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District Advisory Committee
Outcomes

» Review key funding sources for performance-based compensation.

» Engage stakeholders in the development of a performance-based
compensation system.

» Review the HCMS model.
» Define roles and responsibilities of mentor and master teachers.

» ldentify changes needed to current structures and processes (i.e.
contracts/payroll)
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PBCS Grant Requirements

1.

Includes a combination of classroom observations, classroom
performance, and school-wide performance with multiple
evaluators to calculate compensation

Selection of evaluation appraisal instruments for both teachers
and principals

Determination of “Others” included in the PBCS

Selection and development of growth measures for core teachers
in non- tested subjects or grade levels
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~ salary
Augmentation

Performance
Compensation

Salary
Increases Incentive Pay

PBCS FUNDING
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PBCS Funding

Performance Compensation

e (Core Teachers
* Non Core Teachers
e Others




Eligible Participants

Who do we
include as
“Other”?

OTHERS

Directly

CORE

Teachers Teachers impact
teaching teaching students’
tested non- academic
grade(s) tested performance
or grade(s) and
subject(s) or
subject(s) EOH?QE
readiness

-State Assessed -Non-tested -Principals

-Asst. Principals
-Instructional
Leaders

-Resource, Inclusion;
Sp. Ed.

-Self- Contained;
Sp. Ed.
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Performance Based Compensation Systems

Differentiated levels of compensation for effective teachers,
principals and school leaders may include the following:

» Bonus pay based on employment responsibilities and success in
hard-to-staff schools or high need subject areas

» Recognition of skills and knowledge demonstrated through
successful fulfillment of additional responsibilities

» Evidence of professional achievement and mastery of content
knowledge and superior teaching and leadership skills
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Key Components of the PBCS
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Proposed Performance Based Compensation System
Components

School-wide

Classroom - Classroom
>

Observation erformance Performance
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Proposed Performance Based Compensation
System

Components

Classroom

Observation
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Grant Recommendations

Stakeholder Input on Classroom Observations

Evaluation Tool Number of Evaluations

Educator
Effectiveness

Multiple Evaluators

Weight in
Compensation
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Classroom Performance

Purpose of Evaluation

T-TESS is the Texas Teacher Evaluation and Support
System. It is a new teacher evaluation system for
the state of Texas designed to support teachers in
their professional development and help them
grow and improve as educators.

Gauging the effectiveness of teachers requires a consistent focus on how students
respond to their teacher’s instructional practices.
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Texas Teacher Evaluation & Support System

Creating Options for Observation

* Five or more required observations a year
I[=E1e gl o (2E 1 1SR o Four — 50 minute (announced)

and New e One — 20 minute (unannounced)

e Four or more required observations a year
e Three — 50 minute (announced)

-+
Teachers Year 4 e One — 20 minute (unannounced)
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School
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Assistant
Principal
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Performance Based Compensation System

Examples of Calculations for Teachers

PCBS Option 1 Option 2 Option 3
Component O P SW O P SW O P SW
We|ght of Score 50% 30% 20% 40% 40% 20% 40% 20% 40
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Performance Based Compensation System

Examples of Calculations for “Others”

PCBS Option 1 Option 2 Option 3
Component O SW O SW O SW
Weight of Score 50% 50% 50% 50% 50% 50%
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Issues to be Considered

Changes to Current Structures
Number of Required Walk-throughs
Quality vs. Quantity

= W

District Initiatives (i.e. Instructional Rounds, academic
coaching, etc.)

5. Purpose of the Evaluations
6. Collection of Evaluation data
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Proposed Performance Based Compensation System
Components

Classroom Classroom

Observation Performance
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Student Classroom Performance

Student Growth
Value-Added Measures (VAM):

Student
Learning

District Level
Pre/Post
Assessments

Growth
WIEENIEES

Portfolios Objectives

(SLO’s)
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Value-Added Measures (VAM

Research & Best Practice

Tomen Bbeveton Sgmrere
Measures of Student Growth

What is Value-Added Modeling?

VAM = 3 guasi-expermental’ method that wses 3 statwstical moded 10 establssh 3 causal link
between 2 varmble and an outcome. In education, VAM has been used 10 establesh 2 hink between

OvErview

Beginning in the 2047-2012 school year, sppraisal systems in Texas, whether the siate-recommencded

system or s locally develaped system, will need to incude a measure of shudent growth st the individual Soers and the ach o of shadents within their o Vhis snethad of modeling is seen
teacnar izl 8 promeung because o has the potental 10 promote education reform and 10 create 2 more
B accountsbdsty systemn that holds leachers and schools accountshle for the aspects of
What s Student Growth® student leamning that are stinbutable o effective teachng whale not holding teachers and schools
Sturient growth messunes how much = shudent progresses acsdemically during his or her time with 8 accountable for factors outsde of thewr control (e.2., the ol smpect of smus
partiouiar teacher. & takes intn consideration @ shudent’s entering skil level when measuring how much on student lesrmng).
‘the stucent grew over time, snd, 25 oppOsed to msasuring stucent proficiency On &N SsEssment,
stugent Erowth isn't CONCEMeD with whether or ROt 8 Stucent passes 2 particular test of reaches a VAM = scuually 2 flexible set of d spproaches that can many duffierent types
predetermined and uniform benchmark. it considers equally shudents who enber behind grace level, on of models. Some models wie student achaevement 25 an outcome and others use student growth,
\gradie lewel, and beyond grade level, tailoring growth expectations to each student's contest. Some models atiempt 10 lnk seachers 10 student achuevement while other models attenpt 10 lnk
both teachers and schools 1o student achsevement. Althouzh many types of VAM approaches are
By MEBSUTInG ETOWTN, 3 taachar Seveions  better understanding about the scademic impact of his or posuble, this report refers 10 all of these spproaches a5 VAM. There are commuon clements across
her instructional choices. In & formative appraisal process like T-TESS, feedback derived from student these VAM appeoaches that have policy and these ] will be
\Frowth acts as & complimentary phece to-the feedoack Gerived from the appraisal nioric. Whensas the explored m the following sections.
rubric caphunes how the teacher's practics impacts students holisticslly, student growth captures how
the teacher's practics impacts studsrts academically. Vh&l-mmhmﬂrﬂba&-'\“ufa“mmﬁkm
“value-added assesument”™ 1o mclude any method of snalyzing student
How Should Student Growth Dats Be Used? 'M-h’mhmmmkﬁoﬂ-ﬂbm“ﬁmk\dd
Stusiant growth deta shoukd De used just &z obsendation cats and goal-setting and professional learmung * lh:-tu—t'\m-n—nfa«-mlbumvm and there are
development cata are used in T-TESS —as feadbeck that wil helo inform teachers about what worked, ab\wwsyn_hbu\\.\l While there are many “value-added
‘what didn't work, and what they can do to improwe their practice mowing foraand. asevument”™ systems, many of them do not use statistical modelmg 10 compare 3 student's actual
gowth 10 3 level of expected growth (e, one year of academsc achicvement, average student
Studient growth is one meRsLTE in a multiple-messune evaistion system, and the incusion of shusent growth for a school, or some other measuare of expected gowth). Without comparing actusl
\Erowth et i formative evalustion process provides for 8 more complets understancing of the growth 1o some pre-defined level of exp d gowth, a “valucadded ™ svsiom may
impact of instructional and professional practices teachers depioy ower the course of B school pear. not be estumating teacher effectivences. Bocause the foces of thes seport 15 on the estimation of
. - teacher ek P ¥ o the RTTT grant compettioo—only VAM
‘What Are the Four Options for Memsuring Student Growth? ches. and not other “value-added sysems, are considered.

Districts hawe four options for measuring student growh: 1) student learning cojectives (5LOs|; 2]
portfolias; 3| district-lewel pre- and post-tests: and 4) valuz-sdd messures (VAM] for teachers in state-

tested subject. The “Teacher Effect”
Districts are fres 10 ChOSE SRy MERSURE for their tEschErs — no Single massune must be used fors lhtummhmw-hmmpm
pArticuiar rade or sujact [£.7., VAN SoRITE hawe 3 D8 LTan for tenchars of tased grades and e and ocsghinocs L s, drabddy datu, the
subjecks). Districts can aiso use difenent messunss for gifferent graces or subjects. For sxampie, 2
"k metlonds ioh b o o toachers bo wtwacks o (S
ol A b e bt bt T, el et ot oxons. Toachars we oot hired &
_ TEA Student Growth Overview — January 2016 m*-—ﬁﬂ-cb—-wl- e, ks @0 ey cbeen @

s o wlech qae LT o el Ewaale S 7 RO A Guste uTimetal Srtiual was daasta sl 10 higans W
,——m*m&m-—m-‘-—.‘_-m—
A wtte ot dea

s
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Proposed Performance Based Compensation System
Components

School-wide

Classroom - Classroom
>

Observation erformance Performance
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Grant Recommendations

Stakeholder Input on School-Wide Performance

Elementary

Middle School

High School

STAAR Growth

STAAR/STAAR EOC Growth

STAAR EOC Growth

Campus A-F Rating

Campus A-F Rating

Campus A-F Rating

Teacher Retention

Teacher Retention

Teacher Retention

Parental Involvement

Parental Involvement

Parental Involvement

Dropout

Graduation
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Project RISE HCMS/PBCS Model

"

~

) Project RISE
HCMS/PBCS

wRegion One

3
Education Service Center

HCMS decisions such
as recruitment,
hiring, promotion,
etc. will inform
professional

development,
support, etc.

— " Sustainable

PBCS is embedded am HCMS
into the HCMS and 2 3
overall educator
rating (value added
evaluation), student

achievement and 4 N @ — M : Retain Ment0l'
additional factors " ' % . (Compensate/Support) | (CoachiSupport)
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Effective Mentoring

Individual Improve
Relationships Instruction

Teacher
Effectiveness
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Campus Master and Mentor Teachers

» Campus Master and Mentor Teachers will be engaged to guide and
provide ongoing guidance to new, first year, and other teachers.

» To the extent possible, the Project Director and the Campus
Principal will pair a mentor with teachers that teach the same
subject, grade level, or that previously taught the same subject or
grade.

» Selection of Master and Mentor Teachers will be made from the
pool of committed tenured, experienced, degreed (Masters), and
certified teachers at each campus.

» Application, Interview protocols, and Training calenders.




Master & Mentor

Teacher

Master Teacher

Mentor Teacher

Possess 3 years of teaching experience in
the same subject area

Demonstrate knowledge of skills to address
the performance evaluation criteria and
outcomes to be met by mentee

Master’s Degree in content area

Possess positive reference from a current or
recent principal or supervisor

Will collaborate with campus principals to
ensure all students are learning from
effective teachers that demonstrate
mastery in their professional content
work with first time, new, tenured, and
struggling teachers

Create an atmosphere and attitude
conducive to learning

Jointly establishing goals and an academic
achievement plan

Improve pedagogical instructional
strategies and classroom management
practices

Team teach with colleague, demonstrating
model lessons and helping implement
curriculum

Observe and provide peer assistance and
coaching toward meeting teachers
Individual Professional Growth Incentive
Plan (IPGIP) goals

Observe teacher classroom performance
using the evaluation appraisal rubrics and
conducting follow-up teacher conferences

Provide guidance on strong lesson
planning, classroom management, assist
with professional decisions, guide the
utilization of data to improve teaching, and
help develop and implement a curriculum
Paired with teachers that provide
instruction in the same subject, grade level,
or that previously taught the same subject
or grade level.

e



PD activities for Master and Mentor teachers

P - N

e Classroom instruction

Effective pedagogy

Management strategies

New teacher development

Effective communication and collaboration
strategies

Leadership and team-building skills

Test analysis

Establishing standards-based classrooms
Supervision

Minimum
40 hours
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Questions, Comments, and Concerns
Parking Lot




