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Purpose of the Presentation
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● Provide an overview of TIA
● Share the progress of the TIA advisory committee 
● Share the timeline for the TIA process and next steps  



3Click Here to Play Video 

https://vimeo.com/1179203658/5e8fcbe8c7?share=copy&fl=sv&fe=ci
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TIA Stakeholders Meeting Dates

December 16 - Kick off meeting 

January 22 - Preparing for year one

February 19 - Eligible Teacher Presentations

March 17 - Finalizing Spending Plan 
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Stakeholder Committee Members - 46

CAMPUS MEMBER NAME

ADMIN Dena Schroeder

ADMIN Gina Christenson

ADMIN Jose Betancourt

ADMIN Kristi Strickland

ADMIN Lani Norman

ADMIN Laurelyn Arterbury

ADMIN Lisa Heywood

ADMIN Matthew Deloach

ADMIN Max Flores

ADMIN Matt Jones

ADMIN Rachel Behnke

CAMPUS MEMBER NAME

ADMIN Tera Thompson

ADMIN Wade Ivy

CLE Jennifer Rigney

CLE Linsey Burgener

CSE Elizabeth Wiatrek

LCHS Jeffrey Overbay

LCHS Richard Johnson

LCHS Tyler Newlin

LCHS Ynise Weddington

LE Casey Albarado

LE Kaye Smith

LE Kayla Debacker
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CAMPUS MEMBER NAME

LPE Katie Salge

LSECC Danielle King

ME Alisha Stults

ME Courtney Walker

ME Kristin Clayton

ME Morgan Schluter

NBHS Karen Armer

NBHS Stacy Kell

NBMS Kelly Spencer

ORMS Belinda Garcia

ORMS Camilla Hubbard

ORMS Francisco Dionisio

CAMPUS MEMBER NAME

ORMS Heather Warncke

ORMS Kristen Bryant

ORMS Kimberly Stroud

SE Miriam Blanton

SE Mary Faulkner

SE Sarah Stephens

TECH Lauren Shelton

TRHS Brenda Wohlfeil

VFE
Angel Portales 
Trevino

VFE Carmen Jones

WSE Mercedes Shirley



TIA’s Vision
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To support districts in independently building and sustaining 
strategic compensation systems that differentiate teacher 
effectiveness.  These systems will incentivize teachers to stay, support 
more robust recruitment, and make the profession more desirable. 

Recruit Retain Reward



How TIA Compliments & Enhances 
District Systems and Goals

Strengthen Student 
Outcomes

Improve Teacher 
Retention

Increase Recruitment 
Rates

Reward Quality 
Instruction

Incentivize 
Hard-to-Staff 
Positions & 

High-Needs Schools

Support Educator 
Development

Encourage 
Professional 

Collaboration

Maintain a 
Competitive Market

8



Who Are The Stakeholders?

TIA Advisory 
Planning Committee

District 
Stakeholders

Campus 
Stakeholders

Key District 
Leader with 

influence, TIA 
lead, district 

administrators, 
campus leaders, 

teachers

District 
administrators, 

human 
resources, 

finance, school 
board members, 

PEIMS

Campus 
administrators, 
teachers, other 
campus leaders, 

students
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TIA Consists of Two Separate Components Based in Statute

Local Designation System

The local designation system allows districts 
to identify and designate highly effective 

teachers using single or multi-year appraisal 
data. 

Teacher Incentive Allotment

Teacher Incentive Allotments allow districts 
employing designated teachers to receive 

additional funding through the Foundation School 
Program.
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How TIA Works

Three Levels of 
Designation

Recognized

Exemplary

Master

$3,000 to 
$32,000

Annual additional 
funding for each 

designated 
teacher

Prioritizes 
Hard-to-Staff 

Positions
Greater funding 
for high-needs 

and rural 
campuses

Teacher Focused 
Funding

90% of all TIA 
funds go towards 

teacher pay

Five Year 
Validity

Teachers retain  
designations for 5 
years regardless 

of placement

11
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TIA Provides Extra 
Funding Per 
Designated Teacher 
to Districts

$3-$9K

$6-$18K

$12-$32K

Allotments are based on 
teacher designation level, 
campus socioeconomic 
level, and campus rural 
status.

***HB2 Increased allotment amounts: TAA

https://tea.texas.gov/about-tea/news-and-multimedia/correspondence/taa-letters/hb-2-implementation-teacher-incentive-allotment-update


At Its Core, A 
Local 
Designation 
System is 
Comprised of 
Three Major 
Components

ELIGIBLE 
ASSIGNMENTS & 
CAMPUSES

TEACHER 
PERFORMANCE DATA

COMPENSATION PLAN

All teaching assignments can be eligible 
for TIA as long as they have valid and 
reliable data from teacher observation 
scores and student growth data. Some 
districts choose to start with a subset of 
eligible assignments and then expand 
their system later.

Teacher observation data, student growth 
data, and data from optional components 
the district chooses to include in their 
system make up teacher performance 
data. Districts use the performance data 
to determine teacher designations.

Districts are required to spend at least 
90% of their allotment funds on teacher
compensation on the campus where the 
designated teacher works. Districts may
use up to 10% for costs associated with 
implementing a local designation system
or supporting teachers in earning a 
designation. 13



The Big Three Critical Decisions

Who can earn 
a designation?
Eligible campuses and 
teachers

How will we 
designate?
Observations, 
student growth 
measures, and 
optional components

How and when 
will we 
compensate?
Distribution of funds, 
timing of 
compensation
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Measuring Individual Student Growth - 
NOT Achievement.

Student growth is measured by the 
teacher’s percentage of students who 
meet or exceed an expected growth 
target over the course of a single 
school year.

Rather than using the magnitude of 
growth, effectiveness is measured by 
the impact teachers have on all 
students by setting individualized 
growth targets. 
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Our District’s Estimated Timeline
(Phase I)

April 2026

System 
Application

August 2026

Notification of 
District 

Application 
Acceptance

2026-2027 SY

Data Capture 
Year for eligible 

teachers

October 2027

Data 
Submission of 

eligible 
teachers

April 2028

Notification of 
System 

Approval of 
designations 

(3 levels)

August 2028

2026-27 Funds 
Paid to Teachers 

that qualified 
and are officially 

designated16



Eligible Teachers - Year 1
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 Reading & Math

2nd Grade

3rd - 8th

English I & II and Algebra I EOCs 

*pending application acceptance 



Spending Plan Goals
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Goals considered during the designing of the plan: 

● Retain high-quality teachers and attract exceptional new teachers
● Direct experienced teachers to students who need the most 

support
● Reward teachers 
● Compliance with statutory spending requirements (90%- 10%)
● Establish and communicate a clear plan for the use of TIA funds 

prior to August 31st each year.

*pending application acceptance 



Spending Plan - Distribution
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90% to designated teachers: 

The New Braunfels ISD has 
committed that 90% of the 
allotment generated by a 
designated teacher will be paid 
directly to the designated teacher. 
Allotment amounts vary by 
campus according to 
demographics.

10% to support the local 
designation system: 

The New Braunfels ISD has 
committed that the remaining 10% 
will be retained by the district to 
support the local designation 
system. Personnel hires limited to 
instructional support of TIA.

*pending application acceptance 



Spending Plan - Distribution
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Timeliness of pay: 

Year 1: The district will issue a 
one-time lump sum payment in 
the designated teacher’s August 
paycheck.

Subsequent Years: The district will 
provide annual stipends to 
designated teachers, distributed in 
the May and August paychecks.

Other factors impacting pay: 

Employment Changes (Pay): Campus 
transfers, retirements, and 
extenuating medical circumstances 
will qualify for comensation.

Redistribution of Campus Funds: 
Funds remaining due to 
terminations and resignations will be 
reallocated to campuses.

*pending application acceptance 
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Next Steps

1. Final application due April 15th
2. District wide video with update on plan and next steps
3. Required TIA sessions for all eligible teachers in August
4. Administration T-TESS training and calibration for all 

administrators starts this summer and into the fall 
5. Committee will reconvene when we return from summer
6. Develop and maintain a TIA Handbook to clearly outline 

processes, procedures, and changes
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Questions


