Denver Public Schools

Denver Public Schools (DPS) proposes a two-fold districtwide expansion of its Professional Compensation System for

Teachers (ProComp), a teacher compensation system with broad staff and community support that directly links

teacher compensation to student achievement and has proven effective in increasing student achievement in a
4-year pilot program. First, DPS will develop, implement, and evaluate a performance-based compensation system
for principals (with New Leaders for New Schools - NLNS). Second, DPS will strengthen its professional development,
information, technology, and student assessment systems to ensure consistent and rigorous implementation.

Needs Assessment Results
and General Information

DPS is a high-need urban school district serving over
73,000 students. Of these, 65 percent qualify for free
and reduced price lunch, 20 percent are English-
Language Learners, and 80 percent are minorities.

Of the district’s 150 schools, 132 are designated
“high-need” and DPS has the 10th lowest graduation
rate among the nation’s largest school districts at 46.8
percent. Recent state assessment scores are low; as

a district, only 43 percent of students are proficient

in reading, only 30 percent are proficient in writing,
and only 36 percent are proficient in math. The gap
between DPS and the state average only worsens

as children get older. DPS currently employs 208
principals and assistant principals and 4,250 teachers
(83% high-quality). Attrition is a problem, as DPS fills
approximately 20-30 administration and 680 teaching
positions each year.

Background

The DPS Board of Education and the teachers’ union
approved Teacher ProComp in March 2004; Denver
voters approved the initiative in November 2005, and
DPS then began implementation on a voluntary basis.
All teachers hired after January 2006 are required
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to participate, with full implementation of the program
taking place in the 2006-2007 school year. The district
has expanded its pay for performance program to
include the development of principal components;

DPS issued its first incentive payment for principals

in September 2007. The new system aligns with Teacher
ProComp and bases pay increases on accomplishments
in four areas: demonstrated student learning, demon-
strated classroom/school performance, the acquisition
and demonstration of new knowledge and skills, and
commitment to working in high-need schools and
hard-to-staff assignments. With the TIF Grant, DPS

will continue to support, expand, and refine both

the Teacher ProComp and the differentiated principal
compensation system.

Incentives

Under ProComp, teacher salaries will increase as much
as 40 percent during a 25-year career on the condition
that a teacher’s work contributes to academic gains.
Teachers can earn salary increases for increasing their
knowledge and skills, positive professional evaluations,
market incentives, and student growth. Incentives are
based on a percentage of salary index with the exception
of tuition reimbursement. Though ProComp will be
instituted districtwide, only the schools that serve at
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least 30 percent of students who qualify for free and
reduced-price lunch (132/150 schools) will benefit
from grant funding. Through the program expansion, all
district principals and assistant principals participating
will have the opportunity to earn differentiated
compensation in the form of annual, pensionable
bonuses resulting from accomplishments in the areas
listed above. The revision of the principal compensation
program may also include additional features, such
as documentation of effective practices that contribute
to improved student and school performance.

Evaluation

Evaluation measures include state and district student
assessments, teacher and principal appraisals and
surveys, public reporting, increased high-quality
professional development, retention, and ongoing
evaluation of the entire system. Overall project evaluation
includes both quantitative and qualitative measures,
including student achievement analysis; recruitment,
development, and retention analysis; compensation
program development, implementation, and refinement,
as well as continuous feedback and improvement; and
participation in a rigorous national evaluation.

Resources

DPS will use grant and matching funds to support
project activities. At the end of the grant, DPS will
assume full district funding for ProComp, including
the principal compensation program.

Data Systems

The district will continue to develop and implement web
based systems to support assessment and performance
metrics, as well as systems to support and track ProComp
and performance-based principal compensation.

Year 2 Activities

During year two of the TIF grant, Denver Public Schools

(DPS) was able to make significant progress toward its

objectives of attracting and retaining high performing

principals and improving student achievement

across DPS. This progress was demonstrated by the

collaboration with principals on a robust performance-

based compensation system, the rollout of the new

School Performance framework (SPF), partnership

with New Leaders New Schools (NLNS) on effective

practices, enhancement of our SEA system which

allows teachers and principals online access to

paycheck detail and implementation of a data quality

process. Specific accomplishments included:

* Processing principal performance payments from
the 2007-08 year in the District's September payroll.

* Defining, documenting and identifying areas for
controls for the program.

= Strengthening the alignment of Principal ProComp
with Teacher ProComp.

* Recognizing school administration for committing
to work in hard to serve schools, demonstrating
student learning via CSAP and School Performance
Framework growth, acquiring and demonstrating new
knowledge and skills, and committing to turn around
historically underperforming schools.

* Beginning requirements gathering for the SPF
platform upgrade.

= Working with NLNS to document effective practices
in distinguished schools.

Outlook for Year 3

In the third year of the TIF grant, DPS plans to focus
on several areas. First, develop a robust IT framework
to support the SPE. The SPF is the key measurement
of performance within the district and is being utilized
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