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Title I – 1003(g) School Improvement Grant
2014-2015 School Year Grant Application

LEAs must submit an application for EACH school applying for 1003(g).  
Part 1: Grantee Information

Applicant Information
	School Corporation/
Eligible Entity
	Evansville Vanderburgh School Corporation   
	Corp #
	7995   

	School 

	Lincoln School   
	School #
	8251

	Superintendent Name
	Dr. David B. Smith, Ed D
	Email
	David.Smith@evsc.k12.in.us

	Title I Administrator Name
	Larry Bass/Carrie Hillyard
	Email
	Larry.Bass@evsc.k12.in.us
Carrie.Hillyard@evsc.k12.in.us 

	Principal
	Ronnetha Darrett
	Email
	Ronnetha.Darrett@evsc.k12.in.us

	Mailing Address
	951 Walnut Street
	City
	Evansville   
	Zip Code
	47708

	Telephone 
	(812) 435-8453
	Fax
	812-435-8872

	Total Funding Authorization
	$2,869,071.24
   


Application Type
	Select one of the following options:
|X| Turnaround
|_| Transformation
|_| Restart
|_| Closure



Important Dates
	Application Release
	Release application and guidance to LEAs
	March 1, 2014

	Technical Assistance Training
	Offer technical assistance training to eligible Priority schools 
	March 20, 2014

	Application Due
	LEA application must be submitted to IDOE
	April 1, 2014

	Notification
	SEA awards will be published and LEAs notified of 3-Year Awards
	April 30, 2014

	Funds Available
	Funds will be available to grantees
	July 1, 2014


[image: ]Part 2: LEA and School Assurances and Waivers

The LEA/Eligible Entity must provide the following assurances in its application.  The LEA/Eligible Entity must be able to provide, upon request, evidence of compliance with each assurance. 

|_|  Use its School Improvement Grant to implement fully and effectively an intervention in each Priority school that the LEA commits to serve consistent with the final requirements 
[bookmark: Check13][bookmark: Check14]|_|  Establish annual goals for student achievement on the State’s assessments in both reading/language arts and mathematics and measure progress on the leading indicators and key school categories.  Monitor each Priority school that an LEA serves with school improvement funds, and establish goals (approved by the SEA) to hold accountable Priority schools that receive school improvement funds
|_|  If an LEA implements a restart model in a Priority school, include in its contract or agreement terms and provisions to hold the charter operator, charter management organization, or education management organization accountable for complying with the final requirements
|_|  Monitor and evaluate the actions a school has taken, as outlined in the approved SIG application, to recruit, select and provide oversight to external providers to ensure their quality
|_|  Ensure that each Priority school that an LEA commits to serve receives all of the State and local funds it would receive in the absence of the school improvement funds and that those resources are aligned with the interventions
|_|  Monitor and evaluate the actions schools have taken, as outlined in the approved SIG application, to sustain the reforms after the funding period ends and that it will provide technical assistance to schools on how they can sustain progress in the absence of SIG funding
|_|  Collaboration with the Teacher’s Union, include letters from the teachers’ union with each school application indicating its agreement to fully participate in all components of the school improvement model selected
|_|  Report to the SEA the school-level data required under leading indicators for the final requirements 
|_|  The LEA and School have consulted with all stakeholders regarding the LEA’s intent to implement a new school improvement model.

|_|  This application has been completed by a team consisting of a minimum of: one LEA central office staff, the building principal, at least two building staff members
The LEA must check each waiver that the LEA will implement. 
|_|  “Starting over” in the school improvement timeline for Priority Title I participating schools implementing a turnaround or restart model.  
|_| Implementing a school-wide program in a Priority Title I participating school that does meet the 40 percent poverty eligibility threshold. 
Superintendent Signature: _______________________________________ Date: _____________________
Title I Administrator Signature: ___________________________________Date: _____________________
Principal Signature: __________________________________________________ Date: ______________________

Staff Members Consulted and Part of the Application Process: 
	Workgroup Members

	Name
	Title

	Example: Mrs. Joan Smith
	Example: Title I Resource Teacher

	Ronnetha Darrett
	Principal

	Holly Sidebottom
	Professional Development Specialist

	Brad Bates
	Assistant Principal

	Carrie Hillyard
	Director of School Transformation (OTS Team)

	Kelsey Wright 
	Transformation Strategist (OTS Team)

	Vicki Crandell
	Parent Coordinator

	Marvin Smith
	Community Coordinator

	Gloria Baker
	Teacher

	Matt Blinstrub
	Teacher

	Matt Braker
	Teacher

	Kristen Brayfield
	Teacher

	Brandon Buck
	Teacher/Admin Intern


	Sarah Carlisle
	Teacher


	Jennifer Cheski
	Teacher

	Stephanie Crandell
	Guidance Counselor

	Kelsey Crockett
	Teacher

	Barry Parker
	Social Worker

	John Dennis
	Teacher/Culture & Climate Mentor Teacher (Pilot)

	Traci Druschke
	Teacher

	Glenda Hampton
	Teacher

	Genalyn Haggard
	Teacher

	Erica Hirsch
	Teacher

	Ben Koenig
	Teacher

	Kayla Neidig
	Teacher

	Lauren Phillips
	Teacher

	Ann Piper
	Speech and Language Pathologist

	Catherine Rasch
	Teacher

	Frances Rodgers
	Teacher

	Ryan Gilliam
	Teacher


	Vicki Rouse
	Teacher

	Knetra Shaw
	Teacher

	Marget Skaggs
	Teacher

	Andrea Stowe
	Teacher

	Ida Vaughn
	Teacher

	Sonja Wagner
	Teacher

	Kearstyn Weber
	Teacher

	Sarah Woodard
	Teacher

	Emily Zinn
	Teacher





Consultation with Stakeholders:  List each meeting or other activity held to consult with stakeholders regarding the LEA’s application and the implementation of the models in the Tier I and Tier II schools.  Indicate the number of members present from each stakeholder group, and the general discussion or feedback at the meeting.
	Meeting Topic
	Date and Time
	Parents/ Community
	Teachers/Staff
	School Administrators
	School Board
	District Staff
	Students
	General Discussion or Feedback Received

	Example: Student and Parent Forum
	3/15/14
	25
	5
	1
	1
	0
	200
	Principal discussed elements of SIG and Turnaround Model with group – opened up for public question/comment

	Consultation with Mass Insight Education
	3/11/14
	3
	
	
	
	2
	
	Review of SIG Models & MIE School Readiness Assessment

	1003g Grant Rollout/Planning next steps aligned to S-SIP
	3/12/14
	
	
	
	
	
	
	Initial planning aligned to elements of SIG Turnaround Model; Review of S-SIP alignment in place and pre-implementation work established. 

	1003g Grant Information Session w/ Staff
	3/12/14
	
	20
	3
	
	1
	
	Introductory meeting with staff to disseminate information regarding 1003g grant with next steps for staff input.

	Family/Community Engagement
	3/13/14
	
	3
	
	
	1
	
	Next steps for family and community stakeholder input.

	Family/Community Input - Next Steps
	3/17/14
	
	2
	
	
	1
	
	Norm on processes re: family and community stakeholder input.

	Superintendent and EVSC Board of School Trustees Meeting
	3/17/14
	
	7
	
	
	10
	
	Slides provided by OTS Director; Unanimous support of SIG applications 

	Consultation and Support with Evansville Teachers’ Association President
	3/17/14
	
	1
	
	
	1
	
	ETA supports applications at the highest level, supporting all components of the Transformation and Turnaround Models.  Letter of Assurance was sent immediately. 

	Consultation with MIE
	3/18/14
	
	1
	
	
	1
	
	Invitation to submit Statement of Assurance; Alignment of Potential Partnership Services/Deliverables to Turnaround Principles

	Series of Family interviews, surveys, personal phone calls, & Facebook/Twitter
	3/13/14
	52
	
	
	
	
	
	Additional Academic support in reading and math as well as behavioral & social/emotional supports (See appendices for detail)

	Series of Community Partner interviews, surveys, and other communication.
	3/17/14 through 3/21/14
	26
	
	
	
	
	
	Academic supports and interventions were the most highly recommended need along with behavioral supports and family supports (See appendices for detail)

	ConnectED phone blast to families
	3/18/14
	296
	
	
	
	
	
	Invitation and information to share additional input.

	ConnectED email blast families
	3/18/14
	183
	
	
	
	
	
	Invitation and information to share additional input.

	Consultation with Diehl Consulting
	3/19/14
	1
	
	
	
	1
	
	Invitation to submit Statement of Assurance; Alignment of Potential Partnership Services/Deliverables to Turnaround Principles














Part 3: Schools to be Served by LEA	
	Schools to be Served by LEA

	
	
	Based on the “School Needs Assessment” tool, the LEA has determined this model for the school

	School Name
	Grade Span
	Priority School       Y/N
	Selected Model
	No model will be implemented – Explain why the LEA believes they do not have the capacity to serve this Priority School

	Academy for
Innovative Studies
	K-12
	
Y

	
	Until further district realignment, LEA will not have the capacity to support the implementation of a school improvement model at the AIS alternative schools.  

	Caze 
Elementary School
	PreK-5
	Y

	Trans-formation
	

	Cedar Hall Community School
	PreK-8
	Y

	
	Until further district realignment, LEA will not have the capacity to support the implementation of a school improvement model this school.

	Dexter 
Elementary School
	K-5
	Y

	
	Until further district realignment, LEA will not have the capacity to support the implementation of a school improvement model this school.

	Evans 
School
	PreK-6
	Y

	
	Evans does not qualify; Has been implementing the Transformational Model for three academic years.

	Glenwood Leadership Academy
	K-8
	Y

	Turn-around
	

	Lincoln 
School
	K-8
	Y

	Turn-around
	

	Lodge 
Community School
	K-8
	Y

	
	Until further district realignment, LEA will not have the capacity to support the implementation of a school improvement model this school.

	McGary 
Middle School
	6-8
	Y

	Trans-formation (Year 3)
	

	Stringtown 
Elementary School
	K-6
	Y

	
	Until further district realignment, LEA will not have the capacity to support the implementation of a school improvement model this school.

	Thompkins 
Middle School
	6-8
	Y

	
	Until further district realignment, LEA will not have the capacity to support the implementation of a school improvement model this school.

	Washington 
Middle School

	6-8
	Y

	Trans-formation
	



Part 4: Needs Assessment and Goals
Complete the table below for your overall student population, as well as available student groups (American Native, Asian, Black, Hispanic, White, Free/Reduced Lunch, Limited English Proficient and Special Education) that did not pass in English/language Arts and/or mathematics
	Student Groups - ELA
	% of this group not passing
	# of students in this group not passing
	How severe is this group’s failure in comparison to the school’s rate? In what ways are the learning needs of this group unique?
	SY 2014-2015 Goal
	SY 2015-2016 Goal 
	SY 2016-2017 Goal 

	Example: LEP
	75%
	52
	HIGH - No prior formal schooling; from non-Western culture.
	40% passing
	45% passing
	50% passing

	Overall:
	55.1%
	108
	
	
	
	

	3rd Grade
	44.1
	15
	Low - a lot of new testing at this level (Aimsweb, Acuity, IREAD, ISTEP+, etc.) has led to testing stamina issues, behavior issues. Students came into this school year with a gap in reading and only a limited access to interventions. There was staff turnover at this grade level between 2012-13 and 2013-14 school years.
	60.93% Passing
	65.81% Passing
	70.41% Passing

	4th Grade
	40.7
	11
	Low - classroom location was in the middle school (substantially more behavioral concerns in the upper grades last year) that helped cause instability in the grade level. Students came into class years behind their peers in reading and had only a limited amount of interventions present. There was staff turnover at this grade level between 2012-13 and 2013-14 school years.
	64.64% Passing
	69.81% Passing
	74.69% Passing

	5th Grade
	46.7
	14
	Low - Students were years behind their peers in reading levels and there was only limited intervention services at this grade level. There was staff turnover at this grade level between 2012-13 and 2013-14 school years. Instability on the upper grade level hallway also contributed to a less than optimal learning environment.
	58.10% Passing
	62.74% Passing
	67.14% Passing

	6th Grade
	45.9
	17
	Low - students were years behind their peers in reading levels and there was only limited intervention services at this grade level. There was staff turnover at this grade level between 2012-13 and 2013-14 school years. Instability on the upper grade level hallway also contributed to a less than optimal learning environment. 
	58.97% Passing
	63.69% Passing
	68.14% Passing

	7th Grade
	70.6
	24
	High - years behind their peers in reading level; low-rigor in tier one instruction, lack of differentiation, and small group interventions for upper grades. There was staff turnover at this grade level between 2012-13 and 2013-14 school years. Upper grade level hallway was unstable and resulted in a sub-optimal learning environment. 
	33.81% Passing
	38.54% Passing
	43.55% Passing

	8th Grade
	79.4
	27
	High - years behind their peers in reading level, low-rigor in tier one instruction, lack of differentiated instruction and small group interventions for upper grades. There was staff turnover at this grade level between 2012-13 and 2013-14 school years. Upper grade level hallway was unstable and resulted in a sub-optimal learning environment.
	23.69% Passing
	27.01% Passing
	30.52% Passing

	Black
	61.7%
	74
	Mid - years behind their peers in reading, high incidence of behavior referrals (in large part due to a behavior management system that was inefficient and not culturally appropriate for this subgroup), many instances of low-rigor instruction that was not properly scaffolded to support students. Substantial staff turnover occurred throughout testing grades, affecting this subgroup.
	42.51% Passing
	46.76% Passing
	50.97% Passing

	Multiracial
	38.7%
	12
	Low - years behind their peers in reading, high incidence of behavior referrals (in large part due to a behavior management system that was inefficient and not culturally appropriate for this subgroup), many instances of low-rigor instruction that was not properly scaffolded to support students. Substantial staff turnover occurred throughout testing grades, affecting this subgroup.
	64.37% Passing
	66.94% Passing
	68.95% Passing

	White
	47.4%
	18
	Mid - years behind their peers in reading, high incidence of behavior referrals (in large part due to a behavior management system that was inefficient and not culturally appropriate for this subgroup), many instances of low-rigor instruction that was not properly scaffolded to support students. Substantial staff turnover occurred throughout testing grades, affecting this subgroup.
	57.86% Passing
	63.07% Passing
	62.49% Passing

	Female
	45.8%
	44
	Low- years behind their peers in reading, high incidence of behavior referrals (in large part due to a behavior management system that was inefficient and not culturally appropriate for this subgroup), many instances of low-rigor instruction that was not properly scaffolded to support students. Substantial staff turnover occurred throughout testing grades, affecting this subgroup.
	59.08% Passing
	63.80% Passing
	68.27% Passing

	Male
	64%
	64
	High - years behind their peers in reading level, motivation and relevance are lacking due to a lack of cultural awareness; instructional techniques should be differentiated for gender, not held to 100% participation as too often allowed to opt out of learning. Limited number of suitable possible role models around the building and student-adult relationships were not very strong or purposefully focused on improving.
	39.96% Passing
	43.96% Passing
	47.91% Passing

	IEP No
	50.6%
	85
	Mid- low-rigor instruction as well as lack of differentiated instruction and interventions affected this large subgroup.
	54.83% Passing
	60.32% Passing
	65.75% Passing

	Free
	56.4%
	97
	Mid - years behind their peers in reading, high incidence of behavior referrals (in large part due to a behavior management system that was inefficient and not culturally appropriate for this subgroup), many instances of low-rigor instruction that was not properly scaffolded to support students. Substantial staff turnover occurred throughout testing grades, affecting this subgroup.
	48.4% Passing
	53.24% Passing
	58.03% Passing

	ELL No
	54.9%
	106
	Mid- low-rigor instruction as well as lack of differentiated instruction and interventions affected this large subgroup.
	50.06% Passing
	55.07% Passing
	60.02% Passing

	4th-8th Grade Accountability Cohort Overall:
	57.9%
	81
	
	
	
	

	Top 75% (4th-8th Accountability Only)
	55.6%
	45
	Mid - years behind their peers in reading, high incidence of behavior referrals (in large part due to a behavior management system that was inefficient and not culturally appropriate for this subgroup), many instances of low-rigor, tier one instruction that was not properly scaffolded to support students. Substantial staff turnover occurred throughout testing grades, affecting this subgroup.
	49.28% Passing
	54.21% Passing
	59.09% Passing

	Bottom 25% (4th-8th Accountability Only)
	44.4%
	36
	Low - years behind their peers in reading, high incidence of behavior referrals (in large part due to a behavior management system that was inefficient and not culturally appropriate for this subgroup), many instances of low-rigor instruction that was not differentiated to support students as well as lack of interventions. Substantial staff turnover occurred throughout testing grades, affecting this subgroup.
	60.60% Passing
	65.45% Passing
	70.03% Passing




	Student Groups - Math
	% of this group not passing
	# of students in this group not passing
	How severe is this group’s failure in comparison to the school’s rate? In what ways are the learning needs of this group unique?
	SY 2014-2015 Goal
	SY 2015-2016 Goal 
	SY 2016-2017 Goal 

	Example: LEP
	75%
	52
	HIGH - No prior formal schooling; from non-Western culture.
	40% passing
	45% passing
	50% passing

	Overall:
	54.2%
	104
	
	
	
	

	3rd Grade
	67.7%
	23
	High - Students came into this school year with a gap in math and only a limited access to interventions. There was staff turnover at this grade level between 2012-13 and 2013-14 school years. Behavioral concerns (behavior management system was not effective, culturally competent, or adhered to sufficiently) contributed to a limited amount of math instruction
	35.85% Passing
	39.44% Passing
	42.99% Passing

	4th Grade
	40.7%
	11
	Low - There was staff turnover at this grade level between 2012-13 and 2013-14 school years. 
	64.64% Passing
	69.81% Passing
	74.69% Passing

	5th Grade
	30%
	9
	Low - There was staff turnover at this grade level between 2012-13 and 2013-14 school years. 
	73.5% Passing
	76.44% Passing
	78.73% Passing

	6th Grade
	44.4%
	16
	Low - There was staff turnover at this grade level between 2012-13 and 2013-14 school years. Low levels of rigor were common throughout this grade level, contributing to student scores.
	60.60% Passing
	65.45% Passing
	70.03% Passing

	7th Grade
	57.6%
	19
	Mid - There was staff turnover at this grade level between 2012-13 and 2013-14 school years. Low levels of rigor, differentiation, and interventions were common throughout this grade level, contributing to student scores.
	47.06% Passing
	51.77% Passing
	56.43% Passing

	8th Grade
	81.3%
	26
	High - Very low level of rigor, differentiation, interventions, and classroom management contributed to the difficulties experienced by this subgroup. The upper grades hallway was not a conducive environment for learning.  There was high staff turnover at this grade level between 2012-13 and 2013-14 school years. 
	21.51% Passing
	24.52% Passing
	27.70% Passing

	Black
	61.7%
	74
	Mid - Very low level of rigor, differentiation, and classroom management contributed to the difficulties experienced by this subgroup. The upper grades hallway was not a conducive environment for learning. Behavior management plans were not culturally competent or well designed to manage student behaviors; this subgroup experienced substantial disruption as a direct result. There was high staff turnover at all testing grade levels between 2012-13 and 2013-14 school years. 
	42.51% Passing
	46.76% Passing
	50.97% Passing

	Multiracial
	41.9%
	13
	Low- low level of rigor in tier one instruction
	63.33% Passing
	68.40% Passing
	73.18% Passing

	White
	39.5%
	15
	Low- low level of rigor in tier one instruction
	63.53% Passing
	66.07% Passing
	68.05% Passing

	Female
	55.2%
	53
	Mid- low level of rigor in tier one instruction and lack of subgroup appropriate interventions
	49.73% Passing
	54.70% Passing
	59.62% Passing

	Male
	51%
	51
	Mid - Very low level of rigor, differentiation, interventions, and classroom management contributed to the difficulties experienced by this subgroup. The upper grades hallway was not a conducive environment for learning. Behavior management plans were not culturally competent or well designed to manage student behaviors; this subgroup experienced substantial disruption as a direct result. There was staff turnover at all testing grade levels between 2012-13 and 2013-14 school years. 
	54.39% Passing
	59.83% Passing
	65.21% Passing

	IEP No
	48.8%
	82
	Mid- low-rigor instruction as well as lack of differentiated instruction and interventions affected this large subgroup.
	56.32% Passing
	61.39% Passing
	66.30% Passing

	Free
	54.1%
	93
	Mid - Very low level of rigor, differentiation, and classroom management contributed to the difficulties experienced by this subgroup. The upper grades hallway was not a conducive environment for learning. Behavior management plans were not culturally competent or well designed to manage student behaviors; this subgroup experienced substantial disruption as a direct result. There was staff turnover at all testing grade levels between 2012-13 and 2013-14 school years. 
	50.95% Passing
	56.04% Passing
	61.09% Passing

	ELL No
	53.4%
	103
	Mid- low-rigor instruction as well as lack of differentiated instruction and interventions affected this large subgroup.
	51.73% Passing
	56.90% Passing
	62.02% Passing

	4th-8th Grade Accountability Cohort Overall:
	48.9%
	67
	
	
	
	

	Top 75% (4th-8th Accountability Only)
	56.7%
	38
	High - years behind their peers in math, high incidence of behavior referrals (in large part due to a behavior management system that was inefficient and not culturally appropriate for this subgroup), many instances of low-rigor tier one instruction that was not properly scaffolded to support students. Substantial staff turnover occurred throughout testing grades, affecting this subgroup. Interventions were not specifically geared towards this subgroup.
	48.06% Passing
	52.87% Passing
	57.63% Passing

	Bottom 25% (4th-8th Accountability Only)
	43.2%
	29
	Mid- years behind their peers in math, high incidence of behavior referrals 
(in large part due to a behavior management system that was inefficient 
and not culturally appropriate for this subgroup), many instances of 
low-rigor tier one instruction that was not properly scaffolded to 
support students. Substantial staff turnover occurred throughout testing
grades, affecting this subgroup.
	62.48% Passing
	68.10% Passing
	73.55% Passing











Complete the table below regarding key areas of student learning indicators.  Include your 2013-2014 data to date, your goals for 2014-2015, as well as key findings related to this data.
	Student Leading Indicators
	2013-2014
	2014-2015
	Key Findings

	1. 	Number of minutes within the school year that students are required to attend school
		
	[bookmark: OLE_LINK6]410 minutes/day x 180 days = 73,800 minutes/year
	420 minutes/day x 180 days = 75,600 minutes/year
	· 4,600 additional required student minutes or 30 required additional hours (excluding including after school, summer, and staff time, which totals over 300+ additional hours.)

	2. 	Dropout rate*
	N/A
	N/A
	N/A

	3. 	Student attendance rate 
       (must be a percentage between 0.00    
       and 100.00)

	97%
	97.1%
	· Student attendance is indicative of a highly transient population. Many families move locations based on work or housing availability.
· Teacher investment, morale, and efficacy are low
· Students and community members have had a largely negative view of Lincoln (parent outreach has shown that this is changing)

	4. 	Number and percentage of students completing advanced coursework* (e.g., AP/IB), or advanced math coursework 
	N/A
	N/A
	N/A

	5.  Number of students completing dual enrollment classes
	N/A
	N/A
	N/A

	6.  Number of individual students who completed BOTH an advanced coursework class AND a dual enrollment class.  (This number should not exceed the either category total.)
	N/A
	N/A
	N/A

	7.  Types of increased learning time offered 
LSY- Longer School Year
LSD- Longer School Day
BAS-Before/After School
SS- Summer School
WES-Weekend School
OTH-Other	

	*SS
*BAS
	*SS
*BAS
*LSD
	· There are a multitude of various afterschool programs offered at Lincoln.
· Many parents work long hours, so offering afterschool programs is very beneficial to families.
· Programs are offered directly by Lincoln (via 21st Century grant) and through community partners (Girl Scouts, Boys & Girls Club, local church groups, etc.)
· Adding additional professional developing time and student learning 
opportunities can be an expensive and time-intensive endeavor without 
the resources and staff to support.
· Though the district would have been
willing to allow for a longer school day in the past, the resources have not been available until 2014-2015 to allow this. An emphasis on appropriate planning, support, and monitoring increased learning time opportunities is necessary moving forward.

	8. 	Discipline incidents*


	13.11
	6
	· Instructional strategies lack techniques that engage ALL students, shift cognitive workload to students, and engage students in higher-level thinking.
· Implementation of classroom management policies is not done with fidelity. Proactive policies to address behavioral concerns are not in place
· Teacher investment, morale, and efficacy are low
· As the culture of the school has started to shift during the course of the year, student discipline incidents have decreased.
· A substantial number of students have social/emotional issues that have previously manifested themselves as ODR's. A concerted effort is under way at Lincoln to better identify students in crisis and to provide additional wraparound services so as to limit the incidence of ODR's.
· The culture of Lincoln is still too reliant on reacting to behaviors instead of proactively working to manage behaviors before they become problematic. 

	9. 	Truants
     (# of unduplicated students, enter as a whole number)

	17
	15
	· Student attendance/truancy is indicative of a highly transient population that is often moving. Many families move locations based on work or housing availability.
· Teacher investment, morale, and efficacy are low
· Students and community members have had a largely negative view of Lincoln (parent outreach has shown that this sentiment is changing)

	10. 	Distribution of teachers by performance level on LEA’s teacher evaluation system.  (Please indicate individual number of Ineffective [IN], Improvement Necessary [IMP], Effective [EF], and Highly Effective [HEF].)

	[image: ]
	*IN= 0
*IMP= 0
*EF= 11
*HEF=2
	· Teachers need more support in how to utilize techniques that support rigor (higher level thinking and questioning, gradual release of responsibility, lesson pacing and structure)
· Teachers need more support in how to effectively create and 
utilize on-going, formative assessments (many teachers currently are utilizing exit tickets, but only to a minimal degree of effectiveness) 
for varying learning needs in order to drive/differentiate instruction 
(Acuity, TLAC-CFU, Exit Tickets, etc.) and to support engagement
· Teachers need more support with planning and collaborative structures 
within PLC's that support cross grade level collaboration, goal-setting 
(classroom, teacher, team, school) and monitoring.
· Teachers display a limited knowledge base around planning that 
maximizes student engagement (improved pacing, hands on learning 
opportunities/active engagement, student centered planning)
· Note: District evaluation system/metrics will change in first year of implementation of this model.
· A large number of teachers are new to the profession/Lincoln. Management struggles are very apparent with this population of teachers, who have tended to have lower evaluation scores.

	11. 	Teacher attendance rate


	94.5%
	95%
	· Teacher investment, morale, and efficacy are low.
· There were a large number of maternity leaves that generated a substantial number of teacher coverage plans. This caused a large decrease in morale and an increase in other, more general, teacher absences.




For the following categories, please demonstrate (1) how the LEA has analyzed specific needs for instructional programs, school leadership, and school infrastructure and (2) justification for the selected interventions for these areas. 
	Instructional Programs

	LEA analysis 
	· Analysis of student performance indicators, IDOE feedback, MIE School Readiness Audit and instructional walkthrough data indicates an urgent need for improvement in instruction at Lincoln Community School especially for subgroups identified as high need within part 4a of this application.  There are many areas of instructional improvement and all build off of each other to create the big picture of what is hindering major turnaround at Lincoln.  

· [bookmark: OLE_LINK13][bookmark: OLE_LINK14]With a lack of engagement, differentiation, and rigor of tier one instruction as seen in feedback from IDOE, MIE School Readiness Audit, and walkthrough data, it is a valid argument that this is also contributing to such a high number of average daily referrals (13.11).  The low-level of rigor and engagement in tier one instruction impacts students across all grade-levels and is a root cause for 55.1% of students in grades 3-8 not passing ELA and 54.2% not passing Math on ISTEP+ 2013. The low engagement/rigor  high office referral pathway then creates a reactionary behavior management approach that continues to further erode instructional time and value.  

· [bookmark: OLE_LINK15]Many students at Lincoln begin each year significantly below their peers in levels of reading and math.  With a lack of interventions for the upper grades this has been a problem that continues to cumulate and impact students year after year. Reading interventions for male students are particularly lacking and it is evident with 64% of all males at Lincoln not passing the ELA portion of the 2013 ISTEP+.  While Lincoln has piloted some gender-based classrooms in an attempt to further differentiate, teachers lack the skillset and knowledge necessary to effectively support the unique needs of their students (particularly the male subgroup).  

· Math scores at Lincoln are particularly troubling. Overall ~54% of students did not pass last years ISTEP+, while several subgroups saw failure rates as high as 67%. The majority of the teachers who were instructing this subject area have either been released from their contract, reassigned to other positions within the building, or reassigned to other schools in the LEA. Going forward, there is an explicit focus on professionally developing teachers in basic instructional practice so as to help address these particular gaps. Additionally, within the grant application is a request to hire an additional upper grade Math teacher to provide the neediest students at Lincoln with an explicit, small group instructional environment to accelerate growth.
(Data Sources: School Improvement Plans (S-SIPs/SAPs)/Performance Monitoring/Action Plans, Team Level Plans, OTS Constant Support located in the TZ schools/OTS Point Persons, OTS Checkpoint (Performance Monitoring) sessions with schools and school leadership checkpoints (biweekly), Ongoing embedded support of School Improvement Planning and Performance Monitoring/Root Cause Analysis, School Stakeholder Data, TZ Data Dashboard, School & Classroom Walkthroughs, MIE School Readiness Assessment & Time/Personnel Audits)

	Justification for Selected Interventions
	· Pre-Implementation to increase rigor, engagement, and differentiation has begun this year at Lincoln.  Starting with a required lesson planning template and professional development, staff learned how to plan a lesson where students are actively working throughout the lesson.  Even though this is a start, Lincoln has a long ways to go before every teacher is consistently planning and teaching rigorous, engaging, and differentiated lessons. 

· Lincoln will continue this initiative through embedded professional development of Teach Like a Champion (TLAC) strategies:  At Bats, Checking for Understanding, and Stretch It.  Teachers will be required to embed these strategies within their lesson plans and daily instruction.  Lincoln will also build a “database” of available resources to support student engagement through the use of technology. The ultimate goal of the professional development and support is to create amongst Lincoln teachers a mastery of an instructional core throughout the building to support learning for all students.   

· PLC time will be used to model appropriate implementation of strategies and technology with follow up coaching where seen as necessary in walkthrough data and observations.  

· Coaching cycles for teachers will be focused on specific areas of teacher growth and monitored by the Professional Development Specialist, Assistant Principal, and Principal. Coaching will be provided to support academic/instructional aspects of teaching as well as climate/culture support. It has been identified in the root findings that there is an issue with the climate/culture in many classrooms, and that this gap negatively impedes learning.

· In light of the substantial deficiencies and lack of interventions noted in upper grades, two additional core teachers will be added (one Math, one ELA) to the upper grades. Middle school students will travel in groups (as they do now), but with splits for ELA/Math to provide intensive interventions to students in smaller groups across the upper grades.  These classes and groups will be created intentionally with the use of student data and be designed to provide all levels of students with opportunities to receive regular differentiated instruction. Supplemental curriculum is being researched in hopes of being purchased for these sections in particular to provide ample opportunity to support and engage students who are significantly below grade level.






	School Leadership

	LEA analysis 
	· The previous principal was replaced as part of a restructuring effort for the 2012-13 school year.  The current principal will continue to be evaluated for effectiveness aligned to each of the turnaround principles.  A new Assistant Principal and a new Professional Development Specialist were added in the pre-implementation year to further enable the new principal to disperse leadership in the areas of curriculum/instruction and school culture/climate. This new administrative team has shown continuous improvement in collaboration and in executing the vision of the school’s turnaround.
· Ronnetha Darrett was promoted to principal after two years of successfully serving in an assistant principal role in a new K-8 school, Lodge Community.  After successfully supporting the leadership of this restructure, the school saw tremendous gains in English/Language arts, going from 45.1% of students in grades 3-8 passing in year 1 to 54% passing in year 2.  (Note: There were also slight gains in math and % passing both.)

· [image: ]There are consistent concerns with teacher morale and efficacy, which has many consequences with regard to staff attrition, teacher attendance, and school culture and climate.  With the teacher attendance rate at 94.5%, a cyclical relationship developed—resulting in a further impediment to teacher morale and student academic performance.  There have been many staff changes and after the 2013-2014 staff recommitment process through TZ Team Training initiated in January 2013.   Through the staff recommitment process in (in addition of other teacher attrition factors), the 2013-2014 teacher turnover rate was 45%. Currently in preparing for the 2014-2015 school year, there is a turnover rate of an additional 15%.  This is a total teacher turnover rate of around 60%.  (Note: If considering an additional school year, the turnover rate was 26% in 2012-2013.)   The selection of new staff will follow a competency-based selection model--supported by OTS and MIE.  Though OTS worked diligently with MIE support to recruit top TZ teacher candidates with at least 3-5 years of experience, this was not always an option.  This year with 45% of Lincoln staff having five years of experience or less, 21% in their first year of teaching, and further turnover expected for the 2014-15 school year, there is a high need for staff motivation and professional development.  
· Going forward, there is an explicit plan in place to develop administrator competencies in positively supporting teachers in the building, as well as an approach to developing teacher leadership opportunities. We believe that through these two measures, there will be a change in the culture of Lincoln School that will help to increase the rate of change in the building.  

· Lincoln Administration has been required to utilize the previous EVSC Teacher Evaluation tool in the past.  This processed was based on a hard-copy system, making it difficult to use this valuable data formatively to assess trends and drive professional development.   Lincoln has most recently piloted and will implement EVSC’s new teacher evaluation tool and system utilizing Marzano’s iObservation online portal.  This new evaluation system is now aligned with Indiana statute requirements.  This will not only allow teacher observations/evaluation feedback to be easily accessible by the teacher, but will also allow the principal to use this data formatively to further inform professional development needs.  Additionally, iObservation will allow for teachers to access an online video library and PD modules that will be aligned to individual needs assessed.

(Data Sources: School Improvement Plans (S-SIPs/SAPs)/Performance Monitoring/Action Plans, Team Level Plans, OTS Constant Support located in the TZ schools/OTS Point Persons, OTS Checkpoint (Performance Monitoring) sessions with schools and school leadership checkpoints (biweekly), Ongoing embedded support of School Improvement Planning and Performance Monitoring/Root Cause Analysis, School Stakeholder Data, TZ Data Dashboard, School & Classroom Walkthroughs, MIE School Readiness Assessment & Time/Personnel Audits)

	Justification for Selected Interventions
	
· [image: ]At the beginning of next year, all teachers new to the building will be required to not only successfully complete Transformation Zone training but also be a part of Lincoln’s “New Teacher Institute”. The Institute will be planned and led by current, veteran Lincoln teachers to assist in fostering a culture of teacher leadership.  New teachers will be provided with intensive support in basic behavioral management strategies, an introduction to Teach Like a Champion Strategies, and an explicit focus on lesson planning for student engagement.  Follow up will include job-embedded professional development from an internal Professional Development Specialist as well as explicit, differentiated support based upon the needs of each teacher as seen through classroom walkthroughs, observations, and data analysis. 2013-2014 Certified Staff Experience Breakdown  (Includes admin. - % within experience category)


· To build morale of all staff, the leadership team at Lincoln will place teacher recognition and communication as a high priority. Teachers will also be a part of Professional Learning Communities.  These PLCs will be driven by team level Smart Goals and Improvement Plans that connect back to the School Improvement Plan to ensure that the building has a common goal as well as a plan to get there. The connection to the school goal and plan will increase teacher awareness of their part in the success of the school and urgency for improvement.  The grade-level plans and PLC structure will provide an environment for teachers to grow professionally and collaborate to meet expectations of planning rigorous lessons, common assessments, and differentiation. Additionally, these PLC groups will be led by teacher leaders, further developing teachers, as well as increasing their connection to Lincoln.  This intentional support for new and returning Lincoln staff will increase teacher skill and success in the classroom which will in turn increase morale, attendance, and retention of all staff.

· A Culture and Climate specialist position was piloted in the latter portion of the 2013-14 school year at Lincoln School.  Multiple Lincoln staff have reached out to the OTS staff to share this has been one of the most important strategies that has been implemented at Lincoln to date—and there is a direct correlation on staff morale and efficacy, student behavior, and teacher attendance. 
· Teacher "mini grants” of $1,000 per teacher from the school would allow teachers to supply classrooms as an incentive to recruit, attract, and retain staff; Message supplies purchased with mini grants must stay in classrooms.







	School Infrastructure

	LEA analysis 
	· Lincoln has numerous teachers who are struggling with classroom management, which is resulting in an average of 13.11 daily referrals. This number is largely due to the upper grade levels with 7th and 8th grade averaging almost 4 referrals a day on their own.  With the majority of teachers in the upper grades spending a large portion of time on classroom management, instruction is lacking, the learning environment is impacted, and students are performing significantly lower than the rest of the school with 70.6% of 7th grade students and 79.4% of 8th grade students not passing the 2013 ELA portion of ISTEP+ and 81.3% of 8th graders not passing Math.  A correlation is also seen between academic performance and high referral rate in 3rd grade with an average daily referral rate of 2.21 and 67.7% of students not passing 2013 ISTEP+ Math. The ODR rate has been decreasing throughout the school year, and we believe that pre-implementation changes that have been initiated (Climate/Culture Coach, creation of the Student Support Team, new data analysis tools to review ODR data, etc.) will be a continued opportunity for Lincoln to achieve lower ODR’s going forward.

· EVSC's Transformation Zone has very robust performance monitoring processes in place for the schools it manages and supports, including TZ-Wide Data Dashboards, OTS Checkpoints with school leadership teams based on school improvement planning and performance monitoring for implementation, short- and mid-term metrics, and also contracts with third party evaluators for additional services and support. In Spring 2014 monitoring from IDOE, feedback was shared with the Office of Transformational Support that its data dashboard is very "inclusive and detailed" and "seems very effective."  School-based monitoring sessions, IDOE reported, "Evans feels very supported by TZ - clear progress is being made and support is evident" and "Lead Partner in Place" at McGary during Spring 2014 monitoring.  It will be imperative to the improvement of Lincoln to sustain this infrastructure of support surrounding Lincoln’s leadership…and continue to provide even further support and guidance.

· EVSC continues to refine implementation of a robust multi-tiered system of student support that includes school support of:
·       Core instruction within Tier 1 based on district wide common curriculum
·       Universal Screeners to examine student skill needs in the areas of literacy and math
·       Rapid response to student data to determine instruction and intervention needs
·       System of research-based Tier II and III interventions of increasing intensity as a supplement to core instruction
·       Frequent progress monitoring of targeted skills
·       Ongoing communication and documentation of student progress and supports with appropriate staff and families
· EVSC supports the improvement of climate and culture and student social emotional development by implementing PBIS in all buildings. This is being achieved by:
·       Providing research based curriculum to all buildings focusing on Tier I, or primary prevention of social emotional and behavioral difficulties, Tier II interventions, and Tier III interventions.
·       Supporting schools in the implementation of Tier I strategies in both schoolwide and classroom settings.
·       Monitoring discipline reports to review the efficacy of primary prevention strategies in their building.
·       Monitoring quarterly disproportionality reports to ensure students of all ethnic groups are responding to PBIS.
·       Having schools with Tier I in place with fidelity using a universal screener to identify at-risk internalizing and externalizing students.
·       Identified at-risk students are placed into research based interventions groups that meet the function of their behaviors.
·       Students in interventions are progress monitored to assess their response to the intervention. This process ensures any changes to interventions are data driven.  

(Data Sources: School Improvement Plans (S-SIPs/SAPs)/Performance Monitoring/Action Plans, Team Level Plans, OTS Constant Support located in the TZ schools/OTS Point Persons, OTS Checkpoint (Performance Monitoring) sessions with schools and school leadership checkpoints (biweekly), Ongoing embedded support of School Improvement Planning and Performance Monitoring/Root Cause Analysis, School Stakeholder Data, TZ Data Dashboard, School & Classroom Walkthroughs, MIE School Readiness Assessment & Time/Personnel Audits)

	Justification for Selected Interventions
	· PBIS was implemented at the start of the 2013-2014 school year.  Average daily referrals are down from 22.53 in 2012-2013 to a cumulative rate of 13.11 average daily referrals thus far this 2013-14 school year.  While there has been an improvement in average daily referrals, there is still a disruption of the learning environment at Lincoln that is hindering academic turnaround.  PBIS will be continued, as it has shown major progress, but alterations will be made by incorporating it into the work of a Student Support Team.
· The Student Support Team (SST) will be a whole school team that drives climate/culture throughout the building. Selected K-8 teachers, the Social Worker, Behavior Interventionist, Climate/Culture Coach, and Assistant Principal will comprise the team.
· This comprehensive group will create wraparound intervention plans for the neediest students at Lincoln. Students will be identified by classroom teachers, ODR data, walkthrough forms, and referrals by mental health professionals in the building.
· During implementation, this team will be responsible for monitoring and supporting whole school development of the modified PBIS program.

· Lincoln will ensure that there is 100% teacher buy-in to the PBIS program by monitoring fidelity and healthy classroom competition for positive rewards.  Teachers who are effectively using the program will also support teachers who are struggling with adapting to a PBIS approach. The Climate/Culture Coach will also be available to provide explicit support to teachers who need additional development in relationship building, classroom management, or positive framing.

· PBIS expectations will also be unified and simplified by creating one system for incentives that can be used in the classroom as well as common areas in the building.  Teachers will be allowed to give PBIS incentives to any student at any level anytime positive behaviors are seen.  Incentives will be recalibrated to trend towards low-cost, high-motivation, and differentiated for individual grade levels such as dances, face-painting, and athletic time.  The upper grade levels will get to assist in the creation of these incentives for increased motivation.
· The Behavior Therapist/Interventionist position asked for in the grant will be a person who will focus his/her efforts on supports to the “high-flyer” students (students who are referred to the office most frequently). This will enable the Assistant Principal and Principal to be more proactive in establishing a strong culture of learning, instead of their current reactive approaches to behavior management. The Behavior Therapist/Interventionist will also be an integral part of ensuring that the SST is addressing student support needs in an adequate manner.
· The Administrative Intern position will serve two main purposes: to develop additional teacher leadership capacity and to handle operational tasks for the building. Currently the Administrative team spends a significant amount of time dealing with operational issues around staffing, testing, compliance, etc. By creating this position, it will alleviate that stress and it will allow the current Administrative Team (Principal, Assistant Principal, Professional Development Specialist) to more acutely lead the teaching and learning aspects of Lincoln.




Part 5: Selection of Improvement Model 

Based on our findings of the data sources, the LEA is selecting this model for this school: 
|X|   Turnaround	|_| Transformation		|_| Restart 	|_|   Closure 

Instructions:   Reflect on the data, findings, root cause analysis, self-assessment and the elements of the four improvement models. As a team, reach consensus, as to the model that is the best fit for the school and that has the greatest likelihood, when implemented, to affect principal leadership, teacher instruction, and student learning.

	Describe how the model corresponds to the data, findings, analysis and self-assessment and led to the selected model.

	Critical Assessment of Needs

Lincoln School was selected to be one of five of EVSC’s Transformation Zone, which is in its initial implementation year.  The school was chosen to be part of the Transformation Zone due to its chronic history of low performance and intensive needs, demonstrating congruent levels of support required.  

In the pre-implementation year of the Transformation Zone (SY 2012-2013) and then the initial implementation year (SY 2013-2014), several needs were identified based upon Mass Insight Education’s (MIE) School Readiness Assessments (SRA) in both 2012 and 2013 and OTS school visits and conversations, which included a comprehensive review of multiple data sources.  The needs identified as priority areas in these reviews were:

1. Leadership development – Due to the failing status of the school, the leadership team was replaced at Lincoln.  The principal identified had a strong track record as an instructional leader and assistant principal at another Title I EVSC school.  In SY 2014-2015, a new AP was identified along with the addition of a new administrator responsible for teacher development, the Professional Development Specialist.  MIE lifted then, that time should be spent in the development of the new principal (in SY 2012-2013), and, in 2013-2014, a similar need was identified because of the new staff in the AP and PDS positions. 

2. Middle school behavior – Lincoln has a K-8 environment.  Although small in regards to student enrollment, the various grade levels and needs of the students in one building prove to be challenging.  The transition from lower to upper grades remains weak (as assessed in SY 2012 and SY 2013 by MIE and OTS).  Although some process has been made with the culture and climate in the upper grades, further action does remain necessary to improve the positive environment in the building and particularly at these grade levels. 

3. Large group of novice teachers – the staff turnover at Lincoln exceeded 50%.  This shift in teaching staff was a hiccup both instructionally, in regards to climate, and finally, in the continuity of student relationships in the building.  The new teachers struggle with basic classroom management along with adequate and rigorous lesson planning.  The cyclical nature of this dynamic continues to impact the instruction and culture of the Lincoln for staff, families, and students.  

As part of the Transformation Zone in its implementation year, Lincoln staff was supported by the Office of Transformational Support team in several ways to immediately address some of the challenges and needs noted.  The most impactful strategies are captured in the table below (along with initial impact analysis). 




	Turnaround Principle Category
	Strengths/Successes:
	Needs/Opportunities:

	Principal changes and flexibility
	· New leadership team as of current school year 2013-2014, including a new Assistant Principal and Professional Development Specialist (PDS).  The PDS position was brought on strategically upon the development needs of teachers given the large numbers of novice staff--an instructional leadership position that directly manages curriculum and instruction at Lincoln.
· Lincoln has been included in Transformation Zone, not as a punitive measure but as a way to strategically embed even more robust support to a school with priority needs.
· Leadership has had strong training and support with school turnaround
· Leadership team holds a formal meeting weekly to collaborate regarding School Improvement Planning and to follow up on Action Plans that support the team to operationalize the S-SIP strategies with fidelity and to monitor progress.
· TZ Director meets regularly with principal to follow up on progress and align support to individual needs.
· Leadership is formally evaluated, including evaluation against the Turnaround Principle 1 indicators (Ensuring Strong Leadership.)
	· The needs at Lincoln are still so critical (see LEA Analysis), additional capacity is needed in the areas of Culture and Climate and Instructional Leadership/Embedded Coaching.
· Principal is in need of additional mentoring support for leadership guidance, critical reflection, and individualized feedback.
· Additional capacity for the leadership team is necessary, including increased leverage and support from the district level through OTS.  This internal lead partner will lift needs directly to the superintendent in order to continue to eliminate obstacles to the school’s improvement efforts.
· Weekly check-ins with the TZ Director will need to continue to support the guidance and support of Lincoln Leadership.



	Effectiveness of staff and recruitment/ retaining of staff
	· Successful completion of TZ Team Training, an OTS Staff Recommitment process, was required as part of Lincoln’s inclusion in the Transformation Zone.
· Staff was replaced with team members committed to teaching in the TZ and Lincoln
	· Numerous challenges at Lincoln are impacting staff morale and efficacy, particularly with such a large amount of novice teacher
· A “New Teacher Institute” will be planned and led by current, veteran Lincoln teachers to assist in fostering a culture of teacher leadership.  New teachers will be provided with intensive support in basic behavioral management strategies, an introduction to Teach Like a Champion Strategies, and an explicit focus on lesson planning for student engagement.

	Building Culture
	· Classroom walkthroughs are occurring consistently and systems are established to monitor for trends and needs based on walkthroughs
· Average daily incidents resulting in office referrals has been drastically reduced in one year (see LEA Analysis).
· Student Support Team has an explicit focus on positive behavioral support, social-emotional support and improving school-wide culture.
· Systems, tools, and processes are in place and ownership has shifted to the school level.
· Data is easily accessible and utilized formatively.
· Explicit efforts have been made to help build a community at Lincoln
	· Though drastically reduced, there are still a high number of average daily referrals (13.11).
· With a large number of new teachers, classroom management continues to be a challenge for many.
· There is a significant need to develop cultural competency, particularly among new staff.
· PLCs will be driven by team level Smart Goals and Improvement Plans that connect back to the School Improvement Plan to ensure that the building has a common goal as well as a plan to get there. The connection to the school culture/climate goal and plan will increase teacher awareness of their part in the success of the school and urgency for improvement.
· Culture and Climate Specialist (CCS) to support coaching of staff, cultural competency training, and bridging relationships between families and school stakeholders, and liaising trusting, mutually-respectful relationships between staff and students.  CCS will be deeply embedded into leadership team, owning portions of the school culture and climate improvement plan/strategies and monitoring.

	Professional Development
	· Professional Learning Communities are in place
· Professional Development Cycles have been implemented as a systematic approach to in-depth, job-embedded professional development with on-going support.
· A Professional Development Specialist oversees Curriculum and Instruction, reporting directly to the principal and serving on the Leadership Team.
· Classroom walkthroughs are occurring consistently and systems are established to monitor for trends and needs based on walkthroughs
· Teach Like a Champion (TLAC) professional development sessions provided, by the Office of Transformational Support, throughout the year on targeted areas of need based upon IDOE feedback, Mass Insight School Readiness Audit, benchmark assessments, and walkthrough data. Focus on Lesson Structure and Pacing technique.
· Several staff members attended Solution Tree's Professional Learning Communities Conference to initiate and lead professional learning communities at Lincoln.
	· School-wide professional development for topics such as PLCs, Culture and Climate Strategies, etc. still necessary to support a common understanding and vision for their work.
· Additional mentoring/coaching support is required with such a large amount of novice teaching staff.
· OTS will need to continue to offer TLAC training and completion requirement for all new staff, in addition to supporting schools to continue to master and develop these classroom techniques.

	Instructional Programs
	· Instructional walkthroughs are conducted regularly.
· Data is easily accessible and utilized formatively.  Data chats are held with each teacher after beginning, middle, and end of year benchmark assessments with a district data coach to improve teacher understanding and application of student data.
· Lincoln staff consists of very high-will individuals who are strong role models of “continuous, reflective learning.”
	· Urgent need...Lack of engagement, differentiation, and rigor of tier one instruction
· Lack of Tier II Interventions, particularly for upper grade students
· Many students at Lincoln begin each year significantly below their peers in levels of reading and math.
· Math, in particular, is showing lower performance in addition to lack of growth.
· PLCs will be driven by team level Smart Goals and Improvement Plans that connect back to the School Improvement Plan to ensure that the building has a common goal as well as a plan to get there. The connection to the school academic goals and plan will increase teacher awareness of their part in the success of the school and urgency for improvement.

	Parent and Community Involvement
	· Extensive efforts have been made to integrate parents/families into the Lincoln community.
· Lincoln has been held up as a national model as a full-service community school.
· School has a social worker funded through Title I who serves in a critical role providing family and community support
	· Family/Community Outreach will continue to build partnerships between school and home, working towards parents and school staff serving as equal partners.
· Culture and Climate Specialist (CCS) to support coaching of staff, cultural competency training, and bridging relationships between families and school stakeholders, and liaising trusting, mutually-respectful relationships between staff and students.  CCS will be deeply embedded into leadership team, owning portions of the school culture and climate improvement plan/strategies and monitoring.



After the first year of TZ implementation and support, there are a number of strengths and successes for Lincoln School that serve as a solid foundation for pre-implementation of the Turnaround Model.  Lincoln has implemented drastic improvement efforts, but still needs more school-based support to address the very intensive needs it has with having such a large percentage of new staff.  EVSC has selected to apply for the Turnaround Model for Lincoln because of the need continue to move beyond “light touch” improvement and provide truly robust turnaround strategies, building upon what it has already begun in this “Pre-Implementation” year.











	Describe how the model will create teacher, principal, and student change.

	Early Successes and Context

In September 2012, the Evansville Vanderburgh School Corporation (EVSC) embarked on a partnership with Mass Insight Education (MIE) to create an internal partner to manage a portfolio of the district’s most poorly performing schools.  The partnership has led to the creation of an internal office responsible for the oversight and management—the Office of Transformational Support (OTS).  This office oversees, directs, and manages five schools in EVSC: Glenwood Leadership Academy, Lincoln Community School, McGary Middle School, Caze Elementary, and Evans Elementary.  Collectively known as the Transformation Zone, these schools have represented EVSC’s chronically lowest performing schools in its first year of implementation.  The principals at each of these schools report directly to the Director of School Transformation who in turn reports directly to the Superintendent of the Corporation.  The OTS is currently staffed by 2 Transformation Strategists—each focused upon the improvement of processes and structures for the schools they lead in the areas of: instruction, data, family/community engagement, communications, human resources, finance, and operations.  

This internal lead partner strategy and organizational structure is very important for several key reasons:
· Provides core academic support and tailored operational support to cluster schools
· Establishes a structure that makes it easier for the EVSC central office to provide more focused attention and streamlined, customized, and responsive services to each school
· Provides tailored, cross-functional support through teams that are directly accountable for the performance of schools in their cluster, through a performance contract
· Brings decision-making closer to schools.  Cluster Directors support principals on setting student achievement goals, school planning, and building school leadership capacity.  

The creation of this office and the simultaneous partnership with MIE has enabled EVSC to strategically plan for the needs of the five Transformation Zone Schools which includes the following national best practices for school turnaround:

· Creating the right conditions for the Transformation Zone - organizational structure and decision making protocol
· Creating the structures and processes for the TZ principals to exert discretion over key elements: people, time, money, and programming
· Aligning funding and resources to school-wide priorities to align each TZ school to the MIE HPHP Readiness Model/Turnaround Principles

For the past two years, EVSC has partnered with Mass Insight Education to launch the district’s Transformation Zone.  Since the onset of the partnership, EVSC has prioritized two things with the external partner - sustainability and scalability.  The Superintendent believes strongly that best practices piloted in some schools that work well should be scaled as quickly as possible by LEA staff.  This means that the partnership with MIE has focused on two things: (1) Building capacity internally within EVSC; and (2) Intentionally creating practices that can be scaled (i.e. building school improvement planning materials instead of contracting with external partners to lead the efforts).  

Early implementation of the OTS and planning for the TZ have led to some significant leaps in process improvement for EVSC and/or TZ schools which include: 







	Implementation Milestone
	Description
	EVSC Impact

	Establishment of the OTS
	Within weeks of formalizing the partnership with MIE, EVSC created the OTS and named an experienced, innovative, and motivated school leader to the position of Director of Transformation.  Within a week, all of the remaining positions within the office were posted, and hiring will be completed for the OTS by the beginning of 2013.  The applicant pool yielded strong candidates in all functional areas:  instruction, human resources, finance, operations, data management, family/community engagement, and communications.
	The decentralization of services to the TZ through the internal lead partner, OTS, has enabled the district to understand how central office services (academic and operation) can be devolved to interact with schools in a more intentional and intimate setting as will be further mapped out in the strategic scaling of clusters model.  This directly aligns with its priority to design a central office infrastructure that aligns to Harvard’s PELP framework which focuses upon student, teacher, and content.

	Design of a human capital strategy for the TZ
	A human capital strategy was designed for the TZ and included specific steps related to recruitment, cultivation, retention, and development of educators.  Best practices related to selection and mutual consent will be in effect for all TZ schools.
	The competency based selection tools created for the OTS spurred the growth of other competency based tools for EVSC - most significantly, the EVSC principal selection tool which is now aligned to the Turnaround Principles.

	School Improvement Planning
	OTS created tools and resources to strengthen the school planning process.  These continuous improvement planning docs clearly lay out the foundational elements for each TZ school in order to propel student achievement. These tools and processes are aligned to IDOE’s Student Achievement Planning process, but intensified in expectation, frequency, internal accountability, and support.  It has allowed the school team to remained focus and accountable on the strategies identified based upon needs.  (Screen shot below captures highlights).


	The planning process has impacted how the schools are interacting with the data so much that EVSC has already planned to scale these tools throughout the district for SY 2014-2015.

	Performance Monitoring
	Frequent checkpoint tools have been created in order to monitor each school’s performance towards outlined goals and objectives (data and implementation milestones).  Checkpoint sessions were designed in order to collectively hold each TZ school leadership team along with a member of the OTS team accountable for performance throughout the year.
	EVSC leads performance management sessions for all schools.  However, during these sessions, TZ schools have been able to dive into their data to describe actions being taken (and address accountability questions asked by members of the executive leadership team) that these tools and practices will be scaled throughout the district for the upcoming school year.



From the table above, it is obvious that in its initial year, the TZ and OTS is transforming schools and the LEA.  Given the success of this Zone, the district seeks to expand the TZ into multiple cluster units, which each cluster serving its attendance districts in a similar but expanded model. 

In this expanded district model, the EVSC intends to provide higher levels of academic support aligned from elementary to high school, mapped against the most rigorous state and national standards, and tiered for schools based on needs (i.e. Focus and priority schools would be differentiated for support and accountability).  This enables the district to not only continue its support of the TZ but expand its effect upon all those schools whose needs are not meeting EVSC and Indiana’s threshold for excellence in student achievement.  

Furthermore, each cluster will be supported by the MIE partnership academically and organizationally.  Through this model, EVSC believes that it will be able to provide a congruent method of service, support, and accountability to non-TZ schools. An addition to this, those Priority Schools who demonstrate the most significant needs will rise to the top tier of need/support and will also be part of EVSC’s Transformation Zone, supported by the Office of Transformational Support.  The TZ will serve as a pipeline for turnaround leadership, as well as the continued scalability of best practices and as an “incubator” for growing and mobilizing future clusters.  This will be maintained throughout the district is fully reorganized to ensure the infrastructure differentiates supports for schools, which will all be aligned to and supported by geographically-organized cluster teams.

GOVERNANCE

EVSC’s Transformation Zone - Driving Drastic Reform in EVSC
EVSC has initiated a unique “Internal Lead Partner” model to drive drastic reform efforts from within. The Office of Transformational Support serves as the school district’s internal lead partner, which includes four main research-based responsibilities--such as that reflected in the Turnaround Principles:
1. Increased discretion, 
2. Differentiated support for school staff, 
3. Accountability, and 
4. Embedded school presence.  

The OTS is currently staffed by 2 Transformation Strategists—each focused upon the improvement of processes and structures for a different school: instruction, data, family/community engagement, communications, human resources, finance, and operations


[image: creenshot 2014-03-31 14.07.12.png]Acting upon these responsibilities, the OTS worked closely with Mass Insight Education (MIE) to focus on one of the most important levers for schools transformation and turnaround: Human Capital.  Furthermore, the power and influence of great teachers and leaders is a facet that is critical to the success of students across the Transformation Zone (TZ).  Therefore, the OTS team simultaneously launched a competency-based recruitment and selection process alongside the initiation of TZ training for ALL TZ staff.   This allowed for staff to decide if Lincoln School was the appropriate placement for them as a teacher or not.  In January of 2013, teachers were allowed to “opt out” of teaching at Lincoln (and the other TZ schools)--with the guarantee of being placed in another school in the corporation.  As a result, 100% of TZ schools have 100% of staff who have not only CHOSEN to be there, but have met the minimum requirements.  (At the onset of communicating Opt-In/Opt-Out and TZ Team Training Requirement, 16.3% of all TZ-school based teachers opted out at that time.  At the schools, the range of opt-outs was anywhere from 0% to 48.4% of staff opting out.)

The OTS has had a tremendous impact on the GLA already, but it will continue with the upcoming school year.  This model will affect the staff in several ways:


· Teachers.  Teachers choosing to stay at GLA recommitted themselves to improving the learning environment for students and ensuring their commitment to the students and families at GLA.  The Transformation Zone training allowed teachers an opportunity to engage in professional development, which could be easily taken and applied immediately in their classrooms.  The teachers have been through many changes at GLA, including changing their school day and school year schedules.  As the teachers at GLA recommit themselves to the school and the environment, the school will utilize some funding to allow teachers flexibility and provide resources to improve instructional practices in their classrooms. 

· Instructional Leadership. The principal will be a leader of instructional practices and set high expectations for teachers in all classrooms.  The principal will be the instructional leader of the building and be provided opportunities to continue to collaborate with others who are also viewed as instructional leaders.  The principal will work with the leadership team to manage the building and allow the principal to be present in classrooms during day-to-day instruction.  By having meetings with the administrative leadership team, the principal will work to ensure that all those involved in teacher evaluation have the same level of expectation. 

· The Impact or Intersection of Teachers and Leadership.  The principal will provide a structure within the school day to allow for collaboration to occur between staff members, creating the vertical and horizontal alignment necessary to ensure instruction is rigorous and engaging for students of all academic levels.    The focus will be on ensuring staff are looking at student data and making adjustments to their instruction by sharing best practices with one another.  This time used for collaboration will be monitored and guided by the administration team through submission of PLC documents and follow up coaching opportunities.  As the shift moves from focusing on teacher actions to student learning, teachers will look for opportunities to engage students in the learning process and setting goals for ownership of their own educational successes.

· Students.  As rigor increases in the classroom because of the focus of leadership and teachers on instruction, students will experience, not only a culture of high expectations, but rigor.  They will begin to understand how climate and culture directly affects their ability to advance.  As these aspects change, the climate of student achievement will be built.  

· Teacher Leadership.  Each school in the TZ has worked to create an environment where teachers can focus on improving student learning and their own instructional practices through job embedded coaching opportunities.  These coaching opportunities are differentiated to meet the needs of the individual teachers as identified through the evaluation process and walkthrough data.  The school will focus on professional development opportunities to also ensure teachers are supported in building a culture in their classrooms where students feel welcomed and free to learn having successes and failures in a safe environment.  This will create a change in teachers and students allowing for greater opportunities of instruction to take place.  Teachers will be provided opportunities to grow their knowledge of differentiation to ensure students success and engagement in learning experiences.

The Perfect Balance - Increased Support & Internal Accountability Systems:
While the principal will be responsible for supporting the school, there is a greater level of support happening around the principal and the school at the district level.  Principals in the TZ receive practical, hands-on, and ongoing training on turnaround leadership around such topics as:

· Project Management
· Continuous and Strategic Improvement Planning
· Performance Monitoring Systems and Processes
· Formative Assessments for School Leaders
· Teacher evaluation and feedback conversations
· High Performing, High Poverty (HPHP) School Environments
· Family Engagement
· Community Partnerships



The principal will be supported in such a way, that the support is differentiated to meet the needs of the principal and the school itself.  The school will be supported very intentionally to align the school and district resources to support the instructional core for successful, scalable, and sustainable school improvement systems and strategies.  The regular checkpoint meetings held by the Office of Transformational Support (OTS) with the school review instructional walkthrough data, climate data, and learning indicators.  This information is all present in the School Improvement Plan and supportive of the root causes for identified needs.  This type of monitoring allows for data-driven adjustments to the school’s improvement plan.  The OTS supports the school, as action steps are created to execute and receive follow up at each checkpoint.  The OTS responds to the needs identified through on-site support with the implementation of professional development, leadership coaching and support, and/or individual teacher support through coaching and mentoring. 

Focus on Scalability and Sustainability - Greater District Context:
Lincoln’s support from an internal lead partner will continue.  Therefore, as OTS works to support the school, the process of change in the school is aligned to the district vision for student success.  The current Internal Lead Partner model has allowed EVSC to narrow its focus to re-align its resources and differentiate support for its schools served.  This reinforces the district’s overarching mission to ensure every child is on track at each stage of his or her EVSC career to graduate college and/or career ready.  Through the use of the Public Education Leadership Project (PELP) Coherence Framework from Harvard Business School and Harvard Graduate School of Education – the leadership team learned how to filter multiple factors to remain focused upon what matters most: the instructional core.  This allows for the schools to have differentiated support to reach the individual school goals and district goals.  The district priorities are centered on student learning, effective teachers and leaders, and developing infrastructure to support student success.  The process for supporting the schools, through the Internal Lead Partner model, supports the district goals and allows for flexibility within the schools to do whatever it takes on behalf of the students.

Strategic Scaling of Best Practices:
At the district level, Superintendent David Smith has led in such a way that demonstrates he understands a key lever for success in the Transformation Zone is to be a system that continuously learns.  Evansville Vanderburgh School Corporation is a unique school district in that it is a system that continuously learns and is committed to transforming itself along with the transformation of its schools.

The Evansville Vanderburgh School Corporation Board of School Trustees on Sept. 23, 2013, approved the vision for the future of the school district and a plan of continuous improvement, based on months of development by Superintendent David Smith and the leadership team. The Strategic Plan/Continuous Improvement Process is centered on three main priority areas of focus:
1. Student Learning,
2. Effective Teachers and Leaders, and
3. Infrastructure to Support Student Success, which includes the creation of an Internal Lead Partner to support a cluster of schools making up EVSC’s Transformation Zone.  

Continuous Improvement Plan Priority 3: Infrastructure includes a focus on scaling and sustaining systems of support for drastic school improvement efforts, including:
· Strategy 2: Redesign and strategically staff the central office, with a driving focus on dramatically improving instruction and learning in schools, and
· Strategy 3: Execute the Transformation Zone aligned to national best practices and standards.

Because of the initial success and synergy resulting from the initial implementation year of the TZ, the Superintendent and Board of Trustees want to model other similar functioning internal lead partner units within central office with the TZ schools continuing to be supported by OTS.  This is intentional on LEA’s part as it builds a sustainable way to scale what is working well.  In this model, priority and focus schools would also receive differentiated academic and operational support.      
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The differentiated additional support will be created by staffing each Cluster with a team similar to the OTS.  This allows the TZ schools to continue to get the support of the OTS while also ensuring that Priority Schools within the Clusters are also given their own team.  

The cluster strategy proposed in this grant application will expand upon what is working well in the Transformation Zone for Priority Schools while allowing EVSC to scale what’s working quickly and in a robust manner.  Each cluster will be aligned with a geographic network of collaborative schools focused on serving the unique needs of the community.  Each new cluster will combine a rigorous academic redesign (Academic Pillar), a unified organizational strategy (Organizational Pillar), and high-visibility community engagement campaigns (Community Pillar), leveraged simultaneously, to achieve student success and support student readiness for college and career.  Throughout the duration of the partnership, MIE’s work will be driven by three pillars: academics, organization, and community and will support the implementation of all Turnaround Principles.

The partnership with MIE will support the district to ensure each school:

↑ Increases student attendance (general and chronic)
↓ Decreases student behavior indicators (ex. Referrals and suspensions)
↑ Increases number of students completing Algebra I by the end of grade 8
↑ Increases performance/growth on standardized state tests
↑ Increases the number of students enrolled in AP courses
↑ Increases the number of qualifying scores on AP Math, Science, and English
↑ Increases number of students attending college
↑ Increases number of student completing college
↑ Increases number of parents and community members who actively participate in school parent/community association
↑ Achieves full enrollment (enrollment > number of seats)

By the time EVSC phases out the partnership with MIE, the following objectives will be met:
· Build off of the success of the Transformation Zone to launch additional sustainable cluster of schools that leverage an integrated strategy using MIE’s three pillars of college success, creating a network within a district specifically focusing on overcoming barriers to college success and career readiness

· Increase the level of rigor for all students in the scaled out K-12 clusters with State Standards and AP Standards to graduate more students ready for college level rigor and increase the number of students taking and passing AP courses
· Build school level and district wide capacity and infrastructure to facilitate long-term improvement and sustainment of college success throughout the district serving as a proof point for replicable and scalable policies for a school district

· Build community engagement and advocacy for schools that are part of the clusters while mobilizing local political leaders and community members to support the sustainment of the clusters as an economic development catalyst

The three MIE pillars of college and career success will expand on services provided to the initial lead partner, OTS.  As part of this partnership, each cluster, which will include Lincoln, will ensure that schools are getting the services that they need.  The elements, described briefly below, will ensure that EVSC continues to comprehensively develop all schools in a differentiated manner aligned to best practice.  [image: creenshot 2014-03-31 14.23.12.png]












Part 6: Improvement Model 

Complete the appropriate intervention model of choice and attach with LEA and School Data. 
See additional file for Pre-Implementation and Implementation Plans.




Part 7: LEA Capacity to Implement the Improvement Model

	Capacity Task
	Yes
	No
	District Evidence

	1. 	Projected budgets are sufficient and appropriate to support the full and effective implementation of the intervention for three years, while meeting all fiscal requirements and being reasonable, allocable, and necessary.  
	X
	     
	· Each school’s administrative team undertook an extensive school improvement planning process (aligned to each school’s Comprehensive Needs Assessment [CNA]) that, in addition to the District’s Continuous Improvement Plan, became the driving force for budgetary decisions and alignment.  Teams were supported by representatives of both the Office of Transformational Support (OTS) and Office of Academic Affairs (OAA).
· OTS/OAA staff worked closely with EVSC’s Federal Bookkeeper and Business Affairs to follow EDGAR policies, as well as adhere to IDOE Title I Guidance to ensure all requests for funding were reasonable, allocable, and necessary to achieving school turnaround. 
· Strategic decisions at the school level (made in consultation with the OTS, OAA, and Mass Insight Education (MIE)) around budgetary measures were made 
· Ongoing Technical Assistance provided by the Indiana Department of Education, was attended by LEA staff, including SIG-specific Technical Assistance.
The final budget will be reviewed by EVSC and IDOE fiscal officers. It is aligned to each element of the Transformation Model, and all requests are reasonable, allocable, and necessary.

	2.   The LEA and administrative staff has the credentials, demonstrated track record, and has made a three-year commitment to the implementation of the selected model.
Turnaround and Transformation models
· Ability to recruit new principals through partnerships with outside educational organizations and/or universities
· Statewide and national postings for administrative openings
· External networking 
· Resumes provided
· Data examined to demonstrate track record 
· Principal hiring process
· Principal transfer procedures/policies
	X
	     
	In September 2012, the Evansville Vanderburgh School Corporation (EVSC) began its work with Mass Insight Education's (MIE's) "The School Turnaround Group" in order to create an Internal Lead Partner to manage a portfolio of the district’s chronically underperforming schools.  This portfolio is now known as the District’s “Transformation Zone (TZ),” which is directly managed by EVSC’s Internal Lead Partner, the Office of Transformational Support (OTS). The OTS office currently oversees, directs, and manages five schools in EVSC: Glenwood Leadership Academy, Lincoln Community School, McGary Middle School, Caze Elementary, and Evans Elementary.  The OTS is staffed by a Director of Transformational Support and two Transformation Strategists--with the addition of a third Transformation Strategist in the 14-15 school year.  Each team member is focused upon specific facets of school improvement--deeply embedding supports in the schools served--while working very collaboratively as a team unit.  This carve-out model draws heavily upon the successes of similar initiatives in Chicago, Philadelphia, Charlotte-Mecklenburg, Baltimore, Los Angeles, Washington, D.C., and New York City, and is informed by the research presented in Mass Insight Education’s 2007 report, The Turnaround Challenge.  

The current Internal Lead Partner (ILP) model has allowed EVSC to narrow its focus to re-align its resources and tier its supports to the schools that need it the most.  This reinforces the District’s overarching mission to ensure every child is on track at each stage of his or her EVSC career to graduate college and/or career ready.

The EVSC Internal Lead Partner (OTS) serves within the same constructs and parameters as all external lead partners as defined by the Indiana Department of Education (IDOE).  That definition remarks that a lead partner must provide the following things:

· Implement instructional, programmatic, and/or structure supports that result in improved student performance
· Meet agreed upon performance criteria and acceptance of the consequences for failing to do so
· Provide ongoing performance data, including both leading and lagging indicators of success and failure
· Establish a contract with the LEA – the specific autonomies provided to the lead partner must be agreed upon by the LEA and described in the contract developed by the LEA and lead partner
· Focus on one or more agreed upon target areas
· Provide consistent and intense on-site support
· Ensuring the support provided is strategically aligned with school-wide initiatives and designed for long-term viability and sustainability
· Participating in data collection, evaluation, and reporting activities as specified by the SBOE and IDOE.   Accountability indicators may include data such as number of discipline incidents or teacher attendance rates

Additionally, the ILP:
· Creates the conditions, capacity, and clustering necessary to systemically turnaround underperforming schools.
· Embeds support fully and strategically in the TZ schools and works closely with all LEA functional areas; focuses on creating sustainable and systemic reform
· Assumes authority/monitoring over all external providers within the cluster of schools
· Serves in administrative function; Evaluates and provides continuous feedback, development, and support to school leaders 

The LEA has a long track record of engaging throughout the state and region in work around school improvement. Extensive collaboration with IDOE, attendance at conferences on best practices (PLC, etc.), and networking/best practice visits to high-performing, high-poverty schools (sponsored visits to Chicago & Boston) show a strong LEA commitment to external networking.

The LEA and school staff have a demonstrated track record of achieving meaningful school turnaround, and credentials to implement Transformation and Turnaround Models.

Individual resumes of LEA staff listed below can be found in the Appendix.

· David Smith. Dr. Smith is in his third year as Superintendent of the EVSC. Under his leadership, the EVSC has partnered with Mass Insight for the development and implementation of an Internal Lead Partner to re-align resources and supports to the most struggling schools. He had led the district through district-wide strategic continuous improvement planning--making this work part of the district-wide continuous improvement plan "What We Believe: Our Roadmap for Continuous Improvement," David was previously the Assistant Superintendent for Human Resources and Business Affairs, Deputy Chief of Staff, Director of Principal Support and Leadership Development, and Middle School Principal. David is an adjunct professor in the doctoral program at Oakland City University.

· Carrie Hillyard.  Carrie Hillyard serves as Director of School Transformation for EVSC’s Transformation Zone/Office of Transformational Support.  Prior to this position, Carrie had previously worked in positions of Director of Title I, Elementary and Middle School Principal, Curriculum Facilitator, and Classroom Teacher and has supported successful implementation of Transformational School Improvement Models from the district support level.  Carrie’s work and higher education focus has been dedicated to serving students low SES schools.  Carrie is a PhD Candidate in the Transformational Urban Leadership program at Indiana State University.  She also has a Master’s Degree in Curriculum Studies and Administration License from Indiana University, where she focused studies around the areas teacher efficacy, leadership, and culturally-relevant instructional practices.  While at Indiana University, Carrie also worked as an advisor to pre-service teachers, a consultant leading integrated curriculum design with middle and high school teacher teams throughout Indiana, and taught master’s level coursework in IU’s Transition to Teaching program.

· Shannon Strieter.  Shannon Strieter serves as Senior Transformation Strategist with the Office of Transformational Support within the Evansville Vanderburgh School Corporation, where she has led over 200 teachers through successful completion of the TZ Team Training professional development academy.  Prior to this position, Shannon was a Professional Development Specialist at a high-need school that demonstrated significant climate and academic growth during her time there.  Additionally, she is a TAP-certified teacher evaluator and performed the duties of a TAP Master Teacher during the initial year of TAP in the school and in the entire state of Indiana. Previously, she was a seventh and eighth grade English teacher, consistently producing positive student growth and an Achievement Coach.

· Ami Magunia.  Ami serves as the district’s Engagement Manager from Mass Insight Education.  Prior to joining Mass Insight, Ami has served in a variety of roles related to teacher and leadership development in both consulting and district roles.  The majority of Ami’s experience stems from Baltimore City Public Schools were she enjoyed years as a classroom teacher in a high poverty school (resulting in student growth of more than 1.5 years for the majority of her students every year); a training and resource manager directly training and supporting close to 400 of the district’s new recruits every year.  Her most recently involvement as a leadership coach in Indianapolis Public Schools resulted in the development of multiple building administrators and the school’s eventual dramatic increase in the state’s A-F accountability system (school progressed from F to B status).

· Michael Contompasis. Michael recently retired after two years as Superintendent of the Boston Public Schools. Previously he served as the district's Chief Operating Officer from 1998 through 2005. Before moving to a district leadership role, Mr. Contompasis was the Head Master of Boston Latin School, the state's top performing 7-12 secondary school, where he was honored as a Milken Educator in 1997. From 1996 to 1998, he also served as a cluster leader overseeing and mentoring the principals of ten K-12 schools in the district. He began his career in education as a Biology teacher in 1966. He was presented with a Distinguished Service Award by the Council of Great City Schools in 2006. Mr. Contompasis currently serves as an unpaid advisor to the Mayor of the City of Boston in addition to his role as Senior Field Consultant for the School Turnaround Group.

· Velinda Stubbs. Velinda Stubbs serves the LEA as Chief Academic Officer. Prior to this position, Velinda worked as Director of English Language Arts, K-12, Director of Elementary Schools, Director of Title I, Elementary Principal, and as a Curriculum Facilitator, Title I coach and teacher and classroom teacher. Velinda recently completed her Ph.D. in the Transformational Urban Leadership Program at Indiana State University. 

· Kelsey Wright.  Kelsey Wright serves as a Transformation Strategist for EVSC’s Transformation Zone. Kelsey’s role is to assist in the design and delivery of innovative, flexible structures and services that are responsive to school-site needs in order to drive dramatic, transformational improvement in student achievement. Prior to this position, Kelsey served as a data coach for EVSC.  In addition to her roles in EVSC, Kelsey taught second and third grade in a high-poverty charter school located in Indianapolis, IN. While at Indianapolis Lighthouse, Kelsey was a part-time instructional coach for new staff as a Teacher Leader Fellow and received Teacher of the Year in 2012-2013 for her consistent results of student achievement, growth and collaboration with families and community partners.

· Chris Maher. Chris is the Vice President of Field Engagements for the School Turnaround Group at Mass Insight Education. In addition to experience as a nonprofit and school district executive, Chris has served as a principal, teacher and public school advocate. Prior to joining the STG, Chris was the Deputy Chief Academic Officer of Friendship Schools in Baltimore, Maryland. Chris has a M.P.A from New York University, and a Graduate Certificate in Supervision and Administration from the Johns Hopkins University School of Education. He received his B.A. from the College of Wooster.

· Jane Bartley. Jane serves as the Director of Elementary and Middle Schools. Prior to this she was director of Elementary Schools and an Elementary Principal. Jane recently completed her Ph.D. in the Transformational Urban Leadership Program at Indiana State University. Jane’s dissertation topic was the impact of teacher effectiveness on student achievement. 

· Nick Gesualdi. Nick is the Senior Program Manager of Teaching and Learning from Mass Insight Education, focused on direct, school level work with Lincoln School in EVSC. Before joining Mass Insight Education, he was a member of the turnaround team of Orchard Gardens K-8 Pilot School in Roxbury, MA, where he was the Director of Partnerships and 6th grade Ancient Civilizations and 8th grade Civics teacher. During Nick’s time at Orchard Gardens, the school went from being one of the five lowest performing schools in Massachusetts to one of the top 150. A 2008 Teach for America Corps member, Nick taught AP US History, AP US Government, and US History at KIPP Houston High School in Houston, TX. Nick has a BA from the College of William and Mary in Virginia, an MPH from the University of Michigan, Ann Arbor and he is beginning his Ed.D from Vanderbilt University in May (expected completion, May 2017).

· Washington Middle School Principal: The new principal will be rigorously screened using a tool developed by Mass Insight to identify high quality, administrative candidates. Final selection will be made based on the candidate’s ability to prove that they can turnaround a failing school by an analysis of data that indicates performance and the ability to impact student achievement dramatically as well as utilization of The School Leadership Rubric that aligns with Turnaround Principal 1.  Leadership and other positions are posted nationally and recruitment efforts are supported by Mass Insight Education.

· Tamara Skinner, Principal of Glenwood Leadership Academy, Ronnetha Darrett, Principal of Lincoln School, Cyndie Carneal, Principal of Caze Elementary School. The three principals of Transformation Zone Schools participated in a two day Turnaround Leadership Training in Boston MA, conducted by Mass Insight during the summer of 2013. Principals completed rigorous modules of professional development and visited schools identified by data as Turnaround Schools. In addition, during the second semester of 2012-2013, the three principals were trained on a process developed by Mass Insight and OTS, Effective Practices for Hiring Transformational Teachers. During the second semester of 2013-14, the principals were evaluated using the School Leadership Rubric that aligns with Turnaround Principal 1.  Feedback and support to strengthen any areas of need has been provided by OTS staff and is on-going. See attachments for resumes and rubric results for each principal. 


	3.   The School Board is fully committed to eliminating barriers, such as allowing for staffing, curriculum, calendar, and operational flexibility, to allow for the full implementation of the selected model.
 All models
· School Board Assurances
· School Board Meeting Minutes from proposal and or discussion
· Supports the creation of a new turnaround office (or reorganization if additional schools are being added within a district) with an appointed turnaround leader having significant and successful experience in changing schools
	X
	     
	Through the creation and strong support of the Office of Transformational Support, EVSC and its Board of School Trustees have shown a strong commitment to eliminating barriers in the pursuit of school improvement. Transformation Zone schools have the curricular, staffing, and operational flexibilities to do what’s best for their students, with the full support and guidance of the LEA. Going forward, this support will provide conditions for a full implementation of the selected model. 
· EVSC’s Board of School Trustees has strongly supported the implementation of three SIG Transformational Models in the past.

· The current SIG Applications have been approved by the school board on March 17, 2014, with documentation of the minutes available online through boarddocs.com.

· The current SIG Applications have been approved by the school board on March 17, 2014, with documentation of the minutes available online through www.boarddocs.com.

· The Evansville Vanderburgh School Corporation Board of School Trustees on Sept. 23, 2013, approved the vision for the future of the school district and a plan of continuous improvement, based on months of development by Superintendent David Smith and the leadership team. The Strategic Plan/Continuous Improvement Process is centered on three main priority areas of focus: 
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1.) Student Learning,
2.) Effective Teachers and Leaders, and
3.) Infrastructure to Support Student Success, which includes the creation of an Internal Lead Partner to support a cluster of schools making up EVSC’s Transformation Zone.  (EVSC’s Internal Lead Partner is the Office of Transformational Support and includes a performance contract in exchange for increased autonomy for Transformation Zone schools.)

· Priority 3: Infrastructure includes a focus on scaling and sustaining systems of support for drastic school improvement efforts, including:
· Strategy 2: Redesign and strategically staff the central office, with a driving focus on dramatically improving instruction and learning in schools, and 
· Strategy 3: Execute the Transformation Zone aligned to national best practices and standards.
· EVSC’s Continuous Improvement Plan, “What We Believe,” is available at: http://www.evscschools.com/sites/default/files/content/uploads/what-we-believe-cip1.pdf


	4.   The superintendent is fully committed to eliminating barriers, such as allowing for staffing, curriculum, calendar, and operational flexibility, to allow for the full implementation of the selected model.
All models
· Superintendent Assurance
· School Board Meeting Minutes from proposal and or discussion 
· Superintendent SIG Presentation 
· Creation of a new turnaround office (or reorganization if additional schools are being added within a district) with an appointed turnaround leader having significant and successful experience in changing schools
	X
	     
	· EVSC’s Superintendent Dr. David Smith has fully supported the implementation of Transformational Models and systemic transformational efforts in the EVSC, including the development of EVSC’s Transformation Zone.

· The Evansville Vanderburgh School Corporation Board of School Trustees on Sept. 23, 2013, approved the vision for the future of the school district and a plan of continuous improvement, based on months of development by Superintendent David Smith and the leadership team. The Strategic Plan/Continuous Improvement Process is centered on three main priority areas of focus– Student Learning; Effective Teachers and Leaders; and Infrastructure to Support Student Success.  

· See Assurances and Superintendent Signature of approval in LEA Application pages. 

· Dr. Smith has signed the SIG application in support of the each applying school implementing the model--following the presentation to and approval of EVSC’s school board.

· The current SIG Applications have been approved by the school board on March 17, 2014, with documentation of the minutes available online through www.boarddocs.com.

· Superintendent David Smith presented the SIG grants within Board Executive Session as well as within a PowerPoint session (designated to Director of School Transformation) to school board members on March 17, 2014. 

· The Evansville Vanderburgh School Corporation Board of School Trustees on Sept. 23, 2013, approved the vision for the future of the school district and a plan of continuous improvement, based on months of development by Superintendent David Smith and the leadership team. The Strategic Plan/Continuous Improvement Process is centered on three main priority areas of focus– Student Learning; Effective Teachers and Leaders; and Infrastructure to Support Student Success.  

· The EVSC created the Office of Transformational Support, with the explicit purpose of supporting the District schools with the greatest need. This turnaround office has an appointed leader, the Director of the Office of Transformational Support (a direct report of the Superintendent), who has previous experience with turning around underperforming schools at both the school and district level.

· Superintendent David Smith requires the Internal Lead Partner to be on a performance contract that specifies goals and performance/ implementation metrics in exchange for even further operational discretion detailed in the contract.  EVSC grants OTS additional discretion and flexibility with regard to People, Time, Money, and Programs.

The Director of OTS, the Deputy Superintendent for Academic Affairs and Accountability and the Chief Academic Officer meet weekly with the Superintendent to ensure the coordination of efforts in the Transformation Zone schools with district initiatives, eliminate barriers and discuss operational flexibility.  

	5.   The teacher’s union is fully committed to eliminating barriers to allow for the full implementation of the model, including but not limited to teacher evaluations, hiring and dismissal procedures and length of the school day. 
Turnaround, Transformation Models
· Teacher Union Assurance
· An outline of amendments to SIG Teacher contracts that will allow for full implementation of the identified model
	X
	     
	· Evansville Vanderburgh School Corporation (EVSC) has a very collaborative relationship with the teacher’s union, who is fully supportive of the full implementation of the Transformational and Turnaround Models, having actively engaged with and supported the current implementation of this model in three additional EVSC schools.  
· In a letter dated March 18, 2014: ETA President Mark Lichtenberg assured the "ETA supports these SIG applications at the highest level, supporting all components of the Transformation and Turnaround Models.  ETA has worked collaboratively with the EVSC to be a proactive leader when it comes to systemic school improvement efforts and will continue to work with EVSC as we continue to serve collaboratively on the leading edge of drastic school improvement efforts."
· The current collective bargaining agreement expires June 30, 2014. New agreements will only address those items required by state law, which include salary, wages, salary and wage related benefits.
The strategies being proposed in this grant application will not require the modification of teacher contracts. All teachers were provided draft application implementation plans to comment on, and have been integral parts in developing strategy aligned to School Improvement Priority Areas. 

	6.   The district has a robust process in place to select the staff for each 1003(g) building.
Turnaround, Transformation Models
· Teacher Union Assurance
· An outline of amendments to SIG Teacher contracts that will allow for full implementation of the identified model
· Principal ownership in staff hiring process
· Detailed and descriptive staff hiring process
· Staff transfer policies and procedures
· Staff recruitment, placement, and retention procedures
	X
	     
	· See prior section and Teacher Union Assurance in the appendices.
· Building leaders in all four schools were trained/supported by OTS and Mass Insight Education Staff in utilizing a Transformation Zone competency-based teacher selection model, based on 10 empirically tested competencies of highly effective transformational teachers (These strategies are based around Doug Lemov’s Teach Like a Champion (TLAC). These strategies have also become the basis for school-based professional development.)

TZ-wide support, included: 

· Pre-screened applications for overall fit with the TZ schools
· Evaluated their resume, experience, and two short-answer essay questions against a competency-based rubric
· Conducted a 30-minute phone interview to further assess TZ fit
· Evaluated their fit specifically with each school/vacancy
· Candidate recommendation pool kept updated.

Essential selection activities for TZ candidates for principals include a Personal Interview and Demo Teaching Lesson (rubrics/selection tools provided with training from OTS/MIE staff), with supplemental activities/selection rubrics (such as lesson plan submission) detailed and supported in the competency based selection guide and supported by staff, as needed.

· EVSC and the Evansville Teachers' Association have worked collaboratively to create a section of the current collective bargaining agreement for intensive school improvement efforts under the "EQUITY."

· All prospective teachers at Transformation Zone schools were required to successfully complete a rigorous “TZ Teacher Training” to teach in the TZ Schools. The TZ Teacher Training was grounded in high-impact Teach Like a Champion strategies proven to work in transformational schools. These strategies were subsequently revisited throughout the year.

District-wide:
· District HR gave schools flexibility to use a selection process tailored to their hiring needs, meaning TZ schools could ask a unique set of questions and utilize their own hiring exercises designed to identify talent that would thrive with their particular student populations.
· District HR also allowed for one standard posting for all TZ vacancies, thus broadening the pool of candidates who would apply to the TZ schools and giving the OTS flexibility to funnel candidates to the areas of greatest need.
· EVSC HR also provided the platform (AppliTrack) that allowed us to more easily pre-screen candidates on paper (including reviewing written responses for key competencies such as passion for working with high needs students, belief that all students can succeed, reflectiveness, and resiliency in the face of challenges); this also gave us early access to references
· EVSC provided expedited processing of candidates recommended for hire who were likely to receive competing offers from other schools/districts.  For example, on more than one occasion, EVSC HR moved high-priority candidates in hard-to-staff subject areas to the top of the list for background checks and processing.
· EVSC HR paid for a subscription to www.Teachers-Teachers.com, where the OTS was able to post for individual positions and review search a broader candidate pool of thousands of candidates.

TZ/OTS-specific support:
· OTS pre-screened applications for over 400 candidates
· OTS made referrals for and supported over 275 school-based interviews for teaching and LTS positions
· OTS continued to support recruitment and selection for non-FTE teaching positions throughout the first semester
· OTS conducted reference checks for over 100 candidates (including LTS and non-teaching positions), taking a significant amount of work off principals’ plates and also expediting the process
· OTS coached principals around developing key marketing messages to “sell” potential candidates and candidates who received offers on their school in addition to working with MIE to set up opportunities for recruitment with many regional universities (within a 3 hour driving distance.)
· OTS and school principals have worked with other stakeholders such as HR, the Superintendent, and ETA to be intentional about staff placements/transfer practices in its Priority TZ schools.  For example:
· All teachers must successfully complete TZ Team Training to teach within the TZ. 
· If there is not mutual agreement of appropriate placement, the current CBA allows for Superintendent Directed Transfer, which has been utilized in the TZ Priority Schools.

	7.    District staff has a process for monitoring and supporting the implementation of the selected improvement model.
All Models
· Professional Development Calendar
· Curriculum and Assessment Calendar
· Parent Requirements
· Monitoring and Evaluation System 
· Support Process
· Data Review 
· Special Population Review 
· Fiscal Monitoring 
	X
	     
	· EVSC's Transformation Zone has very robust supports in place for school improvement planning as well as robust performance monitoring processes for the schools it manages and supports.  This included TZ-Wide Data Dashboards, OTS Checkpoints with school leadership teams based on school improvement planning and performance monitoring for implementation, short- and mid-term metrics, and also contracts with third party evaluators for additional services and support (i.e. evaluation of external providers). In Spring 2014 monitoring from IDOE, feedback was shared with the Office of Transformational Support that its data dashboard is very "inclusive and detailed" and "seems very effective."  School-based monitoring sessions, IDOE reported, "Evans feels very supported by TZ - clear progress is being made and support is evident" and "Lead Partner in Place" at McGary during Spring 2014 monitoring.

· The EVSC has well defined curriculum maps for all core content areas (ELA, Math, Science and Social Studies). The maps are organized in quarters and quarters are then organized into shorter instructional units. When appropriate and practical, efforts have been made to align content across curricular areas. All EVSC schools participate in Acuity formative (Predictive) assessments grades 3-8, Amplify DIBELS Next, TRC and mClass Math grades K-2 and Aimsweb screening for reading and math grades 3-8. The Office of Performance Assessment and Research provides each school with the calendar of appropriate assessments. 

· The EVSC has a Professional Development Website/Calendar for the entire district, which organizes all Professional Development offerings, tracks attendance and completion. In addition, the new digital teacher effectiveness/evaluation tool, iObservation, which will be implemented district-wide 2014-15 offers teachers on demand digital professional development as well as a means to track/document professional growth and development.  The OTS keeps a "TZ Calendar" within Microsoft Outlook of professional development opportunities. An effort will be made beginning in the Summer of 2014 to align all professional development opportunities with the new EVSC Teacher Evaluation Rubric, an evidence-based model for observation. Additionally, TZ schools provide teachers with extensive job-embedded professional development to better address the specific needs of students at their schools. These PD priorities are periodically reviewed (using classroom, walkthrough, and assessment data) to ensure that teacher/student needs are being sufficiently met.

· Each school's S-SIP has strategies that align family engagement, and school climate and culture supports. The School Improvement Planning team will meet regularly to monitor implementation and monitor progress. 

· The EVSC Center for Family, School and Community Partnerships has developed a multi-faceted tool, the EVSC Community School Implementation Assessment. The tool addresses 8 domains of school, family and community engagement and assesses implementation status for each. Schools can utilize this tool to assess, plan for improvement and monitor implementation.

· OTS developed Progress Monitoring tools and systems aligned to each school's Strategic-School Improvement Plan (S-SIP) and IDOE's current Student Achievement Planning process.  Each strategy has a detailed action plan to operationalize and ensure fidelity of implementation.

· Each school has Performance Management Sessions aligned to high school feeder district patterns are held bi-annually with the Superintendent and other district staff.  The goal of performance management is the continuous improvement of the EVSC educational environment as it addresses all aspects of student growth.  The EVSC performance management sessions provide a forum of open communication for the distribution of information focusing on school issues.  The setting is one that promotes accountability and transparency as schools become active in sharing their efforts to address student improvement.  At forefront of the performance management sessions is the use of data to support topic information and guide decision-making.   Specifically, the use of data is present at every stage of the session from preparation of the presentation, to session questions and discussion, and finally in addressing action items.  The success of the sessions has propelled a new approach to student achievement by focusing on the vertical alignment of schools within each high school attendance district and their unique contributions to factors that influence student growth.

· All TZ schools also have monthly OTS Checkpoint Sessions to as part of Performance Monitoring aligned to School Improvement Planning strategies.  Implementation metrics and short-term metrics are monitored.  

· Fiscal monitoring and support at the district level is managed by the Director of State and Federal Grants with the Grant Support Specialist, with continuous support and review by a Federal Bookkeeper located in EVSC’s Business Office.




Part 8: Selection of External Providers

	Capacity Task
	Yes
	No
	District Evidence

	The LEA has or will recruit, screen, selects and support appropriate external providers. 
The IDOE will assess the LEA’s commitment to recruit, screen, and select external providers by requiring the LEA to document a process for assessing external provider quality which may include, but will not be limited to:

	(a) Interviewing and analyzing external providers to determine evidence‐based effectiveness, experience, expertise, and documentation to assure quality and efficiency of each external provider based on each schools identified SIG needs;
	X
	     
	· OTS understands that external service providers are essential to the improvement of teaching and learning as these outside contractors offer their expertise in areas from data analysis and synthesis to social emotional wraparound supports for students.  There are several elements that are particularly important to OTS and EVSC in approaching work with external providers:

· Sustainability.  While providing capacity in areas is important, it is also important to the OTS and schools to ensure there is a clear path to sustainability.  This ensures that as work from the provider comes to a close, capacity has been built at both the district and school levels to ensure continued impact beyond the years or months of partnership with an external provider.  
· Clarity.  The partnership must be clear in what it entails, listing out specifics for expectations on both sides – district/school along with the provider.  It is also important to the OTS to understand how the partnership will evolve over time.  
· Communication.  The ongoing communication and feedback loop is important.  This ensures that both parties are getting what they need and efforts can be changed as the school’s needs evolve.  This ensures that the continued improvement cycle that is important to both OTS and the LEA is reflected in our external partnerships as well.  

· To that end, OTS has adopted best practices and processes aligned to this and summarized in Learning Point Associates’ publication, Guide to Working with External Providers: Partnerships to Improve Teaching and Learning.  The cycle that is used by the OTS is reflected in the graphic below and lifted from the publication cited above – this ensures that external providers are selected based upon their effectiveness, experience, and expertise.    


	(b) Selecting an external provider based upon the provider’s commitment of timely and effective implementation and the ability to meet school needs;
	X
	     
	· The Office of Transformational Support (OTS) will continue to provide oversight in the selection and implementation of external provider services for Transformation Zone schools.  The selection process of external providers begins AFTER a school’s needs are identified.  This happens through a readiness assessment conducted for the school and/or a result of the strategic school improvement planning process.  (During this process, schools must identify root causes to gaps and negative trends in academic and climate data.)  This process captures the exact needs that must be met by an external provider (aligned to the LEA’s practice of creating Requests for Proposals).  The vetting and selection process then managed by the OTS is described below.  

Initial vetting
· Determining the candidates.  The OTS determines which external providers align most effectively to the needs of the school by researching options online, conversing with SEA Outreach staff members, and seeking the consul of other LEA representatives (such as other Title I Directors).  
· Initial conversations.  The OTS then conducts initial conversations with providers to ensure needs of the Transformation Zone schools can be met.  This communication ensures that expectations for services are clear to the vendor and OTS has the opportunity to share, not only its objective for the partnership but its approach to external providers described in the previous section.  
· Submission of a statement of assurances.  At this time, if the external provider is interested, they must complete a statement of assurances.  This assurance (see appendices) allows the provider to self-determine how its services align to the Turnaround Principles.  The OTS requires that all external service providers align to a minimum of TWO turnaround principles to proceed in the selection process.  

Selecting the Right Provider
· Rating each potential provider.  If there are multiple providers found that match the needs of one or more Transformation Zone schools, the OTS rates each potential provider.   Currently, the rating is based upon the costs of services against the impact on the Turnaround Principles for the TZ school.  A gap analysis is also informally conducted to ensure that the OTS specifically addresses a plan with the provider for any gaps identified during the vetting and rating process.  This again aligns to the OTS’s foundational elements of approaching external providers described in Part 8m Section A above.  
· OTS is currently revising its process to adapt tools found in the Guide to Working with External Providers: Partnerships to Improve Teaching and Learning (Page 72-79).


	(c) Aligning the selection with existing efficiency and capacity of LEA and school resources, specifically time and personnel;
	X
	     
	· Once a provider is chosen, the OTS negotiates the final contract of services with each external provider to ensure alignment to OTS, district, and TZ school priorities (established in improvement plans for each entity).  During this process, (again guided by best practices laid out in Guide to Working with External Providers: Partnerships to Improve Teaching and Learning) the exact services that will be provided by the external provider are catalogued.  Measurable outcomes are defined for the partnership and ongoing cycles of feedback are established.   Most importantly, during this stage, the OTS and the external provider agree upon the school and district level policies that must be in place for the success of the contract.  For example, most external providers require leadership commitment when working with a specific school.  By establishing these conditions early, it ensures that as challenges with these aspects occur (which happens often due to the evolution of turnaround and transformation schools) that both OTS and the provider can address them quickly.   This also helps ensure that the contract with the external provider is a partnership between the LEA, OTS, the school, and the provider.  It also again aligns to the OTS’s commitment to the elements cited in Section 8, Part A – sustainability, clarity, and communication.  

· Internal accountability for this process is created by the inclusion of specific performance metrics in the OTS Director’s performance contract with the Superintendent.  An example of the performance metrics established for the SY 2013-2014 is illustrated below:

[image: ]

· This internal accountability structure ensures that the OTS provides the right level of oversight to external providers and pushes them towards continuous alignment towards the outcomes negotiated in its contract with the LEA, the OTS, and the specific TZ schools.  As a result of this, a cyclical part of the OTS Director’s check-in with the EVSC’s Superintendent is the regular review of the alignment and effectiveness of external providers.  


	(d) Assessing the services, including, but not limited to: communication, sources of data used to evaluate effectiveness, monitoring of records, in-school presence, recording and reporting of progress with the selected service provider(s) to ensure that supports are taking place and are adjusted according to the school’s identified needs.
	X
	     
	· As part of the performance management sessions conducted by the LEA and the performance checkpoints conducted by the OTS for all TZ schools, there is built in time to assess the progress of an external provider with a TZ school. 

· As part of the performance checkpoints held by OTS, the OTS Director reviews progress of each school leadership team against both academic and culture goals.  The strategies that align to these goals are also referenced during these conversations, and external providers, to date, have aligned to the school’s strategies impacting one or more of these areas.  To that end, there is a continuous process to ascertain whether a school team is feeling the services and materials provided by an external provider.  

· Periodically, it is important to note that OTS revisits the scope of services defined by each external provider.  During this time, services are often adjusted to better meet the needs of the TZ schools and/or the OTS.  For example, last year, additional capacity and capacity building was necessary from the Mass Insight Education team related to the execution of the staffing process for TZ schools.  In order to do this, other areas of the scope of work – aligning community resources to the school improvement plan – were redrafted to provide additional capacity around the staffing process.  This re-alignment of services by the OTS is essential to ensure that the goals of the OTS and TZ schools are met.   

· However, as there are providers that connect to one or more schools (and even the OTS itself), it is essential that the OTS also has a process to objectively evaluate these partnerships.  To that end, as part of the current contract with Diehl Consulting, the OTS has initiated third party evaluations for all other external service providers associated with SIG grants beginning in SY 2013-2014.  This process, managed by Diehl Consulting, ensures that 100% of external providers are interviewed.   As part of their evaluation process, Diehl Consulting also will be conducting (or has conducted) interviews with impacted stakeholder groups that have worked with the service provider.  For example, Diehl completed a third party evaluation of the TAP Model/NIET through external service provider University of Indianapolis CELL in the Fall of 2013.  This evaluation has served as a critical lever informing the decision to discontinue the implementation of TAP in the TZ schools – as well as inform the implementation of the LEA’s new evaluation model and system.   These findings have the potential to not only impact the fidelity of services provided by any external provider but ensures that OTS can revise its process towards vetting and selection of external providers.  




Part 9: Budget 

Complete the budget worksheets (1) including other funding areas and alignment to SIG, and (2) for each of the three years of the SIG.  Attach with LEA and School Data.
See additional file.



Creating a framework for selection


Vetting and selecting potential providers


Negotiating a contract


Working in partnership


What does the school need based upon our needs assessment?  


What are the gaps from what the provider can do versus what the school needs?  


What is the specific package of services and materials that will be provided?  


How does that translate into services?  


How does the provider align to our needs and turnaround principles?  


Are they willing to  adapt?


What are the measurable outcomes needed?  


What is needed from the district or school?


How does the provider plan to keep the school/district  informed of progress?  


What happens when there is a challenge?  


Is there a plan to sustain the work at the school level?
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