2022-2023 Strategic Compensation Fellowship and Grant

' EA Letter of Interest (LOI) Application Due 11:59 p.m. CT, February 4, 2022

®
Texas Education Agency NOGA ID

Authorizing legislation ESEA as amended by P.L. 114-95, ESSA, Title ll, Part A, Section 2101(c)(4)(A)

Application stamp-in date and time
This LOI application must be submitted via email to competitivegrants@tea.texas.gov.

The LOI application may be signed with a digital ID or it may be signed by hand. Both forms of signature
are acceptable.

TEA must receive the application by 11:59 p.m. CT, February 4, 2022.

Grant period from | April 15,2022 to June 30, 2023

Pre-award costs are not permitted for this grant.

1. Excel workbook with the grant's budget schedules (linked along with this form on the TEA Grants Opportunities page)

2. Current salary pay scale as detailed on page 5 of the program guidelines
3. Attachment A

Amendment number (For amendments only; enter N/A when completing this form to apply for grant funds):

Organization [Lubbock Independent School District |CDN (152901 |Campus ESC|17 |DUNS|02033878
Address |1628 19th Street City [Lubbock ZIP[79401 Vendor ID [1-756001989
Primary Contact|Dr. Lane J. Sobehrad Email (lane.sobehrad@lubbockisd.org Phone |806-219-0089
Secondary Contact|Ken Casarez Email |kenneth.casarez@lubbockisd.org Phone |806-219-0087

| understand that this application constitutes an offer and, if accepted by TEA or renegotiated to acceptance, will form a
binding agreement. | hereby certify that the information contained in this application is, to the best of my knowledge, correct
and that the organization named above has authorized me as its representative to obligate this organization in a legally

binding contractual agreement. | certify that any ensuing program and activity will be conducted in accordance and
compliance with all applicable federal and state laws and regulations.

| further certify my acceptance of the requirements conveyed in the following portions of the LOI application, as applicable,
and that these documents are incorporated by reference as part of the LOI application and Notice of Grant Award (NOGA):

LOI application, guidelines, and instructions Debarment and Suspension Certification
General and application-specific Provisions and Assurances Lobbying Certification
Authorized Official Name [Dr. Kathy Rollo Title|Superintendent
Email |kathy.rollo@lubbockisd.org Phone [806-219-0070
Signature ﬁ(mﬁ“ Date |02/04/2022
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D Shared services arrangements (SSAs) are not permitted for this grant.

Please select ONE pathway.

(e Pathway 1 (C Pathway 2 ( Pathway 3 (ESCs only)

The following assurances apply to this program. In order to meet the requirements of the program, the applicant must
comply with these assurances.

Check each of the following boxes to indicate your compliance.

1. The applicant provides assurance that program funds will supplement (increase the level of service), and not supplant
(replace) state mandates, State Board of Education rules, and activities previously conducted with state or local funds. The
applicant provides assurance that state or local funds may not be decreased or diverted for other purposes merely
because of the availability of these funds. The applicant provides assurance that program services and activities to be
funded from this LOI will be supplementary to existing services and activities and will not be used for any services or
activities required by state law, State Board of Education rules, or local policy.

2. The applicant provides assurance that the application does not contain any information that would be protected by the
Family Educational Rights and Privacy Act (FERPA) from general release to the public.

3. The applicant provides assurance to adhere to all the Statutory and TEA Program requirements as noted in the
2022-2023 Strategic Compensation Fellowship and Grant Program Guidelines.

4. The applicant provides assurance to adhere to all the Performance Measures, as noted in the 2022-2023 Strategic
Compensation Fellowship and Grant Program Guidelines, and shall provide to TEA, upon request, any performance data
necessary to assess the success of the program.

5. All Applicants: The LEA or ESC, on behalf of partnering LEAs, assures that they understand and agree to make all
efforts to make salary updates to their current compensation system, to align with the goals of rewarding and recruiting
high-quality teachers. LEAs assure that any changes will apply to all teachers in the district.

6. All Applicants: The LEA or ESC, on behalf of partnering LEAs, assures that they will make available to the public the
following items: Engagement Reports, Strategic Compensation Options and Compensation Handbook

7. All Applicants: The LEA or ESC, on behalf of partnering LEAs, assures that it will remain in compliance with all
requirements related to the Teacher Incentive Allotment.

8. All Applicants: The LEA or ESC, on behalf of partnering LEAs, assures that this Letter of Intent has the support of the
superintendent and other relevant senior LEA officials.

9. All Applicants: The LEA or ESC, on behalf of partnering LEAs, assures that they will make every effort to publish
materials and make them publicly available for stakeholders and other districts.

10. All Applicants: The LEA or ESC assures that it will make every effort to hire a staff member by August 15, 2022, to
serve as the primary point of contact and implementer of this grant.

11. All Applicants: The LEA or ESC, on behalf of partnering LEAs, assures that its Chief Financial Officer (CFO), or
applicable role, will remain aware of this work and involved in matters related to compensation and finance. Additionally,
the LEA assures that the CFO will join quarterly check-ins where there are financial matters to discuss, including relevant
milestones.

12. Pathway 1 or 2 Applicants only: The LEA assures that a Senior Leader, who reports to the Superintendent, will be
identified to oversee this work and will meet quarterly with the TEA program to review outcomes, milestones, and
obstacles.

[] 13. Pathway 2 Applicants only: The LEA assures that they will submit an application for Cohort E Teacher Incentive
Allotment and work to meet all TIA requirements.
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’ 14. Pathway 3 Applicants only: The ESC assures that a Senior Leader will be identified to oversee this work and will meet

quarterly with the TEA program to review outcomes, milestones, and obstacles. ESC will also work to identify a senior
leader at each partnering district.

[] 15. Pathway 3 Applicants only: The ESC assures to provide ongoing support to identified LEAs and to work to maintain a
cohort of at least three LEAs.

Describe how the proposed budget will meet the needs and goals of the program, including for staffing, supplies and
materials, contracts, travel, etc. If applicable, include a high-level snapshot of funds currently allocated to similar programs.
Include a short narrative describing how adjustments will be made in the future to meet needs.

$21,944 Salary/compensation for Dr. Lane Sobehrad (TEA grant funded)

$15,000 Salary/compensation for Dr. Lane Sobehrad (Lubbock ISD cost share)

$10,000 Travel for Dr. Lane Sobehrad for strategic compensation fellowship needs (i.e. attend cohort meeting or
conferences related to strategic compensation)

$20,000 Policy advisement and consultation from the Lubbock Education Policy Initiative (LEPI)

$15,000 Technical Assistance fee for ActivatED Partners

$2,500 5 Stata/MP 2-core software licenses for data analysis

$6,000  Direct Administrative Costs (8%)

$75,000 Direct Costs
$15,000 Match Cost (20%)

$90,000 Total Program Cost

Provide an overview of the program to be implemented with grant funds. Include the overall mission and specific needs of
the organization. Describe how the program will address the mission and needs.

Lubbock ISD will work with LEPI and ActivatED Partners to investigate, pursue, and implement the revision of current
district policies and procedures surrounding teacher compensation (local policies DEA, DEAA). Most critically, the district
will consider transitioning from a step schedule, where teachers are compensated at an equal rate depending upon years of
qualified experience, to an incentivized range schedule based on teacher qualifications, experience, and district priorities.

Currently, Lubbock ISD has a teacher turnover rate and new teacher rate (0-5 years) that exceed state averages and
averages for districts our size (approximately 25,000 students), as well as average teacher pay that is far less than the state
average (Lubbock ISD: $51,823; Texas: $57,641). In addition, for SY 2021-2022 Lubbock ISD has been operating with 66 open
teaching positions that could not be filled by BOY. For its size, Lubbock ISD is geographically isolated in West Texas,
reducing the accessible job pool of applicants. In addition, teacher demographics (70.9% White, 22.0% Hispanic, 3.8%
African-American) do not align with student demographics (21.9% white, 59.5% Hispanic, 13.6% African-American). Despite
district efforts to target in- and out-of-state job fairs and EPPs, GYO programs such a Texas Tech's statewide 2+1 program,
externally funded grants, and offering on the spot contracts at professional conferences, the district has not been able to
recruit or retain teachers at a level to provide the best possible learning environment for students.

This program will investigate the potential impact of transitioning Lubbock ISD's teacher compensation system from a
step schedule to a range schedule. While a step schedule does provide equal pay across the district, it creates equity issues
for higher needs campuses and de-incentivizes teachers pursuing professional learning opportunities, such as National
Board Certification, or additional certification. A range schedule would allow district leaders to attract teachers for their
expertise and experience, while at the same time rewarding teachers for furthering their professional credentials and allow
the district to financially incentivize teachers to serve on higher needs campuses. Additionally, Lubbock ISD's current
approach to TIA provides compensation outside of their base salary in a lump sum, meaning the current base structure does
not allow for differentiation to recognize the positive impact teachers have on student growth.
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Amendment #

|Qualifications and Experience for Key Personnel

Outline the required qualifications and experience for primary project personnel and any external consultants projected to
be involved in the implementation and delivery of the program. Include whether the position is existing or proposed.

Title and Responsibilities of Position

Required Qualifications and Experience

(1) Development Coordinator (existing). Primary point of contact
for the fellowship around strategic compensation; will
participate in cohort trainings/activities; reports to CIO.

(2) Chief Innovation Officer. Senior Leader who will oversee this
work, and meet quarterly w/ TEA to review program deliverables
(3) Chief Operating Officer. Will remain aware of work; involved
in compensation matters; quarterly check-ins with project team
(4) ActivatED Partners (proposed). Technical Assistance.

(5) Policy Advisor (existing). Will work with project team on
development, implementation, and monitoring of district
policies related to strategic compensation.

(1) Member of the Lubbock ISD TIA planning team; strong long-term
planning and project management skills; Excellent written and oral
communication skills; ability to effectively communicate with a wide
group of stakeholders; previous experience in project management;
outstanding interpersonal skills; results orientation coupled with a
strong work ethic; flexibility and comfort with ambiguity.

(2) CIO for Lubbock ISD.

(3) COO for Lubbock ISD.

(4) Approved TA provider found in Attachment C.

(5) Executive committee member(s) of LEPI, a research practice
partnership between Lubbock ISD and Texas Tech University.

|Goa|s, Objectives and Strategies

Describe the major goals/objectives of the proposed program. What activities/strategies will be implemented to meet

those goals/objectives?

to an incentive salary range schedule.

(Goal 1) Investigate the impact of changing Lubbock ISD's teacher compensation plan from a fixed salary step schedule

« (1a) Engage stakeholders about the potential impacts of policy revisions and compensation plan revisions. No changes will
be made to the Lubbock ISD compensation plan without first soliciting detailed feedback from district stakeholders
including teachers, administrators, families, and teacher organizations. ActivatED partners will assist in the design and
deployment data collection measures including surveys, focus groups, workshops, and committees. Lubbock ISD district
leaders know that teacher buy-in will be critical to the success of major administrative and policy changes, and will ensure
that their feedback and input is both intentionally sought out and incorporated into any resultant changes.
+ (1b) Develop new teacher compensation plan. Working with ActivatED Partners and LEPI, Lubbock ISD will research,
model, and begin the implementation of a new compensation framework. The goal of this work will be to increase the
average pay of effective teachers while not increasing the district's budgetary allotment to teacher compensation. The work
involved must consider changes to base salaries, but critically consider incentive pay for items such as working on a high
needs campus, graduate degrees, additional certifications, TIA designation, NBCT status, student growth measures, and
taking on leadership roles such as campus academic leaders (CALs), new teacher mentoring, and committee participation.
+ (1c) Revise Lubbock ISD Board policies DEA and DEAA. These policies must be reviewed and revised for any adjustment to
be made to the teacher compensation plan. Resultant revisions must be presented to the Lubbock ISD Board of Trustees
with a subsequent affirmative vote in order to be enacted. To do this, Lubbock ISD will consult with the experts at the
Center for Research in Leadership and Education at Texas Tech University, with whom Lubbock ISD has established the
Lubbock Education Policy Initiative (LEPI), a research practice partnership (RPP) that can inform decisions about educational
policy and practice in Lubbock ISD to improve the educational, social-emotional, and economic outcomes of our students.
(Goal 2) Identify, implement, and sustain programs and policies that will positively affect teacher recruitment/retention.
+ (2a) Increase average pay for teachers demonstrating expertise and effectiveness. See Goal 1.
+ (2b) Self-funded benefits. Lubbock ISD has self-funded healthcare and benefits packages, a relatively unique framework in
our region. This allows employees to benefit from options such as $0 copays, dental reimbursements, and lower health
insurance premiums. This project will quantify the impact of this system on teacher recruitment and retention.
« (2c) Lubbock ISD Daycare Initiative. The median cost for a 6 month old child in Lubbock is $850/month. A Lubbock ISD
teacher with two children in childcare will spend close to 50% of their take home on childcare. This project will investigate
the potential impact of a district run childcare center whose goal is to provide more affordable care for children of district
employees as a de-facto increase to compensation and a daily schedule that better meets the needs of Lubbock ISD staff.
+ (2d) Lubbock ISD Continuing Education Program. This project will explore the potential impact on recruitment and
retention of providing subsidized support for teachers or paraprofessionals pursuing additional degrees or certifications.
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|Performance and Evaluation Measures

Describe the performance measures identified for this program which are related to student outcomes and are consistent
with the purpose of the program. Include the tools used to measure performance, as well as the processes that will be used
to ensure the effectiveness of project objectives and strategies.

The Goal Progress Measures (GPM) listed below will be overseen by the Lubbock ISD CIO and led by the Development
Coordinator. Quarterly progress updates will be provided to administrative cabinet and biannually to the Board of Trustees.
ClO & Development Coordinator will meet weekly to track ongoing work and will be supported by Office of Innovation staff.

(GPM 1) Percentage of students in A/B Campuses. Lubbock ISD's Northstar goal is for 80% of students to attend A/B
campuses by 2026. Lubbock ISD tracks this percentage as part of its annual Quality Seats Analysis (QSA) conducted as a
partner in the System of Great Schools network. The QSA is administered by the ClIO and presented to the Board of Trustees
quarterly. Each campus receives an annual summary report of their data as part of its continuous improvement process.

(GPM 2) Number of students in "quality seats." By incentivizing teachers' accomplishments, Lubbock ISD will be able to
better quantify which teachers and campuses are able to offer "quality seats" to students outside of TEA's accountability
rating system. Lubbock ISD will revise its definitions of a "quality seat" to includes these incentives linked with other
measures of teacher effectiveness, such as student growth and T-TESS, with assistance ActivatED Partners and LEPI. The
overall goal is to increase the number of students in quality seats year-to-year from a baseline established in Year 1.

(GPM 3) Teacher turnover rate as reported in the annual TAPR.

(GPM 4) Number of TIA designated teachers. Lubbock ISD has built internal dashboards to track all metrics related to TIA,
such as student growth and TTESS. Additional data can be obtained via TEA's SCOMS system on TEAL.

(GPM 5) Organizational Health Inventory (OHI). Lubbock ISD conducts an annual OHI to collect data on employees' job
satisfaction and sense of well being. This will be a useful measure in establishing the social-emotional impact of changes to
the compensation plan as well as its overall effect on employee morale.

(GPM 6) Number of teacher applicants. With HR, team will track applicants vs. hires to gauge impact of new pay system.

|TEA Program Requirements

1. Strategic Compensation Planning: What role does compensation play in the district's teacher recruitment and
retention strategy? Describe the current work and outcomes around teacher recruitment and retention. Include specific
data points on each. What are the goals and current challenges for recruitment and retention? What strategies are currently
being used to meet these goals? Describe the reporting structure for this work and how the applicant will ensure goals and
decision making align with the timeline and district-level processes? How will the applicant ensure a high-quality candidate
is selected for the Strategic Compensation Coordinator role? ESCs should respond based on planned work for districts.

(1a) Role of Compensation in teacher recruitment/retention: Lubbock ISD has created a competitive compensation plan
to allow for pay that is at or higher than area districts in order to draw highly qualified applicants to our area. The district
offers a comprehensive benefits plan that includes a self-funded insurance plan. This plan allows staff to receive healthy
insurance benefits. Lubbock ISD awards teachers through TIA in order to increase retention. Minor incentives are provided
for teachers with a graduate degree. Lubbock ISD is also a District of Innovation to support our 130+ CTE courses. Lubbock
ISD is also participating in TCLAS Decision 4, which supports training paraprofessionals to obtain teaching certification, and
TCLAS Decision 5, which supports a student-teacher residency program. Lastly, some campuses are able to provide
stipends and other incentives through grants and external funding such as the School Action Fund and SB 1882.

(1b) Current work and outcomes around teacher recruitment and retention. District goals for recruitment and retention
for SY 21-22: (a) Increase the employment of minority professionals from 25.3% to 30% to better reflect the demographics
of the student population; (b) Number of teachers on IR campuses with Level 4-5 value added data will increase by 5% as
reflected by value added data; (c) Employee turnover rate will decrease from 16.4 to 15; (d) Number of substitute teachers in
a classroom with a vacancy for more than 20 consecutive days will decrease by 5%; (e) the number of designated teachers
under the Teacher Incentive Allotment by 20%. Currently district strategies are not meeting the staffing needs of our
students, administrators, and campus communities. Lubbock ISD currently has 66 open teaching positions and 46 open
paraprofessional positions across all grade levels and content areas. There is a dire need in our district and region to
support better teacher recruitment and retention strategies. The district was able, however, to double the number of
teachers eligible for TIA and increased the # of designated teachers by more than 100%.
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|TEA Program Requirements Cont'd

1. Strategic Compensation Planning: Cont'd

(1¢) Goals/challenges for teacher recruitment/retention. Lubbock ISD is a declining enrollment district, and is predicted
to continue to be so for the foreseeable future. This makes recruiting teachers difficult for a number of reasons, most
importantly for forecasting staffing needs, and developing a budget model that necessitates a reduction in the district's
number of teachers each year. In addition, there are more systemic factors such as a declining applicant pool, due in no
small part to a declining number of students in education programs (according to U. of Houston, # of students in Texas EPPs
has dropped from 24,000 to 12,000 from 2008 to 2018). In addition the relative geographic isolation of Lubbock further
reduces the pool of applicants -- that is, young adults and families are concerned about quality of life issues in West Texas.

(1d) Strategies currently being used to meet recruitment/retention goals. Lubbock ISD Human Resources has pursued a
number of different strategies to attract and retain qualified teachers, including: (a) targeting regional and out of state job
fairs with greater likelihood of diverse candidates; (b) supporting teacher preparation by placing student teachers from
local EPPS, through GYO programs such as Texas Tech's 2+1 program, TCLAS Decisions 4 and 5, and actively recruiting long-
term substitutes to become fully certified teachers; (c) participating in TIA Cohorts A, C, and D which allows nearly 90% of
Lubbock ISD teachers to be eligible for the district's LDS; (d) professional support such as New Teacher Academy, assigning
mentors to teachers new to the district for 3 years, specialized PD for alternatively certified teachers, and sponsoring annual
cohorts of NBCT candidates; (e) creating and deploying a new teacher hiring system for principasl, due out in June 2022.

(1e) Reporting structure for this work. Campus leaders recommend all candidates for teaching positions. Lubbock ISD
Human Resources hires all teachers and reports to the COO. The Executive Director of Leadership & Professional
Development provides training, mentoring, and support to all teachers and reports to the Associate Superintendent. An
annual recruitment/retention report is given to the Board of Trustees on recruitment/retention progress. The Director of HR
attends weekly administrative cabinet meetings to provide regular employment updates. For this project, the candidate
and ClO hold weekly meeting, offer quarterly updates to administrative cabinet, and meet with leaders on an ad hoc basis.

(1f) Ensuring a high quality candidate. Lubbock ISD has selected Dr. Lane Sobehrad at the primary point of contact for
the fellowship around strategic compensation. Dr. Sobehrad is the primary architect and manager of Lubbock ISD's LDS for
TIA, which currently operates approved system for Cohorts A, C, and D. In addition, Dr. Sobehrad successfully applied for
nearly $20,000,000 in state and federal grants for Lubbock ISD over the last two years and effectively implemented project
management systems to ensure grant compliance, effective project implementation, and positive outcomes.

2. Payroll and Compensation Implementation: Pathway 1 and 2 applicants submit the current salary structure and
method for calculating a teacher's salary and annual changes. Pathway 3 applicants should submit the current salary
structure of their partnering districts and may provide additional narrative. All applicants must describe the organization of
the payroll work and how the payroll team partners with other relevant teams, including finance, teacher recruitment, and
school leaders. How will sustainability planning be approached? How will the applicant ensure all the grant timeline and all
grant goals will be met?

(2a) See attachments for current Lubbock ISD salary structure and formulas for pay and annual pay raises. In Lubbock
ISD, all teacher compensation is subject to the restrictions and procedures indicated in policies DEA: Compensation Plan
and DEAA: Compensation Plan - Incentives and Stipends. The most pertinent language is below:

« DEA (legal): A district may not pay an employee or former employee more than an amount owed under a contract with the
employee unless the district holds at least one public hearing. Notice of the hearing must be given in accordance with
notice of a public meeting under the Texas Open Meetings Act

« DEA (local): The Superintendent shall recommend an annual compensation plan for all District employees. The
compensation plan may include wage and salary structures, stipends, benefits, and incentives. The recommended plan
shall support District goals for hiring and retaining highly qualified employees. The Board shall review and approve the
compensation plan to be used by the District...The Superintendent shall recommend to the Board an amount for employee
pay increases as part of the annual budget. The Superintendent or designee shall determine pay adjustments for individual
employees, within the approved budget following established procedures

» DEAA (local): The Superintendent shall recommend a stipend pay schedule as

part of the annual compensation plan of the District...The Superintendent shall have authority to submit plans and grant
applications for incentive and innovation programs to TEA or other granting organizations on behalf of the Board. Incentive
plans shall address teacher eligibility, including any exclusions...Locally developed incentive programs, if any, shall be
addressed in the compensation plan of the District. [See DEA]
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2, Payroll and Compensation Implementation: Cont'd

(2b) Organization of the Payroll Work. (i) HIRING: In Lubbock ISD, all hiring is overseen by Human Resources. While
campus administrators and district leaders may recommend candidates for a position, only HR may make a formal offer of
employment on behalf of Lubbock ISD. The number of FTE positions available at a given campus is determined annually by
HR based on student/teacher ratio of 22:1 for grades K-4 and 25:1 for grades 5-12. (ii) PAYROLL: HR provides Payroll and Risk
Management relevant pay/compensation information, who thereupon schedule regular payments according to the
stipulations in each employee's contract and board policy. For teachers, annual contracts are signed indicating
commitment to service for a full school year and the distribution of 12 equal monthly payments in accordance with board
policy. Pay increases, funding permitting, typically range from 1-3% per year. This amount is determined, in part, through
the district's annual compensation study facilitated by TASB consultants who provide salary recommendations to keep
Lubbock ISD competitive with local and regional markets. (iii) INCENTIVES: District-wide additional compensation, such as
TIA payouts, are typically provided in lump sum payments according to a schedule determined by district leaders and in
accordance with board policy. Campus-level additional compensation, such as receiving a stipend for being a Campus
Academic Leader (CAL), are derived from campus budgets and submitted to payroll in an official memo by the campus
administrator. (iv) NEW PROCESSES: For this project, new processes for communicating between HR, payroll, campus
administrators, and district leaders will be necessary in order to track and notify all parties of teachers who become eligible
for approved incentives. In addition, the current Employee Service Center, hosted on Frontline, will likely need an overhaul
in order to record, monitor, and archive additional employee data.

(2¢) Sustainability plan. The work of this project will take place out of the Office of Innovation and be supervised by the
ClO, who reports directly to the Superintendent. As a System of Great Schools Partner, Lubbock ISD established the Office of
Innovation to explore, develop, and implement innovative programs, policies, and projects that benefit district
stakeholders. This work naturally intersects with all offices and departments in Central Office as any district-level work
necessitates the Office of Innovation working collaboratively with district leaders. The inherent goal of this collaborative
work is that once the project has been implemented with fidelity, the affected Lubbock ISD office or department has built
enough internal capacity to not require support from the Office of Innovation. Strategic compensation will be administered
in a similar fashion. If a new compensation plan is implemented, the Office of Innovation will play a critical role in the
funding, research, development, and roll-out of the plan, including building administrative systems to ensure its long-term
success. Once done, the Office of Innovation will divest its supervisory role to the COO. Strategic compensation will then
become an annual agenda item for administrative cabinet and continued support will be provided as needed by HR,
Leadership and Professional Development, and the Office of Innovation in event of future system modifications.

Check the appropriate box below to indicate whether any barriers exist to equitable access and participation for any groups
that receive services funded by this program.

5 The applicant assures that no barriers exist to equitable access and participation for any groups receiving services funded
by this program.

Barriers exist to equitable access and participation for the following groups receiving services funded by this grant, as
described below.

Group Barrier
Group Barrier
Group Barrier
Group Barrier
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Are any private nonprofit schools located within the applicant's boundaries?
(" Yes (e No

If you answered "No" to the preceding question, stop here. You have completed the section.
Are any private nonprofit schools participating in the program?

CYes (" No
Ifyou answered "No" to the preceding question, stop here. You have completed the section.

5A: Assurances

u The LEA assures that it discussed all consultation requirements as listed in Section 1117(b)(1) and/or Section 8501(c)(1), as applicable,
with all eligible private nonprofit schools located within the LEA's boundaries.

n The LEA assures the appropriate Affirmations of Consultation will be provided to TEA's PNP Ombudsman in the manner and time
requested.

5B: Equitable Services Calculation

1. LEA's student enrollment

3. Total enrollment of LEA and all participating PNPs (line 1 plus line 2)

2. Enrollment of all participating private schools

5. LEA reservation for direct administrative costs, not to exceed the program's defined limit

4. Total current-year program allocation or grant award

7. Per-pupil LEA amount for provision of ESSA PNP equitable services (line 6 divided by line 3)

6. Total LEA amount for provision of ESSA PNP equitable services (line 4 minus line 5)

7. Per-pupil LEA amount for provision of ESSA PNP equitable services (line 6 divided by line 3)

LEA's total required ESSA PNP equitable services reservation (line 7 times line 2)
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An amendment must be submitted when the program plan or budget is altered for the reasons described in the
"When to Amend the Application" document posted on the Administering a Grant page. The following are required to
be submitted for an amendment: (1) Page 1 of the application with updated contact i