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National Focus on Teacher Effectiveness and Evaluation

Effectiveness:

Teacher effectiveness is the single most 
important school-related factor affecting 
student learning.

Evaluation:

However, most schools fail to evaluate 
teachers in a meaningful way, with 94% of 
teachers receiving the highest ratings.

Teacher evaluations in five urban school districts, based on data taken from a 
report by The New Teacher Project: 
http://widgeteffect.org/downloads/TheWidgetEffect.pdf.

http://widgeteffect.org/downloads/TheWidgetEffect.pdf
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Teacher Effectiveness

The goal of TAP is to increase 
student achievement by 
maximizing teacher and principal 
effectiveness.

TAP maximizes effectiveness 
through comprehensive reform to 
attract, develop, motivateand 
retainhighly effective teachers 
and principals. 



TAP Connects Key Support Functions

New roles and responsibilities: TAP allows teachers to pursue a variety of positions throughout 
their careers depending upon their interests, abilities and accomplishments. Master and 
mentor teachers are chosen through a competitive, rigorous, performance-based selection 
process and are compensated for taking on new roles and responsibilities

Evaluation:  Each teacher is evaluated multiple times a year, during announced and 
unannounced observations by multiple, trained and certified evaluators using a research-
based instructional rubric. TAP also provides ongoing training, mentoring and classroom 
support during the school day by master and mentor teachers to help teachers meet these 
accountability standards.

Professional development (PD): TAP provides teachers with a system of professional 
development that is ongoing, job-embedded, collaborative, student-centered and led by 
expert instructors. TAP PD uses the findings of teacher evaluations and value-added data to 
guide group and individualized targeted training to support student growth and increased 
teacher effectiveness.

Performance-based compensation:Teachers are compensated for taking on additional 
responsibilities as master and mentor teachers, and all teachers may earn performance-
based bonuses based on evaluations, student achievement growth and school-wide 
achievement growth.



Teacher Incentive Fund (TIF)

Goals

ω Support sustainable 
differentiated 
compensation systems 
that reward teachers 
and principals for 
increases in student 
achievement

ω Improve student 
achievement by 
increasing teacher and 
principal effectiveness.

Funding

Source. U.S. Department of Education, 2010.



TAP Aligns Closely with TIF

In the last round of TIF funding, applicants 
proposing the TAP system were awarded 
eight of 34 awarded grants.

TAP is directly aligned with the proposed 
priorities and goals of the Teacher Incentive 
Fund.



Summary of Alignment between TAP and TIF

Proposed TIF Requirements
Performance-based compensation for 
increasing student growth and new roles

Have teacher, principal and union support

Integrate data system to link student growth 
data with payroll and HR systems

Build capacity to increase achievement through 
professional development

The TAP System
Annual performance bonuses based on multiple 
measures: classroom evaluations, classroom student 
achievement growth and school-wide achievement 
growth; additional compensation for new roles and 
responsibilities as master and mentor teachers

Teacher approval vote recommended; partner with 
unions to introduce schools to TAP

Evaluations multiple times a year by certified 
evaluators using an instructional rubric; data systems 
to ensure inter-rater reliability

Classroom academic growth, school academic growth, 
and classroom evaluations linked to performance-
based compensation system

Ongoing applied professional development 
addresses group and individual teacher needs and 
builds the skills of all teachers

Develop rigorous, transparent and fair 
evaluations



Teacher Incentive Fund 
Proposed Selection Criteria

1. Performance-based compensation system (PBCS) rewards teachers 
and principals who raise student academic achievement, 
determined by student growth.

2. The PBCS has the involvement and support of teachers, principals, 
other certified personnel and unions.

3. The PBCS incorporates the development of rigorous, transparent, 
and fair evaluation systems for teachers and principals that 
differentiate effectiveness using multiple rating categories that take 
into account student growth and multiple classroom observations 
per year.

4. The PBCS includes a data management system that can link student 
achievement data to teacher and principal payroll and HR systems.

5. The PBCS incorporates high-quality professional development 
activities that increase the capacity of teachers and principals to 
raise student achievement, and are directly linked to the specific 
measures of teacher and principal effectiveness.



Performance-based compensation system rewards teachers 
and principals who raise student academic achievement

TAP Annual Bonuses
Teachers with High Evaluation Scores Demonstrate 
High Value-Added to Student Achievement
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Unionleadershiphasbeeninstrumentalin bringing
TAPto selectprojectsacrossthe country.

The PBCS has the involvement and support of teachers, 
principals, other certified personnel and unions

Dialogue with 
TAP initiated by

ωTeachers

ωUnions

ωPrincipals

ωDistrict 
Leadership

Engage 
principal to 
discuss TAP 
elements

Engage 
district 

leadership to 
discuss 
financial 

sustainability

Engage 
faculty and 

make 
presentations 

to 
prospective 
TAP schools

Teacher vote 
(75% approval 
recommended)

Begin TAP 
implementation



TAP maintains strong teacher support after implementation.
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