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Ideas for School Improvement Sought 

Do you have Ideas for improvements al your chlld's school? Your opinions are wantedI 

The EVSC has an opportunity to apply for new SGhoo1 lmpmvument Grants through the United Stales. Deparbnenl of Education for Caza Elementary 
School, Lincoin School, and Washlngtmi Mlddle School. These are potential five-yesr grants that would provide furiding In addition to whet lhe school 
normally receives In arder lo dramatically impact student aehl&Yemanl. 

The money may pay for addlllonal resouri;oea lo help studanle leam, proYlde incentiV$8 for81alf, end p!'O\ltda extended lumlng opportunities for 
atuden\e ea weU as Intrease communily partnerships aupporllng our studanla and famllles. While it le not guarantead YotJr chlld'a school will rece!Ye Iha 
grant, the EVSC would Uke lo reail\le Input from parenl.9 ln order to Mal determine lhe school's Mede. 

Pleeae ehare your Ideas regarding Iha school your Wiid attends-such as recommendallona for proorammlrio, curriculum, andJor leamlng opportunll!ea 
you would like to 88'1 Jn place for your student Call Slaphanla Adams at (812) 436-0945 ot email your Ideas oraugge.sllona to 
11!aQhen!e edems@eysc.k12 In.us, 

Feedback mual be 6Ubmltled by Thursday, June 25, 2015. 

!!!§I_ EVSC (Evan1vlHo Vanderburgh School Corporation) 
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Do you have an Idea about something you would Ilka to see happen at your 
child's school? We went to work In partnership With parents and community 
mem.bers as we apply for a federal grant to help provide more resources for 
Caza, Llncoln, and Washington Schools. To read more about how you can 
share your Ideas go to: http:/lwww.edllnasltes.naV 
.../Newslldeas_for_School_lmprovem... 
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Shannon Strieter @ShannonStrieter · 20m 

Have an idea that could help Lincoln, Gaze, 
Washington increase student achievement? 
We want to know what you think! 
goo.gl/FPHeaB 

Transformation Zone retweeted 

Shannon Strieter 1;J1ShannonStrieter •22m 

Have an idea that could help Lincoln, Caze, Washington increase 
student achievement? We want to know what you thinkl 
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Caze's Continuum for High Functioning PLCs 

Unpacking Common Instructional

Lesson Planning Reflect & Refine 
Standards Assessments Delivery 
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Brlngln!il Learning to Life 

Position Title: Coordinator of Family and Community Engagement 
Department: Teaching, Learning, and Student Support 
Reports To: Associate Superintendent, Center for School, Community, and Family Partnerships 

SUMMARY: 
Reporting to the Associate Superintendent, Center for School, Community, and Family Partnerships, the 
Coordinator of Family and Community Engagement will be tasked with developing the strategic plans 
around the family & community engagement and developing capacity of the school corporation's 
Transformation Zone principals and other school-based staff (e.g. Family and Community Outreach 
Coordinators) in these functional areas. 

ESSENTIAL DUTIES AND RESPONSIBILITIES: Other duties may be assigned. 

• 	 Coordinate with various departments within the. Center for School, Community, and Family 
Partnerships to ensure that Transformation Zone schools are prioritized and receive the services 
and supports that they need to succeed; 

• Provide subject matter expertise in the areas of school family and community engagement; 

• Develop and implement a robust performance monitoring system, including data collection 
tools and processes through which d~ta will be analyzed and disseminated, to measure the 
effectiveness of family & community engag.ement strategies and the success of communication; 

• Develop a Zone PAC; facilitate regular PAC meetings; . 

• Develop and implement a robust community engagement strategy; 

• Meaningfully engage community m~mbers in.the school transformation process; support school 
leaders as they execute school-levefcommunil:y engagement strategies (incl. facilitation and 
translation services); 

• Build a coalition of teachers, students, community arid family members to advocate for the 
Zone; 

• 	 Cultivate community support for.the district's reform strategy within the broader community 
and amongst local political and busin.ess leaders; 

• 	 Supporting, developing, andreviewing school improvement plans; 

• 	 Identify successful and promising practices within the school corporation and outside of the 
school corporation in order tb s.upport schools in the replication of these model; 

• 	 Provide as needed technical assistance, professional development, and leadership development 
support; 

• 	 Develop materials to codify and communicate the district's strategy and framework for school 
improvement related to family & community engagement. 

SUPERVISORY RESPONSIBILITIES: 
Directly supervise all assigned staff. 
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Bringing Learning to Life 

Position Title: Director of School Support 
Department: Teaching, Learning, and Student Support 
Reports To: Deputy Superintendent of Teaching and Learning 

SUMMARY: 
Reporting to the Deputy Superintendent of Teaching and Learning, each Director of School Support 
(DSS) is responsible for ensuring that school leaders and schools assigned set specific, ambitious student 
achievement targets, build school-level capacity to drive school improvement, and coordinate central 
office supports to ensure that each school receives necessary resources arid ~ervices. The DSS is 
responsible for managing knowledge laterally across the organization an~ providing real-time feedback 
and collaboration to the Office ofTeaching and Learning. Each DSS ..will eventually oversee a School 
Support Team that may represent various functional areas within EVSC centraloffice such as district 
operations, academic coaching, data, communications, andfamily engagement. 

ESSENTIAL DUTIES AND RESPONSIBILITIES: Other duties 171ay be assigned. 
School management . 

• 	 Manages annual performance review process for schcio[lea~er~, ensuring that they are meeting 
or exceeding goals and providing documentation and evidence of progress. 

• 	 Supports principals in establishing speciflc, targeted student performance goals. 

• 	 Supports principals in creating plans to achieve student performance goals, in areas such as 
curriculum and assessment, climate and culture, teaching and learning, and professional 
development. 

• 	 Supports principals in creating a culture of high expectations and systems for operational 
excellence in each school. 

• 	 Supports principals in establishing cl~ar roles arid ~esponsibilities on core leadership teams, 
ensuring their.time is priorltized'on the most high-le'verage activities for school improvement 

• 	 Conducts regular formal and informal classroom walk-th roughs aligned to strategic and student 
achievement goals. 

• 	 Attends school-based meetings and events to foster a culture of engagement, understand the 
school community, and help schools progress toward their goals. 

• 	 Provides feedback to princi~als\about leadership practices, such as management of instructional 
staff, use of data;and establjshment of school culture. 

• 	 Helps principals remain focused on student outcomes and teacher quality while balancing 
intense operational demands. 

• 	 Assists principals in identifying and responding to emerging issues. 

• 	 Identifies and rewards strong performance and creates professional growth opportunities for 
principals. 

• 	 Documents progress against goals, flagging and elevating issues as appropriate, to ensure that 
schools perform at a high level and meet the needs of district students. 

• 	 Presents progress reports on assigned schools to the Deputy Superintendent of Teaching and 
Learning and the Superintendent. 

Support the EVSC Organizational Development 

• Works closely with the Deputy Superintendent ofTeaching and Learning and the Office of 



E.T.SC 

£~Vvo:lt!lvQh SdlOOI Clll'IOOUon 

Bringing Learning to Life 

Academics to drive the mission, vision, and a set of measurable objectives for assigned schools. 

• 	 Collaborates as a good steward with other leaders and staff within central office to support 
larger corporation initiatives such as talent management, professional development, alignment 
of resources, and effectiveness of business processes. 

• 	 Responsible for the coordination, refinement, and implementation of major initiatives in areas 
such as special education, enrollment, and teacher evaluation. 

• 	 Identifies opportunities to adjust the central office's approach or focus to improve student 
outcomes. 

• 	 Maintains collaborative and open communication between the central office and principals, 
driving alignment with the strategic vision of the corporation, a shared understanding of school
level challenges, and the identification of opportunities for improved.student achievement 

• 	 Participates and informs the strategic alignment of resources for the cluster assigned within the 
parameters of the entire school corporation 

Team management 
• 	 Trains and manages their School Support Team to continuously, formatively assess for current 

reality of school- and cluster-wide barriers and "prioritize root findings in order to. strategically 
differentiate timely, needs-driven support for schools 

• 	 Holds the School Support Team accountable for meeting its objectives and targeted customer 
satisfaction levels for all offices withi.n central office 

• 	 Manages the performance of each memt>er of.the school support team with appropriate input 
from other staff and leaders within EVSC Central Office . 

• 	 Ensures that the School Support Team is in tomplia~ce with federal statutes and regulations, 
state laws, district policies and procedures,can!l relevant contractual obligations 

• 	 Ensures the collaboration and good stewardship of the CST with central office functional areas 
at all times 

• 	 Strategically initiates croSS"clUStfi!~ collaboratio~"to.foster horizontal problem-solving, learning, 
and support 

• 	 Models asking questions that drive intentional reflection, planning, and implementation of 
strategies across all levels of the organization 

SUPERVISORY RESPONSIBILITIES: . 
Directly supervise all assigned staff . .._ 



Position Title: Director of Teacher Effectiveness (52 weeks) 
Department: Office of Academic Affairs 
Reports To: Director of Educator Effectiveness 

SUMMARY: Provide district and building level support to ensure teacher quality and improve 
instruction including appropriate professional development. Provide opportunities to strengthen 
administrator-teacher interactions in a positive and constructive process. Monitor and calibrate 
observation ratings to ensure reliability of evaluation. 

ESSENTIAL DUTIES AND RESPONSIBILITIES: Other duties as assigned 
Responsibilities include: 

• 	 Develop and present professional development that supports teacher quality including 

effective instructional strategies and feedback practices 


• 	 Examine and analyze district, school, and/or teacher quality data to ensure comprehensive 
professional development based on district needs 

• 	 Support administration and building leaders in calibrating and implementing observation and 
coaching feedback strategies that increase teacher expertise 

• 	 Support identification of effective teachers and staff, provide feedback and support to iruprove 
instruction 

• 	 Support district process and policy associated with teacher recruitruent, improvement, and 
retention 

• 	 Encourage professional growth and leadership 

SUPERVISORY RESPONSIBILITIES: 
None 

QUALIFICATION REQUIREMENTS: To perform this job successfully, an individual must possess 
the knowledge, skill, and/or ability requirements stated below: Reasonable accommodations may be 
made to enable individuals with disabilities to perform essential functions. 

EDUCATION AND/ EXPERIENCE: 
Master's Degree 
Experience in designing and presenting Professional Development, Teacher Evaluation 

CERTIFICATES, LICENSES, REGISTRATIONS: 
Administrative license 


LANGUAGE SKILLS: 

Reading: Ability to read and comprehend instructions, correspondence, and memos. 

Ability to read and interpret documents such as administration and procedure manuals. Ability to read, 

analyze and interpret professional journals, state reports, student performance data, and legal 

documents. 

Writing: Ability to write simple correspondence. Ability to collect data, synthesize information, and 

write grant applications. Ability to create presentations in a variety of formats or styles. Ability to use 

all word processing and data analysis tools including Word, Excel, PowerPoint, and other 




applications as needed. 

Presentation: Ability to speak effectively with other employees and students. Ability to present 
information in one-on-one and small group situations to other employees and students. Ability to 
speak and present effectively before administration and staff. Ability to effectively present 
information and respond to questions from groups of administrators, school staff, and parents. 
Ability to respond to common inquiries or complaints from parents, administrators, school staff, and 
students. 

MATHEMATICAL SKILLS: 
Ability to add, subtract, multiply, and divide in all units ofmeasure, using whole numbers, common 
fractions, and decimals. Ability to compute rate, ratio, and percent and to interpret bar graphs. 
Ability to calculate figures and amounts such as proportions, percentages, and test scores. Ability to 
apply concepts such as fractions, percentages, ratios, and proportions to practical situations. Ability 
to apply concepts of basic algebra and geometry. Ability to work with mathematical concepts such as 
probability and statistical inference. 

REASONING ABILITY: 
Ability to apply simple understanding to carry out detailed but basic written and/or oral instructions. 
Ability to deal with problems involving a variety of concrete variables in standardized situations. 
Ability to solve practical problems and deal with a variety of concrete variables in situations where 
only limited standardization exists. Ability to interpret a variety of instructions furnished in written, 
oral, diagram, or.schedule form. Ability to define problems, collect data, establish facts, and draw 
valid conclusions. Ability to interpret a variety of technical instructions in mathematical or diagram 
form and deal with several abstract and concrete variables. 

OTHER SKILLS and ABILITIES: 
Ability to apply knowledge of current research and theory. Ability to plan and implement effective 
school improvement and classroom improvement strategies based on the needs and abilities of 
student populations. Ability to establish and maintain effective working relationships with students, 
peers, parents and community. Ability to convey information and communicate clearly and concisely 
in both oral and written formats. Ability to perform duties with awareness of EVSC requirements, 
Board of School Trustees policies, and state and federal laws. 

PHYSICAL DEMANDS: The physical demands described here are representative ofthose that 
must be met by an employee to successfally perform the essential functions ofthis job. Reasonable 
accommodations may be made to enable individuals with disabilities to perform the essential 
functions. 

While performing the duties of this job, the employee is regularly required to sit and talk and hear. 

The employee is also required to stand and walk. Specific vision abilities required by this job include 

far and close vision, depth perception, and the ability to adjust focus and distinguish colors. The 

employee must provide vehicle and frequently drive. Frequent writing and typing are required. 

Some bending and twisting at the neck and trunk is required. The job could involve carrying, pushing, 

lifting, or pulling materials of up to 50-75 pounds. 




WORK ENVIRONMENT: The work environment characteristics described here are representative 
ofthose an employee encounters while performing the essential functions ofthis job. Reasonable 
accommodations may be made to enable individuals with disabilities to perform the essential 
functions. 

The noise level in the work enviromnent is occasionally quiet to moderate. The employee is 
frequently required to interact with the public and other staff. The employee is directly responsible 
for the safety, well-being of students. Meeting deadlines with severe time constraints is frequently 
required. Extended work hours are required. The employee interacts with other staff and 
occasionally must meet multiple demands from several people. 

The information contained in this job description is for compliance with the Americans with 
Disabilities Act (ADA) and is not an exhaustive list of the duties performed for this position. 
Additional duties are performed by the individuals currently holding this position and additional 
duties may be assigned. 



Section 1. Compensation Model 

Teacher Compensation Model 

In accordance with Indiana statute, the EVSC point based compensation model compensates 

teachers based on successes determined by a set ofperformance standards. 

The amount of performance pay earned by a teacher will be determined by the following 
formula: 

1. 	 The total amount for performance pay negotiated between the ETA and EVSC. 
2. 	 The negotiated amount will be divided by all points earned by all eligible teachers during 

a school year which will establish a per point dollar value. 
3. 	 The sum total ofpoints earned by a teacher will be multiplied by the per point dollar 

value to establish the teacher's performance pay for the ensuing year. 

The negotiated amount for the 2014-2015 school year is $1,900,000.00. (The negotiated amount 
is inclusive of any fixed charges associated with teacher salaries for the district such as FICA, 
Medicare, Teacher Retirement Fund, VEBA, 401a, 403b). 

The Teacher compensation model will award performance pay with teachers earning points as 
follows: 

1. Evaluation Rating - Five ( 5) points. 

• 	 Teachers evaluated as highly effective and effective will receive five (5) points. 

2. Academic Need- Two (2) points (Academic needs are defined as Priority Status Schools) 

• 	 A Priority Status School is defined as a school that has been designated by IDOE as a 
Priority School for four ( 4) consecutive years or more and/or a school that has a free and 

reduced lunch percentage of 80% or more. The Academy of Innovative Studies First 
Avenue is included as a Priority Status School. Free and reduced lunch percentage will be 
determined by the average of the prior year monthly totals September - May. 

• 	 The Priority Status points will be paid out as a stipend in years one and two. Upon 

completion of the third consecutive year in the same Priority Status School, the sum total 
of stipend earned each of the three years will be applied to the base salary. For every 
three years in succession in the same Priority Status School this same procedure will be 
followed until the current maximum salary is reached. 

o 	 Ifa teacher voluntarily moves from a Priority Status School to another Priority 

Status School the teacher will restart at year one and forfeit previous year(s) 
credit. 

http:1,900,000.00


o 	 Ifa teacher is involuntarily transferred from a Priority Status School to another 
Priority Status School the three year succession process will continue 
uninterrupted. 

o 	 If a teacher voluntarily moves or is involuntarily transferred from a Priority Status 
School to a non-Priority Status School the three year succession process 
terminates. 

3. Professional Development- One (1) point. 

A total minimum requirement to earn the professional development point is eighteen hours (18) 
defined in Appendix? 

The teacher has the sole responsibility for providing evidence ofprofessional development to the 
evaluating administrator. All professional development that is to be considered for the 
professional development point must be completed by May 1 '' during the school year in which 
said teacher is being evaluated. After this date, any applicable professional development will be 
applied to the next school year in which said teacher will be evaluated. All professional 
development must be uploaded to the EVSC evaluation tool for review and approval by the 
evaluator. 

In years in which the maximum salary is increased, all teachers currently at the maximum salary 
and finish the year with a rating of highly effective or effective will be eligible to earn 
performance points until the teacher reaches the newly established maximum salary. (See 
Appendix A, Level 17 for the current maximum salary) If a teacher retires during a school year 
in which the maximum salary is increased the teacher will be paid according to the following 
formula on the final out. 

The negotiated dollar amount for the year in question will be divided by the maximum possible 
points available for all performance pay eligible employees to establish a dollar value per 
point. This dollar amount will then be multiplied by a factor of 1.2 to create the per point 

value. This per point amount will be multiplied by the points earned by the retiree to establish 
the performance pay for the year in which the teacher retires. 

During a school year, a teacher must be in a paid status for a minimum of 120 days and have a 
completed evaluation to be eligible for performance pay. 

Teachers receiving a rating of improvement necessary or ineffective will not receive a raise or 
increment. A teacher that receives a rating of improvement necessary or ineffective has the 
option to file a request to review this rating with the superintendent not later than 5 school days 
after receiving such notice. The teacher is entitled to a private conference with the superintendent 
or the superintendent's designee. 

Compensation for those who start a master or doctorate program before July 1, 2011, and 



complete the course work before Sept. 2, 2014, will be placed on the salary schedule established 
for the 2014-2015 contract commensurate with attainment of the degree earned. Teachers that 

currently receive compensation for additional degrees will continue to receive the additional 
compensation until such time the individual retires or leaves the corporation. 

The Superintendent or designee shall determine placement of newly employed teachers on the 
placement schedule Appendix "A" after review of education, experience, and previous salary. 
The superintendent or his designee shall have the authority to recommend employment of a 

teacher at an increased rate based upon the needs of the school district and the availability of 
qualified teachers for the position. Ifduring the hiring process it becomes apparent that the 
monetary value of the best candidate is such that a higher initial salary warrants more than a five 
level advancement, the placement will be discussed with ETA. 



Bringing Leaming to Life 

Position Description 

Position Title: Director of School Transformation 
Department: Office of Transformational Support 
Reports To: Superintendent 

OVERVIEW: 
The Evansville Vanderburgh School Corporation (EVSC) is committed to its vision and mission to become 
the highest performing urban district in the country. In 2009, EVSC and the Evansville Teachers 
Association embarked on an ambitious partnership to drive student achievement in three chronically 
low-performing schools. The Equity School Project has shown remarkable results since its inception, 
catalyzing gains across the three schools in math, reading, and English/Language Arts. Working 
collaboratively within this existing framework, EVSC intends to design and implement a "Transformation 
Zone" (TZ) for the lowest-achieving schools in EVSC and a strategy to build upon the Equity framework 
and accelerate student achievement gains across the school corporation. 

Under the direction of the Director of School Transformation, this project will create the conditions to 
expand the principles of the Equity School Framework in a sustainable and scalable fashion, promoting 
system-wide improvement while providing targeted support for the lowest-achieving schools in the 
Transformation Zone (TZ). 

SUMMARY: 
The Director of School Transformation will oversee the district's Office of Transformational Support (OTS). 
As a newly created division of EVSC central office, the OTS will design and deliver innovative, flexible 
structures and services that are responsive to school-site needs in order to drive dramatic, 
transformational improvement in student achievement. Reporting directly to the Superintendent, the 
Director of School Transformation will be tasked with building the OTS as well as developing its overall 
strategic direction and organizational culture. Furthermore, the Director of School Transformation will be 
responsible for leading and increasing the capacity of the school corporation's Transformation Zone 
schools, resulting in a rapid increase in student achievement, a positive climate for student success, 
effective engagement of parents and community, and the development of a high performing faculty and 
leadership team. 

ESSENTIAL DUTIES AND RESPONSIBILITIES: 
The specific responsibilities of the Director of School Transformation include, but are not limited to the 
following: 

• 	 Create a mission, vision, and set of measurable objectives for the OTS; 
• 	 Build and manage a team of professionals, creating a culture of excellence and commitment to 

EVSC and OTS's mission; 
• 	 Manage large transformation efforts within the OTS; 
• 	 Build system-wide capacity to support dramatic transformation efforts, particularly in targeted 

Transformation Zone schools; 
• 	 Provide subject matter expertise in the areas of school and district-wide curriculum development, 

professional development, assessment tools, and teaching and learning; 
• 	 Develop and implement a robust performance monitoring system, including data collection tools 

and processes through which data will be analyzed and disseminated; 
• 	 Monitor school progress (incl. fidelity in implementation, results, and project budgets) to promote 

heightened accountability for transformation schools; determining implementation milestones and 
academic benchmarks; creating clear performance indicators for external partners; 

• 	 Recruit and vet potential supporting partners which includes managing the request for proposal 
(RFP) process for external partners and developing memoranda of understanding (MOU) between 



the school corporation and partners as needed; 
• Secure necessary staffing and operational flexibility needed for the implementation of the Equity 

Framework in all Transformation Zone schools; 
• Supporting, developing, and reviewing school improvement plans; 
• 	 Coordinate with the Office of Academic Affairs to manage the district's School Improvement Grant 

application process and subsequent progress reports for all Transformation Zone schools; 
• 	 Identify funding opportunities for the district's turnaround initiatives including developing and 

writing grant applications 
• 	 Identify successful and promising practices within the school corporation and outside of the school 

corporation in order to support schools in the replication of these model; 
• 	 Organize collaborative networks and cultivate a community of practice for turnaround work; 
• 	 Provide as needed technical assistance, professional development, and leadership development 

support; 
• 	 Prepare written reports, policy documents, and educational tools and resources; 
• 	 Develop materials to codify and communicate the district's strategy and framework for school 

turnaround; 
• 	 Cultivate and manage relationships with local education leaders, state officials, political leaders, 

community stakeholders, and external partners; 
• 	 Coordinate with various departments (e.g., Human Resources, Finance, Family and Community 

Engagement) to ensure that Transformation Zone schools are prioritized and receive the services 
and supports that they need to succeed; 

• 	 Act as a public champion for the school corporation's Transformation Zone efforts . 

SUPERVISORY RESPONSIBILITIES: 
Supervises three Transformational Strategists. 

QUALIFICATION REQUIREMENTS: 
To perform this job successfully, an individual must be able to perform each essential duty satisfactorily. 
The requirements listed below are representative of the knowledge, skill, and/or ability required. 
Reasonable accommodations may be made to enable individuals with disabilities to perform the essential 
functions. 

• 	 Bachelor's degree, advanced degree preferred; 
• 	 At least 5 years of relevant work experience; 
• 	 Strong writing, communication, and presentation skills, with an ability to motivate and inspire a 

diverse set of stakeholders toward a common goal; 
• 	 Exceptional time management and project management skills, including the ability to develop, 

manage, and modify complex work plans; 
• 	 Strong interpersonal skills with demonstrated success navigating complex environments while 

building and maintaining relationships; 
• 	 Experience with vendor management and/or working with several external partners; 
• 	 Experience with grant writing and grant management; 
• 	 Strong critical thinking skills, including the ability to select, develop, and/or implement useful 

resources to drive improved educational outcomes; 
• 	 Understanding of local and federal policies pertaining to turnaround and the ability to ramp up on 

new material extremely quickly; 
• 	 Professional maturity with the ability to manage multiple and competing priorities, while 

consistently demonstrating sound judgment and disciplined thinking; 
• 	 Ability to balance and deliver on both strategic and tactical work; and 
• 	 Sense of humor, positive attitude, and willingness to work in a collaborative environment. 

PHYSICAL DEMANDS: 
The physical demands described here are representative of those that must be met by an employee to 
successfully perform the essential functions of this job. Reasonable accommodations may be made to 



enable individuals with disabilities to perform the essential functions. While performing the duties of this 
job, the employee will occasionally sit and walk and sometimes stand. Specific vision abilities required by 
this job include close vision such as typed material. Hearing abilities, (corrected or uncorrected), used 
while performing this job or hearing conversation in a quiet or noisy environment. The employee will 
frequently interact with the public and other staff and may work extended hours. 

WORK ENVIRONMENT: 
The work environment characteristics described here are representative of those an employee encounters 
while performing the essential functions of this job. Reasonable accommodations may be made to 
enable individuals with disabilities to perform the essential functions. The employee may be exposed to 
CRT's. 

The noise level in the work environment is usually quiet. Work is performed indoors. The employee is 
directly responsible for the safety, well-being and work output of students. The employee will be 
expected to travel between schools on a daily basis. 

The information contained in this job description is for compliance with the Americans with Disabilities Act 
(ADA) and is not an exhaustive list of the duties performed for this position. Additional duties are 
performed by the individuals currently holding this position and additional duties may be assigned. 



,_..~._.~I 

; Bringing Learning to Life 

Position Description 

Position Title: Transformation Strategist-Data and Systems Specialist 
Department: Office of Transformational Support 
Reports To: Director of School Transformation 

OVERVIEW: 
Great things are happening throughout The Evansville Vanderburgh School Corporation (EVSC), but even 
as we recognize and celebrate the progress we've made, we refuse to accept the status quo. EVSC is 
committed to its vision and mission to become the highest performing urban district in the country. In 2009, 
the Equity School Project began as EVSC and the Evansville Teachers Association embarked on an 
ambitious partnership to drive student achievement in three chronically low-performing schools. As Equity 
Schools, these schools received greater autonomy over their schools to raise student achievement. While 
the Equity Model led to significant changes in practice at the school level and generated significant 
improvement in student outcomes, the EVSC central office recognized that it needed to change how 
central office supports schools as well. 

Beginning in Spring 2013, EVSC's Executive Leadership Team took on the task of reviewing the state of 
the district, identifying priorities, and developing the strategies and metrics that would move the 
corporation to its purposeful process of analysis, reflection and discussion. We identified three priorities to 
guide the work of our district going forward: 

» Student Learning 
» Effective Teachers and Leaders 
» Developing Infrastructure 

We firmly believe that through a commitment to these three priorities and the supporting strategies 
designed to address them, we will accelerate learning for all students. 

EVSC Continuous Improvement Plan Priority 3: Developing Infrastructure, Strategy 3: Execute the 
Transformation Zone aligned to national best practices and standards. 

We are not content to deliver one-size-fits-all services to our schools. Every school in EVSC is unique, and 
just as we expect our teachers to differentiate their instruction for each student, the central office must 
provide differentiated supports that meet the needs of each school. We know that some of our schools 
need more intensive support from the central office, particularly schools that serve large numbers of 
students living in poverty. Therefore, in 2013, we introduced a Transformation Zone, led by the Office of 
Transformational Support, to implement strategies designed to advance student achievement at Gaze 
Elementary, Evans School, Glenwood Leadership Academy, Lincoln School, and McGary Middle School. 

In these five schools we are providing innovative, research-based systems and structures for differentiated 
and intensified support. 

SUMMARY: 
As a division of EVSC central office, the OTS will design and deliver innovative, flexible structures and 
services that are responsive to school-site needs in order to drive dramatic transformational improvement 
in student achievement. Reporting directly to the Director of School Transformation, the Transformation 
Strategist-Data and Systems Specialist will be tasked with development, support, and implementation of 
data and systems to drive decision-making, progress monitoring, and efficiency to improve student 
achievement. 

ESSENTIAL DUTIES AND RESPONSIBILITIES: 



The specific responsibilities of the Transformation Strategist-Data and Systems Specialist include, but 
are not limited to the following: 

• Utilize district data warehouse and monitor school progress (incl. implementation and results) to 
promote heightened accountability in the Zone; 

• Build school-level capacity to use data to drive decision-making and differentiate instructional 
strategies (e.g., PD, data protocol, data walls, Rtl); 

• Support School Leadership Teams (SL Ts) as they meet regularly to discuss school data; prepare 
materials for quarterly OTS monitoring meetings; 

• Support the SIG process, SBOE and IDOE compliance (e.g., needs assessments, intervention 
reports); 

• Work with mentor teachers and data coaches around the use of data in classrooms and within 
schools; 

• Coordinate with various district departments to ensure that TZ Schools are prioritized/receive 
necessary, timely supports 

• Provide subject matter expertise in the areas of school and district-wide performance and 
assessment; 

• Develop and implement a robust performance monitoring strategy, including data collection tools 
and processes through which data will be analyzed and disseminated to schools; 

• Work with school staff to establish action plans with performance goals and benchmarks; 
• Develop materials and toolkits to support school transformation efforts; 
• Manage performance contracts with supporting partners related to performance management; 
• Identify successful and promising practices within the Zone and outside of the district; support 

schools in the replication of these practices; 
• Provide as needed technical assistance, professional development, and leadership development 

support; 
• 	 Act as a public champion for the school corporation's Transformation Zone efforts; 
• 	 Complete administrative duties as assigned by the Director of School Transformation . 

SUPERVISORY RESPONSIBILITIES: 
None. 

QUALIFICATION REQUIREMENTS: 
To perform this job successfully, an individual must be able to perform each essential duty satisfactorily. 
The requirements listed below are representative of the knowledge, skill, and/or ability required. 
Reasonable accommodations may be made to enable individuals with disabilities to perform the essential 
functions. 

• 	 Bachelor's degree, advanced degree or school administration licensure preferred; 
• 	 Al least 3 years of relevant work experience in teaching and using data to drive instruction in a 

learning-centered environment and/or educational administration 
• 	 Strong statistical analysis skills 
• 	 Strong writing, communication, and presentation skills, with an ability to motivate and inspire a 

diverse set of stakeholders toward a common goal; 
• 	 Experience with technology; (Excel and Google applications required) 
• 	 Exceptional time management and project management skills, including the ability to develop, 

manage, and modify complex work plans; 
• 	 Strong interpersonal skills with demonstrated success navigating complex environments while 

building and maintaining relationships; 
• 	 Understanding of local and federal policies pertaining to turnaround and the ability to ramp up on 

new material extremely quickly; 
• 	 Professional maturity with the ability to manage multiple and competing priorities, while 

consistently demonstrating sound judgment and disciplined thinking; 
• 	 Ability to balance and deliver on both strategic and tactical work; and 
• 	 Sense of humor, positive altitude, and willingness to work in a collaborative environment. 



PHYSICAL DEMANDS: 
The physical demands described here are representative of those that must be met by an employee to 
successfully perform the essential functions of this job. Reasonable accommodations may be made to 
enable individuals with disabilities to perform the essential functions. While performing the duties of this 
job, the employee will occasionally sit and walk and sometimes stand. Specific vision abilities required by 
this job include close vision such as typed material. Hearing abilities, (corrected or uncorrected), used 
while performing this job or hearing conversation in a quiet or noisy environment. The employee will 
frequently interact with the public and other staff and may work extended hours. 

WORK ENVIRONMENT: 
The work environment characteristics described here are representative of those an employee encounters 
while performing the essential functions of this job. Reasonable accommodations may be made to enable 
individuals with disabilities to perform the essential functions. The employee may be exposed to CRTs. 

The noise level in the work environment is usually quiet. Work is performed indoors. The employee is 
directly responsible for the safety, well-being and work output of students. The employee will be expected 
to travel between schools on a daily basis. 

The information contained in this job description is for compliance with the Americans with Disabilities Act 
(ADA) and is not an exhaustive list of the duties performed for this position. Additional duties are 
performed by the individuals currently holding this position and additional duties may be assigned. 
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Position Description 

Position Title: Transformation Strategist-Leadership Development 
Department: Office of Transformational Support 
Reports To: Director of School Transformation 

OVERVIEW: 
Great things are happening throughout The Evansville Vanderburgh School Corporation (EVSC}, but even 
as we recognize and celebrate the progress we've made, we refuse to accept the status quo. EVSC is 
committed to its vision and mission to become the highest performing urban district in the country. In 2009, 
the Equity School Project began as EVSC and the Evansville Teachers Association embarked on an 
ambitious partnership to drive student achievement in three chronically low-performing schools. As Equity 
Schools, these schools received greater autonomy over their schools to raise student achievement. While 
the Equity Model led to significant changes in practice at the school level and generated significant 
improvement in student outcomes, the EVSC central office recognized that it needed to change how 
central office supports schools as well. 

Beginning in Spring 2013, EVSC's Executive Leadership Team took on the task of reviewing the state of 
the district, identifying priorities, and developing the strategies and metrics that would move the 
corporation to its purposeful process of analysis, reflection and discussion. We identified three priorities to 
guide the work of our district going forward: 

» Student Learning 
» Effective Teachers and Leaders 
» Developing Infrastructure 

We firmly believe that through a commitment to these three priorities and the supporting strategies 
designed to address them, we will accelerate learning for all students. 

EVSC Continuous Improvement Plan Priority 3: Developing Infrastructure, Strategy 3: Execute the 
Transformation Zone aligned to national best practices and standards. 

We are not content to deliver one-size-fits-all services to our schools. Every school in EVSC is unique, and 
just as we expect our teachers to differentiate their instruction for each student, the central office must 
provide differentiated supports that meet the needs of each school. We know that some of our schools 
need more intensive support from the central office, particularly schools that serve large numbers of 
students living in poverty. Therefore, in 2013, we introduced a Transformation Zone, led by the Office of 
Transformational Support, to implement strategies designed to advance student achievement at Gaze 
Elementary, Evans School, Glenwood Leadership Academy, Lincoln School, and McGary Middle School. 

In these five schools we are providing innovative, research-based systems and structures for differentiated 
and intensified support. 

SUMMARY: 
As a division of EVSC central office, the OTS will design and deliver innovative, flexible structures and 
services that are responsive to school-site needs in order to drive dramatic transformational improvement 
in student achievement. Reporting directly to the Director of School Transformation, the Transformation 
Strategist-Leadership Development will be tasked with developing current school leadership capacity 
and strengthening leadership opportunities in the Transformation Zone to best impact student 
achievement. 



ESSENTIAL DUTIES AND RESPONSIBILITIES: 
The specific responsibilities of the Transformation Strategist-Leadership Development include, but are 
not limited to the following: 

• 	 Organize collaborative networks and cultivate a community of practice for Zone work; 
• 	 Provide professional development and leadership development support; 
• 	 Develop and execute, in conjunction with district departments, a comprehensive academic and 

culture/climate strategy for TZ schools; 
• 	 Develop materials to codify and communicate the district's strategy and framework for school 

turnaround related to academic affairs and school culture; 
• 	 Act as a public champion for the school corporation's Transformation Zone efforts; 
• 	 Provide subject matter expertise in the areas of school and district-wide academic affairs and 

school culture; 
• 	 Develop professional development modules to support teacher and leadership development; 
• 	 Identify successful and promising practices within the school corporation and outside of the school 

corporation in order to support schools in the replication of these models; 
• 	 Promote collaboration and manage biweekly cross-functional meetings; 
• 	 Complete administrative duties as assigned by the Director of School Transformation; 
• 	 Support development of professional development strategy for teachers and other school-based 

staff; 
• 	 Develop materials and toolkits to support school transformation efforts; 
• 	 Support, develop, and review school improvement plans; 
• 	 Provide evaluation support to school leadership as needed; 
• 	 Coordinate with various district departments to ensure that TZ Schools are prioritized/receive 

necessary, timely supports. 

SUPERVISORY RESPONSIBILITIES: 
None. 

QUALIFICATION REQUIREMENTS: 
To perform this job successfully, an individual must be able to perform each essential duty satisfactorily. 
The requirements listed below are representative of the knowledge, skill, and/or ability required. 
Reasonable accommodations may be made to enable individuals with disabilities to perform the essential 
functions. 

• 	 Bachelor's degree, advanced degree or school administration licensure preferred; 
• 	 At least 3 years of relevant work experience in teaching and using data to drive instruction in a 

learning-centered environment and/or educational administration; · 
• 	 Strong statistical analysis skills; 
• 	 Strong writing, communication, and presentation skills, with an ability to motivate and inspire a 

diverse set of stakeholders toward a common goal; 
• 	 Experience with technology (Excel and Google applications required); 
• 	 Exceptional time management and project management skills, including the ability to develop, 

manage, and modify complex work plans; 
• 	 Strong interpersonal skills with demonstrated success navigating complex environments while 

building and maintaining relationships; 
• 	 Understanding of local and federal policies pertaining to turnaround and the ability to ramp up on 

new material extremely quickly; 
• 	 Professional maturity with the ability to manage multiple and competing priorities, while 


consistently demonstrating sound judgment and disciplined thinking; 

• 	 Ability to balance and deliver on both strategic and tactical work; and 
• 	 Sense of humor, positive attitude, and willingness to work in a collaborative environment. 



PHYSICAL DEMANDS: 
The physical demands described here are representative of those that must be met by an employee to 
successfully perform the essential functions of this job. Reasonable accommodations may be made to 
enable individuals with disabilities to perform the essential functions. While performing the duties of this 
job, the employee will occasionally sit and walk and sometimes stand. Specific vision abilities required by 
this job include close vision such as typed material. Hearing abilities, (corrected or uncorrected), used 
while performing this job or hearing conversation in a quiet or noisy environment. The employee will 
frequently interact with the public and other staff and may work extended hours. 

WORK ENVIRONMENT: 
The work environment characteristics described here are representative of those an employee encounters 
while performing the essential functions of this job. Reasonable accommodations may be made to enable 
individuals with disabilities to perform the essential functions. The employee may be exposed to CRTs. 

The noise level in the work environment is usually quiet. Work is performed indoors. The employee is 
directly responsible for the safety, well-being and work output of students. The employee will be expected 
to travel between schools on a daily basis. 

The information contained in this job description is for compliance with the Americans with Disabilities Act 
(ADA) and is not an exhaustive list of the duties performed for this position. Additional duties are 
performed by the individuals currently holding this position and additional duties may be assigned. 
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Position Title: Family and Community Outreach Coordinator (FCOC) 
Department: School-Based 
Reports To: Principal 

SUMMARY: 
Reporting to the Principal, a Family and Community Outreach Coordinator is responsible for ensuring 
the maximum of engagement of community and family members and increasing/maximizing the impact 
of the home-school connection. The FCOC will work closely with the principal and the Coordinator of 
Family and Community Engagement within EVSC's Center for School, Family, and Community 
Partnerships to ensure that engagement of families and communities:s):rerigthen the academic vision of 
the school and support the academic and social-emotional needs of every child. 

ESSENTIAL DUTIES AND RESPONSIBILITIES: Other duties may be assigned. 
Family Engagement: 

• 	 Actively engage parents and family members in' their children's education andthe school's 
success 

• 	 Partner with parents to build an authentic and inclusive school community that empowers 
parents and families as partners in s\udent development 

• 	 Cultivate resources and tools for par~nts; including by offering training sessions, written 
materials, and/or connections to commuhity'based organizations offering health and social 
services 

• 	 Minimize potential barriers to parent involvement (e~g., childcare, transportation, anxiety in the 
school setting) 

• 	 Encourage parent participation throygh the scf!ool's Parent Teacher Organization {PTO) 
• 	 Provide parents with tools ;md strategies to reinforce school practices at home (e.g., homework 

help, positive behavior management) · 

• 	 Create opportunities for genuine and meaningful involvement, including through volunteer 
opportunities and venues to influence school-based decision-making 

Community-Building Events: 
• 	 Lead and/or support community-building events at the school positioning the school as a central 

destination for educational enrichment and community advancement 
• 	 Design and lead the execution of meaningful family engagement opportunities at the school, 

particularly around stud.ents' academic growth 
• 	 Maintain documentation around family engagement and school-based events (e.g., parent 

surveys, attendance at events) 
• 	 Work closely with other organizations supporting families 

Home-School Communication: 

• 	 Communicate with parents around pressing issues, such as attendance and behavioral concerns 
• 	 Conduct home visits, as necessary 
• 	 Foster frequent and ongoing communication between the school, parents, and surrounding 

community 
• 	 Develop and/or refine the school's parent handbook and/or parent compact 
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• 	 Encourage and maintain frequent two-way communication between school staff and families 
(e.g., social media, school website, flyers, phone calls) 

• 	 Maintain an active presence in the school community 
• 	 Equip parents with tools and strategies to engage in conversations regarding students' academic 

progress (e.g., how to engage in effective parent-teacher conferences) 
• 	 Work with teachers and staff around how best to communicate and collaborate with parents 
• 	 Serve as a liaison between parents, teachers, and school administrators 

School Climate: 
• 	 Create a welcoming environment for parents and members of the surrounding community 
• 	 Cultivate a strong sense of community among students, families, teachers, and staff 
• 	 Develop a professional rapport with teachers, staff, students, and families 

SUPERVISORY RESPONSIBILITIES: 
Directly supervise all assigned staff. 
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Our Continuous Improvement Plan 


The focus upon the PELP framework through 

our CIP work ensures that we keep 


teacher - student - content 


as our core guiding principle . 
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Learning About the Current State 

Mass Insigh! During the fall and winter of 2013-2014, MIE conducted over 180 
EDUCATION personal interviews. Their major objective was to learn about 

how we operated and served schools. 

Our fiscal landscape (shaped largely in part by local, state, and federal factors) 
impacted our ability to staff strategically. This lack of intentional and strategic staffing 
after a period of significant position reductions resulted in consequences in how we 
operate: 

./ 	Internal confusion around roles and responsibilities, which creates internal 

tension, duplication of efforts, and confusion at the school level 

./ 	Unclear functional delineation by department 
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School-Based Spending Focus 

,----------------------

I Central Office Costs Per Student ' I 
I II 2015 

I
I 2012 

I 
I 2006 $83 I 
I 
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*Ca1culatea using sim11ar parameters usea in 2006 MGT study ot EVSC-------------~~-~--~--~; 

.... ----------------------

( School-Based Costs Per Student '1 

I 2015 $4,815 * I 
: 2012 $4,731 : 

\ $4,660 $4, 710 $4, 760 $4,810 $4,860 / 
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Status Quo to Transformation 


We can do better. We must pursue an infrastructure, rooted in emerging 
research, that achieves our desired state. 

Meet 9,5 of all Provil1Desired State 
and re1,.. If> schools 

•Interviews revealed that ~~~it 
efforts, but the grouping~,~ 
central office remains ina~~~

Current State 

•Multiple departments ar~,i~,, 
development for school st~ifj 
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MIE Benchmarking and Research Efforts 

Objectives: 

• 	To identify key lessons from other 
districts that are improving 
student performance 

• 	To use these findings to inform 
EVSC' strategic development 
based on the findings from the 
district diagnostic 

Methodology: 

• Identify districts across the 
country utilizing a 
network/portfolio model with 
success: Baltimore, Charlotte, 
Cleveland, Hartford, Nashville, 
New York, Oakland, Washington, 
DC. 

• Collect relevant tools and artifacts 
these and other districts 
undergoing bold, district-wide 
reforms 

• 	Access additional academic 
research on network/clusters for 
lessons that can be applied in a 
EVSC context 
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Areas for analysis: 

• 	 Capacity: a) differentiated system of support for schools, b) organizational/departmental 
structures, c) field-based staff 

• 	 Conditions: a) local policy conditions, b) incentives, c) sanctions 
• 	 Clustering: a) school clustering strategy 
• 	 Evaluation and improvement: a) monitoring tools and systems 
• 	 Communication: a) internal/cross-agency, b) schools, c) parents/ community/ businesses 
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Where We Are Now 


EXECUTIVE ASSISTANT 

Laura Medc:alf 


CHIEF CIDEF CHIEF 
HUMAN FINANCE FACilJTIES 

RESOURCES OFFICER OFFICER 
OFFICER "'' Pat Tuley 

Debbie Underwood 
OeBallie 

CHIEF 
DIVERSITY 

OFFICER 
Dionne Blue 

CHIEF 
TEOINOLOGY 

OFFICER 
Stacy Mauser 

CHIEF 

OF 


STAFF 

Ftudy 


Montejano 
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School Clusters: the Cornerstone of Our 

Organization 


District 

School 


-------. / ..----·.HIGH SCHOOL 
- -·:·ATTENDANCE 

iDISTRICT t: 

\', ___: o_:_·..: ___: ---~' 

A team dedicated to the schools of a high --  Director of school attendance district that provides 

School academic coaching, data support, 

Support technology services, operations advisement, aaa 
and oversight. 
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The First Phase Of Implementation 
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Reallocation of Human Capital 

2015-16 


Director of School Support 


Bosse Attendance District Tammy Dexter 

Central Attendance District Jackie Kuhn 

Harrison Attendance District Dr. Bryan Perry 

North Attendance District Audra Offutt 

Reitz Attendance District Todd Slagle 

High Schools Darla Hoover 
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Reallocation of Human Capital 

2015-16 


Elementary School 


Caze Elementary School Jared Turney Principal 

Cynthia Heights Elementary School 
. 

Chastity Nisbeth Principal 

Vogel Elementary School Travis Howard Principal 

Scott Elementary School Kimber Scarlett Principal 

Scott Elementary School Kim Fillingham School Administrative 
Manager 
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Reallocation of Human Capital 

2015-16 


Middle & KS Schools 


Cedar Hall Community School Joe Schlosser Principal 

Cedar Hall Community School Josh Allen Assistant Principal 

Thompkins Middle School Nicole Alcorn Principal 

Thompkins Middle School Kara Hartz Assistant Principal 

AIS  Diamond Middle School Darrin Carnahan Principal 

Perry Heights Middle School Jeanette Lindauer Assistant Principal 
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Reallocation of Human Capital 

2015-16 

High Schools 


Bosse High School Kristie Burroughs Assistant Principal 
. 

Central High School Andrea Campbell Principal 

Central High School Regina St. Clair Assistant Principal 
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Assistant Director of Student Support Services Cyndie Carneal 

Coordinator of Family and Community Engagement Carrie Terry 

Director of Curriculum and RTI Emily Smith McCormick 

Director of Educator Effectiveness Dr. Jane Bartley 

Director of School Transformation Kelsey Wright 

Director of Teacher Effectiveness Shannon Strieter 

Student Data Analyst Debra Harrington 

Chief of Staff Paul Neidig 

Senior Chief of District Operations Rick Cameron 

Chief Transformation Officer Carrie Hillyard 
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-.::,··\ /'_, ' :::-, 
Site Visit Dates: September 15, 2014,,s¢ptembeN7, 2014 

/::'(:'' ., ·-,··,--:~ ·-··· 

Principal: Cyndie'Ciirneal '',, \\ / 
... ,,_ ··. '>, 

Assistant Administrators: /,iared Turney ' ' ., ' 
' - - -· _,--"' •, ' ' / 

. . '"" 
\. 

"' /SRA Team Lead: · f\n:ii Magunia\, · 
-.-- ·-·-- -· '-\ 

SRA Team: .'Sar~ R..Shaw, Leah Goldman, Emily Pallin·. .--.-,_ •, -:: ~, 

SRA Report Preparer: Saia.lbShaw 

The findings contained In this report are.based on the commentary shared.by staff In focus groups and 
Interviews, PLC audits, and classroom walkthroughs. As a result, while the Information In this report 

accurately reflects staff perceptions shared with the SRA team, It Is possible that somef/ndlngs do not align 
with current school practice. 
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The mission of Mass Insight Education (MIE) is to dramatically improve, at scale, student achievement in our country's 
schools by fundamentally transforming state and local education systems, structures, and policies. The School 
Readiness Assessment (SRA) process executed this year during the second implementation year of the Transformation 
Zone is designed to give the school and OTS leadership a snapshot of Caze Elementary in relation to prior year's and 
implementation of this year's major levers of change (as captured in the school's strategic school improvement plan). 
The SRA process provides an assessment of the school's readiness to ensure the success of every student according to 
the research-based criteria outlined in Mass Insight's High-Poverty, High Performing (HPHg) School Readiness 
framework. The purpose of the SRA process is to: ·~·, 

c:-=
• 	 Analyze key background and demographic school data; -i\: _ _ 

• • • 	 • - ··~,--\.' -,,----=~.. • ·-.--~'-. /:, ___ • • 
• 	 Summary of key frndrngs aligned to the OTS's root cause analysrs tool f9r, stratBCLC schi;toLrniPfRVement planning 
• 	 Detailed report of findings from focus groups and interviews with pt\_'°l!n~ly~is ofiii,yicjr~cbrtiie~t between 

information reported by staff with school, PLC and classroom q_~i;ii.~ations~~~ - ~-- 
• 	 Assist the school in the prioritization of specific growth areas; ~ftd '·'.7,,, - ·,,, '\'\ 
• 	 Provide high-yield central office recommendations designed't~·gromot~i9r_ganiz~tJ6n~I excellence and high 

levels of student achievement. ,. ,1 , c·,\ ---·
.~--;-;;~~'::=-+ c, 


The SRA is a multi-step process including data and docurn,~frevieWl\qcl'-~rte~~~i~. First, the SRA team gathers and 
reviews school-specific documents containing informatioi:t~n curroentp[l;lJlram5; 'plans, and processes. The SRA team 
uses this information to prepare for a site visit, in,~-~u.dia~,-d,i~~l~f~ visit ~t~~dule and generating questions for follow-up. 
During the site visit, the SRA team facilitates sta1ff;focus grl)yps;•:~ondu,q~~ one-on-one interviews with select staff 
members, and visits classrooms to observe _i_nst~"~1tional p~fti;_ice'S\:~~~~-':'.-/

'·.. 	 '~-~')., \-':\ '•-' -_,. 
·; -=1 

_-,::,, 

readiness to readiness ta 
TEACH 

2. AIDtion against adversity. 
SChQOls cllrectly a~dress their stud~nts' 

,•'_/i.;;t,->:~~~,- " -... -..- -~'· ,· ·y· -\,f--"'"~' -.:,_;<---

3. Clo1e student-adult relationship&. 
Students have posl_tlve:.and_e_ndurl_ng 


.- ,;f -~--

readiness to 
ACT 

I 

4. Shared re1ponsibilityfor 
achlavament. 

staff feel deep accountablllty and 
missionary zeal for student achievement. 

S. P•rsonalization of in1tructlon. 
lndlvldualizedteaching based on 

diagnostic a~essment and adjustable 
time on task. 

6. Professional teaching culturt1. 
continuous Improvement through 

collaboration and job-embedded learning. 

I 

7. Resource authority. 
school leaders can make mission-driven 

decisions regarding people, time, money, 
and programs. 

I 

8. Resource ingenuity. 
Leaders are adept at securing additional 

resources and leveraging partner 
relatlonshlps. 

I 

9. Agllity in the face ofturbulence. 
leaders, teachers, and systems ere 

flexible and Inventive In responding to 
constant unrest. 
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89.2% of students were eligible to receive free or reduced price lunches 

-·---/ 

- -···/---,_ -_: = 

Student Demographics 

In SY 2013-2014, 473 students were enrolled at Caze Elementary. Student enrollment has remained relatively steady in 
the past 5 years, although there was a high of 508 students in SY 2012-2013. Student demographics have also remained 
comparable to previous years regarding the number of students eligible for free or reduced price lunches, enrolled in 
special education and identified as English Language Learners. 

During the 2013-2014 school year, based on information reported last year, the school cog.sisted of the following 
demographics: · ."~. 

• 

• 20.7% of students receive special education services 

• 5.3% of students are identified as English Language Learners 

The ethnic breakdown of the school was as follows: 

• 34.7 % Black/ African American 

• 9.9% Hispanic 

• 17.8 % Multiracial 

• 	 36.6 % White/Caucasian 


(-:- ---=-- - - ''·~-'< 


Student Performance ~: :· -~·=--.. -.,'-_:·", ~!~) 


Based on 2013-2014 preliminary ISTEP+ dat'!<·~~z1\~tudent}~r~ p'et:(;th'.iing well below state and district averages. The 

percentages of students who are meetigg,staf~'~-tani:l~I?!; for ·~~,oficiency are listed below. 


··---- """· "-~~:~\. /~c~/ 
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In ELA, students in grades 4 and 5 did not perform as well as students the previous year. However, scores in grade 3 
rose by 5%. Students in all grades are performing significantly lower than students state -and district-wide. Students at 
Caze perform on average 25% or more below district and state students. Caze s'" grade performance is 38% lower than 
the state student performance and 29% lower than the district. Caze students in all grades also performed significantly 
below their peers in EVSC and Indiana Priority schools, averaging at least 5-10% lower. 

·~~~C>,. /~~~] 

In math, 5th grade students perfor,med:~f!mifi~i!~tlv'f6)!t~;·fflt~''~chool year than the previous year, decreasing by 23%. 

However, students in grades 3 and4\if)1ploi(~!!fthis yea"iij'tincreasing their scores by 1% and 6% respectively. 4'" grade 
students are now performingi~lter tl\iinth<il~!peers in EVSC and state Priority schools by 7-8%. However, students in all 
grades are still performing w~rf(l:>~11"w,st~\!l)t~"ll~trict- and state-wide. s'" grade student performance should be closely 
monitored with only ~i~:Of,st~.d~Qt~piisstif~'.)o/hich is 48% lower than the state and 43% lower than the district. 

l-:·')- .'·.--;t;\ '-. <~"-
\ -----'. 


'-,:.';\ ;~__\ 

;, ._; 

!:-'--) 
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4 

5 

!STEP+ ELA by grade 

Percentage Percentage 
of students of students 
at Cazewho at Cazewho 

Grade received received 
passing passing 

scores (SY scores (SY 
2012-2013) 2013-2014) 

3 53% 58% 

4 63% 56% 

5 58% 45% 

Percentage 
of students 

district-
wide who 
received 
passing 
scores 

Percentage 
of students 
state-wide 

who 
received 
passing 
scores 

Percentag 
e of 

students in 
peer EVSC 

Priority 
schools 

who 
received 
pas~jrig 

scof~t~'>: 

:-~ ;:;~t-, · --.::>~._ PerC$itag 

';~;~~:~iii ~:e~~s in 
f;of stult~ts peer EVSC 
;· state-~iti~ Priority 

wlio schools 
"\:~-~t~fif~ed who 

passing 
scores 

received 

Percentage 
of students in 

peer IN 
Priority 

schools who 
received 

· ~>'. passing
'·'o:':, 
··s~p.res (SY 
201$2014)

•,;,C-',. ,•:' 

Percentage 
of students in 

peer IN 
Priority 

schools who 
received 
passing 

scores (SY 
2013-2014) 

!STEP Math, by Grade 

Percentage 
of students 
at Caze who 

Grade received 
passing 

scores (SY 
2012-2013) 

3 48% 

Percentage 
of students 

~ 

Produced in Partnership with Mass Insight Education IS 



I . 

The SRA team seeks to present a summatille perspe~ive of the current snaJ>sli<iiot Caze Elementary School a~ it 
rl;!lates to four maiorclomai11s (d!!ve!oped ·n: a - - - - - - · \le 

'l'lcl..e · ·-· · · ·· ··· '· 

HIGHLY EFFECTIVE SYSTEMS AND EXECUTION 
How does the school develop and organize staff and systems in prder to 
diagnose, analyze, and serve school goals? 

This section reflects the portion of the S-SIP root cause analysi(~os~s~'t~~tchall~nges school leaders to think about 
what lies at the heart of the school's challenge: on the one,hand/Wh~t]ler-'ii:!~,school'~nvironment, teacher quality and 
effectiveness, or content/curriculum or, on the other hij!i$f\.;,heth~;;'1t.[s fHii'l~~.:of or ineffective use of a system or 
structure behind one of those components. .--·, · '• -

',o:::'c~/ 
"-~~-, 

QUALITY INSTRUCTIONAL ENVIRONMENT 
How does the school fadlitate acolloboratille professional teaching culture focused 
on providing rigorousltistruction, impr0ving teacher practice, and adapting to 
student needs? 

This section corresponds to tli/i:>-buckift$•qf s!ll~<i,ssessment within the S-SIP root analysis tool: teacher quality and 
effectiveness and content/cu-rrlauJulli>.~--~,°'. 

-·<;-~·c 

@ CONDITIONS FOR EXCELLENCE 
How does the school create the positive school conditions and mindsets necessary 
for students to achieve success? 

--.~---. r-· 
This section corresR!Jn_ds t0'-tlie school environment bucket of the S-SIP self-assessment tool and also measures how 
successfully the schc).jj iiiteli;~ates its stakeholders into the process of school improvement. 

STRATEGIC RESOURCE ALLOCATION 
How does the school strategically target resources toward the school's 
priorities and goals? 

This section reflects a common thread throughout the self-assessment tool related to how a school's leadership aligns all 
of its resources around its vision for school improvement. 
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Highly Effective Systems and Execution 
How does the school develop and organize staff and systems In order. ta r!fagriaie; l:!naJy/.g;;

. 

HPHP schools create systems of skilie~ pre>fe,s.sL 
ready to analyze, diagnose, an~ se111,e, t~.!!'f9~l{ 
helping caze and other TZ schools develo'p··twe; 
quality of those systems in place. 

Alf~@L~~ ~[~W,
' · . . 

- - - - - . - -. __ "~ ,_ -· ' ·- •' --" --- ·-
:. . '<~:,-

Performance Monitoring 
and Communication 
Systems 
School improvement plan 
guides all school actions and 
is based on data. School 
communication systems are 
designed to clearly convey 
school vision, priorities, and 
individual roles and 
responsibilities. 

Talent Management and 
Development Systems 
Professional development, 
support systems, and 
evaluation systems identijjt 
and differentiate support for 
staffperformance needs. 
Systems allow leadership to 
hire, disiniss, and support 
according to rigorous 
measures. 

Academic Systems 
School uses systems and 
programs to effectively 
identiJY and differentiate 
support for student academ;c 
needs. Feedback and review 
systems drive not only 
instructional planning but 
also shared ownership of 
student academic success. 

School Environment 
Systems 
School systems hold students 
to high behavioral 
expectations while also 
facilitating close student
adult relationsh;ps and 
addressing external factors 
that affect learning. 

>" 
Systems in operation within Caze range from effe~N~!e na;i:'ii~t.to .· 
nonexistent and encompass performance monitoriil~;/"''' unit~Rj)ff~lent 
management and development, academic .m,Jj. scho"' .giitlc7 Each section 
below strives to describe the systems f f. ·an<f~heir ~tiveness. 

•: ·o•, '<i'.:'fi 

Performance Monitoring: lntervie,\(11,t;reve ,that, ·1~~QR~lttnction with their OTS point 
of contact, the principal and Profe~~ al Dev l!l!P.ment.'Specialist (PDS) have 
attempted to thoughtfully d . 
attempt to use the actio,mpla 
three individuals meej>~7a wee 
although those started'§ 
forward to when 
schoolwide S .•., _,.c::,,:,~ 

and a visic;ia fo .·.W the 'ql§l;feacher evaluation, PBIS, Rtl, Data Wise, and 
perforgJ,~nt\wari~ment "!\wo;k.together to address school progress. Focus groups 
res~~s~s indf&~~d-S~{."]jbers have not yet internalized school goals or developed 
ownei;s.hip over tlll!hschdel'•improvement process. 
/"':·... ':.:'·,, _,·~-"~" ·~e." -" 
-:··'., ~--'\. 

." ·...•--.ii" ..,,-;"l 

·•:···, 'il:llf;eviewing the quality of the 5-SIP developed, the outcomes metrics do not 

---~---··--.. '-:,::..:c 
· 

. ··::-:-.. nei!eJS,arily correspond to the overall priority, strategy, or action step. For 
''.y:.;I 

H"'c~µm'ple, the activities listed under high expectations include action steps 
•· 'Hs~ociated with the implementation of the PBIS system which is referred to 

in the academic planner as the driver for the culture oflearning. 
Furthermore, the actions denoted outside of those targeted for academics 
do not fully address the issues identified as the root causes ofclimate and 
culture. Finally, within the climate and culture planner, there is an instance 
where the team has noted that it does not intend to monitor that particular 
strategies outcome. The poor quality of the 5-SlP did not leave the SRA team 
confident in the team's ability to improve the school nor connect team level 
planners to the 5-SlP. 

Communication Systems: Communication systems at Caze do not yet emphasize 
school vision, top priorities, measurements of success, or individual responsibilities 
and roles. Administration largely depends upon informal check-ins. School leadership 
team meetings are sometimes replaced by task emails, which allows a beleaguered 
staff to recoup some time but also likely contributes to staff's sense of instability. 
Some focus groups articulated a clear understanding of roles, but these articulations 
were not always in sync with each other. For example, the division of labor between 
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members of administration was blurred at the beginning of the year with the temporary loss of the behavior 
interventionist, and, at the time of the SRA, has not yet been fully clarified for either administration or for teachers. One 
interviewee stated that teachers do not always know whom to contact, although other focus groups stated that they 
feel confident in receiving support from whomever they reach out to. It is not clear whether the current approach to 
communication is reliable or coherent enough to fully promote the school's stability, focus on school improvement, or 
opportunities for collaboration. 

The implementation of the current forms ofcommunication systems (which as mentioned above are differing in 
their quality) is resulting in a school environment where staff members are in control of messaging rather than 
school administration. The principal mentioned how well she related to the staff qn,d how she was proud of 

-, _:;-,. 
being a "teachers' principal." In many instances, such as the implementation of tecfoher professional 
development and the use of Teach Like A Champion, were attributed to comf!JiP.nce .;,ll~':Qther agencies such as 
OTS and central office. This "us versus them" mentality is a growing sentiml!fft;liv,;Jlie telii;hing staff within Caze, 
and although it was declining last year, it has resurrected again this sc/Jgol yedi;,\ -, ~'->- <,_'c·L--. 

+~> ---~~~"~:~. ·,:·tJ1;'~fJ:~:~< -•, ' " 
Talent Management and Development Systems: Talent management ~~~veloPR\§"nt s\i!t\ems are in their infancy at 
Caze. The largest staffing change this year was the incorporation of 9 ~t6fe1r~gnal deV(ijqpiltllpt specialist; overall, the 
principal has chosen to largely retain her staff. Together, the princi~li(l<1[1d PDS~~ devef~,i~g a system for providing 
support to young or struggling teachers. The administration h eveldpl;lg a sche~l:!le for iObservation walkthroughs 
and executed some informal walkthroughs, but a system foJ~U' -- , -t~li" ers b~fWeen walkthroughs is not yet 
defined. Teacher support is currently delivered primarily1JS.fthe -case basis. The principal reported that 
teachers have been open to feedback and have begun r!t'' i their new professional resource. 
Despite this positive trend and the initial steps of t_<l!_g~!_ed oughs;c1Jll're is currently a lack of evidence of the 
systemic, differentiated professional developm~(~Vff\'iit'WJll Ca~(l's S-SIP strategies and goals for instruction. 

There are also not currently systems in plac_~.t_·_,_o__ ·_--__ iij11,~t--i--fy- arit!~~"--oo_ ~~jf;;' retention of top performers. The incoming 
teacher evaluation system has acted as aJ:)_ a'tllfijior\iil'§,\ressol•\filr stiiff rather than as a force for driving high 
expectations for teachers. ,{;~;_,,/ '"~~~~~~':>. ·"~t::},, ,A~~~ 

~~' --~"':, ',-:~ ~\~)' 

Academic Systems: Some acaderri'l_c-sy;t~s..i!~~ea;'fi).:l;!e iri1he initial stages of development and are not yet promoting 
'.;/'. ·,;-;;",";.,• <:,,

shared ownership of academj.~_achie\/~!!'en~'!!!l"ongst stll'~ents, parents, and teachers. Cycles of administrative review 
and feedback for classroomsci!W!frf!q;_s a~jusf'fi~ginning, compromised by the busy schedule of the PDS. The PDS is 
responsible for guiding th,e schb~l!i'P-lf~.Jh,peJ~lopment of which constitutes one of the major school S-SIP strategies 
for instruction. PLcs,;Jt.e'clif~p,tlv il'~9~ranytii~topic regarding DuFour's questions and have the potential for driving the 
development, evalua9\m, and r!\~i~iohi'~Icurricula, student assessments, and instructional plans. They will require 
further struct~re)ind 'k_i\9wledge ll~elo):fihent to fulfill that potential. The RTI team has developed an effective system 
for tracking s~ilident data'ii~order tqifacilitate prevention, early detection, and tiered intervention. Focus groups 

I ' _-, _ l-o---1 

affirmed the .!j!f~ctiveness ol'th,ll'~'f'I team system. There are not, however, correspondingly robust systems or 
programs avail~b!"'to prom,ciFe the development of a rigorous, college-going culture among all students. 

It is unclear ;_vliethe~ the PDS is working towards the development ofsystems that can track the effectiveness of 
actions executed as part af the 5-SIP for the development of rigorous assessments, lesson plans, ond PLCs. While 
action steps were noted within the S-SIP and noted as completed, it is unclear how the PDS is tracking the 
effectiveness of these steps. The SRA was left unclear whether such systems (for example - the system to submit, 
grade, and give feedback for PLC artifacts) are a priority for implementation. 

School Environment Systems: School and classroom management systems are inconsistently defined and applied. 
Certain expectations are well defined; for example, all students know what "hallway procedures" refers to, and the 
majority of students conform to hallway expectations with minimal redirection. The PBIS system of Cougar Paws should 
reinforce school-wide expectations, but students understand their in-class management systems more clearly and are 

Produced in Partnership with Mass Insight Education I8 



more invested in them. Teachers reported some conflict between their in-class systems and the school-wide Cougar 
Paws. The majority of-but not all-classrooms use Class Dojo as the in-class management system. More than PBIS, 
what unifies school and classroom management is the use of a Google Doc that tracks low-level behaviors (LLBs). Many 
appreciated the step toward consistency and transparency. There are still gaps in communication, however, such as 
records of administrative action, assurance that four LLBs has resulted in an office referral, tracking of an intervention's 
effectiveness, and visibility of other teachers' LLB records. The principal reported that a new iteration of the Google 
Doc, which will address some of these issues, is ready to be rolled out. 

Focus groups and faculty interactions revealed differing accounts of who could be involved in the check-in/check-out 
procedure. The check-in/check-out procedure is an upper tier intervention that holds stufje.nts accountable and may 
support long-term growth of students. Focus groups did not indicate that other programsd~;i~tervention strategies 
exist to address root causes of student misbehavior and track growth. ' c:,,. 

'·:, ~:':.,,, ____, 
·-~-:=::.-'. - . 
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· 

Quality Instructional .Environment 
How does the school facilitate a collaborative professlontil teaching cUltuf,eife~i/~ · 

Improving teacher practice, and adapting to student.neM5ct /:/:'LC 

Schools operationalize the HPHP 8eqcf_/rJ!!$JftgJltf~~i,{ to 

cultures focused on improving student instruction, diagnosing student learning challenges, and hel 

Curriculum and Standards: PLC observations showed Caze teachers engaging frequently with standards and the EVSC 
curriculum maps. Teachers are familiar with standards but have not yet fully unwrapped them to ensure that 
assessments and instruction are aligned and of appropriate rigor. Opportunities to meet both within and across grade 
levels should allow teams the opportunity to ensure all students access to a rigorous and coherent curriculum. PLC 
observations and classroom observations indicated that teams are starting to take advantage of the opportunity, but 
continued and consistent administrative observations would be necessary to push this vision into reality. Many teachers 
are committed to the Readers' Workshop model, which provides an opportunity for consistency across classrooms and 
grade levels. 
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improve their practice. 

Teaching and Learning 
School operates with a clear 
instructional vision that is 
aliened to the school 
improvement plan, drives 
professional development, and 
is evident in all classrooms. 

Curriculum and Standards 
Standards, curriculum, and 
instructional plans are 
ali9ned such that all students 
have access to rigorous 
standards-based instruction. 

Data-Driven Instruction 
Teachers frequently 
administer and analyze 
results ofrigorous and 
aligned interim student 
assessments in order to adjust 
instruction. 

,- '•, 

'" 
Teaching and Learning: Caze's S-SIP includes instr~l'tional 

'--

gb~s of developing highly 
effective PLCs, providing targeted PD, and implem~~ff- "gor~'ci~)il.nd .~ljgned common 
formative assessments. Administrative actiQps don··· 
goals currently drive school improvemen .  dl!t~•. Th 

·iu~i_vefy.prove that these 
1!9\'d"twet"been rolled out 

explicitly to teachers, although focus ~.. did -~i!iat at PLC~-;.,ere a new priority 
of the school. The PDS had hoped ~o''i efrfa~ thes.0~ .,•iengaging them deeply in 
assessment development, but pert~ly.ed tea~ resist~Tli.e ·r~d him to shift focus onto 
team data analysis and unit ~I~!!~i.ng:if'J:!i~ foe~~~~ partially evident in PLC 
observations, which reveal.ed"te@f.i~~:?Jilo1t~ng ori fftl student identification and the 

.("'+'· ·'o"-\ "-':c-C'·~-;'o •<•-:• 
locally developed asses!jl]tehts (lD~) r'e"<!l:!itee.for the new teacher evaluation system. 

1:-;z: -~:c~~~, -"'"~~0-~"}} 

Beyond PLCs, the 8!lS j;·:> 't\tion -~)j~,5-SIP strategies would also require the PDS 
·~-o:-~-;J•,c:, «::} 

to frequently P!i'li\cla9~ which)iis not yet consistently been the case. While 
Caze administr'i\,i9n has ..~s Eilt)l;j{!Jificant effort in norming expectations for 

classr..o···o·'··~'Y.!~\~t··· ~i'l!J!.~.hs a~~~.'sing'lhformal observations as a means of identifying 
teac.tiiifl'rn nee~"of s-q~gort~ese walkthroughs have been less focused on seeing PLC 
wor~'[E_gardi~g a~.ss~J'ilata analysis, or best practices implemented. The 
i'J)'incips)',re;ji'led ffW,icientified struggling teachers will be working with the PDS in 
taf~ted lfilj!~s. She h-~-g been encouraged by staff willingness to work with and 

-~··;11pi:>r'61!i~jl hilli~·focus groups supported this positive perception of the PDS's energy 
-"·Ji~cfa~i!lfl~~- B8th administrators described positive aspects of Caze classrooms, 
•. ih.Clyding"par~eived strengths in teacher content knowledge and classroom practices. 
·_ :cLi;ie4'i!reas of improvement were conditions for group work, student engagement, 

jij~or, ailt! differentiation. There is not yet a plan in place for addressing these areas or 
f~r)isolating which classroom levers will make the largest difference for student 

.; :al:~ievement. Administrative perception of the current state of Caze's classrooms 
-- should be compared against the Instructional Walkthrough Brief found at the end of 

this section as there are significant areas of misalignment. 

http:i'l!J!.~.hs
mailto:reveal.ed"te@f.i~~:?Jilo1t~ng
http:pert~ly.ed


The PDS has recently invested in training teachers on power standards and formative, common assessments in an effort 
to drive the rigor in dassrooms. However, those activities have been completed, and it's unclear what the next steps 
from those trainings are, what will happen next, or how teacher growth in these areas will be monitored. 

Data-Driven Instruction: PLC observations and focus groups also shed light on Caze teachers' use of data to discuss 
student needs and mastery, which is currently at various levels of proficiency. For example, the Rtl team commands a 
deep knowledge of students, both in terms of their data and as individuals. At the same time, however, focus groups did 
not reveal significant discussion of how data-driven instruction was incorporated within class periods outside of the 
school-wide daily intervention period. Classroom observations frequently uncovered that students were not grouped, 
where not given different work dependent upon ability and skill, and early finishers who 'llQSt likely warranted 
enrichment activities were instead told to independently read. Caze teachers have easy a~1!iJ;;; to AIMSweb and Acuity 
data, depending on grade level, but do not appear to have a formal structure availa .to taai~:t~ the sharing of best 
practices from high-achieving teachers. In the absence of a fully internalized data-di~. ure';!tt~~,ch,'M':t.ocus groups 
were not able to articulate their instructional strengths or weaknesses, nor co!!\~.they'I~~ .,in\J!l~f:!liement goals to 
their own instructional improvement. ·,-,z., '":f.-\ 

f-_C 

When thinking about the culture of data-driven instruction within the' ~agnant from years' prior. 
(;"'"" ' 

Almost all of the staff recognize the power that data holds and its iml!1!>.(!ance, ,Ji!rstand how to actually use it 
to drive decisions (from school-level decisions for school impr ent·' ning i jfferentiation for student groups in 

-""'the classroom). ··~~-~· 
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Instructional Walkthrough Brief 

As part of the SRA process in 2014, Mass Insight Education conducted instructional wa1lkthrciu•chsof,cla:ssriooi'risat 
Caze. During this process, each teacher's classroom was observed unannounced for ap1prc>icirna1:el\r.1<J,2.p n)iO~t~'f. 
The MIE team collected observational notes and scored each. teacher using the OlS wa1l~thrc)µ~:bt(>ol,,11ip.t1~lj_~!~~'~! 
on a five-point scale against the following strands of the teacher evaluation rubric: 

Instruction 

2.1 Resources, Activities, and M.aterials 

2.2 Presenting Instructional Content 

2.3 Lesson Pacing and Structure 

2.4 Questioning Strategies · 

2.5 Thinking and Problem Solving 

2.6 Academic Feedback 

2.7 Knowledge ofStudents 

3.2 Managing Student Behavior 

3.3 Environment 

3.4 Respectful Culture 

Trends across classfo9rns lnd\ip~.Ci)', 

• Frequentf(>sscit.Jris~rciijlW~~. 
of ~qutioesonJaGkc1frla.~~1 


•• Few oPPorWhitl!lsfor~rir~c 

• .Minimal dlfferentJ~t111h ' ' 

• u.nclear kev~olhts •,:{ 
• low rigor;risttvc!l90··· •• 

• Teaf~er·~~1y~ri!qiirll.~f~~j•). 
• pev~jopln« 4.s~,¢f~c~ 


• oevelqplng use otifrir" 
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Conditions for Excellence 
How does the school create the positive school conditions and mfndsets:n11ces,Sq 

HPHP schools recognize that that whateve~ ~ta!;ll!$: · 

Schools unapologetically strh1etoctE!l!~~.~W · 

success. Schools are marked by the ii'irl~t~' 

face as they walk through the schoolhouse door. 


Climate and Culture: Leadership at Caze employs a · . ·&~M!il~ation 
methods to address school operations anq,:;i!" · '''1ii!'fough daily

Climate and Culture "News and Notes" emails from the prin · _,., u team meetings,
Strong leadership 

semi-regular school leadership team. s, bi ulty meetings, postings on communication, regular staff 
and student celebrations, low Teacher Portal and the Caze websi · and .Jtent in ...•. onversations. The 
incident rates, and collective principal could articulate a plan fo ing bcftl];urgenf\lild non-urgent 

._,,.~

ownership ofschool rules all communications to staff. A · s gro~nd observations, her 
contribute to a positive school communications are genJ!Jil!lly path€tic to staff concerns. Given focus 
climate and culture. group reaction to extel'ii{'l"'bodies · •. . , however, internal school 

communications have ii!lt.dol]ltll!n adi'!li!.uate job of dispelling staff anxiety regarding Shared Responsibility 
Staff members are committed EVSC and TZ ~fp~jC']~;i~.,:~i~t~1~ c:-fi)~.
to their work as professionals 
in pursuit ofschool 9oals. Student CJ!lebratl~s, impl~~d·W~iors, and an increase in collective ownership of 
They hold both their fellow scho~~f~Je;:.~-~~ld0~,contr\iiiting to a positive climate and culture. Morning 
professionals and students to ann!!illltement5!\!J.cludec·~.hqjj)'-outs and a recitation of the Cougar Creed. The school 
hi9h expectations. ilcl~o-dll~J:ira~.~ stUlilJj!.{'t~-~JlJl6ugh Cougar Paw incentives, class incentives, and monthly 

as&~tnbll.' !!tudentJ~nerally reported feeling safe and supported. Common area Stakeholder Support 
~- maill:~.s yed coll~ctive expectations, and school environment observations Staff, families, and community 

:";:~f.1"11_\lllJi-· '· bers referring to these expectations. Despite these positivemembers unite to support 
student success and school --il\qica& ever, staff members unilaterally raised concerns about high incidences 
goals through clear ·-..of~lscipline issues and indicated belief that behavior constituted the root cause of 
communication and active ·:~S'\'~'~J~.ck of improvement. MIE classroom observations, similar to IDOE observations 
involvement. 

f~o-1" last year, did not support these perceptions and beliefs. This misalignment in 
_s,ti\ff belief regarding student behavior is damaging. Furthermore, positive narration 

---------...-----JI- -Within classrooms is minimal -classroom observations often revealed teachers who 
-_- _ f.~ attempted to use positive narration but to mixed levels of success - indicating either 

poor staff ;elatlon~hfps with students or a lack of respect between teachers and students. 

Shared Responsibility: Lacking from focus groups' concerns about behavior was awareness that high academic 
expectations could have a positive impact on behavior. Few focus groups spoke to their role in school 
improvement. Staff focus groups uniformly praised the team culture of the school but tended to frame it as a 
team suffering together rather than as a team striving together. Focus group language raised questions about 
staff mindsets regarding all children's ability to learn and their own responsibility to promote learning. Some 
focus groups expressed concern that staff members were not always on the same page. Hallway expectations 
are clearly set and largely upheld, but classroom expectations-behavioral and instructional-vary. Impromptu, 
informal meetings allow for real-time strategy adjustments but do not facilitate proactive planning and increase 
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the probability that concerns will remain unnoticed or unaddressed. The administrative mindset of being "the 
teachers' principal" has meant that teachers feel empowered and supported, but it has also detracted from the 
school's capacity to be united in the service of student achievement. 

While the implementation of grade level goals holds promise, if teachers do not build a practice of reflecting 
upon their own practice rather than the circumstances of specific children in data chats, goals alone will not 
drive the behaviors that the Caze administrative team seeks. 

Stakeholder support: There are multiple examples of staff members going above and beyond traditional job 
responsibilities, as demonstrated by high staff involvement at family and commuQJty events, the proactivity of 
the support staff, and the initiative that staff members have taken to draw in new't~wurces from the 
community and business sectors. The school regularly and effectively invitiw~f<irnily ~'n~ccpmmunity 
participation. Current methods of outreach to parents from the school andiijt'~ classi,P0m teachers include 

;• 

grade-level nights, Facebook, automated calls home, school marquee,;EJA bu 
- • ''"''" ;'[-;,c,c 

fl\i~ffeport cards, 
and agenda books. Interviews indicated that Caze is poised to stra - i2!fOv,ali 
promote school performance goals and build a culture of high e atio~§lf-0 
beyond. What may be more important is whether the entire . t · ff r~'· . hat an asset such family 
and community involvement constitutes. With some notabliiliiifceptio .~urren .... f perceptions of students' 
families are instead largely deficit-based. In some cas~§,,J;J'l_e W-~Y'ill whicWl~J![lilies and students were referred 
to by all different levels of the staff left the SRA f~lllL~li!a.~:~ho'h the oUllding lacked a "No Excuses" 

· · 

culture. 

-; -".. 
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Strategic Allocation of Resources 
How (foes the school create the positive school conditions ond m/nds<!t$.M£i1S~qfyJ 

School strategically targets resourc~s.(!!.~4'1Ut1ij'········ 
and goals; treats resourtes'flexibly;'and'ii\ii'ifd'~"lfi 

/f-',,
"\-;;:-"' 

Caze has made significant attempts to allocate its 

''·, 

urce~'stl;.ai:egically. These 
Dd ti!"ifuoohigy.

-.,. ··:,cl,r72:"' 

for students. Intervention time, on the other hand, was valued and seemed to be successfully integrated within 
all classrooms. PLC time is designed to accommodate both vertical and horizontal work between and within 
grade levels. PLCs are focused on topics related to DuFour's defining questions of a professional learning 
community and were observed developing LDAs for the teacher evaluation system and identifying watch lists of 
RTI students. Expectations for vertical PLC meetings are less clear than for horizontal meetings and neither is 
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Use ofStaff 
Leadership strategically 
places staffmembers based on 
their performance in order to 
address.school improvement 
plan priorities. Roles and 
responsibilities for each staff 
position are clearly defined. 

Use of Funds 
Leadership continually aligns 
the use ofavailable funds to 
school improvement plan 
priorities. 

Use ofTime 
School schedule focuses on 
core subjects with 
opportunities for student 
interventions and enrichment 
and for teacher collaborative 
planning and professional 
development 

Equipment and Technology 
School supplies, equipment, 
and technology directly 
support school performance 
goals, including through 
personalization ofinstruction. 

resources include personnel, funds, time, and equi 

,:_:).. 'C: 

Use of Staff: In a major strategic decisio eilliln~ipaF a'Fii!e:vi~wed school 
needs and chose to bring in a professj evelo~~en alist (PDS). His specific 
roles and responsibilities are curreAt Vc e~ on pa~~J!hlfi,)lin practice. In exchange 
for a PDS, the school lost two instrlf~jgnal as nts arii:lia coach. The PDS role 
accounts for many of the co "bilities: fill the gap left by the lost 
instructional assistants, rru!~n ipal as gned all staff members to 
intervention groups, a,$-,~ge w :-~;. _ , minimal agitation thanks to the 
school's team atmospff"',,an~~tie s~rt an training available for interventionists. 

;:,-=-,
~;-'2~~:: " 

Similar resour,,~fnge_ri_ ·:~2.t bfl!fl!) applied to the assignments of classroom 
teachers. <:~Sach\~ are ge '"" lf~~~lgned to grade levels and content areas according 
to the~-gref~~nce'f'1!lher th'~1/ according to calculations of maximum impact upon 
stuqgtf!S. Teatilwr focl)~..gr.Jps reported that they have been granted substantial 

~"· ;<~-• c~=>, -~~~•, 

~-uth'l:lli!}' by\pe 1*11'1,~ipli~r decisions such as departmentalization and adoption of 
Re]!pers\l;:t!'l~'WriterSl~ll)iorkshop. There is no evidence that these decisions are driven 
by-l:fat~ ofli\i;~ntionallY'aligned to school goals. 

~:~~~~~-::- =,- .'_,,<~:~,. "\~ts)
-,~i):i~e'ofil!!.i!~ ifl~ new EVSC compensation system means that teachers will receive 
,'.!,,. dlff~tentiatetl pay based on performance. There are not additional school funds 

•'i\tacffllild to attracting or retaining high-performing staff. The school celebrates the 
~ffprts"Cif the PTA and individual teachers to acquire grants and use money 
tf~ughtfully. There is no evidence that data is used to specifically evaluate the impact

·"-"';':1
'2coffund allocations upon progress made toward school priorities. 

Use of Time: The schedule was revised substantially in preparation for the 2014-15 
school year at Caze, with the result that it now includes daily PLC meetings, daily 
intervention time, and an overall extended day for students. Staff focus groups did not 
indicate appreciation of the extended day, instead perceiving it as an added challenge 



yet honed in on improving teacher practice. In acknowledgement of the school's departmentalization, there is 
also a regular staff meeting set aside for all content-area teachers. 

Equipment and Technology: Technology is widely used in classrooms and teachers generally reported having 
enough supplies, materials, and equipment. There is some evidence that teachers are strategically using these 
resources to personalize learning and drive student achievement, but also observational evidence that some 
technology practices are stagnant. One focus group spoke about using technology to give students more 
exposure and practice opportunities and also as a way to provide instant feedback. Focus groups did not refer 
to the materials or innovations available to them for enrichment. 
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Readiness to Learn 

Caze Elementary has implemented some changes in the 2014-15 school year with effects on safety, discipline and 
engagement. For example, the school's work in setting expectations at the beginning of the year has yielded safer and 
calmer hallways than last year, and there is a common understanding evident amongst bQth students and staff as to 
what comprises "hallways procedures." Students stated that overall they feel safe in the stl'IC!>gl. Similar to last year, 
however, a large number of staff focus groups cited behavior as a primary concern ~~li\-~ssertii'a'tbat it compromises 
teachers' ability to teach on-~ask students .. Some teachers acknowledged that it is a i~il!-~~~~p bfc_~~i_9h~lyer" students 
who require the most attention. Students interviewed also noted that some st!ll<;!ents b~)heof\t~l~edqut, and/or fought. 
Some students linked misbehavior to workload: students 
acted out more when teachers assigned too much work or 
work that was too boring. Overall, students gave mixed 
reviews on the rigor and engagement of their classwork. 
A slim majority of those interviewed asserted that their 
work was easy and fun. 

Multiple focus groups highlighted a new Google 
document for ow- eve I e avior (LLB) recordI I b h s asi'-~-i'cV•¢..,. 
school discipline strategy. Teachers may add L~~~~li real~~-
time, while the behavior interventionist is ch,arglffl>with - 
monitoring the Google Doc and intervenjng,~pre'c·.~-.. 
students reach the four-LLB thresholdJ~atwili'ii\J;ult irr;•r\ 

.d°' ~- \\£•'Ye-· 
.c~-_.. -;_l-, \~- •.-· 

"Ha11..@F"Rg?cedJ~~~£ at~:i;nagic words at Caze. 
Sch6iiJ;£nvirdn1iJl'nt ol:is~ry'ahons revealed several 

,if!.>\<Jncei;if] whi2hl.}t(Jff m-embers could simply say, 
-,1Rifj/'Wa¥;~~4;;~dur~;,, to a class or individuals and 

'R,. -•.c.,~;T;e;.:~<'~, 

see-'ifnjmm1!&mte effect. Even more noteworthy 
.eo '"'' -

,,f,p was'fh,e high percentage of students whoc"' ·-·" 
<~'tpoinJ~ined halfway expectations while walking 

-. '''!!'.icth~ough common spaces on their own. 

-, 


if! 
i -:-_,-:·' -./; ,,_ '< ;" -:-,,,. 

office referral. Focus groups reported'ri'li~ed ~p[nio~~pf ff\~oogle Doc's perceived effectiveness. Administrators 
appreciated the early identificaticfri'ard p~~R'!ille inte~ention that the form facilitated. Multiple teacher focus groups, 
however, expressed concern.that th~y!~pule!Z~,11,ly enter data via a form and could not see what other teachers had 
written for a particular stud~nfori•a,givi!i\;day:"fMoreover, multiple teachers voiced frustration that it was unclear what 
administrative actions,occytred·~~;~cf~sql)t~f1)Ji~iV'Google Doc input, including what, if any, consequences students 
received for frequen(9Tse~er~J?~-~~\ier i-nfrgi1tions. 

\-:-:~ ·~.:-\ 
,_ -~ --~-" 

'. ' . ·=-.. :-~~;.=.:·· --

- -Although virtually all focus groups cited behavior ~s 

an area of great concern for Caze, hallway and 

classroom observations failed to .find much . -- ' ' ' - - - ·-' -' -- - -- -- -- -- ·-· ··- ---- ---

Administrative interviews revealed conflicting accounts of 
which staff members held responsibility for addressing 
behavior infractions across various tiers of students. Some 
of this confusion arose from the medical leave of the 
behavior interventionist at the beginning of the year, 
during which time the PDS took on some discipline 
responsibilities. With the exception of a check-in/check
out procedure, focus groups did not indicate that there are 
programs or intervention strategies in place for addressing 
root causes of student misbehavior and tracking growth. 
Several teachers echoed concerns of whether 
interventions are meaningful, reporting that students 
return to class after time in the office with little evidence 
that their behavior had improved. Some teachers felt that 
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sending students to the office is helpful for removing students from the classroom and providing a space to cool down, 
but that it is largely unsuccessful in long-term behavior growth. 

Caze has a variety of PBIS programs, which are implemented inconsistently across grade levels and classrooms. Some 
teachers reported regularly using Cougar Paws to reward positive actions, while others did not. Students can receive 
Cougar Paws for demonstrating positive behavior either in the classroom or in common areas. Some teachers 
enthusiastically carried Cougar Paws with them at all times, reporting that the visible Paws motivated students to exhibit 
positive behavior. Most grades use Class Dojo to record and reward student behavior within the classroom, although 
the fourth grade uses behavior binders. Students reported being motivated by Dojo and could precisely articulate the 
positive or negative consequences related to points earned or lost. c 

Caze has an especially transient student population, with a reported one third of stw:j~rts turilibg over every year. 
Nevertheless, as a school, Caze demonstrates a strong commitment to parents and ti!ijifnMQ_ity, -ii-$yidenGed by the 
active PTA, a school social worker who spends an estimated 60% of her time O!). amil{ ---- nt~~~iTiultiple 
partnerships to provide wraparound services to students. An estimated 7!M!IP' . s --,,11,,~;;ents, the majority 
of which are free and advertised via Facebook, automated calls home"?~~marq ••fL, \0,ulletin- board, and flyers. 

r:;~., '"=;"· .·.~~~:~ ·. :::,.-~~:,. \) 

PTA-sponsored grade-level nights connect parents to their children'S't\!.~chers-<tl\)g_are wel!!>'ttended. One interviewee 
hypothesized that families feel responsible to attend, or perha, .-are p~s)i~d -~(;~. 
to do so by their children. Teacher focus groups at large di~,.(m lli~!itn~-> ln}the 2013-14 school year, the 
grade-level nights as a _significant lever, but did report t?.~~Hey r , liM~-;·,~, , PTA and Family Engagement 
parents about academic assignments and behavior via ag~p_da b941ks, · .;,ime · team held 19 events, attracting 
calls, and conferences. Students reported that theiMINerifS!~ about~~th 

< ----------- -.-.-. ~ over 3,000 people total. 
positive and negative school happenings via re~oi;J'!'cara!lj'~f;i11:1,!1~oo,~2f•Yisits 
to the school, and student accounts. 'C0. ·•,p. ·-~';;.;''' 

"' <;·:~:~~':,,,. ···->~~=·::-,, ''\~) "';'•7'' 

Focus groups identified a number of s;w#elit n~~-·- d\ii~A_nt<;jewee stated that the greatest student needs in the 
school were connected to uniforms antlc(ood. JhfS\t~ar·~~a~~'to-school bash provided school supplies for every student 
in attendance. Caze benefits frorrf:ttie sli~R. - li~romlJnity partners, ranging from the AARP Experience Corps to 
the YMCA. Some of these pa~t-~ers p~~'!id~-- dual iri''tlass tutoring for students, while others provide community-
partner events, like the YMCA~fl~~ltb. irirtiJ!\iv ght. Last year Caze began operating the Cougar's Closet to provide 
uniform and emergenc_y~~lgthi-rl"g·~i~IStan~~~m_rsfilllents. The Cougar's Closet was accessed over 700 times by students 
and families, and 50 $)iclitiiS;itilmill~-s, ana"\l\:!lrnmunity partners helped to set up, organize, and maintain the program. 
The school social wofJ!'!'r is the ·rffii.i,n pi\ljqt person for the Cougar's Closet. She spends an estimated 40% of her time 
working with sJ_@ent~(~qd famili€~~prolttCling supports and connecting them with community resources. One 
interviewee sflli:ed thaf!tle.social -i/orker, the behavior interventionist, and the counselor are the three primary contacts 
for students iiltQ socio-en1atfe>]1~r'n~eds. other focus groups disagreed on who was responsible for student supports 
like the check-iil;lcheck-out intervention procedure. Some stated that students could choose their point person for 
check-in/check-oGt~l;lllio.d~~ers stated that the behavior interventionist was the default point person with a few 
exceptions. Focus g;outfs'lliso disagreed on how many students total currently participate in check-in/check-out. 

Teachers highlighted that students need mentors and more relationships with adults at school. Many staff members 
described tension between the school and students' home lives. Some used negative language to describe families, 
including references to students as "drug babies" and parents as "thugs." Multiple teachers expressed disappointment 
that they could not spend more time building relationships with students due to being distracted by behavior 
management. Most students reported that they felt they had an adult at school that cared about them but not one at 
home. Teachers are in the beginning stages of building student ownership of learning; they referred to student data 
conferences, while several students could identify their reading level and academic goals. All students interviewed could 
identify personal goals. 
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ess to Teach 
- ·~·::-

Staff morale at Caze is mixed overall, with teachers feeling a combination of support and fatigue in their work. Multiple 
focus groups described Caze's staff as collaborative and "like a family," while at the same time admitting feeling 
overwhelmed with all of the ongoing changes and inconsistent communication. Teachers reported that staff work 
together during planning periods and PLCs and that the building has a "team culture." The principal expressed empathy 
with staff struggles and staff focus groups appreciated her support. Most teachers did not readily volunteer the school's 
vision during interviews, indicating that, although the school has a vision, it has not been ft!.llY internalized by all staff 
members. The school also recites the Caze Creed every day in morning announcements. si'&it!l,nt success is celebrated 
through shout-outs in these morning announcements, as well as at monthly studen\i'!ll~tebratiil"iii'J!ssemblies. 

'·~~~,,~~t{~"'~·, ',---.. 

One staff member reported that designated PLC time 
was a major success in the past year. Multiple focus 

groups cited PLCs as an accomplishment and potential 

tool to drive student achievement. The new schedule 

allows for both horizontal and vertical planning in most 

grade levels. Teacher opinion of PLCs' effectiveness 

was mixed and some were unsure of how to use the 

time most effectively. Several teachers reported that 

vertical team meetings felt unhelpful and that they 

would have preferred to use the work time differe 


Some teachers also reported that the exten,g~ 


schedule and new PLC design is overwhe .. ilf 

with responsibilities and work. Sever ·'"ch 

described that their overall workload 1 • 


especially compared to their peers"l11s 

levels of poverty. Teachers e~p[ess~'Ci\fg,eli~~J.<hausteJ'' 

by all of their competing res~-~~fllititi~s!~ne'\!).,, 

interviewee stated thak~hi~.ye~'f\~s"l§lil;l]li~g oif' 


her t!iiil"";ir, 
. 1.llct\lith lo;)l@n,, 

Teacrr~{snave aslg~iflcant amo~nt oftirrleto plan· 

and work with colleagues to share best practices for 

student acllievern.ellt. However, classroom 
g_,~p.~~Jll~\o,~ .. · .. ·. .·• .· ~-f~~pi~J\T~ Is y~t 

everyone." Teacher5•\i6iC:eil••ffl!:J:t>e~Qnce(mer uncertainties with the new teacher evaluation system, adding that 
anything affectin~th~lsalary i~;~th'l!i).i;,ofessional and personal apprehension. The locally developed assessments 
(LDAs), whicht~llHl'lrmt~.~asis for'\(:leir evaluations, were perceived as a priority, both in PLC observations and in 
teacher focuS)llfoup intelVJ\lc\llS. TIJ~e was an emphasis placed on ensuring that assessments were standards-based, but 
many teacherk(e~pressed fr.fstlOO!Mh in aligning the EVSC curriculum map to the requirements of the LDA. There is a lack 
of clarity regardii1iiJ:iow LDl,ll; affect special education students and the evaluations of special educators, with little 
reported commuriitati9n-fnl;!in the district or state around this. 

PLCs, professional development, and 
FOcus groups and interviews yielded generally positive feedback fo-r • academic support for teachers fall under 

the purview of the newly created PDS 
position. The PDS has also completed 
walkthroughs with the principal, serves as a 
liaison between teachers and OTS, attends 
Rtl meetings, supports the afternoon 
distribution of medicine in the nurse's 
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absence, and other tasks. Various focus groups and interviews described the PDS as a "go-getter" who takes on 
additional responsibilities wherever he perceives a need. The PDS reported not visiting PLCs or spending as much time 
in classrooms as he wanted, given his busy schedule and the shifting needs of the school. Although administrators noted 
concerns about how the Caze staff would react to a PDS, teacher focus groups overall referred to his presence positively, 
citing his role as one of academic and data support. 

Caze provides several opportunities for personalized 
While few staff members at any level raised 	 instruction. Teachers are conversant with the principles of 

data-driven instruction and mentioned using a variety of concerns about the quality of instruction, 
strategies in the classroom to personalize instruction, including 
small groups, centers, and differ~:i\tli!ted questioning. They 
reported administering pre;;;i!nd poifll:!tsts using Acuity. There 
is a daily school-wide 40-,,;fQgt~j~!erv~~,ien b!qi;k to target 
students' needs in S"!'i!ll groU~~. Teil>liers''h:~~iViiccess to a 

.~,':'±_ ,.--; •'"'''-~-c·· •:--· 
variety of compu~pf1i~ms,'1~$f6Ft~!~ing students' levels 
and for imple'J!4mljng Rtll~~rve~tons. lnstructionalists 
leading inten7l!ll'tiBi\iigroupsd~mo~lrated deep familiarity with 

!'f"'-'o 'i~~' ,,,,,-.. ~ 

the various''lq~~rventl~~\l'rografrl)!;approved by EVSC and could 
spea ntly'lii!IQut wh1'11~j!rogram addressed which needs 

most fully. Intervention groups run on 9-day cycles and be,&i\n ~ ..ttwo we@ks of the school year. In recent 
years, Caze has departmentalized in grades 2-5; multiple _,he , -'.!: .: .. his change allowed them to specialize 
in their subjects and better understand students' specif s a . >area;·1ffii!rowth. However, little was observed 
or reported about attempts to enrich lessons and R~~¥.!£ie'a al opfll\);\;µnities for gifted students. Students 
reported frequent use of technology in the clas~~~i'l1:"5"Jll nts ~9,ul1l articulate specifically what purpose the 
technology served. They also reported freq~en ing d' , . '.:. ~~II groups. The school has one ESL teacher who 

[::-'>. c·;=.f\ "·.f.O';·,,· 

splits her time equally between ESL supp9rts:ll!Jd ESL-sp"fic reading intervention . 
./"st~ ·.,;~\, -~:-. 

A Response to Intervention (Rtl) tearrifi!\eets w~~tti~:to ~: dent 
progress in interventions and ensOf-!!. th~li1$:t!Jiililt n~'!!)J~,are met, saving 
their results in a shared Google Doc:'~QJ)e iiffrviewee ril'Ported that 
teachers individually develo/l1wiiti;_i:\ H~t§ij)J stlilt~pts based on benchmark 
scores and progress monitori~g!t1fffi~\<'d~%1ot oil!ierve appropriate growth 
for a student, they re~0hime~'d,th7~t\Jde~fti\ithe Rtl team via their Rtl 

1-"=·:I '-·~~·- ··-,0'·:
grade-level representaJive. The<t~~m·~_psequently examines data on a 
weekly basis ~9•~i!terih_l~ if studEi~t~ sho~ld receive Tier 11 intervention or 
continued Ti£1,N differentl~\ipn. St,~.~ents who have already undergone two 
unsuccessful irnterventions atl!lretiommended for Tier Ill. All intervention 
groups and rel~'v)~~~ studenhd~t~~re recorded in a shared Google Doc. 
Groups may change'ata'1Y>Pl:iint during the year. 

Fows groups, PLC audits, and Rt/ 

team observations all indicated 

that the school's Rt/ system takes 

advantage of the staff's deep 

knowledge of Caze students and 

similarly strong knowledge of 

possible interventions. 

Multiple focus groups expressed concern about subsets of students and teachers within the building. Interviewees 
reported that conflicts in scheduling have required special educators to pull out students instead of pushing into general 
education classrooms, which has caused anxiety. Staffing was also reported as a concern for special education, with 
several staff members expressing that there were not enough teachers to teach the increasing number of special 
education students effectively. Meanwhile, some focus groups reported that music, PE, and art teachers face additional 
strains on their workload and may appear isolated from the rest of the school community. There is no opportunity for 
related arts teachers to have PLCs at Caze and, although they received direction to form PLCs with other district special 
teachers, there does not seem to have been explicit communication about where, when, or how to do this. 
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Professional development (PD) is mixed at Caze. Administrators reported that they identified teachers for targeted 
support based on informal observations and an analysis of "will vs. skill," such that identified teachers were the first to 
receive informal walkthroughs and suggestions for improvement. Some teacher focus groups reported that they had 
experienced informal walkthroughs from administrators. Other teachers stated that they had not received feedback or 
observations from the administration in the first six weeks of school. One subset of teachers reported that school 
leadership walkthroughs and evaluations were less helpful than specific feedback from EVSC departments. Given the 
recent change to departmentalization, some teachers felt that they only needed to receive PD in their content area. 
Focus groups also reported wanting PD offerings to involve more of a dialogue. Some teachers did not like current 
approaches to providing PD, including online sessions and "train the trainer" sessions. They expressed a desire for 
meaningful, in-person PD. Overall, some teachers expressed concern that professional d~y~lopment (PD) was not 
meeting their needs, but other teachers reported appreciating the plentiful PD opportunit'l~"Staff members had 

-.,""~ 

difficulty identifying their instructional strengths, instead listing strengths in addresW.ill.studen~,.~ocio-emotional needs. 
"{~.,.~~t~C:-~. •, -\~. ./~_;;,, 

Although teachers have the opportunity to serve in multiple leadership roles in th ·nci'tiki!l\Ji on teams for 
school leadership, Rtl, family engagement, and PBIS, focus groups did not r . ,;~vision or unity 
toward goals for school improvement. Staff members did not mention visio~. Most Caze staff 
members were unable to articulate the school's instructional vision ~ri ·. o ..!;.One fa· p identified differentiation 
as a school focus. The administration, however, has professed a clelfll;l!i[ecticiW~~l Caz~' ·..; p;ovement, as laid out in its 
S-SIP, and mentioned referring to the S-SIP regularly as an anc .. Thi?~ ·on is ifi~li!\I' process of being rolled out to 
staff, including through faculty meetings and eventually in P.~C . •r, few t~hers described the school's 

/"iO~\ -

challenges as their responsibility. Overall, staff was relu~i;liff to . me .1 ownership for student achievement, 
blaming tension with families and students' home lives.~:\'h. ,.,, ·-~ ~) 

""ttN0t1J;i ;;::::\,.

·""?'""··· --"~, 
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16. 
.·· ·Reaitiness to Act 

The principal at Caze exercises considerable resource authority over staffing, funding, scheduling, and programming. 
Focus groups reflected this authority and also revealed some administrative attempts at resource ingenuity, with 
inconsistent results. One major innovation this year was the addition of a PDS in exchange for two instructional 
assistants and a coach. To fill the roles of the instructional assistants, the principal pulled staff members across the 
school to run intervention groups during the daily block, including non-content teachers and support staff. The PDS job 
description, meanwhile, incorporates many of the previous coach's responsibilities. Teacl\e.(s reported that the PDS has 

''-•';,,, 

been a great support and already begun making an impact within the school this year. How~~.r, it is uncertain if his role 
is clearly defined and strategically aligned, and focus groups reported differing opin·"" ver ~f!it'r.e.sponsibilities. One 
focus group mentioned that the PDS was the academics point of contact, that the Be erJ~~~~?Jll~t:was 
responsible for LLBs, and that the principal was in charge of the school overall~ larg ,~olmerns. However, 
another group reported that the PDS was responsible for programmatic i '• a~e · :.;. · 11'8\"administrative. Still, 
another interviewee described that the behavior interventionist was r .. ble fot!llier II : d Tier Ill interventions 

' ·--··" '"""'-" 'i-.,..
while the PDS handled Tier I students. The PDS reported that some,tl!ac erS'~{e stilr'li!JF~.~$ about when to refer to 
him and when to consult the principal, mentioning that the twoforw~estill,~etwell'il themselves. Additionally, 
some focus groups and interviewees expressed a desire to ad - tafij;i;laiminif'll;J~t there was still not enough 
coverage in key areas like special education and socio-emql!!liJna '-'f~i'~udents·;· 

~-~~,c.;:·· ·c·~e, --,-~~-~i~£~~~} 

Regarding teachers, the principal has the authority to as .~qnn.;i''1!11~ ··~==,,..-,,----~----
programs. Both the principal and staff focus gro. ·11aw mucl1"'c · staff.focus'gfouiis celebrated · 
she listens to teacher input and how strong tea he their ability to influence 
building, with teachers serving on the schoq. 

programmatic decisions at Caze
family and community engagement tea'lli»PB etween 

J¥lthoyt ~~f!plylng quantitativethese teams and the various administr"®l'>h, a , ays clearly .--, ,••-c"·,· 

housed. Focus groups and interviJ~~·lH!;!i,~at~~,!'\h . pal has 
largely allowed teachers to remairN@Jhe·· · e·Jeve s· content areas in 
which they feel most comfol(l,iJ£Je. T~~~ ye also driven significant 
programmatic decisions, inclO'i!!!iWt, ~talization of grades 2-5 
and the incorporation,Q.fCReadei~~;ll ,w6.rkshop. It was not 
evident what quanti~Jff~~ lati!<~up~°ilfted- t 

\._J :;:j,, \:}·· ... 
-~:' '·.'::\ ·,~_~'_, '-\__:-..:, 

While celebra1tiig theif;ygjce in s~h~ol affairs, many staff focus groups also 
expressed tat\~e at the ·ro.q~Ji~t q~~sponsibilities they feel they have 
assumed, begg)iig for more tlme~to.plan their lessons and focus on their 
classrooms. Th;;''p_r,incipal ~Ii.~ attempted to alleviate staff workload by 
holding leadershir/ir\ii.~~JJ!l~:iess frequently and replacing them with task 
emails. Other internal communication methods include daily "News and 
Notes" emails from the principal, weekly student support team meetings, 
bimonthly faculty meetings, postings on Teacher Portal and the Caze website, and frequent informal conversations. 
Most focus groups were satisfied with the effectiveness of the communication systems, although one focus group 
reported that not all systems were being used well. There was more consternation about the clarity of communication 
between the school and the district than the internal communication within the school. 

In the past year, the principal changed the daily schedule in response to perceived need. After a district-wide initiative 
extended the school day by 34 minutes, Caze carved out a daily 40-minute intervention block. During this time, all 
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teachers and most staff members lead small groups of students in targeted intervention programs. Some teachers 
reported enjoying how all interventions now occur at the same time, as compared to previous years, and most focus 
groups described this intervention block positively. The day was also extended for teachers to provide time for PLCs. 
However, even with this additional intentional time, focus groups reported inconsistency in professional practices across 
the staff. One staff member described feeling like few people were on the same page, even within teams, especially 
regarding planning and proficiency practices. Teacher focus groups confirmed differences across grade levels, including 
in areas of behavior management and curriculum choice. 

Caze has access to technology, although focus groups expressed that it could be better used. Some teachers requested 
additional technology resources, while others asked for better training in how to incorpor,~.~e it meaningfully. Subsets of 
teachers reported lacking adequate general resources and requesting additional books, seat~,.computers, or paper 
allocations. Several teachers acknowledged that the school had run out of copy pap!)r.in Sepftl'mber and it was not 
certain when supplies would be restored. However, other teachers acknowledged tfl~fi-ii.l~J;ioug"fil~A~Y SP'!ld always use 
more, they did feel as if they had enough resources, both from the school andJ1~m cci11hecfl~~t E~jj;c

"'{1: .-;.;-~:~'"~.,_. \~,~~~sr~~~,-;:-~: _._,, 
The PTA and family engagement committee provide a strong example of~~~munlil'" ·on;li~Ji,aboration, and resource 
ingenuity for the rest of Caze. Focus groups reported that the two g£-~hps Wl!\~,~-~oget ;,~Y to examine data and 
make strategic decisions on events and outreach. For example, the P'J1~ noticea~at fam :Y+members were more likely 
to attend on-site events than off-campus ones, so they now hqJjj,J;nore~\ nts ad~;:.~chooi. The PTA also seeks to 
diversify times for events, expanding beyond the evening ti ~11'0,fi;frti~ to attract families and caregivers with 
different work schedules. In support of their commitme. ·· reacl!lil)g milies as possible, any notification is 
sent out via at least two different methods and often m . Knowing1h_at t e · 111 receive more support with a positive 

<,-·~ "·;;::.;:;,,
image, the groups proactively creates press for the..:;,i;'1o ·a mes!!(l!~ of being a community-focused school. 
Finally, as stewards of their mission to provide f<1lfffif~'1~ .:.,stud~.QJs,.interviewees recounted careful calculations 

(:~,-,- ·. '···;ct; /.,,.-,-.

of how much to charge for events and how t_hey'~~ye secur -ITi!!i:r.i~hd organizational support. One interviewee 
identified strategic community partner aligrl~[lt wi~J;i then. s onlle school as an area for improvement. 

,,_,~~}; -,~,~~ts~,_ ---·~:~~'.._,,_j'.~~r 
.,:-~~ ;-.~::"?: 

. ',., _,:_··~~:-
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Recommendations highlight Caze's dominant areas of growth - Quality Instructional 

Environment and Conditions for Excellence. Although the ideas generated below are a 

starting point, MIE welcomes the opportunity to further brainstorm with school leadership 

and the OTS to make adjustments to the school's S-SIP to strengthen focus on this area . 

Develop instructional focus to unite staff around specific academic goals ari.fcstrategies. An 
instructional focus, as defined by the National Center on Time and Learning;:~~rve~ multi~~ pur~oses: it unites 

• faculty members around "a clear goal in one area, learning to work together fo\ftr~ng\hen'l'1struction and 
improve student achievement in a very targeted way."1 Caze has al~~~·~ydorni'much·of.thg preC:work for an 
instructional focus through its SIP, but teachers have not yet inte~i(a]ized t~e.ir rofa,instrehgfhening instruction 
such that students achieve. Engaging in productive school-wide'~~~~-.analy~ls~~q.id'e~\ify student gaps and adjust 
instruction accordingly in strategic and lasting ways would shitttmth st~ff mind~ets a~'d student outcomes. The 
data-driven instructional culture (DDI Culture) must start with'~l:J.als bufaju5t tra~\;°fate to how those goals 
change teacher practice and not student action. Furth'erfu~rn, iti~·~ practfo~t~at must start at the leadership 
levels first (with a clear focus on outcomes related-fQ acti<Jhstep}ni'.)fed in the S-SIP) instead of a focus on 
implementation metrics. For Caze to break aw~ycfiom its cil1tur~-afri6f;\pliance and checks, it will require an 
intent focus on outcomes (both short and long-tirt)iJ,t9.,drive fli'i.wocess instead of the reverse. 

,/~":i:.'..:_'.::-~ 
- -' --- ~ ·.-·.:~ 

Focus PDS time and energy on academ.···.'.i~~o.a·-·1-s an'd~..~..·.-.".t~~~tJcto ensure implementation of 5-SIP strategies 
and instructional focus, non-acad~m\~gistr'it~~ons to~,~e PDS'should be removed and his ti~~ and ene_rgy• 	
focused strategically on what ")''JI dr1vec~,h~nge.t11das~oms. Current roles and respons1b1l1t1es are fluid to 
allow for flexibility, which spejl1\5 well to 't111il'.corii~.!~~ent of the administration, but it has come at the cost of 
un-sustained attention to,•dassfQi>t)'l walkthl'o):!ghs-'alid PLC observations -the very levers identified in the 5-SIP 
as instrumental to school i-r,{l!r()vem~(it. Furth1'rmore, this additional time will provide the opportunity for the 
PDS to develop a trulyjeng,tert'i)·,p_laAl~r,academic intervention at Caze that outlines what, when, why, and to 

. -.". -';----_ --c ·.-·--,, ' ;~ 

what end will happen: -T!1[sae~der1J_i~ visl(l11 for the school must be developed in its continuum similar to the 
long-term plijr\:fiiraTI_y,~la~r9omas[t;will allow the PDS and principal to connect larger questions of 
intentionalitflo the bigge_r planJnstead of just assuming teachers will realize how the parts create the whole. 

~;, '' __:_-., 


\'"'" 

(:: -- ' 	 ---'.~·._ \~\ 

Encoqi'~ge data:d~iv~n insti_Lctional practices to improve teacher reflection and student outcomes. Using 
classr6~rr observationl:lebriefs, PLCs, and other faculty interactions to dig into standards and data analysis will• 
foster a sfiijred responsibility for achievement amongst staff members as they confront why students are or are 
not learnirig,>A~te_~c'her practice develops, not only should academic achievement rise, but one would also 
project be an improvement in student behavior: students who are engaged in rigorous and well-planned lessons 
are less likely to require disciplinary action. Data-driven instructional practices can be communicated through 
PLC expectations, modeling, post-observation conversations, and more. It is also important that the leadership 
adopt this process by identifying how they will hold the leadership team accountable by monitoring some 

1 Kaplan, C. & Chan, R. Time well spent: eight powerful practices of successful, expanded-time schools. National Center on Time and 

Learning, 26. http://www. timeandlea rning.org/?q=implementing-school-wide-instructiona I-focus 
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school-wide metrics. It starts by first implementing the process at the top which is currently absent from Caze's 
operations. 

Other recommendations to consider for action: 

• 	 Revisit all communication systems and agree to key messages prior to the sharing of new information with staff to 
ensure that communication and facts are not given the opportunity to be miscommunicated or varying perceptions to 
ensue 

• 	 Improve consistency, transparency, and effectiveness of school discipline systems. Tlt~:~puld be accomplished by 
transitioning all classroom management systems to Class Dojo; by creating a ma!rix of Pdill_i,ve and negative 
consequences to define what behaviors merit what consequences; by clarifyin ' ampl'El:t~.e relati9nship between 
the school PBIS system and a classroom PBIS system; by developing a system for · ·· nicati'fi'll•tq.liiV'ents, teachers, 
and any other relevant staff when and what consequences have been a~s~d to ,,.. Jl'~!t!1'1el'~'rence to the 
consequence matrix; and by analyzing the current approach to long;i~1'fi b~'6i?r in'l!~'ntic>'ilillased on real-time 
data and best practices. 	 r0S~:~-1~k_ ''~'"'· '\~!\ 

i.e'_ c7· ·-co:~~ '·":~~~"'' \l~1 
• 	 Strategically align family and community engagement efforts to~hool pit mance'ti!!!!'ls. Consider analyzing 

planned PTA events to determine what percentage of ev1M1J;s wm.fli•· son b. ·. · g community vs. on academics. 
A~just plans as necessary to ensure at least half of allJ~e''"',' ·. s are ac mically driven. For even tighter 
alignment, create a matrix comparing school needs»~ete · n to the 5-SIP) and current community 
partnerships. In cases where needs are not beingf.""' nal ze . or potential partnerships could address 
those needs. In cases where current partners_~~e n6 Yaddf "· 'ng school goals or needs, consider re-aligning 
or withdrawing from partnership. ,·,'.'.";''' '' . . 

(':~.-' -,:.'io-:;c:;\ '\::;•, _,,~;:\ 

• 	 Revise schedule to more intentionally,and'ilft.ective1/:1l!pre's~tjfiand student needs, including reconfiguring the 
special education schedule to facilj~af~ ., -in op,rturiifies and reconfiguring the related arts schedule to 
avoid placing multiple homeroo~r:ijJiiihto a'ilJiJ~le J!l!;ed .fs class. Ideally, such an effort would not affect horizontal 
and vertical teaming opportunff~§. ·''' '''~;.,, ·'· •:,.;'·'-· 

.;;~0'.". ·~-(·-~·,\ •• ;>r 

".';:',j 
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