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1. Set the purpose for our Teacher Incentive Allotment (TIA) 

2. Introduce the Teacher Incentive Allotment (TIA) 

3. Learn what it takes to be recommended for a teacher designation in WISD

4. Build an understanding for the Teacher Incentive Allotment (TIA) funding and 

our spending plan

Today’s Deliverables



1. SETTING THE PURPOSE



A strategic evaluation system fairly and accurately evaluates 

teachers based on multiple measures, including student growth and 

student voice, and leads to meaningful differentiation of evaluation 

ratings. The evaluation data are used to inform critical human 

capital decisions such as strategic staffing, professional 

development, compensation, career pathways and hiring, 

supporting and retaining the best possible teachers.

Definition: STRATEGIC EVALUATION SYSTEM



Texas and other States have districts that are implementing strategic evaluation systems 
that are differentiating ratings and using the data to achieve strong results.  These systems 
have proven to:

ωIncrease retention of higher performing teachers

ωImprove student outcomes

ωClose opportunity gaps

THE OPPORTUNITY: STRATEGIC EVALUATION SYSTEMS



LEVERAGING RESULTS OF STRATEGIC EVALUATION 
SYSTEMS

•Equity in access to effective teachers and school leaders: using evaluation data for 
strategic staffing decisions to ensure students with the highest need have access to 
effective educators.

•Differentiated professional development: using evaluation data to provide targeted 
training and support to educators.

•Differentiated compensation: using evaluation data to inform salary levels, not just 
tenure, so that effective teachers are rewarded with higher compensation.

•Identification of future campus leaders: using evaluation data to identify and 
support educators for career pathways that lead to leadership positions and 
retention of effective teachers.

•Improved teacher recruitment: using evaluation data to inform 

educator recruitment and support.

http://bestinclass.org/strategic-evaluation-toolkit/#Equity-In-Access
http://bestinclass.org/strategic-evaluation-toolkit/#Differentiated-PD
http://bestinclass.org/strategic-evaluation-toolkit/#Differentiated-Compensation
http://bestinclass.org/strategic-evaluation-toolkit/#Indentification-Leaders
http://bestinclass.org/strategic-evaluation-toolkit/#Improved-Recruitment


2. INTRODUCTION: TEACHER INCENTIVE ALLOTMENT (TIA)



HB3 STATE COMPENSATION INCREASE 
OPPORTUNITIES 

Å HB 3 increases the State Minimum Salary Schedule by $5.5 -9K 
per year of service.

Å 30% of district budget increases must go to compensation 
increases.

ÅDistricts may use state funding for performance -

based compensation that meets certain criteria.



Key Points of TIA



DISTRICT ROLE VS. STATE ROLE



The designation system must include both a teacher observation and a student performance 

component.

ǒ Teacher observations based on T -TESS; a third-party rubric; or a locally developed 

rubric.

ǒ Student growth measures are determined by the district. Can include pre - and -

post tests, value -added measures, student learning objectives (SLOs), and 

portfolios.

ǒ Districts can use other factors in determining the teachers eligible to receive a 

designation, such as student surveys, teacher leadership responsibilities, teacher 

mentorship responsibilities, family surveys, demonstration of district core values, 

teacher peer surveys, and contributions to the broader school community.

Designation System Requirements



WHO IS ELIGIBLE TO EARN A DESIGNATION THROUGH A LOCAL 
DESIGNATION SYSTEM?

Districts must verify that each teacher meet the following eligibility requirements:

ǒ The teacher must have a valid SBEC certificate. Eligible types of certificate 

include: Standard, Professional, Provisional. Eligible classes of certificates 

include: Classroom Teacher (Chapter 233), Reading Specialist (Chapter 

239), Legacy Master Teacher.

ǒ The teacher must be coded as 087 (Teacher) per the Public Education 

Information Management System (PEIMS).

ǒ (PEIMS) description of codes for 90 days at 100% of the day (equivalent to 

four and one -half months or a full semester) or 180 days required at 50 -99% 

of the day and compensated for that employment .



TEACHER INCENTIVE ALLOTMENT FUNDING



3. WISD’S DESIGNATION SYSTEM
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ÅPrincipals

ÅTeachers

ÅCurriculum

ÅCommunications

ÅHuman 

Resources

ÅFinance

ÅTechnology

● Teachers supported 

the development of 

core leadership 
practices

● Spending plan 

design team 

included teacher 

leaders from teacher 
associations

● TIA committee  

gathered feedback 

from teachers during 
the design process

● Teacher Buy -In Survey 

● Continue TIA Core 
Team Meetings

● Establish and meet 

with a larger teacher 
expert group

● Engage Quality 

District Advisory 
Committee



WHO IS ELIGIBLE FOR DESIGNATION IN WISD?

DATA COLLECTION YEAR Goal:  All Teachers and All 

Schools

(Phase-In Approach)

2020-2021 All Schools Reading & Math only

2021-2022 All Schools (R, M, Science/Social 

Studies)

2022-2023 All Schools/All Subjects



WHAT MEASURES AND WEIGHTS WILL WISD USE?

Measures Model Points

T-TESS / 

Observations
40% Up to 40 points

Growth

Renaissance 

360, Circle & 

TX KEA

50% Up to 50 points

Core 

Leadership 

Practices

10% Up to 10 points



Domain 1

1.1

5 4 3 2 1

Average 

of 1.1 - 1.4 

scores

30%
1.2

1.3

1.4

Domain 2

2.1

Average 

of 2.1 - 2.5 

Scores

30%

2.2

2.3

2.4

2.5

Domain 3

3.1
Average 

of 3.1 - 3.3 

Scores

30%
3.2

3.3

Domain 4

4.1

Average 

of 4.1 - 4.4
10%

4.2

4.3

4.4

OVERALL CALCULATION FOR T-TESS



TEACHER OBSERVATION PERFORMANCE STANDARDS 



STUDENT GROWTH PERFORMANCE STANDARDS 



WHAT IS EXPECTED GROWTH IN WISD?

Å Circle & TX KEA:   

Å We will use the three labels: Needs Support, Monitor and On Track. This 

determination of labels is calculated by the exam itself using a student's age 
at BOY (CIRCLE only) and their score on each specific skills test. 

Å For these two assessments, Waco ISD will require students to move up a 

minimum of one label or maintain their On Track label comparing their BOY to 

their EOY results. 

Å Renaissance 360:

Å For grades 1 -12, the Grade Equivalent (GE) which measures one year of 

growth will be used as the criteria for expected growth. These numbers are 

personalized based on BOY performance. 

Å For students who have demonstrated a GE of 12+, a second layer of data will 

be used. The Lexile/Quantile scores will be used to determine 
expected growth when this is the case. 



CIRCLE AND TX KEA

*After teachers have administered the assessment, district level Instructional 

Specialists will take a random sampling of students from each PK and Kinder 
class to reassess students in order to check for calibration and validity.

ASSESSMENT CIRCLE TX KEA

GRADE LEVEL PK Kindergarten

TEST SECTIONS Phonological Awareness and 

Math 

Language and Math

GROWTH MEASURE Students achieving a minimum of 

one higher level for their age 

bracket comparing BOY to EOY

Students achieving a 

minimum of one higher level 

comparing BOY to EOY 



RENAISSANCE 360:  GRADES 1-12

•ELA and Math 

•Grade Equivalent (GE) will be used as the criteria for the expected 

growth measure by comparing the student’s BOY data to their EOY 

data. 

○ Example: a student who scores 7.5 will need an 8.5 GE regardless 

of their enrolled grade level

•Renaissance training will be provided by the district to teachers

•Testing will be monitored at the campus level and results will be 

reviewed for inconsistencies to ensure calibration and validity of results

•MOY results will be used with T -TESS data to determine teacher needs 

for support



Calculation for Core Leadership Practices 



CORE LEADERSHIP PRACTICES DEFINED
COMPONENT SCORE LOOK FORS

Collaborative 

Practices

1-3 slightly below

4+ meets standard

● Plan PD

ǒ Deliver PD

ǒ Assist turning around PD

ǒ Assist with classroom implementation 

strategies

● Co -teach model

● Lead PLCs

● Actively seeks out resources for 

dissemination to the staff

● Actively participate on at least one 

campus committee



CORE LEADERSHIP PRACTICES DEFINED

COMPONENT SCORE LOOK FORS

Mentorship 1-3 slightly below

4+ meets standard

● Models lessons in person or virtually and/or 

provides peer coaching

● Initiates informal mentorship with 

colleagues

ǒ Accepts mentoring responsibilit ies when 

asked and carries out duties effectively

● Recognizes when teachers are in need 

(emotionally and academically) and offers 

support

ǒ Mentorship helps teacher improve 

(impact)

● Evidence of engagement by the

mentee in the mentor process



CORE LEADERSHIP PRACTICES DEFINED

COMPONENT SCORE LOOK FORS

Extends and 

expands school 

community 

involvement

1-2 slightly 

below

3+ meets 

standard

● Actively leads or assists extracurricular 

clubs/activities that lead to increased student 

involvement (does not include stipend -related 

positions/activities)

ǒ Models exemplary practices that align with 

campus / district instructional initiatives

● Actively engages with parents and stakeholders 

that increases parent and stakeholder 

engagement in campus initiatives

ǒ Attends and participates in multiple school 

functions

● Campus -Based Decision Making Committee



CORE LEADERSHIP PRACTICES DEFINED

COMPONENT SCORE LOOK FORS

Consistently 

models and 

supports the 

mission, vision, 

and values of the 

campus

1 slightly below

2+ meets standard

● Actively promotes the mission, vision, and 

values of the campus through grant writing 

process, partnerships, or by other means to 

help the campus achieve its goals

● Chair and lead campus committees

● Seeks, leads, or implements best -practices 

aligned with campus goals



4. Teacher Incentive Allotment (TIA) Funding &

Spending Plan



How will we distribute the funds for teachers who earn 
the designation?

OTHER:

Allotments will be used 

as a stipend paid 
once/year

*Note:  Allotments going to other teachers may 
change once the phase -in is complete



HOW WILL ALLOTMENT FUNDS WORK IN CONJUNCTION WITH THE 
CURRENT DISTRICT SALARY SCHEDULE?

The allotment funds will not replace the current district salary schedule.  TIA 
payouts are in addition to the districtõs salary schedule.

ÅYear one, TEA will notify districts around April of 2022 for those teachers 
who earn designation.  

Å 90% of the allotment will be used for teacher compensation on the 

campus of the designated teachers and be paid out in a one -time 
stipend no later than August 31, 2022

Å For year two (2022 -2023 school year), the allotment will once again 
be paid in a one -time stipend on the May 31, 2023 paycheck.



HOW WILL FUNDS BE DISTRIBUTED AT EACH CAMPUS?

A funding subcommittee consisting of 11 teachers and 4 campus 

administrators recommended the allotment be paid out in stipends, with the 
90% being split.

Å 75% will go to the designated teacher (in a one -time stipend )

Å 15% of the remaining allotment will be split amongst other high 
performing teachers not yet eligible for designation

*Other high performing teachers will be identified based on a rubric 

that includes 2 of the 3 measures used to determine eligibility for 
designation (leadership practices and teacher observation scores)



NEXT STEPS

Å Identify an Expert Teacher for your campus by September 8, 2020

ÅRegular TIA Campus Updates Coming Soon!

ÅAll teachers will need to track their Leadership Practices

ÅWatch for updates added to the TIA Teacher Toolkit

ÅSupport for School Leaders and Teachers to make TIA successful



RESOURCES

ÅWaco ISD’s TIA Website:  

https://www.wacoisd.org/domain/7455

ÅTexas Education Agency’s TIA Website:  

www.TIATexas.org

https://www.wacoisd.org/domain/7455
http://www.tiatexas.org/


CONTACT INFORMATION:

Dr. Josie Gutierrez, Assistant Superintendent of Human Resources

Josie.Gutierrez@wacoisd.org

Ronnita Carridine, Executive Director of Human Resources 

Ronnita.Carridine@wacoisd.org


