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STATE OF UTAH SCHOOL IMPROVEMENT GRANT 2013

LEA APPLICATION: REQUIREMENTS

SCHOOLS TO BE SERVED: An LEA must include the following information with respect to the

schools it will serve with a School Improvement Grant.

An LEA must identify each Priority School the LEA commits to serve and identify the model that the LEA will use.

SCHOOL NCESID # PRIORITY INTERVENTION

NAME Turnaround Restart Closure Transformation
Montezuma Creek Elementary

Monument Valley High School X
Whitehorse High School X

PART 1: DESCRIPTIVE INFORMATION

The actions listed in Part | are ones that an LEA must take prior to submitting its application for a School
Improvement Grant.

A. The LEA has analyzed the needs of each Priority School identified in the LEA’s application and
has selected an intervention for each school.

1. The state of Utah requires that any LEA making application for the School Improvement Grants
1003(g) must analyze the needs of each Priority School for which it applies that appears on the
state’s identified Priority School list. Included in the analysis of each school, the LEA must
consider the following:

a. The percent of students scoring proficient in Reading/ Language Arts and Mathematics
(LEAs are to consider both overall school and subgroup achievement);

b. Trend data for both Reading/Language Arts and Mathematics (LEAS are to consider overall
school and subgroup achievement);

Whitehorse High School

% Proficient Language Arts

2010 2011 2012 2013
Whole School 58% 53% 59% 4%
ELL 3% 19% 31% 50%
SWD 26% 21% 20% 41%
SES 57% 52% S8% 61%
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Whitehorse gained an overall 110 points out of a possible 600 on the Spring 2013 UCAS
report, or 18 % gain. This growth is encouraging and we believe 15 due to the positive direction of the
schools” FOCUS improvement plan. The added support of a School Improvement Grant (SIG) project,
would allow the school to accelerate and sustain this positive growth.
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c. Demographic information relevant to the school’s achievement in Reading/Language Arts
and Mathematics;

Whitehorse High School

The Navajo Nation Department of Head Start 2010 report states that:
The economy of the Navajo Nation is comparable to that of a third world country. High
unemployment rafe, lack of income, paved roads, modarn housing and amenities, lower
education level, high poverty rate, an historic lack of communication infrastructure are just a
few examples of the problems faced by the Navajo people.
= The Unemployment rate on the Navaje Nafion is almost 11 fimes move than in
the United States,
= Per Capita Income on the Navajo Nafion is 4.39 less than the rast of the United
States,
= The Navagje Nation has the worst poverty rate in the Unifed Stafes (36.1
percent), and
= No less than 60 percent of Navajo Nation monies is spent in off-reservation
COMMUNITES,
= Only 15% of Nafive households have computers,
= Only 22% of Navajo households have telephones,
= Only 47% of Native households on all Four Corners reservations have
telephones, while
= 94% of American households have telephones.

30.4% of San Juan County’s adult population does not have a high school diploma, the lowest
percentage of all counties in the state, and about half of the adults on the Navajo reservation do not have a
diploma. All these factors contribute to the low achievement and cycle of hopelessness in reservation
schools. Whitehorse High School murors these same challenges.

Whitehorse High School 1s located on the Navajo Nation 1o a remote comimnity called
Montezuma Creek and the demographics for students are indicative of the challenges faced by this
disenfranchised population. 42% are considered Homeless and 29% are identified as EIT. 32% of
students who begin high school do not graduate.

The Montezuma Creek community and Whitehorse High School struggle to access services
available in more whan areas. Jurisdiction boundaries often prohibit supportive and prompt social service
and law enforcement response. Since many homes lack internet and phone services, as well as experience
cultural and language barriers. schools often encounnter difficulty commmmnicating effectively with parents.
Furthermore, engaging parents in the quest for higher student acadenc achievement can be challenging.

Enrollment 282
Ethnicity-Navajo QB
ELL 29%
Poverty [SES) 85%
McKinney 42%
Homeless

Graduation Rate 68%




d. Contextual data for the school (attendance, graduation and dropout rates, discipline reports,
parent and community surveys);

Whitehorse High School

Whitehorse High School’s attendance rate 13 92%; however 51% of the student body is absent 10 days or
mere during the school year (10% higher than the District average and 20% higher than the State
average). This clearly indicates an area where improvement is needed.

Student Summary Information School LEA State
Enraliment Court 294 3054 501405

Awerage Daily Attendance 2% 4% 85%

Studenis Absent==10 days 150 51% 1,270 | 41% 197 477 1%
Mobility Rats S 10% Qo

Graduation rate 15 at 68%. which 1s vnacceptably low and has taken a significant dip from the previous
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72% of students ride the bus to attend school, with the farthest distance (one way) 33.91 nules.

Most students spend well over an howr. and some almost two hours, every day riding a bus to get to
school. The distance students ive from the school makes parent commmnication/invelvement.

transportation, supervision and afterschool programs challenging.
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The IS0 summary chart above shows serious concern from all Stakeholders about the direction of
the school in almost all aspects. This growing perception is a primary factor in the decision to remove the
building admimistrator and focus the school in a more posttive direction. Students rate their experience as
Typical. Teachers rate Teacher Excellence as Typical and Instructional Chuality as Opportunity to
Improve. With the exception of student ratings, the majority of responses were the lowest possible.




School Discipline

Whitehorse High School is evaluated each year by a team led by District Ed. Psych. Vernon
Hatch Their School-Wide Evaluation Tool (SET) score 1s summarized below. The school 1s malang an
effort to implement a Positive Behavior Intervention and Supports (PBIS) approach to discipline.
Improvement with Defining and Teaching Expectations is needed as indicated below.

School-Wide Evaluation Tool Subscale

Whitehorse High School 5an Juan School District
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Montezuma Creek, Utah
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This chart shows behaviors referred to the office between August 15, 2013 and Jannary 31, 2014
Attendance issues of Tardies and Trmancies are the highest referred behavior for Whitehorse., Bullying
mecidents by mid-vear are almost 40, indicating a need to improve implementation of PBIS and OLWELTS
as well as general school climate.

Average Reterrals Per Day Per Month

e
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Student referrals seem to remain fairly consistent at 3-4 per day.
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With the exception of the first month and half of school, referrals show a marked drop from the
vear before. We believe this change 15 reflective of the PBIS effort, especially with the growing mumber
of positives stated by teachers and the higher visibility of staff in the hallways between classes.
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Teacher information (teacher attendance, turnover rates, teaching assignments aligned with
highly qualified teacher status, teacher education, experience, and performance evaluations);

Whitehorse High School

Whitehorse High Teacher Information

Turmawver HQ Level of Yrs
Teacher Assignment Rate FTE FTE Attend. Ed. Exp Evaluation
MB LA/Reading 1.00 0.14 993% | BACH 14 | Proficient
RB Art Mew Position | 1.00 1.00 99% | BACH 1| InProgress
S CTE 1.00 1.00 95% | BACH 10 | Proficient
JC Science/Math | Mew Position | 1.00 1.00 99% [ BACH +15 17 | InProgress
TE Math Mew Position 1.00 1.00 863 | BACH 1 In Progress
SF Math Mew Position 1.00 1.00 83% | MASTER 1 In Progress
RH CTE 1.00 1.00 7% | BACH +30 11 | Proficient
W Hert. Lang. 1.00 1.00 93% | BACH +30 21 | Proficient
LK PE/Health 1.00 1.00 94% | BACH 10 | Proficient
JL SocStudies 1.00 1.00 96% | BACH 9| Proficient
MASTER
CM SpEd MWew Posgition | 1.00 1.00 92% | +30 In Progress
TP SpEd 1.00 1.00 833 | BACH Proficient
WHR LA/Reading 1.00 1.00 513% | BACH +30 20 | Proficient
RS CTE 1.00 1.00 92% | BACH +30 30 | Proficient
MASTER
05 Science 1.00 0.58 92% [ 430 7 | Proficient
KT Music MNew Position | 1.00 1.00 go% | BACH 1| InProgress
ST Reading Mew Position | 1.00 1.00 [ 100% [ BACH 1| InProgress
MASTER
LwY Lang.Arts 1.00 0.86 4% | +30 B | Proficient
Bverage 39% 92% 96% | BACH+23 0.44
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f.  Administrator information (how long the administrator has been at the building, or the
replacement of the principal as required in the Turnaround or Transformation models,
administrator education, experience, and performance evaluations); and

Whitehorse High School

While Whitehorse has made some academic progress, the School Board has decided that the
current principal has taken the school as far as it can go and is in need of a new Transformational Leader.
The District will conduct an extensive reciuiting and interview process to find that new leader. Distriet
Administration is currently being trained in the University of Virginia Partnership for Leaders in
Education Program (UTWVA/PLE) interview process. This Behavioral Event Interview will be used to hire
the new principal to ensure he/she has the disposition and capability to lead the needed schoel

transformation.
Implementation Steps Timeline Budget Person Responsible
Recruit applicants for new principal position March 2014 Diistrict HR Director, Superintendent
Hire new principal April 2014 Diistrict School Board, Superintendent,
District Directors

g. Effectiveness of prior school reform efforts.

Whitehorse High School

Whitehorse is in their second year of FOCUS improvement. While the school has made good
progress this vear improving from 61% Language Arts proficiency to 63% and more impressively from
13% proficient to 35% in Mathematics (22% gain) . they are still substantially below the expected
AMO targets. Although the school has been diligent implementing their plan, we believe they need the
intensity and support of a SIG project to help them move off Utah’s lowest performing schools™ list.
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The USOE will use the Utah 2013 LEA SIG Review Checklist page 2 to review this requirement.
2. Based on the thorough analysis of the above data, the LEA must select, design, and implement
interventions consistent with the final federal requirements.

a. ldentify the school(s) for which the LEA is making application;
b. Identify the intervention model chosen for each school; and
c. Provide the rationale for the model chosen for each school.

Whitehorse High School

After analysis of the intervention models, San Juan School District is choosing to adopt the
Transformation Model for the School Improvement Process. The Restart and Closure models are not
feasible as our schools are extremely remote and other options for other schools are not available. The
Turnaround model was not deemed the best fit either as we have significant staffing/turnover challenges.

The Transformational Model allows us the flexibility to make needed and appropriate staffing
changes, implement the research based reform strategies, focus district resources of both time and
personnel, and provide needed additional school improvement resources.

The USOE will use the Utah 2013 LEA SIG Review Checklist page 3 to review this requirement.

3. The LEA must include in its SIG application information that describes how it will implement
with fidelity each of the requirements associated with the intervention model(s) selected for its
eligible schools. NOTE: Please see the LEA Turnaround Model Checklist, the LEA
Transformational Model Checklist, or the LEA Closure Model Checklist in the Appendix. In
Utah, due to Charter School Legislation, it is not possible to choose the LEA Restart Model.

This information must include the following:

a. Describe how the LEA will implement with fidelity each requirement associated with the
intervention model(s) selected for its eligible schools;

b. Provide sufficient information describing how the LEA will successfully implement each
requirement;

Whitehorse High School

TRANSFORMATIONAL MODE REQUIREMENTS

Teacher And School Leader Effectiveness
Strategy1.A: Replace the principal who led the school prior to commencement of
transformation model.
Advertizing for and recruiting a quality Transformational Leader will be a major priority of the
Supenntendent, Human Fesourcess Director, and Secondary Supervisor with additional Directors’
support.

14



The Superintendent. Elementary and Secondary Supervisors, and Student Services Director
will be attending the UVA/TPLE boot camp dunng March 18-22. The following week, UVA trainers
will come to San Juan School District to train our team in how to effectively identify and interview a
Transformaticnal School Leader, using a Behavioral Event Interview.  We will use this process to
interview promising applicants to ensure we hire the best candidate to lead the school’s
Transformation. [See Attachment #1 ).

Strategy 1.B: Use rigorous, transparent, and equitable evaluation systems for teachers
and principals that take into account data on student growth and are designed and
developed with teacher and principal involvement.

San Juan School District is implementing the new Utah Measurement of Instructional
Effectivensss (UMIE) evaluation system and has done extensive, ongoing training for all
administrators. This instrument will be a foundation piece of owr rigorous, transparent and equitable
evaluation system for teachers and principals.

San Juan School District will be subject to the new State requirement that ties smdent growth
to the evalwation and pay stroctures.

Senate Bill 64 (1st sub.): Public Education Employment Reform

& Specifies that educator evaluations be based on students learning growth [or achisvement)
and instructional quality (lines 632-638)

* Requires the development and implementation of a valid and reliable evaluation tool! (lines
468-477)

s  Allows a local schoo! board to develop ifs own evaluation program, within guidelines set by
the State Board of Educalion, or adopt an evaluation program developed by the State Board
(lines 524-526)

s (Clarifies the expectations for providing a plan of assistance fo an employes in order to
improve employes performance and provide a guality educator in every classroom (lines 669-
673)

s  Requires a disfrict’s compensation system be aligned with an annual evaluation system
{lines 827-831)

*  Provides thaf any advancement on a salary schedule be based primarily on an evaluation
(lines 833-834)

«  Specifies that an employee may not advance on a salary schedule if their rafing is the
lowest level on a four-point scale (lines 835-837)

« With certain exceptions, provides that an employes may not advance on a salary schedule
if their rating is the second lowest level on a four-point scale (lines 840-8435)

This new evaluation system was developed throughowt the state with extensive educator and
parent input. San Jean School District wotked with TUSOE to pilot the instroment during the 2012-13
school year and had the opportunity for input on its development. Teachers™ Association
representatives have had discussion and mput with District Administration throughout the pilot.

Formative evaluation supports include: structiwred classroom walkthroughs, an annual
Indicators of School Cuality (ISQ) survey instrument, collaborative team coaching data, and formative
student assessment data.

Strategy 1.C: Identify and reward school leaders, teachers and other staff who have
increased student achievement; remove those who have not done so.

Performance Pay will be structured so all teachers have an opportunity to contribute to the goal
of higher student achievement. This structure will honor the responsibility the Language Aris and
Mathematics teachers have to provide the Tier 1 differentiated instruction and support in Tier 2 and 3

15




mterventions. It will provide incentive for elective teachers to mentor and tutor students to succeed

academically.

Performance Pay for Language Arts and Core Teachers

School wide bonus

School meets goal of 10% or
better iIncreasze 1n student

School wide
Language Arts gain

School wide
Mathematics gain

Total Annual
Possible Bonus

. . §750 5750 £1,500
proficiency in language arts and
mathematics
Individual Clazsroom Indrvidual Indrvidual Total Indrndual
Performance Langnage Arts Mathematics teacher Poszible Bonus
Teacher meets goal of 10% or teacher
better Imcrease in student . 53,500 $3 500 $3.500
profictency in language arts and
mathematics
ANNUAL POSSIELE PERFOEMANCE PAY BONTUS §5,000

Elective teachers will have an oppormumify to eamn performance pay as well. They are eligible
for the $1,300 school-wide performance bonus. The teachers can earn an additional $3 500 by
successfully mentoring and tutoning students. The foundation for the mentoring/tutoring will be the

Check and Connect program.

Bomses will be determined by the mumber of students” passing all classes each term.

Performance Pay for Mentor Teachers

School wide bonus

School meets goal of 10% or
better iIncreasze 1n student

School wide
Language Arts gain

School wide
Mathematics gain

Total Annual
Possible Bonus

Teacher will be paid for each

student they are assigned who
passes each term.

. . §750 §7350 £1,500
profictency in language arts and
mathematics
Individual Mentoring Bonns Mentoring individual studenis Total Indradual

53,500

(53,500 = # of students + 4 terms = amount

Possible Bonus

each student’s performance 15 worth in £3.300
bonus)
ANNUAL POSSIELE PERFORMANCE PAY BONTUS S5,000

The school adnumistration, (principal, vice-principal and counselor) will be eligible for
performance pay as well based on increased student proficiency school wide.

Performance Pay for Administration

School wide honus

School meets goal of 10% or better increase mn student proficiency in langnage

arts and mathematics

FPrincipal

School wide
Language Arts gain

£3,000

School wide
Mathematics gain

53,000

Tetal Annual
Paoszzible Bonus

$6.000
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Vice Principal School wide School wnde Total Annual
Language Arts gain Mathematics gain Possible Bonus
$2.500 $2.500 55,000
Connszelor School wnde School wnde Total Annual
Language Artz gain Mathematics gain Pozzible Bonus
]
$1,500 $1,500 33,000

During pre-implementation these elective teachers who will be mentoring students will

participate in Cleck and Connect training. We will include partnership/support staff. including Gear-
up. Upward Bound, Talent Search and American Indian Services staff m the training.  The Check and
Connect research based intervention, cited by the federal “What Works Clearinghouse”™, will be the

framework for the mentoring program.

Check & Connect: A Comprehensive Student Engagement

Intervention

Check & Connect i a comprehensive intervention designed o enhance student engagemsant at

schiool and with lsarning for marginalized, disengaged students in grades K-12, through relationship

building, problem solving and capacity building, and persistence. A goal of Check & Commect is to

faster school completion with academic and social competence.

Check & Connect is implemented by a trained mentor

whose primary goal is to keep education a salient

issue for disengaged students and their teachers and

family membars, The mentor works with a caseload of

students and families over time and follows their

cazelgad from program to program and scheol to

school.

The Check & Conmect rained menbor continuaously:

01 the dropout prevention
interventions reviewed by the US.
Department of Education™s What
Works Clearinghouse, Check &
Connect is the only program found to
have sirong evidence of positive
ertects on staying in schoal.

® Checks on students, assessing their engagement with school and learning through doss

menitoring of their atkendance, behavior, and grades; and

® Connects with students, offering individualized intervention in partnership with school

persannel, families, and comrmunity service providers.,

The District has become increasingly vigilant about removing ineffective teachers. We will
use all available data and the UMIE evaluation system to identify ineffective teachers, offer support
and if they cannot improve, remove them from the school.

Strategy 1.D: Provide staff ongoing, high-quality, job-embedded professional

development.
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The school will have a strong compenent of quality ongoing, on-site professional deve t,
which includes:

= During pre-implementation. the school and parent/community will participate in onsite
“Love and Logic™ training to support the positive climate change and help all
stakeholders develop the same philosophy when disciplining and guiding students.

= Also doring pre-implementation, teachers and support staff will participate m Check
and Connect training. which will be the framework for mentoring stmggling students.

= The Superintendent has assigned the Smdent Services Director to spend a mininmm
of 1 day per week onsite at Whitehorse, Her role 1s to primarily mentor the
admimistrative team but she also provides onsite training for all staff in all areas of
school mprovement.

= Innovations Education will provide 36 days of onsite job embedded support using
Collaborative Team Coaching that will focus on improving student engagement and
rigor using the peer coaclung approach. The [E consultant teaches, models, then
guides teachers as they learn to give constructive feedback and support to each other to
mnprove mstriction. IE collects data on not only their visits, but teacher and
administrative follow-up classroom visits. IE will also provide 6 days of onsite
monitoring visits and 6 days of Administrative Coaching/Training.

= Inthe Spring of 20135, the District will apply for Whitehorse High School to be
accepted for Cohort 12 (year 2 of the 5IG plan), University of Virginia Partners in
Leadership in Education Program (UVA-PLE) program. Thus highly respected and
successfil training will provide two years of school leadership traiming. District
administration is cwrently imvolved in Cohort 11 and will be guiding the school with
the UV A principles during all three vears of the grant.

Training will include developing Transformational Leadership skalls as well as how to
analyze District Benchmark data using”Dieep Diata Dives™ to interpret information.
how to support and coach teachers as they develop 6 week Reteach Plans, and how to
momtor the reteaching.

Strategy 1.E: Implement strategies designed to recruit, place, and retain staff

(e.g. provide additional compensation, institute a system for measuring changes in
instructional practices, etc).

The District takes senonsly the responsibility of making the best hires possible and supporting
teachers who are hired. However, recruiting and retaining not only Highly Qualified, but Highly
Effective staff 1s a challenge due to the remote location of Whitehorse.

Teachers are unable to purchase homes or property in Montezonma Creel: as 1t 15 part of the
Wavajo reservation. The District provides housing for teachers at a subsidized rate, maling it attractive
for some teachers who would like to save money and live close to work

For high needs subjects such as science and math, the district pays hiring bomuses and often
MOVIE EXpenses.

The 5IG plan will allow vs to pay teachers additional salary based on performance and exira
hours of work, incloding extended learning time and planning/mservice days. This extra level of pay
and recognition of excellent performance will add to our ability to recruit and retain staff.

Hiring a new Transformational Principal and working to create a more positive school will
enhance job satisfaction and retention of quality educators. Improving the climate and cultore of the
school will be a primary goal of the plan.
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We will measure changes in instruction using both formative and summative data sonrces
mcluding:
1. Walkihrough data based on the District’s Instroctional Nerms gives instmctional leaders
opportonities to coach and conference with teachers about thew practice.

2. Collaborative Team Coaching protocols developed by Innovation Education allows
administration and teachers to collect data on students™ engagement, opportunities fo
respond, and the positives to correctives ratio. This data is collected monthly and shared
with teachers as they reflect about their instruction and support each other in
improvements.

3. District Benchmark Assessments will allow teachers to gauge their students” progress
toward Utah’s new, challenging Core Curriculum The data will enable administrators and
other instructional leaders to engage in “Deep Data Dives” with teacher, develop
reteaching plans. Furthermore, instroctional leaders will follow-up with additional
observations and offer pnidance/enconragement.

4. 5AGE end of year State Tests will zive summative data to both the teacher and
administration about the effectiveness of instruction.

5. UMIE Teacher Evaluation instrument, based on Utah Effective Teaclung Standards,
will give both formative and swmmative data.

Comprehensive Instructional Reform Strategies

Strategy 2.A: Use data to identify and implement an instructional program that is
research-based, vertically aligned, and aligned with Utah Core Standards.

While the school will continue to use several research-based approaches (PLC/RTI
mterventions, ABC model), the primary focus for an mstructional program that 1s research-based,
vertically aligned and aligned with Utah Core Standards, will be the approach recommended by
University of Virginia PLE: the Driven by Data (Paul Bambrick-Santove) model.

This model mncludes:

1. Identifying Essential Standards/Pacing Guides for each grade in both Language Arts and
Mathematics.

-

Developing and adinunistering regular District Benchmark Assessments.

3. Analyzing results of these assessments in a meeting with the Instructional Leader and
teachers in"Deep Data Dives™.

4. Developing 6 week Reteach Plans with support of the instructional leader.

5. Monitoring and observing Reteaching of standards. The Instructional Leader schedules
ohzervation of the reteach and conferences with the teacher about the lesson

The district has worked with teachers and administrators to identify district-wide Essential
Standards and District Benchmarks -hitp://sjsd org/cap for language arts and mathematics . (See
Aftachment #2).

Teachers and administrative committees will be working each summer to revise and inyprove
these Essential Standards Pacing Guides and their accompanying assessments.

The District currently contracts with Measured Progress for DATAWISE
htp:/orwrw measwredprogress. org/datawise for an item bank and to manage owr benchmark
assesaments and data. As the SAGE formative tool becomes available, the District will evaluate
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whether to migrate to that assessment engine.

The school’s PLC teams and teacher representatives are involved in developing both the
Essential Standards and District Benchimark assessments. Dring weekly PLC time, teachers analyze
Benchmark data and work together to improve Tier 1 mstruction

Strategy 2.B: Promote the continuous use of student data (formative, interim, and
summative assessments) to inform and differentiate instruction {e.g. curriculum
reviews, UMTSS model, additional supports for students with disabilities and English

language learners).
Data that informs mstmctional dectsions for differentiation includes:
Formative siudent measures:
*  Students with Disabilities data includes all regular assessment pieces as well as:
= Precision Teaching data
o Academic and behavior checklists
o IEP short-term Objectives
o Work samples
s ELI screening and proficiency data

o WIDA assessments: W-APT screener and WIDA Access- student progress
reports.

+  Conmmon Assessments-weekly PLC meetings where teachers discuss Essential
Standards instruction and student progress toward proficiency using common
aszesaments.

#  School Wide Information System (SWIS) tracks student behavior and referrals. Data
guides behavieral instroction and interventions.

Interim measures:
e District Benchmark Assessments-Dieep Data Dives
Summative measures:
o SAGE end of year State assessment.
*  Students with Disabilities data
= IEP anmmal goals
Standardized assessments

s School-Wide Evaluation Tool Subscale (SET) behavior assessment of implementation
of PBIS.

#  School Wide Information System (SWIS) traclks student behavior and referrals.
s QOLWEUS survey-detailed data on bullying behavior i the school.

[}

The District 15 in the process of purchasing the ELT evation software,
hitp:/ellevationeducation. com/ , which will manage ELL student data and give teachers readily
assessable, simple reports that track student progress and document individual student plans.

The District 15 committed to an ongoing process of training school leaders and teachers how to
effectively administer each assezsment. how to analyze the data it provides, and how to make the
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necessary adjustments in instruction and stodent support to maximize student progress. “Drven by
Data™ will not cnly be a process for working with Benchmark data, but a philesophy of the school to
contimonsly reflect and improve vsing data.

Strategy 2.C: Provide additional supports and professional development to teachers
and principals to support students with disabilities and English language learners.

All langunage arts/reading and Special Education teachers are requured to hold an ESL
endorsement. Other content teachers have SIOP training. The past two years SIOP and WIDA training
have been provided to teachers throughout the district. Whitehorse High School participated in WIDA
onsite training, Friday, October 4, 2013, Thus training gave teachers the skills to differentiate Tier 1
mstmuction. The following visuals explain basic structures for ELL differentiation.

We will continue to offer WIDA and SIOP traimng and support.

Planning for ELL Differentiation
Using WIDA Standards

* Align to essentialstandard
* Plan for differentistion of instruction

* D=termine stidents’ knawledge ano readinsss |plan lor backgrowno
Bl g comnections)

# identily language needad
# RECEPTIVE: Readng, Lstamng
# PRODUCTIVE : Spealkang, Whiting

4

cum oo languege in the besson
» 1-Entering; 2-Beginming; 3-Developing: 4-Expanding: 5 Brsdging
* Linguistic Complexity; Vocabulary Usage; Language Control
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Tier 1—Implementing
Differentiation for ELL

Receptive (reading, listening) Productive (speaking, writing)

Tt Aol SiE ke Mg b Bl

Comman Core Performance Standards

SIOP/Shelteri Scaffolding
* Background Knowledge + Response frames

— Pre-teach key vocabulary and

P bl * Anchor charts

— Bridge experlence * Reinforce and expand

= Link past learning language at the sentence &
* Comprehensible Input discourse level

N ::Jl:s"f Braphic organizers *  use language pattems,

B e st rodels analogies, entomologies.

The District is in the process of purchasing the ELLevation software,
http: Vellevationeducation com/ . which will manage student data and give teachers readily assessable,
simple reports that track stodent progress and document individual student plans.

Special Educators have monthly professional development meetings to help them effectively
support the Stndents with Disabilities in their school. Below 13 a list of this year’s tratning. The
Special Edoeation Director develops the traiming for each vear and gives that calendar to principals and
Special Edoeators.

SPECTAL FDUCATION GROWTH AND BEFNEWATL 2013-14

Training Strands: Online SPED ManualTEFPRO
UFIPS PIP/CAP

Preschool Curriculum

SEGAR Implementation Plans

Assistive Technology

Differentiated Instruction/'Visible Learning Strategies

E-12 Curriculmn Strands:
1} SEA Reading Mastery and Corrective Reading
2) SEA Reasoning and Writing
3) Precision Teaching — SkillBuilders
4) Life School 2000
5) Math for All T earners
&) IDM Fundamentals of Spelling
7) Beading for All Learners - Decoding for All Ages
§) Reading for All Leamers — Little Books
9) Reading for All Learners — Phonemic Awareness
10) Beading for Al Tearners — Fluency Builders
11} Expanding the Circle

22



ECSE Curriculum Strands:
1} Sopris West On Track
2) Skillstreaming in Early Childhood
3) Reading for All Learners - Matching Sizes, Shapes, and Colors
4) Feading for All Learners - One-to-One Comrespondence
5) Pre-K Imagine It
6) We Can!

MANDT Training: To be determined by MANDT Trainers.

Behavior Support Strands:
1) Functional Behavior Analysis and Behavior Intervention Plans
2) Level Systems
3) Least Restrictive Behavior Interventions
4) Tough Kid Toolbox Interventions
5) Compliance Skalls
§) Positive Behavior Support Strategies
T) Schoel-wide Secial Skills Curriculum Training
8) Autism Instruction and Behavior Strategies

Whitehorse has a system of Tiered Interventions and tutoring support, both teacher-led and
online, for struggling students. Language Asts teachers have the ELL Pearson “Keystone™
curriculum materials to help support thetr instruction of ELL students.

The online AT FKS mathematics program offers students diagnostic, individualized
intervention support. The A+ cnline corriculum gives students an epportunity for credit recovery
and remediation.

Strategy 2.D: Use and integrate technology-based supports and interventions as part
of the instructional program.

Whitehorse has good technology resources that support student learning. The school is
commutted to continue to evaloate and wpgrade hardware and software as well as teacher and student

competency to maximize student progress toward school goals.
Technology currently available includes:
# Smart Boards in each classroom
# 2 computer labs
# Distance Leaming labs for college EDNET cowrses and District Distance Courses
* 5 mobile laptop computer carts
# CTE technology in support of careers
Software/programs
o  ATEES hitp:wwanw.alelks.com’ . mathematics infervention and enrichment

* Voyager Passport hitp:/www voyagerlearmng com/curriculumyliteracy-solutionsvoyager-
passport , Tier 2 reading intervention for students reading below the 33 percentile.

s MyAecess hitp:/ 'wonw vantagelearming com/products'my-access-school-edition’, supports
writing not only in langnage arts classes, but throughout the curriculum

» _Dhiscovery Education hitp://'www discoverveducation com' _ engaging standards-aligned
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media for classrooms

¢ A+ anywhere learning system hitp./wanw. getfueled. com/products-services/anywhere-
learming-system uwsed for credit recovery.

« AVENTA hitp:/aventalearning. com’ , for advanced/extended learning courses.

» Edgenuity hitp:/www.edgemity.com’ |, for advanced/extended learning courses

» SAGE http:/sageportal crg'resourcesTsection=35 | resources for teachers to help students
master the Core Curriculum

Training
Theresa Wilson, from the Southeast Service Center provides teachers with onsite training and

support for all technology. Rob Henderson is an IT specialist who 13 assigned to be at Whitehorse half
tume. The District provides ongoing training for both adnunistration and teachers.

Looking Forward:

Whitehorse High School would like to upgrade computer access to a 1:1 ratio and requests
support from SIG funds to do so. While the school has good capacity we are finding students and
teachers still frustrated at times with the inability to access conputers to mn needed programs.

As the infrastructure and device capability allows, we request support from SIG funding to
purchase electronic textbook and program devices: e.g. ipods, [PADS, Chrome Books ete. These
purchases would be vetted by our technology department and approved by the Superintendent. We
believe this would enhance the ability to engage students and help them aceuire the skills needed for an
mcreasingly technical world.

The fall of 2014, teachers will recerve traimng on using the SAGE mstrument to buld teacher
and PLC assessments and to use the available intervention resources that are aligned to the Utah Core
Curticulum.

Strategy 2.E.1 (secondary schools only): Increase rigor by offering opportunities for
students to enroll in advanced coursework (provide multiple opportunities for all
students).

Students have many opporfunities to enrell in advanced courseweork, but few do so and even
fewer succeed. Whitehorse has available onsite:

s Concomrent Enrollment through Utah State University-distance education labs

Advanced district courses onsite in distance education labs

AVENTA hitp:/aventaleaming com/ |, for advanced/extended learning online courses.
Edgemity hitp:/ wanw. edzemuty . comy’ |, for advanced/extended learming online courses

The school has abundant partnership resowrces incloding: Gear-up, Talent Search, Upward
Bound and American Indian Services personnel, all who are charged with helping stndents sueceed to
become Cellege and Career Ready. The school’s Comprehensive Guidance program works as well
supporting students to be successful in cowrsework and prepared for college.

The addition of the elective teacher Stodent Mentors vsing the Check and Connect program
will provide a safety need for student support to enroll in and sueceed in advanced conrsework

The 5IG grant will allow the school to set SMART goals for increased numbers of students
taking and passing advanced cowses. It will help the school coordinate all these resources using the
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Check and Connect traiming and program  School administration will use the goals and program
resources to gauge program and personnel effectiveness.

Data will that will drive decisions about this effort will include:
*  Numbers of students taking advanced coursework
*  Numbers of student succeeding in advanced coursework
*  Plans for College and Career Ready
*  ACT scores
= SIS reports, meludimg GPA and progress toward graduation
=  Partnership resources and capacity
*  Parent parficipation in school events that promote College and Career Ready

A schedule for College and Career Feading activifies will be developed for the year durmgthe
pre-implementation months. This schedule will not only include whole school activiies, but
individual class supports. Parent mvolvement and mformation will be a part of the schedule aswell.

Strategy 2.E.2 (secondary schools anly): Improve student transition from middle to
high school.

Whitehorse High School has grades 7-12, the transihion between middle and high school 15
somewhat minimzed However, the school recognizes the need to support students as they move into
9% grade when grades and credits become high stakes.

The school will hold a 8% grade class/parent meeting each spring to help both students and
their parents understand the importance: of taking ngorous courses, passing each class, accepting
assistance and setting college and career ready goals.

Each fall the school will hold a Freshman onentation meeting to ensure students know how to
read their transcnipt, understand credits needed for graduation, and teach the school expectations for
both acadenuc and behavior conduct.

Partnership personnel (Gear-up, Talent Search, Upward Bound, Amencan Indian Services as
well as the school counselor and elective teacher Student Mentors) will help coordinate and ensure that
every student has a personal contact and 1s given whatever support they need to understand the
transition and set high goals. Check and Connect will be used throughout the school expenence to
ensure any needed student support and follow-up.

Strategy 2.E.3 (secondary schools only): Increase graduation rates through a variety of
methods.

The focus on transition between 8% and 9% grades will help improve graduation rates, as well
as providing a supportive envirenment with lhugh expectations for students in grades 7 and 8.

The adnumistration and office staff will ensunng that all students who withdraw from school
are tracked to their next location and coded correctly in the SIS system.

Timely Targeted Interventions:

=  All students will have access to both volunteer and mandatory interventions- academuc
and behavior. ALEKS math and Voyager Feading program supports are important
mferventions.

= Monday-Thursday students will have an addihonal 30 nunutes of mstructional time.

* Summer School will be offered in June. Students will be able to recover credit and
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participate in a Literacy Canp.
+ Stodents have access to the A+ credit recovery lab throughout the school year.

»  All students participate in the school’s advisory program where teachers help students
negotiate the school system and complete work

Increased Opportunity for Career Planning

» Comprehensive Guidance program- will increase the effectiveness and engagement of
students and parents for Planning College and Career Feady (PCCE).

o Early. ongoing and coordmated support for college admissions, financial aid
and scholarship applications.

o College and career exploratory activities coordinated with Partnership
actrvities.
o Increased support and recognition for National Honor Society club and

Sterling Scholars, using: Comprehensive Guidance, local college connselors.
Parentership Personnel and Student Mentors.

o ACT preparation
Enhanced Parent Engagement
s Parent contacts

Home/School Liaison

Parent Involvement Coordinator

# Parent training opporfunities

Love and Logic training

Family Literacy MNights

Class information meetings

School Information Systems (SIS) training
Planning for College and Career Beadiness (PCCE) meetings

=

» Ongoing Student Mentor contacts with parents-Check and Connect

-
L

-
L

L T R R

Strategy £2.E.4 (secondary schools only): Establish early-warning systems to identify
students at risk of failing to graduate.

Catching students who are at-risk as early as possible and intervening quickly and
appropriately will be the primary strategy for increasing graduation rates. Whitehorse plans to increase

their awareness of students at-risk of failing to graduate and to inmmediately respond with appropriate
support. .

*  Administration and school leadership team will track stodents who are “Red Flags
for —academic failure, truancy, behavior issues. A weeldy meeting with
admimistration, the school counselor, support staff, the SRO, District Educational
Psych. and Student Mentor will be held to review student progress and review current
supports and give specific assignment for follow-up.

*  Administration will ensure these students are assigned a trained Check and Connect
Student Mentor who will report weekly how each student is doing. Begular parent
contacts and engagement will integral to the effort.

#  The school Counselor will analyze student transcripts, with emphasis on g® grade
students to identify and refer students who fail one or more courses to recover that
credit the same vear which 1) establishes the importance of passing courses first and 2)
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recovers the credit more easily to prevent overwhelmung the stodent in Jumeor and
Senior years.
As personal and family issues often derail school plans, referrals for professional help will be
made.

# For students in need of more infense counseling services referrals will be made fo
Utah Navajo Health Systems or San Juan Counseling for counseling services. A
counselor who is trained in traditional Navajo healing may be assigned if the student
comes from a traditional home and that approach is needed.

# If a student experiences problems that need resolution throngh restorative justice and
fanuly involvement, a referral to a certified, rained Peacemalker will be considered.
hitp:/navajodigest.com/images 30, Peacemalking Guide.pdf

# 5School Liaison and Parent Involvement Coordinator will support the school in
ensuring parents are supported with information about the school system, their
student’s status and resources fo help. Both the Liatson and Coordinator will be
Navajo speakers and assist parents in building good school relationships and
establishing the expectation that their stndent will graduate.

Learning Time And Community-Oriented Schools

Strategy 3.A: Establish schedules and strategies that provide increased learning time.

The Whitehorse High School will extend their schedule an additional 30 minutes per day,
Monday-Thursday to allow for more fume for Tiered interventions for langnage arts and mathematics,
as well as general homework support.

The school schedule allows for daily interventions, for both reteaching of concepts, and
homework support. Teachers, aides. Gear-up, the AT EKS program and Vovager Feading classes all
will provide a daily, abundant source of increased leaming time.

A month long Summer School will be available to students who need to recover needed
graduation credits. A week long summer Literacy Camp will build students” reading skills and love of
reading.

Strategy 3.B: Provide ongoing mechanisms for family and community engagement
(e.g. partnerships with parents and community to create safe schools, extended or
restructured school day, approaches to improve school climate and discipline, full day
or pre-kindergarten).

Improving school climate and engaging families and communities will be a major focus of the
school. Mechanisms to accomplish this will include:

+ Enhanced parent comnmnication-regular Celly text messages, monthly newsletter,
updated website, marque information, TV margue in foyer of the school

# Parent Involvement Coordinator—will support the adnunistration, teachers and School
Commmnity Council with communication and crganization of information and
activities.

# Love and Logic training will be scheduled the spring or summer of 2014 to help

parents understand the philosophy the school will nse to work with siudent discipline
1zsues. The traming should also help parents be more positive and effective with thetr
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students.

# The District will provide support for Whitehorse's front office to have Customer
Service training and expectations that parents and visitors are greeted positively and
helped quickly.

& The Superntendent has begun the process of holding regnlar “Conversation with
Supenntendent Wright” evenings. This allows parents to express concerns and gives
the District opportumty to gauge school climate and effectiveness.

# The School Comummuuty Council and Indian Education Conmmittes meetings will be
engaged m supporting the SIG plan and schoeol goals.

» Whitehorse will sponsor an annual Parent Climate Conference. 26 parents can apply
to spend the day learnuing about the school, visiting classrooms. and offering
suggestions for improvement

s  The school will have access to a weekly online survey-edPlus which will monitor
improvements in school climate.

Operational Flexibility And Sustained Support

Strategy 4.A: Give the school sufficient operational flexibility (e.g. staffing,
calendars/time, budgeting).

Operational Flexibility—Whitehorse High School will have the flexibility to determine:

# Staffing—The Board sets the smwdent'teacher staffing ratio for each school with additional
consideration for our high poverty/reservation schools, inclnding Monteznma Creek.  Schools can
merease mumbers of teachers through other program funds, providing they go through a planming
process. Principals are allowed to hire staff for their building as long as they follow District hinng
procedures and legal requirements. Generally hires are made by principals with teacher and parent
hinng conmuttes wput.

» Schedule—Whitehorse High School has the ability to set their school schedule within the
parameters of the required amount of time set by the State of Utah as well as any needed bussing
coordination with neighbormg Whitehorse High School.

& Budgeting—As the school is already designated as a Title 1 School-wide program they are able to
co-mingle budgets to support school goals. The school will have the latitude to use budgets to
support Transformation without undoe interference, providing they follow the legal and ethical
accounting guidelines required by the District and State.

Strateqy 4.B: Ensure that the school receives ongoing, intensive technical assistance
from the LEA, SEA, or external consultant organizations (e.g. new governance
arrangement, weighted per-pupil budget formula).

The Board of Education supports Whitehorse with a lower student teacher ratio of 1:19 for as
contrasted to the 1:21 set for off-reservation schools.

Innovations Education will provide the External Consultant support for Whitehorse High School’s
SIG project. Johanna Hofmeister will fonection as the School Support Team Leaders. As such, she will
assist with monitoring progress, data collection. professional development and collaborative team

The chart below details the level of LEA support for Whitehorse, The Secondary Supervisor,
Chas DeWitt, will have responsibility for principal sopervision, and teacher improvement. The Student
Services Director, Lynnette Johnson, will give additional adonumstrative/leadership mentoring, and
school plan inplementation support for Whitehorse High School.
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Internal Partner/Provider
LEA Support Staff
San Juan School District Board of Education
Superintendent Douglas E. Wright

#«  Sppervision of all District personnel
# Owersight of curriculum and programs
# Developing and implementing policies
# Development of vision and direction for District
#  Owersight for School Plan Implementation

Chas Dewitt, Secondary Supervisor/Curriculum Director
# Supervision of instruction
Principal supervision and mentor
Monitors SIG implementation
Supervision of teacher evaluation
School Support Team member for: Title I SPI; 5IG grant and San Juan School District
ABC Framework.

Lyunette Johnson, Student Services Director

Whitehorse High School Focused Admin Support

Monitors Title 1 programs, including SIG

Monitors SIG reports and accounts for expenditures

School Support Team member for: Title I SPI; 5IG grant and San Juan School District
ABC Framework.

Anthony Done, Special Education/Assessment Director
# Supervision of required assessments.
# School Support Team member for: SIG grant and San Juan School District ABC
Framework.
# Facilitates UBI and OWELUS training and implementation

Clayton Long, Bilingnal and Title I Director
# Provides support for Bilingual and ELL instruction
#  School Support Team member for: 516G grant and San Juan School District ABC
Framework.
+ Facilitates Indian Education Parent Committees

Eit Mantz, Human Resource Director
# Chairs the District Evaluation Comumnittes
# Owversees all job actions
# School Support Team member for: SIG grant and San Juan School District ABC
Framework.

Vernen Hatch, District Ed. Psychologist UBI Coordinator
# Trainer for Utah Behavior Initiative
# Provides weekly cn-site support and coaching for TUBI

Bonnie Purcell, Feading Specialist
# Support for all literacy instruction/programs
s Gives classroom teacher support
# Owersees literacy professional development

c. Describe any steps already taken by the LEA to initiate school improvement effortsthat
align with SIG intervention models; and
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Whitehorse High School

The Dhstrict has adopted research based initiatives that will support the transformation. This
model will provide the framework for Whitehorse High Schools’s SIG Intervention program. While
all schools in the district are expected to move in this direction, the SIG resources will allow
Whitehorse to recerve intense, professional support to accelerate student performance resulis.

San Juan School District ABC (SISDVABC) Framework (See Attachment #3.

Thiz ABC mode] addresses three key elements of school improvement:

Academics, Behavior and Coaching.

Each element of the framework includes a 3 Tiered model for instiuction and mterventions.
Academics and Behavior are focused on simdent supports. Coaching is directed toward teacher
growth and interventions.

prevention instmetion for all
students. All students ars
taugzht the expectations for
school behavior and given on-

golng instuction and support.

mterventions for 2 lower
percentage of students (up to
15%) who need additional
support 1n order to be
successful in school.

Tier 1 Tier 2 Tier 3
Arademics | Guarantees all students’ Students who do not master Interventions for a small
- access to the Core Cwmiculum. | standards are grven fimely, group of students who do not
Every student 15 expected to targeted. directed respond to Tier 2
be taught Tier 1 by a Highly interventions, rather than mferventions. Tier 3 15 more
Crualified and Highly remediation. Thes is a intense and can be longer term
Effective teacher Tier 1 flexible group for msouchon such az Special Education or
instruction is focused on that 15 determined on an on- ELL support.
guarantesing stdents master going basis by PLC teachers
“Eszsential Standards". These | reviewing Common
standards are denived from the ssessment data m order to
State Core and are determined | make instruchonal and
by teacher PLC teams to have | intervention decisions.
epdurance, leverage and
prepare students for the mext
level Teachers develop and
grve “Common Assessments”
i order to determume student
mastery of these Essential
standards.
Behavior A support system and A zystem of behavior For a small percentage of

students {3-3%) who need
infens=e support and
inferventions. This may
include Special Education
services, ELL mstruction,
therzpeutic counseling,
interagency familv support
atc].

Coaching

A system of traming and
support for all teachers.
Feflective coaching and FLC
teams offer each teacher 2
peer system of support.
Support in the form of
professional development
opportunifies as well as

An inereased level of suppert
for teachers who are 1dentified
as o need of Improvement.
This support usually mveolves
Dhsirict and/or consultant
spectalists who implement
demonstration/team feaching,
stmuctured observation and
goal setiing. Teachers are

Invaolves teachers who are not
responding positively to Tier
2 mtervention. These teachers
are involved in Progressive
Diseipline and if sigmaficant
improvement 15 not
documented they are
recommended to the Board of
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admmstrative feedback and given notice at this level that Education for nop-renewal or
evaluation are provided for all | improvement is needed m dismis=al

teachers. Alonthly, onsite order to not progress to Trer 3.
Professional Development
will be provided by
Innovations
Education/School Support
Team Leader using a very
successful structured process
that allows for modeling and
regular data collection.
Teachers are supported as they
improve their mstmchon.

The District 13 firmly committed to suecessful implementation and en-going support of the
ABC Framework. Each dimension of the model is defined by a convincing body of research that
meets Federal expectations. As the research behind the model 15 solid and the District is already
committed to supperting the model, Whitehorse High School’s Transformation Model is compatible
with the STSD/ABC Framework.

Following is information about each of the three elements of the SISD/ABC Framework.
Academic Achievement

The District is committed to gquality instruction in every classroom in support of that goal has
adopted 4 Instructional Norms (see aftachment #4), that will be required of every teacher/every
lesson:

1) Understood Learning Objective;

2) 90%+ Student/Teacher Engagement;
3) Supportive Learning Enviromment;
4) Monitoring of Student Understanding.

These norms will be the foundation for all other strategies and expectations. The
Principal and District Administration will menitor these Instructional Nomms weekly using the
classroom walkthroughs process.

From 2010-2013, San Juan School District has systematically invested in professional
development to help schoels implement Professional Learning Communities (PLCs) throughout
the district. The Supernntendent. Elementary Supervisor, Student Services Director and principals
have attended a two year (in two cohort groups) Principals” Academy sponsored by the Center for
the Improvement of Teacher Education and Schooling (CITES) a division of Brigham Young
University’s Education Department. Many teachers and support staff have attended a Solution Tree
Summit. Teachers have been involved in a 3 month bock study, Learning by Doing and during an
Opening Institute, were given a 1 day PLC training by Mike Mattoes from Solution Tree.

The PLCs are an important framewotk for the Academic improvement. Properly
implemented, PLCs can dramatically increase student achievement by empowering teachers to
collaboratively focus on essential standards, commeon assessments and provide targeted, timely tiered
interventions. The well-known Response to Interventions (B TT) model is definitely a part of the PLC
process: however, the ETI 3-Tiered Intervention process is strengthened with the addition of PLCs as
a structured way for teachers to improve instruction and provide tiered interventions. An expectation
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of SIG schools is that teachers and school leaders are given increased governance. The PLC
process allows for a “tight/loose™ system of decision-making where within explicit parameters,
teachers and principals have much more autonomy for their students. The District
administration is trained and committed to this process.

Behavior (Positive Behavior Supporis) Utah Behavior Initiative

Positive Behavior Supports (PBS) is a Research Based approach to improving student
behavior, which in turn improves student achievement. The Utah Behavior Initiative (UBI) (see
attachment #6), 1s a State sponsored project that incorporates PBS. The Behavior element of the
SISD/ABC Framework is grounded in the PBS tenets. Whitehorse High School began their UBI
program three years ago, and while having some success will need increased support in order to
improve school climate and student discipline. A system of Positive Behavior Supports 1s an
expectation for all schools in the district. especially for schools in need of improvement.

Coaching

Coaching for teachers is designed with a 3 Tier approach as well. Professional Development.
reflective coaching, inservice as well as progressive discipline are all part of the Coaching model.

Essential Standards, Curriculum Alignment and District Interim Benchmarlks

As we implemented the Professional Learning Community process, PLC s began to identify
Essential Standards and develop formative assessments During the 2012-13 school year, the
Supernintendent directed that for Language Arts and Mathematics a district-wide set of Essential

Standards, Pacing Guides and Benchmark Assessments be developed and implemented K-12. (See
Attachment #2).

Using prior PLC work, teacher and adnunistrative commuttees the district has established
these standards and assessments. This 1s an evolving, continuous process that the district has
improved and is comumitted to.

University of Virginia Partnership for Leaders in Education (UVA-PLE)

Two schools in San Juan School District (Tse 'bunidizgai Elementary and Monument Valley
High School) have been accepted into Cohort 11 of this prestigious and promising school furnaround
trainingprocess. Key District Administration will also be trained and supported duning 2014-2015
school year. The District will submit an application to UVA-PLE for both Montezoma Creek
Elementary and Whitehorse High School for Cohort 12, 2013-2017 school years. We believe we will
be successful with the application and have confidence that the LEA tramning. beginning 2014 will be
a significant support for the Transformation of Whitehorse High School as well as the anficipated
school level traming during Cohort 12

Key to this process 1s implementation of the “Driven by Data™ process developed by Paul
Bambrick-5Santoyo that includes using District Benchmark Assessments as the basis for “Deep Data
Dives” where the schools™ Instructional Leader(s) leads each classroom teacher in an analysis of her
students’ performance and specific plans to reteach concepts that were not mastered.
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I’artnfrship for Leaders in Education

Data-Driven Decision-Making

Diglrict teams prepare to report out from a Darden/Curry Parinership tor Leaders i
Education Leadership workshop

- e |
2ol 4

The Darden'Curry Partnership for Leaders in Education (PLE) is a jeint venture of the
University of Virginia Darden School of Business and the Cumy Schoel of Educalion.

The DardentCurry Parnership's Linivarsity of Virginia School Turnanound Specialist
FProgram is the mest established school tumaround program in the country and the only
school turnaround program in existence that wtilizes a sysbemic approach to change by
working with schools, districts and siates to build internal capacity. In 2008, the UVA
Schonl Turmanound Specalist Program was selacied a5 a national Tnalist for he Plonser
Institute’'s Betier Government Competition.

The Darden/Curmy Parnerchip for Leaders in Education has recenved national attention
by collaborating with come 22 school districts in 12 states.

Schools will be required to submit 90-day action plans that will keep the Transformation
process on track and subject to analysis of data. as well as accountability for all from I EA and the
school admimstrator to each classroom teacher.
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d. Provide a detailed timeline for implementation for the intervention model chosen for each

school the LEA intends to serve.

Whitehorse High School

0 = Ongoing

B ™ .

s T Y, — i ~

A = Annual

"
I =
L

Yeaar

1 Recruit/ Advertise for ‘1414 Secondary
Transformational Principal Supervisor,
Human
Eesources
2 Interview Hire ‘14(°14 Supenntendent,
Transformational Principal School Board,
District Admin.
3 Transition training and 14 ('14)°14 Superintendent
S1G Traiming for Secondary
Transformational Principal Supervisor,
Student Services
Director
Orther District
Support Staff
School Support
Team Leader
3. Staff Retreat A Secondary
Traiming/Onentation- 4 Supervisor,
days Principal
4. Check & Connect - | - [*14|Student Services
Training Director
Principal
5. Lowve & Logic Training - | - [(14|Secondary
Supervisor
Principal
6. Schedule College and - | - | - [A |Secondary
Carser Ready Activities Supervisor
for the yveas Principal
Counselor
CTE teachers
7. Beview and set school A | A |Secondary
SMART goals Supervisor,
Principal
Teachers
8. PLC/Team Meetings- (o0 |O|O|(O|O[O]|O O | Secondary
Weekly Supervisor,
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Principal

0. Dhstrict Benchmark:
Aszzessments

A

A

Secondary
Supervisor,
Stoudent Services
Director,
Azzessment
Director,
Principal

10 Deep Data Dives

A

A

Secondary
Supervisor,
Principal
Instructional
Coach

11 Eeteach standards not
mastered

A

A

Secondary
Supervisor
Teachers,
Principal,
Instructional
Coach

12. Extended Day-Mon-
Thuers

Principal,
Teachers

13. Collaborative Team
Coaching-External Partner

Support

Principal,
Teachers
External Partner-
Innovations
Education

14. Apply for UVA

‘14

‘14

Superintendent
Secondary
Supervisor

15. UVA Leadership
Traiming

‘16

15

Superintendent.
University of
Virginia

16 Evaluation-School
Support Team Leader &

Chuarterly Beports

Secondary
Supervisor,
Principal
SaT-Innovations
Ed.

17. USOE Site Visitz-
Technical Assistance

A

SEA-Title 1 5IG
LEA-Title 1
Dhrector,
Secondary
Supervisor,
Principal

18. Ammual Plan
Eeview/ UpdatesRevisions

A

LEA-Title 1
Director,
Secondary
Supervisor,
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Principal,
55T Leader
19 Parent S5IG Orientation | A Principal,
Teachers
20. Parent Involvement ||| 0|O|O(O|O)|O Principal,
Activities/ Training- Parent
Monthly Inveol Coordinator
Teachers

The USOE will use the Utah 2013 LEA SIG Review Checklist page 4 to review this requirement.

4. The LEA must describe the annual goals (Goals must be specific, measurable, attainable, realistic
and time-based (SMART) for student achievement on the State’s assessments in both
reading/language arts and mathematics that it has established in order to monitor its Priority
Schools that receive school improvement funds.

a. Describe annual SMART goals for the state’s assessment for reading/language arts; and
b. Describe annual SMART goals for the state’s assessment for mathematics.

Whitehorse High School

With the rapidly changing assessment picture for the State of Utah, setting specific SMART goals
using the new SAGE and possibly changes in the UCAS system is a bit problematic. However, we are
committed to setting goals that are both r and attainable.

Whitehorse High School will show a 10% or better gain each year in student proficiency for both
Reading/Language Arts and Mathematics. The State anticipates that the new SAGE will be much more
rigorous and all schools are expected to drop in proficiency rates from the 2012-13 CRT scores. So, the
2013-14 SAGE proficiency scores will be the baseline upon which we will gauge the 10% improvement-
SMART goal for each year.

For the school year 2014-15, a 10% gain or better in proficiency compared to the 2013-14 scores,
as well as a 10% increase for the 2015-16 and 2016-17 school years will be the target goal.

The second SMART goal will be that the school’s UCAS score is high enough to remove
Whitehorse High School from the not only the Priority list of lowest performing 5% of schools, and from
the FOCUS list of lowest performing 15%.

As the State is in transition between the CRT’s and SAGE and is also reviewing the UCAS
system, the District will ensure that we review and revise our goals to ensure the SMART goals are
rigorous enough to exceed the State criteria for Priority and FOCUS status. When the State has been able
to establish and release information about new criteria/score points to determine Priority and FOCUS
status, the District will work with Whitehorse High School to establish a concrete UCAS SMART goal
for each of the three years.
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1014-15 1015-16 2016-17
Whitehorse High School | Whitehorse High School | Whitehorse High School
SMART Goal-Average | SMART Goal-Average | SMART Goal-Average

Proficiency Proficiency Proficiency 2016-17
Language Arts | 10% gain in proficiency 10% gain in proficiency 10%% gain in proficiency
from 2014-15 scores from 2015-16 scores from 2015-16 scores

as measured by SAGE as measured by SAGE as measured by SAGE
Mathematics 10% gain in proficiency 10% gain in proficiency 10% zain in proficiency

from 2014-15 scores from 2015-16 scores from 2015-16 zcores

as measured by SAGE as measured by SAGE as measured by SAGE

The USOE will use the Utah 2013 LEA 5IG Review Checklist page 5 to review this requirement.

5. The LEA nmst consult with relevant stakeholders regarding the LTEA’s application and
implementation of the chosen intervention model in its Prierity Schools.

a. Identify the process throngh which the TEA will involve:
o School administrators;
o Teachers;
o Parents; and
o School Copmmanity Council (SCC).

Whitehorse High School

Supenntendent Wright took a very direct approach to listen to parents, community and teachers

about changes they want at Whitehorse as well as input to the SIG application. during a “Conversation
with Superintendent”™ evening on Janmary 23, 2014, Title 1 Director, Lynnette Johnson also attended to
answes additional technical grant questions and to collect parent swrvey information (See Affachment

#4).

The faculty had additional opportunity for questions and input on February 10%, 2014, when Title

1 Director Lynnette Johnson held a S1G application informationinput meeting.

The School Community Couneil (SCC) had epportunity to discuss the grant plan during the
evening of the same day.

The School Board has engaged in discussion about the application, led by the Superintendent,
during the December meeting with a final presentation by Lynnette Johnson during the February 11, 2014
Board meeting,

An ongoing process of meeting with faculty, parents (Schools Commmnity Couneil, JOM

committee), District Administrative Team and School Board will ensure that all stakeholders have
opportuty for input and have lmowledge of the school’s progress toward their SIG SMART goals.

Stakeholders ConsultationTmplementation

Faculty Weekly
PLC. Team and Faculty Meetings
Parents Monthly
Diistrict Admin Weeklv-onsite mentoring
Bi-Monthly-District Exe. Mtgs
School Board Bi-anmmally

School Report
Director’s Beports
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c. Describe how the local school board will be engaged to ensure successful implementation
(including the prioritization or revision of appropriate board policies and allocation of
resources).

Whitehorse High School

The School Board has been consulted about the SIG application during the December 2013 and
February 2014 Board Meetings and is supportive of the plan. The Superintendent led the discussions and
requested Board support. (See Assurances Letter p. 52).

The Board has committed to working with the Superintendent, Secondary Supervisor and school
to make reasonable and legal allowances to support the intent of the grant.  The Board will continue
throughout the 3-year span of the grant to have access to required reports as well as an annual Board
report made by the principal who will detail the school’s progress and any needed revisions or requests
for support. The Board has committed to supporting the direction of the grant with whatever resources
are available after the 3- year cycle has ended.

The Board will review progress of the SIG plan twice a year at a minimum. Whitehorse High
School’s principal presents an annual report to the Board as does the Secondary Supervisor and Student
Services Director. Progress of the school improvement process, backed by data, will be a focus of the
reports. Any barriers to the progress of the school, including policies or prioritization revisions, will be
requested for consideration during these reports.

The USOE will use the Utah 2013 LEA SIG Review Checklist page 6 to review this requirement.

B. The LEA has demonstrated that it has the capacity to use school improvement funds to provide
adequate resources and related support to each Priority School identified in the LEA’s
application in order to implement fully and effectively the selected intervention model in each of
those schools.

1. The LEA has identified how it will provide leadership and support to each Priority School
identified in the LEASs application. The description must include the following information on
how the LEA will successfully implement the school intervention model:

a. ldentify how the LEA will provide leadership and support to each Priority School identified
in the application;
Identify the LEA staff assigned to support implementation of the school intervention model;
Identify the qualifications and relevant experience of the assigned LEA staff related to
prior successful school improvement efforts;

d. Describe how the LEA will provide ongoing technical assistance to make sure each school
is successful;

Whitehorse High School

(See Strategy 4B—LEA support staff assignments)

The Superintendent has assigned the Student Services Director to spend a minimum of 2 days a
week to provide intense onsite mentoring support for administration and teachers ensuring the SIG plan is
implemented fully and successfully.
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Thiz Director will specifically suppert:

To accomplizh this assignment, the Director will nead to be freed fom other job responsibilies
to allowr sufficiant time and attention to devote to Whitehorse High School, We are requesting 2 dave 2
waek of this Director’s salary to be paid from SIG fimds in order to achiave thiz so rva focus.

Tha Secondary Supervizor alzo has a charge to forus on providmg addibonal support for the
secondary priority schoolz, His responsitbilitias for overall schoo] superizion and mmprovement of
mstruction will add to the support Whitehorza racerves.

The Superintendent and Dhztrict Directors will provide weeklhy wrap-around support that wall
mcluds mentoring admimstration, helping problem-sobre, ensuring implementation of the SIG plan and
UV A modsa] and analyzmms data to ensure the school makes good progress toward Transfonmation.

[ee Artackwiens #3).

hMentormg for the adoumnistrative feam, with spacial affention to ansure tha principal
becomes the Transformational Leader.

Presentztions fraimmg for =taff to help them understand and devalop capacity to
noplement Transformation expactations.

Coordination of all support staff m order to achieve 51 actrites and goals.
FProblem-zolving school and stedent barmiers to swecessfully achieve goals.

Ensuring datz 1= collacted, managed and used, azpecially m the process of “DeapData
Dives™.

Improving stroctures for parant engagement

Improving overall school climate and culture

e. ldentify the fiscal resources (state and federal) that the LEA will commit toimplementation;

Whitehorse High School

The LEA will provide the following fiscal resources to support the implementation of this

application:
.
.
.

Federal funds—Title 1, Title lIA, IDEA, Title IlI, Title IV.
State funds—Enhancement for at-Risk Students, Trustlands, Comprehensive Guidance
District funds—Lower student/teacher ratio. Technology, Transportation

Subsidized teacher housing and maintenance

All funds will be evaluated to ensure they are directed to the goals of the school Transformation.
When the three year SIG period is over, the District and School will evaluate all budgets to allow the
school to sustain the successful practices of the SIG plan.
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f. Describe how the LEA will evaluate the effectiveness of the reform strategies;
g. Describe how the LEA will establish annual goals for student achievement on the State’s
assessments in both reading/language arts and mathematics

Whitehorse High School

The definitive measure of effectiveness of the reform strategies will be improved student
proficiency for both Language Arts and Mathematics as measured by the State’s end of year SAGE
assessment (see above section 4 a,b -SMART goals). This annual summative assessment will be the
primary indicator of improvement.

However various formative measures will keep the plan on track and allow teachers and
administration to make needed improvements throughout each year.

These measures include:

Academic

o District Benchmarks: Deep Data Dives; Reteaching Essential Standards
e Progress monitoring including PLC common assessments

Plan Evaluation
e Quarterly reports facilitated by School Support Team Leader
e Review of implementation and data in District Admin.Exe meetings
e USOE site visits

Other measures
e Teacher evaluations
o Data on improved engagement/instruction collected by Innovation Education, School
Admin. and teachers in collaborative team coaching.
Staff turnover rates—master teacher retention; progress of teachers being mentored
Parent and student survey? 1SQ
Student attendance
Discipline reports
OLWEUS/SET

Each year during the school’s 4 day summer retreat, the school will analyze both summative and
formative data to establish school SMART goals that are directly related to the goals for the SIG plan for
improvement in proficiency in both Language Arts and Mathematics.

This process will involve setting goals for both interim measures and process implementation.
The SMART goals will be set at school, department and individual teacher levels. The building principal
and Secondary Supervisor will guide and approve the SMART goals the schools adopts.

Parents and students will be informed about the school’s goals during fall activities, including the
annual SIG parent orientation evening. During Parent/Teacher conferences, Student Mentor contacts and
Planning for College and Career Ready (PCCR) meetings (formerly SEOP), parents will learn about their
student’s progress toward these goals. Data boards and other methods of publication will keep
stakeholders informed about school progress.

Teachers will work with students to set individual proficiency goals. Students will be involvedin
tracking their own data and progress toward their individual proficiency goals.  The building principal
and Lead Teachers will review and manage interventions for student support toward their individual
goals.
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h. Describe how the LEA will monitor student achievement by individual teacher/classrooms;
i. Describe how the LEA will measure progress on the leading indicators as defined in the
final requirements;

Whitehorse High School

The District will monitor student achievement by individual teacher/classrooms through:

District Benchmark reports-Datawise reports that show student mastery of Core
Curriculum standards by student and teacher.

PLC common assessment results/intervention
Student grades and credits- # of failing students by individual teacher/classroom.
ELL and SpEd student reports—EL Levation and IEPs

The District will monitor the following leading indicators:

Student and teacher attendance (SIS and Kronos programs)

Student discipline (office referrals, suspension and expulsion rates)
Graduation rates

Enrollment and passing Advanced Coursework (SIS)

School Climate and Culture-edPlus, weekly online survey to measure climate
Parent/Community Engagement (participation in school events, 1SQ)

Extended learning time opportunities (records of increased time and studentachievement
progress).

The Board of Education has set District Goals (see below). By September of each year, the
Superintendent, Elementary and Secondary Supervisors will work with the building principal(s) and
teachers to set annual SMART goals for student achievement for both reading/language arts and
mathematics. These will be used to monitor student achievement by individual classrooms as well.
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141

LUNIIE  BIVLSCATE - EMIESAY ER

SAN JUAN

SCHOOL IFIST REICT

vl

DISTRICT GOALS

1. San Juan School District will significantly reduce /eliminate
the achievement gap for all subgroups utilizing multiple da

points as evidence.
o The District is committed to implementing a quality Professional Learaing
Commmni ty madel neack school that provides for o Tiered systert of [nderventions
and exrichrmenis for afl sudents. The Mstrfct has developed an ARC model and is
actively supporting all schoals to implement this model evidenced by o District
cdopted ABC rubric.
o The District hos written and begun to implemeant o Title [11 lmprovement Plan
for English Language Learners.

All schools will implement the Positive Behavior Supports

model (PBS)

s 108% of office disclpline referrals and suspensions/expu isons will be accurataly
enierad Into STS.

* ANl srhools have been troined and are implementing the OLWEUS Budlying
Prevention program.

San Juan School District will provide high quality Tierl
Instruction as defined by the Grand Slam Instructional
Norms in every school, every class, and every day.

90% or batler engagertant

Understood Learning Objective

Fupportive Learming Environment

Monitoring of Student Understanding

[k

ooon

=

Describe the frequency of LEA monitoring;

Describe the monitoring strategies the LEA will use to monitor the implementation of each
requirement of the selected intervention model (Use the model checklists provided as aguide

for the monitoring strategies needed); and

If student achievement results do not meet expected goals, describe how the LEA will assist

in making necessary plan revisions.
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Whitehorse High School

The LEA will closely monitor student and progress toward leading indicators on a weekly and bi-
monthly basis using the following structures:

e The Student Services Leadership Mentor will be in the building a minimum of 1 full day per
week. She will be actively monitoring the PLC , Lead Teacher Team, Instructional Coach and
Principal. Weekly data meetings will be closely monitored.

e The District Directors meet with the Superintendent twice a month to monitor data and
progress for schools with a focus on SIG schools.

o District Benchmark results will be monitored by the LEA and the process of ensuring “Deep
Data Dives” after each assessment will be supported.

e The LEA supports Whitehorse High School with an Educational Psychologist that is on site
once a week to work with PBIS, OLWEUS. The SWIS software is the primary source of
behavior data that is used to monitor student behavior. The District UTMSS team monitors this
information on a monthly basis.

e The Secondary Supervisor and Principal monitor teacher attendance using the district’s
KRONOS system. This is reviewed and approved on a monthly basis.

e The Student Information System (SIS) is monitored to determine students who are missing
school at a rate that places them at risk for not succeeding. The school has a process of alerts,
parent notifications and interventions.

e Evaluations of teachers will follow the State UMIE system. Ongoing formative measures
include walkthroughs and collaborative team coaching data.

e Formative assessments of academic progress include District Benchmarks and Common
Assessments.

When student achievement results do not meet expected goals, the LEA will support the
principal to identify the barriers and provide timely, targeted support. The primary responsibility will fall
on the instructional Leaders (both Principal and Elementary Supervisor) support to improve Tier 1
instruction, more appropriate interventions, and parent contacts. District level problem solving in
Executive staff meetings will provide oversight. The school will be expected to monitor student data and
problem solve in PLC and school leadership meetings.

Each spring, the school will review the implementation of their plan using quarterly reports,
data informing progress toward SMART goals and leading indicators. All stakeholders (teachers, parents,
administration and School Support Team leader) will have an opportunity for input as to any plan
revisions. Needed plan revisions will be reviewed by the Superintendent, School Supervisor and Student
Services Director. The USOE Title 1 Specialists assigned to SIG oversight will be consulted to approve
the changes. Approved changes will be uploaded on the USOE Tracker system.

2. If the LEA is not applying to serve each Priority School, the LEA must explain why it lacks
capacity to serve each school.

The District is applying for support for all three identified Priority Schools: Montezuma
Creek Elementary, Monument Valley High School and Whitehorse High School.

43




3. The LEA has identified how it will design and implement interventions consistent with the
final requirements of the selected intervention model.

Whitehorse High School

The District has chosen the Transformation model. We have designed the Transformation plan
knowing the requirements of the model and aligning District goals and current research that supports the
Transformation of schools. The plan design has been developed with District and School administration,
teacher input, parent input and with the guidance of our School Support Team Leader and UVA-PLE

expectations.

This application describes in detail how we will implement each of the requirements of the
Transformational Model. The District is committed to ensuring that all requirements of the model are
implemented successfully.

4. Due to the Utah State Office of Education’s approved ESEA Flexibility Waiver, USOE is applying
for a waiver to replace its PLA List with its Priority Schools list. Therefore, LEAs will no longer
be able to apply to serve Tier 11 schools with SIG funding.

Turnaround Model:

Replace and support principal

Grant greater flexibility to principal (e.g. staffing, calendars, budget)

Locally develop and adopt competencies to screen existing staff

Identify and replace 50% of the existing staff, using locally adopted competencies
Select and hire new staff

Implement strategies to recruit, place, and retain staff

Provide ongoing job-embedded professional development

Adopt a new governance structure

Use data to identify and implement an instructional program that is research-based,
vertically aligned, and aligned with Utah Core Standards.

Promote the continuous use of student data to inform and differentiate instruction to meet
the academic needs of individual students

Establish schedule and implement strategies that increase learning time

Provide appropriate social/emotional and community oriented services and supports for
students

Other permissible strategies (please specify)

Transformational Model:

Replace the principal who led the school prior to commencement of Transformational
Model

Use rigorous, transparent, and equitable evaluation systems that take into account data on
student growth and are designed and developed with teacher and principal involvement
Identify and reward school leaders, teachers, and other staff who have increase student
achievement; remove those who have not done so

Provide staff ongoing, high quality, job-embedded professional development

Implement strategies designed to recruit, place, and retain staff (e.g. additional
compensation, institute a system for measuring changes in instructional practices, etc.)
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e Use data to identify and implement an instructional program that is research-based,
vertically aligned, and aligned with Utah Core Standards

e Promote the continuous use of student data (formative, interim, and summative
assessments) to inform and differentiate instruction (e.g. curriculum review, UMTSS
model, additional supports for students with disabilities and English language learners)

o Provide additional support and professional development to teachers and principal to
support students with disabilities and English language learners

e Use and integrate technology-based support and intervention as part of the instructional
program

e Secondary Schools only: Increase rigor by offering opportunities for students to enrollin
advanced coursework (provide multiple opportunities for all students)

e Secondary Schools only: Improve student transitions from middle school to high school

e Secondary Schools only: Increase graduation rate through a variety of methods

e Secondary Schools only: Establish early warning systems to identify students at-risk of
failing to graduate

e Establish schedules and strategies that provide increased learning time

¢ Provide ongoing mechanisms for family and community engagement (e.g. partnerships
with parents and community to create safe schools, extended or restructured school day,
approaches to improved climate and school discipline, full day or pre-kindergarten)

e Give the school sufficient operational flexibility (e.g. staffing, calendar/time, budgeting)

e Ensure that the school receive ongoing, intensive technical assistance from the LEA,
SEA, or external consultant organization) e.g. new governance arrangement, weighted
per pupil budget formula

Restart Model:

o Develop, communicate, and implement the decision-making process for selecting the
Restart Model

o Develop and implement a rigorous review process for selecting: charter school operator;
charter school management organization; and/or educational management organization

o Develop and implement a process for monitoring and evaluating the Restart Model to
ensure that it serves and benefits students

o Other strategies (please specify)

Closure Model:

o Develop and implement a process for ensuring that all students are accommodated at
higher-achieving schools

o Develop and implement a communication plan to inform parents and the community
about the Closure Model

e Provide support for students who are transitioning to new schools (e.g. transportation,
class assignments, etc.)

o Other strategies (please specify)

The USOE will use the Utah 2013 LEA SIG Review Checklist page 7 to review this requirement.
The checklists for each intervention model are included in this application.
C. The LEA has considered the needs of the school(s) in relation to the chosen intervention model

and must describe the process used to recruit, screen, and select external providers.

1. A description of how the LEA will contract with an external provider, including a description of
how the LEA will recruit, screen, and select external providers;
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a. If the LEA has already selected an external provider, the LEA must provide evidence that the
external provider has a demonstrated record of success and the expected services that the
contractor will provide;

b. A narrative description to support external provider contracts, if applicable; and

c. The LEA is required to use an experienced School Support Team Leader who is external to
the LEA. An SST Leader could assist the school in the implementation of the intervention
model. A list of approved School Support Team Leaders is available upon request of USOE
staff.

Whitehorse High School

The District has previously contracted with Innovations Education (1E) for FOCUS schools’
external provider support and has been pleased with their expertise and support. The District would like
to continue with IE as an external provider for the SIG project, and specifically Johanna Hofmeister,
M.Ed. (Owner, CEO) as School Support Team Leader. Ms. Hofmeister is a USOE approved Support
Team Leader and has extensive experience working with schools in Utah designated as in need of
improvement.

The Innovations Ed team includes four former school administrators and two teacher specialists
who all have elementary and secondary school level experience. All team members have expertise in
assessing the school’s learning environment and coaching the administrator as she/he changes the culture
of the school through a turnaround model.

Since 2009, Innovations Education consultants have served as lead consultants for over 20 Title 1
PRIORITY and FOCUS schools in the state of Utah. 100% of clients served have successfully met exit
criteria within state allotted timeframe.

Innovations Ed repeatedly demonstrates effectiveness in supporting Title 1 schools in theirschool
turnarounds and transformations. With experienced consultants specializing in Assessment, Instruction,
Curriculum, and Instructional Leadership, Innovations Ed has successfully facilitated the development,
implementation, and monitoring of improvement plans for numerous Utah schools. The IE team
regularly:

. conducts appraisals for schools entering improvement

. presents and interprets appraisal results with all stakeholders

. guides leadership teams in the development of school improvement plans thatinclude
specific and measurable goals

. supports administrators in leading plan implementation

. facilitates the development of collaborative processes between state, district, and school

° implements sustainable professional development directly tied to focused goals

o collects and analyzes data continuously to inform process

o transforms schools by increasing student proficiency, student growth, and graduation

rates

The Utah State Office of Education recognizes the contributions of the Innovations Ed team to
school improvement efforts throughout the state. Consultants have been included on expert panels during
state trainings and have also participated in the revision process of state appraisal tools and school
improvement plan documents.
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2. In selecting external providers, the LEA must take into account the specific needs of the Priority
School(s) to be served. These criteria must include, but are not limited to:

a. Researching and prioritizing external providers available to serve the school,

b. Contact with other LEAS currently or formerly engaged with the external provider
regarding their effectiveness; and

c. The provider identified has a proven track record of success in working with similar
schools and/or student populations (e.g. success working with high schools or English
language learners).

Whitehorse High School

San Juan School District has extensively researched available external providers that: have the
experience/expertise to support our student population, are approved by USOE, have a track record of
success and are willing to serve our remote location with an energetic and hand-on approach.

Innovations Educations’ current clients include: Davis School District, Jordan School District,
Ogden School District, San Juan School District, and Uintah School District. Weber School District.
Charters: Uintah River HS, Rockwell HS, Dual Immersion Academy, Guadalupe ES. Innovations
Education has a wealth of experience working with schools with challenging demographics including
poverty, ELL and cultural differences.

Innovations Education serves 20 Title 1 PRIORITY and FOCUS schools in the
state of Utah. 100% of clients served have successfully met exit criteria within state
allotted timeframe.

Consultants:

. Conducted appraisals

. Facilitated collaborative development of school improvement plans

° Guided schools through improvement process

° Monitored school improvement plan implementation

. Supported leadership teams and administrators in making data informed

decisions throughout improvement process

3. The LEA must describe the alignment between external provider services and existing LEA
services:

a. The responsibilities of the external provider and LEA are aligned and clearly
defined;

b. The LEA has specifically planned how it will hold the external provider accountable to
high performance standards; and

c. The capacity of the external provider to serve the specific needs of the identified
school(s) has been clearly demonstrated.

4. The LEA must describe the reasonable and timely steps it will take to recruit and screen providers
to be in place by the beginning of the 2014-15 school year.
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Whitehorse High School

Alignment of Responsibilities:

San Juan School District and Inmovations Ed. have developed a work responsibilities guidance
document that clearly specifies: the roles and responsibilities of nnovations Ed , ncluding: scope of
work, days of site visits, consultant fees, and reports/data fo be provided. Also detailed 15 a descniption of
the LEA administration’s roles and responsibilities, including lines of supervision, expected
commumication channels and interface with Innovation Education. (See Attachment #6).

Differentiation between Innovations Education (External Provider) and

LEA Roles & Responsibilities

Innovations Education (IE)

LEA-District Leadership

mformation into USOS’s
Tracker system. Ensure

SIG Monitorning Visits Organize and lead monitonng | Participate in monitorning visit(s).
VIsii(3). Secondary Supervisor

Support Visits Prowvide school with a Provide a munimmm of weeldy on-site
minimum of 8 on-site support | support.

Visits Secondary Supervisor

Initial Contact Help coordinate with LEA Collaborate with Innovations Ed. and
and School Administration building principal for initial staff
mitial school staff traiming/orientaticn Lead the
trammng/onentation for SIG discussion about SIG requirements.
as well as Innovations Ed.’s | Secondary Supervisor
suppott role Student Services Divector

Oversight of Support of requared Supervision of required

Transformational Transformational Model Transformational activities.

Requirements activities. Communication Secondary Supervisor
with LEA regarding Ensunng SIG compliance.
mplementation progress. Student Services Divector

Commmnication with IE regarding
unplementation progress.

Quarterly SIG Repm‘ml Prowvide school admin with Review reports and provide schools
technical assistance with with support in filing reports.
mterpreting data and Secondary Supervisor
mputting required Student Services Director

Direct line of authority to ensure
timely and accurate reports.

reports are filed on tume. Secondary Supervisor
On-site Professional Provide teachers and school | Attend initial tramming and monitor
Development- adnun.. traming to ensure a | classroom mnstriction vsing the
Collaborative Team research-based and quality traimng and data provided by [E.
Coaching Collaborative Team Secondary Supervisor
Coaching experience.
Coaching Monitoring Log | Completed monthly Completed monthly
- Sent to LEA and school - Ensure school admin sends to
Leadershup within the week | Innovations Ed. and school
following end of the month | Leadership within the week following
- Filed on I-dnve and posted | end of the month
in the LEA file cabinet on Secondary Supervisor
ATEAT
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Accountability:

San Juan School District Adoumstration (LEA Support & Principal) and Innovations Education
will analyze data and confer monthly dunng on-site visits (school support and professional development),
while generating the USOE required quarterly report. and annually when summative assessments data is
available in order to momitor school progress and effectiveness of support.

Innovations Ed consultants work extensively with principals, leadership teams, and district
leaders to assess their inifiatives in relationship to the school improvement goals, plan, and process.
Developing collaborative relationships and structures for productive collaboration is essential to the
ongoing moenitoring and adjusting that ccours throughout plan implementation

By supporting leadership teams in the development of SMART goals, strategies, action steps, and
tasks (as differentiated by grain size), we increase owr capacity to measure interim results. In order to
promote the behaviors that lead to snecessful team interactions, Innovations Ed consultants frequently
share anecdotal examples and non-examples from the field. Such examples may mchude success stortes of
trials and tribulations. reflections shared by other educators. encouraging sets of data, video clips, and
moments of monomental importance to our team.

Through the targeted observations and data collection during Collaborative Team Coaching®.
principals spend more time in classrooms. Sklled in crucial conversations, Innovations Ed consultants
help adnunistrators assess their current capacity in instructional leadership. When lacking in kmowledge.
but willing to learn. they work extensively with principals to build their capacity in this area. When
unskilled and vowilling over time, Innovations Ed consultants follow protocols for discussing corrective
action with district leaders. Likewise, similar protocols are followed when cucial conversations are
necessary to address inadecuate instruction and teachers’ needs for fiwther assistance with the bulding

Innovations Ed uses software that generates comprehensible presentation of instructional data.
Innovations Ed consultants model for principals multiple ways to provide objective feedback, engage
teachers in dialogue about the data, and ease info difficult conversations with individuals and teams as
directed by the data.

External Provider Capacity:

Innovations Ed implements Collaborative Team Coaching® to help teachers focus on the work of
learning. This work mcludes looking at various elements of effective instruction, ncluding but not limited
to Student Engagement, SIOPE, Questioning, Figor, Feedback, and Differentiation. Participants learn
how to collaboratively design strategic lessons that include content and langnage objectives, building
background, comprehensible inpwt. strategies, interaction, practice/application, lesson delivery, and
review/assessment. Teachers learn to self-assess and learn strategies from each other as they develop a
contmuous improvement model for thewr professional development.

. The Innovations Ed team mecludes four former school adounistrators and two teacher
specialists who all have elementary and secondary school level experience. All team members have
expertise in assessing the school’s leaming environment and coaching the administrator as she/he changes
the culture of the school through a tumaround model.

ui. Each of the team members has expenence administering, interpreting, and developing
unprovement goals from formal and informal perception surveys of stakeholders. The information from
perception surveys is invaluable in increasing parental invelvement and building comtmnity partnerships.

tv. The team mchides members who are experienced in identifying Turnarownd Leader
Competencies (Spencer and Spencer, 1993), developing highly-effective leadership improvement plans,
and coaching for implementation. This includes helping leaders create the systems and framework to
develop continual improvement in schools.

The Innovations Ed team has nmltiple vears of experience in analvzing cqualitative and
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cuantitative data and identifying performance gaps. Each member has conducted nmitiple appraisals in
schools. Dhring these appraisals, each member has been required to collect data from state assessment
reports, school assessment data, classroom observations, and stakeholder interviews. The collected data
were then analyzed and reported to the school principal. principal’s supervisor, and staff This reporting
process has demanded a high level of clarity in reporting the findings of the analysis and helping the staff
use the data in developing their improvement plan.

Each member of the Innovations Ed team has had nmitiple years” experience chserving
mstmction nsing a variety of rubrics all designed to identify the current level of implementation of best
teaching strategies. The team’s focus on identifying lesson objectives, student opportunities to respond
and engage in the learning teacher feedback to students. and stundent mastery of the concept tanght, has
vielded compelling school wide shifts in instroction.

The Innovations Ed Team focuses on building relationships of trust with teachers during
observaticns. Thus adhering to the instrument protocol 1s imperative. The feam has experience with
many different instruments and maintaining validity and reliability—including inter-rater reliability.

Facilitating the staff in the valid interpretation of results has been a key component of Innovations
Ed professional development. This includes helping teachers understand the limitations of the data
collection instrument and guiding them to form valid interpretations from the data. We accomyplish this
by a systematic approach that begins with teaching the staff how to use the instrzments to collect
instructicnal data. We then engage all participants in a series of cycles that includes modeling, practice,
reflection, and continuous coacling,

Innovations Ed has helped schools close the implementation gap and increase effective
instruction by empowering schools with a sustainable model of professional development. The innovative
PD approach, Collaborative Team Coaclung® engages teachers, coaches, and admimistrators in ongomng,
classroom-based professional learning driven by team observations, supported by instructional coaching,
and monitored by continmons data collection and analysis. Thronghout the school improvement process,
Innewvations Ed consultants focus on strengthemng instiuctional leadershup and gradually releasing the
facilitation of Collaborative Team Coaching® to principals. coaches. and teachers. Schools working
with Innovations Ed have consistently ountgained other schoels within their district on state high
accountability assessments.

The USOE will use the Utah 2013 LEA SIG Review Checklist pages 8-9 to review this requirement.

D. The LEA must describe how it will modify its practices or policies, if necessary, to enable it to
implement the interventions fully and effectively.

1. The LEA SIG application must demonstrate that the LEA has identified potential
practices and/or policies that may serve as barriers to successful implementation of
intervention strategies. Competitive applications must include the following:

a. Alist of practices and/or policies that may serve as barriers to successful
implementation;

b. Proposed steps to modify identified practices and/or policies to minimize barriers;

c. A procedure in place to identify and resolve future issues related to practicesand/or
policies; and

d. Description of how the LEA will collaborate with key stakeholders to implement
necessary changes (e.g. associations, administrators, local board of education).
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Whitehorse High School

The District believes existing barriers to school reform can and will be overcome. Potential barriers include:

1. Policies and procedures related to teacher evaluations. As the teacher evaluation process and
performance pay will be tied to student achievement, District policies and procedures will need to
be reviewed and possibly revised. The Board of Education reviews policies on a monthly basis
and is actively engaged in ensuring that State policy and law are reflected in District policy. The
new State UMIE evaluation tool will guide our process. The Association has worked well with the
District in the past and will continue to be an active stakeholder in this process.

2.Increased school/teacher governance. The District has invested heavily in forming the SISD/ABC
Framework which sets in motion Professional Learning Communities. These collaborative teams
give teachers a voice and a structure to make significant decisions about the instruction and
support for students. Whitehorse High School has considerable latitude to determine their school
schedule that will allow for student interventions and other necessary structures for increased
student achievement as long as they coordinate with the other high schools’ Distance Education
schedule. Whitehorse’s extended time will enhance the Transformation effort.

3.Policies and procedures related to performance pay. The District has successfully used performance
pay as part of a 4-6 Math Initiative and previous SIG plan at Bluff Elementary. The Board is
supportive of this concept. The LEA Support team will work to ensure the bonuses are fair and
are administered in a way that improves teacher moral and brings staffs together toward a
common goal, rather than dividing teachers. This will be accomplished through performance pay
for—a) language arts and math teachers; b) whole staff based on total school gain of student
proficiency.

4. Implementation Fidelity. The LEA Support Team will be actively involved in monitoring and
supporting Whitehorse High School as they undergo transformation process. The USOE will be
called on for technical support and monitoring as well. The External Evaluator will give an
outside, objective view of the process and make any recommendations for improvement.
Innovations Education will give regular onsite and distance communication training andfeedback.

The USOE will use the Utah 2013 LEA SIG Review Checklist page 10 to review this requirement.
E. The LEA must include information regarding how it will sustain the reforms after the SIG
funding period ends.

1. The LEA SIG application must demonstrate that the LEA has a plan to sustain the
improvements achieved through the SIG process when the funding period ends. Competitive
applications include the following:

a. A list of the ongoing supports needed to sustain school improvement after the funding
period ends;

b. A description of the anticipated local, state, and/or federal resources that will be
committed to meet the needs identified above and support continued implementation of
the model(s) chosen;

c. The written assurance from the district superintendent or charter school leader that s/he
will continue to support the implementation and refinement of the intervention model(s)
described in the LEA application beyond the period of the grant funding; and

d. The written assurance from the local school board that they will continue to support
the implementation and refinement of the intervention model(s) described in the LEA
application beyond the period of the grant funding.
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Whitehorse High School

The Board of Education and Supenntendent Winight are commmuited to supporting this application.
They discussed the application during the Febmuary 11, 2014 meeting and signed the following written

Assurance letter.

BILL BOVLE T MG A B WR T, Dk,
Bciecel Beced Fresidost the R Tty Eacriasradon o) Krivaal
PN  ETEECATE - S YRR
DENBIE CHRESTIANSEN CLAYTON ILHOLY. Ora

Sohesd Biand Moe Preskfon B s Adrdwdraine

SCIHFET I IR TR

200 Horth Mam Sorect © Blanding, UT #4511 © phone (435 6781211 « Boc (435) §78-1272 - waw sl oy

February 11, 2004
Dear Sehoal Improvement Grand Review Commitbe

5an Juan School District is eommitbed to folly implement the schoal drprosemend plan outlined in cach
af our 515 applications Gar Moalkzuma Creek Elementary Schoal, Monument Valley High Scheod and
Whatchorse High School. We understad the elements of the S5 Transfoomaiional Models az outlised in
the LEA assurances documwnt and support those nequirements

The Dhstrict 15 committed & sustnmmg the goals and key clements af fhe plans afier the 3 year period of
the sdditional SIG fusdirg. While we recegnize the cobstantis| sdditonal fanding will not be asailable,
we are delermmed to sustain the process of school improvement. The S0 plans are aligned widh our
District goals and the direstion the Baard has established for mprovement, At the end af the grami
perbod, v will be evaluating eack sehoal s plan and progress and are committed to restrcturin g available
budgets b onsure maximum support for the schools® comtinued progress and suecessful Transformational
initigtives.

Huneerely, | ; .
7 D T o 1S

Dermplas E. Wright il Foyle
Superniendenl, San Juan Schoal District President San Juan Schiool Disteict Scbwal Bopiad
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The USOE will use the Utah 2013 LEA SIG Review Checklist page 11 to review this requirement.
Part1l: BUDGET

An LEA must include a budget that indicates the amount of school improvement funds the LEA
will use each year in each Priority School it commits to serve. NOTE: The amount of funds applied
for must include a planned budget for each year of the three years of the grant. The LEA may
apply for a minimum of $50,000 per year per school for each of the three years of the grant
up to a maximum of $2,000,000 per year per school for each of the three years for a total of
no more than $6,000,000 over three years.

1. The LEA budget included in the SIG application demonstrates that the LEA hasallocated
a reasonable amount for LEA support and school intervention model strategies. Quality
budgets include the following:

a. The LEA provides a budget for each Priority School for the three years of the
grant;

b. For each school included in the SIG application, the budget includes costs associated
with the successful implementation of the intervention model selected (e.g.
extended learning time, professional development, teacher recruitment and retention);

c. If the LEA plans to apply for SIG funds to support LEA efforts, the budget includes
costs associated with LEA leadership and support of the school intervention
models;

d. The LEA budget includes costs for purchased professional services to ensure
quality consultants to facilitate research-based reform;

e. The budget detail provides sufficient information to support budget requests; and

f. The LEA has considered any costs associated with program evaluation annually.

Whitehorse High School

SALARIES

Performance pay-- teachers
Pay is figured @ $5,000 a year possible for each teacher (18 total) $5,000 x 18 = $90,000
$270,000 Total three years.

Performance Pay--principal
$6,000 per year
$18,000 Total three years

Principal Retention Bonus
$4,000 year 1

$5,000 year 2

$6,000 year 3

$15,000 Total three years

Principal Housing Stipend
$5,000 per year
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$15,000 Total three vears

Performance Payv—vice-principal
$5.000 per vear
515,000 Total three vears

Performance Pay--counselor
$3.000 per vear
59,000 Total three vears

School Leadership Mentor

2 davs per week (@ Director 3 Salary Schednle
$35.588 per vear + (4% increase years 2 & 3)
£111,088 Total three years

Extended Day Teacher Expense
17 teachers (@ $26.50 per hour (30 minutes a day) x 141 days (Monday-Thursday) = $31,460
594,230 Total three vears

Teacher planning retreat stipends:
17 teachers (@ $100 per day x 4 days = $6,300
£20,400 Total three vears

Substitutes PD Peer Coaching & Lead Teacher Observations

2 substitutes for 21 days x 7 hours per day(a@ $14.03 per day = $4.124
Total $2,357

£7.071 Total three vears

BENEFITS @ 32%

Teachers Performance Pay
$27.200 per vear
$81.600 Total three vears

Performance Pay Principal
$1,920 per vear
%5,760 Total three vears

Principal Retention Bonus
$1,280 year 1

$1.600 year 2

$1.920 year 3

54,300 Total three vears

Performance Payv—vice-principal
$1.600 per vear
54,300 Total three vears

Performance Payv--counselor
5960 per year
%21,380 Total three vears
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Substitutes (8.3%0)
5195 per year
%585 Total three vears

CONTEACT SERVICES:

Innovaton Education

Omnsite Davs for Whitehorse High School

Year | PD & Admin Quarterly Site District Debrief Total Days

Coaching Visits
1 14 2 2 18
2 12 2 2 16
3 10 2 2 14

Office and Travel Davs for Whitehorse Vallev High School

Year | Quarterly | TRACKER | District Total Total Total TOTAL

Eeporting | Management | Debrief | Office Project Travel DAYS

Days Days Trips/Days
@ $2,200

1 2 2 2 4 12 ] 28
2 2 2 2 4 20 5 25
3 2 2 2 4 18 4 21

IE Consultant Fee

£17.600 year 1 for 22 days (@ $800 per day
%16,000 year 2 for 20 days (@ $800 per day
%14 400 year 3 for 18 days (@ $880 per day
£48,000 Total three vears

IE Travel Expenses

%350 per day travel tume vear 1 x 6 days = 52,100
$350 per day travel time vear 1 x 5 days =$1.715
$350 per day travel time vear 1 x 4 days=%1.400
%5,121% wravel time Total three yvears

Hotel (@ $120 per night
Food i@ 320 per day
Mileage (@) 56/mile = $598

511,666 Year 1 total travel expense
%10,266 Year 2 total travel expense
58,800 Year 3 total travel expense
§30.732 Total travel expense

University of Virginia Parmership for Leaders in Education (UVAPLE)

530,000 Year 2 of 5IG grant

Participation in UVA costs approximately $20,000 per school. We anticipate USOE will support this initiative
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T, providing some of the expense that has besn offered previouslhy. 1T LSUE cannot contribute, we will nead
to reviza the udget accordmzly,.,

Amomal BIG Orientation Parant Meating

Costz covar materials and sveming meal for studants and their famlies.
$3,300 gach vear

£10,200

Parent Involvement Suppliez
$2.000 each vear
56,000 Total three years

N NN
$1,000 gach year
$3,000 Total three years

TOTAL DIRECT COSTS $975,757
Indirect costs @ 2.45% $23,911
TOTAL ALL COSTS $999,663

The USOE will use the Utah 2013 LEA SIG Review Checklist page 12 to review this requirement.

NOTE: The SEA will annually review each LEAs budget prior to renewal of the grant.

2. The LEA SIG application must demonstrate that the LEA has committed other local, state, and
federal resources to support successful implementation of the intervention model. A competitive
LEA SIG application must include the following information:

a. A list of the financial resources that will support the intervention model (e.g. local, state,
federal funds, and other private grants, as appropriate);

b. A description of how each of the financial resources listed above will support the goals of
the school reform effort in the improvement plan; and

c. A description of how LEA program personnel will collaborate to support student
achievement and school reform.

Whitehorse High School

The District will provide the following fiscal resources to support the implementation of
this application:

e Federal funds

o0 Title 1-salaries for aides and materials for interventions, professional development,
enhanced technology support

Title 11A—professional development, class-size reduction
IDEA-services for Students with Disabilities
Title 1l11-supports for ELL students, professional development
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®  State funds

o Enhancement for at-Fisk Studsnts-mterventions, sefiware and tutormz at-nisk

students

o Trstlands-academic support for language artz and mathematies
#  Dhstniet fonds—Lower studentteacher rafio. Technology, Tmsp-nhaﬁnn

#  Subsidizad teacher housmng and mainfenance

All histed fimds programs contributs fo the goals of increazed sindent achievement and school

reform zs they support students znd teachers in core academic arsas.

Program Amiount Support

Tiile 1 %138338 Reading Teacher
After-school expenses
Supplemental math class

Title 1 FOCTU S-transition to Sad 272 [E Consulting

SIG Check & Connect | mimng
Love & Lopic Training

Enhancement for At-Risk 342 661 Interventions for students —

IDEA

Title IIT

Trustlands

Dustrict General Funds

Dhistrict Budset

District Budget

$24 304

Dustrict Budget

language arts and mathematics

SpEd teachers, Supplies,
Professional Development

FOLWIDA, STOP
ELL materials

Acadensc support for language
arts and mathematicsincrease
math scores from 12% to 60%
All students will achieve one
year s growth in math
Increase L& scores from 59% to
B5%

All students will achieve one
year s growth in LA
Foundation program/facilities +
Teacher Housing, Lower
Student/Teacher ratio,
Technology

District budgers are figured by formula, which often allows for addinonal fands for high poverty

sehoals.

57




Tha Board 15 committad to usnng necessary district resources n vears 4 and 3, to contmue amy
succazzfol mitative that 15 developed during the 3-vear S5IG grant.
Dhistrict program personne] are committed to the ongoing and mtanse work fo support zchool reform.
Each director meets at least bi-monthly m Executrve Staff Meetinzs to coordinate these efforfz. In addition,
directors mesat and plan with persemnel in their programs to mplement supports for student achisvement and

school reform.

The USOE will use the Utah 2013 LEA SIG Review Checklist page 13 to review this requirement.
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3. USOE will ensure that all activities proposed by the LEA receiving the SIG award are
allowable expenditures to assist the LEA and school(s) in preparing for full
implementation when the 2014-2015 school year begins. USOE has developed a
Checklist to review the pre-implementation activities proposed by LEAS as a feedback
resource to the LEA. This page of the Checklist will not be added to the overall score of
the LEA application as this section is optional. The activities listed below are intended to
be examples only. The focus of the activity should be its relationship to the needs of the
school and the intervention model chosen for the school. Examples of allowable pre-
implementation activities:

The USOE will use the Utah 2013 LEA SIG Review Checklist page 14 to review this requirement.

Family and Community Engagement: Hold community meetings to review school
performance, discuss the school intervention model to be implemented, and develop school
improvement plans in line with the intervention model selected; survey students and parents to
gauge needs of students, families, and the community; communicate with parents and the
community about school status, improvement plans, choice options, and local service providers
for health, nutrition, or social services through press releases, newsletters, newspaper
announcements, parent outreach coordinators, hotlines, and direct mail; assist families in
transitioning to new schools if their current school is implementing the closure model by
providing counseling or holding meetings specifically regarding their choices; or hold open
houses or orientation activities specifically for students attending a new school if their prior
school is implementing the closure model.

Rigorous Review of External Providers: Properly recruit, screen, and select any external
providers that may be necessary to assist in planning for the implementation of an intervention
model.

Staffing: Recruit and hire the incoming principal, leadership team, instructional staff, and
administrative support; or evaluate the strengths and areas of need of current staff.

Instructional Programs: Provide remediation and enrichment to students in schools that will
implement an intervention model at the start of the 2014-2015 school year through programs with
evidence of raising achievement; identify and purchase instructional materials that are research-
based, aligned with State academic standards, and have data-based evidence of raising student
achievement; or compensate staff for instructional planning, such as examining student data,
developing a curriculum that is aligned to State standards and aligned vertically from one grade
level to another, collaborating within and across disciplines, and devising student assessments.

Professional Development and Support: Train staff on the implementation of new or revised
instructional programs and policies that are aligned with the school’s comprehensive instructional
plan and the school’s intervention model; provide instructional support for returning staff
members, such as classroom coaching, structured common planning time, mentoring, consultation
with outside experts, and observations of classroom practice, that is aligned with the school’s
comprehensive instructional plan and the school’s intervention model; or train staff on the new
evaluation system and locally adopted competencies.

Preparation for Accountability Measures: Develop and pilot a data system for use in SIG-
funded schools; analyze data on leading baseline indicators; or develop and adopt interim
assessments for use in SIG-funded schools.

Other Allowable Activities to be described by the LEA
“Pre-implementation” enables an LEA to prepare for full implementation of a school intervention model at the start
of the 2014-2015 school year. For a full description of pre-implementation, please refer to section J of the SIG
Guidance. 59



Whitehorse High School

Pre-implementation Activities include:

1.Recruit/ Advertise for Transformational Principal

2.Interview/Hire Transformational Principal

3. Transition training and SIG Training for Transformational Principal
3. Staff Retreat Training'Orientation- 4 days

7. Check & Connect Training

8. Love & Logic Training

9. Schedule College and Career Ready Activities for the vear.
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PART I1l: ASSURANCES

An LEA must include the following assurances in its application for a Schooal

Improvement Grant.
The LEA nmst assure that it will follow U.S. Department of Education assurances:

21 Use its School Improvement Grant to implement fully and effectively an intervention in each
Prionity School that the LEA commits to serve consistent with the final requirements;

2] Establish annual geals for student achievement on the State’s assessments in both reading/langnage

arts and mathematics and measure progress on the leading indicators in section [T of the final
requirements in order to monitor each Priority School that it serves with school improvement funds;

2l If the LEA mplements a Restart Model in a Prionity School the LEA mmst include in its contract or
agreement terms and provisions to hold the charter operator, charter management organization or
education management organization accountable for complying with the final requirements

Zl The LEA nmmst monitor and evaluate the actions the school has taken. as outlined 1 approved SIG
application, to recruit, select, and provide oversight to external providers to ensure their quality.

21 The LEA mmst monitor and evaluate the actions schools have taken, as outlined i the approved

SIG application. to sostain the reforms after the funding period ends and that it will provide
technical assistance to schools on how they can sustain progress in the absence of SIG funding.

] Report to the SEA the school-level data required under section I of the final requirements.

Utah State Office of Education assurances:

2] The wntten assurance of the superintendent/charter school leader and the local school board that
continmed support will be provided.

2] The LEA nmmst assure that a school appraisal will be conducted using the USOE Title I System of
Support Handbook tools. The LEA is required to use an experienced School Support Team T eader
who 1s external to the LEA An S5T Leader could assist the school in the implementation of the
mtervention model. A list of approved School Support Team Leaders 1s available upon request of
USOE staff.

Waivers:
1. LEAs may “start over” in the school improvement timeline for Prnority or Tier I and Tier II
Title I participating schools implementing a Tomaround or Restart Model. (This provision is

not applicable in Utah due to the State’s approved ESEA Flexibility waiver.)

I

LEAs may implement a schoolwide program in a Prionity, Tier I or Tier I Title I
participating school that does not meet the 40% poverty eligibility threshold. . (This
provision 1s not applicable i Utah due to the State’s approved ESEA Flexability waiver.)
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The USOE will use the Utah 2013 LEA SIG Review Checklist page 15 to review this requirement.

The SEA has established the following timeline to disseminate information to eligible
LEAs, provide training, review applications, approve LEA applications, and award SIG
2013 funds:

o Identify potential Priority Schools that fall within the lowest-performing 5% of Title | Schools:
November 2013

¢ Notify Superintendents/Charter Leaders of schools identified as Priority Schools: November
2013

e Individuals contacted to serve on the external Review Panel: December 2013

o Develop the online application process: December 2013

e Hold a pre-bidders’ conference: December 11, 2013

e Hold a bidders’ conference: January 15, 2014

e Meet with Review Panel: January 16, 2014

e Applications available: January 15, 2014 to February 14, 2014

e Applications due: February 14, 2014

e Review SIG applications: February 18 to February 28, 2014

e Convene Review Panel for recommendations on applications: March 3, 2014

e Notify SIG award recipients: March 7, 2014

e Approved SIG applicants may choose to do pre-implementation activities beginning March
2014

e Approved SIG applicants begin implementation in the fall of 2014
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N A TIME when student ourcomes marter more

than ever, many states, discricrs, and reformers

are considering whether and how turnarounds of

chronically ﬁrjling schaols can achieve superior
resules, In face, we already know much abour when and
how successful turnarounds work, both from other sec-
tors and from recent experience in education.

Twen major facrors affeet turnaround success: the
characteristics and actions of the turnaround leader,
and the support for dramaric change that che leader
and staff receive from the diserice, state, and/or ocher
governing authoricy. Although leadership accounts for
25 percent of school effects in most schools," in a turn-
around the leader is paramoune. [t is almaost unheard
af for turnarounds to ocour withour a special breed of
leader at the helm—one who engapges and focuses the
whale community on :n:hin:"ring dramatic improvernent
gua]s fase?

This paper aims first to shed light on one element
of leadership: the characteristics—or “comperencies”
—of turnaround leaders who succeed in drivi ng ral'rjr,],
dramatic change. Second, we recount the elements of
support that districts must provide these leaders to
enable and sustain a portfolio of successful school turn-

arounds. Fortunately, decades of experience in other
secrors and in education systems of other nations reveal
tools and techniques for understanding and using turn-
around lezder eompetencies, and for governing curn-
around leaders successfully.

L5, educarors must act on this Ennwl:dgc. Today,
few districts have an explicit strategy to selece and em-
power school turnaround leaders using the best avail-
able techniques. Few provide the autonomy, support,
and accountabiliry for rapid, dramatic change chat
will areract, keep, and enable turnarounds by capable
leaders.

Here we explain what states, disericts, and others
with an incerest in school turnarounds need to know,

This paper:

s Describes how using eompetencies that predice
performance can improve curnaround principal
selection, evaluation, and development; and

e Summarizes prior research about how districts
can create the Iight environment o increase
school turnaround leader success,

I'n addition, the appendix provides details about
options for building valid competency models,




ERE WE DESCRIBE the role of leader-

ship in organizational urnarounds

and how usin.gcnm.]:u::cnci:s can albow

berrer selection, development, and
support of those leaders.

Turnaround Leaders:

A Special Breed of Leadership

Diecades of research have documenred ehare haring
the righe leader is an essential component of success-
ful turnarounds.’ Despite che intense national focus
on school turnarcunds, significact barrices prevent
reformers from finding and enabling leaders likely to
succeed ina turnaround.

Why? First, turnaround efforts are meade when
arganizations are in a state of entrenched failre. Lead-
ers who would atheruwise succeed affen fall short in 4
turrarpand, Turnaround success is achall:ng: evenin
sectors where this strategy has been tried often. Stod-
ies across sectors suggest thar only 3o percent of turn-
around efforts succeed.” Even leaders who have excelled
in other circumstances may fail when faced with the
rapid, dramatic change required in 2 turnaround effort.
The current education leadership pool is unlikely ro
have the number and type of candidates needed to lead
a large number of school turnaround effores. Therefore,
recruitment must focus on candidates whose capabili-
ties fir the specific demands of turnarounds.

Second, typical school district practices are not de-
signed to recruit and select falent for challenging schools,
including the bold leaders needed for turnaround
schools.” Most districts base principal and staff hiring
on college degrees and years of experience, Numer-
ous research studies over several decades have shown

that degrees and experience (after che first fow years of
teaching) are poor predictors of performance As re-
formers focus on recro iting, they need new methods to
choose the n'.sh: Fcnplc for purnarounds,

Third, few districts measre performance differences
amang leaders and staff that would be useful for identify-
ing and developing internal candidates for school tswrn-
around leadersbip,” Understanding the characteristics
needed to succeed in 2 turnaround would allow incer-
nal selection and development of high-potential candi-
dates from among current teachers and principals.

Understanding the Crucial Role
of Competencies

Performance differences are ]:.rgc in difheult jobs:
research has found char the top 1 percent of jobhald-
ers in complex jobs produce results 127 percent beerer
than the average.* Many arganizations select employees
based on experience and degrees, hoping that these
indicators will predict success on the job. Yet many of
us have experienced the “experience and degrees” myth
firsthand. %hen two seemingly similar candidaces are
hired —with the same level of education, expericnce,
and technical skills—one somerimes rumns oue o be an
outstanding performer, while the other strugyles.

In the 19703, a cognitive psychologist from Har-
vard University, David McClelland, tried o find out
why. He hypothesized and ultimately demonstrared
that habics of behavior and l.II'].d!.‘.lJ.:.I’II!‘IE motivations,
which he called ‘comperencies,” differentiare workers'
P:rl‘bﬁuﬂnﬂe outcomes. As a resule of his and others’
subsequent research, employers can understand not just
what employees do to be successful, bar hoiw they do it.*
By examining candidates’ competencies, employers can
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uncover differences likely to affect performance, help-
ing to choose between candidates who may otherwise
seemn identical.

Competency-based performance management re-
mains relatively rare in education. But many organiza-
tlons in ether sectors (public, nonprofit, and privace)
TR L‘.nm]'ll':! Encies FLM' n‘]l.;l_'[ iul:l, dl.;\.'l.;|ul_1111|;'|1|:, ;,'..]]d CADSET

planning—even pay."® Other nations, including Singa

pore and the Unived Kingdom, now use competencies
throughout their education systems."" To learn how
competency-based human capital systems work well,
we therefore need to tuen to other sectors and nations
that have used them for many years.

For the past 1o years, competency-based evalua-
tion has been the bedrock of Singapore’s educational
system, one of the strongest in the world." In the eady
LOOOE, Si1 IEApLe iI[l[.JI.E[][I.'I'lii.'.i:. a comperency-bassd
performance management system for the three major
roles in Singaporean schools—ezachers, principals, and
school specialists." Schoal officials use the competency
model in conjunction with the achievement of positive
srudent outcomes and other measurable results w set
annual competency targets, evalnate comperency levels
throughout che year, march each educator to a career
path, and determine annual bonuses. In the decade
since introducing this system, Singapore has continued
to raise student performance and narrow the achicve-
ment gaps among ies ethnic groups."
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Research Base on Competencies

Wrhen D, McClelland began his research in the early
19705, he was reacting to studies finding char standard
ways of evaluaring job candidates—IC} rests and other
tests of academic aptitude, knowledge content tests,
school gmdrs, and academic credentizls — did noc {:ulb_f
predict job performance and were often biased against
minodties, women, and people in poverey” In the
course of his rescarch, he coined the term “comperency™
to describe the behaviaral characreristics char he found
could prcr_ri'cl: p:rﬁ:n‘nam:n:,

Although che term competency often describes any
work-related skill, in this context competencies refers
to the underlying motives and habirs— patterns of
thinking, feeling, acting, and speaking—that cause a
person to be successful in aspecihc jobr o role."® be-
Clelland compared the competency pateerns of very
high performers to those of typical performers. When
analyzing these high performers, he found that un-
derlying characteristics (e.g., persistence, achievement
motivation, selEconfidence) led to actions [e.g., caleu-
lated risk taking, goal scrting, planning) that in turn
led to better cutcomes (e, effecriveness, productivicy,
innovation).”” Research conducted in the decades since
MeClelland’s original study has provided further evi-
dence thar undetdying competencies enable successful
performance in a given job or role.’®

In the course of their research, McClelland and his
colleagues also developed a methodology for identify-
ing and validating the competencies for parcicular jobs
and roles. This interview cechnique—known as a be-
havior event interview (8E1)—combined clements of an
existing technique called the “critical incident method”
with probes about metivation thar McClelland's team
refined over several decades.'” Instead of asking people

to provide hypothetical responses o interview ques-
tions, BELs ask them ro walk interviewers through past
incidents step by step, as though the interviewee is
reliving the experience, This helps intervieveees reveal
what they were thinking, saying, and doing ar the time,
and makes it hard to claim credit for accions thar the
individual did noe eake.™

Studies since McClelland's original research indi-
cate that structured interviews such as the Be1 that
probe for information about past events are highly
correlated with lacer job performance.™ For example,
an independent, comparative study of behavior-based
interviews and unstroctured interviews at 2 Iarg-;: life
insurance company found that the behavior-based
interviews yielded a validity coctficient of .48 using
supervisor ratings s the performance criterion, and
J&1 using sales dollars as the performance criterion. In
contrast, the standard interview yielded a validiey co-
efficient of .08 and a5, respecrively.™ McClelland's last
published study found thar 64 percent to 86 percent
of managerial candidares who mer a threshold level of
competence when selected using a model construcred
with 8E1s ended up in the top third of performers,
compared with 11 perent to 20 percent of candidaces

who scored lower in competence during the selection
E

process.
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Imagine the consequence for children of selecting
turnaround principals as sccurately: candidates meet-
ing threshold levels of competencies could be far more
likely vo suceeed in turnaround attempes than candi-
dates who fall shert,

The “iceberg model™ (Figure 1} was developed by
the Hay Group, an international human resource firm
where McClelland spent the latter part of his career,
to demonstrate how competencies relate to observable
gualifications, knowledge, and skills, As this model
demonstrates, competencies are more difficult to de-
tect than 4:1ua|1'ﬁn:at]".'.lnsJ skills, and kncrw[:dgc, bt
they largely influence these observable behaviors.*
Caompetency research further sugpests char outstand-
ing performance in complex jobs — ones in which
mast camlidates have a similar educational history
and significant autonamy over daily work tasks—is
driven more by underlying competencies than by read-
ily observed skills and knowledge. Individuals in these
complex jobs, such as school principals, se cheir similar
content knowledge very differently to accomplish work
goals. For example, some proactively ser difficul goals
and stick to them, while others do only wha is asked
by superiors or give up when a goal proves difficulc ro

achieve. Some try to do all the work themselves, while
others identify colleagues’ strengths and put them into
rodes where they will succeed. This wide variation in
how people work produces greardy varying resules un-
uplainr.l:[ |:|]r pricr kn::rwl:dg:. dn:gn:r:i, and experience,
making competency-based performance management
practices especially critical ™

In the past 4o years, dozens of competencies have
been idencified as success d.ist[nguish:rs. in different
jobs and roles, in combinations thar are unique to each
parricular roke. Nevertheless, rwo competencies appear
critical to hi.gl'l levels of snccess in maost r_'umlﬂr:r leader-
ship jobs: “achievement” and “impact and influence.™*

s Achievemnent is defined as *che drive and actions o
set challenging goals and reach a high standard of
performance.” In a leader, achievement includes "ser-
ting high performance goals for the organization,
prioritizng activities to achieve che highci: benchn
relative to inputs, and working to meet goals using
direct action, staff, and other available resources™

e Impact and influence is “acting with the purpose
of affecting the perceptions, thinking and actions
of others, Iv includes empathizing with others and

QUALIFICATIONS
R Cerrificacion
" Degrees
Knowledge and skills
Teacher practices
o _._'__'—_._._'_'— I_---_\_\-H-\_‘-
COMPETENCIES

Recurring patterns of theught and action
Example: Achievement Dirive

FIGURE 1 Ohservable characreristics versus undl:r[}ll'ng CORIPCECnCics I:.'I.rizprcr] from “The Tc:bcrg Ilodel” in Sp:n:u &
Spencer, Competence at Work, p. 1)
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anticipating likely responses to sitnations, tailuring
actions and words to create an intended impact, and
giving and withhelding information o obtain spe-
cific responses.™

Leaders in different situations— such as start-ups,
large organizations, and turnaround efforts—might
need to use these competencies in differing degrees
and ways.” But a literature review of the actions thar
successful turnaround leaders cake indicares thar high
levels of competence in both achievement and impact
and influence are most likely essential for school turn-

around principals.*®

Identifying Distinguishing Competencies:
Building a Valid Model

What makes competency-based performance manage-
ment strategies powerful is the potential to correlate
qualitacive characteristics with performance ontcomes
in a statistically valid manner. A good competency
madel includes deseriptions of both the competencies
that are needed to succeed in a job and the increasing
levels of performance within each competency. Most
important, in a valid model, the competencies and
increasing levels coreelate with performance outcomes,
such as student learning gains.

Organizations should use competency models buile
using an approach that is as valid and predictive of per-

formance as circumstances allow.™

e Building a competency moded from serarch. A model
an be built from scracch when there is an accessible,
large ser of jobholders who have been on the job for
several years and who can be classified as outstand-
ing and average.

s Buzlding a model from relared, validated modeli—
the stepladder appraach. Emerging roles, jobs in
emerging sectors, and jobs spread out among many
smaller organizations may not have enough acces-
sible performers for a data set of ourstanding and
typical performers whom researchers can compare.
In these cases, a model can be extrapolated by map-
ping the actions needed for success in the job to
similar jobs for which validated competency models
are available.

In either case, a model can be validated and refined
over time by comparing competency ratings during se-
lection to later performance outcomes. Subsequent hir
ing can emphasize competencies thar most accurately
sort high and eypical performers. Appendix A provides
more detail about the various options for building and
validating compezency models,

Using Competencies to Ensure Effective

School Turnaround Leadership

Organizations can use competencies for many pur-
poses. Here we briefly describe three imporeant uses
for schoal turnarounds: 1) hiring effective turnaround
principals; z) evaluating principal performance; and 3)
providing targeted development for school turnaround
principals, Using performance-predictive competencies
ar each of these critical stages of an employee’s carcer
increases the likelihood of improving employee perfor-
mance in key results arcas.

Hiring effective school turnaround principals
Selecting people who already have most of the compe-

vencies needed for turnaround lesdership, racher than
relying on long-term development, may be the best way
to achieve the rapid results a turnaround demands.™

A competency model that will be used for selec-
tion should include competency descriptions, levels,
and tools for rating and comparing candidates. For
example, some states and che U'VA School Turnaround
Specialist Program use Public Impact's competency
madel for selecting school turnaround principals™ It
includes: r) short, broad definitions of the comperen-
cies thar distinguish high performance; z) rating scales
of increasingly effective levels of behavior within each
competency; 3) competency level targets for the job of
school rurnaround principal; and 4) sclection steps and
guidelines for assessing candidaces’ competency levels
using the behavior event interview (8e1).™* Appendix B
provides more detail abour how hirers can use the Be1
to assess candidaee’s competendcies,

Evaluating school turnaround principals
Considerable evidence indicates that current principal

evaluation practices are similar in quality co the ineffec-
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tual eacher evaluarion pracrices thar have been widely
criticized.” According to researchers, principal evalua-
tion too often consists of a binary rating sheet that asks
the evaluator to check off “savisfactory” or "unsausfac-
tory” on a number of items such as “time management”
or “demonstrates effective organizational skills."* This
kind of evaluarion fails to deliver the information that
districts need to evaluate principals’ performance accu-
rately and thar principals need ro improve.

Includ; ng meassrable resslti in principal evaluation
could correce chis siteation, The argaments for and
against chis shift arc beyond che scope of chis repore,
bt brasi ng at least part of any evaluation on student
outcomes would be consistent wich the best pr:-u:tiuﬁﬂf
many high-PcrE:rrminE Organizations in both the pub-

lic and private sectors’

Evaluations mrci}r hin.g: ml:l}'un rr.sults.ﬂ'mugh.
Ourcomes alone do not give employers information o
help with promotion and job placement decisions, nor
do they give employees information about how to im-
|:lru.'.r'.-~|.-.m A complete evaluation sypstem includes not only
measurable results, but also professional skills, such as
curriculum planning, and of course the COMpeiencics

thart are critical for achieving results. Understanding
the competencies a principal demonstrares during a
school turnaround effort and raring the principal's per-
formance against these competencies in an evaluation
can help employers understand why a leader is succeed-
ing or falling short—and whether ultimare success is
likely. When the competency gaps are large and early
indicators of progress are poot, a leader may need to be
replaced rather than developed ™

Developing school turnaround principals

Waiting to develop a leader on the job means a surc
recipe for Railure when fast results arc essential, But
even very competent turnaround principals will have
areas of competency weakness, and they also will need
to develop tarnaround competencies among the seaff
leaders on their teams. Fortunately, some research in-
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dicates that leaders can conrinne improving individual
competencies with the right training, when it is clearly
linked to outcome g-::a]s.'m

Indeed, carly turnaround results can provide the es-
senkial motivation principals and sta® leaders need o
il'll.Pm'l'(T-.“ In a school turnaronnd, leaders muse rapidly
identify failing approaches and try new tactics™ Thase
who understand their own challenges are in a bereer
position to make these changes fase.

The superintendent (or other direct supervisor)
and the principal can identify the principal’s com-
petency levels—for example, with ratings based on a
combination of supervisor, staff, parent, and student
input—and compare these to levels needed for supe-
ror p:rﬁ:rrmmcc.Thc Prinr:ipal can then focus on

closing his gaps and using his screngths more often. A
valid model with progressively more effective levels of
competence aids development by giving school lead-

ers specific next-scep actions needed for berter student
outcomes.”
For example, a principal might have a current rating
“4" on the impact and influence competency, which
indicazes that she regularly "thinks ahead about the
likely reaction of the audience and rakes two or more
steps that are calculated to obtain desired impact.” In
order to improve, she and her supervisor might set a
goal for her to move to level § by more effectively and
consistently “using others (e.g., parents, staff members)
to obeain desired impace.™* Appendix C provides more
details about how principals can continue improving
their individeal competencies with the right training.
But even the best leader’s efforts can be thwarred
by an environment unsupportive of change. So next
we summarize the elements of a districe environment
in which rumarounds are most likely to eccur—and

SICoBs d_
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HE RESEARCH ON turnarounds in educa-
tion and other sectors suggeses that multiple

environmental faceors influence an orga-
nization’s abilicy o improve rapidly and

thar even the best leader’s effores can be frustrared and
diminished by an unsupportive environment. Districts

that want to increase the odds of successful school

turnarounds should cake an active leadership and sup-

part role. The following sceps for disericts ate drawn

from a research brief written by Public Impact that ap-
plies cross-sector and educaion research to the districe

rale in curnarownds:*

3= Commit o success, Policymakers overseeing the
curnarcund efforr—state department officials,
diserice leaders, school board members— must pri-
aritize student learning needs over the customs, rou-
times, and established relationships chat can scand
in the way of necessary change. They must view
turnarounds not a5 a one-time solution but as pare

of 2 sustained efforr to eliminate chronic low perfor
mance, and must be willing to stay the course even
when some firsc arremprs fail, Policymakers need

o assess their own capacity to oversee and support
dramaric and sometimes disrupive change before
committing to this seraccgy.

tor Choose the right schools. Turnarounds are a neces-

sary step in schools where srudent performance is
extremely and chronically low and where incremen-
tal effores o improve student ourcomes have failed.

= Give leaders the “big yes.” Successful rurnaround

leaders often achieve resulrs by working around
rules, asking for forgiveness after their seearegy has
wothed rather than secking permission before-
hand." By giving turnaround leaders the "big yes”
on eritical autonomies —staffing decisions, schedul-
ing, budgeting, and other operarional issues—poli-
cymakers can help support successful rurnarounds.

USING COMPETENCIES TO IMPROVE SCHOOL TURNAROUND PRINCIPAL SUCCESS -ﬁ-ﬂ L]



= Proactively engage the community. Dramaric

change requires acrive communication with local
stakeholders. Successful efforts 1o engage the com-
munity are characterized by public acknowledge-
ment of past failures coupled with a forceful, posi-
tive vision for che futare Fuhliu:j:'.ing i:i]’:}' “wins”
can also send apnw:tﬁjl message that cha nge is pos-
sible and turnarounds can work.™

s Hold leaders accountable for resules. Policymakers
muse hold turnaround leaders mhl’.gh srandards and
a shore timeline for results. The research literamre
does not indicate an exact timeline required to turn
an organization around, but in seccessful tarn-
around cfforts, fast, focused changes occur in the
first few months, and substancial HMProvements in
the first year.*

se- Develop a talent pipeline. District leaders need
to build their supply of turnaround leaders and
tzachers through proactive recruicment, careful
selection, targttcd training, and scrategic PI:].E-E‘I!‘I‘II!,‘.I‘II:
in turnaround schools: The skills and abiliries of
principals and teachers who succeed in turnarounds
differ from those of cheir pects who succeed in less-
challenging schools. Competency screening should
be a critical seep in the hiring process.
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HE U.5. DESPERATELY nesds a strong
cadre of school leaders who can turn around
persistently low-performing schools. But
reday, this eadre is far too small. States
and districrs thar are serious abour eliminating broad-
scale failure in schools must use the very best tools
available to select, evaluate, and develop these school
urnaround leaders, Current practices—inconsiscent
hiring, uneven suppoct, and weak evaluation—are
severely inadequare, Competency-based people-man-
agement, coupled with the fght district environment,
can significancly increase the number and performance
af school rnmareund leaders. What steps would make
this urgent prioricy 3 n::tlir}l?

Disseminate information about competency-
bascd practices to key stakeholders in education.
Too few educacion leaders and policymakers know
about competency-based selection, evaluation, and
development—strategies commonly used in other sec-
tors. Fven fewer know thar districes can validare and
improve competency models by comparing competency
ratings with performance outcomes. Similarly few
realize how different che competencies necded for che
role of rurnarcund leader are from those needed in
traditional principal jobs. Aundiences char would benefit
from better awareness include districe leaders, seare
policymakers, philanthropists, parent and communiry
advocacy organizations, and natienal and local school
leadership eraining programs.

Invest in competency models for eritical school
leadership (and teaching) roles. The best comperency
models are based on data from behavioral event inter-
views and correlate with performance outcomes. Stares
and districes in the U.5. have not invested in this eype
of rigorous model building, because of the investment

involbred and low awareness of the value, If the Uniced
Seates is going ro dramatically improve teacher and
leader performance, then some combination of dis-
tricts, states, the federal government, and private foun-
dations must invest in the rescarch, development, and
improvement of competency models for critical roles
in education. As the pool of serions school rurnaround
ATLEMPES BROWS, validation and improvement af com-
petency models for leaders and teachers in chis context
will be possible.

Select school turnaround leaders for competence,
O mation must identify far more leaders o turn
around persistently failing schools. Competency-based
selection for critical leadership (and other important)
positions would enable selection from 2 much wider
labor pool—turnaround leaders from other sectors
and emerging reacher-leaders, for example. Ctther sec
tors and nations have used this approach widely, yeric
remains rare in ULS. educarion.

Develop strong competency-based training pro-
grams for school rarnaround principals. A eritical ap-
plication of competency models is development. Educa-
tion leaders should add and expand training programs
tor school turnaround principals thar incorporate
competency-based practices, such as the University of
Virginia School Turnaround Specialist Prograrm.

Evaluate and publicize results, Az schools, districes,
and stares undertake more school turnarounds, they
must collect data to compare successful and less-suc-
cesstul leaders in these unique settings, and publicize
this information widely. These analyses can validate in-
dividual competencies—and perhaps identify new ones
as more dara emerge—as well as provide rich examples
of competencies in action.

USING COMPETENCIES TO IMFROVE SCHOOL TURNAROUND PRINCIPAL SUCCESS <4 oo



APPENDIX A

Identifying Distinguishing Competencies

Building a Valid Model

Two aspects of building a competency model are criti-
cal to validity, regardless of approach. The first is o use
asample of employees that compares truly outstanding
performers with people who are average performers in
their jobs. The second is to collect data about compe-
tencies that give more weight to behaviors chat jobhold-
ers have actaally displayed on the job than to whart they
or others think they should do.**

In the following section, we describe two approaches
to building a valid competency model, noting arcas
where model-builders have a choice of methods.

Building a competency model from scratch

This section describes the most customized way o
build a valid competency model™ Using this method,
however, requires a large dara set of jobholders whe
have been on the job for several years and who can
clearly be classified as ourseanding or average. While
this might be possible someday for turnaround leaders,
the techniguoes described in the next secrion for
building—and then validating—models with limited
darta sets are more appropriate today.

We are not avware of any public education organiza-
tion in the Unired States that has built a competency
model from scracch using the rigorous method de-
scribed here— for any job, including jobs that, unlike
turnaround leader, are alrcady very prevalent, Because
several of the steps described below are costly and
require expertise, building a model thar meets this
high standard of rigor and effectiveness represents a
considerable investment of resources. [n positions with
numerouns jobholders, such as tradidonal principal and
teaching roles, the cost per job of this method would
be small, Leaders of states and large districts, take note:
one large investment could provide valid, performance-
predictive tools to nearly every school in a district or
state—or nationwide.

From-scratch: Building a model with behavior
event interviews:™

w= Determine performance criveria. First, determine
what constitutes outstanding performance. Do this
in consuleation with a range of people who under-
stand the role, and, ideally, include dara both quan-
titative (g, the magnicude and speed of student
learning gaing) and qualitative (e.g. parent and staff
ratings).

= Select criterion sample. Researchers should then
select two groups of current jobholders, one that
has displayed average performance according to the
performance criteria, and another that has displayed
truly outstanding performance on the same set of
measures. The samples need wo be large enough to
allow for statistical analysis.

s Collect data. The most effective method for col-
lecting dara is the scrucrured interview rechnique
mentioned earlier—the behavior event interview
(BE1).” Unlike other interview techniques chat ask
candidates to respond to hypothetical situations,
the BEI elicits detailed stories of past events that
reveal how top performers differ from mare typical
or lower-performing jobholders. During this scage
of the model-building process, avoid bias by ensur-
ing thae neither the interviewee nor the interviewer
knows if they are in the "outstanding” or "average®
sample. Because the BE is also a highly effective
method to use for acrual candidate selecrion after
the model has been validated, it is described in desail
in the section below on selection.

s Develop model. Analyzing interview transcripts
to devermine the differences berween average and
outstanding performers is the most complex stage
of the process, one thar requires qualitative re-
view and coding as well as seatistical analysis. The
goal is to determine what outstanding performers
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do (e.g., actions, thoughes, feelings) that average
performers do not do, and vice versa. Research-

ers then convert these findings into interval scales
that identify a “threshold” level chat describes the
minimum requirements for average performance in
each comperency, as well as descriptions of Jevels of
increasingly effective behaviors associared with this
competency.”’

For example, the competency called "Initiative
and Persistence” may be a crirical competency for
turnaround leaders. It involves having the “drive and
actions to do more than is expected or required in
order to accomplish a challenging task ™ As the scale
increases, so docs the complexity of actions associ-
ated with this competency, from “volanrarily initi-
ares and follows chrough on new work project thar
is not assigned by others” ro “acts without formal or
explicit authoriry, cakes personal or career risks and
bends organization norms or rubes wo accomplish a
work objective,"*

After the descriprors are written, they are then
tested for inter-rater reliabilicy and refined as
needed. The final comperency list, competency de-
scriptions, descriptions of different levels of perfor-
mance within a competency, and information about
coding are included in a document thar becomes the
“competency model” for a particular job.

s Validate model. While validarion is ideal, many
organizations building models from scratch rely

on the rigor of the initial process o produce a

walid model, When rime and funds allow, several

methods can validate a competency model. Choos-

ing a second sample of top and typical performers,
conducting BETs, and analyzing correlation of their
competencies with actual performance outcomes

is one method. Another rigorous method is to as-

sess incoming candidates using data from BEzs,

then analyze whether those who scored higher in
the selection process perform better in their jobs
according to the performance criteria. ™ Becanse
the competency model is designed to predicr actual
performance on the job, testing the model against
petformance results is the most powerful way to
validate the model. The other advantage of this
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method is it allows the model designers eo revise and

refine based on actual performance.”

Stepladder approach: Building a model
trom relared, validated models

Twro barriers can prevent building models from scratch:
cost and limited pase data about high performers. Firse,
in many cases like school turnaround leaders, limited
dara are available to build a competency model from
scrarch, Emerging roles, jobs in emerging sectors, and
jobs spread out among many smaller organizations may
not have enough accessible performers for a dara set of
outstanding and rypical performers whom researchers
can compare. Second, models are expensive to build
from scrarch, particularly when jobholders arc spread
out geographically. Whar follows is a description of
how to achieve a valid competency model ar a lower
cost and with limited dara and access to jobhaolders.

s Dietermine performance criteria. This step is criti-
cal and should be implemented as described above,

% Select criterion sample. In selecting the two groups
for analysis, model builders have some leeway with
regard to sample sizes. The question to ask is, what is
the minimum sample size needed to produce a valid
result? Expert opinion suggests that it is better o in-
clude a larger sample of sear performers, if possible,
becanse they are the best source for detailed infor-
mation about outstanding performers.”® Somerimes,
for example in an entirely new role, model builders
will need to envision expected actions of performers
likely eo achieve outstanding resules. In this case,
focns groups may still be useful, but extrapolation
from cxisting, valid models of related jobs will be
essential.

s Collect darta. In addition o pers (referenced abeove),
there are ather dara collection echniques:

—Focus groups. This involves asking growps made
up of people who know the job well to idenrify
the competencies that are critical in a given job
or role. Experience indicares that about half the
comperencics identified by focus groups are vali-
dated by a full competency study using s1s*



—36o-degree surveys. Surveys ask superiors, peers,
subordinates, and external people who interace
with jobholders 1o rare whether particular com-
petencies are important for superior performance,
how often they are needed, and whether failure is
likely if someanc does not have chis competency,
Surveys arc useful becanse they are quick and
cost-cffective to administer, and chey can provide
enough data for valid staristical analysis. How-
ever, survey designers may miss critical competen-
cies in creating the survey.

—Extrapolate from existing models of similar
jobs. Sometimes, top and typical pecformers
are not accessible or available in numbers large
enpugh to use the from-scratch method. This is
especially likely in new roles and in organizations
andergoing significant change. In these sitsations,
model builders can look at validated comperencies
that distinguish performers in other roles and use
these to identify actions needed for job success.
School turnaround leaders are one example: until
an identifiable, accessible population of perform-
ers who can clearly be labeled superior or rypical is
available for study, extrapolared models will have
to suffice This approach is a relatively gnick
way to build a model, but still requires deep un-
derstanding of the job, the related jobs for which
validated competency models have already been
buile, and the available competency models or
dictionaries. However, without access to derailed
information about superior and average perform-
ers in this exact role, the model may be less valid
initiatly than a from-scraech model would be, if it
were feasible. Validation is especially important
for models built from related job models.

» Develop model. Experts analyze the data from

tocus groups, surveys, and cxisting competency

models or dictionaries to choose the competencies
likely to distingnish cop performers and o idenrify
the “threshold" levels of behavior for solid and cue-
standing performance. This stage requires expertise:
thorough understanding of the jobs, thoughrful
analysis of the data, and, when surveys are used,
the ability to conduct statistical analysis, However,
model builders do not identify new comperencies
as they wouald when analyzing BE1s. The final out-
come—a competency model—is similar but less
custornized than a from-scrarch model.

se- Validate model. Models built this way can be re-

fined over time, with use and deliberare validation
analyses. There are several oprions for validaring the
competency model beyond comparing BE1 resules
with acrual job performance. For example, design-
ers can conduoct BEIs on 'Lm:umingjubhﬂld:m. Onee
encugh have been interviewed for statistical valid-
ity and enough time has passed to observe their
performance, experts can determine the extent to
which each competency in the model accurately
distingnishes outstanding and average performers.
Conducting BE1s for validation requires the same
expertise as REIS for model building and thus is rela-
tively costly.

Another less-cxpensive approach when large
numbers of jobholders are available is to design
questionnaires that ask them —both ourstanding
and average performers—to respond to questions
based on the model (¢.g., how often in the past
two months have you taken on 3 voluntary task at
work?).* If the model was well-designed, then out-
standing and average performers may be accurately
identified by their responses and the competency
model validated. 36c-degree asscssments by peers,
subordinares, and supervisors can be used similady

ro validare,
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APPENDIX B

Hiring Effective School Turnaround Principals

Hiring people who already have most of the competen-
cies needed for turnaround leadership, rather than rely-
ing on long-term development, may be the best way to
achieve the rapid results 4 turnaround demands®
Atkter prescreening for ocher requirements, hirers
can assess candidate competencies using these steps:™

e Srep 1: Conduoct behavior event interview. In a Br,
the interviewer’s goal is to understand in deail how
candidates perform various aspects of their work. To
do this, the interviewer asks candidates to recall past
events when they have felt successful or have dealr
with specific situations at work (e.g., a time when he
or she influenced another person, or led 2 team of
people to accomplish work that was satisfying). The
candidare should spend 15 minutes or more describ-
ing the incident in great detail, with the interviewer
probing insistently for the information needed o
understand cxactly what 2 person was thinking
or doing at the time. According 1o Hay Group re-
searchers, sample probes include: “What led up to
the situation? Who was involved? What did you
think about, feel, want to have happen in the situa-
tion? What did you do? What was the outcome?™*

The incerviewer should: 1) probe insiszently for
detail; 2) keep the candidare focused on past events
rather than reflecting on hypothertical situations or
using generalitics; and 3) take comprehensive notes
or record what candidates say so that their responses
can be used later for scoring,

s Step 2: Rare candidace’s competency levels, The
incerview team then closely reviews the candidare’s

responses and notes any examples of “codsble data,”
or data that is valid for scoring against the compe-
tency model. To be codable, responses must be in
the first person (1 did this” rather than “we did
it"), be about real rather than hypothetical actions
and feelings, be volunteered by the candidare inde-
pendenely, and be about past rather than present
feclings or behavior, After noting the codable com-
ments, the interview team compares them against
the competency level descriptions and rates the can-
didare on each competency.

se Step 3: Make hiring decisions. After each can-
didate has been rated on the competencies, hirers
compare the strengths (and weak nesses) of the can-
didates who meet all or most competency threshalds
to determine whom to hire. The number of slots
available compared with the number of qualified
candidares—and the level of challenge in each
school— mighr affece how many are hired and for
which schools.

e Step 4: Collect performance data and revise in-
terview. After an initial round of hires, hirers can
compare competency scores at selection with actual
performance. Furnre hiring can focus on the compe-
tencies that best predict performance.®

[n addicion, most sclecred candidates will find
feedback about their competency scores helpful both
for using strengths wich confidence and for choos-
ing scaff and assigning roles that balance each leader’s
weaknesses.



APPENDIX C

Developing School Turnaround Principals

Even very comperent turnarcund principals will have
areas of comperency weakness, and they also will need
to develop turnaround comperencies among the staff
leaders on cheir teams. Fortunately, some researchi in-
dicates that leaders can continue improving individual
competencics with the right training, when it is clearly
linked to outcomes goals*

Options to help school turnaround principals de-
welop specific competencies inchude:

% Competency training. Comperency training ap-
pears to be most effective when trainers: 1) present
compelling evidence that competency improvement
will make employees better ac cheir jobs; 1) give
feedback to employees on how their own levels of
competence compare with outstanding performers;
3) give employees opportunities to practice compe-
rency behaviors; and 4) expect employees to ser com-
petency development goals with action plans.®

e Self-development resource guides. Resource
guides instruct principals about how to develop

role-specific comperencies. They can inchide written
cases or video clips highlighting examples of compe-
tency behaviors ar differene levels, suggestions about
practice activities, and instructions on how to access
training and mentoring opportunities to imprave

rp-ct:'ﬁc l.‘ﬂl!'l'lp:l:l‘_“l.'l-l:[::i.“

te “Stretch” roles or assignments. Aiming some ac-

tivities toward improving weaknesses can hasten
development. For example, a principal who lacks
self-confidence might eseablish a goal to give several
presentations at community meetings where he
practices “openly stating his own expertise or com-
paring himself positively with others,"

o Mentoring. A mentor who is very strong in a prin-

cipal’s areas of weakness can provide rapid feedback
and E;u'[dam a.huutimprmm:m.[ﬁsnic:s ahiuled
assign mentors with the :Iplir_itczpcc::l;iun thar the
meneor will coach the principal in specified areas
needing development. Research suggeses char devel-
opment cannot be imposed on another person.™
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Attachment #2

(7 i
Standards Term 1
Reading Literature — Key Ideas and Details
RL.9-10.1 | Cite strong and thorough textual evidence to support analysis of what the text says explicitly as well as inferences drawn from the text.
RL.9-10.2 | Determine a theme or central idea of a text and analyze in detail its development over the course of the text, including how it emerges and is shaped and refined by specific details;
provide an objective summary of the text.
RL.3-10.3 | Analyze how complex characters (e.g., those with multiple or conflicting metivations) develop over the course of a text, interact with other characters, and advance the plot or develop
the theme,
Reading Literature-Integration of Knowledge and Ideas
RL.9-10.9 | Analyze how an author’s choices concerning how to structure a text, order events within it (e.g., parallel plots), and manipulate time (e.g., pacing, flashbacks) create such effects as
mystary, tension, or surprise.
Writing-Text Types & Purposes
W.9-10.3 | Write narratives to develop real or imagined experiences or events using effective technigue, well-chosen details, and well-structured event sequences.
W.9-10.3.a | £ngage and orient the reader by setting out a problem, situation, ar observation, establishing one or multiple point(s) of view, and introducing a narrator and/or characters; create a
smooth progressian of experiences or events.
W.9-10.3.b | Use narrative techniques, such as dialogue, pacing, description, reflection, and multiple plot lines, to develop experiences, events, and/or characters.
W. 9-10.3.c | Use a variety of techniques to sequence events so that they build on one anather to create a coherent whale.
W.9-10.3.e | Provide a conclusion that follows from and reflects on what is experienced, observed, or resolved over the course of the narrative
Language-Conventions of Standard English
L.9-10.5.a | Interp ret_figun:_s of speech (e.g., euphemism, oxymaron) in context and analyze their role in the text.
10" Grade | Term 2
Reading Informational Text-Key Ideas & Details
Rl. 8-10.1 | Cite strong and thorough textual evidence to support analysis of what the text says explicitly as well as inferences drawn from the text.
RI.9-10.2 | Determine a central idea of a text and analyze its development over the course of the text, including how it emerges and is shaped and refined by specific details; provide an objective
summary of the text,
Reading Informational Text- Craft and Structure
RI.3-10.6 | Determine an author's point of view or purpose in a text and analyze how an author uses rhetoric to advance that point of view or purpose.
Al.9-10.8 | Delineate and evaluate the argument and specific claims in a text, assessing whether the reasoning is valid and the evidence is relevant and sufficient; identify false statements and
fallacious reasoning.
Writing-Text Types & Purposes
W.9-10.1 | Write arguments to support claims in an analysis of substantive topics or texts, using valid reasoning and relevant and sufficient evidence.
W.9-10.1.a | Introduce precise claim(s), distinguish the claim{s) from alternate or oppasing claims, and create an organization that establishes clear relationships amaong claim(s), counterclaims,
reasons, and evidence.
W.9-10.1.b | Develop claim(s) and counterclaims fairly, supplying evidence for each while pointing out the strengths and limitations of bath in a manner that anticipates the audience’s knowledge
level and concerns.
W.9-10.1.e | Provide a concluding statement or section that follows from and supparts the argument presented.
Language-Conventions of Standard English
L.9-10.1.b | Use varmus tv pes of phrases [%%—Wfb—&djémal—a-éveml—ﬁmapﬁ] prepositional, absoiute) aad-clauses{independant-dependontnoun, relative-adverbial)-to-convey specific
(phrases) SRiAg ion5 Blue strike out should have been covered in 9" grade -
Term 3
Reading Informational Text- Craft and Structure
RI.9-10.5 | Analyze in detail how an author’s ideas or claims are developed and refined by particular sentences, paragraphs, or larger portions of a text (e.g., a section or chapter).
Reading Informational Text -Integration of Knowledge and Ideas
Rl. 9-10.9 | Analyze seminal UU.5. documents of historical and literary significance [e.g., Washington's Farewell Address, the Gettysburg Address, Roosevelt's Four Freedoms speech, King's “Letter
Writing-Text Types & Purposes
W.$-10.2 | Write informative/explanatory texts to examine and convey complex ideas, concepts, and information clearly and accurately through the effective selection, organization, and analysis
of content,
W.9-10.2.a

Introduce a topic; organize complex ideas, concepts, and infarmation to make important connections and distinctions; include formatting (e.g., headings), graphics (e.g., figures, tables),
and multimedia when useful Lo siding comprehension,




W.9-10.2.b | Develop the topic with well-chosen, relevant, and sufficient facts, extended definitions, concrete details, quotations, or other information and examples appropriate to the au d'lence’s_|
knowledge of the topic.
W.9-10.2.c | Use appropriate and varied transitions to link the major sections of the text, create cohesion, and clarify the relationships among complex ideas and conce pts.
W. 9-10.2.f | Provide a concluding statement or section that follows from and supports the information or explanation presented (e.g., articulating implications or the significance of the topic).
Language-Knowledge of Language
L.9-10.1.b | Use various types of pheases{naun—verbadiectivaady articiplal-prepesitonalabselsteland clauses (independentdependent; noun, relative, adverbial) to convey specific
{clauses) | meanings and add variety and interest to writing or presentations. Blue strike through should have been covered in g™ grade
Term 4
Reading Informational-Integration of Knowledge and Ideas
R..9-10.3 | Analyze how the author unfolds an analysis or series of ideas or events, including the crder in which the paints are made, how they are introduced and developed, and the connections
that are drawn between them
RI.9-10.9 | Analyze seminal U.5. documents of historical and literary significance (e.g., Washington's Farewell Address, the Gettysburg Address, Roosevelt’s Four Freedoms speech, King's “Letter
from Birmingham Jail"), including how they address related themes and concepts.
RL.9-10.9 | Analyze how an author draws on and transforms source material in a specific work {e.g., how Shakespeare treats a theme or topic from Ovid or the Bible or how a later author draws on
2 play by Shakespeare).
Writing-Research to Build and Present Knowledge
W.9-10.7 | Conduct short as well as more sustained research projects to answer a question (including a self-generated guestion) or salve a problem; narrow or broaden the inquiry when
appropriate; synthesize multiple sources on the subject, demonstrating understanding of the subject under investigation.
Language-Knowledge of Language
L.8-10.3 | Apply knowledge of language to understand how language functions in different contexts, to make effective choices for meaning or style, and to comprehend more fully when reading
or listening.
L.9-10.3.a | Write and edit work so that it conforms to the guidelines in a style manual {e.g., MLA Handbook, Turabian’s Manua! for Writers) appropriate for the discipline and writing type.

Academic Vocabulary —Work in Progress. Please collect words/concepts you think are important for each term. We will be making some decisions about explicit lists ot the end of the year.

L.9-10.4
L. 9-10.5

Determine or clarify the meaning of unknown and multiple-meaning words and phrases based on grodes 9-10 reading and content, choosing flexibly from a range of strategies.
Demonstrate understanding of figurative language, word relationships, and nuances in word meanings.

Speaking and Listening - Listening will be tested In SAGE. These standards should be taught as supports for the identified Essential Standards.

5L.11-12.2 | Integrate multiple sources of information presented in diverse formats and media (e.g., visually, quantitatively, orally) In order to make informed decisions and solve problems,
evaluating the credibility and accuracy of each source and noting any discre pancies amang the data.

5L.11-12.3 | Evaluate aspeaker’s point of view, reasoning, and use of evidence and rhetoric, assessing the stance, premises, links among ideas, word chaice, points of emphasis, and tone used.

STANDARDS Number of Standards DRAFT % SAGE %

Reading Literature 5 16% 20-23%

Reading Information 8 26% 20-23%

Reading Foundations NA 0%

Writing 13 42% 29%

Speaking/Listening 11-14%

Language 5 16% 17%

Total Standards 31




Terﬁ:j week

Term1
Midterm
| Weeks 1-4

Term 1-
Quarter
Weeks 5-9

Term2
Midterm
Weeks 10-14

Term 2

Quarter

Weeks 15-19

'_I'erm 3
Midterm
Weeks 16-17

Weeks 18-19

(Grade 9

| ARENLL, 3

Standard
Description & # Rigor

What is the essential
standard to be leamed?
Describe in student
friendly language ,
vacabulary

ACED.2, 4

ARELS, 6, 11,12
A.CED.3

FIF1,2,4,5

F.IF.7,9
F.BF.1,3
F.LE.2

FBF1

5.1D.2

What does
proficient look
like? Provide an
example and/or
description

~_Subject Mathematics 1
Example of

Re-requisite
Skills

What prior
knowledge, skills,
and/or vocabulary
isfare needed for
a student to
master this
standard?

Team:

5JsD
Benchmark
Assessment

Name & Date for
each SJSD
Benchmark
Assessment (use
standard code)

assessments

Other formative
assessments
teachers
choose/develop

MM1.1
Sep. 11-18

MM1.2
Oct. 9-16

MML13
Nov. 11-15

MM1.4
Dec. 16-19

MM1.5
Jan.27-31

Other common

Instructional
Strategies

What have we
learned about
teaching this
standard (Internet
resources,
activities, smart
board lessons etc.

ESSENTIAL STANDARDS CHART: WHAT IS IT WE EXPECT STUDENTS TO LEARN?

Interventions

What support will
be given to
students who
don't master the
objective

Extension
Skills

‘What will

students learn
who have already
mastered this
standard?



Term3

Weeks 20-22  5,iD.7 MM1.6
Weeks 23-25 March 3-6
‘Term4  G.CO.7,8 ) MM1.7 o
Weeks 26-29 - April 14-17 .
Blooms Taxonomy (revised) Marzano’s Taxonomy Webb's Depth of Knowledge

¢ Remembering Level 1: Retrieval &« Recall and reproduction (DOK1)
* Understanding Level 2: Comprehension e Skills and concepts (DOK2)
* Applying Level 3: Analysis e Strategic thinking/complex reasoning
& Analyzing Level 4: Knowledge utilization (DOK3)
s Evaluating Level 5: Metacognition » Extended thinking/reasoning (DOK4)
e Creating Level 6: Self-system thinking
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