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SECTION 1.  SUMMARY 

Item A:  Program Name & Overall Goals 

The Nevada Teacher Corps (NTC) has aimed to address the Nevada Department of Education’s (NDE) priority of recruiting, 

selecting, and retaining effective teachers.  

Specifically, our overall goals for NTC are: 

• Strategic recruitment of the best available teacher talent, with the goal of attracting 90-100 new teachers (45-50 

teachers each program year)1  

• A smart, efficient, and multi-layered screening model 

• Systems and benchmarks for continuous monitoring and improvement 

• Early career teacher support and training 

Item B:  Abstract & Results Overview 

In order to work towards the goals above, this past year, NTC implemented a robust recruitment campaign that included 

deploying proven marketing practices (e.g., advertising, compelling messages, grassroots outreach) to build a deep and 

diverse applicant pool; selected the highest-potential candidates; supported partner school and district hiring processes to 

match teachers to partner schools; provided intensive training focused on high-leverage instructional strategies aligned to 

the Nevada Academic Content Standards; and ensured effectiveness of teacher candidates who received an ARL license, 

and who will be eligible for standard licensure upon program completion.   

We are proud to report that we have seen many successes during this last reporting period, including: 

• Successfully supported our third cohort of teachers during their first year in the classroom and recruiting our 

fourth cohort of teachers; 

• Our third cohort of teachers surpassed their performance goals; 

• Receiving 506 applications with 62 percent of those applicants coming from outside of Nevada and 69 percent 

identifying as a person of color; 

• Securing partnerships with 28 district and charter schools in Clark County with each school meeting one of the 

following criteria:  Title I pursuant to NRS 385.3467; rated one of the two lowest ratings possible; and/or on the 

state’s high-vacancy list; 

• Maintaining a competitive grant from the Corporation for National and Community Service, which will provide 

valuable AmeriCorps Stipends for all NTC ARL teachers who successfully complete our program; 

• Assisting in getting all of our ARL teachers hired at partner schools for the 2019-2020 school year; and 

• Receiving strong feedback from partner principals, specifically: 

o 96% of 2018-2019 partner principals indicated that they were interested in having additional NTC teachers 

at their schools for the 2019-2020 school year 

o Principals rated 79% of NTC teachers as good or better than other new teachers, regardless of preparation 

pathway 

• During their pre-service training experience, our fourth cohort of teachers led summer school classrooms that saw 

impressive student achievement growth – 70% of students showed growth in literacy.  

A more detailed narrative of our results is included in the sections below. 

                                                            
1 Note: The GTL funding period partially spans two of our program years 
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Item C:  Next Steps 

Now that we have successfully completed three full program years and have established strong partnerships with Title I 

elementary schools across Clark County, we intend to focus our efforts on: 

• Maintaining a strong national recruitment and selection model 

• Building upon lessons from the last two years, continuing to refine and strengthen our training and support 

model to push our teachers (and their students) to even stronger results 

• Continuing to refine our hiring strategy so that principals are able to find the “best fit” for their school given 

specifics of school context, culture, etc. 

• Continuing to build strong partnerships with other community and education organizations and focus on 

diversifying our funding base given the changes with GTLF funding 
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SECTION 2.  GRANT FUNDED ACTIVITIES 
 

Item D: Name of Activity and Overview 

The NTC has aimed to address NDE priority of recruiting, selecting, and retaining effective teachers.   

National Recruitment and Selection: In this most recent GTLF cycle, we have executed another recruitment campaign 

that led to the selection, training, and hiring of 48 ARL teachers at our partner schools. Our comprehensive campaign 

includes multiple strategies proven to be effective in attracting new talent to the profession. NTC used a combination of 

methods—including online advertising and social networking, targeted job board posts, printed advertising materials, the 

work of recruiters, hosted in-person and online information sessions, and a program website—to cast a broad recruitment 

net and build a large pool of strong applicants. 

Intensive Teacher Training: The teacher training component of our program begins with a summer pre-service training 

where our ARL teachers learn the foundations of effective teaching and are able to immediately apply those learnings to a 

classroom where they are working with a cooperating teacher (full-time teacher of record).  In addition, ARL teachers 

receive daily feedback from their coach and other staff members in order to continually improve their effectiveness each 

day.  The key components of the pre-service training experience are described below and a typical weekly calendar is 

included in the supporting materials.  

COMPONENT DESCRIPTION 

Skill-Building  

Our ARL teachers spend seven weeks in seminars that focus on gaining fluency and automaticity in 

prioritized instructional techniques. Our teachers also participate in skill-building sessions that focus 

on developing fundamental planning and instructional skills. During skill-building sessions, 

instructors—local educators with a track record of effectiveness—model skills and techniques and 

engage participants in active practice. After each round of practice, participants receive specific 

feedback and practice the skill or technique again, implementing the feedback.  

 

Responsive 

Coaching 

Coaches support small groups of ARL teachers on mastery towards specific skills and instructional 

techniques over the course of the summer field experience through responsive coaching sessions. 

Responsive coaching sessions are an important opportunity to provide ARL teachers with 

differentiated support for their development based on data the coaches gather through frequent 

classroom observations. The small size of the coaching sessions and their focus on targeted 

development areas make them a powerful arena for ARL teachers to improve their performance.  

 

Field 

Experience 

ARL teachers have the opportunity to apply what they learn through skill-building sessions and 

responsive coaching to demonstrate their proficiency in key skills during Field Experience, which 

includes: lead teaching time; field development time; lesson plan review; peer collaborative groups. 

 

 

After pre-service training, our teachers receive an intensive week of additional instruction and planning to assist them with 

getting ready for the start of the school year.  The focus during this week is on internalizing their curriculum, planning the 

classroom systems and procedures they will use, and mapping out a 30-day plan for instruction and culture.  This is done 

under the guidance and supervision of full-time Nevada Teacher Corps staff.  

During the school year, ARL teachers take online coursework and receive coaching and support from program staff 

members.  In addition to several informal observations that happen throughout the year, each teacher is formally 
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observed four times during their first year.  Their performance during these observations plays a critical role in helping us 

to decide who will ultimately pass our program at the end of the year to be recommended for standard licensure. 

Item E: Participant Information 

Teacher Participants 

In our fourth year, we have 48 ARL teachers who were hired across 28 partner elementary schools.  Of these, the majority 

identify as a person of color and nearly half have come from outside of Nevada.   

Full Time & Part Time Staff 

During this past year, our staff included: 

A full-time Partner who oversees the implementation of the program. The Partner assumes primary responsibility for 

successful delivery of services described in each district and school partnership and as described in the Great Teaching and 

Leading Fund. The Partner also manages the program budget and ensures that NTC is accountable to the State of Nevada 

and its partner districts and schools for meeting rigorous program standards and annual goals.  

 

One full-time Site Director oversees partner district and school relations, program planning, implementation, and 

evaluation of the ARL program components. The Site Director works directly with district staff members who support the 

planning and implementation of the program. The Site Director also manages NTC’s full-time project staff, such as the 

Training and Instruction Manager and the Operations Associate.  

 

The Site Director manages one full-time Operations Associate who provides administrative support for teachers and is 

the primary contract for teachers throughout the program for all administrative needs and questions. The Operations 

Associate oversees all program operatives and issues related to hiring and state certification requirements.  

 

The Site Director also manages one full-time Training and Instruction Manager who ensures that NTC provides teachers 

with high-quality coaching and instructional experiences throughout both the summer pre-service training and the school 

year. In addition, the Site Director oversees other TNTP staff members, including a Virtual Coach who supports NTC 

teachers in their online content coursework. 

 

In addition to the roles described above, NTC hired seasonal staff to provide teachers with the coaching and support 

needed throughout pre-service training.  The following positions were staffed leading up to and during pre-service 

training: 

 

• Four Instructors to deliver practice-based sessions during pre-service training that was designed to ensure 

teachers’ development. Instructors delivered learning sessions to approximately 30 participants and also were 

leveraged to work one-on-one and small group with teachers in practice sessions. 

 

• One Lead Teacher Development Coach managed the teacher development coaches and provided oversight 

to ensure that the instructional and cultural vision was being met.  They also designed and executed on 

professional development opportunities for the coach team. 

 

• Five Teacher Development Coaches delivered practice-based coaching sessions to teachers. Coaches 

provided on-the-job coaching to teachers during their school-based experience and directed instruction and 

structured opportunities to practice specific teaching skills. Coaches worked with a caseload 10-12 teachers to 

provide intensive support during summer pre-service training. 
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• One PST Director managed the Lead Teacher Development Coach and Instructors to ensure that the 

instructional and cultural vision was being met.  They also partnered with the school-based administrator, 

AmeriCorps, and the City of Las Vegas to ensure strong execution of the program 

 

Partner Elementary Schools 

We partnered with the following schools for hiring for the 2019-2020 school year. 

Elementary Charter Schools 

Somerset Academy Losee Campus 

  

CCSD Elementary Schools 

Adcock Elementary School 

Decker Elementary School  

Duncan Elementary School 

Ira J. Earl Elementary School 

Tom Williams Elementary School 

Gilbert Elementary School 

Hancock Elementary School 

Harmon Elementary School 

Heard Elementary School 

Herron Elementary School 

Hollingsworth Elementary School 

Iverson Elementary School 

Keller Elementary School 

Lincoln Elementary School 

Lowman Elementary School 

Lunt Elementary School 

Manch Elementary School 

Mendoza Elementary School 

Moore Elementary School 

Mountain View Elementary School 

Paradise Elementary School 

Pittman Elementary School 

Priest Elementary School 

Red Rock Elementary School 

Reed Elementary School 

Ronzone Elementary School 

Vegas Verdes Elementary School 

 

 

Item F: Results & Progress Towards Goals 

Below is a summary of progress towards goals. Additional details can be found in Section G. 
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Priority 1: Implement a national recruitment campaign and rigorous selection process to ensure a strong and 

diverse pool of aspiring teachers. 

Goal 1: By the first day of school, 40-50 NTC participants will begin full-time teaching positions. 

 

Aligned Metrics Key Actions & Benchmarks Progress 

• # of applicants  

• # of selected applicants 

• % conversion at each 

stage of the application 

and matriculation 

process 

• # of candidates who 

begin pre-service 

training 

 

 

 

 

• Refine program brand, 

marketing messages and 

website based on baseline 

data from the past year 

• Modify national and local 

recruitment campaign to 

focus efforts on the 

recruitment sources based 

on applicant yield/return on 

investment from the past 

year 

• Launch national and local 

recruitment campaign 

• Ongoing progress 

monitoring to effectively 

manage campaign 

outcomes (diversity, quality, 

etc) 

 

MET – Through our recruitment 

campaign, selection, and 

matriculation efforts, 48 teachers 

began full-time teaching 

positions for the 2019-2020 

school year. 

 

Goal 2: By the last application deadline, at least 50% of applicants will be diverse and come from 

locations outside of Nevada. 

 

Aligned Metrics Key Actions & Benchmarks Progress 

• % of candidates who 

identify as a person of 

color  

• % of candidates who 

come from outside of 

Nevada  

 

 

• Implement targeted 

recruitment strategies that 

focus on national candidates 

and on candidates that 

share the backgrounds of 

our students 

• Ongoing progress 

monitoring to effectively 

manage campaign 

outcomes (diversity, quality, 

etc) 

 

MET – 69% of applicants 

identified as a person of color; 

62% of applicants were from 

outside of Nevada 
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Goal 3: By the first day of school, 100% of participants who successfully pass the performance 

bar at pre-service training will be hired at a hard to staff school. 

 

Aligned Metrics Key Actions & Benchmarks Progress 

• # of teachers who begin 

teaching: 

o at a Nevada Title I 

school pursuant to 

NRS 385.3467 

o in schools with one 

of two lowest 

possible ratings  

o in schools on the 

state’s high-vacancy 

list 

• # of candidates hired 

each month prior to the 

start of the school year 

 

 

• Maintain strong 

partnerships with school 

sites and cultivate new 

partnerships as needed 

• Share school-based 

selection resources with 

partner schools to ensure 

strong matches between 

teachers and schools 

• Coordinate introductions 

between candidates and 

principals where there is a 

potential strong fit 

• Facilitate a hiring fair with 

partner schools during the 

summer 

MET – All teachers who 

successfully completed and 

passed pre-service training were 

hired at one of our 28 partner 

schools for the 2019-2020 

school year. 

 

Priority 2: Deliver effective practice-based summer training for aspiring teachers that will set them up for success 

for the school year. 

Goal 1: By the end of summer pre-service training, at least 75% of participants will move forward 

into the school year2. 

 

Aligned Metrics Key Actions & Benchmarks Progress 

• % of teachers meeting 

each performance level 

on the TNTP core 

summer rubric  

• Summative average PST 

scores 

• % PST pass rate 

• # of teachers who 

successfully complete 

summer field experience 

 

 

• Deliver state-approved 

coursework for teachers. 

• Provide robust training and 

support for all summer staff 

members who will be 

training and supporting new 

teachers 

• Ongoing weekly progress 

monitoring of staff and 

teacher performance 

• Coach and develop summer 

staff to ensure they are 

effectively supporting their 

caseload of teachers 

• Deliver content sessions, 

individualized coaching, and 

small group learning 

MET – 77% of participants 

passed pre-service training and 

moved into the school year 

                                                            
2 Note: Because we are a performance-based program we only move teacher candidates forward who have demonstrated their readiness for the school 

year. However, we do typically set goals around pass rates as a way to hold ourselves accountable to implementing a high-quality support model. 



  

10 

 

experiences differentiated 

for the needs of each 

teacher  

• Implement a performance 

screen at the conclusion of 

PST to ensure that only 

teachers who demonstrate 

proficiency in the core 

competencies during pre-

service training are 

recommended to start the 

school year 

 

 

Goal 2: By the end of the summer, 90% of participants will strongly agree/agree that summer 

training prepared them for success during their first year of teaching. 

 

Aligned Metrics Key Actions & Benchmarks Progress 

• % of candidates who 

agree/strongly agree that 

various components of 

the summer training 

program improved their 

effectiveness and ability 

to be a strong first year 

teacher 

 

 

• Deliver content sessions, 

individualized coaching, and 

small group learning 

experiences differentiated 

for the needs of each 

teacher  

• Administer multiple 

feedback surveys through 

summer training to monitor 

progress  

MET - 94% of teachers agreed 

that pre-service training 

prepared them with the 

appropriate skills to deliver 

high-quality instruction to 

students 

 

 

Priority 3: Provide early career support for new teachers so that they are equipped to achieve strong results with 

students and implement practices to retain those that successfully meet the performance bar for standard 

licensure.  

Goal 1: By the end of the school year at least 80% of teachers will successfully pass all 

performance measures to be recommended for standard licensure. 

 

Aligned Metrics Key Actions & Benchmarks Progress 

• % teacher performance 

by ACE component 

• % teacher performance 

by ACE observation 

competency areas 

• % of teachers at each 

NEPF rating 

• # of teachers who pass 

NTC’s ACE measure and 

earn recommendation for 

• Deliver and monitor 

progress on state approved 

standard licensure 

coursework 

• Provide virtual and in-

person coaching and 

feedback to teachers 

throughout each school year  

• Ensure alignment between 

the Assessment of 

MET – 80% of participants 

successfully completed the 

program and were 

recommended for standard 

licensure; 97% of those that 

participated for the entire school 

year were recommended for 

standard licensure 
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a Nevada standard 

license in elementary 

education 

• % of principals satisfied 

with teacher candidates 

supplied by NTC. 3 

 

Classroom Effectiveness 

(ACE) and Nevada’s 

educator performance 

framework (NEPF) 

• Collect and analyze student 

achievement data when 

available and adjust teacher 

support based on the 

analysis 

• Implement ACE to ensure 

that only effective and/or 

highly effective teachers are 

recommended for a Nevada 

standard teaching license. 

 

 

 

Goal 2: By the beginning of each school year at least 90% of the previous year’s cohort who 

passed all program components will continue teaching at a qualifying school 

 

Aligned Metrics Key Actions Progress 

• # of teachers who 

successfully complete 

their first, second, and 

third years of teaching in 

Nevada Title I school 

• % of teachers who leave 

Nevada for factors 

outside of their control  

 

• Design and implement a 

comprehensive plan to 

work with principals at 

partner schools to promote 

early hiring, a key factor in 

teacher retention 

• Align with school-based 

staff on NTC teacher 

coaching and support to 

ensure strong early career 

support and satisfaction, a 

key factor in retention 

• Create a matching process 

to support teachers being 

hired at a school that 

meets one or more of the 

following criteria: Nevada 

Title I school pursuant to 

NRS 385.3467, has one of 

two lowest possible ratings, 

and/or on the state’s high-

vacancy list. 

NEARLY MET – 89% of NTC 

teachers since the program’s 

inception are still teaching in 

Nevada schools  

 

(Note: We are still working to 

obtain more specific information 

for the 2018-2019 cohort now 

that the surplus and 

reassignment process has been 

completed) 

                                                            
3 Satisfaction reported as those who “Strongly Agree” or “Agree” on 5-point scale of: Strongly Agree, Agree, Somewhat Agree, Disagree, Strongly 

Disagree. 
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• Provide opportunities to 

alumni to keep them active 

and engaged with NTC 

• Obtain NTC teacher 

employment information 

with schools and districts to 

track retention over time 

 

 

Goal 3: By the end of the school year, 85% of participants will strongly agree/agree that their 

experience with NTC helped them to be a more effective teacher. 

 

Aligned Metrics Key Actions & Benchmarks Progress 

• % of candidates who 

agree/strongly agree that 

various components of 

the school year support 

model positively 

impacted their 

development as a new 

teacher 

 

 

Deliver content sessions, 

individualized coaching, and 

small group learning 

experiences differentiated for 

the needs of each teacher 

Administer multiple feedback 

surveys  

MET – 97% of teachers report 

that support received by Nevada 

Teacher Corps was a significant 

factor in making them a more 

effective teacher for their 

students  

 

Item G.1: Improving Student Achievement 

We continuously assess the performance of our ARL teachers through observations and research-based measures that 

include classroom observations using the TNTP Core Teaching Rubric.   

The TNTP Core Teaching Rubric is used to describe and assess teacher performance in four performance areas. They are: 

• Culture of Learning: Are all students engaged in the work of the lesson from start to finish? 

• Essential Content: Are all students working with content aligned to the appropriate standards for their subject and 

grade? 

• Demonstration of Learning: Do all students demonstrate that they are learning? 

• Academic Ownership: Are all students responsible for doing the thinking in this classroom? 

Each performance area includes various descriptors. See the Supporting Materials section for a copy of the TNTP Core 

Teaching Rubric.  

During the school year, each teacher was formally assessed at four points throughout the year to determine the types of 

coaching and supports they would need throughout the school year and to determine how the skills acquired through our 

program translated into their teaching and school context. The graphs below show the average performance for each 

formal observation round as well as the distribution of performance levels within each of the four rubric performance 

areas at the end of the 2018-2019 school year for our third cohort of teachers. It should also be noted that our teachers 

surpassed the performance goals we set for them at the beginning of the year, which were based on historical data from 

other ARL programs run by TNTP. 
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ACE Observation Average by Round 

Round Average 

1 2.91 

2 3.33 

3 3.08 

4 3.34 

Overall 3.12 

 

Final Observation Ratings by Competency 

Competency Minimally Effective Developing Proficient 

Culture of Learning 18% 44% 38% 

Essential Content 3% 10% 87% 

Academic Ownership 18% 41% 41% 

Demonstration of Learning 23% 46% 31% 

 

Because we want to ensure that only those teachers who are best equipped to improve student achievement continue, at 

the end of the school year, we make final decisions about whether or not our teachers have met the performance bar and 

expectations to be recommended for their standard license.  In order to meet this bar, teachers must have: 

• Successfully completed all coursework and program requirements 

• Received a passing score on the Assessment of Classroom Effectiveness which is comprised of principal ratings, 

student surveys, and performance evaluations on the ACE rubric. 

• For Grades K-2 Teachers, ACE is comprised of: 

o 60% Classroom Observations 

o 40% Principal Rating 

• For Grades 3-5 Teachers, ACE is comprised of: 

o 40% Classroom Observations 

o 30% Principal Rating 

o 30% Student Surveys 

Cohort 3 ACE Component Averages 

Component Average 

Principal Survey Ratings 3.21 

Student Survey Ratings 3.11 

ACE Observation 3.12 

 

At the end of the school year, we had an overall pass rate of 80% for our third cohort, meaning 80% of our third group 

of teachers both met our performance bar and successfully completed the school year and all program requirements for 

standard licensure. 
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During the summer, prior to the end of this GTLF period, our fourth cohort began pre-service training where each participant 

had to meet a rigorous performance bar in order to pass and continue on to teach during the school year. Throughout pre-

service training, ARL teachers are assessed on: (1) classroom observations using the TNTP Core Teaching Rubric, focusing 

on culture of learning, essential content, academic ownership, and demonstration of learning; and (2) performance on 

foundational teaching techniques while participants are teaching (in-classroom technique assessments). These scores are 

combined into a final composite score. Only ARL teachers who demonstrate an acceptable level of proficiency will move on 

become a teacher of record during the school year.   

Pass 

2.4-3.00 

Consider Evidence 

1.90-2.39 

Remove 

1.00-1.89 

If your final score is in this range, you 

will pass pre-service training and will 

be recommended into the classroom. 

 

If your final score is in this range, our staff 

will consider two sources of additional 

evidence: the pattern of evidence in 

previous observations, and your growth 

over the course of pre-service 

If your final score is in this range, you will be 

removed from our program at the end of 

pre-service training and will not be 

permitted to start teaching. 

  

Out of the 62 teachers who completed the duration of PST, 48 ARL teachers passed our performance screen and were 

hired for the 2019-20 school year.   

Item G.2: Improving the Recruitment, Selection, & Retention of Effective Teachers 

As part of our recruitment and selection strategy, we implemented a nationwide teacher talent search based on deploying 

proven marketing practices (e.g., advertising, compelling messages, grassroots outreach) to build a deep and diverse 

applicant pool.   

Our marketing campaign yielded 506 applications from prospective ARL candidates. Overall, the highest yield recruitment 

sources were online job postings and internet searches, and we also recruited a large number of ARL candidates through 

referrals and direct outreach. 

ARL Applicants by Recruitment Source 

Source Percentage 

Internet 35% 

Job Posting 31% 

Other 13% 

Outreach 11% 

Referral 10% 

 

By recruiting a large number of teacher candidates, we ultimately brought in 62 ARL teachers to Nevada who started pre-

service training.  Due to our rigorous selection bar for pre-service training and some attrition due to personal and/or 

family situations, we started the school year with 48 ARL teachers who were hired at our partner schools. The data below 

shows our actual number of applicants as well as the percentage of candidates that moved on to each phase of the 

process. Each year as we start a new recruitment cycle, we use our historical data to help set projections for each phase of 

the process which in turn helps us to strategically drive towards our desired number of teachers who will start the first day 

of school.  

Phase Actual 

# Apps Submitted 506 
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App Submission 76% 

Enrollment 51% 

Start Training  46% 

 

 

Our applicant pool was diverse, as seen in the chart below, and 62% of applicants came from out of state. 

 

Applicant Diversity 

 

Racial or Ethnic Self-Identification Percentage 

Black or African American 39% 

Hispanic/Latino 14% 

Asian 7% 

Multiracial 7% 

American Indian 1% 

Pacific Islander 1% 

White 31% 

 

Item G.3: Assisting Teachers and Administrators 

The Nevada Teacher Corps aims to provide our teachers with coursework, coaching and development experiences that will 

assist them in becoming effective teachers. In order to assess the impact that our program is having on our teachers, in 

addition to the teacher performance data described above, we administer several surveys throughout the year. One such 

survey was administered to our third cohort of teachers at the end of the school year.  These results were used to inform 

key improvements for our 2019-2020 cohort.  Overall, the majority of our teachers have been satisfied with the coaching, 

development, and support that they have received to date.  Key ARL teacher support question results are shown below.   

• 97% of teachers report that they felt supported in their first year of teaching 

• 97% of teachers report that support received by Nevada Teacher Corps was a significant factor in making them a 

more effective teacher for their students 

• 100% of teachers report that one-on-one coaching helped them to become a more effective teacher 

 We saw similarly strong results from our fourth cohort at the end of their pre-service training. 

• 94% of teachers agreed that pre-service training prepared them with the appropriate skills to deliver high-

quality instruction to students 

• 98% of teachers agreed that pre-service training prepared them with the appropriate skills to build a 

classroom culture of respect between all students and adults 

• 90% of teachers felt more equipped to serve their students because of the coaching they received from their 

Teacher Development Coach 

Effectiveness Measure for Each Area, Including Rationale for Chosen Measure 

Below are the effectiveness measures, including rationale for each measure, that we use to continually assess our program 

and the impact that our program is having on student achievement, improving teacher recruitment, and assisting teachers 

and administrators. 

Student Achievement: 
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In order to assess our program impact on student achievement, we look at several pieces of data, including: 

• Teacher observation data – Reliable student achievement data is not always available throughout the school year. 

For this reason, we assess teacher effectiveness through classroom observations as a proxy for student 

achievement Teacher performance data is collected from evaluations using a rigorous and research-based rubric, 

student surveys, principal surveys, and Nevada Educator Performance Framework (NEPF) data for each teacher. 

• Pass Rate – Similar to above, our teacher pass rates and composite scores at the end of pre-service training as well 

as at the end of the school year are another indicator of teacher effectiveness, and thus an interim proxy for 

student achievement. 

• Student achievement data – As it is available, we will collect student achievement data for our teachers. This data 

will indicate the effect that our teacher’s practice had on their students this school year and allow us to measure 

the effectiveness of the supports provided.  

Improving Recruitment/Selection of Effective Teachers: 

While the ultimate effectiveness of the teachers we recruit, train, and select is determined using the metrics mentioned 

above, we collect a multiple data points throughout the recruitment process to help better understand the impact that our 

program is having on recruitment, including: 

• Number of teachers who are hired and start the first day of school – We use this measure to determine the 

effectiveness of our recruitment efforts because it helps us to determine the number of vacancies we are able to 

fill with effective candidates. 

• Quantity of candidates at each stage of the recruitment and selection process – Throughout our recruitment 

process, these numbers help us to better predict the total number of teachers that will start the school year, and 

thus serve as a proxy throughout our recruitment season.  In addition, these metrics allow us to set projections for 

future years and to adjust our efforts as needed throughout a recruitment campaign. 

• Diversity – In addition to focus on the quantity of high-quality candidates, we also pay close attention to the 

diversity of our candidates and our teachers in order to assist our partner schools with their efforts to diversify the 

teaching force to be more representative of the students our partner schools serve.  In addition to racial diversity, 

we also track the localities of our applicants.  This helps us ensure that our recruitment efforts are effective at 

bringing in new talent to Nevada and helps us to better understand the national recruitment landscape so that we 

can align our strategies and efforts to locality trends. 

Assisting Teachers/Administrators: 

We use two main measures to look at our impact on assisting teachers and administrators, both of which involve a series 

of surveys so that we can track impact over time. For our teachers, we administer surveys at multiple points during the 

year so that we can better understand the impact that our training and support is having on work in the classroom. We 

survey our principals throughout each program cycle as well to better understand their experience with our program. 

Implications for Future Implementation 

After a full year of supporting our third cohort of teachers and recruiting and preparing our fourth cohort, we continue to 

analyze performance data, solicit feedback from our alumni and current program participants, work closely with our 

partner schools, and track best practices and developments across the field of teacher preparation – all of which help us to 

continually refine and improve our program. Some of our key adjustments are described below.   

• Teacher recruitment and cultivation:  To ensure that we have a strong and diverse pool of aspiring teachers 

committed to this work in Nevada for the long haul, we intend to customize our recruitment, selection, and 
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cultivation processes to do an even better job of informing prospective teachers and enrollees about our unique 

education landscape locally and inspiring them to envision themselves making an impact locally beyond their time in 

the program 

 

• Hiring and first year support: We will continue to strengthen principal communication and partnerships so that: 

o We can deepen our understanding of the context, strengths, and needs of their campus and can do an even 

better job of matching teachers to vacancies at placement sites where they have the greatest likelihood of 

thriving in their first year and beyond 

o The support provided by our NTC coaches supplements the incredible supports already being provided at 

school sites – we envision ourselves working side by side with instructional coaches and administrators to 

provide aligned and coordinated support for teachers 

 

• First Year Support: We will strategically align our professional development, coaching, and support opportunities 

with the findings of our latest national report, The Opportunity Myth.  In doing so, we seek to ensure that we are 

developing teachers who hold high expectations for students and believe they can meet grade-level standards.  We 

also seek to ensure that we increase the number of students who: 

o are being given the opportunity to work on grade-appropriate assignments daily 

o are doing most of the thinking in teachers’ lessons 

o are deeply engaged in what they are learning 

 

• Pre-Service Training: 

o We will refine our lesson planning protocol, creating regular time and space for collaborative lesson planning 

by grade level.  We believe that this structure, led by our experienced summer staff, will help teachers better 

internalize the demands of the standards and create learning experiences for their students aligned with the 

instructional shifts in math and ELA and that they are considering the findings of The Opportunity Myth as they 

plan for strong instruction for students.  We hope that this will also help teachers build stronger lesson 

planning skills that will transfer into their planning practices in the fall 

o We will build off of the success we experienced this summer by increasing our focus on academic intervention 

for students, leveraging data to target students’ needs and provide 1:1 and/or small group targeted support 

for summer school students 

 

  

https://opportunitymyth.tntp.org/
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SECTION 3.  BUDGET SUMMARY 

Item H:  Narrative Overview of Use of GTL Funds Awarded 

The FY 18-19 GTL Final Financial Report is on file with the Nevada Department of Education.  See below for a narrative 

overview of the use of GTL funds awarded. 

GTL funds awarded to TNTP were used to cover the salaries and benefits of four members of the core Nevada Teacher Corps team (the 

Partner, Site Director, Site Manager and Operations Associate), who oversaw program implementation, managed district and school 

relations, program planning, implementation and evaluation, developed program materials, trained staff, and provided administrative 

and operational support. GTL funds also supported a team of instructional staff including two Effectiveness Coaches who worked 

directly in support of ARL teachers, and a team of part-time Teacher Development Coaches and Instructional Coaches who provided on-

the-job coaching to ARL teachers and direct instruction and structured opportunities to practice specific teaching skills. 

200: Benefits 

GTL funds were used to cover the benefits, taxes and staff support costs associated with the GTL-funded salaries of the above team 

members. 

800: Other 

GTL funds covered the time and expenses of a team of recruitment specialists that was directly responsible for developing and 

launching a national recruitment campaign to build a large pool of candidates using strategies such as: online advertising, social 

networking, targeted job board posts, print advertising materials, referral cultivation, in-person and online information sessions about 

NTC. The requested funding was used to cover salaries from July 1, 2018 – April 28, 2019. 

Item I:  Brief Description of Expenditure Categories and Description 

The FY 18-19 GTL Final Financial Report is on file with the Nevada Department of Education.  See below for a brief 

description of expenditure categories and description. 

100: Salaries 

The Salaries section includes salaries paid to core members of the Nevada Teacher Corps site team and hourly wages paid 

to seasonal support staff as described above. 

200: Benefits 

The Benefits section includes benefits, taxes, and staff support costs. We estimate benefits and taxes to be 24.9% and 13% 

of a full-time and part-time employee's compensation, respectively. Staff support and development costs are associated 

with supporting the development of talent sourced to the project, i.e., computer/phone, professional development, home 

office supplies. 

800: Other 

All costs in the Other section relate to time and expenses of members of TNTP's Central Recruitment & Selection team. 

Item J:  Awarded Funds vs. Unexpended Funds 

As a 2018-2019 GTL award recipient, NTC utilized 100% of the grant funds we were awarded in service to supporting a 

third cohort of teachers and early preparation of our fourth cohort of teachers, now leading classrooms in some of the 

highest need schools in Clark County. See below for variances. 
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FY19 Instruction

Object 

Code

Title of Position or                   Description of 

Item

 Budget  Actual 

Expense 

 Variance  Notes on Variance 

100 PERSONNEL:

 Effectiveness Coach 81,355.12$     102,198.08$ 20,842.96$         Because our central recruitment expenses were lower than 

budgeted, we were able to repurpose a portion of GLT funds to direct 

instructional support, adding an allocation of time from an additional 

Effectiveness Coach.

 Teacher Development Coach/Seasonal Instructor 54,678.16$     73,082.75$   18,404.59$         Because our central recruitment expenses were lower than 

budgeted, we were able to repurpose a portion of GLT funds to 

provide more hours of direct instructional support from part-time 

Coaches and Instructors.

 Field Experience Manager 9,287.50$       5,125.00$     (4,162.50)$          The Effectiveness Coaches provided a portion of the instructional 

oversight, resulting in a reduction in total costs for a part-time Field 

Experience Manager.

TOTAL: 145,320.78$   180,405.83$ 35,085.05$         

200 BENEFITS:

Benefits & Taxes, Staff Support & Development 28,479.90$     39,385.38$   10,905.48$         The majority of this variance is related to the increase in Personnel 

spending. In addition, budgeted benefits & taxes are an estimate 

based on average benefit & tax rates. Actual tax rates and benefit 

costs vary with individual employees, resulting in moderate 

variances.

TOTAL: 28,479.90$     39,385.38$   10,905.48$         

Grant Total 173,800.68$   219,791.21$ 45,990.53$         

FY19 Support Services

Object 

Code

Title of Position or                   Description of 

Item

 Budget  Actual 

Expense 

 Variance  Notes on Variance 

100 PERSONNEL:

 Partner 5,807.05$       3,144.16$     (2,662.89)$          Less direct Partner supervision was required during the GTLF 

grant period. We were able to use more support from our 

Operations Associate as a result.

 Site Director 64,145.13$     63,871.91$   (273.22)$             

 Site Manager 20,102.67$     19,774.21$   (328.46)$             

 Operations Associate 42,482.82$     47,165.00$   4,682.18$           The larger instructional team required more operational support; 

as a result, the allocation of time from our Operations Associate 

increased.

TOTAL: 132,537.66$   133,955.28$ 1,417.62$           

200 BENEFITS:

Benefits & Taxes, Staff Support & Development 47,093.74$     49,848.70$   2,754.96$           A portion of this variance is associated with the increase in 

Personnel spending. In addition, budgeted benefits & taxes are an 

estimate based on average benefit & tax rates. Actual tax rates and 

benefit costs vary with individual employees, resulting in moderate 

variances.

TOTAL: 47,093.74$     49,848.70$   2,754.96$           

800 OTHER:

Central Recruitment & Selection 190,869.34$   140,706.23$ (50,163.11)$        Central Recruitment & Selection team costs are allocated by site 

type. Nevada Teacher Corps received a level of service that 

corresponds to an allocation weighted at 1.0 shares. Because the 

total expense incurred by the central team was lower than expected, 

1.0 shares was less than the forecasted $190,869. NTC was thus 

able to meet its recruitment goals for the program year while using 

less GTL funds than budgeted, enabling us to use a greater share of 

our GTL funds for direct instructional support.

TOTAL: 190,869.34$   140,706.23$ (50,163.11)$        

Grant Total 370,500.74$   324,510.21$ (45,990.53)$        

OVERALL GRANT TOTAL 544,301.42$   544,301.42$ (0.00)$                 
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Supporting Materials 

TNTP Core Rubric 

CULTURE OF LEARNING   Are all students engaged in the work of the lesson from start to finish? 

1. INEFFECTIVE 
2. MINIMALLY 

EFFECTIVE 
3. DEVELOPING 4. PROFICIENT 5. SKILLFUL 

Very few or no students 

complete instructional tasks, 

volunteer responses and/or 

ask appropriate questions. 

Very few or no students 

follow behavioral 

expectations and/or 

directions. 

Students do not execute 

transitions, routines and 

procedures in an orderly 

manner. 

Students are left without 

work to do for a significant 

portion of the class period. 

Some students complete 

instructional tasks, volunteer 

responses and/or ask 

appropriate questions. 

Some students follow 

behavioral expectations 

and/or directions. 

Students execute transitions, 

routines and procedures in 

an orderly and efficient 

manner only some of the 

time and/or require 

substantial direction from the 

teacher. 

Students are idle while 

waiting for the teacher or left 

with nothing to do for one or 

two minutes at a time. 

Most students complete 

instructional tasks, volunteer 

responses and/or ask 

appropriate questions. 

Most students follow 

behavioral expectations 

and/or directions. 

Students execute transitions, 

routines and procedures in an 

orderly and efficient manner 

most of the time, though they 

may require some direction 

from the teacher. 

Students are idle for short 

periods of time (less than one 

minute at a time) while 

waiting for the teacher to 

provide directions, when 

finishing assigned work early, 

or during transitions. 

All or almost all students 

complete instructional 

tasks, volunteer responses 

and/or ask appropriate 

questions. 

All or almost all students 

follow behavioral 

expectations and/or 

directions. 

Students execute 

transitions, routines and 

procedures in an orderly 

and efficient manner with 

minimal direction or 

narration from the teacher. 

Class has a quick pace and 

students are engaged in 

the work of the lesson 

from start to finish. 

Students who finish 

assigned work early 

engage in meaningful 

learning without 

interrupting other 

students’ learning. 

All descriptors for Level 4 

are met, and at least one 

of the following types of 

evidence is demonstrated: 

Students assume 

responsibility for routines 

and procedures and 

execute them in an 

orderly, efficient and self-

directed manner, 

requiring no direction or 

narration from the 

teacher. 

Students demonstrate a 

sense of ownership of 

behavioral expectations 

by holding each other 

accountable for meeting 

them. 

ESSENTIAL CONTENT   Are all students working with content aligned to the appropriate standards for their 

subject and grade? 

1. INEFFECTIVE 
2. MINIMALLY 

EFFECTIVE 
3. DEVELOPING 4. PROFICIENT 5. SKILLFUL 

The lesson does not focus on 

content that advances 

students toward grade-level 

standards or expectations 

and/or IEP goals.  

Most of the activities 

students engage in are not 

aligned to the stated or 

implied learning goal(s) or to 

each other. 

Instructional materials 

students use (e.g., texts, 

questions, problems, 

exercises and assessments) 

are not appropriately 

demanding for the 

The lesson partially focuses 

on content that advances 

students toward grade-level 

standards or expectations 

and/or IEP goals. 

Only some activities students 

engage in are aligned to the 

stated or implied learning 

goal(s). 

Some instructional materials 

students use (e.g., texts, 

questions, problems, 

exercises and assessments) 

are not appropriately 

demanding for the 

grade/course and time in the 

The lesson focuses on 

content that advances 

students toward grade-level 

standards or expectations 

and/or IEP goals.   

Most activities students 

engage in are aligned to the 

stated or implied learning 

goal(s), are well-sequenced, 

and move students toward 

mastery of the grade-level 

standard(s) and/or IEP 

goal(s).  

Most instructional materials 

students use (e.g., texts, 

questions, problems, 

The lesson focuses on 

content that advances 

students toward grade-

level standards or 

expectations and/or IEP 

goals. 

All activities students 

engage in are aligned to 

the stated or implied 

learning goal(s), are well-

sequenced, and build on 

each other to move 

students toward mastery 

of the grade-level 

standard(s) and/or IEP 

goals.  

All descriptors for Level 4 

are met, and the following 

evidence is demonstrated: 

Students make 

connections between 

what they are learning 

and other content across 

disciplines. 

Students independently 

connect lesson content to 

real-world situations. 
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grade/course and time in the 

school-year based on 

guidance in the standards 

and/or students’ IEP goals 

(e.g., Lexile level and 

complexity of text). 

school-year based on 

guidance in the standards 

and/or students’ IEP goals 

(e.g., Lexile level and 

complexity of text). 

exercises and assessments) 

are appropriately demanding 

for the grade/course and 

time in the school-year based 

on guidance in the standards 

and/or students’ IEP goals 

(e.g., Lexile level and 

complexity of text). 

All instructional materials 

students use (e.g., texts, 

questions, problems, 

exercises and 

assessments) are high-

quality and appropriately 

demanding for the 

grade/course and time in 

the school-year based on 

guidance in the standards 

and/or students’ IEP goals 

(e.g., Lexile level and 

complexity of text). 

 

ACADEMIC OWNERSHIP   Are all students responsible for doing the thinking in this classroom? 

1. INEFFECTIVE 
2. MINIMALLY 

EFFECTIVE 
3. DEVELOPING 4. PROFICIENT 5. SKILLFUL 

Students complete very little 

of the cognitive work during 

the lesson, such as reading, 

writing, discussion, analysis, 

computation, or problem 

solving. The teacher 

completes all or almost all of 

the cognitive work. 

Very few or no students 

provide meaningful oral or 

written evidence to support 

their thinking. 

Students respond negatively 

to their peers’ thinking, ideas, 

or answers. 

No students or very few 

students try hard to complete 

challenging academic work 

or answer questions. 

Students complete some of 

the cognitive work during 

the lesson, such as reading, 

writing, discussion, analysis, 

computation, or problem 

solving, but the teacher or a 

very small number of 

students complete most of 

the cognitive work. 

Some students provide 

meaningful oral or written 

evidence to support their 

thinking. 

Students do not respond to 

their peers’ thinking, ideas, 

or answers, or do not provide 

feedback. 

Some students try hard to 

complete challenging 

academic work and answer 

questions. 

Most students complete an 

appropriately challenging 

amount of the cognitive work 

during the lesson, such as 

reading, writing, discussion, 

analysis, computation, or 

problem solving, given the 

focus of the lesson. The 

teacher completes some of 

the cognitive work (i.e., 

expands on student 

responses) that students 

could own. 

Most students provide 

meaningful oral or written 

evidence to support their 

thinking. 

Students respond to their 

peers’ thinking, ideas or 

answers and provide 

feedback to their classmates. 

Most students try hard to 

complete academic work and 

answer questions, even if the 

work is challenging. 

All or almost all students 

complete an appropriately 

challenging amount of the 

cognitive work during the 

lesson, such as reading, 

writing, discussion, 

analysis, computation, or 

problem solving, given the 

focus of the lesson. The 

teacher rarely finishes any 

of the cognitive work that 

students could own. 

All or almost all students 

provide meaningful oral or 

written evidence to 

support their thinking. 

Students respond to and 

build on their peers’ 

thinking, ideas or answers. 

Students routinely provide 

constructive feedback to 

their classmates and 

respond productively 

when a peer answers a 

question incorrectly or 

when they do not agree 

with the response. 

All or almost all students 

consistently try hard to 

complete academic work 

and answer questions, 

even if the work is 

challenging. 

All descriptors for Level 4 

are met, and at least one 

of the following types of 

evidence is demonstrated: 

Students synthesize 

diverse perspectives or 

points of view during the 

lesson.  

Students independently 

show enthusiasm and 

interest in taking on 

advanced or more 

challenging content. 
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DEMONSTRATION OF LEARNING   Do all students demonstrate that they are learning? 

1. INEFFECTIVE 
2. MINIMALLY 

EFFECTIVE 
3. DEVELOPING 4. PROFICIENT 5. SKILLFUL 

Questions, tasks or 

assessments do not yield 

data that allow the teacher to 

assess students’ progress 

toward learning goals.  

Students have very few or no 

opportunities to express 

learning through academic 

writing and/or explanations 

using academic language.  

Very few or no students 

demonstrate how well they 

understand lesson content 

and their progress toward 

learning goals. 

Student responses, work and 

interactions demonstrate that 

most students are not on 

track to achieve stated or 

implied learning goals. 

Questions, tasks or 

assessments yield data that 

only partially allow the 

teacher to assess students’ 

progress toward learning 

goals.   

Students have few 

opportunities to express 

learning through academic 

writing and/or explanations 

using academic language. 

Some students demonstrate 

how well they understand 

lesson content and their 

progress toward learning 

goals through their work 

and/or responses. 

Student responses, work and 

interactions demonstrate 

that some students are on 

track to achieve stated or 

implied learning goals. 

Questions, tasks or 

assessments yield data that 

allow the teacher to assess 

students’ progress toward 

learning goals.   

Students have some 

opportunities to express 

learning through academic 

writing and/or explanations 

using academic language. 

Most students demonstrate 

how well they understand 

lesson content and their 

progress toward learning 

goals through their work 

and/or responses.  

Student responses, work and 

interactions demonstrate that 

most students are on track to 

achieve stated or implied 

learning goals. 

Questions, tasks or 

assessments yield data that 

allow the teacher to assess 

students’ progress toward 

learning goals and help 

pinpoint where 

understanding breaks down. 

Students have extensive 

opportunities to express 

learning through academic 

writing and/or explanations 

using academic language. 

All students demonstrate how 

well they understand lesson 

content and their progress 

toward learning goals 

through their work and/or 

responses. 

Student responses, work and 

interactions demonstrate that 

all or almost all students are 

on track to achieve stated or 

implied grade-level and/or 

IEP aligned learning goals. 

All descriptors for Level 

4 are met, and at least 

one of the following 

types of evidence is 

demonstrated: 

Students self-assess 

whether they have 

achieved the lesson 

objective and provide 

feedback to the 

teacher. 

Students demonstrate 

that they make 

connections between 

what they are learning 

and how it advances 

their personal and 

professional goals. 

Students monitor their 

own progress, identify 

their own errors and 

seek additional 

opportunities for 

practice. 

 

Student Survey Questions 

As one of the components of the ACE model, the Student Survey uses research-tested questions predictive of teacher effectiveness. 

Student Survey reports are released in the spring, so teachers can respond to student feedback within the academy year. Teachers who 

work with very young students (grades K-2) or in moderate to severe special education settings do not administer surveys. 

Care 

• My teacher in this class makes me feel that he/she really cares about me. 

• My teacher really tries to understand how students feel about things. 

• My teacher seems to know if something is bothering me. 

Control 

• Student behavior in this class is under control.  

• I hate the way that students behave in this class.  

• Student behavior in this class makes the teacher angry.  

• Student behavior in this class is a problem. 

• My classmates behave the way my teacher wants them to. 

• Students in this class treat the teacher with respect. 

• Our class stays busy and doesn't waste time. 

Challenge 

• My teacher asks questions to be sure we are following along when s/he is teaching. 

• My teacher asks students to explain more about answers they give. 

• In this class, my teacher accepts nothing less than our full effort. 
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• My teacher doesn’t let people give up when the work gets hard.  

• My teacher wants us to use our thinking skills, not just memorize things. 

• My teacher wants me to explain my answers—why I think what I think. 

• In this class, we learn a lot almost every day. 

• In this class, we learn to correct our mistakes. 

Principal Survey Questions 

Another central measure in ACE scoring is the principal rating. In the spring, principals rate Fellow performance relative to other first-

year teachers in their experience. 

• How would you compare this first-year teacher to all first-year teachers you have worked with in terms of raising student 

achievement? 

• How would you compare this first-year teacher to all first-year teachers you have worked with in terms of creating engaging 

learning opportunities for students? 

• How would you compare this first-year teacher to all first-year teachers you have worked with in terms of building supportive 

relationships with students? 
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