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Oakland Unified School District (OUSD) is applying for School Leadership Program funding as
part of a partnership with two non-profit organizations, Reach Institute for School Leadership
and New Leaders. We have partnered to design a rigorous, multi-component approach to
leadership development which encompasses (1) Identifying and developing aspiring leaders and
thereby creating a pipeline of effective leaders for OUSD schools; (2) Induction programs to help
new principals be effective leaders; and (3) Ongoing professional learning for all principals to
continually improve their leadership. The proposed Thriving Leadership for Full Service
Community Schools Project, which addresses both Invitational Priorities for this grant
program, is grounded in research and an evidence-based set of leadership dimensions which are
crucial if principals are to drive dramatic improvements in teaching and learning. It builds on our
district’s ongoing efforts to enhance school leadership as part of our overall focus on improving

teaching and learning so that all OUSD students graduate ready for college and career.
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California, serving more than 35,000 students at 86 schools in grades K-12. The vast majority of
OUSD students are from economically disadvantaged families: 81% receive free or reduced
price meals through the National School Lunch Program. Oakland is one of the nation’s most
multicultural cities, and 92% of our students are minorities, with Latinos (42% of all students)
and African-Americans (29%) the largest groups. Thirty-one percent of all OUSD students are
English Learners, speaking a total of 40 non-English native languages. Over 30% of OUSD
parents are not high school graduates.' Many are recent immigrants who did not go to school
past 7 or 9" grade in their (mostly Latin American) countries of origin. Too often parents lack

the academic or English language skills or understanding of the school system to adequately

' Student data from California Dept. of Education Dataquest site












create non-monetary incentives that help retain effective leaders and encourage candidates (both
internal and external) to seek positions as principals in OUSD instead of other nearby districts.
Examples include opportunities to receive one-on-one mentoring, or to participate in professional
learning communities and other supportive, collaborative efforts with one’s peers to hone one’s
leadership skills, and as a result experience a sense of collegiality and of being valued as well as
the satisfaction derived from making a difference for high-need children and families.

The second critical gap — which is related to and contributes to the retention issue — has to do
with the leadership capacity and skills of our principals, both experienced and new. OUSD has
lacked a consistent, comprehensive approach to supporting our school leaders to be effective in
their multiple areas of responsibility and leadership dimensions. Professional development has
been uneven over the years — with on again, off again efforts to carefully evaluate school leaders
and intentionally address identified competency gaps. Professional development for assistant
principals has been even more limited — and typically focused on assisting them to meet the day-
to-day demands of their work, rather than to help assistant principals who aspire to be school
leaders develop the needed leadership skills. In the past 2 years, as part of our 2011-2016
Strategic Plan and the transition to the Common Core State Standards, OUSD has piloted a
mentor program for new principals and a small number of assistant principals. We are also
piloting an “instructional rounds” program to support school leaders in their day-to-day practice.
Yet current efforts fall far short of intentionally and adequately addressing the many areas in
which school leaders need support. Participants in our pilot mentor program (mentees and
mentors) were asked about needed skill areas that were not addressed in their pre-service training
or ongoing professional development. Some key areas they identified are: establishing an
instructional vision for their school; building and leading an Instructional Leadership Team;
leveraging the leadership capacities of their colleagues at the site; nurturing their teaching staff’s

instructional skills; budgeting limited resources to optimally support teaching and learning;






principalship and a pipeline of more experienced, better trained aspiring leaders.

e Create more effective support for new instructional leaders, through orientation, coaching,
mentoring, job-embedded professional learning, and create networks of school leaders (new
and experienced) who can learn collectively. These supports must be aimed at increasing
instructional leaders’ skills in teacher development, teacher supervision and evaluation, and
enhancing teacher professional community. They must also build school leaders’ capacity in
other key leadership dimensions (such as operations and relationship building) and to
efficiently and effectively manage the competing demands on their time.

e Modify principal certification processes to leverage the objectives just listed, ensuring that
completion of training and graduation are contingent on the graduate having mastered the
competencies needed to improve schools and student learning.

2. OUSD’s ony -~ efforts “~ ‘mprove teachin~ ~nd le~—ing and suppor* ~*~orous

2~=demic standar-'~ “r students. OUSD has embarked on a comprehensive effort to improve

teaching and learning guided by our 2011-2016 Strategic Plan. The result of a broad-based
planning effort in 2010-11, this Plan establishes our district’s vision that Al students will
graduate from high school. As a result, they are caring, competent, and critical thinkers, fully-
informed, engaged and contributing citizens, and prepared to succeed in college and career. Its
central mission and strategy is to transform OUSD into a Full Service Community School
(FSCS) district. The FSCS model is designed to serve the “whole child” by combining a rigorous
academic program and an array of extracurricular supports for students and families, with each
school serving as a safe community hub and a vehicle for community engagement and service
delivery. It is designed to build the capacity of adults and students to share leadership and
decision-making; tailor approaches and services to each community through a process of

understanding and addressing inequities; and leverage community partnerships and resources.










































coaching) than those who are already credentialed assistant principals. By successfully
completing the program, including passing performance assessments and through joint
evaluation by their Reach Coach and mentor principal, they will earn ieir Preliminary
Administrative Credential through Reach, which is accredited by the California Commission on
Teaching Credentialing. The assessments, like the content of the year-long programming, will be
closely aligned with the aforementioned dimensions of the OUSD Leadership Rubric.

OUSD will use offer several incentives to help recruit participants for the Instructional
Leadership Academy: (1) the opportunity to earn a credential for free; (2) that the program will
be customized to equip participants to be successful school leaders in OUSD; (3) automatic
placement in the OUSD principal pool upon successful completion of the program; and (4)
provision of a mentor for their first two years as a principal.

The OUSD-Ne~ " eader- " zadership D¢ ~"ypme—* athway wil. e a 3-year program to

prepare promising teacher leaders to serve as principals in OUSD. Participants will first complete
New Leaders’ (NL) Emerging Leaders program. The most promising will then be invited to
participate in the NL Aspiring Principals program. They will be able to receive their Preliminary
Administrative Services Credential through Reach Institute. Our goal is that as of year 2, this
pathway will produce 8 newly-credentialed leaders for the OUSD principal pool each year.
Those hired as principals from this pathway will receive ongoing coaching and support during
their first two years through NL Principals Institute.

The Emerging Leaders program is designed to develop the leadership skills of promising
teacher leaders, putting them on the pathway to becoming principals. Can dates will be
nominated by RExOs, NExOs, and principals, and selected through an application process.
Requirements will include: having a serious intention to serve as a principal; currently working
in a school where there are significant opportunities to lead a team focused on improving

instruction and culture; and being viewed as high-potential leadership can date by the district.






















































































































































poverty and of color than the districts overall.

Finally, the student-level data included in the study is collected directly from school districts
by RAND. New Leaders has had no influence over the analyses presented in the study, nor was it
afforded editorial control over its publication. Therefore, the evaluator is fully independent and is
neither the program designer nor implementer. Data collection for the current study by RAND
concluded in 2011-12, and the final public report will be completed by 2014. RAND began a
new evaluation in the 2012-13 school year, to conclude in 2016-17. This new study will evaluate
the impact of an i3 Validation grant awarded to Leaders and the ongoing impact of New Leaders’
leadership development program.

Quasi-Experimental Design: The RAND evaluation of the New Leaders program employs
an interrupted time-series design with a control group to estimate the impact of the program. Its
primary analytic approach uses longitudinal student-level data to estimate “value-added” models.
The goal of all value-added models is to isolate the incremental contribution of some
intervention — in this case the New Leaders program — on student outcomes. '

This quasi-experimental research design was developed after careful consideration of
randomly assigning principals to schools. In a world with no constraints, randomization would
be the ideal way for researchers to estimate the impact of the New Leaders program. It would
ensure that other factors that could affect student achievement are “balanced” between the
program and control schools, which would imply that simple comparisons by New Leaders
alumni status would identify the impact of the program. However, principal assignment is
governed by a variety of district practices, regulations, and union agreements that vary across

New Leaders’ partner districts. For example, state and/or district policy in some partner districts

! McCaffrey et al. (2004).










































Anne C. Prozan
4033 Maple Avenue
Oakland, Califarnia Q4AN2
(510) 482-6233
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"Annie always works from the head and the heart, and always with her eyes on what's best for children."
Sara Saldana, teacher leader San Francisco Unified

HIGHLIGHT OF N'1AVIEICATIONS:

e Supporting district and site leaders and leadership teams to develop and implement and monitor

professional development plans that support district and site goals

e 11 years experience working as a literacy coordinator, School Improvement, and BTSA coach
coaching teachers and administrators to refine practices leading to student and school success
Certified California Early Literacy Learning Literacy (CELL) Coordinator
15 years experience planning, coordinating, and leading professional learning
Building strong professional learning communities among adults
Facilitating cycles of inquiry to determine and monitor SMARTe goals
Leading data analysis and development of common formative assessments
Developing organizational systems to ensure success of classroom, site, and district goals
Facilitating principals and teacher leadership teams to build shared leadership at sites

EXPERIENCE
2006-present Instructional Services, Oaklana Unified School District, California
Manager, Leadership Development, Transformational Leadership coach

o Co-facilitated Leadership Task Force team of OUSD principals to create OUSD
leadership framework, develop evaluation tools, and a critical friends group
professional learning structure to support growth and development of principals

o Partner with departments across the district and with UAOS to coordinate principal
support and learning with Leadership Task Force work

e Coordinate the development of a teacher leader structure to support the transition to
the Common Core/ Next Generation Science Standards

» Coordinate the development of the district principal professional learning calendar

o Coach site leaders, school staffs, and leadership teams to develop, refine, monitor,
and assess school wide academic and behavioral goals that lead to equitable results

e Support site and network leaders to design, implement, coordinate, monitor, and
support differentiated professional development plans aligned to staff and student
needs and district vision and mission

» Develop effective Instructional Leadership Teams, professional learning
communities, and coordination of services teams to support school goals

e Coach site and network leaders to implement effective communication systems
90% coached sites made improvement of up to 63 points on API in one year. Three
principals received district awards after coaching.

2000-2005 Daniel Webster Elementary School, San Francisco, California
Instructional Reform Facilitator, CELL Literacy Coordinator, and teacher

¢ Provided coaching, observation, and modeled demonstration ELA lessons and units

e Developed, coordinated, and led professional learning in all content areas

e Coordinated the implementation and analysis of school wide diagnostic, formative, and
summative assessments
Aligned school reform efforts as coordinator of the School Leadership Team.
Facilitated grade level meetings using a results oriented “Cycle of Inquiry” format
Created and implemented school wide peer observation structure
Mentored new teachers for the Beginning Teacher Support and Assessment 2000-04
and coached three teachers to become national board certified teachers
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Louise Waters, CEO Leadersh Public Schools, j)rmer Associa iper tendent in Oaklanc
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Motivate and support adults to transform their practices

Serve as resource to District administrators and facilitate communication throughout the District
Set goals, work independently and drive results

Produce high quality work, including strong attention to detail

Manage multiple assignments, priorities, and projects in a demanding env  >nment

Solve complex problems and think boldly to maximize new opportunities using a data-driven
approach

Adapt to feedback and focused on continuous improvement

Communicate effectively in English orally and in writing

Finish work on timely basis

Prioritize work across responsibilities (staffing, recruiting, credential checking)
Communicate effectively with sites

Learn new software applications and assist sites in using Human Resources tools
Work as an integral member of a team

Operate personal computer, related software, and other office equipment

WORKING CONDITIONS:
ENVIRONMENT:

Office environment; driving a vehicle to conduct work; rapid-paced work, constant interruptions
PHYSICAL DEMANDS:

Hearing and speaking to exchange information in person and make presentations; dexterity of
hands and fingers to operate a computer keyboard; seeing to monitor various activities and read
documents, and view computer monitors; sitting or standing for extended periods of time;
kneeling, bending at the waist, and reaching overhead, above the shoulders, and horizontally;
lifting light objects.

NON-DISCRIMINATION POLICY:

The Oakland Unified School District does not discriminate in any program, activity, or in
employment on the basis of actual or perceived race, religion, color, national origin, ancestry, age,
marital status, pregnancy, physical or mental disability, medical condition, genetic information,
veteran status, gender, sex, or sexual orientation.






Provide supports to other program strands including but not limited to; facilitating workshops,
providing direct support to program participants, supporting the planning and delivery of other
program directors

Demonstrated success in facilitating adult learning, including building trust among adults and
giving candid feedback to adults

Significant school leadership experience and at least three years of leadership experience in an
urban public school (experience as a principal strongly preferred)

Demonstrated success delivering high-quality professional development

Demonstrated strong written and oral communication skills

Experience in facilitative leadership, coaching, and advising

Strong project management and organizational skills with strong attention to detail

Self-starter: able to initiate work and meet deadlines with minimum supervision

Ability to work in a fast-paced environment and to produce high-quality work in a timely manner
High tolerance for ambiguity

Ability and willingness to engage in difficult conversations

Strong content knowledge in: personal leadership, instructional leadership, and school culture
leadership

Familiarity with the Bay Area public school systems and/or general urban school district dynamics
are a strong plus

A commitment to ensuring high academic achievement for all children and to the mission of New
Leaders






¢ Implement the Reach Instructional Leadership Development Pathway in collaboration
with OUSD, which will include two key components:

o An Instructional Leadership Academy that reinvents instructional leadership
certification for promising teacher leaders to earn their California Preliminary
Administrative Services Credential within the context of their job in OUSD, and
that also engages already credentialed assistant principals in preparation for
positions as school principals. This intensive, year-long program will bring
together communities of instructional leaders each year of the Thriving
Leadership Project for applied learning and job-embedded coaching to foster
their knowledge and skills.

o Ongoing professional development for new and more veteran OUSD principals to
enhance their capacity as school and instructional leaders, and to prepare and
support promising leaders at their sites. This professional development program
will combine formal training, outside and internal expertise, coaching, and
learning as part of a professional learning community. It will incorporate and
leverage OUSD’s principal mentor program which matches experienced principals
with novice principals and assistant principals to build the latter’s skills and
capacity as school leaders

e Coordinate with the New Leaders program strand of OUSD’s Principal Pathway Program
so that its participants can earn their California Preliminary Credential as they complete
the New Leaders Aspiring Principals program.

e Collaborate with OUSD in developing assessments for participants in the Instructional
Leadership Academy that are aligned with the key dimensions of leadership OUSD has
identified as crucial for school leaders and by which they will be evaluated under OUSD’s
new principal evaluation system.

e Participate on the Thriving Leadership Project Steering Committee to help plan, monitor,
and continually improve project services.

e Assist OUSD in collecting data for required reporting to the U.S. Department of
Education and for our local evaluation of the Thriving Leadership Project

e Assist OUSD in identifying effective components of the Thriving Leadership Project in
order to refine the program model and inform its dissemination and replication.

e Assist OUSD in seeking resources for the long-term sustainability of effective principal
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growth model which will be developed by the CORE Board of Directors in the 2014-2015 school
year. However, if an LEA currently uses or seeks to use another high quality student growth model,
the LEA will have the opportunity to apply to the CORE Board for the option to use an alternative
method, provided the LEA provides a strong research-based rationale.

The districts participating in the School Quality Improvement System share a central belief — that a
moral imperative to prepare all students for college and career, as opposed to responding to a
narrow accountability model, will increase the quality of instruction for students and increase success
in all three domains: academic, social/emotional, and school culture and climate. Once the School
Quality Improvement System receives final federal approval, any California district or charter school
will be welcome to participate in the School Quality Improvement System as long as they are willing
to share their data and expertise, and are willing to take on the hard work of reorienting their
systems around the right drivers.

School Quality Improvement System

Sch‘uality improvement ‘m

e —
-airing and e .
LEA Peer Review ‘
Collaborative system for mutual Annual School Goals to Measure
accountability and support - Progress
« School partnership based upon « “CORE Waiver AMO" based
Reward. Focus. and Priority upon performance and growth
school designations. as well as on the School Quality
school progress against School Key School-Level Data Sharing Function for Improvement index
Quality Improvement Goal Measurement for Support of Collaboration
+  Bi-annual LEA Peer Review to Accountability Purposes and Sharing
support and monitor Waiver + Includes school-level + Includes (1) indicators
implementation Academic. Social- piloted for use in the index:
Emotional. and Culture (2) implementation metrics:
and Climate Indicators (3) other classroom-.
+ Consistent across LEAS school- and LEA-level












assessments (the design for which mirrors the California Teacher Performance Assessments):

1. Following the fall semester (after the conclusion of the Reach 440) teachers complete the
“Observation and Conferencing Performance Assessment.” This summative assessment
requires leaders to demonstrate their skills in coaching, observing, and providing
feedback to teachers with an instructional leadership orientation.

2. Following completion of Reach 460, participating leaders complete the “Facilitated
Collaborative Learning Event Performance Assessment.” This second summative
assessment requires leaders to demonstrate their skills in facilitat. ; professional
development within their professional community. The assessment requires leaders to
situate the event in the context of school wide goals and the instructional program, and to
demonstrate their skills in planning and facilitating meetings for professional
development.

Both Performance Assessments also ask candidates to reflect on their own practice, connecting
their strengths and areas for growth in relationship to the research literature, the seminar content,
and their own individualized professional learning plan.

The performance assessments generate data that provides participating instructional leaders with

feedback on their performance relative to program expectations and informs program evaluation
and continuous improvement efforts for prograr :aders.

Reach ILA Program Summary for OUSD 4











































































significant, important,
and critical
informationand what
CF1 might think about
in terms of moving
forward or next steps.

' shares
experience
instead of
responding to CF!

Take notes

axperience or story in the

" ”

i Ice

Ine presenter (CFG 1)
says what is most
help and what
he/she intends to do
before next meeting

Devolve into
conversation
instead of
following
protocol

CF1 starts new
story instead of
talking about
next steps

Use stems like:
- What was most helpful
was thinking about

- As a result of reflecti
on__ ,lplanto___ .
- That changes my
temporal target in this
way_

- The evidence that will
support me if this
changes is

Inserts prompt
What was most helpful?

if presenter starts on new ideas.

Both participants
reflect and/or write
on the process

me intervenes

Keep careful timing of
the  conversation.
The facititators will
time, butitis hard to
keep everyone in lock
step. Itisyour
responsibility to hold
each other to protocol
and get to time to
debrief as an essential
part of process.>





































