participated in a TIF-supported project

Assurance Required by Competitive Preference Priority 4. This application is responding to

Competitive Preference Priority 4a: An assurance that each LEA to be served by the project has
not previously participated in a TIF-supported project. The seven LEAs that will be serviced by

REIL-TNG have not previously participated in a TIF-supported project.

COMPETITIVE PREFERENCE PRIORITY 5: AN EDUCATOR SALARY STRUCTURE
BASED ON EFFECTIVENESS

REQUIREMENT 1: PERFORMANCE-BASED COMPENSATION FOR TEACHERS,
PRINCIPALS, AND OTHER PERSONNEL

Requirement 1: Describe how the proposed PBCS will meet the definition of a PBCS.

REIL-TNG will implement PBCS Design Option 1. Table 8 demonstrates the alignment of
the proposed PBCS (column 2) to the definitions set forth in the grant requirements (column 1).
In addition, REIL-TNG will include an optional component as a strategy to attract and retain

effective educators in high-need schools. This is also shown in Table 8.

Table 8: REIL-TNG Performance- Based Compensation System Design Option & Timeline

PBCS DESIGN OPTION 1 REIL-TNG TIMELINE
REQUIREMENTS
Additional compensation for Performance-based compensation | Implementation of revised
teachers and principals who receive | embedded in salary schedule salary structure begins Year 3
an overall rating of effective or resulting in differential pay for (SY 2014-15)
higher effective educators
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Additional compensation for Implementation of Career Pathway | Salary enhancement begins
effective teachers and principals, Model in subset of high-need Year 2 (SY 2013-14) for peer
who take on additional schools; Implementation of peer evaluators and Year 3 (SY
responsibilities and leadership roles | evaluators in all high-need schools | 2014-15) for master educators,
in-demand teachers,
turnaround principals/assistant

principals
OPTIONAL ELEMENT
Proposed PBCS provides additional | Implementation of HCMS hiring, Begins Year 3 (SY 2014-15)
compensation for educators who placement, and transfer policies

receive an overall rating of effective
or higher and who either:

(1) Transfer to a high-need school
from a school of the LEA that
is not high-need, or

(2)For educators who previously
worked in another LEA, are
hired to work in a high-need
school

Competitive Preference Priority 5.A: Describe the extent to which and how each LEA will use
overall evaluation ratings to determine educator salaries

Each REIL-TNG LEA will use educator’s REIL Score as a significant component to
determine placement on the revised educator salary structure. The REIL Score, which results in a
performance classification, will align with four lanes on the revised salary structure. The model
salary schedule shown in Table 9 shows how two teachers at the same point in their career could
earn very different compensation based on their performance. Teacher A with four years of
experience receives a performance rating of developing would earn a salary of $43,200; while
Teacher B, also with four years of experience, receives a performance rating of highly effective,
earning a salary of $64,299. The same would apply for the other educators in the system.

Table 9: Model Educator Salary Schedules

Entry Level Developing | Effective | Highly Effective
8% 22% 22%
Teachers Salary $38,000 $43,200 $52,704 $64,299
0% 4% 4%
Master Salary $70,729 n/a $73,558 $76,500
Educators
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3% 12% 10%
Assistant Salary $60,000 $61.800 | $69.216 $76,138
Principal

3% 12% 10%
Principal Salary $74,000 $76,200 | $85.366 $93,903

Competitive Preference Priority 5.B: Describe how each LEA will use TIF funds to support the
salary structure based on effectiveness in the high-need schools listed in response to
Requirement 3(a).

REIL-TNG will use 52% ($31,103,405) of the total TIF grant funds to support each LEA’s
transition to a salary structure based on effectiveness. Thirty percent ($17,574,115) of TIF Funds
will be utilized to supplement the salary schedule transition. Eighteen percent ($10,706,290) of
TIF funds will be utilized to increase the base/starting pay to at least $38,000 in all REIL-TNG
LEAs. Lastly, 4% ($2,823,000) of TIF Funds will be utilized to implement a career pathway
model in a subset of high-need schools and to provide additional compensation for effective
educators to transfer to a high-need school.

During the first two years of the grant, LEAs will continue their traditional compensation
strategy while they engage in the process of redesigning and adopting salary schedules that align
to the six guiding principles (See Section 5.C.). Beginning in Year 3, educators will be placed
on the newly adopted salary schedule according to their effectiveness as measured by their REIL
Score. In Year’s 1-5 of the program, LEAs will continue to support the salary schedule with their
existing dedicated resources and TIF grant funds will supplement the difference between the
traditional salary schedule and the performance based compensation schedule based upon

educator effectiveness during Year’s 3-5 (see Figure 2).
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Figure 2: REIL-TNG LEA Existing Funds and TIF Grant Funds

ADIC BESD MCRSD MESD PESD RESD WESD

MADINTAIY CTRRENT SALARY SCHEDULE

Total District

Aaintain Personnel

(GY3, GY4, & GYS $6.740 032  $28 013,831 $6.582.013 $965.437  $71.811 308 $95.100.385 $15.253 489

DMPLEMENT PBC SALARY SCHEDTLE
Phase-Out Persennel Cast $4602.745 $19.094.109 $4486272  $658.038 $48946420  $64.820021 $10396713
MAX. Phase In Personnel Cost $2,306,599 $11,079,008 §$2,665473  $387,804 $20,421.884  $38,177,421  $4,998,302
TOTAL PBC PERSONNEL COST 36,909,344 S30,173,116 $7,151,745 51,045,842 578,368,304 S102,997,442 515,395,015

Performance-hased
Compensation Cost {TIF Funds) $160,312 $2,150286  $569,733 $80,404 $6,556, 706 $7,807,057 $141,527
Total PBC Perzomme. Cost Zess Tota Datrict Alaintain Personme!

Increased Base/Starting Pay
To $38,HH {TIF Funds) $24,541 51,032,618 3182491 $186.692  $6.463,045 $2,792.714 $21,987

(Based off FY 13 — 2% anmua salary inflation adjustmeant)

TOTAL GRANT MOXNIES TO BE
EXPENDED 195,853 53,191,903 3752,424 267,006  S13,019,844 310,688,772 3163,513

| TOTAL GRANT MONIES EXPENDED: _ $28.280.405 |

Competitive Preference Priority 5.C: Describe the extent to which the proposed
implementation is feasible.

Implementation feasibility has been enhanced through: (1) financial modeling of educator
salary schedules; (2) collaboratively developed guiding principles that will serve to focus efforts
for each LEA as they work within the established communication structure toward finalization
and implementation of a revised set of salary schedules; (3) supporting legislation and LEA-level
policies; (4) a communication structure designed to elicit stakeholder feedback during the two
years leading up to implementation of the revised salary schedule; and (5) stakeholder support.

Financial Modeling: During the grant application design and development phase, REIL-TNG

partners engaged in a series of discussions regarding the opportunity to shift from traditional
salary schedules to a salary schedule that included embedded performance-based compensation.
All of the LEAs were supportive of the ideas put forth by the Teacher Incentive Fund concluding
that a performance-based compensation system is best sustained by awarding additional

compensation, not through short-term bonuses, but rather as part of an educator’s salary. In order
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to determine the feasibility of this strategy, MCESA supported the LEAs by creating some
modeling tools to manipulate their LEA data, to factor in multiple funding sources, varying
proficiency rates of educators, attrition of staff, student growth, and cost of living increases.

Guiding Principles: On June 6, 2012, a special workshop was held for the TIF4 leadership

teams, including representation from district finance directors and superintendents. From that
meeting, the partnership began to establish a set of six guiding principles that all LEAs would
agree to use when working to select a specific LEA salary model upon grant award. These
guidelines served as the basis for the budgeted financial model that was used to project the
anticipated costs of moving to an educator salary structure based on effectiveness. At the July 9,
2012 workshop, all TIF4 LEAs provided feedback and approved the following guiding principles
for implementation:

1. Educator compensation should be aligned to a common vision of instructional improvement.
2. Initial salary placement should attract top teaching talent through the establishment of a
competitive starting salary.

3. Base pay placement and progression is designed to significantly reward long-term
performance and rely less on years of experience and education units and degrees.

4. Base pay progression should reward effective educators by reducing the gap between initial
and peak earnings.

5. Base pay progression is designed with an established end point.

6. The overall salary structure should be designed to foster collaboration (in order to maximize
the number of educators benefitting from base pay progression based on effectiveness), as
opposed to competition (limiting the number of educators who can benefit from base pay

progression based on effectiveness).
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Supporting Legislation and Policies: As discussed in Absolute Priority 1 and Section A, the

state of Arizona has passed supporting legislation that will facilitate moving from a traditional
salary schedule to one that is aligned with educator effectiveness.

Communication Structure: A robust communication structure will enhance the development

process as LEASs transition to the revised salary structure. See Section D for additional
information.

Stakeholder Support: In order to collect information and monitor stakeholder support related to

educator compensation, teacher and administrator surveys were administered in May 2012. The
survey gave results from a solid representative sample that demonstrated a range of experience
and education as indicated in Table 10.

Table 10: Survey Sample

Teachers Administrators

Years of 29%: 0-3 years of experience 14%: 0-3 years of experience
Experience | 30%: 4-9 years of experience 62%: 4-9 years of experience

40%: 10 years or more of experience 24%: 10 years or more of experience
Education 33% hold bachelor’s degree 5% hold bachelor’s degree

23% master’s degree 14% master’s degree

43% master’s degree plus additional 64% master’s degree plus additional hours

hours 18% doctorate degree

Survey results indicate that there is strong support related to the alignment of educator
effectiveness with compensation. Eighty-two percent of teachers (and 91% of administrators)
gave a positive response when asked if results from the teacher evaluation process should inform
decisions within their school about teacher compensation. Ninety-Five percent of administrators
gave a positive response when asked if results from the administrator evaluation process should
inform decisions within their school about administrator compensation. These results were
validated through an additional question that asked if performance-based compensation should
be based on educator effectiveness. 85% of teachers and 95% of administrators agreed. Other

survey data related to identification of elements for educator compensation (e.g., performance
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classification, student growth, observation scores) demonstrated support levels between 84% to
100%. These results are contained in the required attachments section, page 82.

ABSOLUTE PRIORITY 2: LEA-WIDE EDUCATOR EVALUATION SYSTEMS BASED,
IN SIGNIFICANT PART, ON STUDENT GROWTH

SELECTION CRITERIA (B). RIGOROUS, VALID, AND RELIABLE EDUCATOR
EVALUATION SYSTEMS

Absolute Priority 2.1: A plan describing how it will develop and implement its proposed LEA-
wide educator evaluation systems.

> Selection Criteria B.3: The extent to which each participating LEA has made substantial
progress in developing a high-quality plan for multiple teacher and principal observations.

Each REIL-TNG educator will receive an annual summative evaluation, based on their
overall effectiveness rating (REIL Score). This is discussed in depth in section B.1. Educator
observations are a key component of the evaluation process; so, cross-LEA observation
instruments have been developed to communicate the common vision of instructional
improvement. These observation tools include the following: (1) Learning Observation
Instrument (LnOI) for teachers; (2) Leading Observation Instrument (LdOI) for building-level
administrators; (3) Coaching Observation Instrument (COI) for teacher leaders serving in
instructional coaching roles; and (4) Peer Evaluator Observation Instrument (PEOI) for
personnel serving as peer evaluators. These observation tools are comprised of specific rubrics
and elements that describe core instructional and leadership practices aligned to national and
state standards (In-TASC Model Core Teaching Standards, ISLLC Standards, Teacher Leader
Model Standards). These observation tools contain multiple, distinct rating options to allow
evaluators to precisely describe and compare differences in performance. In addition, the LdOI,
COl, and PEOI all require observation of specific settings in the field (e.g., leadership team
meeting; collaborative team meeting; teacher observation and scoring; pre- and post-

conferencing; professional development setting). For example, a superintendent might observe a
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principal facilitating a leadership team meeting and collect evidence related to specific rubric
elements such as shared purpose or continuous improvement planning. In another example, a
field specialist might observe a peer evaluator conducting a post-conference with a teacher, and
collect feedback on elements related to pre- and post-conferencing and mutual trust & respect.
The status for each of the instruments is indicated in Table 11 below.

Table 11: Observation Tool Status

Tool Status

Learning Observation Instrument Development: SY 2010-11

Validation & Revision: SY 2011-12
Will undergo additional validation during SY 2012-13

Leading Observation Instrument Development: SY 2010-11
Validation & Revision: SY 2011-12

Will undergo additional validation during SY 2012-13

Coaching Observation Instrument Development: SY 2011-12

Validation & Revision: SY 2012-13

Peer Evaluator Observation Instrument Development: SY 2011-12

Validation & Revision: SY 2012-13

All teachers will be observed a minimum of two times during SY 2012-13, and five times
annually thereafter. Master Educators will be observed in school-site settings beginning in SY
2014-15 to collect a minimum of two scores per element, and they will participate in three
conference settings with their evaluator over the course of each year. All building-level
administrators will be observed in school-site settings to collect a minimum of two scores per
element, and participate in three conference settings with their evaluator over the course of each
year, beginning in SY 2012-13. Peer evaluators will be observed in school-site settings
beginning in SY 2013-14 to collect a minimum of two scores per element, and participate in
three conference settings with their evaluator over the course of each year. Key personnel will be
conducting the observations for all evaluatees. The positions and qualifications have been
identified and are included in the document, Evaluator Chart: Positions and Qualifications (see

other attachments, page 111). All observers are required to complete evaluator training, achieve
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a “meets or exceeds” on the evaluation assessments, and be approved as an evaluator by their

governing boards.

Rater Accuracy & Agreement

Several procedures have been enacted to ensure establishment and maintenance of inter-rater

agreement, defined as “the degree to which two or more evaluators give the same rating to an

identical observable situation” (CECR, February 2012). First, a two-phase series of evaluator

training (qualified and certified) will provide all personnel conducting observations with in-depth

knowledge needed to accurately observe and score evaluatees. The setting, purpose, and content

of each phase are included in Table 12.

Table 12: Phases of Evaluator Training

Qualified Evaluator Training (Phase 1)

Certified Evaluator Training (Phase 2)

Setting | 30-hours in workshop setting Minimum of 30 hours of extended training,
including job-embedded application in the field
Purpose | To ensure that all evaluators can To maintain accurate ratings out in the field;
accurately use the observation ensure evaluators understand the elements they
instruments to correctly identify the are assessing and can implement effective
effectiveness level in a controlled setting. | observation cycles.
Content | (1) Development of in-depth knowledge (1) Additional practice interpreting rubrics in

of the observation rubrics; (2) Common
rater errors to avoid; (3) Pre- and post-
conferencing strategies; (4) Use of note-
taking protocols to document classroom
observations.

order to maintain accuracy of ratings; (2) Practice
observing and recording evidence; (3) Receipt of
feedback from field specialists; (4) Generation
and monitoring of Educator Goal Plans.

Secondly, an inter-rater reliability analysis plan for teacher and principal observation data

has been established. For each year of the program, co-observations with field specialists and

evaluators will be conducted in order to have more than one rater observe a lesson. This will

provide a sample to enable an examination of the consistency of ratings from the observation

instruments across multiple evaluators. For these analyses, widely used measures of inter-rater

agreement (Cohen’s kappa, and intra-class correlations) will be used.
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Lastly, an assessment component will be implemented to monitor rater accuracy. The
Qualified Evaluator Training (QET) includes module assessments to monitor participant content
understanding and rating accuracy throughout the 30-hour training, as well as a final assessment,
which leads to conditional qualified evaluator status. In order to achieve certified evaluator
status, participants must pass the annual certified evaluator assessment. This secure assessment
includes the viewing and scoring of multiple settings in the observation cycle, including a pre-
conference, complete lesson, and a post-conference. Participants view and score two additional
video lessons representing varied content and grade levels to demonstrate proficiency across
varied educational settings. In addition to instructional delivery, an integral component of
effective teaching is the use of data to inform instruction. Evaluators must be skilled in
conferencing with teachers and providing feedback related to data analysis and planning. To
demonstrate proficiency with these skills, the assessment includes the scoring of sample artifacts
such as assessment data, student work, and lesson plans as well as the recording of related
feedback related to an area of refinement and reinforcement for the teacher. The Certified
Evaluator Assessment is proctored, and scores and related data are shared with administrators. In
order to be certified, evaluators must pass the assessment with 90% of elements to be scored
within one point of the expert panel’s scores, and 75% of elements to be exactly the same
(absolute agreement) as the expert panel’s scores. Evaluators receiving a score below proficiency
are provided with support and interventions specific to their need (see other attachments, page

114).

Absolute Priority 2.2: A plan describing how it will develop and implement its proposed LEA-
wide educator evaluation systems.

> Selection Criteria B.1: A high-quality evaluation rubric.

> Selection Criteria B.2(i): A clear rationale to support its consideration of the level of student
growth achieved in differentiating performance levels.
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> Selection Criteria B.2(ii): Evidence supporting the LEA's choice of student growth models
and demonstrating the rigor and comparability of assessments

The Evaluation Rubric: REIL-TNG will implement an LEA-wide educator evaluation system

that results in an annual performance classification that is determined by the value of the REIL
Score. This score represents a composite of the results of all individual performance measures,
which include observation results, student growth, and other factors per grant requirements. The
other factors include the following: (1) team-level and school-level value-added scores, (2)
documentation embedded into the scoring for the observation instruments (e.g., survey results);
and (3) a professional responsibilities rubric that requires an educator proficiency level in order
to receive an effective or higher performance classification. Cut points are established along a
100-500 point scale to determine the scores necessary to achieve each of the four final
performance designations (ineffective, developing, effective, highly effective). The REIL Score
was designed with two objectives in mind: (1) to create a precise and accurate summative
measure of educator performance, and (2) to create a measure that allows for fair comparisons of
the performance of all educators. There are three primary steps used to determine the REIL
Score, which follows best practices found in education and other fields (Nardo, Saltelli, and
Tarantola, 2008). Step 1: Convert all performance measures to a common 1-5 point scale. This
conversion process is designed to ensure the scores from all individual performance measures
used to construct the REIL Score are scaled to have equivalent levels of rigor, as individual
measures and weighting schemes used to determine the scores vary based on grade-level and
subject-area (this ensures that educators are not unfairly penalized or rewarded based on the
measures used to construct their REIL Score). The results of all student growth and observational
measures are translated to a common 1-5 point scale. A score conversion chart for teachers,

included in the other attachments section, page 107, shows how the “raw scores” of the
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individual measures convert to the common score. Additionally, data from the first two years of
the REIL initiative (TIF 3) were analyzed to ensure that the score conversion chart criteria
yielded very similar distributions for each performance measure. The criteria were established
so the means and standard deviations of the common scores of each individual performance
measure were nearly identical. This ensures that scores from different measures require teachers
to demonstrate the same levels of relative performance. For example, a value-added score of 3
will be just as challenging for a teacher to achieve as a classroom observation score of 3. Step 2:
Assign weights to the performance measures and sum to find the total REIL Score. After the
individual measures are converted to a common scale, they are multiplied by their respective
weights and added together to create the final REIL Score. The weighting schemes for teachers,
administrators, master educators, and peer-evaluators are presented in Table 13. REIL Scores
fall between 100 and 500 (calibrated to have a mean of 300 and a standard deviation of 75).

Table 13: Weighting of Individual Performance Measures within the REIL Score

Classroom- Team-Level  School-Level
Level Growth Growth Growth Observation*
Teachers 40% 5% 5% 50%
Master Educators 40% 5% 5% 50%
Peer Evaluators 40% 5% 5% 50%

District-Level

Individual- Level Growth Growth Observation

Building-Level Administrators 45% 5% 50%

*Note: Each observation instrument has a professional responsibilities component that serves as an
additional factor in determining the REIL Score. Alogic model is applied so that an effective or highly
effective performance classification cannot be attained without meeting the proficiency levels on the
professional responsibilities rubrics.

Step 3: Determine educators’ final performance classification. Arizona state law requires
educators to receive a performance classification of ineffective, developing, effective, or highly
effective. The cut points were also informed by an analysis of the distribution of educators’ REIL

scores in 2010-11 and 2011-12. This process ensures meaningful differences in educator
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effectiveness and clear discrimination between high and low performers. Figure 3 illustrates the
REIL Score Ranges for final evaluation designations.

Figure 3: REIL Score Ranges of Educator’s Final Evaluation Designations

Ineffective Developing Effective Highly Effective

100 125 150 175 200 225 250 275 300 325 350 375 400 425 450 475 500

Selection Criteria B.2(i) and B.2(ii): Student Growth Model. REIL-TNG partners will use a

covariate adjustment value-added model (VAM) to measure an educator’s contribution to
student growth (Braun et.al, 2010; Glazerman et.al, 2010; Hanushek, Kain, and Rivkin, 2009;
and McCaffrey et. al, 2004). This will account for 50% of the REIL Score. By adjusting
preexisting differences in achievement levels and student backgrounds, VAMs produce estimates
of teacher and school effectiveness as if all educators in the sample population teach the same
group of students, thereby facilitating a valid and fair comparison across teachers and schools
(Meyer, 2009). The covariate adjustment VAM, which is commonly used to estimate teacher
and school effects within applied evaluation systems (e.g., Dallas Value-Added Assessment
System (DVAAS), Washington D.C, New York City, Florida Department of Education, etc.),
adds explanatory power to growth models by using statistical techniques to account for the
influence of other non-educational factors, such as socioeconomic status or peer composition, on
student achievement. Without controlling for the impact from these factors, the estimates from
the growth models can describe the amount of achievement growth, but not explain what factors
are responsible for the growth (Braun, Chandowski, Koenig, 2010). An educator’s overall
performance rating is determined by both the magnitude and the precision of his/her value-added
estimates. Confidence intervals have been incorporated to account for the general imprecision of

student growth measures. The results of analyses conducted in SY 2010-11 and 2011-12 show
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that teachers’ results on the LnOI are predictive of their value-added estimates in both reading
and mathematics courses (correlations = 0.24 in math and 0.18 in reading), lending additional
credibility to the model. To further support consistent rigor and comparability across grade
levels, subject areas, and schools, REIL-TNG will administer cross-district assessments as part
of the student assessment program. For the assessments already developed in state non-tested
content areas, rigor was addressed by ensuring items were written so they: 1) aligned with grade
and content standards; and 2) tested a representative range of content within the standards (i.e.,

categorical concurrence, depth of knowledge, and range).

Absolute Priority 2.3: A plan describing how the evaluation systems will generate an overall
evaluation rating that is based, in significant part, on student growth

> Selection Criteria B.5(i): Bases the overall evaluation rating for teachers, in significant part,
on student growth.

> Selection Criteria B.6(i): Bases the overall evaluation rating on, in significant part, student
growth.

As discussed in section 2.2 above, the overall rating for educators will be based 50% on
student growth, which is the maximum attribution that is allowed per state statute. In addition,
individual-level value-added scores account for the majority of that amount: 40% for teachers
with regular instructional responsibilities, and 45% for administrators (derived from classroom
level scores of assigned teachers). Refer to Table 13 for the breakdown in percentages. The REIL
Score is derived by converting the results of all individual performance measures to a common
scale. Cut points have been established to ensure the four performance designations represent
meaningful differences in educator effectiveness and clearly discriminate between high and low
performers. In addition, the system ensures that growth measures do not affect the overall rating
in only the most extreme circumstances. For example, the system does not allow poor

performance on assessments to be ameliorated by high performance on observations.
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Absolute Priority 2.4: A plan describing the applicant's timeline for implementing its proposed
LEA-wide educator evaluation systems.

The timeline for implementing the LEA-wide educator evaluation system (shown in Table

14) begins during Year 1 (SY 2012-13) in all of the high-need schools identified per

Requirement 3(a). During SY 2012-13, all TIF4 partner LEAs will conduct two observation

cycles for each teacher and three conferencing cycles (with site visit observations) for building-

level administrators and instructional coaches. In addition, a differentiated REIL Score will be

calculated based on whether or not a teacher is a Group A (assessment results available at the

individual classroom level) or Group B (assessment results not available at the individual

classroom level) teacher. By Year 3 (SY 2014-15), the REIL Score will be fully implemented for

all teachers, including the calculation of individual-, team-, and school-level value-added results.

Table 14: Timeline for Implementation of LEA-Wide Educator Evaluation System

Observations Student Growth Other Factors REIL Score
2012- | Minimum Assessments administered | Team-level and school-level | Generation of REIL
13 of two for tested areas value-added for all teachers | Score for all teachers
observation including VAM score
cycles for | Validation of assessments | Refinements to professional | for:
all teachers | in a subgroup of non- responsibilities rubric Group A: individual,
tested areas team, school
Group B: team, school
2013- | Minimum Assessments administered | Team-level and school-level | Generation of REIL
14 of five for tested areas and a sub- | value-added for all teachers | Score for all teachers
observation | group of non-tested areas including VAM score
cycles for Professional Responsibilities | for:
all teachers | Validation of assessments | rubric: logic model applied Group A individual,
in a sub-group of non- to performance team, school**
tested areas classification™ Group B: team, school
2014- | Minimum Assessments administered [ Team-level and school-level | Generation of full
15 of five for tested and non-tested value-added for all teachers [ REIL Score for all
observation [ areas Professional Responsibilities || teachers
cycles for rubric applied
all teachers
2015- | Five Assessments administered | Team-level and school-level | Generation of full REIL
16 observation | for tested and non-tested value-added for all teachers | Score for all teachers
cycles for | areas
all teachers Professional Responsibilities
rubric applied
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2016- | Five Assessments administered | Team-level and school-level | Generation of full REIL
17 observation | for tested and non-tested value-added for all teachers | Score for all teachers
cycles for | areas
teachers (3 Professional Responsibilities
for highly rubric applied
effective)
*Must be proficient in all **including a sub-
areas on rubric to receive an | group of teachers that
effective performance were previously
classification classified as group B

> Selection Criteria B.4: The extent to which the participating LEA has experience measuring
student growth at the classroom level, and has already implemented components of the proposed
educator evaluation systems.

The lead applicant for the TIF4 grant (MCESA) has prior experience implementing an
educator evaluation system, including both observation and student growth components. In 2010,
to ensure that student academic progress was a significant component in the teacher and principal
evaluation process, the state of Arizona passed legislation calling for quantitative data on student
academic progress to account for between 33%-50% of evaluation outcomes for teachers and
principals. In 2011, Arizona’s Framework for Measuring Educator Effectiveness was put into
place to meet the statutory requirements for Arizona Revised Statute 15-203. MCESA, in
partnership with an alliance of Maricopa County school districts, has been working over the past
two years to establish and implement the means to generate an overall educator evaluation score,
based significantly on student growth. The proposed educator evaluation system for REIL-TNG
has already been implemented in six Maricopa County school districts that are participating in
the Rewarding Excellence in Instruction and Leadership (REIL) program through a Teacher
Incentive Fund grant (cohort 3). These accomplishments will allow the TIF4 partner LEAs to
benefit from the work already achieved with the implementation of REIL. This prior experience
has been highlighted in selection criteria B.1. (i.e., conversion chart; cut scores; distributions;

selection of covariate adjustment student growth model; establishment that the results of
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observation scores from the LnOlI are predictive of their value-added estimates in both reading
and math [correlations = 0.24 in math and 0.18 in reading]; and capacity to produce individual
and school-level value-added estimates from two assessment systems.

In order to measure student growth at the classroom level, valid and reliable assessments are
necessary. Where those assessments are not available commercially, MCESA has developed
pertinent experience over the past two years in this area in developing valid and reliable
assessments. With respect to non-tested areas, MCESA has developed assessments for eleven
different subjects and grades in the non-state, non-district-tested areas of art, music, and
physical education. Field tests of three forms of each assessment were administered with over
12,000 Maricopa County students in 437 classrooms in the spring of 2012 with three-parameter
results of .85 to .94 reliability results. This process involved the development of instructional
priorities, assessment blueprints, item specifications, multiple-choice item writing; a rigorous
item editing process for both content and form, and reviews for bias by a community
committee. Pre-assessments are under development for each of these grades/subjects to be used
as predictors for value-added measures of academic growth. Pre-assessments will be comprised
of 40% prior learning from previous grades to establish assessment validity and 60% from the
current year standards to further support reliability. The full five-year assessment development

plan can be viewed in the other attachments section, page 136.

> Selection Criteria B.5(ii): Evaluating teacher practice.

The portion of the evaluation process that evaluates the practice of teachers is realized
through the scoring of teachers using the LnOI, which contains six rubrics with aligned elements.
A guiding principle established during the original development of the LnOI was that elements
included in the various rubrics would need to be those that could be observed and measured for
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all teachers across all teaching assignments including grade levels, content areas, special areas,
and special student populations. During pilot testing in SY 2011-12, the instrument was
implemented in six different school districts in Maricopa County. This allowed for the collection
of feedback regarding the application of the instrument across teaching assignments. As part of
the SY 2011-12 feedback collection and revision process, rubric-specific and cross-rubric teams
were formed that included representation from general education, special area, special education,
and content-specific classroom teachers. In addition, a separate focus group was convened
specifically to address targeted special education areas (e.g., autism; severe and profound
disabilities). The LnOI was revised based on feedback from these teams.

With respect to evaluating the practice of special education teachers, the Learning
Observation Instrument rubrics and elements address the classroom practice of all teachers.
Regardless of student population, teachers must make content accessible for students, use
formative assessment, employ instructional strategies, engage students, and establish a learning
environment. However, specific elements need additional clarification on how to apply the
descriptor language in special education settings. Therefore, a parallel version with notes for
administrators and teachers will assist with the scoring of these elements for teachers of students
with mild and moderate disabilities (MID / MOID), as well as severe and profound disabilities
(SPD). A special education version of the LnOI will be issued in August 2012. The LnOI was
also crafted to include elements and descriptors that would apply across classrooms including
English language learners. ELL teachers will be assessed on their ability to make content
accessible to learners, provide effective representations and explanations of content, ensure
lesson objectives, sub-objectives, and materials are logically organized and sequenced, and that

student misconceptions related to background knowledge and vocabulary are anticipated and
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planned for via appropriate sub-objectives. Additionally, ELL teachers will be assessed on the
use of purposeful questioning strategies and activities to activate prior knowledge; ensuring
content accessibility (by accommodating or modifying problems, complexity of text, and/or
vocabulary to the correct level of difficulty); and use of real-time assessments at the correct level

of difficulty to measure individual student progress.

> Selection Criteria B.6(ii): Evaluating principal practice.

The portion of the evaluation process that evaluates the practice of building-level
administrators is realized through the scoring of principals and assistant principals using the
Leading Observation Instrument, which contains five rubrics with aligned elements, based on the

Ontario Leadership Framework, aligned to ISLLC standards. With respect to Focusing Every

Teacher, and the School Community Generally. on Student Growth, the LdOI measures an

administrator’s ability to (1) ensure that the shared vision for high student achievement is clearly
articulated and acted upon by staff members; (2) focus on continuous improvement plan (CIP)
goal-setting and action planning with staff to ensure the setting of rigorous, gap-closing goals
and the monitoring of those goals for targeted subgroups of students; and the inclusion of action
steps to guide differentiated PD aligned with student outcomes and to describe targeted student
interventions for identified subpopulations; (3) focus on alignment of fiscal resources to student
achievement goals; (4) observe and analyze instruction in order to lead effective pre- and post-
conferences (that require student academic progress documentation), identify reinforcements
and refinements for each teacher; and establish educator goals plans focused on student learning
outcomes; (5) create school-level conditions for student success; and (6) utilize effective
processes to monitor, review, and revise horizontal and vertical team goals, action plans, and the

continuous improvement plan. With respect to Establishing a Collaborative School Culture
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Focused on Continuous Improvement, the LdOI measures an administrator’s ability to (1)

collaborate with staff on goal-setting and action planning; (2) empower staff members to lead
conversations that connect short-term and long-term vision to CIP goals and activities; (3) focus
on collaborating with key staff on resource allocation; (4) ensure that staff, students, and parents
proactively identify challenges and assist in solving challenges, and making decisions to design

and adjust CIP goals. With respect to Supporting the Academic Needs of Special Student

Populations, the L.dOI supports the academic needs of special populations by (1) ensuring that
building-level administrators provide feedback to teachers related to task analysis of lesson
objectives, content accessibility, real-time assessment selection, correct level of difficulty,
analysis of instruction, student progress, and learner engagement which all have specific
implications for meeting the needs of subpopulations of students; (2) holding them accountable
for meeting and/or exceeding performance goals for student achievement in targeted subgroups;
(3) ensuring evaluators give feedback on working with the school and district leadership teams
on setting targeted goals for prioritized student subgroups (e.g., ELL, special education), writing
CIP action plans that include targeted student interventions for identified sub-populations, and

conducting pre- and post-conferences with teachers.

(O). PROFESSIONAL DEVELOPMENT SYSTEMS TO SUPPORT THE NEEDS OF
TEACHERS AND PRINCIPALS IDENTIFIED THROUGH THE EVALUATION

PROCESS

Professional Development System Criteria C.1: High-quality plan for professional
development.

A comprehensive PD plan has been developed for cross-LEA implementation as part of
REIL-TNG in order to ensure that all educators across the LEA high-need schools have the
opportunity to improve their effectiveness. This plan will implement a three-track system that is

aligned to the common vision of instructional improvement and that uses disaggregated data
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from the educator evaluation results to inform professional development needs of individual
educators and schools.

Track 1: Educator Goal Plan System of Support: Educators will participate in an individualized

educator goal plan (EGP) system of support that is aligned to the school’s year-long professional
development plan and to specific individual needs derived from teacher evaluation data. First,
building-level administrators will collaborate with their teachers to develop school- and team-
level goals and professional development action plans. The educator goal has two parts: (1) a
student achievement goal in an identified content, and (2) a measurable goal for improved
instruction as measured by LnOI element scores.

Sample Goal: By March 2012, Alex Munoz will show increased proficiency in the ability to plan and
deliver English Language Arts lessons using Rubric: Instructional Strategies Element: Monitor and Adjust

as evidenced by improved observation Instructional Strategies scores and improved English Language
Arts Informational Comprehension student achievement on 7th grade AIMS or increase in the REIL
student achievement value-added score.

To develop an EGP, each educator and his/her evaluator will annually analyze observation
instrument element scores and student learning data strengths and weaknesses. The evaluator
will identify the school/district goal and guide the educator in selecting a student achievement
goal aligned to the school/district goal. Then, they will collaborate in identifying the teacher’s
elements of weakness on the observation instrument that would best support improving the
identified achievement goal area of focus.

Action Plans: A plan of action is identified to support each educator in achieving the identified
goal. For teachers, the plan of action will include objectives for each identified LnOI element.
For each objective, the following action plan components will be identified: key steps, support
team member (e.g., administrator, instructional coach), frequency and duration of support, and

the evidence to be used to determine achievement of the objective. Support team members will
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assist educators in improving practice through job-embedded support. One objective and its

components are shown in Table 15.

Table 15: Action Plan Components

Component Example
Rubric Element Monitor and Adjust Type of Support Planning
Objectives The teacher will plan possible adjustments to comprehension lessons using

information print to prepare for extensions or sub-group interventions within the
lesson.

Description of

1. Attend Learning Series: Year 1 workshop “Moditying Instruction”

Support 2. Analyze data with coach to anticipate students who may have misconceptions that
will require adjustments to first time teaching.
3. Plan checks for understanding to monitor learning during lesson.
4. Plan lesson 1:1 with coach.
5. Plan lessons with PLC.
Support Team Instructional Coach Frequency Bi-Weekly Duration | 3 times
Member
Evidence 1. Lesson plans with possible adjustments specific to a sub-objective or learning

experience are listed.

2. Possible adjustments are labeled as content, pedagogy, or critical thinking.

3. Students who may require extension or intervention in the lesson based on prior
assessment are listed.

For principals and assistant principals, the EGP action plan will include objectives focused

on planning, implementation, and progress monitoring for each identified LdOI element in the

goal. Support team members for principals can include the principal’s supervisor, assigned

district staff, or other designated personnel. Principals will serve as the support team member for

assistant principals. Using tools in the RDSS, the support team member will: (1) analyze the

EGPs for all assigned educators using tools in the RDSS to group educators with similar needs to

economize time while ensuring individual growth needs are met; (2) provide feedback to

educators; (3) monitor objectives in an individual educator’s goal plan that are/are not making

progress to make real-time adjustments to the plan of support; and (4) monitor the effectiveness

of support team members in assisting teachers to meet their EGP goals and objectives.
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Professional Development System Criteria C.2: Timely professional development.

Track 2: Educators can access just-in-time, online, video professional development aligned to
elements from the observation instruments, via the REILize Decision Support System. The video
library, which will house examples for each of the proficiency levels on the observation
instruments of classroom and leadership practices from multiple content areas, grade bands, and
leadership settings, will assist educators in accessing just-in-time information aligned with the
results of their observation feedback as well as the REIL Score. In addition to self-selection,
support team members and evaluators can suggest identified videos in the video bank to support
educator conceptual understanding of a given element. In addition, a 5-Year Professional
Development Plan will support REIL-TNG educators. Table 16 provides an overview of the
activities, by year, designed according to five phases of professional learning, designed to
increase the capacity of all educators located in high-need schools to raise student achievement.

Table 16: 5-Year Professional Development Plan

Phase | Phase | Phase | Phase | Phase

RE 11, . 1 2 3 4 5
Professional

]
Development 2D

2 % 8 ® g 2] = =

Plall L] B T‘) %) > g o = & Q
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Iearning Series: Year 1 for teachers and leaders.

Coaching Series: Year 1 for current instructional coaches \ \ \
Ieading Series: Year 1 for principals, assistant principals, and N N
principal evaluators, including Qualified Evaluator Training
(QET) for LOL

Evaluating Series: QET and CET for LdOI

Career Pathway Academy for identified spotlight in-demand
teachers.

< | <]
< | <]
< | <]
<]
<]

Iearning Series Year 1 1°-year teacher induction program.

Coaching Series: Year 1 induction program for new hire N N N
instructional coaches.
Leading Series: Year 1 as 1%-year induction program for new N N N

Principals and Assistant Principals.
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Learning Series: Year 2 for teachers and leaders.

Coaching Series: Year 2 for instructional coaches.

Leading Series: Year 2 for principals, APs, and evaluators of
principals.

Evaluating Series: QET for induction of principal evaluators
and CET for LdOI for continuing principal evaluators.
Human Resource Series: Evaluation Data Use and Value-
Added Measurements in REIL scores for teachers and leaders.
Career Pathway Academy for spotlight in-demand teachers. \ \ \

Learning Series: Year 1 & 2 as 1" & 2nd -year induction 5 !l 5

program for new teachers.

Coaching Series: Year | & 2 induction program for new hire
master educator; instructional coaches

Leading Series: Year 1 & 2 as 1"-year induction program for
new principals and assistant principals.

Learning Series: Year 3 for teachers and leaders.

Coaching Series: Year 3 for master educators; instructional
coaches.

Leading Series: Year 3 for principals, assistant principals, and
evaluators of principals.

Evaluating Series: QET for induction of 1* year principal
evaluators and CET for LdOI for continuing principal
evaluators.

Human Resource Series: Evaluation Data Use for teachers and
leaders.

Career Pathway Academy for identified spotlight in-demand N
teachers.
LOI Certified Evaluator Training for peer evaluators. N
Support by master educators & peer evaluators based on
evaluation results, EGPs, and achievement results.

<] < |2 |2 ]
< |2 |2 ]
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Learning Series: Years 1-3 induction program for teachers in
their 1 -3" years in the district.

Coaching Series: Years 1-3 for 1* - 3" year induction N N N
program for master educator; instructional coaches.
Leading Series: Years 1-3 as 1°- 3" year induction program N N N
for new principals and assistant principals, including LOI
QET and CET.

Evaluator Series: LdOI QET for new principal evaluators and N N N
LdOI CET for principal evaluators.
Differentiated, job-embedded PD and feedback provided N N N
based on educator evaluation data facilitated by central office
staff, principals, master educators, and peer evaluators.
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Professional Development System Criteria C.3: School-based, job-embedded opportunities for
educators to transfer new knowledge into instructional and leadership practices.

Implementation of the EGP system described previously in section C.1 will be supported by
providing training to principal evaluators and principals on LdOI elements. At the school level,
differentiated PD groups will be formed to provide training and coaching for objectives
supporting the school’s year-long professional development plan and EGPs. These flexible
groups, comprised of teachers with common needs, will receive support via coaching cycles
which last for three to eight weeks depending on how quickly teachers within the coaching group
advance from skill acquisition to effective implementation. The Career Pathway Academy will
support the development of teacher leaders and provide an opportunity for even the most
masterful teachers to enjoy continued growth. The program targets high potential teachers to
develop deeper understanding of content, rubric elements, collaborative learning team strategies,
data use, and coaching strategies to prepare for possible service in a master educator role. PD is
also provided via peer evaluator support in the observation process. Peer evaluators provide
content-specific feedback, addressing just-in-time support needed to transfer new learning to

application to make progress on school, team, and EGPs.

Professional Development System Criteria C.4: High-quality plan for professional
development that is likely to improve instructional and leadership practices.

REIL-TNG provides a systemic approach to developing the capacity of educators on
domains of knowledge and skills embedded in the four educator series extending from teacher
induction programs to principal coaching opportunities. Table 17 illustrates how observation
elements will be systematically embedded in professional development training for teachers and
administrators with increasing depth and complexity along the extended career pathway for both

teachers and leaders (see Table 17).

44

PR/Award # S374A120089
PagAé4e62



Table 17: Systemic Progression of Career Pathway Roles and Domains in Rubrics

Coaching Series

Learning Series Leading Series
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If an educator remains in the Alliance district and is promoted from one career pathway role
to the next, then it would be likely that the individual will possess the knowledge and skills
necessary to be highly effective in the new role. Current educators or new-hires from outside the
district would require an analysis of gaps in preparedness for the position or for next steps for
growth. EGPs can be used to mitigate both deficiencies in preparedness for current roles and
career pathway preparation for future leadership roles.

Track 3: Learning, Coaching, Leading, and Evaluating Series. Educators will participate in one
of four series of professional development (teacher, instructional coach, principal, or principal
evaluator) to build teacher and leader effectiveness. A 3-year professional development training
series has been developed for each group of educators to establish a solid foundation for all
educators across the district (see other attachments, page 140). Educators will receive initial
training on the observation elements to develop understanding of effective levels of performance.
Within this foundational training, educators can reflect on the rubric indicators to understand
their level of proficiency on each element and envision the next level of proficiency to improve
instruction (Glickman, 2002). Support team members can then offer specific feedback and
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coaching that are expected to lead to improved student achievement. New educators in
subsequent years will receive the same training through an induction program to ensure that all
educators in the system acquire the same foundation. Each series will contain 7-12 workshops
varying in length from two hours to three days. A Year 1 professional development plan for each
series, a list of workshops for sample pages from a presenter script, and a participant workbook
for Learning Series Year 1 are included in the other attachments, page 144. Every workshop for
each year in the Learning, Leading and Coaching Series will include an information video,
facilitator script, resource handouts, participant workbook, and presentation slides produced to be
cohesively aligned to other workshops in all series. Each of the series will include face-to face

workshops followed up by support from EGP support team members and evaluators.

REQUIREMENT 2: INVOLVEMENT AND SUPPORT OF TEACHERS AND
PRINCIPALS

SELECTION CRITERIA (D). INVOLVEMENT OF EDUCATORS

REQUIREMENT 2(A): Evidence that educators in each participating LEA have been involved,
and will continue to be involved, in the development and implementation of the PBCS and
evaluation systems described in the application

> Selection Criteria D.1: The extent to which the application contains evidence that educator

involvement in the design of the PBCS and the educator evaluation systems has been extensive
and will continue to be extensive during the grant period.

Pre-Grant Submission Involvement: Prior to submission of the grant application, teachers

(Pre-K-12, generalists, content-specific, special area, special education, ELL) and leaders
(district- and building- level instructional coaches and administrators; governing board members)
were involved in the following ways: (1) development and revision of REIL Score components;
(2) provision of input and feedback via focus group interviews (March-June 2012); (3)
development of student assessments for non-tested areas (December 2011-June 2012); (4)

participation during SY 2011-12 on district-level and cross-district committees; (5) participation
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in the annual governing board symposium (August 26-27, 2011); multi-stakeholder information
workshops/feedback sessions (November 29, 2011; January 23, 2011; April 24, 2012; June 6,
2012; July 9, 2012); and (6) LEA-specific site visits to gather input on TIF4 program elements,
answer questions, and provide support for communication with stakeholders (11 sessions).

Additional Information: On November 29, 2011, MCESA invited districts and charter schools

to learn more about implementing an educator evaluation system. Two of our REIL-TNG
partners (MESD and WESD) were eager to begin implementing immediately. January through
April 2012, MCESA began professional development training for MESD and WESD
administrators and instructional coaches. Over 30 educators received Qualified Evaluator
Training (QET) to support the LnOI. On January 23, 2012 an expanded group of districts and
charter schools met to discuss a Memorandum of Understanding (MOU) and a detailed list of
expectations, support, and services. Again, MCESA leaders reached out to each district and
charter school to address teacher education groups, district evaluation committees, governing
board sessions, and administrative team meetings. By March 1, 2012 MCESA had firm
commitments from four more LEAs (BESD, PESD, RESD, and MCRSD). From March- June
2012, MCESA included professional development training for BESD, PESD, and RESD
administrators and instructional coaches. Over 125 educators received Qualified Evaluator
Training (QET).

Development of the Observation Tools: The Learning, Leading, Coaching, and Peer Evaluator

Observation Instruments were developed and revised in collaboration with LEA educators over
the past two years. The LnOI underwent 15 revision cycles during its inception in SY 2010-11.
LEAs in six school districts actually implemented the LnOI during SY2011-12. A

comprehensive validation and feedback collection/revision process ensued during SY 2011-12.
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To support this process and to prepare for SY 2012-13 implementation of the LnOl, several
REIL-TNG LEAs worked to engage their teachers in teacher evaluation meetings during SY
2011-12 (MESD: 3 meetings; PESD: 16 meetings; ADJC: 3 meetings; WESD: 9 meetings).

Development of Assessments and Student Growth Metrics: Cross-LEA educators were also

involved in finalizing a student assessment plan, developing assessments (188 teachers
participated in the assessment development process for non-tested areas, and 437 classrooms
participated in the field test), and selecting a value-added model to inform the student growth
portion of the REIL Score. A cross-LEA data management team as well as a cross-LEA
assessment council assisted in providing input and feedback on assessment development, design
of the REIL Score, and development of a value-added model.

In addition, multiple LEA-level transition teams (over 30 sessions were held from
November 2011- May 2012) provided feedback and input during the development phase of the
overall assessment plan. One series of activities that occurred in the transition team meetings was
a standards-setting exercise where participants had to think about and define “effective,” which
was an important consideration in the calibration of an overall effectiveness rating for teachers.

TIF4 Application Development and Design: Additional stakeholder engagement occurred

during the TIF4 grant application development and design process. Interested LEAs attended a
MCESA-hosted information session on April 24, 2012, and then scheduled follow-up meetings
to discuss program elements and priorities. In April and May of 2012, MCESA staff met with
individual LEA leadership teams and attended stakeholder meetings and governing board
sessions (5/21/12; 6/5/12; and 6/21/12). A survey was also administered to teachers and building-
level administrators in May 2012 to help inform program elements. On June 9, 2012, LEA teams

convened for a TIF4 feedback session on program elements including goals, objectives
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performance measures, embedding of PBC within the salary schedule, HCMS strategies, and
communication plans. Between April and July 2012, all governing boards approved MOUs
committing to implementation of REIL-TNG. LEAs also completed individual communication
plans to ensure ongoing stakeholder engagement and communication over the duration of the
grant. These communication plans (which include communication tactics, tools, and processes;
target audiences; project leads; and timeframes/dates) are discussed in more detail under
Selection Criteria A.2(iv).

Future Involvement: REIL-TNG requires cross-LEA collaboration and support amongst

multiple stakeholders. Therefore, future stakeholder engagement and communication has been
strategically planned for through implementation of a dynamic communication structure
illustrated in Figure 4 and defined in Table 18. Field specialists will serve as the main
communication conduit between REIL’s Management Team and TIF4 partner LEAs.
Individually developed LEA-specific communication plans [discussed in A.2(iv)] will also
facilitate and ensure stakeholder engagement and communication.

Figure 4: Communication Structure
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Table 18: Communication and Stakeholder Groups

Group Who They Are What They Do
(1) REIL-TNG Principal Investigators; Program Manage all aspects of the program, and
Program Director; Field Specialists; Project | oversee the implementation of the
Mgt. Team Leads and supporting staff Management Plan.
(2) REIL Representation from Management | Share views, ideas, challenges, and opinions in
Advisory Team; Superintendents & Leads order to facilitate consistent implementation of
Council from REIL and REIL-TNG; the Rewarding Excellence in Instruction and

Alliance Members Leadership programs.

(3) REIL-TNG District-level personnel Stakeholder groups that advise and inform on

Cross-District
Teams

representing HCMS/PBCS, PBE,
data management & assessment;
finance stakeholders

all aspects of the REIL-TNG program.

(4) District Superintendent’s cabinet and Ensure compliance with the established MOU;

Leadership & REIL-TNG Field Specialist work to align district initiatives with REIL-

Communication TNG program goals; review agendas and

Teams outcomes from cross-district teams and
transition teams; lead year-to-year planning
and implementation efforts.

(5) Field On-site Program Coordinator Serve as the main communication conduit

Specialists assigned to each REIL-TNG LEA between REIL-TNG management team and
district teams; Co-observe and evaluate Peer-
Evaluators and Principals; conduct
professional development;

(6) District- District-Level Data Management Provide feedback from LEAS to the Field

Level Transition
Teams

Stakeholders, District-Level
Professional Development
Stakeholders, and District-Level
Teacher & Principal Evaluation
Stakeholders

Specialists and Cross-LEA Teams, as well as
provide an important communication conduit
between district-level team and schools.

Requirement 2(b): Inclusion of a description of the extent to which the applicant has educator
support for the proposed PBCS and educator evaluation systems.

> Selection Criteria D.2: The extent to which the application contains evidence that educators

support the elements of the proposed PBCS and the educator evaluation systems described in the

application

Support for Proposed PBCS and Educator Evaluation System: Evidence of educator support

includes: (1) A MOU signed by each LEA committing to implementation of REIL-TNG,

including the commitment to implement a HCMS with educator evaluation at the center that is

aligned to a revised educator salary structure; (2) letters of support (see required attachment,

page 67) from representative policy makers and professional organizations; (3) prior support
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from six of the seven TIF4 partner districts as evidenced by signed intergovernmental
agreements to implement REIL II; (4) collection of feedback from TIF4 partner LEA
trainings/workshops; (5) teacher/administrator survey results related to components of a
performance-based compensation system and an educator evaluation system, and (6) completion
of LEA-level communication plans to guide program implementation over the course of the
grant (see Selection Criteria A.2(iv) for a discussion of the communication plans). Additional
information related to these evidence sources is included below.

TIF4 MOU: Support is indicated via the signed MOUs that have been submitted with the grant
application. (see required attachments, page 24)

Letters of Support: A review of the submitted letters of support will highlight the state- and

local-level support for implementation of REIL-TNG. Governor Brewer’s letter describes
alignment of REIL-TNG to the state’s education plan, and she notes the high level of stakeholder
engagement and support for implementation of the grant. Letters from the Chairs of the Senate
and House of Representatives Education Committees (Rich Crandall / Doris Goodale) speak to
the alignment of the grant’s goals to recently passed legislation (HB2823). Arizona’s
Superintendent of Public Instruction, John Huppenthal, speaks to the collaboration between
MCESA, Maricopa County school districts, and the Arizona Department of Education on the
development of a data management system, which will be critical to the implementation of an
HCMS. Professional organization support from the Arizona School Administrators Association,
Arizona Association of School Business Officials, Arizona Business and Education Coalition,
and the Arizona School Boards Association illustrate the inclusion of this group of stakeholders
in the REIL Advisory Council and recognize the REIL alliance as a critical strategy to impact

and support Arizona’s educational program.
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Prior Support From TIF4 LEAs: During SY 2011-12, six of our seven TIF4 LEA partners

made a commitment to implement REIL II (which was modeled after the TIF grant program,
REIL) as evidenced by an intergovernmental agreement (IGA) with MCESA during SY 2011-12.
This IGA articulated the agreement to implement the Learning and Leading Observation
Instruments, to provide feedback on the revisions to the instruments, to schedule and attend
qualified and certified evaluator training for teachers, school leaders, and principal evaluators, to
assign one instructional coach per school site, and to designate/hire a director-level field
specialist to serve as an on-site program coordinator. Prior to signing the IGA, LEA leaders
worked with educators in their systems to share information and gather feedback in order to
develop consensus for implementation of REIL II.

Collection of Feedback: Between January and July of 2012, feedback was collected from TIF4

partner LEA trainings/workshops from participating teachers and administrators. Written
feedback submitted by teachers and administrators indicated that the Learning Observation
Instrument was a good tool to support teacher growth and show improvement on skills, pinpoint
strengths and weaknesses, effectively evaluate teachers, provide better feedback, support student
learning by increasing engagement, and focus on student learning. In addition, written feedback
included that the tool was thorough and straightforward.

Teacher and Administrator Survey Data: To continue efforts to collect feedback and monitor

stakeholder buy-in, surveys for potential TIF4 teachers and administrators were administered in
May 2012. Survey results confirmed that the level of educator support across the TIF4 LEAs for
the proposed PBCS and educator evaluation elements is high. In addition to the survey results
reported in section 5.C., educators reported that evaluation data and performance classifications

should factor into performance-based compensation, and that competitive salaries are important
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for attracting and retaining effective educators in the profession. Furthermore, there was strong
support for inclusion of specific elements as part of an educator evaluation system, including
educator goal plans; educator recruitment, placement, retention, and dismissal; pre- and post-
conferencing; and value-added modeling. Educators also indicated support for the rubric
elements that are in the observation instruments.

LEA Communication Plans: TIF4 LEA leadership teams worked together to identify

communication and engagement tactics, tools, and processes; target audiences; project leads; and
timeframes/dates. Additional details on the communication plans can be seen in the discussion of

Selection Criteria A.2(iv).

Requirement 2(c): A statement indicating whether a union is the exclusive representative of
either teachers or principals in each participating LEA.

Exclusive representation applies solely to the teachers in the Roosevelt Elementary School
District, which recognizes the teacher organization (Roosevelt Education Association) as “the

duly elected representative for all non-administrative employees under contract.”

(E). PROJECT MANAGEMENT

Project Management Criteria E.1: The extent to which the management plan clearly identifies
the roles and responsibilities of key personnel.

Key personnel will include co-principal investigators and a program director in order to
provide guidance and support for implementation of REIL-TNG. Dr. Lori Renfro, MCESA’s
Assistant Superintendent for Performance-Based Management Systems, who will serve in an
advisory role as co-principal investigator for REIL-TNG, is currently the program director for
the federally funded Rewarding Excellence in Instruction and Leadership program. Dr. Renfro’s
experience in leading this $51 million Teacher Incentive Fund grant will be of great value to the

team charged with the implementation of REIL-TNG.
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Co-principal investigator, Ms. Kristine Morris, Chief Deputy Superintendent for MCESA,
will provide the agency leadership necessary for cross-LEA implementation of REIL-TNG. Ms.
Morris, who oversees the direction and management of administration and operations for
MCESA, has championed programming for our most at-risk youth including those serviced
through the juvenile detention system. This effort will contribute to implementation of REIL-
TNG, which includes two special population LEAs. Ms. Morris, will take responsibility for the
technical success of the project, serve as a liaison between the Maricopa County departments and
the MCESA service areas, and provide support and direction related to the implementation of the
REIL-TNG management plan.

The Program Director (1.0 FTE) for REIL-TNG will be responsible for coordinating all
activities under each of the program objectives, ensuring efficient coordination and
communication across program partners. The program director will oversee the day-to-day
operations of the program, supervise the program staff, ensure successful completion of annual
grant requirements, and work collaboratively with the REIL Advisory Council, TIF4 LEA
administration, and project partners. Resumes are included in the required attachments, pagel2,

and job descriptions for key personnel have been included in other attachments, page 3.

Project Management Criteria E.2: The extent to which the management plan allocates
sufficient human resources to complete project tasks.

The scope of this project, which involves a collaborative effort to implement a
groundbreaking HCMS across multiple LEAs, will require that substantial human resources be
allocated in order to ensure successful completion of program goals and objectives. In addition to
the expertise and time commitment of the co-principal investigators and program director, REIL-
TNG will also hire for the following key positions to manage and assist with program

implementation: (1) Field Specialists, seven of whom will serve as the in-district program
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coordinators, and two who will serve in a cross-LEA capacity as professional developers, peer
evaluators, and principal coaches; (2) HCMS Administrator (1.0 FTE), who will serve as the
project lead for implementation of the cross-LEA HCMS; (3) Performance-Based Evaluation
System Administrator (1.0 FTE), who will serve as the project lead for implementation of the
LEA-wide educator evaluation system; (4) Financial / Business Systems Specialist (1.0 FTE),
who will assist in the financial modeling and support for the development and implementation of
the educator salary structure based on effectiveness; (§) Assessment Coordinator (1.0 FTE),
who will coordinate the assessment development activities to ensure all teachers with regular
instructional responsibilities will have classroom-level assessments; (6) Communications
Coordinator (1.0 FTE), who will oversee implementation of the cross-LEA communication
plan, and provide support for implementation of LEA-specific communication plans; (7)
Professional Development Coordinator (1.0 FTE) who will support teacher and leader
professional learning, coach video cadre members, and lead development of the Texts for
Teachers and Leaders program; and (8) Data Management System Administrator (1.0 FTE),
who will lead the effort to develop the HCMS REILize Decision Support System components.
Additional support staff has been identified in the budget narrative as well as in the Proposed

Staffing Structure that is included in the other attachments, page 1.

Project Management Criteria E.3: The extent to which the management plan includes
measurable project objectives and performance measures.

In order to successfully launch, monitor and adjust, and report on program progress, clear
and concise project goals, specific and realistic objectives and performance measures have been

identified in Table 19.
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Table 19: REIL-TNG Goals, Objectives, and Performance Measures

GOAL 1: Ensure students graduate college and career ready by increasing student achievement

and growth in state-tested content areas.

Objectives

Performance Measures

1.1: By September 30, 2017,
there will be a 10-point
increase in the percentage of
students meeting or
exceeding the state standards
In reading, math, and
science.

(1) By September 30, 2017, 55% of REIL-TNG students will score in the
meets or exceeds category on the math portion of the state-
administered AIMS assessment.

(2) By September 30, 2017, 48% of REIL-TNG students will score in the
meets or exceeds category on the science portion of the state-
administered AIMS assessment.

(3) By September 30, 2017, 72% of REIL-TNG students will score in the
meets or exceeds category on the reading portion of the state-
administered AIMS assessment.

GOAL 2: Enhance careers by implementing an LEA-wide HCMS with a fiscally sustainable
PBCS for effective teachers and school leaders.

Objectives

Performance Measures

2.1: By September 30, 2017,
REIL-TNG LEAs will utilize
the REIL Score (overall
effectiveness rating) to
inform human capital
management decisions.

(1) By September 30, 2017, the % of effective & highly effective teachers
in spotlight schools will increase by 5% from the baseline (2013-14).

(2) By September 30, 2017, the % of effective & highly effective building-
level administrators will increase by 5% from the baseline (2013-14).

(3) By September 30, 2017, the turnover/retention rate of the % of
effective & highly effective teachers and building-level administrators
will decrease by 10% from the baseline (2013-14).

(4) By September 30, 2017, the number of open positions filled by the %
of effective & highly effective building-level administrators will
increase by 5% from the baseline (2013-14).

2.2: By September 30, 2017,
REIL-TNG LEAs will
incorporate performance
classifications as part of the
educator salary structure.

GOAL 3: Develop talent in

(1) By September 30, 2017, 70% of an educator’s base salary will be based
on the REIL Score.

(2) By September 30, 2015, the individual teacher performance component
of the (CSF) will account for 33% of the 40% allocation for teacher
compensation based on performance.

teaching and leading through a sustainable, comprehensive program

of performance-based evaluation and support.
Performance Measures

Objectives

3.1: By September 30, 2017,
REIL-TNG LEAs will
increase the number of
effective & highly effective
teachers and leaders as
measured by placement on
the REIL-TNG continuum.

(1) By September 30, 2017, the percentage of teachers receiving a
performance classification of effective or highly effective will increase
by 10% from the baseline (2013-14).

(2) By September 30, 2017, the percentage of building-level
administrators receiving a performance classification of effective or
highly effective will increase by 10% from the baseline (2013-14).

3.2: By September 30, 2017,
data generated from the
evaluation process will be
used to identify PD needs.

(1) By September 30, 2017, 100% of teachers and administrators with
REIL Scores will have individual educator goal plans.
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Project Management Criteria E.4: The extent to which the management plan includes an
effective project evaluation plan.

The proposed evaluation plan is designed to provide multiple measures of the
implementation of REIL-TNG, allowing for continuous monitoring and informed adjustments to
programmatic components. Both quantitative and qualitative data collection and observation
will provide rigorous analyses concerning the fidelity of implementation, perceptions and the
level of support of stakeholders — including educators, governing boards, and the public — and
the designed and unanticipated interactions between program elements. The guiding belief of
REIL-TNG is that student academic progress can be impacted by the implementation of a
rigorous evaluation system that is supported by strategic human capital decision making. More
precisely, the logic model Theory of Change (see other attachments, page 109) depicts that more
effective teaching and learning is a consequence of the systematic implementation of a common
vision of instructional improvement — which is created by a common, research-based definition
of good teaching (as defined by observation rubrics); specific, continuous instructional feedback;
fair and rigorous educator evaluation procedures that effectively identify educator contribution to
learning; and human capital decision making to support exemplary as well as inadequate
performance.

Methodological Approach: The implementation and validation of this work will be completed

with the assistance of an external evaluator in order to “insulate the staff and processes from
those who have a stake in the program’s outcome”. The logic model lends itself to a pattern-
matching non-experimental design that will allow for the development of “deep understanding of
the inputs, activities, context, outputs, and short-term/medium-term outcomes” which facilitates
causal inference. In addition, the project evaluation plan will utilize a mixed-methods approach

(use of quantitative and qualitative data) to measure the inputs, activities, context, outputs, and
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outcomes of the program, which will also facilitate communication of program results to the
differentiated needs of the evaluation audience (CECR Program Evaluation Guidebook).

Research Questions: Formative and summative research questions aligned to USDOE’s TIF4

and REIL-TNG’s logic models have been crafted: (1) to ascertain whether program inputs and
activities have been implemented with fidelity (useful in providing ongoing formative feedback
about program implementation or to make necessary mid-course corrections); (2) to identify
whether there are contextual factors that could influence implementation (context-oriented
questions); (3) and to determine program effectiveness (summative questions aligned to long-

term outcomes). Activity-specific questions, as well as overall research questions are identified

in Table 20.

Table 20: Research Questions

HCMS

1. To what extent does the use of an LEA-wide HCMS result in increased student learning? (Obj.1.1)

2. What changes are occurring in the distribution of educators on the performance continuum over time?
(Obj. 3.1)

3. To what extent have practices, policies, regulations, 301 plans, and professional agreements been
revised to align to the new HCMS? (Ob;. 2.1)

4. How has the allocation of effective educators across schools changed? (Obj. 2.1)

5. What factors are impeding or supporting: effective educators to transfer to open positions in high-
need schools; the attraction and retention of effective educators in high-need schools; and
communication efforts related to the implementation of the HCMS? (Obj. 2.1)

6. To what extent does the number of observations impact validity of the REIL Score? (Obj. 2.1)

7. To what extent does the STEP/PATH process identify the knowledge, skills, and disposition for

successful placement in a career pathway position? (Obj. 1.1)

1. To what extent does the use of a rigorous, valid, and fair evaluation system result in increased
academic progress and achievement? (Obj.1.1)

2. To what extent do educator goal plans align with evaluation results? (Ob;j. 3.2)

3. To what degree are the observation instruments valid and reliable, adequately distinguishing between
levels of performance? (Obj. 2.1)

4. To what degree is there inter-rater agreement between evaluators? (Obj. 2.1)

5. What is the correlation between the ratings on the observation instruments and student achievement?
(Obj. 2.1, 3.1)

6. To what extent do educators perceive the feedback received through the evaluation process as having
an impact on professional/instructional practice? (Obj. 3.2)

7. To what extent does each LEA implement job-embedded, differentiated professional development
and support systems for educators as intended? (Obj. 3.2)
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PBCS

1. To what extent has base pay progression been impacted? (Obj. 2.2)

2. To what extent does the performance-based educator salary structure result in differential attrition
over time? (Obj. 2.1)

3. What factors impede or support differential attrition; sustainability of the educator salary structure?
(Obj. 2.1; 2,2)

4. To what extent do educators perceive the educator salary structure as an important factor in their
decision to stay in the profession? (Obj. 2.1)

5. What imiact does the educator salari structure have on recruitment and retention? (Obi'. 2.1)

(1) What is the level of support amongst stakeholders for implementation of REIL-TNG? (Obj. 1.1, 2.1,
22,3.1,3.2)

(2) What is the overall impact of the program on student achievement? (Obj.1.1)

(3) Is there a change in classroom practice over time? (Obj. 2.1)

(4) Has the LEA initiated any other programs that could affect teaching or leadership in schools? (Obj.
1.1,2.1,2.2,3.1,3.2)

(5) To what extent do state policies affect classroom observations? (Obj. 2.1, 3.1)

(6) To what extent have LEAs implemented effective stakeholder engagement & communication
structures? (Obj. 2.1, 2.2, 3.1, 3.2)

Evaluation Plan Matrix: The evaluation plan matrix shown in Table 21 identifies the data

collection and analytic strategies that will be used to evaluate progress toward the goals,
objectives, and performance measures. Goal 1 is primarily measured by a quantitative
investigation of student achievement results and educator evaluation scores. Goal 2 investigates
school district routines and therefore incorporates an analysis of internal, organizational and
public, Governing Board decision-making practices. Goal 3 utilizes a mixed-methods approach

to measure the program’s impact.

Table 21: Evaluation Plan Matrix
GOAL 1: Ensure students graduate college and career ready by increasing student achievement and

growth in state-tested content areas.

Objectives Data Collection /Sources Analytic Strategies
1.1: By September 30, e AIMS data e Descriptive quantitative analysis of
2017, there will be a 10- e Administrative data on students, administrative data
point increase in the teachers, and schools e Multivariate analysis of covariance/
percentage of students e REIL Score / evaluation data value-added regression analysis
meeting or exceeding the with longitudinal data

state standards in reading,
math, and science.
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GOAL 2: Enhance careers by implementing an LEA-wide HCMS with a fiscally sustainable PBCS for

effective teachers and school leaders.

Objectives

Data Collection /Sources

Analytic Strategies

2.1: By September 30,
2017, REIL-TNG LEAs
will utilize the REIL Score
(overall effectiveness
rating) to inform human
capital management
decisions.

e Site visits — semi-structured
interviews with principals and
human resources staff

¢ An annual survey of educators

¢ LEA employment data (e.g.,
retention rates, attrition)

¢ Human resource document review

¢ A review of Board of Education
meeting minutes

¢ Qualitative analysis of interview
data

e Descriptive quantitative analysis
of survey data

¢ Correlational analysis of teacher
evaluation measures with teacher
value-added scores
Qualitative analysis of school
district documents and Governing
Board minutes

2.2: By September 30,
2017, REIL-TNG LEAs
will incorporate
performance
classifications as part of
the overall educator salary
structure.

GOAL 3: Develop talent in

Site visits — semi-structured
interviews with LEA staff

An annual survey of educators
District administrative employment
data; REIL Scores

District financial data / salary
schedules

e Descriptive quantitative analysis
of survey data

e Descriptive quantitative analysis
of employment and financial
data, salary schedule data, and
REIL Scores

teaching and leading through a sustainable, comprehensive program of

performance-based evaluation and support.

Objectives

Data Collection /Sources

Analytic Strategies

3.1: By September 30,
2017, REIL-TNG LEAs
will increase the number of
effective & highly effective
teachers and leaders as
measured by placement on
the REIL TNG
performance continuum.

Evaluation data

An annual survey of educators
AIMS data

Local formative assessment data
REIL Score data

Co-observation data

¢ Quantitative analysis of survey
and AIMS data

e Correlational analysis of teacher
evaluation measures with teacher
value-added scores

3.2: By September 30,
2017, data generated from
the evaluation process will
be used to identify
professional development
needs.

Educator Goal Plan data (e.g.,
reinforcements/refinements; goals)
REIL Score data

Professional development tracking
database

Site visits — semi-structured
interviews with LEA staff

An annual survey of educators

¢ Descriptive analysis of evaluation
data

¢ Qualitative analysis of interview
data

¢ Descriptive quantitative analysis of
survey data

¢ Quantitative analysis of
professional development course
information

Timeline of Key Evaluation Events: The evaluator will collect and analyze quantitative and

qualitative data to understand and improve the implementation and impact of the program’s
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incentives on teacher, principal, and school performance. A timeline of key evaluation events is

presented in Table 22.

Table 22: Timeline of Key Evaluation Events

Year 1 Year 2 Year 3 Year4 | Year 5
Data Collection
Quarter Quarter Quarter Quarter Quarter
Instrument and protocol design X X X
Site visits and interviews with LEA staff
Educator surveys
Co-observation data X X X X
Educator evaluation data / EGPs
Assessment data X | x X X X X

Human resources data (e.g., attrition)

Human resource document review

Governing board minutes
Analysis
Feasibility Study

Implementation data analysis

Analysis of program impact
Performance Feedback

Formative assessment reports

Annual evaluation report

Comprehensive evaluation report

White papers on promising practices

Communication and Dissemination: In order to prepare for ongoing communication and

dissemination of program information, an LEA-specific Communications Asset Audit was

conducted to identify the following: (1) LEA communication contacts; (2) social media tools that

staff can access from LEA computers; (3) reporters/news outlets that regularly cover the LEA;

and (4) primary tools used to communicate with staff, parents, and community members. This

information has been compiled and will be used to finalize an LEA-wide communication plan

upon grant award. A table showing the results of this audit is included in the other attachments,

page 56.
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Project Management Criteria E.5: Specifies realistic and achievable timelines.

» Selection Criteria E.5(i): Implementing the components of the HCMS, PBCS, and educator
evaluation systems.

» Selection Criteria E.5(ii): Completing project tasks and achieving objectives.

To facilitate accomplishment of project activities, Table 23 aligns major program activities
with a timeframe and person(s) responsible, and identifies project milestones that communicate
specific deliverables and signify project checkpoints to validate program progress.

Table 23: Program Management Activities

REIL-TNG Activities / Milestones Timeline Person(s)
Responsible
Staffing
Hire Program Staff Oct-Jan 2012 Program Director
Hire Peer evaluators Mar 2013
Milestone: Program leadership identified; staff hired. January 2013
Develop and distribute A Closer Look series to provide program | Oct-Dec 2012 | MCESA Dir. of
overviews for differentiated stakeholder groups Communications
Develop and post FAQ information on website Dec 2012 MCESA Dir. of
Communications
LEAs conduct road-shows to update school staff of REIL-TNG | Nov-Dec 2012 | Program Dir. & Dir.
of Communications
Establish membership of Cross-District HCMS/PBCS team Jan 2013 HCMS Admin
Finalize HCMS Toolkit to be used with transition teams Jan 2013 HCMS Admin
HCMS LEA-level Transition Teams form Feb 2013 Field Spec
Facilitation of HCMS/PBMS teams (Monthly Jan-July 2013; 6 Ongoing HCMS Admin;
times a year beginning Sep 2013) Field Specialists
Feedback loops incorporated to inform and collect feedback Quarterly HCMS Admin;
from school staff (beginning Feb 2013) Field Spec
Develop recommendations for performance classification and Jan-May 2013 | HCMS/PBMS
inadequate classroom performance definitions teams; Field Spec
Develop recommendations for incentives for teachers in the Jan-May 2013 | HCMS/PBMS
highest performance classification, including multi-year teams; Field Spec
contracts not to exceed three years.
Develop recommendations for incentives for building-level Jan-May 2013 | HCMS/PBMS
administrators in the two highest performance classifications, teams; Field Spec
including multi-year contracts not to exceed three years.
Develop transfer and protection policies for spotlight school Jan-June 2013 | HCMS/PBMS
placement for teachers and administrators teams; Field Spec
Develop transfer and contract processes for building-level Jan-June 2013 | HCMS/PBMS
administrators designated as ineffective teams; Field Spec
Assignment of educator performance classifications (Sep of each | Annually HCMS Admin
year beginning Sep 2013)
Make policy revision recommendations for policies G-5361 SY 2012-13 HCMS/PBMS
GCO-R Evaluation of Professional Staff Members (BESD, teams; Field Spec
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MCRSD, MESD, PESD, RESD, WESD) and Policy 2014.01A
Performance Appraisal (ADJC) to align to statute

Develop policy recommendations for equitable distribution of SY 2013-14 HCMS/PBMS
teachers teams; Field Spec
Develop policy revision recommendations for G-3463 © GCF- SY 2013-14 HCMS/PBMS
RC (Professional Staft Hiring) to incorporate strategies related teams; Field Spec
to the transfer of personnel from one school to another.

HR begins implementing policies regarding filling of open SY 2013-14 HCMS Admin
positions in all high need schools with effective and highly

effective teachers and leaders

Milestone: Governing boards adopt definitions for performance July 2013
classifications (based on observation, student growth)

Milestone: Governing boards adopt definition of inadequacy of July 2013

classroom performance

Milestone: Governing Boards adopt revised teacher and
building-level administrator evaluation policies effective 2013-
14

May-August 2013

Milestone: LEAs begin using equitable distribution procedures / August 2013

performance classifications in placement decisions

Develop Guidebooks for Years 2-5 (beginning Apr 2013) Apr-July of Program Director
each year

Governing boards discuss aggregated performance levels for Annually Program Director;

teachers and building level administrators at a public meeting HCMS Admin

(Nov of each year beginning 2013)

Develop 301 plan for 2014-15 that requires an individual SY 2013-14 HCMS Admin;

teacher’s performance on the evaluation be a portion of the LEA PBCS team

performance pay system required by Proposition 301

Develop policy revision recommendations for G-3463 © GCF- SY 2012-13 HCMS Admin;

RC (Professional Staft Hiring) to incorporate strategies related LEA PBCS team

to the transfer of personnel from one school to another.

LEAs take performance classifications into account during Year 2-5 HCMS Admin

annual assignment of students to teachers to ensure a student

does not repeatedly get placed with an ineffective teacher

Issuance of three-year contracts to highly effective teachers Annually HCMS Admin

taking a position in a spotlight school (Beginning Mar 2014 for

2014-15)

Revise hiring, selection practices to include requests for SY 2012-13 HCMS Admin;

performance classifications from external candidates; and SY 2013- LEA HCMS team;

participation in STEP/PATH process; new procedures for 14 HCMS cross-LEA

selection committees team

Milestone: Revised 301 plan in place August 2014

Develop policy recommendations for support and consequences | SY 2014-15 HCMS/PBMS

for teachers designated as ineffective teams; Field Spec

Develop policy recommendations for intervention options for SY 2014-15 HCMS/PBMS

teachers designated ineffective that includes the use of a teams; Field Spec

performance improvement plan (The policy shall specify that

this intervention option may be used only once for each teacher).

Develop policy recommendations for dismissal policies (see SY 2014-15 HCMS/PBMS

section on Absolute Priority 1.2) teams; Field Spec

Develop policy recommendations for transfer policies for a SY 2014-15 HCMS/PBMS
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teacher who continues to be designated as ineffective or teams; Field Spec

developing and shall not to be permitted to transfer to another

school

Milestone: Governing Boards adopt revised dismissal and August 2015

transfer policies to align to statutes 15-537, 15-977

Verify analysis of current LEA evaluation systems/policies, Oct-Nov 2012 | Program Director

administrative procedures, & state statutes.

Establish membership of Cross-LEA PBE team Apr 2013 PBE Administrator

PBE LEA-level Transition Teams form Apr 2013 Field Spec

Facilitation of PBE teams (beginning April 2013) Quarterly PBE Admin; Field
Spec

Feedback loops incorporated to inform and collect feedback Quarterly PBE Admin; Field

from school staff (beginning April 2013) Spec

Implement qualified and certified evaluator training as described | July 2012-Aug | PD Coord; Field

in: Absolute Priority 2.1 / Selection Criteria B.3 2017 Spec

Develop content for Texts for Teachers and Leaders SY 2012-13 PBE Administrator

Implement Texts for Teachers Aug 2013 PBE Administrator

Implement Texts for Leaders Oct 2013 PBE Administrator

Minimum of two observation cycles for all teachers Year 1 PBE Administrator

Minimum of five observation cycles for all teachers Years 2-5 PBE Administrator

Milestone: Implementation of Year 1 Learning, Coaching, August 2013

Leading Observation Process complete

*Meets grant requirement to implement LEA-wide evaluation

system beginning year 2.

Milestone: Implementation of Peer Evaluator Observation August 2013-14

process complete

*Meets grant requirement to implement LEA-wide evaluation

system beginning year 2.

Site observations and tri-annual conferences for all instructional | Years 1-5 PBE Administrator

coaches and building-level administrators

Site observations and tri-annual conferences for all Peer Years 2-5 PBE Administrator

evaluators

Site observations and tri-annual conferences for all master Years 3-5 PBE Administrator

educators and turnaround administrators

Modification of observation cycles from five to three for highly | Year 5 PBE Administrator

effective educators

Begin implementation of 5-Year Assessment Development Plan | Jan 2013 Assessment Coord

(see specific steps in document in other attachments, page 136)

Assessments administered for tested areas Year 1 Assessment Coord

Validation of assessments in non-tested areas for sub-group of Year 1 Project Lead for

teachers Assessment

Team-level and school-level value-added for all teachers Year 1 PBE Administrator

Refinements to professional responsibilities rubric Year 1 PBE Administrator

Generation of REIL Score for all teachers including VAM score | Year 1 PBE Administrator

for: Group A: individual, team, school; Group B: school, team

Assessments administered for tested areas and a sub-group of Years 1-2 Project Lead for

non-tested areas Assessment

Validation of assessments in non-tested areas for a sub-group of | Year 2 Project Lead for
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teachers Assessment

Team-level and school-level value-added for all teachers Year 2 PBE Administrator

Professional Responsibilities rubric: logic model applied to Year 2 PBE Administrator

performance classification (have to be proficient in all areas on

rubric to receive an effective performance classification)

Generation of REIL Score for all teachers including VAM score | Year 2 PBE Administrator

for: Group A (including a sub-group of teachers that were

previously classified as group B): individual, team, school;

Group B: school, team

Milestone: Educator evaluation system in place LEA-wide for August 2013

teachers, instructional coaches, building-level administrators,

peer evaluators.

Assessments administered for all tested and non-tested areas Year 3-5 Assessment Coord

Team-level and school-level value-added for all teachers Year 3-5 PBE Administrator

Professional Responsibilities rubric applied Year 3-5 PBE Administrator

Milestone: Generation of full REIL Score for all teachers September 2015

Milestone: Educator evaluation system in place at spotlight August 2014

schools for master educators.

Governing Boards adopt list of qualified evaluators Annually HCMS Admin

(Jul-Sep of each year beginning Jul2013)

Validation of observation instruments (LdOI, COI, LnOI, PEOI). | Annually Program Evaluator

(Beginning SY 2012-13)

Revisions/refinements to observation instruments based on Annually Program Dir; PBE

quantitative and qualitative feedback Admin; Field Spec

Establish membership of Cross-District PBCS team Jan 2013 HCMS Admin

PBCS LEA-level Transition Teams form Feb 2013 Field Specialists

Facilitation of PBCS teams Jan-July 2013 | HCMS Admin;
Field Specialists

Salary Schedule Revision / Financial Modeling begins

Mar 2013

Finance Spec

Feedback loops incorporated to inform and collect feedback

Feb 2013-July

Finance Specialist;

(Meets grant requirement to implement PBCS beginning Year
3 and to implement a salary structure based on effectiveness
for both teachers and principals no later than Year 5)

from school staff 2014 Field Spec
Develop policy revision recommendations for Policy G-2200 © | SY 2013-14 HCMS Admin;
GCBA to include language related to performance classifications Field Spec

and placement of the salary schedule in alignment with educator

salary structure based on effectiveness

Develop policy revision recommendations for G-4111 © GCI - | SY 2013-14 HCMS Admin;
R (Professional Growth / Horizontal Movement on Salary Field Spec
Schedule)

Milestone: Salary enhancements in place for career pathway July 2014
positions in spotlight schools (in-demand; master educator;

turnaround principal/assistant principal

LEAs place and provide base pay progression on educator salary | SY 2014-15 HCMS Admin
structure based on effectiveness

Milestone: PBCS in place via revised educator salary structure August 2014
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PBCS

Send out REIL-TNG Profiles to teachers and principals Annually Program Director &
explaining REIL Score (Sep of each year beginning Sep 2013) Finance Admin
LEAs roll over classroom site fund monies for use in Year 6. SY 2013-14 Finance Admin
LEAs identify and communicate to staff qualifying positions for | Nov 2012 Program Director

Data Management System

Establish membership of Cross-District Data Management & Dec 2012 DMS Admin
Assessment (DMAT) team
DMATT LEA-level Transition Teams form Feb 2013 Field Spec
Facilitation of DMAT/DMATT teams (beginning Feb 2013) Quarterly DMS Admin; Field
Spec
Establish Student-Teacher-Course connection through State Apr 2013 DMS Admin; Data
Resource Management program Systems Specialist
Feedback loops incorporated to inform and collect feedback Beginning Feb | DMS Admin; Field
from school staff 2013 Specialists
Assessment System ready for system user upload and item Jan 2013 DMS Admin;
creation Assessment
Coordinator; Data
Systems Specialist
Establish training outcomes and scheduling related to RDSS Annually Program Director
component implementation (Beginning Mar 2013)
Develop dashboard components through Data Management Years 1-4 PBE and DMS
Integration and Reporting in RDSS Admin
Produce REIL Scorecard in DMAR (Data Mgmt and Reporting) | Apr 2013 DMS Admin;
system Project Director
Produce course/web-production for REIL Score, Value-Added Apr 2013 Communications
Model, and Evaluation Series Overview. Coordinator
Videographer
Educator Goal Plan System in REILize Decision Support May 2013 PBE and DMS
System (RDSS) Ready for Implementation Admin
Implement Educator Goal Plan System in REILize Decision Year 2-5 PBE and DMS
Support System (RDSS) Admin
Implement HCMS talent management component in RDSS Year 2-5 HCMS Admin
Implement Content Management and Learning Management Year 2-5 DMS Admin
components in RDSS
Develop video bank production schedule to prioritize Jan 2013 PD Coordinator
observation rubric elements for video capture and production
Identify and form teacher and administrator video cadre Sep 2013 PD Coordinator
members upon release of Sep 2013 performance classifications
Begin videotaping observation settings for inclusion in video Oct 2013 PD Coordinator;
bank Videographer
Establish processes and procedures for assessment development | Mar 2013 Program Dir. &
and delivery of secure assessments Assessment Coord.
Implement roster verification process Apr 2013 DMS Admin; Data

Systems Specialists

Develop and implement process to enable users to review,
modify, or verify information contained in the data management
system throughout the year

Jan 2012-July
2012

Program Director;
Data Coordinator

Implement audit system for data verification

Aug 2013

Program Director
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Milestone: All evaluators entering observation scores into May 2013
RDSS

Milestone: Educators can access online videos and professional Aug 2013
development through Content Management component in RDSS

Milestone: Educators able to verify all components of their Jan 2014

REIL score

Ongoing refinement and maintenance of RDDS Years 3-5 Program Director
Career Pathways

Establishment of Career Pathway Academy for aspiring teacher | SY 2013-14 PBE Administrator
leaders

Career Pathway Academy begins Oct 2013 PD Coordinator
Development and implementation of recruitment strategies for SY 2013-14 HCMS Admin
spotlight school positions

HCMS Transition Teams develop recommendations for LEA- SY 2013-14 HCMS Admin;
specific spotlight school master educator positions emphasizing Field Spec

reach extension of the effective and highly effective teachers

Implementation of STEP/PATH process to identify candidates Mar-June 2014 | PBE Admin; Field
with knowledge, skills, and dispositions for career pathway Spec

positions

Hire peer evaluator cadre Mar-June 2014 | HCMS/PBE Admin
Milestone: Placement of turnaround administrators, master August 2014

educators, in-demand teachers in spotlight schools

Finalize criteria for spotlight school designation Jan 2014 Program Director
Make any necessary revisions to Career Pathway Core Jan 2012 HCMS Admin
Competencies

LEAs determine funding sources for salaries for establishing SY 2013-14 Program Director
master educator positions in spotlight schools

Professional Development

Implementation of 5-year PD plan begins (Refer to REIL-TNG Jan 2013 PBE Administrator
5-Year PD Plan for comprehensive steps)

Milestone: Trainings archived for future professional July 2013
development opportunities

Milestone: Educator evaluation data is accessible through RDSS July 2013

to inform professional development

Develop governing board policy recommendations regarding Mar-July 2013 | HCMS Admin;
alignment of professional development opportunities to the Field Spec
principal evaluations

Develop recommendations for revisions to G-4100 © GCI SY 2013-14 HCMS Admin;
Professional Staff Development to align with LEA-wide HCMS Field Spec

and revised educator salary structure

Evaluator assignment of professional development to evaluatees | Annually PBE Administrator
to provide professional development opportunities for the beginning SY

educator to improve performance. Meets grant requirement to 2013-14

implement professional development beginning Year 3

Alignment of district- and school-level professional Annually PBE Administrator
development to educator evaluation results, beginning SY

Meets grant requirement to implement PBCS beginning Year 3 | 2013-14

Implement educator goal plans Sep 2013 PBE Administrator
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Overall Program

Facilitate REIL Advisory Council Meetings. (Obj. 3.2) Quarterly Co-PI (Ms. Morris)
(Beginning Oct 2012)
Intergovernmental Agreements (IGAs) signed Jan 2013 Program Director
Finalize Cross LEA-wide Communication Plan Dec-Jan 2013 | Program Director
LEAs finalize differentiated communication plan Dec-Jan 2013 | Field Spec
Monitor communication plan progress and make refinements Annually Program Director;
(Beginning in Mar 2013) Field Spec
Implement media strategy to explain the REIL-TNG Nov 2012 Communications
Coordinator
Implementation of Program Evaluation plan (see Timeline of Ongoing Program Dir. &
Key Evaluation Events in section E.4) beginning Feb | Program Evaluator
2013
Develop year specific at-a-glance communication document Annually Communications
(Beginning Apr-July 2013) Coordinator
Milestone: Annual Evaluation Report. Annually Program Dir. &
Years 2-4 Program Evaluator
Milestone: Comprehensive Evaluation Report. July 2017 Program Dir. &
Program Evaluator

(F). SUSTAINABILITY

Project Management Criteria F.1: The extent to which the sustainability plan identifies and
commits sufficient non-TIF resources, financial and nonfinancial, to support the PBCS and
educator evaluation systems during and after the grant period.

REIL-TNG’s HCMS implementation and investment in system infrastructure will ensure that
LEAs have sufficient resources to create a sustainable and effective PBCS and educator
evaluation system during and beyond the grant period. Each REIL-TNG’s LEA has accepted
responsibility for using current and future funding sources to ensure sustainability of REIL-
TNG’s PBCS. During FY-12 REIL-TNG LEAs collectively spent $63,493,146 in personnel
costs for educators paid through traditional salary schedules that reward and recognize years of
experience and degrees. Two State funding sources, Maintenance and Operation (M&O) and
Classroom Site Fund (CSF), in addition to Federal ESEA Title I and II-A Funds, support and
supplement personnel costs (Table 24). The strategic repurposing and use of these funds during

and after the grant will be integral to the sustainability of REIL-TNG’s PBCS.

68

PR/Award # S374A120089
Pag%8e86



Table 24: REIL-TNG LEA Funding Sources

Classroom Site
M & O Personnel Fund Title I Title 11 Total
ADJC $ 1,740,586 | $ 116,731 | $ 256220 | $ 170241 | $ 2,283,778
BESD $ 6,198,069 | $ 665,554 | $ 1,719,565 | $ 266,254 [ $ 8,849,442
MCRSD $ 1,421,617 | $ 132317 | $ 190,874 | $§ 94876 | $ 1,839,684
MESD $ 215216 | $ 8,819 1 $ 16,229 | $ 3,318 $ 243,582
PESD $ 13,574,134 | $ 1,797,475 | $ 10,779,291 | $ 722,416 | $ 26,873,316
RESD $ 14,138,207 | $ 2,531,722 | $ 9,220,369 | $ 1,377,551 | $ 27,267,849
WESD $ 2924205 $ 299,145 $ 866,990 | $ 146,599 | $ 4,236,939

Combined FY 13 Revenues to Support Personnel Costs

$ 71,594,590

Through a strategic phase-in, phase-out plan (See Table 25) REIL-TNG LEAs, through their

MOU commitments, will shift from reliance upon TIF grant funds to total reliance upon district

M&O, CSF funds, and entitlement ESEA funds to create a feasible sustainability plan for the

PBCS beyond the grant period.

Table 25: Phase in / Phase-out approach for Sustainability

TIF Grant
Existing LEA Resources LEA Efficiencies Resources
2012- M & O- No Change
2013 CSF-No Change No PBCS
M & O- No Change
2013- CSF Fund 11-No Change
2014 CSF Fund 12-Carry Over No PBCS
CSF Fund 13-No Change
M & O- Supporting New PBCS
2014- CSF Fund 11-Carry Over Sluooil;rlgjlt
2015 CSF Fund 12-Carry Over FI)DF])S CS
CSF Fund 13-No Change
2015- Cé\; (I%ugl)(_i Slli?gggln(g)‘lj:ics e Strategic assignment of most 100% TIF
2016 CSF Fund 12- Carr§ Over effective educators. Supplement
CSF Fund 13-No Change * Aligned PD PBCS
2016- Cé\; (I%ugl)(_i Slli{)gzgln(g)‘ljelics e Strategic assignment of most 100% TIF
2017 CSF Fund 12—Carr§ Over effective educators. Supplement
CSF Fund 13-No Change Aligned PD. PBCS
2017- M & O- 100% PBCS e Strategic assignment of most 0%
2018 CSF Fund 11-100% PBCS effective educators.
CSF Fund 12-100% PBCS e Aligned PD.
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CSF Fund 13-100% Aligned to
Educator Evaluation System
M & O- 100% PBCS e Strategic assignment of most
2018- CSF Fund 11-100% PBCS effective educators.
2019 CSF Fund 12-100% PBCS o Aligned PD 0%
CSF Fund 13-100% Aligned to e Dismissal of chronically
Educator Evaluation System ineffective educators.
M & O- 100% PBCS e Strategic assignment of most
2019- CSF Fund 11-100% PBCS effective educators.
2020 CSF Fund 12-100% PBCS Aligned PD 0%
CSF Fund 13-100% Aligned to o Dismissal of chronically
Educator Evaluation System ineffective educators.

The strategic phase-in begins with the redesign of the existing educator salary schedules, to
a PBCS. Over the first two years of the grant, LEAs will continue their traditional compensation
strategy while they engage in the process of redesigning and adopting salary schedules that align
to the REIL-TNG guiding principles (See Section 5.C.). Beginning in Year 3, educators will be
placed on the newly adopted salary schedules according to their effectiveness as measured by
their REIL Score. Proposition 301 increased the State sales tax for a period of 20 years (2001-
2021) and created the Classroom Site Fund (CSF). This funding source for teacher compensation
is made up of three parts (fund 11, fund 12, and fund 13); and can be used for base salary
increases (fund 11), performance-based compensation (fund 12) and professional development
(fund 13). In 2011, the Legislature amended ARS§15-977 to requiring that a portion of the CSF,
fund 12, be linked to individual teacher effectiveness beginning in 2014-2015. Statute also
affords districts the ability to carry-over these funds in unlimited amounts and for an unlimited
number of years. In preparation for the phase-out of grant funding, each REIL-TNG LEA, as
modeled in Table 26, will carry-over all fund 12 CSFs received during FY's 2013-2014 through
2016-2017, collectively banking in escrow a total of $10,090,558 for FY 18 when grant funds
cease. In FYs 2018-2020 funds 11 and 12 shall be used to fund the newly adopted PBCS where

placement is determined by the overall effectiveness level of the educator as measured by the
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educator evaluation system; and fund 13 will be used to support on-going job-embedded

professional development. These conservative and realistic projections, developed in

consultation with Arizona Association of School Business Officials (AASBO), demonstrate the

long-term revenues available through the CSF for each REIL-TNG LEA to sustain fiscal support

of the REIL-TNG PBCS and evaluation system after the grant period. In FY 2018, the newly

adopted PBCSs will be embedded with PBC funds provided under the State-funded CSF

(ARS§15-977) and LEAs will begin utilizing CSF in accordance to statute.

Table 26: LEA Classroom Site Fund Projections (Funds 11, 12, 13)

Per
FY Pupil ADIJC BESD MCRSD MESD PESD RESD WESD
13 227| $80,128| S574,744| $92,169| $6,304| $1,552,224| $2,186,289(5258,329
14 250| $88,909| $639,308(5147,758| $6,995( $1,735,140| $2,443,924(5293,039
15 280|5100,325( $723,185(5166,730| $7,893| $1,972,507| $2,778,253|5338,050
16 300]/5$108,297| $782,589($179,979| $8,520| $2,145,102| $3,021,350|$373,062
17 320]5116,383| $843,110(5193,418| $9,156| $2,322,430| $3,271,115|5409,871
18 340]5124,584| $904,762|5207,048| $9,801| $2,504,596| $3,527,693|5448,552
19 360]5132,902| $967,563|5220,871| $10,456| $2,691,704| S$3,791,232|5489,186
20 380[5141,338|51,031,530|5234,890| $11,119| $2,883,862| $S4,061,884|5531,854
LEA Total Allocation CSF FY14-17 $25,226,395
LEA Fund 12 Carry-over FY 14-17 $10,091,018
LEA Fund 11 & 12 Average
Annual Projected Allocation FYs 18-20 $4,985,485.24

Federal ESEA Title I and Title II entitlement resources shown in Table 24 will also provide

REIL-TNG LEAs financial support for sustainability of the professional development and career

pathway aspects of the program. Title II funding will provide resources for the equitable

distribution of effective / highly effective teachers to spotlight schools, and can be used for

professional development, and hard-to-staff core academic content area incentives.
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Nonfinancial Resources and LEA Efficiencies: REIL-TNG LEAs will also implement and

sustain non-financial human capital strategies to attract and retain effective educators across all
high-need schools, as well as a special subset of high-need schools identified as spotlight
schools. REIL-TNG’s HCMS strategies include the following: educator opportunity for direct
participation in the development and implementation of a coherent and comprehensive HCMS
via membership on a REIL-TNG LEA-level transition team; access to frequent feedback via
multiple observation cycles; high-quality professional development aligned to the LEA-wide
common vision of instructional improvement articulated through the observation instruments;
individualized educator goal plans aligned to evaluation results; multi-year contracts for highly
effective educators who accept a position in a high need or spotlight school; protections for
teachers who transfer to a school with a state label of D or F; increased opportunities to work in
schools led by effective/highly effective principals/assistant principals; and reduction-in-force
policies that prohibit the use of seniority as the priority when implementing a reduction-in-force.
REIL-TNG’s capacity building approach will ensure LEAs develop a HCMS recruitment
team and recruitment strategy; adopt a human resource branding and sourcing strategy focused
on their vision for instructional improvement; and conduct an analysis of working conditions to
ensure the retention of effective and highly effective educators. Through REIL-TNG’s
implementation of a comprehensive HCMS, partner LEAs will be able to realize efficiencies
gained by the system to ensure sustainability. Hess and Osberg (2010) demonstrate that just three
efficiencies (eliminating the master’s degree bump, eliminating chronically ineffective educators,
and strategically assigning the most effective teachers) can produce a 12% savings, collectively

totaling approximately $10,929,982 that will enable LEAs to sustain their new system.
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Project Management Criteria F.2: The extent to which the sustainability plan is likely to be
implemented and, if implemented, will result in a sustained PBCS and educator evaluation

system after the grant period ends.

Each REIL-TNG LEA partner has accepted responsibility, through a Memorandum of

Understanding (MOU), to ensure sustainability of the PBCS and educator evaluation system

after the grant period ends. The MOU also aligns with required implementation of recent

changes to State Statutes (ARS§15-203 and ARS§15-977) surrounding performance-based

evaluation and compensation. Table 27 summarizes key commitments made through the MOU,

coupled with required state law and associated activities that will ensure the long-term

sustainability of the PBCS and educator evaluation system.

Table 27: MOU Commitments and Associated Activities

MOU Commitment

Activities and Evidence of Feasibility

2.4. Salary schedule embedded
with performance-based
compensation as a component
of an HCMS

All LEAs in Arizona must adopt an educator evaluation system
with at least four performance classifications by school year
2013-2014 (ARS 15-203).

Overall performance of the educator must be based upon
measures of student academic progress.

Payments from CSF must be based upon an educator’s individual
effectiveness as defined in ARS 15-203 by 2014-2015.

Survey results (Section 5C) from REIL-TNG show that educators
agree that performance classifications should play a role in
overall compensation.

2.5. Collaborative development
of capacity building strategies
for teachers, principals, and
school leaders; and

2.9. Provide sufficient time for
on-going, job-embedded
professional learning
opportunities.

Educators at all levels of the system will directly participate in
creation of a coherent and comprehensive HCMS, as
demonstrated in Section D.

The Professional Development Series will provide training and
support to increase effectiveness and improve student academic
growth.

REILize Decision Support System (RDSS) will provide data for
individual Educator Goal Plans aligning job-embedded, targeted
professional learning opportunities.

2.8. Implement a systemic and
fiscally sustainable
performance-based
compensation and evaluation
system for educators.

REIL-TNG LEAs will adopt policy changes now made possible
through HB 2823.

Increased opportunities to work in schools led by effective/highly
effective principals/assistant principals.
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REIL-TNG LEAs have the will, enabling legislation, and sufficient resources to ensure
sustainability at the end of the grant. Given these factors, LEAs in REIL-TNG are highly likely
to restructure their salary schedules to align with performance levels derived from the
performance-based evaluation system, and sustain those models beyond the grant period.
Through the strategic alignment of resources REIL-TNG LEAs will attract, retain, place and
sustain the highly effective educators in our highest needs schools, ensuring that this next

generation of youth is prepared for success in college, career and life.
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Survey on Ensuring Equal Opportunity For Applicants

OMB No. 1890-0014 Exp. 2/28/2009

Purpose:

The Federal government is committed to ensuring that all 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 including
private universities) to fill out this survey.

Upon receipt, the survey will be separated from the application. Information provided on the survey will not be
considered 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 voluntary.

Instructions for Submitting the Survey

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

Applicant’s (Organization) Name:|Maricopa County Education Service Agency

Applicant’'s DUNS Name: |18386668000OO

Federal Program: |Office of Elementary and Secondary Education (OESE): Teacher Incentive Fund (TIF): |

CFDA Number: [34.374

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

[ ] Yes X No
X Yes [ ]No
6. How many full-time equivalent employees does

2. Is the applicant a faith-based the applicant have? (Check only one box).
organization?

[ ] 3orFewer [ ] 15-50
[ ] Yes X No
[ ] 45 [ ] 51-100
3. lIsthe applicant a secular
organization? [] e-14 X over 100
X Yes [ ] No 7. What is the size of the applicant's

annual budget? (Check only one box.)

4. Does the applicant have 501(c)(3) status? [] Less Than $150,000
[ ] $150,000 - $299,999
[ ] Yes X No
[ ] $300,000 - $499,999
[ ] $500,000 - $999,999
[] $1,000,000 - $4,999,999

X $5,000,000 or more



Survey Instructions on Ensuring Equal Opportunity for Applicants

Provide the applicant's (organization) nhame and
DUNS number and the grant name and CFDA
number.

Self-explanatory.
Self-identify.
Self-identify.

501(c)(3) status is a legal designation provided on
application to the Internal Revenue Service by eligible
organizations. Some grant programs may require
nonprofit applicants to have 501(c)(3) status. Other grant
programs do not.

Self-explanatory.

For example, two part-time employees who each work
half-time equal one full-time equivalent employee. If
the applicant is a local affiliate of a national
organization, the responses to survey questions 2 and
3 should reflect the staff and budget size of the local
affiliate.

Annual budget means the amount of money your
organization spends each year on all of its activities.

OMB No. 1890-0014 Exp. 2/28/2009

Paperwork Burden Statement

According to the Paperwork Reduction Act of 1995, no
persons are required to respond to a collection of
information unless such collection displays a valid OMB
control number. The valid OMB control number for this

information collection is 1890-0014. The time required

to complete this information collection is estimated to
average five (5) minutes 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 have any comments concerning the accuracy of the time
estimate(s) or suggestions for improving this form, please write
to: The Agency Contact listed in this grant application package.



U.S. DEPARTMENT OF EDUCATION
BUDGET INFORMATION
NON-CONSTRUCTION PROGRAMS

OMB Number: 1894-0008
Expiration Date: 02/28/2011

Name of Institution/Organization

Maricopa County Education Service Agency

Applicants requesting funding for only one year should complete the column under
| "Project Year 1." Applicants requesting funding for multi-year grants should complete all
applicable columns. Please read all instructions before completing form.

SECTION A - BUDGET SUMMARY
U.S. DEPARTMENT OF EDUCATION FUNDS

Budget Project Year 1 Project Year 2 Project Year 3 Project Year 4 Project Year 5 Total
Categories (a) (b) (c) (d) {e) ®
1. Personnel | 1,208,596.00” 2,727,665.00” 7,643,225.00| | 10,053,869.00| | 14,290,955.oo| | 35,924,310.oo|
2. Fringe Benefits | 374,665.00“ 845,576.00” 1,768,097.00| | 2,222,419.oo| | 3,019,475.oo| | 8,230,232.00|
3. Travel | 62,300.00“ 45,500.00” 45,500.oo| | 45,500.oo| | 28,700.00| | 227,500.oo|
4. Equipment | || 110,000.00” | | | | | | 110,ooo.oo|
5. Supplies | 515,460.00|| 167,960.00” 167,960.00| | 139,210.oo| | 80,460.00| | 1,071,050.oo|
6. Contractual | 2,939,796.00” 965,896.00” 1,286,296.00| | 788,096.00| | 833,076.oo| | 6,813,160.00|
7. Construction | o.oo|| o.oo” o.oo| | o.oo| | o.oo| | o.oo|
8. Other | 583,483.00“ 530,661.00” 1,685,449.00| | 1,067,219.00| | 1,067,507.00| | 4,934,319.oo|
9. Total Direct Costs | 5,684,300.00” 5,393,258.00” 12,596,527.00| | 14,316,313.00| | 19,320,173.oo| | 57,310,571.oo|
(lines 1-8)
10. Indirect Costs* | 454,744.00” 422,661.00” 465,267.00| | 373,743.oo| | 371,359.oo| | 2,087,774.00|
11. Training Stipends | || || | | | | | | |
12. Total Costs | 6,139,044.00” 5,815,919.00” 13,061,794.00| | 14,690,056.00| | 19,691,532.00| | 59,398,345.00|
(lines 9-11)
*Indirect Cost Information (To Be Completed by Your Business Office):
If you are requesting reimbursement for indirect costs on line 10, please answer the following questions:
(1) Do you have an Indirect Cost Rate Agreement approved by the Federal government? |Z|Yes |:|No
(2) If yes, please provide the following information:

Period Covered by the Indirect Cost Rate Agreement: From: |07/01/2012 To: |06/30/2013 (mm/dd/yyyy)

Approving Federal agency: |Z ED |:| Other (please specify): |

The Indirect Cost Rate is %.
(3) For Restricted Rate Programs (check one) -- Are you using a restricted indirect cost rate that:

X Is included in your approved Indirect Cost Rate Agreement? or, [ _|Complies with 34 CFR 76.564(c)(2)? The Restricted Indirect Cost Rate is 8.00[ %.

ED Form No. 524




Name of Institution/Organization

Applicants requesting funding for only one year

Maricopa County Education Service Agency

should complete the column under "Project Year

1." Applicants requesting funding for multi-year
grants should complete all applicable columns.
Please read all instructions before completing
form.

SECTION B - BUDGET SUMMARY
NON-FEDERAL FUNDS

Project Year 1

Budget Categories
(@)

Project Year 2

(b)

Project Year 3 Project Year 4

() (d)

Project Year 5

(e)

Total
M

(b)(4)

1. Personnel

2. Fringe Benefits

3. Travel

4. Equipment

5. Supplies

6. Contractual

7. Construction

8. Other

9. Total Direct Costs
(lines 1-8)
10. Indirect Costs

11. Training Stipends

12. Total Costs
(lines 9-11)

SECTION C - BUDGET NARRATIVE (see instructions)

ED Form No. 524



Section 427 of GEPA: Statement of Support

The Maricopa County Educational Service Agency is committed to reducing barricrs
and connecting historically underserved and high-nced areas with the services, resources, and
tools they need to continuously improve their districts. Representing such a large and diverse
county, with rural, urban, and suburban disiricts, we recognize the various challenges that cach
student and teacher can face in pursuit of improved academic achievement, We feel honored to
be able to provide access for the Maricopa County educational community o programs and
services without bias due to gender, race, national origin, color, disability, or age. Our
Rewarding Excellence in Instruction and Leadership- The Next Generation (REIL-TNG)
program will work together with partner districts to climinate barriers and create pathways that
remove obstacles to taking full advantage of the program’s potential. Our team understands how
important it is 1o incorporate broadly reaching techniques and technologies that allow
participants in distant districts to be fully involved. Many of the activities will be in multiple
formats, including some that are accessible via the internct, or through other online-supported
mechanisms or applications,

The Maricopa County Educational Service Agency will invite candidates [rom all
partner districts, without bias due to gender. race, national origin, color, disability, or age.
Partner districts will be offered any and all available accommodations necessary for individuals
in need of special services for full participation in the REIL-TNG program. The Maricopa
County Educational Service Agency fosters and cncourages professional growth for all
educators, providing opportunities for participants to rcach their highest potential. The team will

work together with cach individual to determine the most appropriate methods to overcome any



perceived or actual obstacles in reaching the goal ol improving compensation systems to best

reward student academic achievement, progress, and growth.



Abstract

Organization Name: Organization Address:
Maricopa County Education Service 4041 North Central Avenue, Suitc 1200
Agency (MCESA) Phoenix, AZ 85021
Project Contact: Project Phone Number: Project Email:
| Mr. Mark Mason 602.506.2900 mark.mason-@mcesa‘maricopa.gov
TIF General Competition | Competitive Preference: Group application with 2 or
| CFDA# 84.374A [ Priorities4 & 5 more LEAs

Rewarding FExcellence in Instruction and Leadership - The Next Generation (REIL: ING), an
Alliance of cight (8) LEAs, will creatc 2 Human Capital Management System (HCMS) that
transforms how they attract, place, retain, and support effective teachers and principals for forty-
five (45) high-need schools. REJL: TNG will accomplish this by: assembling the Right Team,
consisting of a strategic Alliance of Stakeholders including Public Policy Makers, Educators, and
Professional Associations; providing the Right Toeols to measure and develop educator
cftectiveness; and placing the Right Talent in teaching and leading in the highest nced schools
on carecr paths and support roles to ensure that all teachers and principals have the job-
cmbedded professional development to help youth succeed. This unique Alliance of eight (8)
LEAs representing forty-five (45) high-needs traditional and juvenile correctional schools in
Maricopa County, united with the goals of: (1) ensuring students graduate college- and carecr-

ready by increasing student achievement and growth in state-tested content arcas; (2) cnhancing

a3
careers by implementing an LEA-wide HCMS with 4 fiscally sustainable PBCS for effective
teachers and school leaders; and (3) developing talent in teaching and lcading through a

sustainable, comprehensive program of performance-based evaluation and support.,

Project Objectives Summary

Objective 1.1 - By September 30, 2017, there will be a 10% increase in the percentage of
students meeting or exceeding the state standards.

Objective 2.1 - By September 30, 2017, REIL TNG districts will utilize the REIL Score (overall
cffectiveness rating) to inform human capital management decisions.



Objective 2.2 - By September 30, 2017, REIL ING districts wil] incorporate performance
classifications as part of the overall educator salary structure.

Objective 3.1 - By September 30, 2017, REIL TNG districts will increase the number of effective
and highly effective teachers and leaders as measured by placement on the REIL TNG

performance continuum.

Objective 3.2 - By September 30, 2017, data generated from the evaluation process will be used
to identilty professional development needs.

Applicant Classification and Eligibility

Group Applicant Name

Eligibility
Classification

Number of
Schools

Number of High
Need Schools

| (WESD)

Maricopa County Education Service LEA [.ecad & Lead &
Agency (MCESA) _ _ [ntermediary Unit | Intermediary Unit
Arizona Department of Juvenile LEA | 1
Corrections (ADJC)
Balsz Elementary School District LEA 3 5

| (BESD)
Maricopa Regional School District LEA 4 4
{(MCRSD) |

i Mobile Elementary School District [LLEA 1 1
(MESD) | |
Phoenix Elementary School District LA 14 13 '
(PESD) _ _
Roosevelt Elementary School District LEA 19 19
(RESD) _ ]
Wilson Elementary School District [LEA 2 2

Building on the work of MCESA s Rewarding Fxcellence in Instruction and Leadership (REIL)

prior TIF grant, REIL: TNG will realize its goals by cnsuring that the Right Team has the Right

Tools w identity the Right Talent resulting in REIL Change for students in the highest nceds

schools throughout Maricopa County.




The Phoenix metropolitan area, a fast growing city of approximately four million peopie, will be affected
by the project. The Phoenix metropolitan area is located within the state of Arizona and Maricopa
County. School districts across the county will be impacted by the Rewarding Excellence in Instruction
and Leadership — The Next Generation (REIL-TNG) program to increase teacher, principal and leader
effectiveness through the implementation of a comprehensive Human Capital Management System tied
to effectiveness and supported by a performance based compensation system.



Teacher Incentive Fund (T1F) Budget

REIL-TNG Budget Narrative

| Year 1
Year | (FY13)
Pemonnel - % FI'E Number I Sper Unit Total
| Program Director 1.00 LOC1 S 94628 [ S 94478
|Field Speclalise (b)(4)

Financial Business Systems $pucilist

Nata Systems Speciakst

Admmistrative Assistant )
Leammng, | cading and Coaching Professional e velopment Coordmator
Assessment Coordinator

Data Manapement Systetn Administrator

Videoprapher N

Data Coordinstor/Managerent Analvit

Huwnan Capital Management System (HCMS) Admmistrater
Perlbrmance- Based Bvaluation (E’.mi} Admmistrato:

Coinmunications Coordinatar .

L . Total Personael

- T T T hisndh S

Year 1 personnel are budgeted for a 10 month period 1n order to reflect the hiring process for
the majority of the program staff. However, the program manager Is for the full vear; all other
personnel reflect the F'I'E percentage in the table above,

Program Director

Duties: Responsible for leading program staff and partners to successtully completing all goals,
objectives, and activitics associated with the Rewarding Excellence in Instruction and [.eadership
- The Next Generation. (Objective 1.1, 2.1, 2.2, 3.1, 3.2)

Field Specialist

Duties: Responsible for collaboratively building structures to sustain [uman Capital
Management and Performance-Based Evaluation Systems through LEA-wide collaboration,
communication, and professional development support. (Objective 2.1, 2.2, 3.1, 3.2)

Financial/Business Systems Specialist

Dutics: Responsible for managing the fiscal sustainability of the Rewarding Excellence in
Instruction and lL.eadership - The Next Generation program through the leading and monitoring
of all fiscal planning, transacting, and documenting. (Objective 2.1, 2.2, 3.1. 3.2)

Data Systems Specialist

Duties: Responsible for collecting and analyzing student achievement and educator evaluation




data used to caleulate the RIIL Score through communication and technical cooperation with
partner school LEAs and the Arizona Department of Education (Objective 2.1, 3.2)

Administrative Assistant (Program Director)

Duties: Responsible for assisting in the coordination of duties for the Rewarding Excellence in
Instruction and l.cadership - The Next Generation (REIL - TNG) Program Director in support of
the program’s goals, objectives, and activities. Supports the day-to-day operations and maintains
effective communication for the Program Director. {(Objective 1.1. 2.1, 2.2, 3.1,3.2)

PP

Administrative Assistant (Assessment)

Duties: Responsible for assisting the Rewarding Excellence in Instruction and Leadership - The
Next Generation asscssment team in the coordination of developing valid and reliable
assessments for secure and non-secure interim assessments through supporting the day-to-day
operations and maintaining effective communication. (Objective 1.1)

Learning, [.eading and Coaching Professional Development Coordinator

Duties: Responsible for developing talent in feaching and leading through a sustainable.
comprehensive program by designing and delivering professional development in content and
pedagogy aligned to the Learning, Leading, and Coaching Observation Instruments. (Objective
3.1,3.2)

Assessment Coordinator

Dutics: Responsible for developing valid and reliable assessments for secure and non-secure
interim assessments through the facilitation of assessment development committecs. (Objective
1.1,2.1,2.2)

Data Management System Administrator

Duties: Responsible for developing and implementing a data management system to support all
goals, objectives, and activities associated with Rewarding Excellence in Instruction and
Leadership - The Next Generatien program through collaboration with program partners and the
Arizona Department of Education.

(Objective 1.1.2.1,2.2, 3.1, 3.2)

Videographer

Duties: Responsible (or supporting the performance-bascd evaluation system through the
technical production and electronic distribution of video modeling educational settings. (3.1, 3.2)




Data Coordinator/Managcment Analvst

Duties: Responsible for supporting the implementation of a Human Capital Managemcent System,
by collaborating with partner LEAs to collect valid and reliable assessment data.

Human Capital Management Systems Administrator

Duties: Responsible for implementing an LEA-wide Human Capital Management System
through collaboration with cross-LEA transition teams 10 attract, place, retain, and sustain highly
effective educators, (Objective 2.1, 2.2, 3.1, 3.2)

Performance-Based Evaluation/Carcer Pathway Administrator

Duties: Responsible for implementing a Performance-Based Evaluation System that develops
talent in teaching and leading through a sustainable, comprehensive program of performance-
based cvaluation and support. (Objective 2.1, 2.2, 3.1, 3.2)

Communications Coordinator

Duties: Responsible for effeetively initiating and nurturing two-way communications with
Rewarding Fxcellence in Instruction and Leadership - The Next Generation (REIL - TNG)
stakeholders through clectronic and print media. (Objective 1.1.2.1, 2.2, 3. 1,3.2)

Note: All positions are based on a parity analysis and competitive with market ranges in the
Phoenix Metropolitan arca,

Fringe Benefits - $374,665

Fringe benefits are calculated at 31.0% of salary expense which is the current benelit cost for
Maricopa County.




Travel

Travel

Unit/Quantity

Armaunt

Total

TIF annual grant meeting hosted in Washington, D.C. to pravide technical assistance
for our grant sites Travel expenses include an average airfare of $S700 each, in
addition to a hotel room at $300 per night {2 nights), transportation and per diem of
15300, (Program requirement as noted in the grank specifications}.

1,600

4,800

TIF Topical grant meeting to provide technical assistance for our grant sites Travel
expenses include an average airfare of $700 each, in addition to a hotel room at

$300 per night (2 nights), transportation and per diern of $300. (Program requirement’
as noted in the grant specifications).

1,600

3,200

Cross-District Team(s} Conference registration & travel expenses to engage and
inform strategic compensation design and support systerns for salary schedule
revision.

{35 Persons at 5500 per registration). Objective 2.2

500

17,500

[Conference registration and travel expenses for HCMS and PBE Administrator, Teavel
expenses include an average airfare of $400 each, in addition to a hotel roorm at
$200 per night {2 nights), transportation and per diem of $250, registration of $200.
Objective 2.2

1,250

2,500

Principal Training, 42 Principals + 42 Secretaries @ $200 each. Objective 2.1

200

16,800

Management Information Systems conference registration and travel expenses for !
Data Management Assessment Team (DMAT). Objective 3.2

500

17,500

Total Travel

62,300

Travel expenses are included for requived VIF grant responsibilitics in the TIT community as
well as professional development for informing and engaging key staff and district stakcholders
in topics detailed within the project management plan. Principal Training 1s designed to support
principals and office stafl in implementing systems to cmpower office assistants in key tasks or

operations to iree the principal for increased instructional leadership
Equipment
Year | has no requirements for equipment.

Supplies

tine.

Supplies i Unit/Quantity]  Amaunt _ Total
Purchase tablets for check-out and training {6 school sets * 100 tablets) i 600 S A00 | S 240,000
General supplies for Data Mgmit. Transition Team (books, tools and supplies) 70{ 5 250 | S 17,500
Test copies, manuals {per teacher in parinership) 1296; S 10 | S 12,360
MCESA training set of laptops / tablets L 2,500 | % 100,000
|Laptop suppties {carts, power supplies, software} 1% 15,000 [ $ 15,000
General supplies 30| S 333 15 10,000
General supplies (office supplies, research material, education materials) 70| S 250 | 17,500
Technology costs {annual wircless/connectivity access) 2055 5,000 | 3% 102,500
Total Supplies S 515,460




Supphies will assist in achieving program and grant goals by providing the necessary materials
and supplies to achicve desired results. Laptops will be used for professional development
delivery with slides and video content for Career Pathways Academy, Learning, Coaching,
Leading, and Evaluating Series (Objective 3.1). Tablets will be used on a checkout basis for
schools with limited access to computer labs for administering student assessments. The cost
cstimates for the supplies arc based on our current annual budget amount per employee for
general supplics. (Objective 1.1, 2.1,2.2, 3.1, 3.2)

Year one is the investment in the technological supplies that deliver throughout the program,

Contractual
[Eontractual _ ) Unit/Quantity Amount Total
?Program Evaluation il & 60,000 S 60,000_
Ongoing Support for VAM Implementation 1| & 60,000 | & 60,000
Arts/Music/PE Performance Post-Assessment {22} 1| s 34,400 | & 34,400
Social Studies Pre-Assess ment {7) 1l 8 349,300 | & 349,300
Social Studies Post-Assessment {7) 1i5 408,800 | % 408,800
Purchased Tests: Adaptable Special Eduration i s 36,556 | & 36,556
Purchased Tests: Cormputer and Spanish 15 14,040 | & 14,040
Science Post-Assessment (7) ils 349,300 | 5 349,300
Science Pre-Assessment {7) 1 s 349,200 | S 349,300 |
Stipends for Career Pathways Academy PD facilitatars {outside of instructionat day)
(5135/hour X 60 facititators) _ [e] S 135 | & ®,100
Stipends for Career Pathways Academy PD _ 1200 8 30| s 36,000
Educater Goal Plan {$30/cducatar) ) 1 s 300,000 | & 300,000
Content Management & Learning Management (S150/educaton) 1796| % 1501 % 194,400
Bata Management/integration [$150/educator) ) 1296| 5 mns 12,960 |
Data Management/integration & Dashboards Set-up 1] s 350,640 | S 350,640
|Assessment System ($8/student to start) 22000} $ g3 176,000
HCMS [$25/educator) (Step & path process / talent mgmt.) 115 200,000 | 5 200,000
Total Contractual 5 2,939,796

Cost estimates for the contractual services listed are based on the current market rates for
obtaining the services described above. All costs listed above will be charged to the grant. The
listed contractual services will facilitate the grant program’s success in the implementation and
development of creating sustainable performance-based compensation  systems, increasing
student achievement and additional goals as statcd in the program narrative.

Assessments for non-state-tested content areas will be developed with vendor support for
identilied tasks in the assessment development process. Tests will be purchased for subject areas
that arc available in the market to ensure that each teacher’s evaluation reflects classtoom-level
data. Stipends will be used to pay teachers for after-hours work to participate in Carcer Pathways
Academy professional development,

Program Evaluation includes Instrument and protocol design, Site visits, Interviews, surveys,
[nter-rater agreement / reliability analysis, Educator Goal Plan Analysis, Human Capital




Management System data analysis, Formative evaluation reports, Annual evaluation reports and
'easibility study.

Value Added implementation and development ongoing support includes revisions to
guidebooks, refinements 1o VAM/REIL score. calculation support, technical assistance, and
support for transition and cross-LEA teams.

Purchase of Content & Lcarning Management System support; Data Management System
Integration and Dashboard Set-up Services to produce a REIL Score; Assessment Delivery
Platform for non-tested subject areas; and an Educator Goal Plan System to ensure cach
educator has a plan for on-going instructional improvement cach of these systems will be part of
the REILize Decision Support System (RDSS). Costs arc for Year 1 set-up and scrvice for all
REIL-TNG LEAs,

Construction

None required

(Other Costs

Other Unit/Quanrtity Armaunt Total
Stipends or Substitute Pay for Assessments (10 teachers per course * $125/day *
1797 days) 1]5% 224,000 | 5 224,000
|PD - Learning Scries: Total workshop cost ) 1% 185,592 | & 185,582 |
PD -- Coaching Series: I utal workshop cost 113 36,300 | & 36,300
PD -- Leading Series: Total workshop cost i]5 22,275 | % 22,275 |
|PD -~ Bvaluating Series: Total workshop cost 1]5 5775 | % 5,775
PD -- Career Pathways Academy: Total workshop cost 115 33,000 | 5 33,000
IPD Career Pathways Academy: Content Development 1]% 20,000 | 8 20,000
PD -- Spotlight School_s Prce Career Pathwéys Academy 115 18,000 | 8§ 18,%
|PD - REIL Deciston making Series: Total workshop cost 15 25,540 | 5 28,540
Substitute Pay for Carrer Pathways Academy (40 Teachers for 2 days @ 53125/day) 40| s 250 | S 10,000

' ' ' Total Other 5 583,482

Professional Development: The learning Series Workshop (11 workshops) for 1.406
participants (1,296 teachers and 110 school leaders) per workshop at $12 per participant. The
Coduching Series Workshop (11 workshops) for 132 coaches per workshop at $25 per participant.
The Leading Series Workshop (11 workshops) for 60 principals at $25 per parlicipant. The
fvaluating Series Workshop (11 workshops) for 21 evalualors per workshop at $25 per
patticipant. Career Pathway and Spotlight Schools Pre-Career Academies and Workshop will
clude 120 participants and 40 participants, respectively, at $25 per participant for the workshop
series. Workshop costs include participant notebook. hand-outs, and reference bhooks. All
protessional development workshops provide participants with notebooks of aligned hand-outs,




notes pages, resource materials, and professional books to aid in the application of professional
fearning. (Objective 3.1)

Stipend and Substitute Pay: Substitute pay will allow 40 Career Pathways Academy teachers
to participate in two days of Common Core Standards training for English Language Arts or
Mathematics. (Objective 3.1)

Year 1 Direct Costs - $5,684,299

Year 1 Indirect Costs — $454,744

Provide Administrative, Fiscal, Technological management and support for the program
including financial reporting, procurement efforts, and Human Resources. 8% is the approved
restricted indircet cost plan, approved by USDOE via The Arizona Department of Education.

Year 1 Total Costs ~ $6,139,043




Teacher Incentive Fund (TIF) Budget

REIL-TNG Budget Narrative

1 Year 2 ]
[ ‘- Year 2 (FY14)
Personnel - $2,727,665 FIE Numher Sper Unit Total
Program Director _ 1.00 LOO S 94628 | 3 94,628
Uicld Specinlist 1.00 7005 851651 S 396,157
[Peer Evakator _ 1.00 15.00 [S  73.834 | §1.107,507 |
FoancinlBusmess Systens Specialist 1.00 1O IS 67914 %5 67914
Data Systems Specialist 1.00 LOG | $ 36771 | % 56771
Adminktralive Assistant 1.40 200 1% 335918 711 84
Learning, | eading and Coaching Professional Devebopnent Coord nator 1.00 100 |S 8351658 83163
Cross- LEA Pield Specialist { Pringipal Coaches) 1.00 ] 20015 8165 | § 17033t
Assessmen Coordinator 1.0 1O [ § 73834 | % 73.834
Data Management System Administrator 1.00 050 % 82.038|% 41019
Videographer i 1.00) 1.00 | % 3312578 33, 125
Data CoardmatorManagement Analyst 1.00 1.O0 ]S 635866 |5 65866
{Tuman Capital Management System (HICMS) Adminisirutor 1.00 LO0{5 85.165|5 85165,
| Performance-based Evahntion (PBE) Administrutor _ 1.00 1LODFS  B5165|% 835163
i Comrmunications Coordinator - _ 1.0} 1OO| % 73854 | §  73.834 |
Total Personnel _ 37,30 52,727,665

Program Director

Duties: Responsible for leading program staff and partners to successlully completing all goals,
objectives, and activities associated with the Rewarding Fxeellence in Instruction and leadership
= The Next Generation. (Objective 1.1. 2.1, 2.2, 3.1, 3.2

Yield Specialist

Duties: Responsible for collaboratively building structures to sustain Human Capital
Management and Performance-Based Evaluation Systems through LEA-wide collaboration,
communication, and professional development support. (Objective 2.1, 2.2, 3.1,3.2)

Peer Evaluator

Duties: Responsible for increasing and retaining the number of effective and highly effective
teachers across partner LEAs through professional development, observation, and evaluation
aligned to the Learning Observation Instrument. (Objective 2.1, 3.1, 3.2)




Finaneial/Business Systems Specialist

Duties: Responsible for managing the fiscal sustainability of the Rewarding Excellence in
Instruction and Leadership - The Next Generation program through the leading and monitoring
of all fiscal planning, transacting, and documenting. (Objective 2.1, 2.2, 3.1, 3.2)

Data Systems Specialist

Duties: Responsible for collecting and analyzing student achicvement and educator evaluation
data used to calculate the REIL. Score through communication and technical cooperation with
partner school LEAs and the Arizona Department of Education (Objective 2.1, 3.2)

Administrative Assistant (Progsram Director)

Duties: Responsible for assisting in the coordination of duties for the Rewarding Excellence in
Instruction and Leadership - The Next Generation (REIL - TNG) Program Director in support of
the program’s goals, objectives, and activities. Supports the day-to-day operations and maintains
effective communication for the Program Director. (Objective 1.1.2.1,2.2,3.1,3.2)

Administrative Assistant {Assessment)

Dutics: Responsible for assisting the Rewarding Excellence in Instruction and Leadership - The
Next Generation assessment team in the coordination of developing valid and reliable
assessments for secure and non-sceure interim assessments through supporting the day-to-day
operations and maintaining cffeetive communication. {Objective 1.1)

Learning, Leading and Coaching Professional Devclopment Caordinator

Dutics: Responsible for developing talent in teaching and lcading through a sustainable,
comprehensive program by designing and delivering professional development in content and
pedagogy aligned to the Learning, Leading, and Coaching Observation Instruments. (Objective
3.1,3.2)

Field Specialist (Principal Coach)

Duties: Responsible for increasing and retaining the number ot highly effective building-level
administrators through professional development, observation, and evaluation aligred to the
Leading Obscrvation Instrument. (Objective 2.1, 3.1, 3.2)

Assessment Coordinator

Duties: Responsible for developing valid and reliable assessments for secure and nonR-secure
interim assessments through the facilitation of assessment development committees. (Objective




1.1.2.1,2.2)

Data Manasement System Administrator

Duties: Responsible for developing and implementing a data management system to support all
goals, objectives, and activities associated with Rewarding Excellence in Instruction and
Leadership - The Next Generation program through collaboration with program partners and the
Arizona Department of Iiducation. (Objective 1.1. 2.1, 2.2, 3.1, 3.2)

Videographer

Duties: Responsible for supporting the performance-based evaluation system through the
technical production and electronic distribution of video modeling educational settings.
{Objective 3.1, 3.2)

Assessment Data Coordinator

Duties: Responsible for supporting the implementation of a Human Capital Management System,
by collaborating with partner IEAS to collect valid and reliable asscssment data., (Objective 3.1,
3.2)

Human Capital Management Systems Administrator

Duties: Responsible for implementing an LEA-wide Human Capital Management System
through collaboration with cross-I.LEA transition teams to attract, place, retain, and sustain highly
cffective educators. (Objective 2.1, 2.2, 3.1, 3.2)

Performance-Based Evaluation Administrator

Duties: Responsible for implementing a Performance-Based Fvaluation System that develops
talent in teaching and leading through a sustainable, comprehensive program of performance-
based evaluation and support. (Objective 2.1, 2.2, 3.1, 3.2)

Communications Coordinator

Dutics: Responsible for cffectively initiating and nurturing two-way communications with
Rewarding Excellence in Instruction and Leadcership - The Next Generation (REIL - TNG)
stakcholders through electronic and print media. (Objective 1.1. 2.1, 2.2, 3.1. 3.2)

Fringe Benelits - $845,576

I'tinge benefits arc caleulated at 31.0% of salary expense which is the current benefit cost for
Maricopa County.
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Travel

Travel

UnilQuantity

Amount

Total

TIF anmuat grant meeting hosted in Washington, D.C. to provide technical assistance
for our grant sites Travel expenses include an average airfare of $700 each, in addition
ta a hotel room at $300 per night {2 nights), transportation and per diem of $300,
{Program requirement as noted in the grant specifications].

ek

1,600

3 4,800

TIF Topical grant meeting to provide technical assistance for our grant sites Travel
expenses include an average airfare of 5700 each, in addition to a hotel room at $300
per night (2 nights), transportation and per diem of $300. {Program requirement as
noted in the grant specifications).

T

1,600

b 3,200

Cross-District Team(s} Conference registration & travel expenses to engage and
inform strategic compensation design and support systems for salary schedule
revision.

{35 Persans at $500 per registration). Objective 2.2

500

Conference registration and travel expenses fur HCMS and PBE Administrator. Travel
expenses include an average airfare of $400 each, in addition to a hotel room at $200
per night (2 nights), transportation and per diem of $250, registration of $200.
|Objective 2.2

3 2,500

Management Information Systems conference registration and travel expenses {0 bjcctive 3.1)

$ 17,500

Total Travel

$ 45500

Travel expenses are included for required TIF grant responsibilitics

in the

TTF community as

well as professtonal development for informing and engaging key staff and district stakeholders

in topics detailed within the project management plan.

Equipment

! Equipment

_ Unit/() uamit)-f Amount ] T Total
Storage Array for production of Video supporting Professional Developriem HS 1100005 1} 10,000
' Total Other S 110,000

Planned professional development modules will include a significant number of produced videos

custom to RELIL observation instruments that demonstrate cach level of proficicncy in the

obscrvation instruments and content within the Learning, Coaching, and L.cading Serics. The

video bank will be accessible online for individuals, as well as in professional development

settings. The storage array is needed to provide ample space in which to keep this repository of

recorded videos (Objectives 2.1, 3.2).
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Supplies

Supplies Unit'Cuantity | Amount Total
General supplies for Data Memt. Transition Team {books, tools and supplies) 70| % 25018 17,500
lest copies, manualks (per teacher in partnership) 12961 % 16§ 12,960
Video production supplics (camera, fighting, computers) Iy § 250001 % 25,000
General Office supplies (computers, office supphes) 30| % 333 |8 10,000
General supplies (oflice supplies, rescarch material, education materials) 70| % 230 | § 17,5300
Technology costs (annual wircless/connectivity access) 171 % 500018 85,000
Total Supplies § 167,960

Supplies will assist in achieving program and graut goals by providing the necessary materials
and supplies to achieve desired resuits. The cost cstimates for the supplies 1s based on our current
annual budget amount per cmployee for general supplics. (Objective 1.1. 2.1, 2.2, 3.1, 3.2)

Field Specialists arc equipped with laptops with wireless cards, smart phones and other employee desktop

supplies (phone, calculator etc,) There is $25,000 for video production supplies, as well

2.1,2.2,3.1,3.2)

Contractual

as a per-tcacher
dollar amount that provides copies and manuals 10 cach of them throughout the year. {Objective 1.1.

Contractual

UnitsQuartily Amount Total

Program Evaluation 3 60,000 % 60,000
Ongoing Support for VAM Tmplementation 1S 10000018 100,000
Social Studics Pre- Assessment (7) 1 $ 6,000 | 8 6,000
1Social Studies Post- Assessment (7) 1| % 6,300 | % 6,300
|Purchased Tests: Adaptable Special Education ifS 36556, % 36,556 |
Purchased Tests: Computer and Spanish 1S 14040 | S 14,040
Scicnce Post- Assessment (7) 1% 6,660 | S 6,660
| Scivnee Pre- Assessment (7) 1] 8 6,660 | % 6,000
Educator Goal Plan ($30/educator) [296] § 3018 38,880
Content Management & Learning Management (S150/educator) 1296| § 13018 194,400
Data Managemenl/[ntegration {DMAR) ($1 30/educator) 1296 § 150 1S 194,400
Assessment System (S8/student} 22000| § 8% 176,000
[HCMS ($25/cducator) (Step & path process / talent mgmt.) i1 60,000 (% 60,000 |
Student-teacher link (S3/student) 22000 315 66,000

Total Contractual S 965,896

Cost estimates for the contractual services listed arc based on the current mearket rates

for

obtaining the services described above. All costs listed above will be charged to the grant. The
listed contractual services will facilitate the grant program’s success in the implementation and
development of creating a sustainable Human Capital Management System, increasing student

achievement and additional goals as stated in the program narrative.
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Assessments include preparation of field test forms, ficld testing, item writing, editing, PD for
recelving LEAs, psychometric analysis of field testing, preparation and publication ol operations
forrus, edit and review rubrics, as well as facilitator training. Also included in the services above
is the development and implementation of modules related to formative assessments and using
assessment data.

Many asscssments arc accessible with existing valid and reliable assessments through in-kind
expenses incurred by the districts. Based on the gap analysis for teachers lacking asscssments for
classroom-level data for evaluation purposes, assessments will be developed or purchased.
Assessment development includes the following key steps in the process: facilitator traimng,
instructional prioritics, assessment blueprints, item specifications, item writing, item cditing,
bias/review, rubrics, testing professional development, field testing, and operational tests. Some
steps will be provided using staffing within the grant, and some steps will be provided with
consultant services. Also included in the services above is the development and implementation
of professional development modules related to formative asscssments and the use of assessment
data.

Preogram Evaluation {ncludes site visits, interviews, surveys, Inter-rater agreement / reliability
analysis, Cducator Goal Plan Analysis, Human Capital Management System data analysis, and
Annual evaluation reports.

Value Added implementation and development ongoing support includes revisions to
guidebooks, refinements to VAM/REIL score, calculation support, technical assistance, and
support for transition and ¢ross-LEA teams.

Maintenance costs for Content & Learning Management System support: Data Management
System Integration and Dashboard Set-up Services to produce a REIL Scorc; Assessment
Delivery Platform for non-tested subject arcas; and an Edueator Goal Plan System to cnsure
each educator has a plan for on-going instructional improvement cach of these systems will be
part of thc REILize Decision Support System (RDSS). Additionally, this vear services for
making Student-Teacher Link will nced to be purchase.

Construction

None required
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Other Costs

Other Lant/Quantity C O Amount Total
Stipends or Substitute Pay for Assessments (10 teachers per course * $125/day * 44.4 days 1S 35500 | % 55.500
PD -- | earning Series: Jotal workshop cost . 1.5 22271018 222710
PD -- Coaching Series: Total workshop cost 1% 39,930 | § 39.930
[P -~ Leading Series: Total workshop cost 1S 24303 | % 24503
1o -- Eva]uating__ Series: Total workshop cost 1S 6064 | % 6,(]64_
PD) -- Carcer Pathwayvs Academy: Total workshop Cost Il % 33,000 | & 33,000
PD -- Career Puthways Academy: Conlent Development 1| % 20,000 | $ 20,000
PD) -- Spotlight Schoels Pre-Career Pathways Academy 1S 18,000 | % L8,000
D -- REIL Decision-muking Scries: Total workshop cost IHE 28540018 2834
Stipends for Carcer Pathways Academy P atiendees (outside of instructional day) |
(B3 0oy [R0O| § s 54,000
Stipends for Carcer Pathways Academy PDD facilitatars {outside of instructional day)
(8135mour) 60| $ 3518 8100
 Stiperdds b Career Pathways Academy PD 1200 % 30 | % 36,0th
Substitute Pay tor Carcer Pathwayvs Academy (40 Teachers for 2 days 7 §125/day) 40] § 230 | % I(},[)d()_
Total Other $ 330661

Professional Development: 7he Learning Series Workshop (11 workshops) for 1,406
participants (1,296 teachers and 110 school leaders) per workshop at $12 per participant. 7he
Coaching Series Workshop (11 workshops) for 132 coaches per workshop at $25 per participant.
The lLeuading Series Workshop (11 warkshops) for 60 principals at $25 per participant. The
Evaluating Series Workshop (11 workshops) for 21 evaluators per workshop at 8§25 per
participant. Carcer Pathway and Spotlight Schools Pre-Career Academies and Workshop will
include 120 and 40 participants, respectively, participants at $25 per participant for the workshop
scrics. Workshop costs include participant notebook, hand-outs, and relerence bhooks. All
professional development workshops provide participants with notebooks of aligned hand-outs,
noles pages, resource materials, and professional books to aid in the apphication of protfessional
learning. Workshop costs for each scries include the cost of repcating the vear-one professional
development series for educators new to REIL-TNG s a result of turnover. (Objective 3.1)

Stipend and Substitute Pay: Substitute pay will allow 40 Career Pathways Academy teachers
to participate in two days of Common Core Standards training for English Language Arts or
Mathematics. Stipends will allow 120 Career Pathways Academy tcachers to attend five
workshops, cach three hours in length, outside of the instructional day at a rate of $30 per hour.
Stipends will also allow for the Career Puthways Academy workshops to be facilitated by four
professional devclopment specialists, cach of whom will be working outside of the instructional
day. Additionally, stipends will allow for 40 teachers, who demonstrate the potential to advance
to Career Pathways positions, to attend 10 workshops outside of the instructional day.
(Objective 3.1)
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Year 2 Direct Costs - $3,393,258

Year 2 Indirect Costs — $422,661

Provide Administrative, Fiscal, Technological management and support for the program
including financial reporting, procurement efforts, and Human Resources. Figurc is based on 8%
approved restricted indirect cost plan approved by USDOE via The Arizona Department of
Education.

Yecar 2 Total Costs - $5,815,919
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Teacher Incentive Fund {TIF) Budeet

REIL-TNG Budget Narrative

Year 3 |
L Year 3 (FY15)
Personnel - $7,634,225 : FIE Number $per Unit Total

Program Dircctor 1,00 LOG S 9462818 94628
Freld Specilist 1.00 T % 85,165 | § 596,157
Feer Evaluator 1.00 1500 | S 73834 | §$1.107,507
FiancilVBusiness Systems Speeilist 1.00 LOG S 67914 | F 67914
|Data Systems Specialist 1,040 LoD (S 36771 | $ 56771
Admmisteative Assistant 1.00 20018 3530208 71.184
Learning, Leading and Caaching Professional Developrient Coord mator 1.00 LOO | % 85,165 % 83,165
Cross-LEA Field Specialist (Principal Coaches) 1.00 200138 85165 § 170,331
'Assessment Coordinator 1.60 10018 73834 | § 73.834 |
1Bata Management System Administrator 1.00 0301 % 82038|% 41019
| Videographer 1.00 LU0 % 53125, 8 33,125 |
Dat Coordinator"Management Analyst 1.00 100§ 63866 |5 63866
| Tuman Capital Manogenient System (110 MS) Administrator 1.00 LO0 1S 85165 8§ 85,165
Pertbmmance-based Pvahution {PBE)} Administeator 1.00 100 ] % 85165 | $ R3.165
[Comnumnications Coordmator ) 1.0} 1O0 | % 73,834 $ 73834
Performance Rusced Compensation ; .‘54,915,569_
| Totat Personne| 37.50 | $7,643,225 |

Program Director

Duties: Responsible for leading program staff and partners to successtully completing all goals,

objectives, and activities associated with the Rewarding Iixcellence in Instruction and Leadership
- The Next Generation. (Objective 1.1.2,1,2.2, 3.1, 3.2)

Field Specialist

Duties: Responsible for collaboratively building structures to sustain FHuman Capital

Management and Performance-Based Fvaluation Systems through LEA-wide collaboration,

communication, and professional development support. (Objective 2.1, 2.2, 3.1, 3.2)

Peer Fvaluator

Duties: Responsible [or increasing and retaining the number of cffective and highly effective

teachers across partner 1.EAs through professional development, observation, and cvaluation
aligned to the Learning Observation Instrument. (Objective 2.1, 3.1, 3.2)
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Financial/Business Systems Specialist

Dutics: Responsible for managing the fiscal sustainability of the Rewarding Excellence in
Instruction and Leadership - The Next Generation program through the leading and monitoring
of all fiscal planning, transacting, and documenting. (Objective 2.1, 2.2, 3.1, 3.2)

IJata Svstems Specialist

Duties: Responsible for collecting and analyzing student achievement and educator evaluation
data used to calculate the REIL Score through communication and technical cooperation with
partner school LEAs and the Arizona Department of Education (Objective 2.1, 3.2)

Administrative Assistant (Program Director)

Duties: Responsible for assisting in the coordination of duties for the Rewarding Excellence in
Instruction and Leadership - The Next Generation (REIL, - TNG) Program Director in support of
the program’s goals, objectives, and activitics. Supports the day-to-day operations and maintains
effective communication for the Program Dircector, (Objective 1.1. 2.1,2.2,3.1,3.2)

Administrative Assistant (Assessment)

Duties: Responsible for assisting the Rewarding Excellence in Instruction and Leadership - The
Next Generation assessment tcam in the coordination of developing valid and reliable
asscssments for secure and non-secure interim assessnients through supporting the day-to-day
operations and maintaining elfective communication. (Objective 1.1)

Field Specialist (Principal Coach)

Duties: Responsible for increasing and retaining the number of highly cffective butlding-level
administrators through professional development, observation, and evaluation aligned to the
Leading Observation Instrument. (Objective 2.1, 3.1, 3.2)

Learning, Leading and Coaching Professional Development Coordinator

Duties: Responsible for developing talent in teaching and leading through a sustainable,
comprchensive program by designing and delivering professional development in content and
pedagogy aligned to the Learning, I.eading, and Coaching Observation Instruments. (Objective
3.1,3.2)

Assessment Coordinator

Duties: Responsible for developing valid and reliable assessments [or secure and non-secure
interim assessments through the facilitation of assessment development committees. {Objective
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1.1,2.1,2.2)

Data Management System Administrator

Duties: Responsible for developing and implementing a data management system to support all
goals, objectives, and activilics associated with Rewarding Excellence in Instruction and
Leadership - The Next Generation program through collaboration with program partners and the
Arizona Department of Education. (Objective 1.1.2.1,2.2, 3.1, 3.2)

Videographer
Duties: Responsible for supporting the performance-based evaluation syslem through the

technical production and electronie distribution of video modcling educational scttings.
(Obhjective 3.1, 3.2)

Assessment Data Coordinator

Duties: Responsible [or supporting the implementation of a Human Capital Management System
by collaborating with partner LEAs to collect valid and reliable assessment data. {Objective 3.1,
3.2)

El

Human Capital Management Systems Administrator

Dutics: Responsible for implementing an LEA-wide Human Capital Management System
through collaboration with cross-I.EA (ransition teams to attract, place, retain, and sustain highly
effective educators. (Objective 2.1, 2.2, 3.1, 3.2)

Perfurmance-Based Evaluation Administrator

Duties: Responsible for implementing a Performance-Based ivaluation System that develops
talent in teaching and leading through a sustainable, comprehensive program of performance-
based evaluation and support. (Objective 2.1, 2.2, 3.1, 3.2)

Communications Coordinator

Duties: Responsible {or effectively initiating and nurturing two-way communications with
Rewarding Excellence in Instruction and Leadership - The Next Generation (REIL - TNG)
stakcholders through electronic and print media. (Objective 1.1. 2.1, 2.2, 3.1, 3.2)
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Performance-Based Compensation Costs: In Year 3, the Performance-Based Compensation
costs begin. These costs are captured in the Personne! section and the Benefits of 18.8% reside in
the Benefit category below per the program instructions.

Transition to_Performance-Based Compensation Schedule: In FY 2015 {program Ycar 3).
54,915,560 will be distributed among teachers, principals, assistant principals, and master
educators in two ways. First is the transition to the Performance-Based Compensation schedule,
‘The second is an increasc in Basc Starting Salary for Teachers to at least $38,000, Principals to
at least $74,000 and Assistant Principals to at lcast $60,000 for cach LEA.

Averape Performance-Based Compensation
FTE Total Award Average
Teacher* 1296] § 4,684,590 | § 3,615
Principals 41| $ 95461 | $ 2328
Assistant Principals 10/ $ 6,803 | S 680
Master Educators 37 % 1287051 % 3,479

* All Teachers are in high-need schools with the exception
ot Faith North, Phoenix Elementary District which has 16 teachers.

Spotlight Schools Carcer Pathways: An amount of $941.000 will provide the cstablishment of
a Spotlight Schools Career Pathways program in 13 schools. Stipends will be awarded to Highly
Fftective and Effective Educators who transfer to a Spotlight School as well as those Highly
Etfective and Plfective Tiducators who are eurrently assigned to a Spotlight Schoo!.

There are 3 Spotlight School Career Pathway positions:

* lurm-around Principal (13 FTE) - $10,000 stipend per $130,000
* Turn-around Assistant Principal (13 FTE) - $7,000 stipend per $91,000
¢ [n-Demand Teachers (240 FTE) - $3,000 stipend per S720.000

S941,000

I'ringe Bencefits - $1,768,097

§845,576 I'ringe benefits for Maricopa County staff calculated at 31.0% of salary expense which
is the current benefit cost for Maricopa County.

$922,521 Fringe benefits for Performance-Based Compensation variable benefit rate calculated
at 18.8% of salary expense, based on ASRS, Social Sceurity and Medicare percentagcs.
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Travel

Travel Unit/Quantity Amount Total _I
TIF annual grant meeting hosted in Washington, D.C. to provide technical assistance
for our grant sites Travel expenses include an average airfare of $700 each, in addition
to a hotet room at $300 per night (2 nights), tra nsportation and per diem of $300.
[{Program requirement as noted in the grant specifications). 3 $ 1,600 | § 4.800
TIF Topical grant meeting to provide technical assistance for our Erant sites Travel
expenses include an average airfare of $700 each, in addition to a hotel room at 5300
per night {2 nights), transportation and per diem of $300. {Program requirement as
incted in the grant specifications). 2 $ 1,600 | § 3,200
Crass-District Teamy(s) Conference registration & travel expenses to engage and
inform strategic compensation design and support systemns for salary schedule
revision.
{35 Persons at 5500 per registration}. Objective 2.2 35 $ 500 8 17,500
Conference registration and travel expenses for HCMS and PRE Administrator. Travel
;'expenses include an average airfare of $400 each, in addition to a hotel room at 5200
per night {2 nights], transportation and per diem of $250, registration of $200.
Objective 2.2 5 S 5000S 2,500
Marugement Information Systems conference registration and travel expenses (Objective 3.1)

35 % S00| S 17,500
B Total Travel $ 45,500
Travel expenses are included for required TIT grant responsibilitics in the TIF communily as
welt as professional development for informing and engaging kev staff and district stakcholders
in lopics detailed within the project management plan.
Egquipment
Year 3 has no requirements for cquipment.
Supplies
lﬂx_pp]ies ) ) Unt'Quantity Amount Total |
General supplies for Data Mamt, Transition Team {books, (ools and supphics) 0Ns 2500 % 17,500
Test copies, manuals {per teacher in partnership) 1296 § 0]s 12,960
Video praduction supplies {storage, tools, software, hardware, disks) 1% 250005 25000
General Office supplics 30| % 333 1% 10,000
General supplies (affice supplies, research material, cducation materials) 0] 8 250 | % 17,500
Technology costs (annual wircless/connectivity access) ) 171 8 5000 18 85000
N Total Supplies § 167,900

Supplies will assist in achicving program and grant goals by providing the necessary materials

and supplies to achicve desired results. Manuals and education materials contribute to

accessibility, communication, and understanding of the REH . -TNG program. Video production
requires temporary and long-term storage capacity for large video files and the transfer of files
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for storage. The cost estimates for the supplics are based on our current annual budget amount
per employee for general supplics. (Objective 1.1. 2.1, 2.2, 3.1, 3.2)

Contractual
Contractual Unit/Quantity Amount Total
Program Evalualion 18 60,000 | S 60,000
Ongoing Support fhr VAM Implememntation 15 100000 |8 100,000
Validation of Observation (nstrumers s - S0,000 18 30,000
Purchased Tests: Adaplable Special Education I} S 36,556 | % 36,5 36
Purchased Tests: Computer and Spanish IS 14.040 | $ 14.040
Group B Pre- and Post- Assessments (3 each) IS 370,820 (%  370.820
Educator Goal Plan (S30/educator) 1296| & 30| % 38,880
Content Management & Learning Management {8130/ducator) 1296] 5 100 1% 129,600
Data Management/Integration (DMAR) ($1 50%ducator) 1296] 5 130 | % 194,400
Assessment System (S8/student) 22000 % 8% 176,000
HICMS (325/educator) (Step & path process / talent mygmt.) _ 15 50,000 | % 50,000
Stuglent-teacher link ($3/student) _ B 22000 § 3115 66,000
Total Contectual & 1.286,296

Cost estimates for the contractual services listed are based on the current market rates for
obtaining the scrvices described above. All costs listed above will be charged to the grant. The
listed contractual services will facilitate the grant program’s success in the implementation and
development of creating sustainable Human Capital Management System, increasing student
achievement and additional goals as stated in the program narrative.

External vendor support is included for program cvaluation, valuc-added implementation, and
validation of all evaluation observation instruments.

Assessments include continued work on ficld test [orms, ficld testing, item writing, editing, PD
for receiving LEAs, psychometric analysis of ficld testing, preparation and publication of
operations torms, edit and review rubrics, and facilitator training. There will be purchases of
adaptable tests used by Special Tid students (approximately 2,812) and purchased tests for
Computer and Spanish electives. Group B refers to the list of assessments to be developed for the
non-core content subjects. For example, social studies and science assessments were developed
in prior years. Group B refers to unique courscs taught by teachers who require an assessment for
at lcast one course in their schedule for classroom-level data for evaluation of effectiveness.

Program Evaluation includes site visits, interviews, surveys, Inter-rater agreement / reliability
analysis, Educator Goal Plan Analysis, Human Capital Management System data analysis,
I'ormative evaluation reports, Annual evaluation reports and Feasibility study.
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Value Added implementation and development ongoing support includes revisions to
guidebooks, refinements to VAM/REIL. score, calculation support, technical assistance, and
support for transition and cross-[.EA tcams.

Maintcnance costs for Student-Teacher Link; Content & [.earning Management System
support; Data Management System Integration and Dashboard Set-up Services to produce a
REIL. Score; Assessment Delivery Platform for non-tested subject areas; and an Educator
Goal Plan System 10 cnsure cach educator has a plan for on-going instructional improvement
each of these systems will be part of the REILize Decision Support System (RDSS).

Construction
None required

Other Costs

Other UnilQuantity Amount Totai |
Stipends or Substiute Pay for Assessments (10 teachers per course * § 125/day * # of days) 1[8 30200013 302,000
PD -- Learning Series: Total workshop cost S 222710 | S 222710
P13 -- Coaching Serics: Total workshop cost 1S 399308 39930
PL3 -~ Leading Serivs: Total workshop cost 1S 24503 |$ 24,303
PD -- Evahuating Series: Total workshop cost ) I % 6,353 | % 6,353 |
PD -- Career Pathways Academy: Condent Development s 20000|% 20,000 |
PLY -~ Spotlight Schools Pre-Career Pathways Acadeny 15 18,000 S 18,000
PD -- REIL. Decision-makig Serics: Total workshop cost 1S 285418 2,854
Substitite Pay for Carcer Pathways Acadermy (40 Teachers for 2 days @& S125/day) 401 § 25008 10,000
Stipends for Turn-around Principals, Turn-around Assistant eincipals, In-Dermand Edueators § 941,000 |
Stipends for Career Pathways Academy PD atterdees [outside of instructional day)
{S30hour) 1800/ S 3008 34,000
Stipends for Career Patlways Academy PD facifitators (outside of instructional day)
($135Mour) 60l 8 135 | % R.100
|Stipends for Carcer Pathways Academy P12 1200 § 301 % 36,000

. Total Other $ 1,685,449

Professional Development: The Learning Series Workshop (11 workshops) for 1,406
participants (1,296 teachers and 110 school leaders) per workshop at $12 per participant. The
Coaching Series Workshop (11 workshops) for 132 coaches per workshop at $25 per participant.
the Leuding Series Workshop (11 workshops) [or 60 principals at $25 per participant, The
Evaluating Series Workshop (11 workshops) lor 21 cvaluators per workshop at $25 per
participant. Career Pathway and Spoilight Schools Pre-Career Academies and Workshop will
include 120 participants and 40 participants, respectively, at $25 per participant [or the workshop
series. Workshop costs include participant notebook, hand-outs, and reference books. All
professional development workshops provide participants with notebooks of aligned hand-outs,
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notes pages, resource materials, and professional books to aid in the application of professional
learning. Workshop costs for each serics include the cost of repeating the year-two professional
development scries for educators new to REIL-TNG as a result of turnover. (Objective 3.1)

Stipend and Substitute Pay: Substitute pay will allow 40 Career Pathways Academy tcachers
lo participate in two days of Common Core Standards fraining for English Language Arts or
Mathematics. Stipends will allow 120 Career Pathways Academy tcachers to attend f(ive
workshops, each three hours in length, outside of the instructional day at a rate of $S30 per hour.
Stipends will also allow for the Career Pathways Academy workshops (o be facilitated by four
professional development specialists, cach of whom will be working outside of the instructional
day. Additionally, stipends will allow for 40 teachers, who demonstrate the potential to advance
to Carcer Pathways positions, to attend 10 workshops outside of the instructional day.
(Objective 3.1)

Year 3 Direct Costs - $12,596,528

Year 3 Indirect Costs — $465,267

Provide Administrative, Fiscal, Technological management and support [or the program
including financial reporting, procurement elforts, and Human Resources. 8% is the approved
restricted indirect cost plan, approved by USDOE via The Arizona Department of Education.

Year 3 Costs - $13,061,795
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Teacher Incentive Fund (TIF) Budget

REIL-TNG Budget Narrative

Year 4
|I .
Yeard (FYI16)
Personnel - 10,053,869 FIE Numtber Sper Unit Totx]

Program Director 1.00 bO0 | S Y628 | % 94 628
Figld Specialist _ 1.00 7008 R3,163 | & 306157
Peer Evahator 1.0 E500 ) % 73,834 | § 1107507
'FinarcizVBusiness Systeus Specialist ) (0] 1001 S 67,914 . § 67,914
[Data Systeins Speciafis 100 Lo0 ]S 567718 se77
Admmstrarive Assistant JLao 20| 8 35,592 | % 71,184
|Leaming, [euding and Coaching Professional Developent Coordinator 1.00 L0 |8 83162 | § 83,163
|Cross-LEA Field Specialist (Principal Couches) 1.6 20008 B3, 165 | § 170331,
Asgsessiment Coordinator 1.00 1008 73,834 | S 73,834
Data Management System Administrator 1.00 030]% R2,038 1 § 41,049
Videoprapher _ AL 100G [ § 53,125 8 53,128
Data Covrdinator/Management Analyst P L 09 100 |8 65866 | § 63866
Tuman Capital Manapement System (FICMS )} Administeator 140 100 |s 85165 § 83,163
Pcrthmmnce—has_cd Fvaluation [PBE) Admmistrator ) 1.00 100 | S ¥3.165 | § 83,165
Comnunicitions Coordmator 1.00 [ag|s TiEM | § T334
Pedormitnce Based Compensation B S 7,326,204

Total Personnel 7.50 5 14,053,864

In Year 4, the Performance-Bascd Compensation costs continue. These costs are captured in the

Personnel section and the Benefits of 18.8% reside in the Benefit category below per the
prograni instructions.

Program Director

Duties: Responsible for leading program staff and partners to successlully completing all goals,
objectives, and activities associated with the Rewarding Excellence in Instruction and l.eadership

- The Next Generation. (Objective 1.1. 2.1, 2.2, 3.1, 3.2}

Field Specialist

Dutics: Responsible for collaboratively building structures to sustain Human Capital

Management and Performance-Based Evaluation Systems through LEA-wide collaboration,

communication, and professional development support. (Objective 2.1.2.2.3.1, 3.2)

Peer Evaluator

Duties: Responsible for increasing and retaining the number of effective and highly effective

teachers across partner LEAs through professional development, observation, and evaluation

aligned to the Learning Observation Instrument. (Objective 2.1, 3.1, 3.2)
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Financial/Business Systems Specialist

Dutics: Responsible for managing the fiscal sustainabilily of the Rewarding Fxeellence in
Instruction and Leadership - The Next Generation program through the leading and monitoring
of all fiscal planning, transacting, and documenting. (Objective 2.1, 2.2, 3.1, 3.2)

Data Systems Specialist

Duties: Responsible for collecting and analyzing student achievement and educator evaluation
data used to calculate the REIL Score through communication and technical coopceration with
partner school LEAs and the Arizona Department of Education (Objective 2.1, 3.2)

Administrative Assistant (Program Director)

Duties: Responsible for assisting in the coordination of dutics for the Rewarding Excellence in
Instruction and Leadership - The Next Generation (REIL - I'NG) Program Director in support of
the program’s goals, objectives, and activitics. Supports the day-to-day operations and maintains
effective communication for the Program Director. (Objective 1.1. 2.1, 2.2,3.1,3.2)

Administrative Assistant (Assessment)

Duties: Responsible for assisting the Rewarding Fxcellence in Instruction and [.eadership - The
Next Generation assessment team in the coordination of developing valid and reliable
assessments [or secure and non-secure interim assessments through supporting the day-to-day
operations and maintaining effective communication. (Objective 1.1)

Field Specialist (Principal Coach)

Duties: Responsible for increasing and retaining the number of highly effective building-level
administrators through professional development, observation, and evaluation aligned to the
Leading Observation Instrument. (Objective 2.1, 3.1, 3.2)

Learning, Leading and Coaching Professional Development Coordinator

Dhatics: Responsible for developing talent in teaching and leading through a sustainable,
comprehensive program by designing and delivering professional development in content and
pedagogy aligned to the Learning, Leading, and Coaching Obscrvation Instruments. {Objective
3.1,3.2)

Assessment Coordinator

Dutics: Responsible for developing valid and reliable assessments for secure and non-secure
interim assessments through the facilitation of assessment development committees. (Objective
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1.1,2.1,2.2)

Data Management Svstem Administrator

Duties: Responsible for developing and implementing a data management system to support all
goals, objectives, and activities associated with Rewarding Excellence in Instruction and
Leadership - The Next Generation program through collaboration with program partners and the
Arizona Department of Education. (Objective 1.1.2.1,2.2, 3.1, 3.2)

Videographer

Duties: Responsible for supporting the performance-based evaluation system through the
technical production and electronic distribution of video modcling educational settings.
(Objective 3.1, 3.2)

Assessment Data Coordinator

Dutics: Responsible for supporting the implementation of a Human Capital Management System,
by collaborating with partner LEAs to collect valid and reliable assessment data. (Objective 3.1,
3.2)

Human Capital Management Systems Administrator

Duties: Responsible for implementing an LEA-wide Human Capital Management System
through collaboration with cross-LIA transition teams to attract, place, retain, and sustain highly
effective educators. (Objective 2.1, 2.2, 3.1, 3.2)

Performance-Based Evaluation Administrator

Duties: Responsible for implementing a Performance-Based Evaluation System that develops
talent in teaching and leading through a sustainable, comprehensive program of performance-
based evaluation and support. (Objective 2.1, 2.2, 3.1, 3.2)

Communications Coordinator

Duties: Responsible for effectively initiating and nurturing two-way communications with
Rewarding Exccllence in Instruction and Leadership - The Next Generation (REIL - TNG)
stakeholders through electronic and print media. (Objective 1.1.2.1.2.2, 3.1, 3.2)

Performance-Based Compensation Costs: In Year 4, the Performance-Based Compensation
costs continue. These costs are captured in the Personnel section, and the Benefits of 18.8%
reside in the Benefit category below per the program instructions.

Transition to Performance-Based Compensation Schedule: In FY 2016 (program Yeur 4),

$7.326,204 will be distributed among teachers, principals, assistant principals. and master
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educators in two ways. First is the transition to the Performance-Based Compensation schedule.
The sccond is an increase in Base Starting Salary for T'cachers to at least $38,000, Principals to
at least $74,000 and Assistant Principals to at least $60.000 for cach LEA.

Average Performance-Based Compensation
FTE Total Award Averape
Teacher* 12961 § 6,905,072 | § 3,328
Principals 411 % I0LIOL | S 2,466
Assistant Principals 10[ $ 9,581 | $ 958
Master [ducators 371 § 310,450 | $ 8,391

* All Teachers are in high-need schools with the exception of
[‘aith North, Phocnix Elementary District which has 16 teachers.

Spotlight Schools Career Pathways: An amount of $941,000 will provide the establishment of
a Spotlight Schools Career Pathways program in 13 schools. Stipends will be awarded to Highly
Effective and Effective Educators who transfer o a Spotlight School as well as those Highly
Effective and Effective Educators who are currently assigned to a Spotlight School.

There arc 3 Spotlight School Career Pathway positions:

¢ Turn-around Principal (13 FTE) - $10,000 stipend per S130.000
e Turn-around Assistant Principal (13 FTE) - $7,000 stipend per $91,000
¢ In-Demand Tcachers (240 FTE) - $3,000 stipend per $720.000

$941.000

Fringe Benefits - $2,222,419

$845,576 Fringe benefits for Maricopa County staff calculated at 31.0% ol salary expensc which

15 the current benefit cost for Maricopa County.

$1,376,843 Fringe bencfits for Performance Based Compensation variable benefit rate caleulated
at 18.8% of salary cxpense, based on ASRS, Social Security and Medicare percentages.

27




Travel

Travel

Lnit'Quantity

Amount

Total

TiF annual grant meeting hosted in Washington, D.C. to provide technical assistance
for our grant sites Travel expenses include an average airfare of $700 each, in addition
to a hotel room at $300 per night (2 nights), trans portation and per diem of $300.
{Program requirement as noted in the grant specifications).

1.600

4.800

TIF Topical grant meeting to provide technical assistance for qur grant sites Travel
expenses include an average airfare of $700 each, in addition to a hotel room at $300
per night (2 nights}, transportation and per diem of $300. {Pregrarm requirement as
noted in the grant specifications).

1,6(H)

3,200

Cross-District Team({s) Conference registration & travel expenses to engage and
inform strategic compensation design and support systems for salary schedule
revision.

{35 Persons at 5500 per registration). Objective 2.2

Lad
LA

30

17,500

Conference registration and travel expenses for HCMS and PBE Adrministrator. Travel
expenses include an average airfare of $400 each, in addition to a hotel room at $200
per night (2 nights), trans portation and per diem of $250, registration of $200.
|Objective 2.2

2.500

Muaragement Information Systems conference registration and travel expenses (Obicetive 317

[
LA

17,500

Total Travel

43,500

Travel expenses are included for required TIF grant responsibilities in the TIF community as

well as professional development for informing and engaging key staff and district stakeholders

in topics detailed within the project management plan.
Fquipment
Year 4 has no requirements for equipment.

Supplies

Supplies Linit"Quantity Amount Total
General supplies for Data Mgmt. Transition Team (books. 1ools and supplies) 1S 2530 S 17,300
| Test copies, manuals (per teacher In purtnership) 12961 5 10 ]5s 12,964
Video production supplies (slorage, tools, soflware. hardware, disks) IS 3.000 8 5,000
Generat Office supplics 30 S 333 |8 10,060
Generat supplies (office supplies, research material, education materiak) T[S 12515 8. 750
[ 1echnology costs (annual wirclessiconnectivily aceess) 17 % 300015 83,000
] ' Total Supplies S 139,210

Supplics will assist in achieving program and grant goals by providing the necessary matcrials

and supplies to achieve desired results.

Manuals and education materials contribute to

accessibility, communication, and understanding of the REIL-TNG program. Video production

requires temporary and long-term storage capacity for laree video files and the transfer of files
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for storage. The cost cstimates for the supplies arc based on our current annual budget amount
per ecmployee for general supplies. (Objective 1.1.2.1,2.2,3.1,3.2)

Contractual
Contractual Uni/Quantity Amount Total
Program Evaluation 1S 60.000 | % 60,000
Ongoing Support for VAM Implementation s 100,000 | % 100,000
Validation of Observation Instruments 1|5 5000009 50,000
Elementary & HS Arct™Music/PE Pre- and Post- Assessment 1% 40008 4,000
Social Studjes Pre- Assessment (7) 1 % 4,000 [ S 4,000
Social Swudies Post- Assessment (7) 1% 400018 4,000
Purchased Tests: Adaptable Special Education 1S 36336 |% 36556
|Purchased Tests: Computer and Spanish S 150060 | % 13,060
Educator Goal Plan (S30/cducator) 1296] 5 300 % 38,880
Content Management & 1eaming Management (8 130/educator) 1296( § 7518 97,200 |
Data Management/Istegration (DMAR) (5 150/educator) 1296/ % 15015 194,400
Assessment Svstem ($8/student to start) _ 22000( 4185 88,000
HCMS (825/educator) (Step & path process / takent mgnit.) HE 30,0008 30,000
| Student-teacher link ($3/studert) ) 22001 % 308 66,000
Fotal Contractual S 788,096

Cost cstimates for the contractual services listed are based on the current market vates for
obtaining the services described above. All costs listed above will be charsed to the grant. The
tisted contractual services will facilitate the grant program’s success in the Implementation and
development of creating sustainable Human Capital Management System, increasing student
achievement and additional goals as stated in the program narrative.

Assessments that were previously-developed and operationalized will be revised 1o improve
reliability and refreshed with approximately 20% new items for continued high stakes test
security. The assessment development process also provides quality professional development to
teachers and leaders in assessment design and content alignment applicable for design of
classroom common [ormative assessments. Purchased assessments will continue to be used on an
annual basis as key to the strategic assessment solution to ensure that every teacher has available
classroom level student achievement data for cvaluating educator elfectivencss. Continued
Development and Implementation of Assessment Modules related to formative assessments,
assessment development, using asscssment data, eic.

Program Evaluation includes site visits, interviews, surveys, Intcr-rater agrecment / reliability
analysis, Educator Goal Plan Analysis, Human Capital Management System /Educator salary
structure data analysis, analysis of the STEP/PATH process, and annual evaluation reports.
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Value Added implcmentation und development ongoing support includes revisions to
guidebooks, refinements to VAM/REIL. score, calculation support, technical assistance, and
support for transition and cross-LEA tcams.

Maintenance costs for Student-Teacher Link; Content & Learning Management System
support; Data Management System Integration and Dashboard Set-up Services to produce a
REIL Score; Assessment Delivery Platform for non-tested subject arcas; and an Educator
Goal Plan System 1o ensurc each educator has a plan for on-going instructional improvement
each of these systems will be part of the RE]Lize Decision Support System (RDSS).

Construction

None required

Other Costs

|Other Unit'Quantity Amount Total

PD -- Leaming Series: Totl workshop cost 1§ 8 37,118 | § 37,118
PD -- Coaching Series: Total workshop cost 115 3,630 |8 3.630
PI -- Leading Series: Total workshop cost % 23281 S 2,228
P -- Evaluating Series: Total workshop cost 1% 28918 289
PD -- Spotlight Schools Pre-Carcer Patiwvays Academy 1 % 18.000 | § 18,000
PI} -- REIL Decision-making Series: Total workshop cost s 2854 | % 2.834
Stipends for Turn-uround Principals. Turn-around Assistant Prineipals. Tn-Demand Educators S 941,000
Stipends for Career Pathways Acadery PLY attendes (outside of instructional day)

($30hour) 18001 S 3008 34 000
Stipends for Career Pathways Academy PO tacilitators (outside ot instructional day)

($135/Mour) 60 135 | % 3,100
| Total Other S 1,067,219 |

Professional Development: Workshop costs for each series include the cost of repeating the
year-three protessional development series for cducators new to REIL-TNG as a resull of
turnover. The Learning Series Workshop (11 workshops) for 20% of total REIL-TNG educators
per workshop at $12 per participant. The Coaching Series Workshop (11 workshops) for 10% of
total REIL-TNG coaches per workshop at $25 per participant. 7he Leading Series Workshop (11
workshops) for 10% of total REIL-TNG principals at $25 per participant. The Evaluating Series
Workshop (11 workshops) for 5% of total REI-ING evaluators per workshop at $25 per
participant. Career Pathway and Spotlight Schools Pre-Carcer Academies and Workshop will
include 120 participants and 40 participants, respectively, at $25 per participant for the workshop
series. Workshop costs include participant notchook, hand-outs, and reference bhooks. All
professional development workshops provide participants with notebooks of alighed hand-outs.
notes pages, resource materials, and professional books to aid in the application of professional
lcarning. (Objective 3.1)
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Stipend and Substitute Pay: Stipends will allow 120 Career Pathways Academy teachers to
attend five workshops, each three hours in length, outside of the instructional day at a rate of $30
per hour. Stipends will also allow for the Career Pathways Academy workshops to be facilitated
by four professional development specialists, each of whom will be working outside of the
instructional day. (Objective 3.1)

Year 4 Direct Costs - $14,316,313

Year 4 Indirect Costs — $373,743

Provide Administrative, Fiscal, Technological management and support for the program
including financial reporting, procurement efforts, and Human Resources. 8% is the approved
restricted indirect cost plan, approved by USDOE via The Arizona Department of Lducation.

Ycar 4 Total Costs - 514,690,056
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Teacher Incentive Fund (T1F) Budget

REIL-TNG Budget Narrative

’7 Year 5

Year 3 (FY17)

' FIE

_ Personnel - 514,290,955 Number Sper Unit I Tatal
Program Director 1,00} 1L.O0 | & 94,628 | % 94,628
Field Specialist 1.0 70008 85,165 | § 596,157
Peer Evalator _ 104} 15008 73834 | % 1.107,507
Fitancial Busimess Systems Specialist 1.06 1.0.0 h 67914 | § 6"97
Data Systermns Specialist 1.00 100 |8 36771 S 56771
Administrative: Assistant _ 1.00 2008 3539215 TR
| Learning, [ eadmg and Coaching Professional Development Coordinator 1.00 L0 | § 85.165 ] & 83,165
Cross-1.EA Field Speciudist (Principal Coaches’ 1.0 20018 85165 | § 170,33 1]
Assessmrent Coordmator (X 106 )% 7383 | % 73.834
Data Management System Administrator 1.00 il 82038 & 41,019
Videographer 1.00 100 ] % 35,125 | § 53,123
;Data CoordmatorManagement Analyst 1.00 B0 S 65866 1 & 65,866
Human Capitat Managerment Systerm (HUMS) Admnistrator 1.00 1.00 | S 85,165 & 83,165
Perfhrmance-based lvaluation (PBE) Administrator [ .01} Lon | s 85,165 % 83,165
|Commuanicutions Cnord isator E00 10 % TIRM | % 73834
|Performunce Based Compensation $ £1,563,290 |
Total Personnel 37.560 S 14,290,955

In Year 3, the Performance-Based Compensation costs continue. These costs are captured in the

Personnel section and the Benefits of 18.8% reside in the Benefit category below per the

program instructions.

Program Director

Buties: Responsible for leading program staff and partners to successtully completing all goals,

objectives, and activitics agsociated with the Rewarding Excellence in Instruction and L.cadership
- The Next Generation. (Objective 1.1, 2.1, 2.2, 3.1, 3.2)

Field Specialist

Duties: Responsible for collaboratively building structures to sustain Human Capital
Management and Performance Bascd Evaluation Systems through [LEA-wide collaboration,

communication, and professional development support. (Objective 2.1,2.2, 3.1, 3.2)
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Peer Evaluator

Duties: Responsible for increasing and retaining the number of effective and highly effective
teachers across partner LLEAs through professional development, observation, and evaluation
aligned to the Learning Observation Instrument. (Objective 2.1, 3.1, 3.2)

Financial/Business Systems Specialist

Dutics: Responsible for managing the fiscal sustainability of the Rewarding Fxcellence in
Instruction and Leadership - The Next Generation program through the leading and monitoring
of all fiscal planning, transacting, and documenting, (Objective 2.1, 2.2, 3.1, 3.2)

Data Systems Specialist

Duties: Responsible for collecting and analyzing student achievement and educator evaluation
data used to calculate the REIL Score through communication and technical cooperation with
partner school LEAS and the Arizona Department of Fducation (Objective 2.1, 3.2)

Administrative Assistant (Program Director)

Duties: Responsible for assisting in the coordination of duties for the Rewarding T'xcellence in
Instruction and Leadership - The Next Generation (REII- TNG) Program Director in support of
the program’s goals, objectives, and activitics. Supports the day-to-day operations and maintains
cffective communication for the Program Dircctor. (Objective 1.1. 2.1, 2.2, 3.1, 3.2)

Administrative Assistant {Asscssment)

Dutics: Responsible for assisting the Rewarding Excellence in Tnstruction and l.eadership - The
Next Generation assessment team in the coordination of developing valid and reliable
asscssments for secure and non-secure interim assessments through supporting the day-to-day
operations and maintaining cffective communication. (Objective 1. 1)

Field Specialist (Principal Coach)

Duties: Responsible [or increasing and retaining the number of highly effective site-leve]
administrators through professional development, obscrvation, and evaluation alignied to the
Leading Observation Instrument. (Objective 2.1. 3.1, 3.2)

Learning, Leading and Coaching Professional Development Coordinator

Duties: Responsible [or developing talent in tcaching and leading through a sustainable,
comprehensive program by designing and delivering professional development in content and
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pedagogy aligned to the I.carning, [.cading, and Coaching Observation Instruments. (Objective
3.1,3.2)

Assessment Coordinator

Duties: Responsible for developing valid and reliable assessments for secure and non-secure

Interim assessments through the facilitation of assessment development committees. (Objective
1.1,2.1,2.2)

Data Management System Administrator

Duties: Responsible for developing and implementing a data management system 1o support all
goals, objectives, and activitics associated with Rewarding Excellence in Instruction and
Leadership - The Next Generation program through collaboration with program partners and the
Arizona Department of Education. (Objective 1.1. 2.1, 2.2, 3.1, 3.2)

Videographer

Duties: Responsible {or supporting the performance-based evaluation system through the
technical production and electronic distribution of video modeling educational settings.
(Objective 3.1, 3.2)

Assessment Data Coordinator

Duties: Responsible for supporting the implementation of a Human Capital Management System
by collaborating with partner LEAS (o collect valid and reliable assessment data. (Objective 3.1,
3.2)

IMuman Capital Management Systems Administrator

Duties: Responsible for implementing an L.EA-wide [luman Capital Management System
through collaboration with cross-1LEA transition teams to attract, place, retain, and sustain highly
elfective educators. (Objective 2.1, 2.2, 3.1, 3.2)

Performance-Based Evaluation Administrator

Duties: Responsible for implementing a Performance-Based Evaluation System that develops
talent in teaching and leading through a sustainable, comprehensive program of performance-
based evaluation and support. (Objective 2.1, 2.2, 3.1, 3.2)

34




Communications Coordinator

Duties: Responsible for effectively Initiating and nurturing two-way communications with
Rewarding Excellence in Instruction and Leadership - The Next Generation (REIL - TNG)
stakeholders through elcetronic and print media. (Objective 1.1.2.1,2.2,3.1,3.2)

Performance-Based Compensation Costs: In Year 3, the Performance-Based Compensation
costs continue. These costs are captured in the Personnel section, and the Benefits of 18.8%
reside in the Benefit category below per the program instructjons.

Transition_to Performancc-Based Compensation Schedule: In FY 2017 (pregram Year 3),
$11,563,290- will be distributed among teachers, principals, assistant principals, and master
educators in two ways, First is the transition to the Performance-Based Compensation schedule.
The second is an increase in Base Starting Salary for Teachers 1o at least $38,000, Principals to
at icast $74,000 and Assistant Principals to at least $60.000 for each LEA.

Average Performance- Based Compensation
I'TE, Total Award Average
Teacher* 1296] 5 10,918,54339 [ § 8425
Principals 411 % 115,478.11 | § 2817
Assistant Principals 10| % 1478199 | § 1,478
Master Educators 371 % 514,486.51 [ § 13,905

* All Teachers are in high-need schools with the exception
of Faith North, Phocnix Elementary District which has 16
teachers.

Spotlight Schools Career Pathways: An amount of $941,000 will provide the establishment of
a Spotlight Schools Career Pathways program in 13 schools. Stipends will be awarded to Highly
ffective and Effective Educators who transfer to a Spotlight School as well as those Highly
Effective and Effective Educators who are currently assigned to a Spotlight School.

There are 3 Spotlight School Career Pathway positions:

* lurn-around Principal (13 FTE) - $10,000 stipend per $130,000
¢ Turn-around Assistant Principal (13 FTE) - $7,000 stipend per $91,000
» In-Demand Teachers (240 FTE) - $3,000 stipend per 5720.000

$941,000
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Fringe Benefits - $3.019.475

5845,576 I'ringe bencfits for Maricopa County staff caleulated at 31.0% of salary expeunse which
is the current benefit cost for Maricopa County.

§2,173,899 Fringce benefits for Performance Based Compensation variable benefit rate calculated
at 18.8% of salary expense, based on ASRS, Social Security and Medicare percentages.

Travel

[ Travel [ Unit'Quantity Amount total
TIF annual grant meeting hosted in Washington, D.C. to provide technical assistance
far our grant sites Travel expenses include an average airfare of $700 each, in addition
to a hotel room at $300 per night (2 nights), tra nsportation and per diem of $300.
{Program requirement as noted in the grant specifications).

TIF Topical grant meeting to provide technical assistance for our grant sites Travel
expenses include an average airfare of $700 each, in addition to a hotel room at 5300
per night {2 nights), transportation and per diem of $300. {Program requirernent as
noted in the grant specifications). 2 $ ODD 1S 3.200
Cross-District Teamis) Conference registration & travel expenses to engage and
inform strategic compensation design and support systems for satary schedule
revision.

[35 Persons at $500 per registration}). Objective 2.2 3
Conference registration and travel expenses for HCMS and PBE Adrinistrator. Travel
cxpenses include an average airfare of $400 each, in addition to a hotel room at 5200
per night (2 nights}, transpartation and per diem of $250, registration of $200.
Objective 2.2 2 5 1.600 | $ 3.200
Minagement tnformation Systems conferenee registration and travel cxpenses (Ohjective 3.1)

ad
L

1.600 | S 4,800

i
L

25018 8750

"

Fi
W
B
h
2
Lo

8,750
28,700

Tatal Travel

s

Travel expenses are included for required TIF grant responsibilitics in the TIEF community as
well as professional development for informing and engaging key stalf and district stakeholders
in topics detailed within the project management plan.

Fquipment

Ycar 5 has no requirements for equipment,
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Supplies

Supplies I_Jniﬁ-’Quanl‘r[y Amount Total
General supplies for Data Ment. Transition Feam (books, tools and supplies) 08 250 % 17,500
Test copies, manuals (per teacher I partnership) 1296| § 16]% 12,960
General supplies (office supplies, research material, education materials) 300 % 250 [ 8 7,500
Technology costs {amual wireless/connectivity access) 171 % 250018 42,500
Total Supplies 5 80,460
Supplies will assist in achicving program and grant goals by providing the necessary materials
and supplics to achicve desired resulls. Manuals and cducation materials contribute to
accessibility, communication, and understanding of the REIL-TNG program. The cost estimates
for the supplies arc based on our current annual budget amount per employee for general
supphics (Objectives 2.2, 3.1).
Contractual
Contractual ) i tn'rb-"duantit}-' Amount Tolal
Program Evaluation s 60,000 | % 60,000
Ongoing Support for VAM Tmplementation L[S 100,000 |$ 100,000
Validation of Observation Instruments LIS 50,000 % 50,000
|Purchased Tests: Adaptable Special Education 1S 36,556 | § 36,356
Purchased Tests: Computer and Spanish _ 1|5 14,040 | & 14,040
Educator Goal Plan {$30/educator) 1,296 | § 303 38,880
Content Management & Learning Management (31 30/educator) 1,296 | & 508 64,800
Data Management/integration { DMAR) ($130/cducator) _ ) 1.296 | 5 150 | S 194,400 |
Assessment System ($8/student) ) 22,000 % 8y§ 176,000
HCMS ($235/cducator) B296 |5 25 8 32,400
Student-icacher link ($3/student) _ 220008 38 66,000
Total Contractuul § 833,076

Cost estimates for the contractual scrvices listed are based on the current market rates for
obtaining the services deseribed above. All costs listed above support the Tuman Capital
Management System. The listed contractual services will enable the program’s success in the
implementation and development of creating a sustainable FHuman Capital Management System,
increasing student achicvement and goals as stated in the program narrative.

Assessments: All observation instruments will be validated through an external rescarcher to
inform the revision process and cnsure fair, valid, and reliable observation instruments.
Contractual scrvices will also continue the implementation and revision ol art, music, and
physical education assessments to provide non-state-tested content arca student ackievement data
for value-added measures of cducator ellectiveness.
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Contractual services will also continue the development and implementation of assessment

modules related to formative assessments, assessment developruent, usc of assessment data,
including a refresh and revised tests for Elementary and High School Arts, Music and Physical
Education.

Program Evaluation includes site visits, interviews, surveys, Inter-rater agreement / reliability
analysis, Educator Goal Plan Analysis, Human Capital Management System /Educator salary
structure data analysis, analysis of the STEP/PATH process, and annual evaluation reports.

Value Added implementation and development ongoing support includes revisions to
guidcbooks, refinements to VAM/REIL score, calculation support, technical assistance, and
support for transition and cross-LEA tcams.

Maintenance costs for Student-Teacher Link; Content & Learning Management System
support; Data Management System Integration and Dashboard Set-up Services to produce a
REIL Score; Assessment Delivery Platform for non-tested subject areas; and an Educator
Goal Plan System to cnsure each educator has a plan for on-going instructional improvement
cach of these systems will be part of the REILize Decision Support System (RDSS).

Construction

Ycar 5 has no requirements [or construction.

Other Costs

Other ' _ UnitQuantity | Amount Total

PD -- Learning Series: Total workshop cost 1% 37,118 | § 37,118

PD -- Coaching Series: Total workshop cost _ 1| % 3,630 | 5 3,630

PE) -- Leadimg Scries: Total workshop cost B 1% 22385 2,228

PL) -- Bvaluating Serics: Total workshop cost 1% 57818 578

[P0 -- Spotlight Schools Pre-Career Pathways Acadeny 1% 18,600 1 3 18,000

PD - REIL, Decision-making Series: Fotal workshop cost _ 13 285415 2.854

Stipends for Carcer Pathways Academy PD facilitators {outside of instructional day)

{$135houwr) 6013 135 8 8.100

Stipends for Career Pathways Academy PD attendees (outside of instructional day)

{($30/hour) ~ ] 1,800 § 8 305 54,000 |

Stipends arc for Turn-around Pringipals, Turn-around Assistant Principals, in-Demang

Educators S 941,000
Tatal Other S 1,067,507

Professional Development: Workshop costs for cach series include the cost of repeating the
P p P Z

year-four professional development serics for educators new to REIL-TNG as a result of

tarnover. The Learning Series Workshop (11 workshops) for 20% of total REIL-TNG educators

per workshop at S12 per participant. The Coaching Series Workshop (11 workshops) for 10% of

REHL-TNG coaches per workshop at $25 per participant. The Leading Series Workshop (11
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workshops) for 10% of REIL-TNG principals at $23 per participant. 7he Evaluating Series
Workshop (11 workshops) for 5% of REIL-TNG evaluators per workshop at $25 per participant.
Spotlight Schools Pre-Career Academy and Workshop will include 40 participants at $25 per
participant for the workshop scrics. Workshop costs includc participant notchook, hand-outs. and
reference books. All professional development workshops provide participants with notebooks of
aligned hand-outs, notcs pages, resource materials, and prolessional books to aid in the
application of professional learning. (Objective 3.1)

Stipend Pay: Stipends will allow 120 Career Pathways Academy teachers to attend five
workshops, each three hours in length, outside of the instructional day at a rate of $30 per hour.
Stipends will also allow for the Carcer Pathways Academy workshops to be facilitated by four
professional development specialists, each of whom will he working outside of the instructional
day. (Objective 3.1)

Year 5 Direct Cost - $19,320,174

Year § Indircct Cost - $371,359

Provide Administrative, Fiscal, Technological management and support for the program
including financial reporting, procurement efforts, and Human Resources. 8% is the approved
restricted indireet cost plan, approved by USDOE via The Arizona Department of Education.

Year 5 Total Cost - $19,691,532

TOTAL PROJECT COST - $39,398,345
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Job Descriptions



MARICOPA COUNTY JOB DESCRIPTION

REWARDING EXCELLENCE IN INSTRUCTION AND LEADERSHIP: THE NEXT
GENERATION (REIL: TNG)

PROGRAM DIRECTOR

MARKET RANGE TITLE: EDUCATION SVCS PROGRAM MANAGER
DEPARTMENT: EDUCATION SERVICE AGENCY
DIVISION/SECTION/UNIT: TEACHING AND LEARNING (LOW ORG 3750)
FLSA STATUS: EXEMPT

CLASSIFIED/UNCLASSIFIED: UNCLASSIFIED
POSITION NUMBER: 68182

PURPOSE STATEMENT:

Responsible for leading program staff and partners to successfully completing all goals,
objectives, and activities associated with the Rewarding Excellence in Instruction and
Leadership: The Next Generation (REIL: TNG). Leads program staff and partners to:

* Facilitate communication and stakeholder involvement across partner districts.
* Recruit and retain effective teachers.

* Estabiish a comprehensive assessment system.

* Establish a human capital management system.

* Identify and secure a comprehensive data management system.

* Establish system-wide job-embedded professional development.

* Estabiish a performance-based evaluation and compensation system.

* Identify and secure a comprehensive data management system.

PRIMARY INDICATORS/DUTIES:

The Primary Indicators/Descriptors include, but are not limited to:
1. Facilitate Communication and Stakeholder involvement Across Partner Districts.
1.1.Facilitates REIL: TNG Advisory Council Meetings.
1.2.Establishes and facilitates Cross-District Leadership and Communication Teams.
1.3.Identifies structure for project webpage and other electronic communication systems in
order to ensure that teachers and principals in their districts understand the specific
measures of effectiveness included in the Human Capital Management System.
~.4.Facilitates the creation of District Transition Teams for human capital management and
performance-based compensation systems, finance, implementation leads,
management and assessment, and performance-based evaluation.
1.5. Conducts focus group interviews tc collect feedback from stakeholder groups.
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1.6. Develops format of teacher and principal REIL: TNG Guide Books as a document

designed to inform each teacher and principal on the calculation of their performance
award.

. Recruit and Retain Effective Teachers and Principals

2.1.Collaborates with REIL: TNG Advisory Council to establish criteria for selecting
Spotlight Schools.

2.2 Facilitates District Professional Development Transition Teams to establish Spotlight
Schoot list for local Governing Board approval.

2.3. Collaboratively works with REIL: TNG districts to identify Spotlight Schools.

2.4. Collaboratively works with REIL: TNG districts to identify highly effective principal
candidates to place in designated Spotlight Schools.

2.5. Determines effectiveness of potential Spotiight School career pathway candidates.

. Establish a Comprehensive Assessment System

3.1. Conducts analysis of existing interim assessment systems.

3.2.Identifies valid and reliable measures to use to assess performance of all teachers and
others to be included in the program.

3.3. Creates/procures common assessments for grade level subject areas that do not have
assessments in place.

3.4.Implements assessment system for activity listed above.

3.5. Provides training and support for all teachers and principals on use of data to inform
practice.

. Establish a Human Capitai Management System

4.1. Oversees development of evaluation framework (e.g., essential elements, required
components, and process functions, model/rubric).

4.2.Oversees analysis of current district systems/policies and state statutes.

4.3. Identifies aligned evaluation tool(s) for teachers, principals, and career pathways.

4.4.Informs teachers and principals of new evaluation instrument.

4.5. Conducts qualified evaluator training for all supervisors of teachers and principals.

4.6. Oversees the ongoing inter-rater reliability training, evaluation, and certification for all
evaluators.

4.7. Creates modules for training and communication on teacher and principal evaluation
instruments.

4.8. Conducts training on evaluation system for all teachers.

4.9. Refines evaluation instruments as implementation feedback is collected.

4.10. Qversees ongoing validation of adopted instruments and processes.

. Identify and Secure a Comprehensive Data Management System

5.1. Oversees assessment of current data management systems in REIL: TNG districts
based on criteria established by Program Management Team, REIL: TNG Advisory
Council, and Cross-District Teams.

5.2. Facilitates proecurement of data management system based on gap analysis.

5.3. Collaborates with REIL: TNG Advisory Council, Cross-District Teams, and the Arizona
Department of Education to develop criteria for value-added model.

5.4, Facilitates development of implementation plan for value-added model.

5.5, Facilitates pilot test of data management system.




6. Establish System-Wide Job-Embedded Professional Development

6.1. Provides professional development to ensure that teachers and principals wiil
understand the specific measures of teacher and principal effectiveness included in the
performance based compensation system.

6.2. Facilitates creation of online/distance learning tab math and science PL.C modules for
middle and high schoo! teachers.

6.3. Implements professional development for REIL: TNG Field Specialists, teachers, and
administrators on value-added model.

6.4. Implements professional development for REIL: TNG Field Specialists, teachers, and
administrators on how to use data to inform and improve instruction.

6.5. Coordinates the creation or purchase of a video bank of teaching and leading in action
for training REIL: TNG district evaluation team members throughout the evaluation
creation process.

6.6. Coordinates job-embedded professional development options to support growth plans
provided by Mater Educators, Principals, and Central Office.

7. Create a Sustainable Performance-Based Evaluation and Compensation System

7.1.Facilitates the process determining how the performance of those who teach non-
tested subjects and grades wili be appraised.

7.2.Supervises analysis of current salary index w/ goal of moving toward step-less salary
schedule

7.3. Supervises 5-year analysis using financial modeling taking into consideration
retirements, attrition, etc.

7.4. Coordinates the delivery of performance-based awards for teachers, master educators,
peer evaluators, and administrators.

REPORTING STRUCTURE

A. Supervision Received:
*Administrator for Performance-Based Compensation and Incentive Programs

B.Supervision Exercised:
* REIL: TNG Field Specialist
* REIL: TNG Financial/ Business Systems Analyst
* REIL: TNG Administrative Assistant (Program Director}
* REIL: TNG Data Management System Administrator (.5)
* REIL: TNG Human Capital Management Systems Administrator
* REIL: TNG Performance-Based Evaluation/ Career Pathway Administrator

QUALIFICATIONS*

A.Minimum education and/or experience:
* Arizona administrative certification.
* Masters degree in Education.
*  Minimum of five (5) years administrative experience in teaching and fearning.

B.Other combinations of education, experience, or training that may be considered
in substitution for the minimum requirements:



C.Preferred education andjor experience:
* Experience as school and/or district administrator.
* Extensive knowledge of English Language Development.

* Experience with implementation of teacher evaluation systems or performance-
based incentives.

= Doctorate degree in Educational Leadership or related field.

D.Knowiedge, Skills, and Abilities:

»  Knowledge of research methods and techniques used in studying educational
programs, including project planning, methodology, reporting, and processes.

» Strong practical and theoretical knowledge of school improvement, performance
based compensation systems, curriculum, and professional development.

* Ability to plan, organize and facilitate the application, management, and
administration of federal and state entitlements, grants, and other funds.

* Excellent interpersonal, leadership, and communication skills.

* Effective planning, organizational, and time management skills.

* The ability to work well under pressure in a multi-task environment.

* Ability to apply professional knowledge and administrative ability to the specific
education project,

* Ability to reason logically and think independently and creatively on educational
projects,

= Computer Literate: Microsoft Word, Excel, PowerPoint, Access, Cutloek, Project and
Internet Research.

* Knowledge of statutory law, case law, federal regulations and state regulations
governing the operations of education service agencies in Arizona.

E.Specialized training, certifications, or other special requirements:
* Fingerprint Clearance
* Driver's License
F.Preferred special requirements:
G.Special working conditions:
“Degrees/credits must be from an academically accredited college or university as

recognized by the U.S. Department of Education (USDE) or the Council for Higher
Education (CHEA)



MARICOPA COUNTY JOB DESCRIPTION

REWARDING EXCELLENCE IN INSTRUCTION AND LEADERSHIP: THE NEXT
GENERATION (REIL: TNG)

FIELD SPECIALIST

MARKET RANGE TITLE: EDUCATION SERVICE PROGRAM MANAGER
DEPARTMENT: EDUCATION SERVICE AGENCY
DIVISION/SECTION/UNIT: TEACHING AND LEARNING (LOW ORG 3750)
FLSA STATUS: EXEMPT

CLASSIFIED/UNCLASSIFIED: CONTRACT/UNCLASSIFIED

POSITION NUMBER: 68324, 68325, 68359

PURPOSE STATEMENT:

Responsible for collaboratively building structures to sustain Human Capital Management and
Performance Based Evaluation Systems through district-wide collaboration, communication, and
professional development support. Builds structures to sustain Human Capital Management and
Performance Based Evaluation Systems by:

Facifitating communication and stakeholder involvement.
Ensuring rigorous, fair and transparent educator evaluations.
Designing and deliver job-embedded professional development.
Managing and supporting career pathway options.

PRIMARY INDICATORS/DUTIES:

The Primary Indicators/Descriptors include, but are not limited to:
1. Facilitating Communication and Stakeholder involvement
1.1. Facilitates Cross-District Leadership and Communication Teams (Human Capital Management
System, Finance, Implementation Leads, Data Management and Assessment, and
Performance-Based Evaluation).
*.2. Facilitates the creation of District Transition Teams for data management, teacher and principal
evaluation, performance-based management, and professional development.
1.3. Facilitates feedback loop between District Leadership & Communication Teams, District
Transition Teams, and Program Management Team.




1.4. Conducts regular meetings with teachers and principals so that they can ask questions and
raise concerns about Performance-Based Management System.

2. Ensuring Rigorous, Fair and Transparent Educator Evaluations
2.1. Facilitates district level Teacher & Principal Evaluation Transition Teams in
crosswalk/comparison of existing district evaluation toois(s).
2.2. Informs teachers of updates to evaluation instrument.
2.3. Creates modules for training and communication on new teacher and principal evaluation
instruments.
2.4. Conducts training on evaluation system for all teachers.

3. Designing and Delivering Job-Embedded Professional Development

3.1. Provides professional development tc ensure that teachers and principais will understand the
specific measures of teacher and principal effectiveness included in the Performance-Based
Compensation System.

3.2. Uses data from educator growth plans to collaboratively analyze and design Rewarding
Excellence in Instruction and Leadership: The Next Generation (REIL: TNG) District
professional development and support systems to improve instructional and leadership
effectiveness.

4, Managing and Supporting Career Pathway Options
4.1. Coordinates with REIL: TNG Program Management Team and Advisory Council to finalize
career pathway models/options.
4.2. Facilitates and advises school districts on which career pathways they will offer.

REPORTING STRUCTURE

A. Supervision Received:
*REIL: TNG Program Director

B.Supervision Exercised:
REIL: TNG Peer Evaluators

QUALIFICATIONS®
A Minimum education and/or experience:
*Arizona Principal or Supervisor Cerlification.
Master's degree in Education.
Minimum of five (5} years administrative experience in teaching and learning.
Extensive experience in staff development, teacher evaluation, and school improvement.
Extensive experience in supervision of personnel in a variety of capacities.

B.Other combinations of education, experience, or training that may be considered in
substitution for the minimum requirements:

C.Preferred education and/or experience:
*  Experience as school or district administrator.
Extensive knowledge of English Language Development.
Experience implementing teacher evaluation systems and/or performance-based incentives.
Doctorate degree in Educational Leadership or related field.

D.Knowledge, Skills, and Abilities:
Knowledge of research methods and techniques used in studying educational programs,



including project planning, methodology, reporting, and processes.

Strong practical and theoretical knowledge of schoo!l improvement, performance based
compensation systems, curriculum, teacher and professional development.

Ability to plan, organize and facilitate the application, management, and administration of
federal and state entitiements, grants, and other funds.

Excellent interpersonal, leadership, and communication skills.

Effective planning, organizational, and time management skills.

The ability to work well under pressure in a multi-task environment.

Ability to apply professional knowledge and administrative ability to the specific education
project.

Ability to reason logically and think independently and creatively.

Cemputer Literate: Microsoft Word, Excel, PowerPoint, Access, Outlook, Project and
Internet Research.

Knowledge of statutory law, case law, federal regulations and state regulations governing
operations of education service agencies in Arizona.

E.Specialized training, certifications, or other special requirements:
Fingerprint Clearance
Driver’s License

F.Preferred special requirements:

G.Special working conditions:

*Degrees/credits must be from an academically accredited college or university as
recognized by the U.S. Department of Education (USDE) or the Council for Higher Education
(CHEA)



MARICOPA COUNTY JOB DESCRIPTION

GENERATION (REIL: TNG)

FIELD SPECIALIST (PRINCIPAL COACH)

MARKET RANGE TITLE: EDUCATION SERVICE PROGRAM MANAGER
DEPARTMENT: EDUCATION SERVICE AGENCY
DIVISION/SECTION/UNIT: TEACHING AND LEARNING (LOW ORG 3750)
FLSA STATUS: EXEMPT

CLASSIFIED/UNCLASSIFIED: CONTRACT/UNCLASSIFIED

POSITION NUMBER: 68324, 68325, 68359

PURPOSE STATEMENT:
Responsible for increasing and retaining the number of highly effective building-leveli
administrators through professional development, observation, and evaluation aligned to the
Leading Observation Instrument. Increases the number of highly effective building-level
administrators by:

Enhancing culture.

Designing support.
Implementing professional learning.
PRIMARY INDICATORS/DUTIES:

The Primary Indicators/Descriptors include, but are not limited to:
1. Enhancing Culture
1.1.Establishes and maintains trusting relationships to promote learning and risk taking
through partnership with teacher and sharing responsibility for challenges.
1.2. Actively listens and analyzes the causes, beliefs, and/or understandings of dissonance;
and reframes negatives into positives.
1.3.Develops ideas and products by using the norms of collaboration most appropriate for
the group or context,
2. Designing Support
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2.1.Develops capacity to ask questions of the data linked to specific patterns and
relationships, conceptions and misconceptions, root causes about specific needs of
teachers.

2.2. Interprets data from Qualified Evaluator and Certified Evaluator Assessments to
address high priority areas for refinement.

2.3. Conducts co-observations with building-level administrators to ensure inter-rater
reliability on the Learning Observation Instrument.

3. Implementing Professional Learning
3.1. Coordinates with the Performance-Based Evaluation Administrator to provide
professional development to ensure that building-level administrators will understand

the specific measures of principal effectiveness included in the Performance-Based
Evaiuation System.

3.2. Coordinates with the Data Management Systems Administrator to analyze observation
data in order to design educator growth plans to improve leadership effectiveness.
3.3. Designs interventions for building-leve! administrators around inter-rater refiability.

REPORTING STRUCTURE

A. Supervision Received:
*REIL: TNG Program Director

B.Supervision Exercised:

QUALIFICATIONS*
A.Minimum education and/or experience:
- Arizona Principal or Supervisor Certification.
Master's degree in Education.
Minimum of five (5) years administrative experience as a school principal.
Extensive experience in staff development, teacher evaluation, and school
improvement.
Extensive experience in supervision of personnel in a variety of capacities.

B.Other combinations of education, experience, or training that may be considered
in substitution for the minimum requirements:

C.Preferred education and/or experience:
Experience as school or district administrator.
Extensive knowledge of English Language Development.
Experience implementing teacher evaluation systems and/or performance-based
incentives.
Doctorate degree in Educational Leadershio or related field.

D.Knowiedge, Skills, and Abilities:

- Knowledge of research methods and techniques used in studying educational
programs, including project planning, methodology, reparting, and processes.
Strong practical and theoretical knowledge of school improvement, performance
based compensation systems, curriculum, teacher and professional development.
Ability to plan, organize and facilitate the application, management, and



administration of federal and state entitlements, grants, and other funds.
Excellent interpersonal, leadership, and communication skills.

Effective planning, organizational, and time management skills.

The abiiity to work well under pressure in a multi-task environment.

Ability to apply professional knowledge and administrative ability to the specific
education project.

Ability to reason logically and think independently and creatively.

Computer Literate: Microsoft Word, Excel, PowerPoint, Access, Outlook, Project and
Internet Research.

Knowledge of statutory law, case law, federal regulations and state regulations
governing operations of education service agencies in Arizona.

E.Specialized training, certifications, or other special requirements:
Fingerprint Clearance
Driver's License

F.Preferred special requirements:

G.Special working conditions:

*Degrees/credits must be from an academically accredited college or university as
recognized by the U.S. Department of Education (USDE) or the Council for Higher Education
{CHEA)
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MARICOPA COUNTY JOB DESCRIPTION

REWARDING EXCELLENCE IN INSTRUCTION AND LEADERSHIP: THE NEXT
GENERATION (REIL: TNG)

PEER EVALUATOR

MARKET RANGE TITLE: EDUCATION SERVICE PEER EVALUATOR
DEPARTMENT: EDUCATION SERVICE AGENCY
DIVISION/SECTION/UNIT: REWARDING EXCELLENCE IN INSTRUCTION AND

LEADERSHIP (LOW ORG 3750)

FLSA STATUS: EXEMPT

CLASSIFIED/UNCLASSIFIED: CONTRACT/UNCLASSIFIED

POSITION NUMBER: 68675 — 68680, 68681 — 68686, 68687 — 68692, 68693 —
68698, 68699 — 68704, 68705 — 68708

PURPOSE STATEMENT:

Responsible for increasing and retaining the number of effective and highly effective
teachers across partner districts through professional development, observation, and
evaluation aligned fo the Learning Observation Instrument. Increases and retains the number
of effective and highly effective teachers by:

* Enhancing Culture
* Assessing Performance
» Implementing Professional Learning
* Designing Support
PRIMARY INDICATORS/DUTIES:
The Primary Indicators/Descriptors include, but are not limited to:

1.1 Ensures that the REIL: TNG vision and mission is regularly communicated, shared
and understood by stakeholders.

1.2 Demonstrates a commitment to the objectives of the REIL: TNG program.
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1.3

1.4

1.5

1.6

Makes data-driven decisions and provides teachers /schools the assistance and
appropriate tools they need for increasing student academic progress.

Regularly utilizes continuous improvement process based on data to plan ancd
refine job-embedded professional development.

Exhibits personal accountability and integrity, including the maintenance of
confidentiality regarding teacher evaluations and evaluation-related information.

Develops knowledge and skills, that will result in increased student academic

progress and achievement, through ongoing professional learning and feedback
from REIL team members.

2.0 Assessing Performance

2.1

2.2

2.3

2.4

2.5

26

2.7

Collaborates with building-level administrators on establishment of Educator Goal
Plans for assigned teachers.

Holds teachers to high standards in delivering high-guality learning experiences for
students that result in increased student academic progress and achievement.

Collaborates with building level administrator(s) to assess assigned group of
master educators.

Collaborates with REIL: TNG Field Specialist(s) and building-level administrators
to conduct informal data sweeps to maintain the norming process for conducting
high quality evaluations.

Maintains accuracy of scoring and demonstrates inter-rater reliability in order to
remain in the peer evaluator cadre.

Meets all statutory, policy, and program deadlines concerning performance
evaluation.

Assists teachers, master educators, and administrators in interpreting all aspects
of the REIL Score.

3.0 Implementing Professional Learning

3.1

3.2

3.3

Supports teachers with job-embedded content- and pedagogy-based coaching in
alignment with established educator goal plans.

Uses data from educator goal plans to collaboratively design professional
development and support systems to improve instructional effectiveness resulting
with increased student academic progress and achievement.

Provides specific feedback to teachers and master educators using REIL
Observation instruments.

4.0 Designing Support

4.1
4.2

Communicates frequently and effectively with all stakeholders.

Utilizes appropriate instruments, tools, and other resources to support teachers in
the continuous improvement process.



4.3

4.4

4.5

REPORTI

Gathers feedback from teachers to self-evaluate and improve performance that
will result with increased student academic progress and achievement.

Collaborates with REIL field specialists, fellow peer evaluators and building-level
administrators to provide specific support to help teachers to improve and succeed
as evidenced by increased student academic progress and achievement.

Prepares quality written feedback to assigned teachers and master educators that
will result in increased student academic progress and achievement.

NG STRUCTURE

A. Supervision Received:

REIL: TNG Field Specialists

B. Supervision Exercised:

None

QUALIFICATIONS*

A. Minimum education and/or experience:

Passing score on STEP (Selecting Teachers to Enter Pathways) screening
Arizona Teacher Certification

A Master's degree in Education or equivalent experience/coursework

Minimum of five (5) years teaching experience as an effective classroom teacher

Content-specific and/or grade-level band specific teaching experience (e.q., high
school mathematics, K-3 literacy)

Experience in developing and implementing professional development programs

B. Other combinations of education, experience, or training that may be considered
in substitution for the minimum requirements:

60 or more credit hours (in an appropriate coursework pertinent to the position)
beyond a Bacheior's degree

Bachelor's degree and at least 3 years of experience in a peer evaluator or
nstructional coach role

C. Preferred education and/or experience:

Arizona Principal or Supervisor Certification

Master’s degree in content area

Minimum of five (5) years administrative experience in teaching and learning
Minimum 3.0 GPA in content-area course-work

Experience providing feedback to teachers via a performance-based evaluation
system

D. Knowledge, Skills, and Abilities:

Developed expertise in a content area and/or grade level.

Evidence of exhibiting highly effective instruction that leads to student academic
progress.
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* Strong pedagogical content knowledge

* Strong practical and theoretical knowledge of performance-based evaluation and
compensation systems, curriculum and assessment, and teacher professional
development.

* Effective planning, organizational, and time-management skills.
* Excelient interpersonal, leadership, and communication skills.

* Computer Literate: Microsoft Word, Excel, PowerPoint, Access, Emall, and internet
Research.

* The ability to work well under pressure in & multi-task environment,

* Ability to reason logically and think independently and creatively on educational
projects.

E. Specialized training, certifications, or other special requirements:
* Arizona Fingerprint Clearance Card
» Valid Arizona Teacher Certificate in area of interest
* Arizona Driver's License
* Highly Qualified in Content Area

F. Preferred special requirements:
G. Special working conditions:

"Degrees/credits must be from an academically accredited college or university as
recognized by the U.S. Department of Education (USDE) or the Council for Higher
Education (CHEA)

1/



Joh Description #:

MARICOPA COUNTY JOB DESCRIPTION

REWARDING EXCELLENCE IN INSTRUCTION AND LEADERSHIP: THE NEXT

GENERATION (REIL: TNG)

FINANCIAL / BUSINESS SYSTEMS SPECIALIST

MARKET RANGE TITLE: FINANCE / BUSINESS ANALYST
DEPARTMENT: EDUCATION SERVICE AGENCY
DIVISION/SECTION/UNIT: ECONOMIC MANAGEMENT (LOW ORG 3720)
FLLSA STATUS: EXEMPT

CLASSIFIED/UNCILASSIFIED: CONTRACT/UNCLASSIFIED

POSITION NUMBER: 68837

PURPOSE STATEMENT:

Responsible for managing the fiscal sustainability of the Rewarding Excellence in Instruction
and Leadership: The Next Generation (REIL: TNG) program through the leading and monitaring
of all fiscal planning, transacting, and documenting. Manages the fiscal sustainability by:

* Ensuring all program activities are aligned to the program’s goals and objectives.
* Ensuring fiscal responsibility and program compliance.

= Monitoring, documenting, and communicating fiscal activities.

*  Supporting partner districts with fiscal management.

+ Evaluating and developing fiscal plans for program success.

PRIMARY INDICATORS/DUTIES:
The Primary Indicators/Descriptors include, but are not limited to:
1.0 Ensuring all Program_Activities are Aligned to the Program’s Goals and Objectives

1.1

1.2

1.3

14

Supports REIL: TNG personnel in implementation of strategic plans aligned with
the program’s goals and objectives.

Ensures all interactions, both written and verbal, are aligned to the program's
vision.

Assists program personnel and partner school districts in creating structures and
processes to ensure effective financial management.

Establish performance objectives to ensure effective delivery of services.

2.0 Ensuring Fiscal Responsibility and Program Compliance

2.1

2.2

2.3

Revised 3.4 .12

Supervise staff that provides business service support and financial management
1o schools districts.

Monitor the grants management system for changes and updates to respond to
reporting reguirements.

Collaborate with partner school districts as applicable in order to provide
comprehensive suppert relating to Grant activities.
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2.4

2.5

2.6

2.7

28

Qrganize and process purchase requisitions per County procurement code.
Maintain a financial database developing and maintaining financial reports as
required.

Compile necessary statistical data for the preparation of the fiscal budget and
compliance.

Assume responsibility for grant completion reports and other financial
documents.

In conjunction with program managers, prepare intergovernmental agreements
and memorandums of understanding with various public entities.

Liaison with county procurement managers to prepare Requests For Proposals
and otherwise insure that REIL: TNG adheres to county procurement policies
and state procurement jaws.

3.0 Monitoring, Documenting, and Communicating Fiscal Activites

3.1

3.2

33

3.4

3.5

Aftends meetings as assigned for the purpose of conveying and/or gathering
information required to perform functions.

Researches and compiles background information from districts and other
sources for the preparation and submission of grant documentation.
Develeps and maintains appropriate dacumentation of policies and progress;
collaborates in the development of project reports, updates, and presentations to
stakeholder audiences as required.

Assists in the review and preparation of appropriate content updates for the
REIL: TNG website.

Produces written communication that is clear, correct, and appropriate to the
audience.

4.0 Supporting Partner Districts with Fiscal Management

4.1

4.2

4.3

4.4

Audit and certify all federal and state grant required reports from the school
districts, supported to ensure accuracy of records and compliance with Arizona
Department of Education (ADE) requests and regulations as well as all Uniform
Systems of Financial Records {USFR).

Design and deliver training and support to department and school personnel
related to grant management and procurement procedures.

Liaison with districts concerning grant management, voucher processing, needed
documents, fund status, and warrant status.

Communicate with school district and internal personnel to resolve outstanding
issues.

5.0 Evaluating and Developing Fiscal Plans for Program Success

5.1

b2

5.3

54

55

In collaboration with partners, develop a strategic and tactical pian for ensuring
the effective, efficient and successful service delivery.

Develop plan(s) for measuring program success, goal attainment, and areas for
continued growth based on research and best practice.

Provide monthly process reports, including expenditures to Executive
Leadership.

Keeps abreast of changes to financial systems and USFR through frequent
communication with ADE and Arizona Association of School Business Officials
(AASBO).

Uses public information and research-based knowledge of issues and trends to
collaboratively work with all stakeholders.

REPORTING STRUCTURE
A. Supervision Received:

REIL: TNG Program Director
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B. Supervision Exercised:

QUALIFICATIONS*

A

Minimum education and/or experience:

Bachelor's Degree and a minimum of 2 years work experience in Business Services
required.

A minimum of one year experience in grants management and/or procurement
required.

A minimum of one year experience with the principles and practices of finance,
budgeting and accounting required.

Working experience with Microsoft Office products required.

Other combinations of education, experience, or training that may be considered
in substitution for the minimum requirements:

Associates degree in Business/Finance related field and 4 years experience in
grants management and/or materials management.

Three years experience in grant management and three years experience in
governmental procurement.

Preferred education and/or experience:

Experience in various facets of school finance including Federal and State grant
management and accounts payable/receivable preferred.

Preferred Accounting Degree or equivalent work experience with knowledge of the
Arizona USFR accounting procedures, ADE grant reporting procedures, Visions and
CIMS AS/400 computers.

Procurement experience preferred.

Experience in governmental budgeting/finance preferred.

Experience of at teast 2 years of accounting/bookkeeping/budget experience in a
high volume schools finance environment.

. Knowiedge, Skills, and Abilities:

Strong interpersonal skills.

Excellent verbal and written communication skills.

The ability to work well under pressure in a muiti-task environment.

The abitity to deliver trainings to individuals, smali and large audiences.

Effective planning. organization, and customer service skills.

Knowledge in the principles and practices of school finance, governmental budgeting
and accounting.

Ability to gather and analyze data, reason logically, follow written and oral
instructions, draw valid conclusions and make appropriate recommendations.
Knowledge of the USFR, Arizona Revised Statues (ARS), and ADE requirements in
relationship with federal and state grant projects.

Preficiency with accounting, Infinite Visions Enterprise Edition (IVEE) software
application, A5/400 software application, and a working knowledge of the ADE
Grants Management Enterprise System.

Proficiency with Microsoft Office products (Word, Excel, Access, PowerPoint).

Specialized training, certifications, or other special requirements:

Preferred special requirements:

8

Grants management specialized training preferred.
20



*  CAPA certification preferred
¢ AASBO School Finance training

G. Special working conditions:

* N/A

*Degrees/credits must be from an academically accredited college or university as
recognized by the U.S. Department of Education (USDE) or the Council for Higher
Education (CHEA)
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MARICOPA COUNTY JOB DESCRIPTION

REWARDING EXCELLENCE IN INSTRUCTION AND LEADERSHIP: THE NEXT
GENERATION (REIL; TNG)

HUMAN CAPITAL MANAGEMENT SYSTEMS ADMINISTRATOR

MARKET RANGE TITLE: EDUCATION SERVICE PROGRAM MANAGER
DEPARTMENT: EDUCATION SERVICE AGENCY
DIVISION/SECTION/UNIT: TEACHING AND LEARNING (LOW ORG 3750)
FLSA STATUS: EXEMPT

CLASSIFIED/UNCLASSIFIED: CONTRACT/UNCLASSIFIED

POSITION NUMBER: 68324, 68325, 68359

PURPOSE STATEMENT:

Responsible for implementing an LEA-wide Human Capital Management System through
collaboration with cross-district transition teams to attract, place, retain, and sustain highly
effective educators. Implements an LEA-wide Human Capital Management System to:

Attract- Create an environment that will attract effective educators to work in high-need
schools

Place- initiating strategic staffing efforts.

Retain- Retaining the best teachers at high rates and exiting those who are persistently
neffective

Sustain- Maintaining and nourishing an effective educator workforce

PRIMARY INDICATORS/DUTIES:

The Primary Indicators/Descriptors include, but are not limited to:
1.0 Sustain- Maintaining and Nourishing an Effective Educator Workforce
1.01  Facilitates Cross-District Leadership and Communication Teams (Human Capital
Management System, Finance, Implementation Leads, Data Management and
Assessment, and Performance-Based Evaluation) in order to make ongoing

refinements to the REIL Score.
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2.0

3.0

4.0

1.02  Collaborates with Performance Based Compensation Administrator on the
creation of District Transition Teams for data management, teacher and principal
evaluation, performance-based management, and professional development.

1.03 Collaborates with Performance Based Evaluation Administrator with facilitating
the feedback loop between District Leadership & Communication Teams, District
transition Teams, and Program Management Team.

1.04  Conducts regular meetings with teachers and principals so that they can ask
questions and raise concerns about Performance-Based Management System.

Attract- Create an Environment that will Attract Effective Educators to Work in

High-Need Schools

2.01  Revises recruitment practices across partner school districts through HR
branding, Sourcing, and developing recruitment strategies.

2.02 Creates induction programs to support and train new hires.

2.03  Collects and analyzed student achievement data to inform recruitment decisions.

2.04  Develops recruitment strategy communication plans across partner districts.

Place- Initiate Strategic Staffing Efforts

3.01 Revises hiring practices across partner school districts by including bonuses for
starting or staying in hard-to-staff positions

3.02  Uses multiple data points to select candidates including educator evaluation data
and the STEP/PATH process.

3.03 Places the most effective educators in Spotlight Schools and provide additional
compensation.

3.04 Collaborates with the Data Management Systems Administrator to ensure
equitable distribution of teachers across systems.

3.05 Implements transfer and protection policies.

3.06  Collaborates with Performance-Based Evaluation Administrator to provide Career
Pathway opportunities for educators.

Retain- Increase the Retention of Teachers

4.01  Collaborates with MCESA Professional Development staff to design and develop
professional development opportunities aligned to the REIL Learning
Observation Instrument.

4.02  Uses educator evaluation and student achievement data to provide individualized
and targeted professional development,

4.03 Uses educator evaluation data to inform retention decisions.

4.04  Collaborates with the Data Management Systems Administrator to determine
ineffective teachers.

4.05 Creates an exit strategy for ineffective teachers.

REPORTING STRUCTURE

A. Supervision Received:

*REIL: TNG Program Director

B.Supervision Exercised:

None
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QUALIFICATIONS*
A.Minimum education and/or experience:

Arizona Principal or Supervisor Certification.

Master's degree in Education.

Minimum of five (5) years administrative experience in teaching and learning.
Extensive experience in human resources, professional development, and data
analysis.

Extensive experience in supervision of personnel in a variety of capacities.

B.Other combinations of education, experience, or training that may he considered

in

substitution for the minimum requirements:

C.Preferred education and/or experience:

D.Kn

Experience as school or district administrator.
Experience implementing teacher evaluation systems and/or performance-based
incentives.

owledge, Skills, and Abilities:
Knowledge of research methods and techniques used in studying educational
programs, including project pianning, methodology, reporting, and processes.
Strong practical and theoretical knowledge of schoo! improvement, performance
based compensation systems, curriculum, teacher and professional development.
Ability to plan, organize and facilitate the application, management, and
administration of federal and state entitlements, grants, and other funds.
Excellent interpersonal, leadership, and communication skills.
Effective planning, organizational, and time management skills.
The ability to work well under pressure in a multi-task environment,
Ability to apply professional knowledge and administrative ability to the specific
education project.
Ability to reason logically and think independently and creatively.
Computer Literate: Microsoft Word, Excel, PowerPoint, Access, Outlook, Project and
Internet Research.
Knowledge of statutory law, case law, federal regulations and state reguiations
governing operations of education service agencies in Arizona.

E.Specialized training, certifications, or other special requirements:

Fingerprint Clearance
Driver's License

F.Preferred special requirements:

G.Special working conditions:

“Degrees/credits must be from an academically accredited college or university as
recognized by the U.S. Department of Education (USDE) or the Council for Higher Education
(CHEA)
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MARICOPA COUNTY JOB DESCRIPTION

REWARDING EXCELLENCE IN INSTRUCTION AND LEADERSHIP: THE NEXT
GENERATION (REIL: TNG)

PERFORMANCE BASED EVALUATION ADMINISTRATOR

MARKET RANGE TITLE: EDUCATION SERVICE PROGRAM MANAGER
DEPARTMENT: EDUCATION SERVICE AGENCY
DIVISION/SECTION/UNIT: TEACHING AND LEARNING (LOW ORG 3750)
FLSA STATUS: EXEMPT

CLASSIFIED/UNCLASSIFIED: CONTRACT/UNCLASSIFIED

POSITION NUMBER; 68324, 68325, 68359

PURPOSE STATEMENT:

Responsible for implementing a Performance Based Evaluation System that develops
talent in teaching and leading through a sustainable, comprehensive program of
performance-based evaluation and support. Creates a Performance Based Evaluation System
to:

Validate and refine the observation instruments.
Communicate all components of the Performance Based Evaluation System.

Develop professional development opportunities based on the professional needs of
educators.

Ensure inner rater reliability among evaluators.
PRIMARY INDICATORS/DUTIES:

The Primary Indicators/Descriptors include, but are not limited to:
1. Validate and Refine the Observation Instruments
1.1. Facititates Cross-District Performance-Based Evaluation Transition Team.
1.2. Collaberates with Human Capital Management Administrator on the creation of District
Transition Teams for data management, teacher and principal evaluation, performance-
based management, and professional development.




1.3. Collaborates with Human Capital Management Administrator with facilitating the
feedback loop between District Leadership & Communication Teams, District transition
Teams, and Program Management Team.

2. Communicate all Components of the Performance Based Evaluation System
2.1. Conducts regular meetings with teachers and principals.
2.2.Creates ancillary materials associated with observations instruments.

3. Develop Professional Development Opportunities Based on the Professional Needs

of Educators

3.1. Collaborates with the Professional Development Coordinators to design pedagogy
professional development based on educator evaluation data.

3.2. Collaborates with Professional Development Coardinators and content experts to
design content professional development based on student achievement data.

3.3. Collaborates with Professional Development Coordinators to design and develop
ongoing professional learning for Career Pathway educators.

4. Ensure Inner Rater Reliability Among Evaluators
4.1. Collaborates with Professicnal Development Coordinators to design Qualified and
Certified Evaluation courses.
4.2. Collaborates with Human Capital Management System Administrator to establish
reliable Qualified and Certified Assessments for evaluators.

REPORTING STRUCTURE

A. Supervision Received:
*REIL: TNG Program Director

B.Supervision Exercised:
None

QUALIFICATIONS*
A.Minimum education and/or experience:
- Arizona Principal or Supervisor Certification.
Master's degree in Education.
Minimum of five (5) years administrative experience in teaching and learning.
Extensive experience in human resources, professional development, and data
analysis.
Extensive experience in supervision of personnel in a variety of capacities.

B.Other combinations of education, experience, or training that may be considered
in substitution for the minimum requirements:

C.Preferred education and/or experience:
Experience as school or district administrator.

Experience implementing teacher evaluation systems and/or performance-based
ncentives.

D.Knowledge, Skills, and Abilities:
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Knowledge of research methods and techniques used in studying educational
programs, including project planning, methodology, reporting, and processes.
Strong practical and theoretical knowledge of schoal improvement, performance
based compensation systems, curriculum, teacher and professional development.
Ability to plan, organize and facilitate the application, management, and
administration of federal and state entitlements, grants, and other funds.
Excellent interpersonal, leadership, and communication skilis.

Effective planning, organizational, and time management skills.

The ability to work well under pressure in a multi-task environment.

Ability to apply professional knowledge and administrative ability to the specific
education project.

Ability to reason logically and think independently and creatively.

Computer Literate: Microsoft Word, Excel, PowerPoint, Access, Outlook, Project and
Internet Research.

Knowledge of statutory law, case law, federal requlations and state regulations
governing operations of education service agencies in Arizona.

E.Specialized training, certifications, or other special requirements:
Fingerprint Clearance
Oriver's License

F.Preferred special requirements:

G.Special working conditions:

*Degrees/credits must be from an academically accredited college or university as
recognized by the U.S. Department of Education {(USDE) or the Council for Higher Education
{CHEA)
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MARICOPA COUNTY JOB DESCRIPTION

REWARDING EXCELLENCE IN INSTRUCTION AND LEADERSHIP: THE NEXT GENERATION
(REIL: TNG)

DATA MANAGEMENT SYSTEM ADMINISTRATOR

MARKET RANGE TITLE: MANAGEMENT ASSISTANT

DEPARTMENT: EDUCATION SERVICE AGENCY

DIVISION/SECTION/UNIT: REWARDING EXCELLENCE IN INSTRUCTION AND
LEADERSHIP (LOW ORG 3750)

FLSA STATUS: NON - EXEMPT

CLASSIFIED/UNCLASSIFIED: CONTRACT/UNCLASSIFIED

POSITION NUMBER: 68817

PURPOSE STATEMENT:

Responsible for developing and implementing a data management system to support all goais,
objectives, and activities associated with Rewarding Excellence in Instruction and Leadership: The Next
Generation (REIL: TNG) program through collaboration with program partners and the Arizona
Department of Education. Develops and implements a data management system by

< Articulating a vision and implementation strategy for a data management system.

= Collaborating with program partners to create a data collection, analysis, and dissemination
plan.

* Communicating across partner districts the requirements and specifications needed to populate
the data management system.

PRIMARY INDICATORS/DUTIES:

The Primary Indicators/Descriptors include, but are not limited to:
1.0 Articulating a Vision and Implementation Strategy for a Data Management System
1.1 Supports the program with implementing strategic plans aligned with program goals,
objectives, and activities.
1.2 Ensures all interactions, both written and verbal, are aligned to the REIL: TNG program.
1.3 Designs a project management plan that outlines the completion of the data
management system within the program constraints.
1.4 Represents the interests of the program when engaging with local, state, national, and
government groups and agencies, including consultation with school district personnel,
Maricopa County Education Service Agency (MCESA) staff, and Arizona Department of
Education (ADE) staff to refine ongoing data collection processes and data visualization
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2.0

3.0

reporting, interpretation, and utilization needs relative to the REILize Decision Support
System (RDSS).

1.5 Ensures that the procedures comply with local, state, and federal regulation and policies,
including FERPA (Family Educational Rights and Privacy Acts).

Collaborating with Program Partners to Create a Data Collection, Analysis, and

Dissemination Plan

2.1 Participates in cross-district transition teams to understand the needs of the districts.

22 Creates plans to meet both the needs of the school districts and the program
requirements.

2.3 Coilaborates with the Communications Coordinator to create communications
documents in relation to data collection and dissemination.

Communicating Across Partner Districts the Requirements and Specification Needed to

Populate the Data Management System

3.1 Works with REIL Data Management System Project Director to support analysis,
collection, storage, creation, and validation of project data needed for inclusion in the
data management system.

3.2 Collaborates with program staff in the design, development, management, and
maintenance of the data visualization environment and reports for the data management
system.

3.3 Provides technical support and training to other program personnel and partnering
school districts for the purpose of completing projects and requests efficiently,

3.4 Provides training and support to school district personnel and MCESA staff on the use of
the RDSS through a variety of media cheices and delivery options.

REPORTING STRUCTURE

A,

B.

Supervision Received:
= REIL Program Director

Supervision Exercised:
= Data Systems Specialist

QUALIFICATIONS*

A

Minimum education andfor experience:

* Undergraduate degree (business, education, social sciences) in a field related to the
collection, coordination, and use of qualitative and quantitative data in the implementation of
a performance-based management system.

- QOther combinations of education, experience, or training that may be considered in

substitution for the minimum requirements:

* Three years of experience related to at least one of the following:
o Schoof district student information/management systems
o School district human resource systems
o School district assessment systems
o Other school district data systems
* 2Zormore years' experience in the development of a Learning Management System,
Content Management/Delivery System, and/or data management system.
* Demonstrated proficiency in the extraction of data from school district systems.
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F.

G.

* Experience facilitating or participating in course-mapping processes/procedures to assist in
the verification of student-teacher linkages that result in performance-based incentives.
Some college level coursework related to job duties.

Preferred education and/or experience:

= Arizona Teacher Certification

* Experience working with statistical analysis programs (e.g., SPSS, Excel)
*  Working knowledge of database systems (e.g. MS SQL).

* Experience working in an Arizona school district technology and/or curriculum/assessment
department or at a state education agency {e.q., Arizona Department of Education).

. Knowledge, Skills, and Abilities:

¢ Abilty to collect, compile, and verify the integrity of large volumes of gualitative and
guantitative data.

* Proficient in the use of Microsoft Outlook, Word, Excal, PowerPoint, Access, SQL scripts, &
Internet.

* Strong working knowledge and ability to collect, manage, report, and coordinate student
information within school districts following FERPA requirements.

* Strong working knowledge of ways to legally disseminate student information with officially
sanctioned partners and entities following FERPA requirements.

* Strong working knowledge of data articulation between Student Information Systems.

* Demonstrated ability to provide technical data guidance and support to schoal district
personnel and other stakeholders.

+ Demonstrated ability to effectively prioritize multiple tasks and projects under the constraints
of strict deadlines and time pressures.

* Ability to determine the source of problems and provide immediate and lfong-term resolution
to problems.

* Ability to travel to MCESA school districts, both local and remote.

= Strong interpersonal, customer service, communication, and telephone skills.

* Evidence of collaborative skills.

+ Excellent communication skills (written and oral).

* Evidence of problem solving ability.

» Resourceful and adaptable.

= Willingness to perform up to the highest measure of competence.

» Respected professionally.

Specialized training, certifications, or other special requirements:
*  Fingerprint Clearance

= Background Clearance

= Driver's License

Preferred special requirements:

Special working conditions:

*Degrees/credits must be from an academically accredited college or university as
recognized by the U.S. Department of Education (USDE) or the Council for Higher Education
(CHEA)
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MARICOPA COUNTY JOB DESCRIPTION

REWARDING EXCELLENCE IN INSTRUCTION AND LEADERSHIP: THE NEXT

GENERATION (REIL: TNG)

ASSESSMENT COORDINATOR

MARKET RANGE TITLE: EDUCATION SERVICE PROGRAM COORDINATOR
DEPARTMENT: EDUCATION SERVICE AGENCY
DIVISION/SECTION/UNIT: EDUCATION INNOVATION (3750)

FLSA STATUS: EXEMPT

CLASSIFIED/UNCLASSIFIED: UNCLASSIFIED/CONTRACT

Position Number: 68403

PURPOSE STATEMENT:

Responsible for developing valid and reliable assessments for secure and non-secure
interim assessments through the facilitation of assessment development committees.
Develops valid and reliable assessments for secure and non-secure interim assessments by:

= Facilitating assessment development and procurement.
* Developing district capacity to design valid and reliable assessments.
* Evaluating assessment items for validity and reliability.

PRIMARY INDICATORS DUTIES:

The Primary Indicators/Descriptors inciude, but are not limited to:
1.0 Facilitating Assessment Development and Procurement

1.1

1.2
1.3

1.4
1.5

Facilitates the development assessment items for use in secure non-state-tested
subject area assessments; and non-secure items in all subject areas for the
development of local school commen assessments or district interim
assessments.

Procures and evaluates vendor services to develop assessmenits.

Develops and maintains systems documents outlining the persons responsible,
the tasks and the time lines associated with core assessment department project
management. Continually revises these documents as necessary to accurately
reflect the processes currently in operation or development.

Collects artifacts for use as anchor assessment responses.

Plans the use of assessment instruments that use technology to assist in the
reporting and analysis of results, including disaggregation of subgroup
achievement data.

2.0 Developing District Capacity to Design Valid and Reliable Assessments

2.1

Collaborates with principals and teacher leaders to design performance rubrics
aligned with curriculum.
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3.0

2.2 Evaluates district assessments for alignment of content and rigor to Arizona
State Content Standards.

2.3 Develops internal capacity of schools and districts to design test blueprints to
monitor the academic progress and learning needs of students.

Evaluating Assessment Items for Validity and Reliability

3.1 Acts as the County liaison with the Arizona Department of Education to ensure
compliance with assessment provisions of federal and state legislation.

3.2 Develops and maintains liaisons and active participation with educational leaders
In assessment and school improvement at state, regional, and national levets.

3.3 Collects and analyzes data to ensure development of assessment items meets
strict guidelines for validity and reliability.

REPORTING STRUCTURE

A. Supervision Received:

=  Standards and Assessment Administrator

B. Supervision Exercised:

= N/A

QUALIFICATIONS*

A. Minimum education andfor experience:

* Bachelor's degree in education or psychology; three years experience as a test-
item writer in a K-12 organization.

- Other combinations of education, experience, or training that may be considered

in substitution for the minimum requirements:’
= Knowledge of writing performance-based assessment items and rubrics,
especially selected-response items with multiple levels of feedback.

. Preferred education and/or experience:

* Master's degree, preferred concentrations: educational psychotogy, educational
assessment, measurement and testing, curriculum and instruction, instructional
design.

. Knowledge, Skills, and Abilities:

+ Core Standard knowledge in multiple content areas: ability to evaluate alignment
of assessment items to Core Standard: experience writing and reviewing a high
volume and high variety of robust assessment items; Group facilitation skills to
generate assessment products; Knowledge of creating training and
documentation around writing performance-based assessment items and rubrics,
especially selected-response items with multiple levels of feedback.

Specialized training, certifications, or other special requirements:

* Remains knowledgeable of all State accountability initiatives for the purpose of
participating in state and local accountability workshops and committees.
***Candidate may be asked to provide writing samples and test-item
samples.***

< Fingerprint clearance card
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F. Preferred special requirements:
* Ability to articulate a solid understanding of measurement and psychometrics
related to norm and criterion referenced testing; alternate assessment item

development; and alignment to grade-level standards; innovative computer-
based item development.

G. Special working conditions:

*  Works with the Director of Research and Evaluation and staff for the purpose of
designing and validating assessment items and for the purpose of creating and
delivering reports and analysis of testing results.

*Degrees/credits must be from an academically accredited college or university as
recognized by the U.S. Department of Education (USDE) or the Council for Higher
Education (CHEA)
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MARICOPA COUNTY JOB DESCRIPTION

REWARDING EXCELLENCE IN INSTRUCTION AND LEADERSHIP: THE NEXT
GENERATION

COMMUNICATIONS COORDINATOR

MARKET RANGE TITLE: COMMUNICATION OFFICER/GOVERNMENT LIAISON
DEPARTMENT: | EDUCATION SERVICE AGENCY
DIVISION/SECTION/UNIT: EXECUTIVE LEADERSHIP (LOW ORG 3710)

FLSA STATUS: EXEMPT

CLASSIFIED/UNCLASSIFIED: UNCLASSIFIED/REGULAR

POSITION NUMBER: 67622

PURPOSE STATEMENT

Responsible for effectively initiating and nurturing two-way communications with Rewarding
Excellence in Instruction and Leadership: The Next Generation (REIL: TNG) stakeholders
through electronic and print media. Initiates and nurtures two-way communication by:

» Developing a communication and marketing plan.
* Managing an online presence.
* Developing publications.

PRIMARY INDICATORS/DUTIES:
The Primary Indicators/Descriptors include, but are not limited to:

1.0 Developing a Communication and Marketing Plan

1.1 Establish marketing and communications goals, strategies and tactics to engage
and inform program stakeholder groups.

1.2 Develop measures of effectiveness for marketing and communications strategies
and tactics, monitor results and evaluate success; create reiated reports.

1.3 Regularly consult with project leaders to determine communication needs.

1.4 Attend essential project meetings and provide input on marketing and
communications planning.

2.0 Managing an Ontine Presence
2.1 Manage content and design of REIL: TNG website.
2.2 Assist the technology division in exploring and implementing solutions that
support effective marketing and communications.
2.3 Lead the development and implementation of communication policies regarding
web-based communication tools, including the Maricopa County Education
Service Agency (MCESA) website and social media platforms.
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24 Develop social media standards for REIL:TNG staff and members of the public
who interact with REIL:TNG through social media.
3.0 Developing Publications
3.1 Print and electronic promotional materials
32 Print and electronic newsletiers
3.3 Print and electronic invitations
3.4 Presentation materials
3.5 Promoticnal and informational broadcasts, videos and webinars
3.6 Articles and editorials for external publications

REPORTING STRUCTURE
A. Supervision Received: Director of Communication

B. Supervision Exercised: None

QUALIFICATIONS*

A. Minimum education and/or experience:

¢ Bachelor's degree in Journalism, Communications, Marketing, Media Production
or related field.

» Three to five years of public or private sector experience with ascending
responsibility in marketing, communications, public relations and/or media
relations, with demonstrated successes in raising the public profile(s) of
organization(s) served.

B. Other combinations of education, experience, or training that may be considered
in substitution for the minimum requirements:

* Experience or training that may be considered substitution for the minimum
requirements.

C. Preferred education and/or experience:

= Knowledge of or experience in public education processes, issues and school
systems.

* Experience in marketing and communications related to education and student
achievement.

* Background in positions such as print/broadcast journalism, public relations, and
marketing.

* Extensive local, regional and statewide media contacts.

D. Knowliedge, Skills, and Abilities:

* Knowledge of various journalistic styles, current principles, techniques and
objectives of public information and public relations.

* Knowledge of marketing principles, techniques and objectives.

* Knowledge of graphic design principles, technigues and objectives.

* Knowledge of professional application of research and writing skills.

» Knowledge of iocal and regional public affairs.

< Skill and experience in effective oral and written communication.

* Skill and experience in developing marketing and communication goals, and
strategic messages.
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*  Skill and experience in presenting information clearly and in a relevant and
engaging manner to various audiences.

» Skill and experience in development and management of websites.

*  Skill and experience in design and production of print materials.

* Skill and experience in the design and production of electronic communications.

* Skiil and experience in oral presentations and organizing public programs or
events.

= Skill and experience in planning and organizing projects and work tasks.

= Skill and experience in exercising sound judgment in the performance of all job
tasks.

* Ability to work independently with minimal supervision.
* Experience in the design and production of videos.

. Specialized training, certifications, or other special requirements:
Preferred special requirements:

. Special working conditions:

"Degrees/credits must be from an academically accredited college or university as
recognized by the U.S. Department of Education (USDE) or the Council for Higher
Education (CHEA)
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MARICOPA COUNTY JOB DESCRIPTION

REWARDING EXCELLENCE IN INSTRUCTION AND LEADERSHIP: THE NEXT
GENERATION (REIL: TNG)

DATA COORDINATOR/MANAGEMENT ANALYST

MARKET RANGE TITLE: MANAGEMENT ASSISTANT
DEPARTMENT: EDUCATION SERVICE AGENCY
DIVISION/SECTION/UNIT: REWARDING EXCELLENCE IN INSTRUCTION AND

LEADERSHIP (LOW ORG 3750)
FLSA STATUS: NON - EXEMPT
CLASSIFIED/UNCLASSIFIED: CONTRACT/UNCLASSIFIED

POSITION NUMBER: 68817

PURPOSE STATEMENT:

Responsible for supporting the implementation of a Human Capital Management System,
by collaborating with partner districts to collect valid and reliable assessment data. Supports
the implementation of a Human Capital Management System by:

= Working collaboratively with the Rewarding Excellence in Instruction and Leadership:
The Next Generation (REIL: TNG) Management Team, Arizona Department of
Education (ADE), and partner schoot districts.

= Providing administrative support functions related to data collection, data integrity,
software/application development, and program communication.

« Creating structures for communication and collaboration across partner school districts,
Maricopa County Education Service Agency (MCESA), and ADE.

* Providing psychometric services to support assessment development and assessment
outcomes.

PRIMARY INDICATORS/DUTIES:

The Primary Indicators/Descriptors include, but are not limited to:
1.0 Working Collaboratively with the REIL: TNG Management Team, ADE, and Partner
School Districts
1.1 Gather data from disparate schoo! district data systems into an integrated data
management system.
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2.0

3.0

1.2

Manages quantitative and qualitative data collection activities in collaboratior

with REIL: TNG personne! in order to support REIL: TNG program
implementation.

Providing Administrative Support Functions Related to Data Collection, Data

Integrity, Software/Application Development, and Program Communication

2.1

2.2

2.3

2.4

25

2.6

2.7

2.8

29

Works with program personnel to support analysis, collection, storage, creation,
and validation of project data needed for inclusion in the REILize Decision
Support System (RDSS).

Collaborates with program personnel in the design, development, management,
and maintenance of the data visualization environment and reports for the RDSS.
Keeps abreast of updates and changes to district data system changes through
frequent communication with district staff responsible for providing district data
needed for the RDSS.

Works collaboratively to develop and implement processes to enable users to
review, modify, or verify information contained in the RDSS throughout the year.
Employs aggregate reporting and cell suppression methodology to protect the
identity and privacy of individuals.

Uses public information and research-based knowledge of issues and trends to
collaboratively work with all stakeholders.

Categorizes and extracts appropriate information from mesting minutes to assist
with REIL: TNG program goals, objectives, and performance measures.

Provides backup to other service areas as needed, and other duties as assigned
by the REIL: TNG Program Director.

Attends meetings as assigned for the purpose of conveying and/or gathering
information required to perform functions.

Creating Structures for Communication and Collaboration Across Partner School
Districts, MCESA, and ADE

3.1

3.2

33

3.4
3.5

3.6

3.7

3.8

Produces written communication that is clear, correct, and appropriate to the
audience.

Supports REIL staff in the coordination of REIL: TNG program activities as they
relate to data use and data management systems.

Provides technical support to school district personnel, REIL; TNG staff, and

ADE staff to access and use project data in a safe, secure, and appropriate
manner as dictated by district, county, state, and federal data requirements and
agreements {e.g. FERPA).

Responds to and contributes to the resolution of data collection, validation, and
reporting challenges encountered by schoo! district personnel.

Researches and compiles background information from REIL: TNG districts and
other sources for the preparation and submission of grant requirements.
Researches and compiles formative and summative data from REIL: TNG
districts and other sources for communication and monitoring of program
progress.

Maintains confidentiality as required to effectively support implementation of the
REIL: TNG program.

Establishes and maintains procedures to protect the rights of students and staff
and adhere to policies and laws.
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3.9

3.10

3.11

3.42

3.13

3.14

Demonstrates sensitivity and cultural proficiency when interacting with all
stakeholders.

Actively participates in REIL: TNG team professional development opportunities,
reads current research and literature, and attends key meetings to ensure
expertise relative to scope of work.

Serves as back-up Help Desk support for the RDSS.

Researches and compiles background information from districts and other
sources for the preparation and submission of grant documentation.

Devetops and maintains appropriate documentation of REIL: TNG activities,
policies, and progress; collaborates in the development of project reports,
updates, and presentations to stakeholder audiences as required.

Assists in the review and preparation of appropriate content updates for the
REIL: TNG website.

4.0  Providing_Psychometric Services to Support Assessment Deveiopment and
Assessment Cutcomes

4.1

4.2
4.3
4.4

Collaborate with MCESA Research/Assessment staff to establish scope of
project and determine best course of action for assessment item development,
field-testing, and validation.

Advise on psychometric principles and assessment methods.

Provide technical assistance with psychometric analysis.

Provide  technical  assistance  with  psychometrics  (from  student
outcomes/assessments) such as scoring, reporting, and documentation.

REPORTING STRUCTURE

A. Supervision Received:

* Standards and Assessment Administrator

B. Supervision Exercised:
*» None

QUALIFICATIONS*

A. Minimum education and/or experience:
* Undergraduate degree (business, education, social sciences) in a field related to the
collection, coordination, and use of qualitative and quantitative data in the
implementation of a performance-based management system.

B. Other combinations of education, experience, or training that may be considered
in substitution for the minimum requirements:

* Three years of experience related to at least one of the following:

o School district student information/management systems
o School district human resource systems

o School district assessment systems

o Other school district data systems

= 2 ormore years’ experience in the development of a Learning Management System,
Content Management/Delivery System, and/or data management system.
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Demonstrated proficiency in the extraction of data from school district systems
Experience facilitating or participating in course-mapping processes/procedures to

assist in the verification of student-teacher linkages that result in performance-based
incentives

Some college level coursework related to job duties

. Preferred education and/or experience:

Arizona Teacher Certification
Experience working with statistical analysis programs (e.g., SPSS, Excel)
Working knowledge of database systems {e.g. MS SQL)

Experience working in an Arizona school district technology and/or
curriculum/assessment department or at a state education agency (e.g., Arizona
Department of Education)

. Knowledge, Skills, and Abilities:

Ability to collect, compile, and verify the integrity of large volumes of qualitative and
quantitative data.

Proficient in the use of Microsoft Outlook, Word, Excel, PowerPoint, Access, SQL
scripts, & Internet.

Strong working knowledge and ability to coliect, manage, report, and coordinate
student information within school districts following FERPA requirements.

Strong working knowiedge of ways to legally disseminate student information with
officially sanctioned partners, and entities following FERPA requirements.

Strong working knowledge of data articulation between Student Information
Systems.

Demonstrated ability to provide technical data guidance and support to school
district personnel and other stakeholders.

Demonstrated ability to effectively prioritize muitiple tasks and projects under the
constraints of strict deadlines and time pressures.

Ability to determine the source of problems and provide immediate and long-term
resolution to problems,

Ability to travel to MCESA school districts, both local and remote.

Strong interpersonal, customer service, communication, and telephone skills.
Evidence of collaborative skiils.

Excellent communication skills (written and oral).

Evidence of problem solving ability.

Resourceful and adaptable.

Willingness to perform up to the highest measure of competence.

Respected professionally.

. Specialized training, certifications, or other special requirements:

Fingerprint Clearance
Background Clearance
Driver's License

. Preferred special requirements:
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G. Special working conditions:

*Degrees/credits must be from an academically accredited college or university as

recognized by the U.S. Department of Education (USDE) or the Council for Higher
Education (CHEA)
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MARICOPA COUNTY JOB DESCRIPTION

REWARDING EXCELLENCE IN INSTRUCTION AND LEADERSHIP: THE NEXT GENERATION
(REIL: TNG)

DATA SYSTEMS SPECIALIST

MARKET RANGE TITLE:

DEPARTMENT: EDUCATION SERVICE AGENCY

DIVISICN/SECTION/UNIT: REWARDING EXCELLENCE IN INSTRUCTION AND
LEADERSHIP {LOW ORG 3750)

FLSA STATUS: NON - EXEMPT

CLASSIFIED/UNCLASSIFIED: CONTRACT/UNCLASSIFIED

POSITION NUMBER: 68817

PURPOSE STATEMENT:

Responsible for collecting and anaiyzing student achievement and educator evaluation data used
to calculate the REIL Score through communication and technical cooperation with partner school
districts and the Arizona Department of Education {ADE). Collects and analyzes student achievement
and educator evaluation data used to calculate the REIL Score by:

* Collaborating with partner school districts and ADE to collect and ensure data integrity.
* Supporting the design and implementation of a data management system.
* Providing administrative support functions related to data collection and integrity.

PRIMARY INDICATORS/DUTIES:
The Primary Indicators/Descriptors include, but are not limited to:

1.0 Collaborating with Partner School Districts and the Arizona Department of Educaticon to

Collect and Ensure Data integrity

1.1 Preparing and maintaining program documentation to meet reporting requirements to the
U.S. Department of Education.

1.2 Collaborates with Human Capital Management Administrator, Performance Based
Evaluation Administrator, and the Data Management Systems Project Director to collect
guantitative and gqualitative data.

1.3 Collaborates with the Data Management Systems Project Director to support analysis,
collection, storage, creation, and validation of project data needed for inclusion in the
data management system.

1.4 Provides technical support to school district personnel, program staff, and ADE staff to
access and use project data in a safe, secure, and appropriate manner as dictated by
district, county, state, and federal data requirements and agreements (e.g. FERPA).
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1.5

1.6

Maintains confidentiality as required to effectively support implementation of the
program.

Responds to and contributes to the resolution of data collection, validation, and reporting
challenges encountered by school district personnel.

20 Supporting the Design and Implementation of a Data Management System

21

2.2

2.3

2.4

Collaborates with program staff in the design, development, managemeant, and
maintenance of the data visualization environment and reports for the REILize Decision
Support System (RDSS).

Works collaboratively to develop and implement processes to enable users to review,
modify, or verify information contained in the data management system throughout the
year.

Employs aggregate reporting and cell suppression methodology to protect the identity
and privacy of individuals.

Uses public informaticn and research-based knowledge of issues and trends to
coltabaratively work with all stakeholders.

3.0 Providing Administrative Support Functions Related to Data Collection and Integrity

3.1

3.2

3.3
3.4

3.5

3.6

Supports program staff in the coordination of program activities as they relate to data
use and data management systems.

Researches and compiles background infarmation from partner districts and other
sources for the preparation and submission of grant requirements.

Serves as back-up Help Desk support for the data management system.

Researches and compiles background information from districts and other sources for
the preparation and submission of grant documentation.

Categorizes and extracts appropriate information from meeting minutes to assist with
program goals, objectives, and performance measures.

Summarizes and prepares analysis of grant activities.

REPORTING STRUCTURE

A. Supervision Received:

Data Management System Administrator

B. Supervision Exercised:

None

QUALIFICATIONS*

A. Minimum education and/or experience:

Undergraduate degree (business, education, social sciences} in a field related to the
collection, coordination, and use of qualitative and quantitative data in the implementation of
a performance-based management system.

B. Other combinations of education, experience, or training that may be considered in
substitution for the minimum requirements:

Three years of experience related to at least one of the following:

o School district student information/management systems
o School district human resource systems

o School district assessment systems

o Other school district data systems
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F.

G.

* Zormore years' experience in the development of a Learning Management System,
Content Management/Delivery System, and/or data management system.

* Demonstrated proficiency in the extraction of data from school district systems .

* Experience facilitating or participating in course-mapping processes/procedures to assist in
the verification of student-teacher linkages that result in performance-based incentives.

Some college level coursework related to job duties.

Preferred education and/or experience:

* Arizona Teacher Certification

* Experience working with statistical analysis programs (e.g., SPSS, Excel)

*  Working knowledge of database systems (e.g. MS SQL)

* Experience working in an Arizona school district technology and/or curriculum/assessment
department or at a state education agency (e.g., Arizona Department of Education)

Knowledge, Skills, and Abilities; :

» Ability to collect, compile, and verify the integrity of large volumes of qualitative and
guantitative data.

* Proficient in the use of Microsoft Quticok, Word, Excel, PowerPoint, Access, SQL scripts, &
Internet.

* Strong working knowledge and ability to coliect, manage, report, and coordinate student
information within school districts following FERPA requirements.

* Strong working knowledge of ways to legally disseminate student information with officially
sanctioned partners, and entities following FERPA requirements,

* Strong working knowledge of data articulation between Student Information Systems.

* Demonstrated ability to provide technical data guidance and support to school district
personnel and other stakeholders.

* Demonstrated ability to effectively prioritize multiple tasks and projects under the constraints
of strict deadlines and time pressures.

* Ability to determine the source of problems and provide immediate and long-term resolution
to problems. '

¢ Abllity to travel to MCESA schoo!l districts, both local and remote.

* Strong interpersonal, customer service, communication, and telephone skills.

° Evidence of collaborative skills.

* Excellent communication skills (written and oral).

* Evidence of problem solving ability. _

* Resourceful and adaptable.

*  Willingness to perform up to the highest measure of competence.

»  Respected professionally.

Specialized training, certifications, or other special requirements:
> Fingerprint Clearance

= Background Clearance

* Driver's License

Preferred special requirements:

Special working conditions:

*Degrees/credits must be from an academically accredited college or university as
recognized by the U.S. Department of Education (USDE) or the Council for Higher Education
(CHEA)
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MARICOPA COUNTY JOB DESCRIPTION

REWARDING EXCELLENCE IN INSTRUCTION AND LEADERSHIP: THE NEXT
GENERATION (REIL: TNG)

LEARNING, LEADING, AND COACHING PROFESSIONAL DEVELOPMENT
COORDINATOR

MARKET RANGE TITLE: EDUCATION SERVICE PROGRAM COCRDINATOR
DEPARTMENT: EDUCATION SERVICE AGENCY
DIVISION/SECTION/UNIT: TEACHING AND LEARNING (LOW ORG 3750)
FLSA STATUS: EXEMPT

CLASSIFIED/UNCLASSIFIED: UNCLASSIFIED/CONTRACT

FOSITION NUMBER: 658838

PURPOSE STATEMENT

Responsible for developing talent in teaching and leading through a sustainable,
comprehensive program by designing and delivering professional development in
content and pedagogy aligned to the Learning, Leading, and Coaching Observation

Instruments. Develops talent in leading through a sustainable, comprehensive program
by:

* Designing and developing quality professional development.
* Ensuring job-embedded professional deveiopment in partner school districts.

PRIMARY INDICATORS/DUTIES:

The Primary Indicators/Descriptors include, but are not limited to:
1.0 Designing and Developing Quality Professional Development

1.1Analyze needs assessments to identify prioritized, targeted areas of
support aligned to LEA and school improvement plans.

1.2Analyze SAl professional development survey data by schooi, district,
REIL alliance, and County.

1.3Develop professional development priority schedule for module and
workshop development in collaboration with REIL and Education
Innovations.

1.4 Develop high quality professional development trainer-of-trainer modules
including scripts, slides, handouts, videos, and other materials for REIL
Learning, Coaching, and Peer Evaluator Series.

1.5Collaborate with Standards and Assessment Administrator to design
training for the development of common formative assessments, analysis
of multiple data sources, interpretation of data, and adjustments to
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instructional planning aligned to elements on REIL observation
instruments.
1.6 Collaborate with REIL Rescurce Professional Development Coordinator to
select, score, and annotate videos for professional development.
1.7Evaluate the effectiveness of REIL professional development.

2.0Ensuring Job-Embedded Professional Development in Partner School
Districts

2.1Design professional development to ensure that teachers and principals
will understand the specific measures of teacher and principal
effectiveness included in performance-based management systems.

2.2Collaboratively design partner district and/or school professional
development plans in alignment to district strategic plans or school
improvement plans with identified support systems to improve instructional
and leadership effectiveness.

2.3Provide coaching and feedback to schools and districts in analyzing the
effectiveness of professional development plans based on student
achievement data and educator evaluation data evidence.

2.4 Provide training to coaches, mentors, and/or peer evaluators to improve
educator effectiveness aligned to REIL observation instruments including
best practices for coaching teachers including building relationships,
setting coaching objectives, establishing and scheduling coaching cycles
and monitoring, instructional analysis, reliable evaluation scoring,
coaching conferences, individual growth plans, PLC facilitation, and site
leadership team participation.

2.5Provide follow-up coaching support to field specialists and district trainer
of trainers on implementation of REIL professional development
workshops and job-embedded coaching support and monitoring systems.

2.6 Design on-going professional development modules to meet the needs of
teachers and leaders based upon results of Learning, Leading and
Coaching Evaluation Instruments.

REPORTING STRUCTURE
A. Supervision Received:
* REIL: TNG Program Director

B. Supervision Exercised: None
QUALIFICATIONS*

¢  Minimum education and/or experience:
» Bachelor’s degree in Education

* Atleast 2 years instructional coaching experience
* Atleast 5 years successful teaching and/or administrative experience

* Other combinations of education, experience, or training that may be
considered in substitution for the minimum requirements:

* Experience presenting and facilitating professicnal development for adult
participants
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Preferred education and/or experience:
*  Master's degree

Knowledge, Skills, and Abilities:

Must possess exemplary knowledge of content and pedagogy with flexibility
to apply in multiple grades K-12

* An understanding of Learning Forward standards for professional
development

* Must be a team player with a willingness to meet school and department
goats and requests.

* Must be willing to take direction and follow through in a timely and
professional manner,

* Must be able to manage time and independently initiate tasks in a sometimes
ambiguous environment

* Must be highly organized and professional in demeanor at all times.

* Must possess a working knowledge of Microsoft Office products including:
Outlook, Word, PowerPoint or Keynote, Excel, Pages or InDesign, and
Internet Explorer.

* Professional development creation and implementation

= Data analysis and communication

* Must be able to interface and collaborate a variety of muttiple schoo! district
personnel on a variety of levels

* Must be able to express complex ideas clearly and concisely in writing and
verbal discourse

Specialized training, certifications, or other special requirements:

* Arizona Class 1 Fingerprint clearance

= Valid Arizona Teaching Certification

* Valid AZ Driver’s License

Preferred special requirements:

Special working conditions:

“Degrees/credits must be from an academically accredited college or university

as recognized by  the U.S. Department of Education (USDE) or the Council for
Higher Education (CHEA)
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Job Descriplion #:

MARICOPA COUNTY JOB DESCRIPTION

VB

REWARDING EXCELLENCE IN INSTRUCTION AND LEADERSHIP: THE NEXT
GENERATION (REIL: TNG)

ADMINISTRATIVE ASSISTANT (PROGRAM DIRECTOR)

MARKET RANGE TITLE: OFFICE ASSISTANT SPECIALIZED
DEPARTMENT: EDUCATION SERVICE AGENCY
DiVISION/SECTION/UNIT: EDUCATION INNOVATION (LOW ORG 3750)
FLSA STATUS: NON - EXEMPT
CLASSIFIED/UNCLASSIFIED: UNCLASSIFIED/CONTRACT

POSITION NUMBER: 68807

FURPOSE STATEMENT

Responsible for assisting in the coordination of duties for the Rewarding Excellence in Instruction and
Leadership: The Next Generation (REIL: TNG) Program Director in support of the program’s goals,
objectives, and activitics. Supports the day-to-day operations and maintains ¢(fective communication for
the Program Dircctor.

PRIMARY INDICATORS/DUTIES:
The Primary indicators/Descriptors include, but are not limited to:

1. Vision & Strategic Leadership
1.1. Supports the REIL: TNG program with implementing strategic plans aligned with
program requirements and Maricopa County Education Service Agency’s (MCESA}
vision, mission, and goals.
1.2. Ensures all interactions both written and verbal are aligned to the REIL: TNG program
and the agency’s vision.

2. Management

2.1. Participates and assists in the administration of program functions and activities.

2.2. Prepares and processes purchase requisitions per county procurement.

2.3. Assists in budget preparation and menitoring.

2.4. Makes travel arrangements for the REIL: TNG program team, including hotel
accommodations, airline tickets, conference registrations, car rentals, itineraries and
maps.

2.5. Establishes, organizes and maintains paper and computerized filing systems.

2.6. Creates and maintains records, files, and associated correspondence in accordance
with records retention requirements.

2.7. Supports the Program Director in the preparation of REIL: TNG Grant reporting
requirements to the U.S. Department of Education.

2.8 Arranges meetings for REIL: TNG Grant and MCESA staff, including facility scheduling

and preparation of calendars, notices, agendas, and materials.
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2.9. Maintains electronic calendar for Program Director including the scheduling of
appointments, meetings, and other special events.

Relationships, Collaboration, & Communication

3.1. Responds to telephone inquiries and directs inquiries to the appropriate staff member.

3.2. Coordinates activities with other County departments, the general public, and outside
agencies,

3.3. Arranges meetings, conferences and civic functions as requested.

3.4. Maintains meeting minutes of REIL: TNG Program and MCESA meetings.

3.5. Maintains staff calendar with REIL: TNG program staff events.

3.6. Reviews, prepares, and recommends content updates for the REIL: TNG website.

3.7. Promotes shared responsibility, teamwork, and continuous improvement.

3.8. Provides backup to other service areas as needed, and other duties as assigned by the
Program Director.

4.1. Supperts the Program Director in the coordination of the REIL: TNG program activities.
Visually verifies and reviews REIL: TNG program materials for accuracy and
completeness.

4.2. Composes routine correspondence; answers, researches, and responds to questions
and inquiries pertaining to the REIL: TNG program and MCESA (e.g., to/from
Superintendents, other district/schoo! personnel, other agencies, consultants, and
vendors).

4.3. Researches and compiles background information from districts and other sources for
the preparation and submission of grant applications.

4 4. Maintains confidentiality as required to effectively support the Program Director.

Political & Social Context
5.1. Supports policies and procedures of MCESA in alignment with the vision, mission, and
goals.

Professional Growth

6.1. Demonstrates personal responsibility for professional learning in support of agency
vision, mission, and goeals.

6.2. Actively participates in formative and summative evaluation of performance and solicits
feedback from others.

Attention to Results

7.1. Follows up on REIL: TNG program and MCESA assignments to determing progress or
the extent of completion.

7.2. Summarizes and prepares analysis of grant activities.

REPORTING STRUCTURE

A.Supervision Received:
* REIL: TNG Program Director

B. Supervision Exercised:
* None

QUALIFICATIONS™

A.Minimum education and/or experience:
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High School Diploma or GED and two years of advanced clerical or administrative
experience,

B.Other combinations of education, experience, or training that may be considered in
substitution for the minimum requirements:

An equivalent combination of education and job-related experience may be
substituted for requirements.

C.Preferred education and/or experience:

Bachelor's degree.
Experience with Federal and State grant programs.

D.Knowledge, Skills, and Abilities:

Strong interpersonal, customer service, written and verbal communication. and
telephone skills.

Ability to create professional written communications for a wide variety of purposes
and audiences.

Ability to coordinate programs and work well under pressure in a multi-task
environment.

Advanced clerical and organizational skills.

Computer Literate: Microsoft Word, Excel, Qutlook, PowerPaint, Publisher, Access &
Internet.

Knowledge of web-based research methods and techniques.
Knowledge of basic governmental procurement practices.
Ability to collect and compile qualitative and quantitative data.

E.Specialized training, certifications, or other special requirements:

Arizona Driver’s License

F.Preferred special requirements:

G.Special working conditions:

*Degrees/credits must be from an academically accredited college or university as
recognized by
The U.S. Department of Education (USDE}) or the Council for Higher Education (CHEA)
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MARICOPA COUNTY JOB DESCRIPTION

REWARDING EXCELLENCE IN INSTRUCTION AND LEADERSHIP: THE NEXT
GENERATION (REIL: TNG)

ADMINISTRATIVE ASSISTANT (ASSESSMENT)

MARKET RANGE TITLE: OFFICE ASSISTANT SPECIALIZED
DEPARTMENT: EDUCATION SERVICE AGENCY
DIVISION/SECTION/UNIT: EDUCATION INNOVATION (LOW ORG 3750)
FLSA STATUS: NON - EXEMPT
CLASSIFIED/UNCLASSIFIED: UNCLASSIFIED/CONTRACT

POSITION NUMBER: 68807

PURPOSE STATEMENT

Responsible for assisting the Rewarding Excellence in [nstruction and Leadership: The Next
Generation (REIL: TNG) assessment team in the coordination of developing valid and reliable
assessments for secure and non-secure interim assessments through supporting the day-to-day
operations and matintaining effective communication.

PRIMARY INDICATORS/DUTIES:
The Primary Indicators/Descriptors include, but are not limited to:

1. Vision & Strategic Leadership
1.1. Supports the REIL: TNG program with implementing strategic plans aligned with
program reguirements,
1.2. Ensures all interactions both written and verbal are aligned to the REIL: TNG program
and the agency’s vision.

2. Management

2.1. Participates and assists in the administration of program functions and activities.

2.2. Prepares and processes purchase requisitions per county procurement.

2.3. Assists in budget preparation and monitoring.

2.4. Establishes, organizes and maintains paper and computerized filing systems.

2.5. Creates and maintains records, files, and associated correspondence in accordance
with records retention requirements.

2.6. Arranges meetings for REIL: TNG Grant and Maricopa County Education Service
Agency (MCESA) staff, including facility scheduling and preparation of calendars,
nolices, agendas, and materials.

2.7. Maintains efectronic assessment calendar.

3.1. Responds to telephone inquiries and directs inquiries to the appropriate staff member.
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3.2. Coordinates activities with other County departments, the general public, and outside
agencies.

3.3. Arranges meetings, conferences and workshops/training.

3.4. Maintains staff calendar with REIL: TNG program staff events,

3.5. Reviews, prepares, and recommends content updates for the REIL: TNG website.

3.6. Promotes shared responsibility, teamwork, and continuous improvement.

Competence & Integrity

4.1. Supports  the assessment team in the coordination of the assessment creation,
dissemination, and collection activities. Visually verifies and reviews materials for
accuracy and completeness.

4.2. Composes routine corresponderice; answers, researches, and responds {o questions
and inquiries pertaining to the REIL: TNG program.

4.3. Researches and compiles background infarmation from districts and other sources.

4.4. Maintains confidentiality as required to effectively support assessment creation,
dissemination, and collection.

Political & Social Context
5.1. Supports policies and procedures of MCESA in alignment with the vision, mission, and
goals.

Professional Growth

6.1. Demonstrates personal responsibility for professional learning in support of agency
vision, mission, and goals.

6.2. Actively participates in formative and summative evaluation of performance and solicits
feedback from others.

Attention to Results

7.1. Follows up on REIL: TNG program and MCESA assignments to determine progress or
the extent of completion.

7.2. Summarizes and prepares analysis of grant activities.

REPORTING STRUCTURE

A.Supervision Received:
* Standards and Assessment Administrator

B. Supervision Exercised:
= None

QUALIFICATIONS*

A Minimum education and/or experience:

® High School Diploma or GED and two years of advanced clericat or administrative
experience.

B.Other combinations of education, experience, or training that may be considered in
substitution for the minimum requirements:

* An equivalent combination of education and job-related experience may be
substituted for requirements.

C.Preferred education and/or experience:
* Bachelor's degree,
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Experience with Federal and State grant programs.

D.Knowledge, Skills, and Abilities:

Strong interpersonal, customer service, written and verbal communication, and
telephone skills.

Ability to create professional written communications for a wide variety of purposes
and audiences.

Ability to coordinate programs and work well under pressure in a multi-task
environment.

Advanced clerical and organizational skills.

Computer Literate: Microsoft Word, Excel, Outlook, PowerPoint, Publisher, Access &
Internet.

Knowledge of web-based research methods and technigues.
Knowledge of basic governmental procurement practices.
Ability to collect and compile qualitative and guantitative data.

E.Specialized training, certifications, or other special reguirements:

Arizona Driver’'s License

F.Preferred special requirements:

G.Special working conditions:

"Degrees/credits must be from an academically accredited coliege or university as
recognized by
The U.5. Department of Education (USDE) or the Councit for Higher Education (CHEA)
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MARICOPA COUNTY JOB DESCRIPTION

REWARDING EXCELLENCE IN INSTRUCTION AND LEADERSHIP: THE NEXT GENERATION
(REIL: TNG)

VIDEOGRAPHER

MARKET RANGE TITLE: MEDIA SPECIALIST

DEPARTMENT: EDUCATION SERVICE AGENCY
DIVISION/SECTION/UNIT: TEACHING AND LEARNING (LOW ORG 3750)
FLSA STATUS: EXEMPT

CLASSIFIED/UNCLASSIFIED: CONTRACT/UNCLASSIFIED

POSITICN NUMBER: 67888

PURPOSE STATEMENT.:

Responsible for supporting the performance-based evaluation system through the technical
production and electronic distribution of video modeling educational settings. Supports the
performance-based evaluation system by:

= Ensuring communication and stakeholder involvement.
= Creating a video repository for professional development.
* Collaborating with stakeholders to determine production schedule.

PRIMARY INDICATORS/DUTIES:

The Primary indicators/Descriptors include, but are not limited to:
1.0 Ensuring Communication and Stakeholder Involvement:

1.1 Produces videos to be included on Rewarding Excellence in Instruction and Leadership:
The Next Generation (REIL: TNG} web page.

1.2 Leads production of video communications including strategy and timeline development,
coordinating design, producing and distributing of finished video products to REIL: TNG
program stakeholders.

1.3 Ensures consistent, accurate, and aligned message and image in video communications
to maintain quality control for all video productions.

1.4 Uses results from REIL: TNG stakeholder feedback to design target video
communications.

2.0 Creating a Video Repository for Professional Development:
2.1 Creates a video bank of teaching and leading in action for training REIL: TNG District
evaluators.
2.2 Reviews literature related to REIL: TNG program goals and strategic branding to ensure
consistent message.
23 Researches, writes, and develops supporting story lines; consults with REIL: TNG
Management regarding specific needs for video productions.

54



3.0 Collaborating with Stakeholders to Determine Production Schedule
3.1 Collaborating program staff to determine priority videos.
3.2 Maintaining an online calendar to communicate availability with program staff.
3.3 Communicating with teachers and administrators the details (date, time, technicat
information) prior to video taping sessions.

REPORTING STRUCTURE

A. Supervision Received:
» Director of Innovative Practices

B. Supervision Exercised:
* None

QUALIFICATIONS:

A. Minimum education and/or experience:
* BA/BS or higher degree in graphic design or multi-media; journalism, communications, or
media production.
= 2+ years video - visual design experience.

B. Other combinations of education, experience, or training that may be considered in
substitution for the minimum requirements:

C. Preferred education and/or experience:
= 7+ years visual design experience.
* 2+ years experience designing complex, information-driven applications.
» Classroom teacher experience.

D. Knowledge, Skills, and Abilities:

* Aportfolio with examples of video - visual design that provide solutions to complex
classroom praclice and a thorough understanding of interaction and video design principles.

° Strong conceptual, design, and production skills.

= Strong attention to details.

= Abllity to communicate conceptual ideas and design rationale,

* Expert level experience with design authoring toals.

* Understand the design implications of fundamental Web technologies.

* Experience collaborating with others on user interfaces and interaction designs.

= Strong interpersonal skills.

* The ability to work well under pressure in a multi-task environment.

* Effective planning, organization, and customer service skilis.

* Ability to gather and analyze data, reason logically, follow written and oral instructions, draw
valid conclusions, and make appropriate recommendations.

E. Specialized training, certifications, or other special requirements:

F. Preferred special requirements:

G. Special working conditions:

*Degrees/credits must be from an academically accredited college or university as

recognized by the U.S. Department of Education (USDE} or the Council for Higher Education
(CHEA)
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Communication Asset Audit

Secial

Reporters/

Primary Tools:

Primary Tools:

Primary Tools:

a7

: Media News Qutlets Staff Parents Community
ADIC NA Arizona Email; internet NA Website
Republic;
Capitol Times . _
BESD YouTube; Arizona Email; Website; auto- Website;
Facebook; Republic; NPR; | newsletters; dialer; newsletters:
Twitter local and website newsletters; special mailers;
national TV coffee-talks; i board meetings
stations ! board meetings |
MCRSD | YouTube; Arizona i Email; phone calls; | Email; phone T Email; phone calls;
Facebook; Republic text messages; calls; text text messages;
Twitter [ website messages; website
: {newsletter) website (newsletter)
E (newsletter}
MESD NA ' NA Email; print & Print newsletter; | Print newsletter;
§ electronic website; board website; hoard
hewsletters; meetings meetings
E weekly calendar;
{ face-to-face
PESD NA News 12- Kim Email; electronic Newsletter; Newsletter;
Covington; employee websites ‘: postcards;
Sara Bresnahan | newsletter i websites
(Lancio
partners) |
RESD NA La Voz; South Email; internet; Website; school i District
' Mountain print & electronic | & district newsletter;
Villager; newsletters newsletter; website
informant school
messenger |
WESD YouTube Republic” - Email; electronic Print newsletter, | Newsletters;
Central City newsletters; face-to-face Postcards
internet meetings (PTO)
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Learning Observation Instrument
Feedback CD”ection and REViSiOI’I Plan T .

This plan outlines the processes that will take place during the 2011-12 school year that will
result in necessary modifications to the Learning Observation Instrument. The revised
Instrument will be implemented beginning with the 2012-13 school year and the resulting
scores will be used as part of the calculation that determines piacement on REIL’s Performance
Award Continuum.

Overview

During the 2011-12 school year, several methods will be employed in order to collect data that
will be considered to inform refinementsfrevisions to the Learning Observation Instrument,
The purpose for making these changes is to: (1) ensure that we have an instrument that
measures effective teaching (predictive validity); (2) ensure our instrument: covers
performance areas most connected to student outcomes; sets high performance expectations;
is clear and precise; requires evaluators to look for direct evidence; and is concise enough for
users to understand thoroughly and use easily (New Teacher Project, 2011); and (3) ensure that
teachers and administrators view the instrument as being able to measure effective teaching
and leading, and that there is alignment to the appropriate standards (face validity).

Process

In order to gather as much feedback as possible and to ensure timely gathering of evidence,
multiple stakeholder groups will be convened to assist in the identification and submission of
potential refinements / revisions for the Learning Observation Instrument.

The methods used to collect and analyze these data will include:

 Structured work group sessions where specific feedback will be gathered (e.qg., district-level
transition teams, cross-district teacher and principal evaluation teams; rubric expert teams,
MCESA review team).

* Survey administration that will determine teacher and administrator perceptions of and
experiences with the REIL Learning and Leading Observation Instruments.

* Focus group interviews with open-ended questions designed to explore perceptions and
experiences of participants.

* Quantitative analyses of observation data.

» Anecdotal data from MCESA staff and the field.
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