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ProComp

2006-2007 ProComp Payments

Summary Table — Components and Elements Earning Opportunities

Components [ EEEEE—

Index . Professional Evaluation Market Incentives
$34200 [
Professional Grad Degree/ Tuition Probationary Non-Probationary Hard to Staff Hard to Serve Student CSAP Distinguished
Development Nat. License & Reimburse Position School Growth Expectations Schools
Units Certificates Objectives 3% of Index
sustainable
increase for
Element - 1% Ir_1dex exceed_ing
2% of Index Salary 9% of Index  $1,000 Lifetime 1% of Index Salary 3% of Index Salary 3% of Index 3% of Index  Salary if both expectations; 2% of Index Bonus
Increase Salary Increase Account when rated when rated Bonus Bonus objectives met 3% Index
satisfactory satisfactory 1% Index sustainable
Bonus if 1 decrease for
objective met falling below
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and Frequency proper documents of proper proper delayed at least delayed at least completion of completion of September  on previous year  on previous year
documents documents 1yr 1yr service each  service each based on
month month previous year
Builds pension
and highest Yes Yes No Yes Yes Yes Yes Yes Yes Yes
average salary?
Year 2006-2007 2005-2006 2005-2006 2005-2006 2005-2006 2005-2006 2005-2006 2006-2007 2006-2007 2005-2006

Implemented
Pay-Out Begins 2006-2007 2005-2006 2005-2006 2006-2007 2006-2007 2005-2006 2005-2006 2007-2008 2007-2008 2006-2007



Introduction

Denver Public Schools and the Denver Classroom Teachers A ssoci ation have embarked on
abold journey to create an urban school system second to none.

u  Onethat enablesall studentsto achievetheir full potential in asafe, secure
environment

Onethat builds the most professional and qualified teaching force

Onethat contributesto our vision for agreat city

Onethat mirrorstherich diversity of our community.

Onethat evokes pride and commitment among all of our citizensand stakeholders.

The Professional Compensation System for Teachers, or ProComp, isone of several
education reform initiatives undertaken in recent years by the district in collaboration with
DCTA. Teachers comprise the single most important factor in student achievement and
growth. While curricula, facilitiesand other parts of aschool district are important, we
know that investing in our teaching work force will pay dividends for our students.

cccc

ProComp enablesthedistrict to pay teachersfor their contributionsto student achievement,
their own professional development and their willingnessto take on some of the most
challenging assignmentsor schools. The new system givesteachers opportunitiesto
significantly increase their career earnings and have more control over the course of their
careers.

ProComp is particularly distinctive because the district and the Denver Classroom
Teachers Association worked together to devel op the concept, build and test the
implementation details, and make modifications for continuous improvement.

Nothing as comprehensive as ProComp exists el sewherein the nation, although the system
was designed after studying the strengths and weaknesses of other effortsto create
alternativeteacher pay systems. Many districts and states are studying Denver’s balanced,
results-based approach. Denver has been propelled to the forefront of the educationa
community, and the new system has been the subject of countlessarticlesand research
papersaround the globe.

We are proud to bring ProComp to our educators and look forward to seeing the rewards
for yearsto come.

Overview of ProComp

What makes ProComp uniqueisadesign that identifiesand links the central ingredients
necessary to serve and teach students:

Best practicesin teaching and learning
Toolsand datafor measuring student growth
Knowledgeable and motivated professiona staffs

u
u
u
u Fair evaluation of educators



ProComp hasthree primary objectives:

1. Tolink teacher compensation more closely with the district’sinstructiona goals
2. To reward and recognize teachers for meeting and exceeding expectations
3. To enable DPSto attract and retain the most qualified and effective teachers by

leading Colorado in overall teacher compensation

Eligibility for ProComp

ProComp isavailableto all educators whose job classification isincluded in the Denver
Classroom Teachers Association bargaining unit. All educators hired on or after January

1, 2006, will be hired into ProComp. Teacherswaorking for DPS prior to January 1, 2006,
may decide whether to join ProComp during any opt-in period from 2005 to 2012. For
these educators, the best timeto join depends on severa factors, the most important of
which iswhere they are placed on the traditional salary schedule. Generaly, educators
who areinthe earliest years of their teaching careers or those who have passed Step 13 on
the traditional schedule will benefit most from ProComp. Educators who are on the middle
steps may have greater financia gainsby waitingto join later.

ProComp Components and Elements

Under ProComp, teachers and student servicesprofessionals (SSPs) have four waysto earn
pay increases. by demonstrating the ability to help their students grow academically; by
teaching in challenging schools or taking on hard to staff assignments; by advancing their
own professional knowledgeand skills; and by earning satisfactory performance
evaluations. Detailed descriptions of each component and its elements are provided in
other sections of thishandbook. The following chart identifies the components, elements

and their purposes.

Component

Student Growth

Knowledgeand Skills

Professiona
Evaluation

Elements

Student Growth Objectives
Distinguished Schools
Exceeds Expectations

Professional Devel opment
Units (PDUS)

Tuition Reimbursement
Advanced Degrees
Licenses & Certificates

Evaluation every threeyears
for non-probationary teachers

Evauation every year for
probationary teachers

Purpose

Reward teacherswhose
students meet and exceed
expectations for academic
growth

Recognize and reward
teacherswho continueto
devel op and demonstrate
skills and knowledge for their
specific discipline

Recognize and reward
teacherswho demonstrate
proficient practice through a
professiona evaluation



Market Incentives Hard-to-Serve Schools Attract and retain teachers of
Hard-to-Staff Positions demonsirated accomplishment
todesignated assignmentsand
schools

Thisfour-part system has three major benefits to teachers.

1. Baance: It ensuresthat no single component, including student growth, hasan
unreasonabl e effect on ateacher’s compensation.

2. Opportunity: Teacherswill be ableto increasetheir salariesfaster and riseto a
higher level of compensation over time.

3. Accountability: Elementsin the new system are more closely tied to factors that
increase student achievement.

Student Growth

One of the most important opportunitiesin ProComp comesthrough the annual
objective-setting process where each educator sets two objectivesin collaboration with
their principal, manager or other supervisor. I1f ProComp teachers meet one objective,
they earn 1% of theindex asabonus. If they meet both objectives, they earn 1% of the
index asapermanent part of their salary.

The second way they can earn money under the Student Growth Component usesthe
Colorado Student Assessment Program (CSAP) asayardstick. Becausethe CSAPis
only administered to selected grade levels, thetest isnot applicableto all teachersasa
meansto earn money. ProComp teachers who meet the requirements (see Section 4C
of this handbook), earn 3% of the ProComp index.

The third way that teachers can earn an increase under the Student Growth Component
isby working in adistinguished school. The definition of a distinguished school and
the requirementsfor this element are explained in detail in Section 4. All teachersand
SSPsin adistinguished school who are in ProComp receive abonusof 2% of the
index.

Knowledge and Skills

Thiscomponent has three e ementsfor which ProCompteachersand SSPscan earn
additional income: professional development units (PDUs), graduate degrees, national
certificates/licenses, and tuition reimbursement. These e ements encourage teachers
and SSPsto continually improvetheir craft and apply new capabilitiesto enhance
student learning. Thefollowing isashort synopsis of the three elements. For more
detailed information, see Section 5 of this handbook.

ProComp educators can earn 2% of theindex for one professiona development unit, an
approved learning plan that requires them to acquire, demonstrate and reflect on anew
skill or information. Educators may be paid for onesuccessfully-completed PDU each
year. A second PDU can be earned in the same year and banked for payment in the
following year.



Thetraditional salary schedule enables educatorsto advance on the salary ladder by
earning advanced degrees, certificationsand licenses. ProComp offersan increase of
9% of the index for these accomplishments.

The third el ement, tuition reimbursement, gives ProComp members $1000 to spend
over the course of their DPS career for university courses, conferences and other
approved external learning opportunities.

Comprehensive Professional Evaluation

Non-probationary teachers (who are evaluated every three years) earn 3% of theindex
when rated satisfactory. Probationary (new) teachers, who are evaluated annually in
their first years of employment, earn 1% of theindex for each satisfactory evaluation.

Market Incentives

The Market Incentives component enables DPSto offer afinancia incentive to
teacherswho are willing and digible to work in the most difficult to serve schoolsin
thedistrict or in the most difficult to staff positions. Both the “ hard-to-serve” schools
and “ hard-to-staff” positionsareidentified by aclear set of criteriaestablished by the
ProComp Transition Team. ProComp teachers may receive one or both incentivesif
they areeligible. Each paysabonus of 3% of theindex . For more information, see
Section 7..

Sustained Increases and Bonuses Under ProComp

Two typesof salary increases can be earned under ProComp: asustained (permanent)
increase or aone-time bonus.

Permanent increases are paid for the following:
Achieving two student growth objectives
Earning a professiona development unit (PDU)
Receiving asatisfactory professional evaluation
Earning advanced degrees
Earning approved advanced licenses or certificates (aslong asthey are maintained
and current)
Exceeding expectationsfor student growth on CSA P scores (unless student growth
on CSAPfalls below expectations after receiving an increase)

Bonusesarepaid for:
Achieving one student growth objective
Market incentives (working in hard-to-serve schools or hard-to-staff positions)
Working in adistinguished school

Educators who are interested in joining ProComp are encouraged to experiment with the
Salary Estimator that can be found on www.denverprocomp.org. They aso can make an
appointment with arepresentative from Human Resourcesto estimate their starting salary
under ProComp.



History

One of thelong-discussed reform movementsin education isthe creation of performance
based salary systemsfor teachers. For many valid reasons, teachers and unions have been
opposed to most of theideas. 1n 1999, DPS and DCTA were deadlocked about a
performance salary system. Both sides compromised by agreeing to create aPay for
Performance Pilot (PfP) that would assess whether student achievement could beimproved
by paying teachersfor meeting objectives.

Under the Pilot, teachers earned $750 for meeting one objective and $1,500 for meeting
two. Technical assistance and an evaluation were provided by the Community Training
and Assessment Center (CTAC) from Boston. After only two years, CTAC noted a

rel ationship between high quality teacher objectivesand student growth. It was apparent
that student growth could be one component of anew salary system, but should not bethe
only means of compensating teachers.

Since student learning is affected most by the capabilities and skills of teachers, DPS and
DCTA agreed that any new salary system should include significant incentivesfor teachers
to continue to devel op their professional skillsand knowledge. . They further agreed that
professional devel opment would be especially valuableif it addressed specific needs of the
district or the educator’ sparticul ar students.

In 2002, the Joint Task Force on Teacher Compensation was formed to include an equal
number of teachers and administrators, plustwo community leaders. The Task Forcefirst
undertook ayear of research and study to learn what makes agreat salary system. Then
they spent another year designing the framework for ProComp. That framework was
rolled out in the fall of 2003 and voted into place by members of the Denver Classroom
Teachers Association and the Board of Education in March, 2004. Since that time,
hundreds of teachers, student services professionals and administrators have collaborated
to create the vast details necessary for asmooth implementation.

In November 2005, Denver voters approved an increase in the mill levy, adjusted for
inflation, to raise an estimated $25 million each year to fund ProComp. The money raised
isplaced in atrust fund (explained in Section 10 in this handbook) whereit will be used to
pay ProComp elements and related expenses. The system was designed with afinancial
model that ensuresthelong-term financial viability of the system



2. ProComp Payments

Overview

Salary increases earned through the ProComp salary system are made either asa sustained
or permanent increase or asaone-time bonus. The paymentsfor the various ProComp
components and elements are made according to the design of the element and how it
functions. Most of the ProComp payments are paid in monthly installments, prorated over
12 months.

Some paymentsare regularly scheduled through the payroll department, while others are
initiated by the employee with proper documentation provided by the employee. Saary
increase and employee information change forms are posted in Section 11 of thissection.

The paymentsfor al elements, except tuition reimbursement, are based on a percentage of
anindex that is negotiated by DPSand DCTA. The percentages paid for each element do
not change unless negotiated by DPSand DCTA. Tuition reimbursement pays atotal of
$1,000 over the course of an educator’s career.

The payments for the majority of ProConp elementsbuild toward an educator’ spension
and highest average salary. Payments made for tuition reimbursement do not build toward
pension or highest salary.

2.A Student Growth Payments

Student Growth Objectives

DPS educators are paid through ProComp for objectives they meet during the contract
year. Each teacher and SSP sets two objectives. If both are met, the educator receivesa
salary increase of 1% of the ProComp index. If only one objective is met, the educator
earns aone-time bonus of 1% of theindex.

Paymentsfor meeting student growth objectives are regularly scheduled and do not need to
beinitiated by the employee. Principalsor managersreport to payroll whether objectives
aremet. Payroll then computes pay increases for the educators who are in ProComp. The
payments are prorated over 12 months, starting in September, based on how many
objectiveswere met the previousyear. Complete information and guidelines for student
growth objectives are listed in Section 4A.

Paymentsfor objectives are spread over 12 months, starting in September after the school
year in which they are met.

Distinguished Schools

All educators who work in adistinguished school are eligibleto receive apayment valued
at 2% of theindex. Distinguished schoolsareidentified every autumn, based on data
gathered about the previous contract year. Payment is made each month over a 12-month
period beginning in January and retroactive to September. Educators do not need to



initiate any paperwork to receive their paymentsfor distinguished schools. The payments
are generated through payroll for teachers and SSPswho served in the schools from data
submitted by the Planning, Assessment and Research (PAR) Department.

Detailed information on the qualificationsfor distinguished schoolsislisted in Section 4B.

2.B Knowledge and Skills Payments

Professional Development Units

Employeesarepaid for one professional development unit (PDU) per year, though the
educator may completeaPDU and “bank” or saveit for up to two years. Educators
receive an increase equal to 2% of the index salary for each PDU they complete, after peer
review of the three components: study, reflection and demonstration. They must initiate
the procedure and submit the proper documentsto get proper approval for each PDU

before payment can be made. Detailed information on qualifying for payment for aPDU is
found in Section 5A of this handbook.

The payouts for PDUs begin in the 2006-2007 contract year for educatorsin ProComp,
once proper documentation is approved. Payment occurs at the completion of the work.
The employee does not need to initiate the payment process. The PDU administrator will
report to Payroll the records of completed PDUs. Payment for PDUs build pension andare
counted toward final average salary.

Tuition Reimbursement

Tuition reimbursement is alifetime account of $1,000 for DPS educators. Payments may
be made at any time during an educator’s career and may be used all at once or spread out
over multipleyears. The payments areused for feesfor classes, professiona conferences
or other developmental opportunities. Educators receive the reimbursement upon
submission of proper documents and their approval. Guidelinesfor using tuition
reimbursement and further details on payment procedures are provided in Section 5B of
the handbook.

Thetuition reimbursement el ement of ProComp was one of thefirst elementsto bepaid,
taking effect in the 2005-2006 school year.

Procedures to Apply and Receive Payment
There are several guidelinesfor payment under the tuition reimbursement plan:

1. Educators first must share their plans with their supervisor or administrator before
beginning the study for which they want reimbursement. Thiscommunicationis
documented by the supervisor’s signature on the Tuition Reimbursement Proposal
and Request Form (see Section 11 of thishandbook).

2. Theplan of study must improve practice in their current or proposed assignment
and it must involve quality training through a higher education facility or a
recognized professional association



3. Thereimbursement may be applied to work the teacher isalready doing for
ProComp, such asthe study required for a Professional Devel opment Unit

4. Study must be completed before reimbursement can beinitiated, and it needsto
have been finished with agrade of C or better. If the classispass/fail, then the
only acceptable gradeis*“ pass.”

Oncethe educator completes the study satisfactorily, he or shefollows certain procedures
to receive the tuition reimbursement:

1. Documentation isshown to the supervisor that indicates successful completion of
the professional development activity, such asan official university or college
transcript or certificate of completion. The supervisor signsthe Tuition
Reimbursement Proposal and Request Form.

2. Theeducator submits the original documentation to Payroll/Business Services.
Documentation must include:

a. Officia university or collegetranscript or certificate of completion

b. Receptsfor what isto be reimbursed (cancelled checks, credit card
receipts, etc.). Acceptable expensesinclude tuition, registration and books.
No parking costsor similar fees are covered

c. Thecompleted Tuition Reimbursement Proposal and Request Form

3. Theeducator keeps acopy of thedocumentation and should also give oneto the
supervisor.

4. Oncethe payment is made, the paperwork isfiled in the employee’ s personnel file
in Human Resources

Please note, the supervisor who makesthe final sign off needsto be the same person—or
that person’s replacement—who first approved the course proposal, athough thereisno
time limit on when the courses are taken and presented for reimbursement.

Graduate Degree and National Licenses and Certificates

Employeesin ProComp earn 9% of the ProComp index for an advanced degree. In order to
receive compensation, the educator must compl ete the Request for Salary Advance portion
of the Employee Information Change Formthat is available on the Payroll and ProComp
websites. Alsorequiredistheofficia transcript clearly indicating the degree conferred and
the date of the degree. Payment begins on the next scheduled payday that is at least 25
days after the educator has properly submitted all required documentation to the
Department of Human Resources.

Teachers and counselors who earn aNational Board for Professional Teaching Standards
(NBPTYS) license receive asdary increase equal to 9% of theindex under ProComp.
Teachers may complete more than one NBPTS license and receive an additional salary
increase of 9% aslong asit isrelevant to their current or proposed assignment. This
licenseisavailablein several subject areas.

A number of advanced licenses and advanced certificates held by student services
professionals have al so been approved for an increase equal to 9% of theindex. The
distinction “ advanced certificate” isimportant. Extracompensation isnot provided for



licensesand certificatesrequired for employment. A list of licensesis provided in Section
5C.

Procedure to Receive Payment

To be compensated for an advanced license or advanced certificate, an educator must
complete the Request for Salary Advance portion of the Employee Information Change
Formthat isavailable on the ProComp and Payroll websites. (acopy of theform is posted
in Section 11 of this handbook). Attached to the form should be a copy of thelicense or
certificate clearly indicating the name of the licensee and the effective dates of the license
or certificate.

Educators are compensated for advanced licenses and advanced certificatesrelated to their
current assignments. Employees who change to an assignment unrel ated to the license or
certificate are no longer be entitled to this ProComp incentive.

Salary Decreases for Failure to Renew a License

If an employee received asalary increase for acquiring an advanced license or certificate
and failsto renew that license or otherwise causesthelicenseto lapse, the enployee loses
that salary increase. Theamount lost isthe same percentage as awarded when thelicense
was obtained, only it iscalculated on the index in effect at the time the license lapsed.
Saary isreduced on the next scheduled payday following the expiration of the license.
The saary increaseisrestored at the same percentage once the licenseisrenewed; but it
will be calculated on theindex in effect at the time the proper renewal documentationis
submitted to the Department of Human Resources.

2.C Professional Evaluation Payments

Non-probationary teachersand student servicesprofessionalsare evaluated every three
years, and those who are given a satisfactory rating receive a payment equal to 3% of the
ProComp index. Probationary employees are given annual evaluations. They receivea
payment of 1% of the ProComp index if they receive asatisfactory evaluation.

These paymentswill be scheduled through payroll, without any initiation by the employee,
and are prorated over a 12-month period. The paymentsbuild pension and highest average
saary.

2.D Market Incentives Payments

Thecriteriato be paid for Market Incentivesare clearly spelled out in detail in the Market
Incentives section. (Section 7) These payments are regularly scheduled and generated
through payroll, though someitinerant employees who serve severa schoolswill haveto
document their time and payment amountsin logs. The payments are paid in monthly
installmentsto educators who servein ahard to staff positionsor work in hard to serve
schools. Educators who qualify for either Market Incentive will be paid 3% of index
salary for each month they servein the eligible school or position.

10



Thedigible hard-to-staff positions are listed in Section 7A and the hard-to-serve schools
for the current year arelisted in Section 7B. Both the positions and schools may change on
an annua basis, though once schools are placed on thelist of hard to serve, they will

remain there for three years. If schools are renewed as hard to serve, they will be on the
list for another three years.

Market incentives was the first ProComp component to begin issuing payments. Educators
who signed up for ProComp in thefirst opt-in window began receiving M| payments,
retroactive to September 2005, in January 2006. These regularly scheduled payments
build pension and are counted toward the highest average salary.

Contacts Not Eligible for Compensation

Some servicesare not continuously provided to the same student but are, rather,
intermittent by their nature. The following activities are not eligible for market incentive
compensation:

u Periodicvisits
Brief or time limited consultations (not continuous )
Intake

Infrequent care or services (not continuous)
Intermittent analysis

cccc

Teachers in Residence

Teachersin residence (TiRs) are normally hired into DPS at a salary below that whichis
paid to aregular teacher. The TiR program is designed to give an employee who isNCLB
gualified in acontent areaacourse of study to become alicensed teacher with full
credentials. ProComp offersteachersin residence the incentives available to any other
teacher, plus araise to 5% of the index when they completethe TiR program, if they were
hired at asalary below that of aregular teacher. Educatorswho entered the program on the
regular salary scale arenot eligible for the 3% increase.

TiRswho are hired into DPS after January 1, 2006 are automatically in ProComp and
eligible to receive the program benefits, including tuition reimbursement for any classes
they might be taking.

Application for Salary Increase

Teachersin resident who complete the TiR program may apply for asalary increase by
submitting an Employee Change Form to payroll. They must aso include an official
transcript from Metropolitan State College indicating completion of the program and a
copy of their Professional Teaching License, issued by the Colorado Department of
Education. See Section 11- Forms for Employee Change Form.

11



Traditional Salary Schedule

For educators who chose not to opt into ProComp during the available windows, the
traditional salary schedulewill remain active. 1t will not be discontinued until all teachers
and SSP' swho might have been paid through it originally have either left the district or
retired. Thisappliesonly to employeeswho were hired prior to January 2006. All

educators hired after ProComp went into effect in January 2006 will be placed into the
ProComp system.



3. Belonging to ProComp -- Opting Into the System
Overview

All teachers and student services professionals (SSPs) who are covered by the DCTA
bargaining agreement are eligibleto join ProComp. Membershipin DCTA isnot a
requirement. Teachersand SSPshired after January 1, 2006, automaticaly are placed in
ProComp when they begin work at DPS. They do not need to go through the opt-in
process. Only educators who were employed by the district before January 1, 2006, can
choose when to join ProComp. Joining the system isnot arequirement of these existing
teachers.

The opt-in procedureisintended to give teachers and SSPs ample opportunity to decideif
they want to become part of ProComp or if they would rather remain in thetraditional
salary system until their retirement or until they leave DPS. Thisenablesal teacherswho
were part of that previous pay system to determine the best timeto join ProComp, if at all,
over the course of their DPS career.

The last opportunity to join ProComp is during the opt-in window held during 2010-2011
contract year. Educators who join then will be placed in ProComp beginning with the
2011-2012 school year.

A persona opt-insalary estimator has been designed to help educators decide if their
earnings potential improves under the new system or if they might achieve more favorable
salary resultsby remaining ontheold salary schedule. Some veteran teachersand SSPs
may find that they benefit more by waiting to opt into ProComp.

ProComp will run concurrently with the traditional salary system that will remain in effect
until thelast teacher init retires, leaves DPS or choosesto join ProComp.

Opt In Dates

Teachersand SSPshave atotal of seven opt-in windows over atota of six yearsto opt into
ProComp. Thefirst two opt-in windows were held during the 2005-2006 contract year.
Beginning with the third opt-in window, educators will have approximately six monthsto
assess and decide whether to join ProComp for the following contract year. .

Opt In Window Placed into ProComp
1. Nov. 11 - Dec. 31, 2005 2005-2006 contract year
2. Feb. 1- March 31, 2006 2006-2007 contract year

3. Dec. 1, 2006 — June 30, 2007 2007-2008 contract year
4. Nov. 1, 2007 — June 30, 2008 2008-2009 contract year
5

. Nov. 1, 2008 — June 30, 2009 2009-2010 contract year

13



6. Nov. 1, 2009 — June 30, 2010 2010-2011 contract year
7. Nov. 1, 2010- June 30, 2011 2011-2012 contract year

Salary Placement and Opt-In Procedures for Existing Educators

The ProComp salary plan was designed to ensure that DPS teachersand student services
professionals will not lose any income by choosing to move from the traditional salary
scheduleinto the new salary system. Although educators who join ProComp forego step
and lane increases, aswell aslongevity, they gain the opportunity to earn money through
ProComp’s four main components.

Under the ProComp agreement, theinitial salary for existing DPS teacherswill be their
current rate of salary under the Master Agreement. Before going into ProComp, educators
will attend a salary setting meeting to discussthe comparative advantages of remaining on
the salary grid or joining ProComp.

Existing educators are able to join ProComp during one of the seven annua opt-in
windows. Sometime during that period, they must have aface-to-face meeting with a
Human Resources representative. This personalized approach is designed to accomplish
two very important goals: 1.) Addressany questionsor concerns; and 2.) establish an
accurate starting salary under ProComp. To scheduleasalary-setting meeting, call 720-
423-3900.

Annua salary in ProComp builds from the entry point forward after theinitia salary has
beenset. Cogt-of-living increases are given to ProComp memberswhen DPSand DCTA
negotiatethe Master Agreement.

Educators who are interested in joining ProComp also are encouraged to visit the Personal
Opt-In Estimator available at www.denverprocomp.org. Using information provided by
each individua, the computerized program provides arough estimate of an educator’s
projected earningsfor thefirst year or over time. The calculator isahelpful tool to
compare earnings under thetraditional salary system to those possible under ProComp.
These projectionsare considered to be broad estimates only, and actual futureincome
amountswill depend on many factors and contingencies.

Once an educator has had a salary-setting meeting, he or she compl etesthe opt-in process
on-line at www.denverprocomp.org. Thisfina step must be completed before midnight on
thelast day of the opt-in window. Once an educator hasjoined ProComp, he or shehasa
72-hour window to revoke the decision. When the 72-hour window ends, the educator is
officialy part of ProComp and cannot go back to the traditional system at any point in the
future. An educator who rescindsthe original choiceto opt-in within 72 hours must wait
until the next year’s opt-in window to join again.

14



Salary Placement for Incoming Educators

Teachershired into DPSfor thefirst time after January 1, 2006, automatically are placed
into the ProComp salary system. The starting salary for first-time teachersisbased on
their education and experience. Thosewith abachelor’s degreereceivethebasesalary in
thetraditional system. The starting salary for teacherswith experienceisthe sameas it
would be under the traditional salary systemand isbased on level of education and years
of experience.

15



4. Student Growth Component

Overview

The mission of Denver Public Schoolsisfor al studentsto have the knowledge and skills
to be contributing citizensin our diverse society. One of the primary goals of the
Professional Compensation System for Teachersisto link teacher pay to thedistrict’s
instructional mission. The student growth component contains three elementsthat reward
teachersfor raising the achievement or growth of their students:

u  Student Growth Objectives

u  Digtinguished Schools

u  Exceeding Expectations on the CSAP

Philosophy

In developing the ProComp system, the DPS-DCTA Joint Task Force on Teacher
Compensation was careful to incorporate safeguards to ensure that such pay rewardswere
fair and equitable.

A key factor in ensuring fairness in measuring achievement istying rewardsto student
growth over time, not the achievement of studentsonasingleday. Thisapproach ensures
that all teachersare eligiblefor the incentives without regard to the socio-economic level
of their students.

Compensation increases that are based on growth of students over timetruly reward the
educator for the value he or she has added while a student isin the teacher’ s classroom or
whilethe student isbeing served by a student services professional.

4.A Student Growth Objectives

Rationale

Objective setting isagood instructional practice that contributesto higher student
achievement. Teachers and student services professionalswho carefully assess what their

students need, and then design instruction to meet those needs, are much more likely to be
successful.

During the Pay for Performance Pilot, research by the Community Training and Assistance
Center (CTAC) of Boston found that teachers who set the highest quality objectives had
studentswho made statistically significant gainsin student achievement.

The objective-setting process not only provides an instructional focusfor the teacher, it
also prescribesarolefor the principal to collaborate with teachers and to monitor progress
throughout the year. This collaboration and monitoring improves decision-making and
provides an opportunity to make course correctionsif the strategiesinitially chosen are not
producing thedesired results.
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By using astructured processto set student growth objectives, teachers will usestudent
achievement datato make instructional decisions. During the objective-setting process,
teachers assess student capabilities through a pretest at the beginning of theyear. They set
growth targetsfor their students and select the learning content and instructional strategies
they will useto meet those targets. Theresults of apost-test at the end of the teaching
period (semester, nine weeks, year) will determine whether the objectives have been met.

All DPSteachers and student services professionals are expected to set two student growth
objectives each year. Only ProComp membersare paid for meeting them. Denver Public
Schools has devel oped online support and ahandbook to assist educators with objective-
setting through guidelines and sample objectives. The handbook and forms can be found
at MyDPS, aspecial work placeon the DPSportal that can be found by going to the
“Staff” page from the DPS home page and clicking on the MyDPS link on the top of the

page.

Types of Objectives

Hementary classroom teachers are expected to write one objective addressing student
growth in reading and onein math. Art teacherswrite objectivesfor their content aress.
Library media specialists write objectives designed to affect achievement intwo aress. 1)
information literacy and technology proficiency and 2) attainment of literacy/literature
appreciation skills.

Secondary teachers write objectives according to the subject they teach. For example,
career and technology education teachers write one objectivefocusing on student growth
within the course content area and one objective focusing on a specific subgroup (one
class, one section of aclass) or an objective focused on student growth within aspecific
unit of the content area.

Student servicesprofessionds (SSPs, such as nurses, counselors and audiol ogists) write
objectives addressing a department goal and another addressing agoal in the school
improvement plan, ateam goal, adistrict-wide goa or asecond department goal.

Timeline

In any school year, there are three major milestonesin the objective-setting process:

1. Fal — Educator setsthe objective and discussesit with the principal or manager, who
must accept it (September-November)

2. Mid-Year — Teacher and principal review progress toward meeting the objective with
an eyeto making adjustments where necessary (January). Adjustments can be made
until the Friday before Spring Break.

3. Spring— Teacher or specialist and supervisor meet to review whether the objectivesare
met; then the principal or manager submitsthe decision electronically.

The information isforwarded to payroll. Thedataisalso compiled by school and system-
wideto track progresstowards district goals.
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Payment for Objectives

Each teacher and SSP setstwo objectives. If both objectives are met, the ProComp
educator receivesasalary increase of 1% of the index. If only one objectiveis met, the
ProCompteacher receives the award as a one-time bonus.

The principal or manager reports whether objectivesare met. Thisdecisionis
communicated to payroll to compute pay increasesfor teachers and speciadistswho arein
ProComp. Theteacher or SSP does not need to initiate the payment.

Paymentsfor objectives are spread over 12 months, starting in September after the school
year in which they are met.

Objective-Setting Checklist

The seven-point checklist now used for setting objectiveswas devel oped during thefour-

year Pay for Performance Pilot by the PfP Design Team with input from pilot schools and

with technical support from CTAC. Thisresearch effort determined seven factorsthat are

critical to developing high quality objectivesthat are, in turn, associated with increasesin

student achievement. These seven factors have been refined into a checklist that includes

several indicatorsfor each successfactor. The seven factorsare:

Rationale - Why that particular objective was chosen

Population - Which students the objective addresses

Interva of Time —Weeks, quarters, semesters, school year

Assessment used to measure whether the objective was met (pre- and post-data)

Expected gain or growth made by the students; thisisthe heart of the objective

Learning content - The academic skills, behavior or attitudesteachersaretrying to

support, based on needsidentified in the baseline data. Includesrealistic persona

goal-setting and problemsolving strategies.

u  Strategies - Teaching methods or interventions by service professionalsto be used
to achieve the objective. Include one-on-one contact, home visits, referral to extra-
curricular activities.

cccccc

The Checklist for Development of Objectives (Figure 1) provides more detail.

Sample Objectives

The student growth objective handbook contains sample objectivesfor awide array of
teaching positions and specialist assignments. Examples of objectives are:

u  80% of fourth grade students attending 85% of thetime will show again of at least
one proficiency level on the Everyday Mathemati cs end-of-year assessment.

u  80% of sixth grade students attending 85% of the time will gain 80 points of the
Scholastic Reading Inventory (SRI).

u By theend of the eighth grade Life Management course, 80% of studentswith an
85% attendance rate scoring in the non-proficient category on the pre-assessment
will scorein the partially proficient or proficient category on the end-of-course
assessment rubric.
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u  Literacy and math coacheswrite objectives based on teacher growth resulting
from professional development and measured by district best practices. Example:
80% of new teachersin the building will move from arating of “Developing” to
“Effective” on at least two of the*Big Ideas’ components of the Reading
Workshop Best Practices document.

For student services professionals-

u  80% of all studentswho fail and/or are absent for the vision/hearing screening will
have completed follow up by the school nurse.

u  Itinerantswith acaseload of 55 students— 75% of those students with average
daily attendance rates of 30 to 50% will improve their attendance by 10% or more
by the end of the school year.

Assessments

Assessments are thetests or other methods used to measure student growth over time.
Assessments should measure the learning content of the objective and be closely tied to the
curriculum. Teachersand speciaistsareto select DPS-approved assessments, when
available, that reflect what students are expected to learn in the courses they teach.

Some teachers have access to district-devel oped assessments or commercialy available
measurement tools. For other gradelevelsand courses, teachers must develop their own
assessmentsto measure progressin the content area. Examplesof assessmentsinclude:

Developmental Reading Assessment (DRA)

Language Assessment Scales (LAS)

| nteractive Mathematics Program

Evaluacion del Desarrollo de Lectura (EDL)

Connected Mathematics Program A ssessments

Scholastic Reading Inventory (SRI)

Student grades, teacher and student interviews, and data from tracking formsfor
special education student objectives

Infinite Campus and classroom attendance data, report card data (Itinerant team
goa of improving attendance)

u  Immunization tracking logs for nurses working towards 100% compliance with
state immunization laws

ccccccc
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4.B Distinguished Schools

Overview

The distinguished school s element rewards faculty members in aschool that has exhibited
distinguished performance, with the exception of employeeswho arereleased for cause
during the school year being evaluated. Similarly, teacherswho retire will not be paid the
bonus as they will no longer on the DPS payroll.

The criteriafor distinguished schoolsinclude student achievement as measured by the
Colorado Student Assessment Program (CSAP), student attendance and parent satisfaction.
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While other student growth elements recognize individual teachersin their successwith
their students, the distinguished schoolsincentive recognizes the power and value of entire
schools working collaboratively to improve student achievement.

Rationale

The distinguished schoolsincentive is needed because:

u  Successful schools are not systematically recognized, rewarded or celebrated in
DPS

u  Thereareno direct rewardsfor teachers at schoolsthat succeed, through planning
and implementation, on their school improvement plans

u  Nether School Accountability Reports nor Colorado’sguidelinesfor Adequate
Y early Progress (AY P) provide an adequate picture of school performance

u  Neither measure takesinto account student growth, academic achievement on
measures other than CSAP, or performance in areas outsi de academic achievement
in asystematic manner

Purpose
The distinguished school isdesigned to achieve several objectives:

u  Torecognize and reward ProCompteachersin schoolsthat meet or exceed district
expectationsfor student growth, student attendance and school satisfaction

u  To encourage school improvement planning to be better aligned with district, state
and federal indicators of success

u To reward collaborative behavior within school sto meet school and district goals

u  To evauate school performancein amanner that isboth more useful when
planning school improvement and more balanced than state or federa systems.

Foundational Principles for Determining Distinguished Schools

The ProComp agreement specifiesthat the Digtrict and DCTA will use amutually agreed
upon and annually reviewed method to measure school performance. This method has
been devel oped by the Transition Team and isbased on technical specifications and meets
thefollowing standards:

u  Themethod shall include multiple measures of school performance

u  Themethod shall include substantially moreinformation on student performance
than Colorado School Accountability Ratings or Adequate Y early Progress, and
shall include measuresthat show student growth based on two consecutive years of
data

u  The method shall include student performance datafrom sourcesother than the
CSAPtest

u  Themethod shall include data other than student test scores, including but not
limited to data gathered from school satisfaction surveys and student attendance.

Criteria for Distinguished Schools
DPSand DCTA worked together to create six criteriathat are used each year to sel ect
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distinguished schools. The academic achievement criteriain thisincentive are based on
Colorado Student Assessment Program (CSAP) data cal culated by the Colorado
Department of Education. The School Accountability Report index and the three growth
measures derived from it represent student performance datafrom athird party using
assessments based on state standards.

School Accountability Report (SAR) index (achievement level)

SAR improvement index (growth over two years school-wide)

Attendance rate (based on 95% of days students are enrolled)

Parent Satisfaction rate (measured by district surveys)

Beat the Oddsindex (achievement growth for disadvantaged schools)
Student Growth Index (growth by individual student on two annual scores)

Ok wWNE

Payment for Distinguished Schools

All ProComp educatorsin adistinguished school are eligibleto receive apayment valued
at 2% of theindex. Distinguished schools areidentified every autumn, based on data
gathered about the previous contract year. Payment is made in January retroactive to
September and monthly theresafter. For moreinformation on paymentsfor the
distinguished school s element, please see Section 2.

4.C Exceeds Expectations

Overview

The Exceeds Expectations element rewards ProComp teachers whose students’ growth
exceed the expected norms on the Colorado Student Assessment Program (CSAP).
Because the element isbased on growth from the previous year, it isavailable only to
teachersin 4" through 10" grades in math and language arts.

Rationale
The exceeds expectationselement is needed for avariety of reasons:

u CSAPisahigh priority for federal, state and local accountability

u CSAPdatafunctionsvery differently from datain teacher objectives and therefore
requires aseparate system for recognizing teachers.

u  There are also different expectations for teacher who work in the CSAP
environment.

u Teachersare not rewarded individually for the growth of their studentsas
measured by CSAP anywhere elsein the ProComp system.

u It can provide anincentiveto eligible teachersto meet or exceed statistically
rigorous expectationsfor student growth, as measured by CSAP.

Payment for Exceeds Expectations

The exceeds expectations element pays a sustainable salary increase of 3% of the ProComp
index. ProComp teachers continueto earn theincrease aslong astheir students' growthin
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CSAP meetsor exceedsthe expected growth pattern. If their studentsfall below the lower
limit of the standard range, the teacherslose theincrease. They only lose the amount if
they have earned an increasein the past. Paymentsare regularly scheduled and are paid
over 12 months starting in the fall, based on student growth inthe previousyear. Thefirst
payments will begin in the fall of 2007-2008 contract year, based on the two previous

years of data.



5. Knowledge and Skills Component

Overview

Research showsthat teachers have the greatest impact on student learning because they
have the closest contact with pupils on an ongoing basis. To addressthe complex and
shifting needsthat students bring with them to the classroom, teachers need to continually
honetheir skills. Professional development and growth isahallmark of professionalismin
every field. Denver Public Schoolsand DCTA encourage and provide avenuesfor
teachers and student services professional sto expand their expertise and skillsasthey
progress through their careers.

For these reasons, ProComp’ s knowledge and skills component represents asignificant
portion of thetotal compensation available under the salary system.

5.A Professional Development Units

Purpose of PDUs

Professiona development units (PDUS) are one of theprimary salary-building elements of
ProComp. They are designed to motivate teachersand student services professionals
(SSPs) to increase their knowledge and skills on topicsthat directly relate to their
classroom instruction or their discipline. Some PDUs are offered for pre-approved study
that hel psthe district support new teachersin itsteaching force and alows al teachersthe
opportunity to do a PDU for something the District requires for the implementation of the
Denver Plan.

Foundational Principles of PDUs

1. Knowledge and skills devel opment helps educatorslearn theinstructional strategies
and content area expertise that increases student learning.

2. Development of professional expertiseisthe magjor factor producing career salary
increases.

3. Those closest to the teaching and learning process are the most effective change agents.

4. PDUs:

u Develop educators’ professiona status and motivation to increase instructional
expertise

u  Encourage professional practicesthat contribute to student learning

u  Encourage educatorsto develop content area expertise appropriate to current or
proposed assignment

u Develop thedistrict asaleader in educator compensation and quality
professional devel opment

5. Sdf-directed professional development, which isgrounded in district and individua
goas, maximizes the possibility of educators meeting instructional and career needs:
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u  Educators have professional discretion around the content of their PDUs (unless
they havereceived an unsatisfactory evaluation), including developing
innovative or creative PDU plans

u  The methodology for conducting PDU activitiesis determined by the educator
and may include working individualy or with ateam

u  Educators havethe option of completing any part of the three-step process
(study, demonstrate, reflect) during or outside of the regular workday as
appropriate

6. Demonstrating and reflecting knowledge and skills optimizesthe time spent on
professional development.

7. ThePDU isfor enhanced knowledge and skills, even when theindividual is
compensated for their time during acquisition.

Operational Principles of PDUs
1. Thereareminimal limitations around starting times or the duration of PDU activities.

2. PDU payment is*“on-demand” for the next scheduled payday that isat least 25 days
after submission of the required documentation.

3. PDU payment islimited to one per contract year; additional PDUs can bebanked and
deferred for up to two years.

4. Thedistrict will support educators by providing information and accessto available
professional devel opment opportunities.

5. Educatorsare responsiblefor selecting their opportunities for PDUs and completing
PDUs within the established timeframe they identify in their PDU proposals. (Exception:
PDUstopics may berequired of educatorswho have received an unsatisfactory evaluation
inthe previousyear).

Approval of Employee-initiated PDUs

Teachers and SSPswho design their own PDUs must submit a proposed application
describing the purpose of their PDU and how it will benefit or relate to their current or
proposed assignment. (See* Proposed Assignment” form in Section 11) The proposal also
should describe how the educator will complete the three steps of study, demonstrate and
reflect. The educator must spend a minimum of three months working on the Professional
Development Unit. PDU proposals should be turned into the PDU administrators by
February 15. Secondary and SSP go to Shirley Scott; elementary and K-8 go to Connie
White.

Study - Research a topic that addresses an identified need with students
or clients (SSPs)

ProComp members can choose apre-approved PDU or design aspecific study. To be
considered eligible for earning a PDU, the study should be:

u  Ongoing and take place over time
u  Collaborative and involve extending learning beyond the individual and hisor
her classroom to colleagues, parents, and/or community members
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u  Job-embedded (i.e., directly relevant to the individual’s job responsibilities)
u  Reflect best instructional practice

Typesof study may include, but are not limited to, book study, taking university
classes, teaching in alab classroom, working with a coaching lab, establishing or being
part of avirtual online community, action research, and/or facilitating professional
development experiencesfor others.

Demonstrate — Use the technique or insights in professional practice
Participantswill demonstrate their learning not through asingletest or performance,
but rather through an ongoing body of work accumulated during the course of the
proposedtime. Methods of demonstration include, but are not limited to, ongoing
classroom vidits; self-reporting; one-on-one conferencing; teacher’s journas, portfalio,
and videotapes; student reports and surveys; focus groups; and artifacts posted on
walls.

In addition to selecting how to demonstrate learning, the participant, in collaboration
with hisor her team, will use the PDU rubricto judge the ultimate success of the
professional devel opment study.

Reflect — Determine how the learning can inform practice in the future
Participants and their teamswill use the PDU Reflection form throughout the course of
the study and at the study’ s culmination to engage in deep reflection. Trueto the
concept of acycleof inquiry, ending one study naturally leadsto new questionsand
new areas of study, encouraging ongoing learning.

The act of reflecting may be defined ssmply aspurposefully planning adesired future
based on the past. Research describes reflection as a higher-order skill that
encompasses extending and refining thought, clarifying experiences, and defining
connections between ideas and concepts. Reflection requires multiple levels of
inferring, including supposition, theorizing, conjecture, and speculation. Likethe
cyclical nature of inquiry, one never truly finishesreflecting. Reflectionisthecritical
process that enables one to weigh challenging feedback and useit to develop new
mental modelsthat change our current practice. Reflective educators can consider
future possibilitiesbased on the current reality. Thus, reflection isan inextricable part
of the deep learning that will improve the quality of teaching and learning that DPS
students ultimately will experience.

Proposed Assighment Requirement

A Professional Development Unit should support the teacher’ s current assignment or a
proposed assignment. The Proposed Assignment Declaration Formmay be submitted once
ayear and alows an educator to notify hisor her supervisor and Human Resources of a
desireto prepare to work in anew assignment. The supervisor’ssignatureisrequired to
show notification, but not approval. If aPDU isto support aproposed assignment, a copy
of the declaration form should be turned in with the PDU application.
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How to Use Pre-Approved PDUs

Some classes or online courses are offered that already meet the three-step criteria of
study-demonstrate-learn. These offerings (Option C) may be completed for aPDU after
the educator has personalized the pre-approved plan and submitted the plan for review.
The personalized PDU plan isturned in to the course instructor. An example of apre-
approved PDU isthe online English Language Acquisition (ELA) courses.

Participantsin pre-approved PDU programswill have an instructor who will organize and
facilitate discussion among the participants and review work. The instructor will
determine whether the educator has completed the PDU successfully.

Payment of PDUs

Teachersand student services professionals can earn and be paid for one professional
development unit per year. A PDU can also be banked or saved for up to two years. Upon
completion of thefinal PDU review, the participant receives a certificate of completion to
keep in his/her records. Theingtructor for Option C pre-approved PDUs or the PDU
Administrator turnsin the list of names of participants who completed thework ina
satisfactory manner to Payroll/Business Servicesfor pay.

The PDU isworth 2% of the ProComp index. Theincrease buildssalary, becoming a
permanent part of the educator’s compensation. Theincreaseis added to an employee’s
pay every month in 12 increments. Additiona information about PDU payments is
included in Section 2 of the ProComp Handbook.

The handbook and forms can be found at MyDPS on the DPS website.
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5.B Tuition Reimbursement

Purpose and Description

DPS educators may pursue arange of professiona development opportunitiesand get paid
for learning and growing by tapping into the tuition reimbursement element of the
Knowledge and Skills component of ProComp. This element provides alifetime account
that will pay for teachersand student services professional sto take classes.

Payment Amount

The tuition reimbursement element offers educators a $1,000.00 lifetime account to cover
feesfor classes, professiona conferences or other developmental opportunities. ProComp
employees may use the reimbursement at any point in their career. It may be used al at
once or spread out over multipleyears. Payment guidelines areincluded in Section 2 of
this handbook. Formsto receive payments are provided in Section 11.

5.C Advanced Degrees

Overview

Thelargest one-timeincrease offered under ProComp isthe salary advancement offered
for advanced degrees and advanced licenses and certificatesthat are relevant to the
employee’scurrent or proposed assignment. The amount of theincreaseisindicative of
the value placed on acquiring and maintaining credentialsin the employee’s chosen
professional field. This section provides guidance on how an employee may qualify for
these increases and how they are paid.

Rationale

ProComp provides significant salary increasesfor advanced degreesfor thefollowing
reasons:

u  Knowledgeand skillsdevelopment hel ps teacherslearn theinstructional strategies
and content knowledge that boost student learning

u  Development of professional expertise and content knowledge are the major
factors contributing to career salary increases

u  Thoseclosest to the teaching and |earning process are the most effective change
agents

u  Sdf-directed professional development that is grounded in district and individua
goals maximizes meeting instructional and career needs

u  Setting professional goalsis essential to reaching them

Purpose
Theseincentivesfor advanced knowledge and skills share several purposes.
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u  Todevelop educators' professional status and motivation to increaseinstructional
expertise.

u  Toencourage professional practicesthat contribute to student learning.

u  Toencourage educatorsto develop content area knowledge appropriateto their
current or proposed assignment.

u  Toprovideapath to increase career earnings through professional development.

u  Tocommit district structures and funding to the compensation of advanced
credentials.

Qualifying Advanced Degrees

Teachers and SSPs must complete an advanced degree that isrelevant to their current or
proposed assignment to qualify for thisincentive. In the case of adegreethatisonly
relevant to aproposed assignment, the employee must compl ete a Proposed Assignment
Declaration Form, which can be downloaded from the ProComp website,
www.denverprocomp.org, under “Teacher Toolkit.”

A relevant degree must require coursesthat devel op content areaexpertise appropriateto a
current or proposed assignment, enhance professiona practicesthat contribute to the
delivery of knowledge or servicesor assist the employee in the development of strategies
for delivery of subject content or service. The degree must be conferred by an accredited
graduate institution and supported by atranscript. Graduate degreesin law or theology are
not eigible. Graduate degreesin school administration are eligible asthey develop
expertise valuablein al DCTA bargaining unit assignments. Accordingly, aProposed
Assignment Declaration Form is never required with a graduate degree in school
administration.

Eligible advanced degrees are those earned past a bachelor’ s degree, including amaster’s
degree and aPhD. Educators may complete more than one advanced degree at the same
level, but credit will not be granted for more than one degreein any three-year period.
Dual graduate programs that award two separate degrees will each receive credit three
years apart. Educators receiving multiple advanced degrees are encouraged to submit the
required paperwork to Payroll/Business Services as soon asit becomes available, even
though an increasein pay for one degree may be deferred due to the three-year waiting
period.

Obtaining Payment for Advanced Degrees

Employeesin ProComp may earn %% of the ProComp index for an advanced degree. To
be compensated, the individual must compl ete the Request for Salary Advance portion of
the Employee Information Change Formthat is available on the Payroll and ProComp
websites. Also required isthe official transcript clearly indicating the degree conferred and
the date the degree was conferred. Payment will be made on the next scheduled payday
that is at least 25 days after the educator has properly submitted all required documentation
to the Department of Payroll/Business Services.
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5.D Advanced Licenses and Advanced Certificates

Teachers and counselors who earn a Nationa Board for Professiona Teaching Standards
(NBPTYS) license shall be awarded asalary increase equal to 9% of theindex. Teachers
may complete more than one NBPT S license and receive an additional salary increase of
X% aslong asitisrelevant to their current or proposed assignment. Thislicenseis
availablein several subject areas.

A number of advanced licenses and advanced certificates held by Student Services
Professionals have a so been approved for an increase equal to 9% of theindex. The
distinction “ advanced certificate’ isimportant. Extracompensation isnot provided for
licenses and certificates required for employment. Compensation is limited to one such
license or certificate per discipline.

Approved Licenses and Certificates

Below isthe completelist of advanced licenses and advanced certificates that currently
qualify for the ProComp salary increase.

Bargaining Unit Assignment Recognized Licenses

*  Licenseswere added at the Transition Team meeting December 14, 2005 for first opt-in window
** | icensesadded January 18, 2006 for second opt-in window

*** | jcenses added March 14, 2006 for second opt-in window

****| jcense Added May 14, 2006 for third opt-in window

Teacher National Board for Professiona Teaching Standards
(NBPTS)
School Counselors National Certified School Counselor (NCSC)**

Licensed Professional Counsdor (LPC) (DORA)***
National Certified Counsalor (NCC)***
Nationa Board for Professional Teaching Standards

(NBPTS)
Speech Language Pathologist Certificate of Clinica Competence (CCC)
Educationa Audiologist Certificate of Clinical Competence(CCC)

American Board of Audiology
Certified Auditory Verba Specidist (CAVS)****

School Psychologist National Certificatein School Psychology (NCSP)
Licensed Psychologist (LP) (DORA)**

School Socia Worker Licensed Clinical Social Worker (DORA)
Teacher of the Vision Impaired ACVREP Cetification

Certified Orientation and Mobility Speciaist (COMYS)
Certified Low Vision Therapist (CLVT)

29



School Nurse School Nurse Practitioner Certification (SNP)
Community and/or Public Health Specialty Practice*
Family Nurse Practitioner (FNP)*
Pediatric Nurse Practitioner (PNP)*

School Nurse Nationa School Nurse Certification (NSNC)*
Clinical Nurse Specidist (CNS) (DORA)

In addition to the above licenses, the National Board for Professional Teaching Standards (NBPTS) for
Teachers, Counselors, etc. has been recognized for salary advancement and will continue to be recognized
by ProComp.

Approval of New Advanced Licenses and Advanced Certificates

A procedure has also been established for approving additional licensesfor thisincentive
aswarranted. To qualify asan advanced license or certificate for the ProComp salary
increase, the following standards must be met:

u  Thelicense or certificate must be recognized by the Department of Human
Resources and appropriate professional council.

u  Thelicense or certificate must exceed the entry level requirements called for by the
Digtrict and the Colorado Department of Education.

u  Thelicensing or certification process must require documented or supervised
practical experience or reflective practice verified by thelicensing agency.

u  Thelicensing or certification process must require passing an examination that
requires rigorous content knowledge.

u  Thelicense or certificate must be renewabl e through a processthat may require
further demonstration of expertise.

u  Thelicensing or certification process may also require demonstration of results by
exceeding national benchmarksfor performance set by the licensing institution.

The HR Advanced License and Certificate Review Committee meets on the second
Thursday of each month to consider new licensesand certificates.

Asnew licenses are added, the salary increase will be calculated and paid forward from the
datetherequired documentation is received. Documentation cannot be submitted for
licensesor certificatesthat have not been approved and added to thelist. The completelist
of approved advanced licenses and certificatesis available on the ProComp website.

Procedure to Receive Payment

To be compensated for an advanced license or advanced certificate, an educator must
complete the Request for Salary Advance portion of the Employee Information Change
Formthat isavailable on the ProComp and Payroll websites. Attached to the form should
be acopy of thelicense or certificate clearly indicating the name of the licensee and the
effective dates of thelicense or certificate.



Educatorswill be compensated for advanced licenses and advanced certificates related to
their current assignments. Employeeswho change to an assignment unrelated to the
license or certificate will no longer be entitled to this ProComp incentive,

Salary Decreases for Failure to Renew a License

If an employee received asalary increase for acquiring an advanced license or certificate
and failsto renew that license or otherwise causes the license to lapse, the employee will
losethat salary increase. The amount lost will be the same percentage as awarded when
the license was obtained, only it will be calculated on theindex in effect at thetimethe
license lapsed. Salary will be reduced on the next scheduled payday following the
expiration of thelicense. The saary increasewill be restored at the same percentage once
the licenseis renewed; but it will be calculated on theindex in effect at the time the proper
renewal documentation is submitted to the Department of Human Resources.
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6. Comprehensive Professional Evaluation

Overview

A robust professiona evaluation system supports teachers, student servicesprofessionals
and administratorsin achieving professiona growth through a processthat isfair and
consistent acrossthe digtrict. In ProComp, professional evaluation isintended to recognize
and reward teachers and SSPswho demonstrate proficient practice. The new
Comprehensive Professional Evaluation (CPE) system was designed collaboratively by
teachers, administrators, specialists and parent representatives.

Goal

“ Our intention was to design an eval uation tool and process that was based on working
collaboratively and highlighting personal and professional growth through shared
responsibilities and meaningful dialogues,” the Professiona Evaluation Work group
explained in the evaluation handbook. “Our goal wasto create an eval uation process that
clearly articulated standards and expectations so administrators, teachersand SSPs could
focus on improving student achievement within asystem that would fully support their
dreams and objectives.”

Purpose

Professiona performance evaluationsserve these purposes.

u  Improvestudent instruction and services

Communicate the District’s objectives and direct itswork force

Inspire professional growth and devel opment of licensed personnel
Determine and document satisfactory and unsatisfactory performanceand
Measurethelevel of performance of all personnel covered by the DPS-DCTA
Master Agreement.

cccc

The ultimate goal in this evaluation processisto improve student achievement by defining
quality instruction and increasing the use of effective, research-based practicesina
collaborative process with al who want to make Denver Public Schoolsthe best placeto
educate all children.

Types of Evaluation
There arethree types of evaluation:

1. Probationary — Evaluations conducted annually during the educator’ s probationary
employment

2. Non-probationary — Evaluations conducted every three yearsfor teachers and SSPswho
have successfully completed their probationary period.

3. Special evaluations conducted when asupervisor determinesthat ateacher or SSP
requires assistance in anon-evaluation year.
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i Special S

ervices and Related Service Provider Appraiser Designation

| Aea |||  AvaisalConductedBy ||| Defiitinsandother |

Nurses

Social Workers

Psychologists
Occupational/Physical Therapists

Speech Language Specialists

Hearing Itinerants
Audiologists

Specialist/Special Education Teachers
on teams (BEST, ATRT, MAST,
AUTISM, VISION, Child Find,
TRANSITION)

Specialist/Special Education Teachers
assigned to special projects,

independent of other school
assignments

Team Leaders

Objective Setting:

*Home School Principal
*Home School Principal
*Home School Principal

*Home School Principal

*Home School Principal

Student Services Administrator that
oversees the Hearing Department

Student Services Administrator in
conjunction with input from Managers
and Team Leader

Appraised by the Administrator who is
the immediate supervisor

Appraised by the Administrator who is
the immediate supervisor

*The Home School for Nurses, OT/PT,
Psychologists, Social Workers and
Speech Language Specialists is where
the provider spends the majority of
their time per week. The Home School
is determined by the Manager.
Managers will notify Human Resources
and Principals of home school
designations.

Note: Building Administrators may call
on Managers and/or Team Leaders for
support (e.g., a principal may ask the
appropriate Manager/Team Leader for
technical assistance).

MANDATORY : Principal should
consult with Manager/Team Leader
and other assigned Principals for input
if the Specialist is on probation or a
remediation plan.

If the specialist is assigned a home school, objectives are jointly approved by home school principal and/or relevant
manager for specialists. Principal will determine if objectives were met.

If the specialist is not assigned to a home school designation, relevant manager approves objectives and determines if

objectives were met.



Performance Standards

Teachers are evaluated on five standards:
Standard 1: Instruction
Standard 2: Assessment
Standard 3: Curriculum and Planning
Standard 4: Learning Environment
Standard 5: Professional Responsibilities

Student Services Professionals are evaluated on five similar standards, which can vary according to their
discipline:

Standard 1: Direct Service/Instructional Support

Standard 2: Assessment

Standard 3: Program and Planning

Standard 4: Consultation and Contribution to the Learning Environment

Standard 5: Professiona Responsibilities

Each standard has multiple criteriawith anumber of indicatorsthat can be used to evaluate whether the
educator ismeeting the standards. A criterion for assessment, for example, isthat the educator usesand
interpretsavariety of assessmentsto monitor and evaluate students. Criterion for professiona

responsi bilitiesinclude collaborating with identified team on expectations, strategies and use of data;
engaging familiesin the learning process; and demonstrating integrity, professional and ethical standards.

Process

Formal evaluation includes severa distinct steps:

Orientation and notification of evaluation

Pre-observation conference with the eval uator

Formal observation

Post-observation conference

Mid-evaluation structured conference— Educator providesthe evaluator with Records of
Teaching/Service that address dl five standards

Additiona observation (probationary teachers and SSP's)

Comprehensive Evaluation — Educator completes an action plan to be shared with the evaluator at
thefinal meeting to sign documents

ccccc

ccC

If the educator receives an overal rating of unsatisfactory, the educator will be placed on aplan for
remediation.

Note: All forms and the complete Professiona Evaluation Handbook can befound at MyDPS, aspecia
work place on the DPS portal that can be found by going to the “ Staff” page from the DPS home page and
clicking onthe MyDPS link on the top of the page.



Satisfactory Comprehensive Performance Ratings

For those enrolled in ProComp, apay raiseisbased on aperformance rating of satisfactory. Evaluatorswill
use the performance eval uation processto identify how well educators are meeting the five performance
standards and corresponding criteria. The ratings include:

Exceeding (E)

Mesting, (M)

Developing (D)

Not Meeting (NM) expectations

A rating isgiven for each performance standard and each criterion on the comprehensive performance
form. Educators who meet and/or exceed expected levels of performance positively influencethe
performance of studentsand other staff members. Educators who meet expectationsreflect a high standard
of performance. Educatorswho are devel oping toward or not meeting a performance standard will be
offered assistance and professional development opportunitiesto improve.

When an evaluator and educator compl ete the comprehensive professiona evaluation, theresultisa
contractual recommendation of either satisfactory or unsatisfactory performancefor the purpose of
determining apay raise. Only educators rated as satisfactory will receive apay raise. In order to receive
this comprehensive rating, an evaluator must rate an educator “ Developing,” “Meeting” or “ Exceeding” on
all five performance standards.

An evaluator will rate an educator’s comprehensive performance as unsatisfactory, if he or she determines
a“Not Meeting” expectation:

For one or more performance standards or

For atotal of five or more criteria (across all performance standards)

To determine whether an educator is not meeting expectations on astandard, the evaluator must ascertain
that the educator is performing at the“Not Meeting” expectation on 50% or more of the criteriafor that
standard.

If the evaluator perceivesthat an educator is headed toward an unsatisfactory comprehensive rating, he or
she should schedul e ameeting with the educator as soon as possible to discussthis concern.

Prior to giving an “ unsatisfactory" rating, it isimportant that the evaluator meets with the educator a
minimum of two timesto discuss hisor her performance, provide documentation, offer suggestionsor
assistance for improvement, and monitor performance aimed at improvement. In addition, the evaluator
must provide an explanation of the* Not Meeting” expectation in the comments section of the
Comprehensive Performance form.



7. Market Incentives

Overview

Market Incentives was one of thefirst componentsto beimplemented, going into effect in the 2005-2006
contract year for the first ProComp members. The component enables DPS to offer afinancia incentiveto
teachers and student services professionals (SSPs) who are willing and eigible to work in the most
challenging schoolsinthedistrict or in the staff positionsthat are most difficult to fill.

The Market | ncentives component offerspay for two elements, hard-to-serve school sand hard-to-staff
positions. Both elementsareidentified by aclear set of criteria established by the Transition Team. These
criteriawill be examined on an annual basis and may be revised and updated as needed. The exact positions
and schoolswill beidentified each year based on the established criteria

7.A Hard-to-Staff Positions

Purpose

The goal of thisincentive isto attract and retain teachers and SSPsto fill the positionsfor whichiitis
historically difficult to find highly qualified educators. Thiselement givesteachersand student services
professional s the opportunity to earn more money each year by choosing to work in these positions.

Criteria
Fivecriteriaare used to identify thelist of hard-to-staff positions each year. The positions are based on:

u National dataon the supply of licensed professionals produced by degree granting institutions

u  Regional dataon the supply of licensed professionals produced by the degree granting institutions

u DPSdataontheratio of qualified teachersto total teachersin specific assignment areas and to the
number of qualified teachersin the overall DPS work force

u  Ratio of teacherswith lessthan oneyear of experienceto teachersin thetotal assignment area

u  DPSdataon specia education and student services professionals

Positions

Hard-to-staff positions are named every year for aperiod of only oneyear, athough positions may remain
onthelist if they continue to meet the prescribed criteria. Positions identified for the 2006-2007 school
year are:

School Nurses

ELA-Steacherswho are qualified and designated

Middle School Math (in amiddle school assignment)

Specia Ed Center Assignments

Speech Pathologists

Psychologists

MAST employees

Qualifying and Receiving Payment for Hard-to-Staff Positions

Hard-to-staff positions pay a 3% bonus of the ProComp index, and payments are made monthly in 12 equa
amounts during the contract year. Educators may receivetheincentiveif they meet the following eligibility
reguirement:

u  They must be qualified for their position as defined by Denver Public Schools and the Colorado
Department of Education.
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u  They must be assigned in aposition that is designated as hard-to-staff.

u  Thosewho work part timein ahard-to-staff position will be paid for that time assigned in that
hard-to-staff position.

Records To Document Work Eligible for Hard-to-Staff Pay

Payment of ahard-to-staff incentive must be based on arecord of sometype. Most DPS employeeswho
are eligible can havether status verified through department records, payroll or other district databases,
listed below. Those employees do not need to document their time to be compensated. Some employees
who provide itinerant services must track their timein logsto establish their level of payment for hard-to-
staff bonuses. Employeeswho must maintain alog are notified by their supervisor at the beginning of the
school year. Thefollowing employees are documented by DPS systems:

u  Qualified and designated EL A -S teachers are tracked by the ELA Department and reported
electronically to payroll.

u  Middle school math teachers are identified through Infinite Campus.

u  Nurses, psychol ogists and speech language pathologists are identified through their job code and
reported by the Specia Education Department.

u  Center program assignments for teachers are identified through I nfinite Campus and reported to
payroll by the Special Education Department.

u  Center program assignments for student service professionals areidentified through staff
assignment lists (FTE) maintained by the Special Education Department and reported to payroll.

Note: Thisbonusisdesigned to address staff shortagesin Special Education Center programs
themselves. Teachersand SSPswho are assigned to aschool or facility housing a Center
program, but do not work in the Center program itself, donot qualify for the market incentive

Eligible Employees Not Documented by DPS Systems

Employeeswho are not documented through one of the above lists must complete an official log to record
hoursfor which they are eligible to be paid. Employeeswho are not specifically assigned to the center, but
actually do provide ongoing servicesto individual studentsin the center, can also track their service
through logsto obtain the incentive.

Logs should be completed from written records maintained by the employee or those kept on the student.
Only “continuous service” to astudent over aperiod of time (not short term or random contacts) iseligible
for market incentives payments. Examples of records that can be used to fill in the formal log include the
following:

u  Teaching-itinerant teacher records; employee calendars
u Long-termintervention-l EP records; caseload lists; employee caendars
u  Routine periodic assessments-IEP records; caseload lists; employee calendars

Because these data sources are not centrally accessible, the employee must transcribe the time spent to the
log for submission.

7.B Hard-to-Serve Schools
Purpose



The purpose of thiselement in ProComp isto attract and retain highly skilled professionasin the most
challenging schools. Hard-to-serve school s are considered those whose student popul ations have specia
challenges.

Thelist of schoolsisidentified each year based on criteriathat is examined and updated. Schoolstha are
designated hard to serve stay on thelist at least three years, and thelist is considered to berevolving. Each
year, someschools may be renewed or extended, and othersretain their original three-year designation.
Thosethat are not renewed, however, finish their original three-year designation before dropping off the
list.

Criteria
Fivecriteriaare used to identify the hard-to-serve schoolseach year. They include:

The percent of students enrolled in the school who are receiving free or reduced lunch

The percent of studentswho are enrolled in specia education center programs

The percent of studentswho are identified as second language learners

The percent of studentswho aredigiblefor Medicaid

Crime data from the city and county of Denver associating students with their home neighborhood
demographics

ccccc

List of Hard-to-Serve Schools

Thefollowing list showsthe year that the school was originaly listed as hard to serve and the year that the
term expires. The expiration date may change if aschool isrenewed for an additional three-year term.

Hard to Serve Schools

Elementary Middle Schools High Schools
Beginning Beginning Beginning
School Date Expires School Date Expires School Date Expires
Merrill 05-06 08-09
Ashley 06-07 08-09 Lincoln 05-06 07-08
Bryant Hill 05-06 08-09
Webster 06-07 08-09 North 05-06 07-08
Castro 05-06 07-08 Horace Mann 06-07 08-09
Cheltenham 05-06 08-09 West 06-07 08-09
Columbian 06-07 08-09 Lake 05-06 07-08
Del Pueblo 05-06 08-09
Fairmont 05-06 08-09 Randolph 05-06 07-08
Fairview 05-06 08-09
Garden Rishel 06-07 08-09
Place 05-06 07-08
Gilpin 05-06 07-08
Greenlee 05-06 08-09
Harrington 05-06 07-08
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Mitchell 05-06 08-09

Montclair 06-07 08-09
Remington 05-06 08-09
Valdez 05-06 08-09
Whiteman 05-06 08-09
Wyman 05-06 08-09

Thefollowing six alternative school s are cons dered hard-to-serve school s by policy and have no expiration
date.

Prep Assessment Center
Contemporary Learning Academy

Emily Griffith Opportunity High School

Emerson Street
Florence Crittenton

Gilliam Center

Qualifying and Receiving Payment for Hard-to-Serve Schools

ProComp employees who work in a hard-to-serve school will receive a 3% bonus of the ProComp index,
and payments are made monthly in 12 equal amounts during the contract year. Educators may receivethe
hard-to-serve incentive if they meet the following digibility requirements:

u  They must hold a current Colorado Department of Education license or TIR authorization.
u  Qualifying employees must be assigned to work in the hard-to-serve school.

u Hard-to-serve payments are made aslong asthe school is recognized ashard to serve and aslong
astheemployee remainsin the designated school.

u  Thosewho work only part time in ahard-to-serve school will be paid for that time actually spent
working in that building.

Eligible Employees Documented by DPS Systems

Teachersareidentified asworking at a hard-to-serve school through Infinite Campus. Student services
professionals assigned to hard-to-serve schools are recorded on staff liststhat are tracked by the Special
Education Department. Theselists are submitted electronically to payroll.
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Itinerant providerswho serve studentsin multiple hard to serve schools must provide logsto be
compensated because these contacts are not tracked by any department. These employees should contact
their supervisor about the log.



8. Professional Review Panel

Overview

The Professional Review Panel isone of the most important safeguardsin ProComp. The panel is
comprised of equal numbers of teachers and administrators who hear disputes about pay for any element of
ProComp.

The Review Panel will hear disputes about pay decisionssuch as those on student growth objectives,
professiona development units, professional evaluation, market incentives, advanced degrees, licensesand
certificates, tuition reimbursement, initial salary placement and declaration of aproposed assignment.

Structure of Panel

The ProComp Agreement callsfor trained panel of five teachers/ student servicesprofessionas (SSPs) and
five administrators. From March through August 2006, the Professional Review Panel Work Group will
hear any disputes. The permanent pandl is being appointed and trained by the ProComp Transition Team.

Permanent panel memberswill serve two-year terms. Initially, their termswill overlapto maintain
consistency in practiceand build capacity . For 2006, the termswill follow this schedule:

u  Oneyear terns for two teachers and two administrators (2006-07)
u  Twoyear termsfor three teachers and three administrators (2006-08)

Qualifications and Training

The Transition Team is seeking volunteersto serve on the professiona review panel with the following
qualifications:

u  Training and recent experience in mediation, problem-solving and research
u  Working knowledge of the DCTA Master Agreement
u  Working knowledge of the ProComp Agreement

Panel membersalso will receivetraining, jointly developed by DPSand DCTA and approved by the
Transition Team, on mediation and problem-solving skills, aswell as details on the ProComp system.

Responsibilities of Panel

Professional Review Panel members are availablefor hearingsto review requests and supporting
documentation from teachers/SSPs appealing a pay decision.

Each Professional Review Panel member works with afellow panel member to reach consensuson a
decision to uphold or overturn a ProComp element pay decision. They use the payment rulesdefined inthe
ProComp agreement articles and the approved documentation of policies, processes and procedures
adopted by the Transition Team.

Procedures and Timelines to Resolve a Dispute

The educator has 20 days after receiving a pay form to initiate the review process.

Key stepsinthe 20-day processare:
1. Educators should attempt to resolve the dispute at the lowest level with the principal or supervisor
or appropriate human resources director.
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2. If that is not successful, the appeal is reviewed by one teacher and one administrator chosen
randomly from the 10-member pandl.
3. Following ahearing where both the teacher and the decision-making administrator present thefacts
of their dispute, the two panelists shall consider the merits of the disagreement.
4. If thetwo pandlists can reach consensus on action to be taken, they will issue adecision, which shall
be implemented.
5. If no consensus is reached, the original pay decision stands.

Formsto request a hearing are included in Section 11 of this handbook and are available on the ProComp
website, www.denverprocomp.org.

Professional Review Panel Work Group

The review panel work group will function as an interim panel to hear and resolve disputesthat may occur
from February through August 2006.

The work group is co-chaired by Transition Team members Connie White and Shirley Scott and Human
Resources Director Bart Muller. Members appointed by DCTA, in addition to Connie White, include: Rich
Nass, MarciaCornglo and Essie Lyle.

Five principal sserve as work group members, as well as student services managers and five teachers/SSPs.
There are a so two resource personsin the work group, onefrom the Payroll Business Service Center and
one from DoTS. 1n 2006-2007, new work group memberswill be sought. Interested people should contact
either Shirley Scott (33626) or Connie White (33539).
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9. Evaluation of Implementation and Effectiveness

Overview

Inherent in the ProComp design is the need to ensure that the compensation system isworking properly and
ismeeting the needsit was created to fulfill. Among thetests given to the system for evaluation were
whether it would be fair to all teachers and SSPs, whether the system was manageable, if it was sustainable
and whether it fulfilled itsgoal of being good for student outcomes.

Part of the ProComp agreement callsfor annual reviews of the system, beginning with internal reviewsand
eventually providing for an external, third-party review to make certain that ProComp continuesto fulfill
its mission.

The Evaluation Process

Theinitial evaluation of ProComp was conducted through the Program Eval uation Work Group at the end
of the 2004-2005 contract year. The work group included teachers, SSPs, administratorsand DPS steff.
During the 2005-2006 contract year, a contract was generated with the University of Colorado, Boulder, to
provide research assistance for the work group.

The evaluation consisted of qualitative research conducted through focus groups of the variouswork
groups assigned to build the structure of ProComp and the Transition Team.

Focus groups a so were held with the Teaching and Learning Department and Department of Technology
Services and the Human Resources Department, and Payroll/Business Services.

Thefirst report was completed in thefall of 2005; findings were presented to the Transition Team and
approved.

In the 2005-2006 contract year, the Program Evaluation Work Group again conducted research with the
various work groups to determine how they were progressing and how the groupswere integrating. Some
of thework groupswere no longer meeting on aregular basis so full scalefocus groupswere not
conducted. In addition to the information from the work groups, an online survey was generated and
conducted in the Spring of 2006 to get feedback on how teachers, SSPs and administrators viewed
ProComp.

Future Evaluations

The ProComp agreement calls for the continuation of internal evaluations and for an external evaluation in
the future. The results of these eva uations and recommendations will be presented to DPS and DCTA
leadership in November 2006 and made available online at www.denverprocomp.org.
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10. ProComp Trust and Transition Team

Transparent governance and collaboration are hallmarks of ProComp. The ProComp Agreement between
the Board of Education and the Denver Classroom Teachers Association established two major
collaborative bodiesto oversee critical aspects of the salary system.

Transition Team

The Trangition Team is an entity that was established in 2004 to manage the policy and implementation of
ProComp through the last opt-in window in the 2010-2011 contract year.

The 12-member body consists of six educators appointed by the DCTA president and Sx administrators
appointed by the Superintendent of Schools. Theteam isassisted as needed by representatives from
various departmentsin the district such as Human Resources, Payroll, Program A ssessment and Research,
DoTs, Teaching and Learning and Leadership Development and Student Service.

The Transition Team isresponsiblefor ensuring that all components and elements of ProComp are
thoroughly designed and integrated into the district’ s operations. The members review recommendations
from ProComp work groups and make rules and guidelines as needed to carry out the policy. Theteam
meets monthly, and minutes of each meeting are posted on www.denverprocomp.org.

The Transition Team reports to the Board of Education and the DCTA Board in November of each year.

Teacher Compensation Trust

Another important body in the management of ProComp isthe Teacher Compensation Trust. The Trust
also was created by the ProComp Agreement, and its primary purposeisto receive, manage and distribute
the moniesthat are raised each year from the ProComp mill levy.

The funds are placed into the Trust to ensure that they will be available in perpetuity to pay ProComp
educators. To guarantee financial stability of the system, the Trust uses afinancia model that tracks
income and expenditures. The model then can monitor and project growth or depletion of the fund as
teachers enter the system over time. The Trust aso isresponsible for monitoring how Denver Public
School s spendsthe monies derived from the Trust, making certain that they are spent only for ProComp
related expenses and spent in amanner consistent with the ProComp Agreement. Some of these expenses
include:

u  Teacher salariesand bonuses

u  Reasonable and necessary expenses of administering the Trust such aslegal and other professiona
fees, Trustee expenses, the rental or leasing of equipment and supplies as needed by the Trust

A full description of the responsibilities and requirements of the Trust can be found in the Teacher

Compensation Trust Agreement that was ratified by the Board of Education and the DCTA Executive
Board. Itisalso posted on www.denverprocomp.org.

Trustees
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The Trust has eight members, appointed according to the rules of the ProComp Agreement. Three
Trustees are representatives of the District; three are representatives of the Denver Classroom
Teachers Association; and two are representatives of the community. Thecommunity
representatives are appointed by the agreement of the other six Trustees.

District Trustees (as of July 2006)*

Kevin Patterson, Treasurer of the Board of Education
VemaRose, Chief Financial Officer
*Serve aslong asthey hold the designated positionswithin DPS

Denver Classroom Teachers Association Trustees (as of July 2006)*
Jerry Graves, Abraham Lincoln High School

Andree Hall, Godsman Elementary School

Mark Harmon, Johnson Elementary School

*Servethree-year terms

Community Trustees (as of July 2006)*
Tom Buescher

Lee White

* Servethree-year terms

Meetings of the Trust

The Trust meets at least Six times per year or as needed to carry out the work of the Trust. All meeting
dates, agendas and minutes are posted on www.denverprocomp.org under the button for the Trust.

Reports of the Trust

By December 31 each year, the Trust is required to issue areport on the financial stability of the fund over
time. Another report, issued by July 1 of each year, will describe the impact of the most recent collective
bargaining on the Trust’s financial model.
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12. ProComp Glossary
A

Advanced Degrees— Degrees earned past aBachel ors Degree, including aMasters degree
and a PhD. Under ProComp, educators receive asaary increase of 9% of theindex for each
advanced degreethey earn.

Annual Earnings — The sum of al of ateacher’ssalary in atwelve month period, including
salary, bonuses and any other extrapay.

Annual Student Growth Objectives — Objectives set in collaboration by ateacher and
principal or by student service professionals (SSPs) and their supervisor/program manager.
Objectives must be job-based and establish expectationsfor student growth using baseline
data. Objectives may not be based on CSAP results. District policy statesthat teachers and
SSPs set two objectiveseach year. ProComp educators who meet both objectivesreceive a

salary increase of 1% of index. Those who meet one objective receive abonus of 1% of index
and if they meet neither objective, they receive no increase.

B

Bar gaining Unit Member s — DPSemployees represented by the Denver Classroom Teachers
Association (DCTA). They include teachers, nurses, social workers, psychologists,
counsdlors, speech language instructors, educational audiologists and JROTC instructors.

Bonus— Onetime or multiple time payment that does not become part of ateacher’ssalary.
Under ProComp, teachers and student service professionas (SSPs) will be eligible for
bonusesif they fill hard-to-staff assignments, work in ahard-to-serve school, work in a
distinguished school, or for meeting one of two student growth objectives.

C

Career Earnings — Thesum of al earnings, salary plusbonuses, for al of the years educators
remain in DPS. Under the ProComp System, no teacher or SSP will be paid lessthan hisor
her annua earnings under theold system.

COLA — Cost of Living Adjustment that is negotiated by the district and teachers every year.
DPSand DCTA will continue to negotiate the cost of living adjustments asa part of annual
collective bargaining. Adjustmentswill then be made equally on the Master Agreement’s
salary schedule and to the ProComp Agreement.

Collective Bar gaining— The process by which DPS and DCTA negotiate changesto the
Master Labor Agreement, including annual cost of living adjustments. Both the Master
Agreement and the ProComp Agreement are subject to collective bargaining.



Compensation Trust Fund — Proceeds from the $25 million annua mill levy approved by
Denver votersin November 2005 will be placed in atrust fund governed by aboard of
directorsthat includes representatives from DCTA, DPS and the community. The Teacher
Compensation Trust Fund Work Group is responsible for monitoring how Denver Public
Schools spends the monies derived from the Trust and ensuring that they are spent only for
ProComp related expenses and spent in amanner consistent with the ProComp Agreement.

Component — The broad categories of compensation under the ProComp Agreement.
ProComp hasfour components which can help build earningsfor teachers: Knowledge and
Skills, Professional Evaluation, Market Incentives and Student Growth.

CSAP - The Colorado Student Assessment Program. It is astate-mandated test based on
standards. CSAP reading and math tests are given in grades 3-10.

CSAP Incentives — The element of ProComp that rewards teachers who exceed arange of
expected performance based on CSAP scores. Teacherswho exceed that range shall earn a
sustainable increase of 3% of theindex. Teacherswho fal within that range of expected
performance will earn no increase. Teacherswho fall below that range of expected
performance will lose a sustainable increase of 3% of index if they have earned onein the
past.

CTAC — Community Team Assistance Center of Boston. CTAC was commissioned to
conduct astudy of the Pay for Performance Pilot program. Part of thefindingsinitsinitial
report were the basisfor expanding the teacher compensation plan to include more than

student achievement. Itsfinal report on the Pilot, Catalyst for Change, issued in January 2004,
showed alink between student growth and teachers who set the highest level of Objectives.

D

Distinguished Schools — The e ement of ProComp that rewards educators with abonus of 2%
of index when they work in schools recognized for outstanding performance. DPS and DCTA
will agreeannually on the list of distinguished schools. Schoolswill be recognized as
distinguished based on school performance indicators. Theseinclude outstanding results
based on student growth dataand factors such as school climate, attendance and graduation
rates. All ProComp teachers and student services professionals (SSPs) at adistinguished

school will receive bonuses. The bonuses for ProComp teachersand SSPswill be prorated if
they work for multiple schools.

E

Element — Specific building blocks with the ProComp system which allow educatorsto build
their earnings. ProComp is composed of nine elements.

Entry Salary — Theannual salary paid to newly hired teachers who have no outside
experience credit or advanced degrees.



F

Fully Funded — The ProComp system will be fully funded and sustainable. In November
2005 Denver voters approved a$25 million mill levy to pay for the system. DPSand DCTA
will not implement any unfunded components of the system. For those teacherswho elect to
stay in the previous system, funding comparable to the new system (less any additional funds
specifically raised to implement the new system) will be provided.

G

Graduate Degree— ProComp educators currently pursuing graduate degreesreceive salary
increases equal to 9% of the current index.

Graduate Degr ee | ncr ease — Educators who get graduate degrees receive asalary increase of

9%. Teachers and SSPs may earn more than one graduate degree and receive additional
compensation for each.

H

Hard-to-Ser ve Schools — Qualified educators who work in a hard-to-serve school will

receive aMarket Incentive bonus of 3% of theindex every year the school iseligible.
Teachers and SSPs who work in multiple school s receive prorated bonusesiif they work ina
hard-to-serveschool. DPSand DCTA will annually review thelist of hard-to-serve schools.
Currently there arefive criteriaused to determine thelist. Once aschool isplaced onthelist it
will remain therefor at least 3 years.

Hard-to-Staff Assignments — Positions where the supply of licensed professionalsislow and
the rate of turnover among licensed professionalsis high. Examples of hard-to-staff
assgnments are ELA -S and specia education center assignments. Teachersand SSPs who
work in hard-to-staff assignmentswill receive abonus of 3% of index. Educators who work

in hard-to-staff assignmentswill receive prorated bonusesif they work in multiple
assignments (such as middle school math/ELAS).

Index — A dollar amount negotiated by DPS and DCTA that isthe basisfor determining
percentageincreasesin salary and bonuses under ProComp. It will be subject to negotiated
increasesand routine cost of living adjustments through collective bargaining.

K

Knowledge and Skills — The component of ProComp that rewards teachers for acquiring and
demonstrating knowledge and skills. There are three elements under Knowledge and Skills:
Professional Devel opment Units, Tuition Reimbursement and payments for Advanced
Licensesand Degrees.
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M

Mar ket I ncentives — The component of ProComp that rewards educatorsby using incentives
to recruit and retain them in school sthat are challenging (Hard-to-Serve Schools) and
assignmentsthat are difficult to fill (Hard-to-Staff Assignments). Educators who areeligible
may earn multiple Market Incentives if they work in a hard-to-serve school in a hard-to-staff
assignment.

Master Agreement — The contract between DPS and DCTA that establishes all terms and
conditions of employment for all members of the DCTA Bargaining Unit. The ProComp
Agreement establishes acompensation system, but does not waive any of the other termsand
conditions of employment established inthe Master Agreement.

Mill Levy — A property tax assessment approved by voters.

Mill Levy Override Election — An election by votersto give approval to increasetaxesto
pay for school district operating budgets above limitsimposed by state law.

N

National Certification— Teacherswho get National Board for Professional Teaching
Standards certificates and student service professionals who earn approved licensesand
certificates from their professional licensing agency will receive asalary increaseof 9% of the
index for thelife of the certificate. Educators may earn morethan one certificateand be
compensated for each if they arerelated to a current assignment, but they will be paid for only
onein specific areas.

Non-Probationary Evaluation — Evaluations for educators who have completed the
probationary period, are on continuing contracts and are formally evaluated every three years.

O

OASI'S - Online Assessment Scores Information System. OA SIS was created to provide
teachers and principalswith prompt accessto scoresfor their students on avariety of
assessments.

Objectives — Student growth objectives are set by teachers and student service professionals
in collaboration with their principals and supervisors. Compensation for meeting student
growth objectivesis oneway for educatorsto build career earnings. All teacherswill set two
annual objectives. ProComp educators who meet their two objectiveswill receive a 1% Index
Salary Increase. Those who meet one objective will receive a1% Index bonus. |If they do not
meet either objectivethey will not receive an increase.

Operations Team - The Operations Team coordinates the work groups and directsthe
development of the technology and systems needed to support ProComp. It reportsto the
Trangition Team.



Opt In — Teachers and student service professionals hired before January 1, 2006 will have a
choiceto enter the ProComp system. A total of seven windows over six yearswill be offered
during which educators may choose to opt into ProComp for the following contract year.
Those who do not opt in will remain ontheMaster Agreement’ ssalary schedule. Once an
educator has opted into ProComp, they may not “opt out,” except during a 72-hour window
immediately following the opt-in decision.

Opt In Windows — A period of time during which educators hired before January 1, 2006 are
allowed to enter ProComp. Beginning in 2007, the windows will be January 1- March 31 until

2011. Once educators have made the selection to opt in during the open window, they will be
placed into ProComp in the following contract yesr.

P

Pay For Performance Pilot — The Denver Pay for Performance Pilot Program. It was afour

year collaborative and groundbreaking effort between DPS and DCTA which investigated the
interrelated i ssues of student achievement, teaching processes and teacher compensation.

Phase In — The process of gradually implementing ProComp based on the district’s capacity
to supportit. Under the ProComp Agreement, the system waspartially implemented in the
2005-2006 school year and fully implemented in the 2006-2007 school year. Paymentsbegan
in January 2006 for the first elements: market incentives, advanced degrees and licensesand
tuition reimbursement for educators who opted in during the first open window.

PDU — Professional Development Unit — Educators will receive a 2% Index salary increase
after 1) completing approved courses, research, or development activities, 2) demonstrating
their skillsand 3) reflecting on the value of the knowledge for use with their students. Courses
must fall within current or proposed assignments.

Probationary Evaluation — Formal evaluation for educators during eachyear of their
probationary statusof employment with the District. During their probationary period, those
ProComp employees who achieve satisfactory evaluationswill receive asalary increase of 1%
of index.

ProComp — The Professional Compensation System for Teachers. ProComp is made up of
four components and nine elements designed to allow educators to take more control of their
careers and increase earnings over the course of their teaching careers.

ProComp Agreement — The labor agreement that established ProComp. It was a

collaboration of DPS and DCTA. The ProComp Agreement is separate from the Master
Agreement, but changes must be negotiated and agreed upon by both partners.

Pr ofessional Review Pand — A panel to which teachers may apped if they disagreewith a
payment decision related to any of the elements of ProComp. The Review Panel will hear
disputes about pay decisions on ProComp elements, including student growth objectives,
professiona development units, professional evaluation, market incentives, advanced degrees,

49



licenses and certificates, tuition reimbursement, initial salary placement or declaration of a
proposed assignment.

Professional Evaluation — The component of ProComp that rewards ProComp educators
who receive performanceratings of satisfactory. A specia committee hasdeveloped anew
evaluation systemfor al DPS educators. Those who are ProComp employees will receive a
salary increase of 3% of the Index for satisfactory evaluations.

Professional Teacher Evaluation System — The fair, manageable process for teachers and
principalsto evaluate teacher performance. The Teacher Evaluation Committee, which is
composed of teachers, administrators and specialists, has designed anew professional

eva uation system that will be used for all DPS educators.

S

Salary — An educator’ s continuing annual compensation. Salary does not include bonuses or
any other extrapay.

Salary Egimator — An onlinetool that allowsteachersand SSPsto enter their career
information and find out approximately how much they might be able to earn each year and
total career earnings. It can be used more than onceto map out career strategiesand to
compare earnings under the old system and ProComp to show the best year for ateacher to
opt into ProComp.

Satisfactory Performance — ProComp educators who receive an evaluation indicating that
their performanceis satisfactory or better will receiveasalary increase. Probationary
ProCompteachers and SSPswho receive satisfactory evaluationswill receive asalary
increase of 1% of theindex each year of their probationary period. Non-probationary
ProComp educators who receive satisfactory evaluationswill receive asalary increase of 3%
every threeyears.

Student Services Professionals (SSPs)— Under ProComp, SSPsinclude social workers,
psychologists, nurses, speech therapists, occupational and physical therapists, educational
audiologists, hearing impaired teachersand visionimpaired teachers. All will havethe same
annual and career earnings opportunities asteachers. Advanced certificationswill count
equally and evaluations and student growth goalswill be based on criteria designed according
totheir specialty.

Student Growth — A component of the ProComp system that rewards ProComp teachers for
academic growth by their students.

T
Teacher Compensation Trust— The Trust isresponsible for recelving, managing and

distributing funds raised by the ProComp mill levy. One of the most important functions of
thetrust isto ensure that ProComp isfinancially stable over time. It isalso responsible for
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monitoring how DPS spends the monies derived from the Trust and ensuring that they are
spent only for ProComp related expenses and spent in amanner consistent with the ProComp
Agreement. The Trust includes 3 representatives from DPS, 3 from DCTA and 2 from the
community.

T.I.R. (Teacher In Residence) — An dternate way for teachersto become certified. Under
this program, teacherswill continue taking classes while teaching and working toward their
certification.

Transition Team — A team of teachers and administratorswho developed and implemented
systems needed to support the ProComp policy established by DPSand DCTA. They worked

with the district to put the necessary piecesin place. Theteam ismade up of five
administrators, five teachers and one team leader.

Tuition Reimbur sement — A lifetime account of $1,000 is available to reimburse teachers for
completion of approved courses. The courses must involve quality training through a

recognized university or professional association and must improve practice in an educator’s
current or proposed assignment.

U

Unsatisfactory Performance — All teachersand SSPs who receive an evaluation indicating
their performance is unsatisfactory under the Professional Teacher Evaluation System will
havetheir salary increase for satisfactory performance delayed for at |east one year and until
they complete aremediation plan.

W

Work Groups — The groups composed of teachers, administrators and DPS staff that have
worked on the detailsfor the implementation of ProComp. Originally atotal of 14 work
groups wereidentified and some completed their work and disbanded, while others continue
to fine tune the e ements of ProComp. Their work is approved by the Transition Team.
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