
  

 

Introduction 

Purpose of 2019–2020 Evaluation 

The purpose of the 2019–2020 Professional Pathways for Teachers (PPfT) evaluation 

was to (a) help program staff conceptualize PPfT implementation and perceptions of 

PPfT and (b) provide summative data on program implementation, outputs, and out-

comes. 

Program Description 

PPfT is a human capital system that blends four primary components: teacher apprais-

al, teacher professional learning (PL) opportunities, teacher leadership opportunities, 

and teacher compensation.  

Teacher appraisal under PPfT is a multi-measure system that covers three areas: 

instructional practice (IP); professional growth and responsibilities (PG&R); and 

two measures of student growth—a teacher-level student learning objective (SLO) 

measure and a campus-level school-wide value-added (SWVA) measure. PPfT 

appraisal uses three types of appraisal plans to cover all teachers, inclusive of 

those new to the district and teaching on special campuses.  

Three types of PPfT-specific PL opportunities were offered to teachers: profession-

al development units (PDUs), Leadership Pathways (LPs), and PL aligned to the 
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year from a year of service, their PPfT appraisal rating, and optional participa-

tion in PPfT PL opportunities.  

Program Goal 

The goal of PPfT is to build the capacity of Austin Independent School District (AISD) 

teachers through a comprehensive system of supports and compensation. Underlying 

this goal is the core belief that professionalizing teaching and empowering teachers will 

lead to positive impacts on teacher retention and student achievement.  

Program Background 

Timeline: Pilot Years Through the 2019–2020 School Year 

PPfT began district-wide implementation in AISD in the 2016–2017 school year, a 

product of collaboration between AISD, Education Austin, and the American Federation 

of Teachers. Prior to district-wide implementation, the district ran a 2-year pilot in the 

district from 2014–2015 through 2015–2016. Unique to the 2016–2017 PPfT implemen-

tation was the addition of the second of four PPfT components: PPfT compensation. 

Thus, the 2019–2020 school year was the fourth year of implementing PPfT compensa-

tion under PPfT appraisal. Additionally, in 2019–2020, the first cohort of teachers 

completed LPs+1 (Figure 1).  

Figure 1. Implementation History Timeline  

Program Structure in 
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 Figure 2. Structure of PPfT in 2019–2020 

However, only teachers participating in PPfT compensation have access to the PPfT-

specific PL opportunities and leadership opportunities (i.e., PDUs, LPs, and LPs+1) and 

base-salary building increases. The two systems of compensation will exist under the PPfT 

implementation until the step-and-lane option is 100% phased out and all existing teach-

ers and new hires are participating in PPfT compensation. In the 2020–2021 school year, 

all teachers are participating in PPfT compensation. 

Description of 2019–2020 Program Evaluation and Support 

Overview 

The Department of Research and Evaluation (DRE) PPfT support year runs from July to 

June each school year (e.g., July 2019 to June 2020). However, year-end PPfT appraisal 

data do not become available until the end of the summer in the subsequent support year 

(e.g., August 2020). Consequently, DRE PPfT support in 2019-2020 began with analysis 

and reporting of the prior school year’s appraisal results (i.e., 2018–2019), in parallel with 

the program evaluation activities and program support activities for the 2019–2020 PPfT 

implementation.  

In support of this goal, the 2019–2020 AISD DRE program evaluation and support activi-

ties included: 

 a summary report of the 2018–2019 PPfT implementation

/sites/default/files/dre-surveys/PPfT%20Final%20Report%201819_0.pdf
/sites/default/files/dre-surveys/rb/19.18RB_2020_PPfT_Perceptions_Results.pdf
/sites/default/files/dre-surveys/sr/EVAAS_AccessReport_Final.pdf
/sites/default/files/dre-surveys/PPfT%20CTE_Report_Final.pdf
/sites/default/files/dre-surveys/PPfT%20CTE_Report_Final.pdf
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The ultimate goal of ongoing AISD DRE program evaluation activities is to help program 

staff understand if, where, and to what extent PPfT is working. This evaluation report 

focuses on 2019–2020 implementation work.  

Evaluation Methods 

The 2019–2020 PPfT Implementation Evaluation Process 

Evaluation of the 2019–2020 PPfT implementation focused on assessing how well the 

program was operating in terms of its implementation activities. A few basic questions 

guided the descriptions: 

 How many teachers were appraised under PPfT appraisal in 2019–2020? 

 How many teachers participated in PPfT compensation? 

 To what extent did teachers participate in PDUs? 

 To what extent did teachers participate in LPs? 

 What new implementation work occurred in 2019–2020? 

Results of the 2019–2020 Program Evaluation 

Evaluation of Implementation Work 

How many teachers were appraised under PPfT Appraisal in 2019–2020? 

In 2019–2020, 5,501 teachers were targeted to a PPfT appraisal plan. Of all teachers in 

2019–2020, 4,445 
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Two cohorts of teachers progressed through the two-year LP process during the 2019–

2020 school year: a cohort that began the LP process in 2018–2019 worked toward com-

pletion of their LP journey, and a second cohort that began their LP journey in 2019–

2020. The first cohort of teachers, who began their LP journey in 2018–2019, had 92 

teachers successfully complete an LP (completing micro credential [MC] 1-4) at the con-

clusion of the 2019–2020 school year. The second cohort of teachers, those beginning 

their LP journey in 2019–2020, may have completed MC 1 and MC 2 and may have the 

opportunity to complete MCs 3 and 4 in 2020–2021. In 2019–2020, teachers could 

choose from two additional LPs, advanced academics (AA) and problem-based learning 

(PBL), along with the SEL, literacy, and transformative technology pathways. 

Additionally, there was some expected attrition in LP participation over the course of 

the two-year LP journey. While many may start a LP, not all will continue through the 

four MCs and graduate. The number of teachers who began an LP, by year that they be-

gan, is displayed in Figure 6.  

Figure 6. 

Across years, those beginning a pathway were most commonly in the SEL pathway, fol-
lowed by transformative technology and literacy. In 2019–2020, PBL became a popular 
pathway choice, while less enrolled in AA. 

 

 

 

 

 

Of the 92 LP graduates who graduated in spring of 2020, 22 successfully completed the 

literacy LP, 41 completed the social-emotional learning LP, and 29 completed the trans-

formative technology pathway. A comparison of 2018–2019 graduates and 2017–2018 

graduates is displayed in Figure 7. 

Figure 7. 

Graduates from LPs in the 2017–2018 cohort and 2018–2019 cohort are most likely to be in 
the SEL pathway, followed by transformative technology and literacy. 

 

 

 

 

17-18 18-19 19-20 

17-18 Cohort Graduates 18-19 Cohort Graduates 

Source. PPfT 2019–2020 data retrieved from the Office of Employee Effectiveness and HR data tables 

Source. PPfT 2019–2020 data retrieved from the Office of Employee Effectiveness and HR data tables 
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Additionally, new to 2019–2020 was a group of teacher leaders who had previously grad-

uated from a LP participating in LP+1. In 2019–2020, 40 teachers participated in LP+1 

and received a point for their participation. Those in LP+1 could serve in a variety of 

positions through LP+1 (Table 2). 

Table 2.  

Forty-
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Summary and Recommendations 

Summary of Findings 

PPfT evolved in several distinct ways in its fourth year of implementation (i.e., 2019


