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ACTION REQUESTED: 
Approval and support by the Board of Education of District applicant submitti ng Grant Application for OUSD schools for fiscal years 
2013-2018 to accept same, if granted, in whole or in part, pursuant to the terms and conditions thereof and to submit amendments 
thereto, fo r the grant year, if any. 

BACKGROUND: 
Grant application for O USD schools for the 2013-2018 fiscal years was submitted for funding as indicated in the chart below. The 
Grant Face Sheet and grant app licati on packets are attached. 
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File l.D # Document Type Recipient Grant's Purpose Time Period Fu nding Source Grant Amount 
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Application To increase the quantity 

10/1 / 13 - US Department of 
13-1846 and Grants Grant Oakland Unified School District and quality of school 

9/30/ 18 Education 
$4,942,89 1.00 

Mgmt Face leaders in our district. 
Sheet 

DISCUSSION: 
The district created a Grant Face sheet process to : 

• Review proposed grant projects at OUSD sites and assess their contribution to sustained student 
achievement 

• Identify OUSD resources required for program success 

OUSD received a Grant Face Sheet and a completed grant application for the program listed in the chart by the school. 

FISCAL IMPACT: 
The total amount of grants will be provided to OUSD schools from the funders. 

• Grants valued at: $4,942,89 1 

RECOMMENDATION: 
Approval and support by the Board of Education of District applicant submitting Grant Application for OUSD schools for fiscal years 
2013-2018 to accept same, if granted, in whole or in part, pursuant to the terms and conditions thereof and to submit amendments 
thereto, for the grant year, if any. 

ATTACHMENTS: Grant application, Grants Management face sheet 
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OUSD Grants Management Face Sheet 

Title of Grant: Thriving Leadership Funding Cycle Dates: 10/1113-9/30/18 

Grant's Fiscal Agent: Grant Amount for Full Funding Cycle: $4,942,891 

Funding Agency: US Department of Education Grant Focus: School Leadership 

List all School(s) or Department(s) to be Served: All OUSD Schools 

Information Needed 

How will this grant contribute to sustained 
student achievement or academic standards? 

How will this grant be evaluated for impact 
upon student achievement? 

(Customized data design and technical support arc provided at 
I% of the gra nt award or at a nego tiated fee for a community­
bascd fi scal agent who is not including OUSD's indirect rate of 
4.75% in the budget. The I % or negotiated data fee will be 
charged acco rding to an Agreement for Grant Administration 
Related Services payment schedule. This fee should be 
included in the grant's budget for eva luation.) 

Does the grant require any resources from the 
school(s) or district? If so, describe. 

Are services being supported by an OUSD 
funded grant or by a contractor paid through an 
OUSD contract or MOU? 

(If yes, incl ude the district's indirect rate of 4.25% for all 
OUSD site services in the grant's budget for administrative 
support, evaluation data, or indirect services.) 

School or Department Response 

The Thriving Leadership project will create a pipeline of new 
school leaders, help new principals be effective, and provide 
ongoing professional learn ing to enhance a ll principals' leadership 
skills. 

The evaluation plan for the grant includes an analysis of the impact 
of the participants on the achievement and performance of their 
schools . The grant proposes to use the school accountability metrics 
that are included in the CORE ESEA Waiver request. 

No match is required. 

Will the proposed program take students out of No. 
the classroom for any portion of the school day? 
(OUSD reserves the right to limi t service access to students 
during the school day to ensure academic attendance 
continuity.) 

Who is the contact managing and assuring grant 
compliance? 
(Include contact's name, address, phone number, email 
address.) 

A licant Obtained A roval Si natures: 
Entity 

Principal 

Department Head 

Aaron Townsend, Director, Strategic School Support, HRSS 
l 000 Broadway, Suite 295, Oakland CA 9460 l 
( 510) 368-8253, aaron.townsend@ousd.k12.ca. us 

Name/s Signature/s 

Aaron Townsend 

Grant Office Obtained A natures: 
Entity Name/s 

Fiscal Officer Vernon Hal 

Acting Superintendent Gary Yee 

08/2013 OUSD Grants Management Services 1 
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GRANTS.GOVw 

Home > Apply for Grants > Confirmation 

Confirmation 

Thank you for submitting your grant application package via Grants.gov. Your application is 
currently being processed by the Grants.gov system. Once your submission has been processed, 
Grants.gov will send email messages to advise you of the progress of your application through the 
system. Over the next 24 to 48 hours, you should receive two emails. The first will confirm receipt 
of your application by the Grants.gov system, and the second will indicate that the application has 
either been successfully validated by the system prior to transmission to the grantor agency or has 
been rejected due to errors. 

Please do not hit the back button on your browser. 

If your application is successfully validated and subsequently retrieved by the grantor agency from 
the Grants.gov system, you will receive an additional email. This email may be delivered several 
days or weeks from the date of submission, depending on when the grantor agency retrieves it. 

You may also monitor the processing status of your submission within the Grants.gov system by 
cl icking on the "Track My Application" link listed at the end of this form. 

Note: Once the grantor agency has retrieved your application from Grants.gov, you will need to 
contact them directly for any subsequent status updates. Grants.gov does not participate in 
making any award decisions. 

IMPORTANT NOTICE: If you do not receive a receipt confirmation and either a validation 
confirmation or a rejection email message within 48 hours, please contact us. The Grants.gov Contact 
Center can be reached by email at support@grants.gov, or by telephone at 1-800-518-4726. Always 
include your Grants.gov tracking number in all correspondence. The tracking numbers issued by 
Grants.gov look like GRANTXXXXXXXXX. 



If you have questions please contact the Grants.gov Contact Center: support@grants.gov 
1-800-518-4726 24 hours a day, 7 days a week. Closed on federal holidays. 

The following application tracking information was generated by the system: 

Grants.gov Tracking 
Number: 

Applicant DUNS: 

Submitter's Name: 

CFDA Number: 

CFDA Description: 

Funding Opportunity 
Number: 
Funding Opportunity 
Description: 
Agency Name: 

Application Name of 
this Submission: 
Date/Time of Receipt: 

GRANTl 1446612 

07-655-4500 

Madeleine S Clarke 

84.363 

School Leadership 

ED-GRANTS-050813-001 

Office of Innovation and Improvement (011): School Le~ 

U.S. Department of Education 

OUSD Thriving Leadership for Full Service Community~ 

2013.07.08 12:42 PM, EDT 

TRACK MY APPLICATION - To check the status of this application, please click the link below: 

https://apply07.grants.gov/apply/checkSingleApplStatus.faces?tracking num=GRANTl 1446612 

It is suggested you Save and/or Print this response for your records. 



~ - GRANTS .Gov~ Grant Application Package 

Opportunity Title : 

Offering Agency : 

Office of Innovation and I mprovement (OII): School Lead 

lu . s. Department of Educat i on 

CFDA Number: 

CFDA Description: 

Opportunity Number: 

Competition ID : 

Opportunity Open Date: 

Opportunity Close Date : 

Agency Contact: 

184.363 

!schoo l Leadership 

IED-GRANTS-050813 - 00 1 

184 - 363A2013-2 

I 05 / 08 1 2013 

I 01 1 08 1 2013 

Ty ra Stewart 
Education Analyst 
E-mail: schoolleadershipmatters.gov 
Phone: 202-260-1847 

This opportunity is only open to organizations, applicants who are submitting grant applications on behalf of a company, state, local or 
tribal government, academia, or other type of organization. 

Application Filing Name: OUSD Thriving Leadership for Full Service Community Schools 

!select Forms to Complete 

Mandatory 

Application for Federal Assistance (SF-424) 

ON NON-CONSTRUCTION 
PROGRAMS 

Other Attachments Form 

Assurances for Non-Construction Programs (SF-4248) 

Grants.gov Lobbying Form 

Disclosure of Lobbying Activities (SF-LLL) 

ED GEPA427 Form 

ED SF424 Supplement 

ED Abstract Form 

Project Narrative Attachment Form 

Budget Narrative Attachment Form 

Optional 

I Instructions 

Show Instructions >> 

This electronic grants application is intended to be used to apply for the specific Federal funding opportunity referenced here. 

If the Federal funding opportunity listed is not the opportunity for which you want to apply, close this application package by clicking on the 
"Cancel" button at the top of this screen. You will then need to locate the correct Federal funding opportunity, download its application and 
then apply. 



Application for Federal Assistance SF-424 

* 1. Type of Submission : • 2. Type of Application: • If Revision, select appropriate letter(s): 

0 Preapplication 0New I 
~ Application ~ Continuation •Other (Specify): 

0 Changed/Corrected Application 0 Revision I 

• 3. Date Received: 4. Applicant Identifier: 

1completed by Grants.gov upon submission. I I 

5a. Federal Entity Identifier: 5b. Federal Award Identifier: 

I I INot Applicabl e 

State Use Only: 

6. Date Received by State: I I , 7. State Application Identifier: I 

8. APPLICANT INFORMATION: 

•a. Legal Name: loakl and Unified School District 

• b. Employer/Taxpayer Identification Number (EIN/TIN): • c. Organizational DUNS: 

194-6000358 I 10765545000000 I 

d. Address: 

• Street1 : 11025 Second Avenue 

Street2: I 
'City: I oak land I 

County/Parish: I I 
•State: I CA: California 

Province: I I 
•Country: 

I USA: UNITED STATES 

• Zip I Postal Code: 194606-22 1 2 
I 

e. Organizational Unit: 

Department Name: Division Name: 

I I I 
f. Name and contact information of person to be contacted on matters involving this application: 

Prefix: I I • First Name: !Aaron 

Middle Name: I I 
• Last Name: jTownsend 

Suffi x: I 
Title: I 
Organizational Affiliation: 

I 
• Telephone Number: 1 (510) 368 - 8253 I Fax Number: I 
• Emai l: laaron . townsend@ousd . k l 2.ca.us 

I 

I 

I 

I 

OMB Number: 4040-0004 

Expiration Date: 03/31/2012 

I 

I 

I 

I 
I 

I 

I 

I 

I 

I 

I 

I 

I 



Application for Federal Assistance SF-424 

• 9. Type of Applicant 1: Select Applicant Type : 

IG: Independent School District I 
Type of Applicant 2: Select Applicant Type: 

I 
Type of Applicant 3: Select Applicant Type: 

I 
* Other (specify): 

I 
• 10. Na me of Federal Age ncy: 

lu.s. Department of Educatio n I 
11 . Catalog of Federa l Domestic As s is tance Number: 

184 .363 I 
CFDA Title: 

!School Leadership 

I 
• 12. Funding Opportunity Number: 

IED-GRANTS-050813-001 I 
* Title: 

Off ice of Innovation and Improvement (OII ) : School Leade rship Program CFDA Number 84.363A 

13. Competition Ide ntificat ion Number: 

ls4 -3 63A2013 - 2 I 
Title : 

14. Areas Affected by Project (Cities , Counties , States , e tc .) : 

I I Add Atta chment I I Del0lc Atfachmcnf 111 View Attachment 
11 

• 15. Des cript ive Title of Applica nt's Project: 

The Thriving Leadership project will create a pipeline of new school l eaders, he l p new principal s 
be effective , and provide ongoing professional learning to enhance all principals' l eadership 
skills. 

Attach supporting documents as specified in agency instructions. 

I 
Add Attachments J I Delete /\tl<•chments JI L View Allachment~I 



Application for Federal Assistance SF-424 

16. Congressional Districts Of: 

• a. Applicant lcA-009 I b. Program/Project lcA-009 I 
Attach an additional list of Program/Project Congressional Districts if needed. 

I I I Add Attachment 111 Delete .Attachment fl I View Attachment ~ 
17. Proposed Project: 

• a. Start Dale: 11 0101120 13 1 • b. End Date: 109 / 30 /20 18 1 

18. Estimated Funding($) : 

•a. Federal I 4,942,891 . 001 

• b. Applicant I o. oo l 

• c. State I o. oo l 

• d. Local I o. oo l 

• e. Other I o. oo l 

• f. Program Income I o. oo l 

* g. TOTAL I 4,942,891.oo l 

• 19. Is Application Subject to Review By State Under Executive Order 12372 Process? 

D a. This application was made available to the State under the Executive Order 12372 Process for review on I I 
~ b. Program is subject to E.O. 12372 but has not been selected by the State for review. 

D c. Program is not covered by E.O. 12372. 

• 20. Is the Applicant Delinquent On Any Federal Debt? (If "Yes," provide explanation in attachment.) 

0 Yes ~No 

If "Yes" , provide explanation and attach 

I I I /\dd Attachment ii I Delete Attachment ii I View Attachment I 
21 . *By signing this application, I certify (1) to the statements contained in the list of certifications** and (2) that the statements 
herein are true, complete and accurate to the best of my knowledge. I also provide the required assurances** and agree to 
comply with any resulting terms if I accept an award. I am aware that any false, fictitious, or fraudulent statements or claims may 
subject me to criminal, civil , or administrative penalties. (U.S. Code, Title 218, Section 1001) 

~ ** I AGREE 

•• The list of certifications and assurances, or an internet site where you may obtain this list, is contained in the announcement or agency 
specific instructions. 

Authorized Representative : 

Prefix: I I • First Name: [Gary I 
Middle Name: I I 
• Last Name: !Yee I 
Suffix: I I 
* Title: lrnterim Superintendent I 
• Telephone Number: I (SlO) 434-7790 I Fax Number: I I 
• Email: lgary. yee@ousd. kl2. ca . us I 
• Signature of Authorized Representative: Jcompleted by Grants.gov upon submission. I • Date Signed: !Completed by Grants.gov upon submission. I 



1. Project Director: 

Prefix : First Name: 

U.S. DEPARTMENT OF EDUCATION 
SUPPLEMENTAL INFORMATION 

FOR THE SF-424 

Middle Name: Last Name: 

OMB Number: 1894-0007 
Expiration Date : 07/31 /2014 

Suffix: 

I ~A"°" __ I ~I ____.ll.____Townsend--

Address: 

Street1 : j1025 Second Avenue 

Street2 : 

City: Oak l and 

County: 

California 

Zip Code: 194606 - 22 12 

Country: lusA : UNITED STATES 

Phone Number (give area code) 

I (510) 368 - 8253 

Fax Number (give area code) 

Email Address: 

jaaron . townsend@ousd .kl2.ca . us 

2. Novice Applicant: 

Are you a novice applicant as defined in the regulations in 34 CFR 75.225 (and included in the definitions page in the attached instructions)? 

D Yes D No ~ Not applicable to this program 

3. Human Subjects Research: 

a. Are any research activities involving human subjects planned at any time during the proposed project Period? 

D Yes ~ No 

b. Are ALL the research activities proposed designated to be exempt from the regulations? 

D Yes Provide Exemption(s) #: 

D No Provide Assurance#, if avai lable: 

c. If applicable, please attach your "Exempt Research" or "Nonexempt Research" narrative to this form as 
indicated in the definitions page in the attached instructions. 

I_ Add Attachment j I Dolotc Attachmcnd Viow Attachment 
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Abstract 

Applicant O akland Unified School District Contact person: Aaron Townsend 

1025 Second Avenue, O akland, CA 94606 - 2212 (510) 273-3403; aaron.townsend@ousd.k12.ca.us 

Oakland Unified School District, a high-need LEA, is applying for funding in partnership 

with two non-profit organizations, Reach Institute for School Leadership and New Leaders, for 

our district-wide Thriving Leadership.for Full Service Community Schools project. The project 

will 1) identify and develop promising aspiring leaders to create a pipeline of effective leaders 

for OUSD schools; (2) provide induction programs to help new principals be effective leaders; 

and (3) engage all principals in ongoing professional learning to continually improve their 

leadership skills. All interventions address specific , research-based leadership dimensions that 

are crucial if principals are to drive dramatic improvements in teaching and learning. The project 

wi ll expand OUSD's ongoing but incomplete efforts to strengthen school leadership as a key 

strategy of our overall focus on ensuring that all students graduate ready for college and career. 

Goal ]-Principal pipeline. The project will produce 15 program graduates certified to 

become principals each year, at least 80% of whom will be hired as principals. 90% of those 

hired will remain as OUSD principals for at least 3 years. Goal 2-Improving teaching and 

learning. 80% of schools with participating principals will meet their growth targets under the 

CORE School Quality Improvement Index each year. 80% of new principals will achieve their 

school 's growth target by year 3 of their assignment and each year thereafter. 90% of those 

trained and hired as principals will be rated effective or highly effective on the OUSD principal 

evaluation system by their third year. Goal 3- Institutionalization of leadership development. 

OUSD's principal retention rate will improve by 5% each year. OUSD wi ll identify the most 

effective components of Thriving Leadership to guide future investments to suppo1t an effective 

leadership development model, and make commitments to do so by year 5 of the grant period. 

The Thriving Leadership Project addresses both Invitational Priorities for this grant program. 

1 
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Project Narrative 

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 paitnered 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. 

A. Project Design 

1. Need for project. OUSD is a high-need urban district across the bay from San Francisco, 

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. Thi1ty-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. 1 Many are recent immigrants who did not go to school 

past 7th or 9th 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 

1 Student data from California Dept. of Education Dataquest site, http://dg .cde.ca.gov/dataguest/. 

2 
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support their children 's education. In addition, Oakland is plagued by widespread youth gang 

problems along with the highest rates of violent crime among the l 0 largest cities in California. 

While large numbers of Oakland children and youth face multiple barriers to success in 

school and preparation for college and career, our district has had the greatest improvements in 

student achievement of any large urban 

district in Cal~fornia for the past eight 
70% 

60% 

years in a row. From 2003 to 2012, the 50% 

percentage of OUSD students achieving 

proficiency in English Language Arts 

40% 

30% 

20% 

10% . 

more than doubled, from 19% to 45%, and 0% l 
the c01responding increase in Math has 

been from 21 % to45%. Yet despite these 80% l 
70% 

gains, OUSD students still substantially 
60% 

underperform their peers county- and 50% 

40% 

state-wide, as shown in the graph to the 
30% 

right. Moreover, there are wide 

achievement gaps among OUSD students . 

ELA 

Student Proficiency Comparisons 

Math Science 

• OUSD 

Alameda County 

• California 

OUSD Student Proficiency Achievement Gaps 

• African American 

Asian 

• Latino 

White 

• English Learners 

ELA Math Science 

White and Asian students are faring dramatically better than African-Americans, Latinos, and 

English Learners in achieving proficiency in core academic skill areas, as shown in the second 

graph. 

OUSD's 4-year graduation rate is only 59%, compared to 79% state-wide. And of graduates, 

on ly 51 % have met the "a-g" requirements fo r admission into California's 4-year university 

systems. In other words, no more than 30% of OUSD students (and lower numbers of African-

American and Latino students) are graduating from high school prepared for college and careers. 

High-need LEA . OUSD meets the criteria in the School Leadership Program application 

3 
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notice as a high-need LEA: (1) U.S. Census Bureau data for our geographic boundary in the link 

provided by ED (www.ed.gov/programs/lsl/eligibility.html) indicate that in 2011 26.3% of young 

people ages 5-17 (14,996 of 57 ,049) in Oakland were from families with incomes below the 

poverty line. (2) A high percentage of teachers in OUSD are not credentialed. In 2012-13, of 

1,889 teachers in the district, 193 (10.2%) were not credentialed, working either on waivers, 

short-term staff permits, or as interns. (Note: This does not include another substantial number of 

OUSD teachers who have preliminary credentials and are in the process of working the 5 

additional years required for a permanent credential.) 

Gaps in effective school leadership in OUSD. Effective school leadership is arguably the 

key element in school improvement and in ensuring that teaching and learning are as good as 

they can be throughout a school, especially high-need schools. 2 However, OUSD is facing two 

critical, general gaps to ensuring that all of our schools have effective leadership. 

The first of these is the high rate of turnover among OUSD principals. Year after year, at least 

one quarter of all principals in OUSD leave their jobs by the end of the school year, either for 

new positions within the district, or new opportunities in other districts, or retirement. This year, 

for instance, we are replacing 23 of 86 school principals, including the leaders of 6 of OUSD's 

13 high schools. In addition to disrupting the continuity of leadership at many schools, and 

potentially negatively affecting student outcomes, this high turnover rate creates an ongoing 

demand for a pipeline of qualified school leaders. The reality that many of the schools needing 

new leaders are among the lowest performing schools in Oakland and in fact in California 

heightens the need for a renewable pipeline of well-qualified principals equipped to transform 

schools and turn around their records of low student achievement. 

Several factors contribute to OUSD's chronic difficulty retaining school leaders. One is the 

2 Becoming a Leader: Preparing School Principals for Today's Success. (2008). The Wallace Foundation; 

Successful Leadership in High Poverty, Urban Schools. (2008). University Council for Educational Administration. 
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extremely challenging and stressful role of serving as principal in Oakland 's high-poverty inner 

city schools. Principals have to juggle everything from instructional leadership and teacher 

supervision to financial management and other operational issues, to multiple district initiatives 

in curriculum and instruction, school culture and climate, and family engagement. They have to 

deal with inexperienced and struggling teachers and children, highly stressed parents, violence in 

the community that can easily spill over onto the campus. At the same time they are being held 

increasingly accountable for children 's academic, social , and emotional success, yet not provided 

with the necessary support, in a district with constant changes of superintendents and other 

district leaders. These multiple challenges can quickly lead to burnout. For new principals, many 

of whom are trying to "adjust their textbook understanding of leadership to the real world of 

practice," and at the same time needing to quickly assimilate into the culture of the school ,"3 the 

challenges and stress are even more daunting. Moreover, OUSD's compensation for principals is 

low compared to other Bay Area urban school districts (Table 1), a further disincentive for an 

effective principal to remain in OUSD, or accept a position in our district in the first place. 

Oakland 
San Francisco 

Hayward 
San Jose 
Fremont 

West Contra Costa 

ELEMENTARY SCHOOL MIDDLE SCHOOL HIGH SCHOOL 

$73,681- $96,380 $75,485 - $96,380 $82,847 - $105,730 
$80,803 - $100,981 $86,636 - $105,676 $90,366 - $110,158 
$97,830 - $117,642 $101 ,743 - $122,348 $108,154 - $130,186 
$90,227 - $109,672 $94,675 - $115,078 $104,231 - $124,458 

$105,11 7 - $126,193 $112,104 - $134,586 $122,357 - $146,947 
$80,371- $94,554 $82,712 - $97,308 $82,712 - $97,308 

These factors both push school leaders to seek other positions outside of the district and 

make it difficult to recruit candidates. We have only a limited pool of highly qualified external 

applicants. Nor do we have a steady flow of enough properly trained internal candidates for 

school leader positions or an effective process for grooming enough people in OUSD (including 

teachers and assistant principals) to fill the high number of vacancies each year. We also need to 

3 Lashway L. (2003). Inducting School Leaders. Clearinghouse on Educational Policy and Management. 
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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 dist1icts. 

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 p1incipals 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; nmturing their teaching staff's 

instructional skills; budgeting limited resources to optimally support teaching and learning; 
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negotiating many other operational tasks; and engaging and interacting with parents as partners 

in promoting children 's success. These areas reflect the leadership dimensions that will provide 

the framework and focus for our proposed Thriving Leadership Project, as detailed below. 

This second gap reflects a more general shortage of appropriate professional development for 

school leaders across California in crncial instrnctional leadership skills. An extensive body of 

research, including significant recent work by Anthony Bryk and his colleagues, 4 points to the 

crncial role of instructional leadership in promoting teacher effectiveness, student achievement, 

and school improvement. However, a recent study by the Center for Teaching and Learning5 

indicates that in California, while the majority of principals are relatively new to instructional 

leadership generally and their schools specifically, development opportunities for instructional 

leaders are not sufficiently robust and principal s' prior leadership opportunities are inconsistent. 

The report goes on to indicate that principals ' extensive responsibilities often detract from their 

effectiveness as instructional leaders, demanding increased expe11ise, efficiency, and 

productivity. Expertise and training in teacher observation and fonnative teacher development, 

teacher evaluation, and fostering professional community are pm1icularly lacking. 

The importance of effective instructional leadership combined with the lack of 

developmental processes and systematic approaches to building expe11ise available in California 

generally and OUSD specifically create an acute need for OUSD to develop processes that: 

• Create varied opportunities for effective teachers to experience instructional leadership, 

combined with 1igorous training and job-embedded coaching, prior to assuming the role of 

principal. This strategy improves schools in the sho11 term by distributing leadership and 

enhancing the shared responsibiUty for teaching and learning. It creates a pathway to the 

4 Bryk AS, et al. (20 I 0). Organizing schools for improvement: Lessons f rom Chicago . Uni versity of Chicago Press. 
5 Bland J, et al. (2011 ). Th e status of the teaching p rofession 2011 . Sacramento, CA: The Center for the Future of 

Teaching and Learning at WestEd. 
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principalship and a pipeline of more experienced, better trained aspiring leaders. 

• 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. 

• 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 ongoing efforts to improve teaching and learning and support rigorous 

academic standards for 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 effo11 in 2010-11 , this Plan establishes our district's vision that All students will 

graduate from high school. As a result, they are caring, competent, and critical thinkers, fitlly -

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 pai1nerships and resources. 
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To carry out this vision and mission as we move toward our goal of implementing the FSCS 

model at every school by 2016, OUSD has implemented a series of interlocking initiatives. In 

what follows we highlight key initiatives related to improving teaching and students ' learning of 

rigorous academic standards and to building school leadership in service of our overall focus of 

enabling all students to graduate from high school prepared for college and career. 

Implementation of Common Core State Standards. Like LEAs across the state and the 

nation, OUSD is in the process of transitioning our core cun-iculum so that it is aligned with the 

Common Core State Standards (CCSS). The CCSS are designed to be robust and relevant to the 

real world, reflecting the knowledge and skills young people need for success in college and 

careers. Compared to prior state standards, they are better designed to prepare students to think 

critically, compete and excel in the global job market, and become better citizens. 

OUSD 's trans ition to the CCSS will take several years. In 2011-12, we engaged district and 

site administrators and ELA and Math teachers district-wide in learning about the CCSS and 

their implications for classroom teaching and learning. We also began to develop the OUSD 

CCSS Core Curriculum Guide, with instructional units aligned with the CCSS. In 2012-13, we 

continued to develop and field test CCSS-aligned curriculum and assessments in ELA and Math 

and began to develop the Science component of the Core Curriculum Guide, aligned to Next 

Generation Science Standards. OUSD is on track to implement the CCSS across grades K-12 by 

2013-14. This will position us to have teachers and students ready for the new CCSS-aligned 

statewide assessment system (Smarter Balanced Assessment Consortium) which the California 

Department of Education has pledged to implement in the 2014-15 school year. 

OUSD has implemented a robust professional development plan to support the transition to 

the CCSS. We are both focusing on equipping school leaders to exert instructional leadership in 

this transition and employing a train-the-trainer model to reach all teachers. OUSD Principals 

have attended monthly professional development sessions on CCSS-aligned curriculum and 
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assessments, and ways to coach and support teachers and teacher leaders through the necessary 

instructional shifts. Teacher leaders from each school (depmtment chairs or other teachers and 

on-site instructional coaches) attend a regular schedule of content area-focused professional 

development and then return to their school to collaborate with the principal and facilitate site-

based professional development on the CCSS and aligned instructional practices for all faculty. 

Next year professional development will include a focus on equipping teachers to facilitate 

discussions with students on academic content and critical thinking. 

Subject area initiatives and pilot projects. OUSD has ongoing initiatives to strengthen 

instruction in literacy across grades K-12, science at the elementary level, and middle school 

mathematics, as well as an African American Male Achievement initiative focused on improving 

outcomes for this group that is disproportionately affected by suspensions and dropout. Within 

each one, OUSD is providing opportunities and support for school teams to join Inquiry 

Leaming Cohorts for two years. These coho1ts bring principals, teachers, and district staff and 

external experts together for 50-75 hours of professional learning to observe and address 

problems of practice and leadership development through an inquiry model, to accelerate 

learning for students who are outside the sphere of success. 

Alignment of graduation and "a-g" requirements, Linked Learning. As of the 2011-12 

school year, OUSD modified our graduation requirements so they are consistent with the 

rigorous sequence of courses that comprise the "a-g" requirements for admission to the 

California State University and University of California systems. At the same time, OUSD's 

Linked Learning initiative is designed to make secondary education more relevant and engaging 

for all students, exposing them to previously unimagined college and career opportunities. 

Linked Leaming brings together college prep academics and demanding technical education in 

10 



OAK LA 
SCHOO 

D UNIFIED 
DISTRICT 

Thriving Leadership for Full 
Service Community Schools 

career academy and career pathway programs aligned with strong local industry sectors6 and the 

"a-g" requirements at all of our high schools; extensive career assessments, planning, and 

guidance; internships, job shadowing, and other work-based learning opp01tunities, and support 

services, that together help prepare students for success in college, career, and life. Across 

OUSD, students who participate in pathway and academy programs have better attendance, 

fewer disciplinary problems, and higher rates of passing the California High School Exit Exam 

and completing the "a-g" requirements than non-pathway students. 

Leveraging federal funding to support school improvement and achievement. OUSD 

applied successfully for federal School Improvement Grant (SIG) funding for our 4 schools (all 

middle schools) identified as among the persistently lowest-performing schools in the state. All 

of them have implemented the "transformation" model consistent with ED guidelines. OUSD 

replaced their principals with new principals with a record of transformational school leadership, 

increased instrnctional time for students, and implemented professional learning communities as 

vehicles for teacher collaboration, supported by specialists in inquiry cycles and data-d1iven and 

research-based instrnction, among other school improvement strategies. Our SIG schools are 

near the top among OUSD middle schools for improved achievement in ELA and math for 

students overall and for African-American and Latino students. 

OUSD and the College Board are collaborating on the Oakland Accelerates project, to 

refine and align district-wide professional development, college-going culture suppo1ts in 

schools and homes, and other measures to ensure all students' college and career readiness, based 

on the College Board 's EXCELerator methodology, supported by an ED i3 Development grant. 

Efforts to develop and retain effective school leaders. Goal 3B of OUSD 's Strategic Plan 

focuses on promoting effective principal leadership. As part of our strategic planning process in 

6 Such as Biotechnology, Architecture, Computer Science and Technology, Engineering, Green Energy, Health and 

Bioscience, Law and Public Service, Media, Fashi on and Interior Design, and Social Entrepreneurship. 
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2010-11, OUSD convened an Effective Leadership Task Force. Consisting of 6 principals and 

district leadership staff, its purpose was to create a Leadership Rubric that defined the key 

dimensions of thriving school leadership. The Task Force conducted 20 site visits to observe 

schools with successful student achievement results. It convened two inquiry sessions with 20 

principals whose schools had shown consistent growth on California Standards Test results over 

the prior 5-year period, to ask them to identify what they thought were their most important 

practices as school leaders. The Task Force reviewed existing rubrics of school leadership; 

conducted an extensive study of research literature; and convened an Advisory group of 

principals, leadership from our administrators ' and teachers ' unions, district leaders, and pm1ners 

from entities such as New Leaders for New Schools and the UC Berkeley Principal Leadership 

Institute. Table 2 lists the key dimensions of practice included in the OUSD Leadership Rubric, 

based on the experiences of effective OUSD school leaders and research-based evidence on 

effective leadership practices by leaders serving vulnerable communities. (Please see the list of 

research resources the Task Force consulted in developing this rubric included in Attachments.) 

Table 2. School Leadershi Dimensions for OUSD Full Service Communi Schools 
I . Equity Principal crea tes and sustains equitable conditions for learning, interrupts 

patterns o f historical inequities, and advocates for just and democratic schools. 
2. Vision Principal ensures that the school's collec tive vision focuses on equity and 

studenr learning. 
3. Relationships Principal builds and sustains individual and collec tive relationships as a 

fo undation for achieving equity and excellence. 
4. Resilience Principal develops sys tems that sustain individuals and the organiza tion in 

persevering through adversity, assuming personal and mutual responsibility, 
and fos tering collective resolve for equitable outcomes. 

5. Instruction Principal guides, supports, and monitors equitable access to meaningful and 
challenging curriculum and instruction that prepares students for college and 
career readiness . 

6. Management Principal develops, organizes, implements, and monitors flexible and effective 
opera tional systems that fos ter collec tive responsibility fo r equitable outcomes. 

7. Partnership Principal builds effective partnerships with parents/ caregivers, community­
based organizations, and businesses in the service o f supporting robust 
academic, civic, and social-emotional student outcomes. 

8. Accountabili ty Principal articulates desired learning outcomes, monitors progress, and fos ters 
a cul ture of reciprocal and mutual accountabili ty. 
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OUSD's Leadership Rubric recognizes and celebrates the complexity of the principal's 

work. These dimensions provide broad, aspirational goals for school leaders ' role in enacting the 

district's vision (stated earlier). While all leaders are first and foremost instructional leaders, 

other dimensions are the foundation of strong instructional leadership, if often less tangible and 

observable. Dimensions 1-4 (Equity, Vision, Relationships, Resilience) are necessary for 

enacting the more visible #s 5-8 (Instruction, Management, Partnership, Accountability). 

In 2011-12 and 2012-13, the Task Force continued to build out the Leadership Rubric -

inf01med by fmther site visits and review of evidence-based practices by over 20 principals and 

assistants, and Advisory group feedback. It 

has added specific elements and areas or 

indicators of practice to each of the key 

dimensions identified, represented by the 

5.1, 5.2, and 5.3 criteria respectively shown 

in the over-view of the Instruction 

Table 3. O USD School Leadership Rubric -
Overview of Dimension 5: INSTRUCTION 

Element 5.1 Knowledge Base 
(Developing Leader Capacity) 
Indicator of Practice: 
Element 5.2 Learning 
Environment (Cul tivating 
Schoo l Level Capac ity) 
E lement 5.3 Learning Systems 
(Ensuring Co ll ective 
Responsibi lity and 
Accou ntabil ity) 

5. l .1 Context 5.1.2 Content 
5. 1.3 Pedagogy 
5 .1 .4 Technology 
5.2.1 Learning Conditions 
5.2.2 Access 5.2.3 Ri gor 
5.2.4 Coherence 
5.3 . l Support Systems 
5.3 .2 Feedback Systems 
5.3.3 Evidence-Based 
Practice 

dimension (Table 3). Each indicator of practice (5.1.1 , 5.1.2) includes a very detailed set of 

practice areas by which the principal 's practice can be assessed . We have also built into the 

mbric the recognition that school leadership is a developmental process by including levels of 

expected leadership capacity (from a novice or new principal , to the "developing" level , to 

"expert" or full implementation). In 2013-14, OUSD will pilot use of this rubric to assess 

principals in order to both promote and guide professional learning and to help evaluate school 

leaders ' performance. We will use this mbric as patt of pilot participants ' evaluation. We plan to 

evaluate each principal on two elements in the rubric, collaboratively chosen by the leader and 

her/his supervisor, based on school level goals and evidence of the leader 's assets and needs. 

OUSD 's Leadership Rubric is central to the Thriving Leadership Project. It provides a 

framework and detailed set of standards to guide our efforts in building leadership capacity in 
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OUSD and improving principal retention. It enables us to align each component of the project -

with particular research-based competencies crucial for OUSD principals to be effective in 

promoting great teaching and improving learning outcomes for students. We will be able to 

assess aspiring leaders based on the competencies in the rubric and tie their successful 

completion of pre-service training to demonstration of the knowledge and skills they will need as 

new principals. We will be able to use the rubric to info1m the mentoring and other professional 

development undertaken for new and experienced school leaders, and to guide us in engaging 

mentor principals in professional learning to help optimize their effectiveness as mentors. 

OUSD principal mentor program. In 2011-12, OUSD initiated a mentor program for new 

principals and a handful of new assistant principals. Experienced p1incipals provide ongoing, 

one-to-one job-embedded learning and support to help new leaders reflect on and grow in their 

practice. Activities include site visits, observations, regular check-ins, three mini-retreats per 

year, as well as leadership coaching for the mentors. The program served 23 mentees in 2012-13 

(including 5 assistant p1incipals) and 21 in 2011-12 (including 2 assistant principals). In program 

evaluation surveys and focus groups, both mentees and mentors have highlighted many benefits 

they have gained from the program, ranging from help with providing instructional leadership 

and operations functions, to the value of having a "thought partner," to emotional support. The 

program appears to have helped improve retention of both new and veteran principals. (Please 

see "evidence of effectiveness" in the project design section). Our principal mentor program is an 

integral part of OUSD's strategy to recruit and retain high quality school leaders. We want to 

strengthen the program, expand its reach, and link it to other components of Thriving Leadership. 

Other professional learning for OUSD principals. All p1incipals in OUSD receive support 

and guidance from their supervisors - known as Network Executive Officers (NExOs) or 

Regional Executive Officers (RExOs), attend bi-monthly network meetings with other principals, 

and participate in district-wide professional development activities. We have also piloted an 
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" instructional rounds" program for principals to help improve their leadership skills related to 

patiicular problems of practice in teaching and learning. This latter professional learning process 

will be incorporated in the Thriving Leadership project. 

Emerging Leaders and Aspiring Leaders programs. OUSD has an ongoing patinership with 

New Leaders, a national non-profit organization that focuses on developing transformational 

school leaders. New Leaders "Emerging Leaders" is a I -year training program for teachers, 

coaches, and assistant principals who want to become principals. In 2012-13, 12 OUSD teachers 

were accepted as Emerging Leaders and all of them completed the program. Emerging Leaders is 

a pathway into New Leaders' Aspiring Principa ls program, a year-long leadership residency 

leading to an administrative credential. Of 4 OUSD teachers who did this residency in 2012-13 , 

3 have secured principal positions. Of the 12 OUSD teachers who completed Emerging Leaders 

in 2012-13, 6 have been admitted into Aspiring Principals. Individuals trained by New Leaders 

now lead 25% of OUSD's schools. New Leaders has played a critical role in OUSD's status as 

the most improved urban school district in California over the past eight years. However, they 

are producing only a fraction of the new school leaders OUSD needs each year. As described 

below, we need to greatly expand and institutionalize our pipeline for new school leaders. 

OUSD and the Cal(fornia Office to Reform Education. The California Office to Refo1m 

Education is a non-profit organization that has brought together 10 school districts that 

collectively serve over 1 million students- including the LEAs in Los Angeles, San Francisco, 

Sacramento, Oakland, Fresno, and Long Beach - to collaborate on innovative school reform 

effotis. For instance, CORE and its member districts are collaboratively developing curriculum, 

assessments, and professional learning opportunities to support the transition to the CCSS. 

Another CORE focus area is on developing great school leaders and teachers through improved 

recruitment, preparation, and professional support systems, including effective teacher and 

principal evaluation systems. Most impo1iantly, CORE has submitted an ESEA Waiver 
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application which ED is currently considering on behalf of its member districts and any other 

California LEAs that wish to sign on to the provisions in the Waiver if and when it is approved. 

The CORE Waiver application identifies 11 "priority" schools and 7 "focus" schools in OUSD 

which will be among the schools served in the proposed Thriving Leadership Project. We are 

confident the CORE Waiver will be approved. The oppo1tunity to implement an SLP grant 

program will assist OUSD to implement and evaluate key reforms that will strengthen school 

leadership, classroom instruction, accountability, teacher and principal evaluation, and as a result 

advance student learning of the rigorous standards that prepare them for college and career. 

To maintain the momentum of OUSD's success and accelerate student achievement, OUSD 

must build on our existing interventions to develop and support new and experienced leaders by 

implementing a comprehensive, evidence-based model for leadership development that provides 

individualized, differentiated support to the most critical school practices a leader must address 

to improve teaching and learning. This model must target the continuum from promising teacher 

leaders and assistant principals aspiring to be principals, to newly assigned principals, to 

experienced principals needing to refine and strengthen their skills. The Thriving Leadership 

Project will address school leadership development along this continuum by: (1) Identifying and 

developing aspiring leaders, thereby creating a pipeline of effective leaders for OUSD schools; 

(2) Providing induction programs to help new principals be effective leaders; and (3) Engaging 

all principals in ongoing professional learning to continually improve their leadership skills. 

These strategies, together, will help improve teaching and learning in OUSD and enable the 

district to be more successful at retaining our school leaders and increasing their effectiveness. 

The model we implement and evaluate will guide OUSD to institutionalize leadership 

development strategies that sustain these outcomes over the long run. 

3. Thriving Leadership Project goals and outcomes. 

Goal 1- 0USD will create a pipeline of effective school leaders. 
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Objective 1 A: 80% of OUSD Principal Pathway Program pa1ticipants will complete the 

program each year. 

lB: The OUSD Principal Pathway Program will produce at least 1 S program graduates 

ce11ified to become principals each year. 

1 C: At least 80% of program graduates will be hired as a principal each year. 

ID: 90% of graduates hired as principals wi ll remain as OUSD principals for at least 3 years. 

Goal 2- 0USD 's school leaders will continually improve their leadership skills, leading to 

improved teaching and learning. 

2A: 80% of schools where principals participate in the Thriving Leadership's professional 

learning program will meet their growth targets under the CORE School Quality Improvement 

Index each year. 7 (See attached summary of the CORE School Quality Improvement System.) 

2B: 80% principals who complete the Principal Pathway Program and are hired as principals 

will achieve their schoo ls ' goa ls under the CORE School Quality Improvement Index by year 3 

of their assignment there, and each year thereafter. 

2C: 90% of those who complete the OUSD Principal Pathway Program and are hired as 

principals will be rated "effective" or "hi ghl y effective" on the OUSD principal evaluation 

system by their third year as principals. 

2D: 80% of principals will improve their performance level each time they are evaluated 

during the grant period. 

Goal 3- 0USD will institutionalize an effective model for school leadership development and 

retention. 

7 This innovative and rigorous accountability structure detail ed in the CORE ESEA Waiver application incorporates 

metrics in the academic, social-emotional, and school culture and c limate domai ns. The academic domain of the 

SQII will factor in student performance on state tests and performance growth fo r students overa ll and a ll signifi cant 

subgro ups, as well as persistence to 10111 grade (for middle schools) and graduat ion rates (for hi gh schools). The 

social-emotional domai n will factor in absenteeism, suspension/ex pul sion rates, and measures of non-cognitive 

skill s. The culture/c limate domain will include metrics fro m surveys of students, school staff, and parents, and data 

on Special Education identificati on and Engli sh Learner redesignatio n. 
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3A: OUSD's principal retention rate will improve by 5% each year. 

3B: OUSD will identify the most effective components of Thriving Leadership in order to 

refine our leadership development model and guide investment of resources to support it by year 

5 of the grant period. 

3C: By year 5, OUSD will gamer commitments from the Superintendent and interested 

funders to sustain an effective leadership development program beyond the grant period. 

4. Project design, effectiveness, and potential for replication. To achieve these goals and 

objectives for strengthening school leadership, Thriving Leadership will include: 1) a new leader 

development pathway; 2) an induction program for new leaders, and 3) an ongoing professional 

learning program for all OUSD principals. The figure below presents these programs and their 

target populations. Thriving Leadership is a 

district-wide initiative that will reach every 

principal in OUSD, thereby affect all teachers, 

staff, students, and school communities, while 

building an effective model for leadership 

development that will have a long-term district-

wide impact. The Logic Model (next page) 

conceptualizes the relationship between the 
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Developing new leaders: OUSD Principal Pathway Program. OUSD will collaborate with 

two highly experienced organizations with ongoing, successful school leadership development 

programs - Reach Institute for School Leadership and New Leaders - to create a local, 

sustainable talent pipeline of effective school leaders. Most of the new leaders developed through 

this OUSD Principal Pathway Program will be "homegrown" teacher leaders already working 

in OUSD. This program will consist of two strands, as follows: 
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Project Logic Model 

Interventions I Inputs 

-OUSD School Leadership Rubric: - 20 program graduates OUSD Principal framework for all interventions are qualified and Pathway Program and assessments certified to become - OUSD-Reach - Reach/New Leaders expertise in principals each year Instruct ional school leadership development and included in OUSD Leadership - Promising teacher leaders/ APs principal pool Academy Pathway Program - New Principals start - New Leaders - School Residency: job- work with knowledge Emerging Leaders embedded training, practice base of OUSD culture, and Asp iri ng - Individualized Learning Plans strategic priori ties, and Principals Programs - One-to-one coaching expected leadership 
Principal Induction - Mentoring from skilled principal dimensions 

Program - Seminar/ practicum seq uence - New principals 
- OUSD Induction - Critical friends group develop strong 

Leadership Institute Induction Program instructional 
- Principal Mentoring -week-long summer orientation leadership and other 

Program - 2 years of 1:1 differentiated, key skills to enhance 
- New Leaders customized mentoring from student learning 

Principals Institute effective principal (site visits, - Mentor principals 
debriefs, retreats, check-ins) enhance their own Professional Learning - Mentor training program skills and practice for All Principals - Stipends for mentors - Experienced principals - Critical Friends -coaching/PD for NL Principals continually improve Group {CFG) Ongoing Professional Learning their leadership - Instructional -CFG: inquiry on leadersh ip goals practice and Rounds - 3x yearly process to observe/ effectiveness 
improve problems of practice 

Outcomes 

- 80% of Principal Pathway 
grads hired as OUSD 
principals each year 

- 90% of grads hired stay as 
OUSD Principals 3 yea rs 

- 80% of schools meet their 
CORE School Qua lity 
Improvement Index (SQl l) 
ta rgets each year 

- 80% of principals t rained in 
Pathway Program meet 
their SQll goals by year 3 of 
assignment and each year 

- 90% are ra ted as effective 
or highly effective by their 
3rd year as principa l 

- 80% of principals improve 
their performance level in 
each evaluation 

- OUSD's principal retention 
rate improves by 5% yearly 

- Program evaluation 
identifies effective 
leadership development 
practices and programs 

- OUSD commits to 
sustaining these programs 

19 

OUSD has: 
• a sustainable 

pipeline of effective 
school leaders 

• a strong principal 
Induction program 

• effective professional 
learning programs 
for all principals 

OUSD principals 
practice the leadership 
dimensions vital to 
improving student 

learning. 

OUSD teaching and 
learning, and the 
percentage of students 
who graduate prepared 
for college and career, 
steadily improve. 

Thriving Leadership 
enhances OUSD's 
reputation, serves as a 
recruitment advantage 
to attract the best 
leaders. 
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The OUSD-Reach Instructional Leadership Academy will be a one-year, on-the-job training 

program to prepare promising Teachers on Special Assignment (TSAs) and assistant principals 

within OUSD to become school principals. It will produce 10 new school leaders per year. 

OUSD and Reach staff will collaborate to design this program. It will be based on Reach 's 

Instructional Leadership Academy program, with an emphasis on building competencies in the 

three highest priority dimensions in OUSD's Leadership Rubric: instructional leadership (a 

pa11icular area of expertise for Reach), equity, and relationships. These focus areas align with 

OUSD's strategic plan priorities - especially instructional leadership, which is crucial as we 

transition to the CCSS as part of our overall goal to prepare students for college and career, and 

our priority on equity, in order to narrow and ultimately eliminate student achievement gaps. 

Project staff will collaborate with OUSD RExOs, NExOs, and principals to identify and 

recruit promising teacher leaders and assistant principals to participate in the Academy. Those 

who apply successfully will be placed in a year-long, full-time, paid Residency at a school with 

an experienced principal who has been accepted in OUSD 's principal mentor program. They will 

be matched to the school and Principal to create an optimal fit between his/her strengths and the 

needs of the school selected. Mentors will be required to have been a principal for at least three 

years; be recommended by their supervisor based on being identified as a successful principal 

who would be a good mentor; and include in their application a narrative describing their 

strength areas with evidence that they are aligned with the dimensions in the OUSD Leadership 

Rubric and criteria for "highly effective" teachers in the OUSD evaluation system. The Principal 

at the Residency site will mentor the participants and provide oppoitunities to practice leadership 

skills. Participants will be active members of their schools ' instructional leadership teams. 

Participants will be supported through a set of integrated, overlapping strategies Reach uses 

in its current programs. These strategies are based on research from teacher training, professional 

development, and apprenticeship programs showing that leaders' skills and abilities to address 
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the essential components of how schools improve are more effectively developed when 

integrated with experience as opposed to the fragmentation that occurs when teachers and school 

leaders learn in a context removed from their day-to-day challenges. Program components of the 

OUSD-Reach Instructional Leadership Academy, detailed in an Attachment, will include: 

Personalized professional development: Each pai1icipant will develop and implement an 

Individualized Learning Plan, with the help of his/her principal and Reach Coach. The plan will 

outline a set of individualized goals, based on the OUSD Leadership Rubric and the California 

Professional Standards for Educational Leaders. A series of assessments and reflections will 

provide feedback to on participants ' progress and inform updates in their learning plans. 

Seminar and practicum sequence: Pai1icipants will attend 3-hour seminars (weekly for those 

earning their credential and biweekly for those who are already credentialed) facilitated by the 

Reach Coach, focusing on theory, practice, and critical reflection aligned with competencies 

linked to aforementioned leadership dimensions and standards. Seminars will include integrated 

homework assignments and practicums, allowing participants to develop and implement projects 

that apply knowledge and improve their leadership competencies and their school. 

Job-embedded coaching: One-on-one coaching from the Reach Coach and mentor principal 

will help integrate and personalize the application of theory into fieldwork, in a cyclical process 

of building awareness, taking action, analyzing results , and using extensive and clear feedback to 

refine practice and strengthen the participant's perfomrnnce relative to leadership expectations. 

Communities ofpractice: To build leaders who are committed to and suppo11 one another ' s 

growth, participants will work in small "critical friends" groups to engage in inquiry. Groups will 

meet in seminars and reflection meetings to develop projects, reflect on and discuss their 

practice, relevant theory, obstacles to great work, and problem solve. Participants will also share 

experiences and support each other' s emerging learning and practice via online collaboration. 

Non-credentialed participants will have more intensive prograinrning (seminars, practicums, 
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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 their 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-New Leaders Leadership Development Pathway will be 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 Aspi1ing 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 suppo1t 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. Candidates 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 candidate by the district. 
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This year-long program will focus on 4 key leadership areas: adult, instructional, culture, and 

personal leadership. NL and OUSD staff will cross map NL's curriculum to the OUSD leadership 

dimensions. Participants will have a combination of rich professional development, practical 

applied learning, and guided reflection. Each one will lead a team of teachers at their school 

through a data-driven instruction cycle. To support this work, they will engage in a learning cycle 

each month, which will include a 90-minute webinar, 2 hours of in-person practice with peers 

guided by a NL Leadership Coach, and a 2-hour in person reflection/ feedback session to help 

improve practice. We plan to serve a cohort of 20 emerging leaders each year. 

The highest-perfo1ming emerging leaders will be invited to participate in New Leaders ' 

Aspiring Principals preparation program the following year. In addition, some pmticipants may 

derive from New Leaders ' national pool. They will be selected based on evaluation of their skills 

in the following areas, aligned with OUSD 's Leadership Rubric: personal leadership; learning 

and teaching/data-driven instruction; vision, mi ssion, and values- strategy driven by data; 

systems and operations; school culture; and human capital management. They will also have 

demonstrated instructional expertise; a relentless drive to transfo1m an underperfonning school 

and make a real difference in the lives of students from low-income conununities; and a firm 

belief that effective leadership practices have a direct impact on student academic perfo1mance. 

This year-long program includes an induction component (May-June), a summer institute as pmt 

of an NL national cohort, a Residency with a mentor principal in OUSD, supported by twice-

monthly seminars and coaching. Participants will develop an Individual Leaming Plan to help 

them focus on specific leadership standards, competencies, content, and actions identified as 

areas of growth. They will be guided by the NL Coach to practice a set of 15 foundational skills 

employed by school leaders to increase student achievement, and use their leadership skills to 

improve the practice of select teachers at their site. They will earn administrator certification in 

the course of the year, through a pmtnership with Reach Institute. We plan to serve 10 aspiring 
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principals each year, at least 8 of whom will be admitted to OUSD's principal pool upon program 

completion. Once placed as principals, they will continue to receive support from NL through its 

Principal Institute (see below) and as part of a network of 900 New Leaders across the country. 

O U SD Princi a l P a tlnva Pro ram - Effective Leaders Produced for O U SD 
OUSD-Reach Principal Leadership Institute 
OUSD New Leaders Leadership D evelopment Pathway 

10 participants per year - 8 graduate to leadership pool 
20 emerging, 10 aspiring - 8 graduate to leadership pool 

New leader induction. Individuals hired as new p1incipals and assistant principals will 

participate in a week long OUSD Induction Leadership Institute (IL/) in the summer prior to 

the start of the school year. OUSD's Mentor Program Coordinator wil l work with the district's 

Executive Officer of Instructional and Operational Alignment to plan the ILi. Content will touch 

on all of the dimensions in the OUSD Leadership Rubric, differentiated for the p1incipals and 

assistant principals. We will also bring dist1ict services to the leaders gathered for the ILI, to 

prevent them from having to go to different offices and wasting time setting up positive 

relationships from day one. The new principals will develop a strong knowledge base of OUSD 

culture and strategic priorities and a clear sense of what will be required for a successful first 

year as a school leader, and establish a clear set of expectations for their central support 

partners. 8 The ILI will help new principals get off to a strong start as site leaders who partner 

with OUSD to actualize the vision of Full Service Community Schools. (Please see the day-by-

day schedule for the ILI in the Attachments.) 

The second induction component of Thriving Leadership will be a 2-year mentoring 

program. Its purpose is to draw upon the talent and expertise of OUSD 's experienced principals 

to provide a safe, ongoing, and job-embedded learning space for all new OUSD principals, to 

help them reflect on and grow in their practice. The criteria for serving as a mentor are detailed 

earlier. Principals who serve as mentors will receive stipends for this work. Mentoring will be 

one-to-one and provide suppo11 that is differentiated and customized to meet the needs of each 

8 RExOs, NExOs, and major OUSD offices they will interface with: Buildings and Grounds, Full Service 

Community Schools Office, School Quality Review, Operations, and Human Resources. 
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mentee. Areas of support will be based on each mentee 's self-assessment on the OUSD 

leadership dimensions, needs arising out of their school context, and goal area(s) recommended 

by their supervising RExO or NExO. Where feasible, mentees will continue with the same 

mentor they had during their Residency in our Principal Pathway Program. Program components 

will include a series of half-day retreats for the whole cohort of mentors and mentees (in 

September, January, and June); four 2-hour site visits, observations, and deb1iefs per year, 

alternating between the mentee and mentor site; at least 1 hour of monthly face-to-face meeting; 

and regular infonnal check-ins for support, in-person, by phone, or email, initiated by the mentee 

or mentor. In addition, those principals who are in their first year in this role will have focused 

support around developing their site budget from a Lead Mentors (a staff position as of 2013-14), 

using the budget development process in which OUSD gives sites substantial autonomy in 

allocating funding to address their needs and priorities. The Lead Mentor will convene groups of 

4 principals in 2-hour meetings - in October, November, January, and late March - to plan their 

budgets, taking into consideration emollment projections, general fund and categorical monies, 

teacher and staff salaries, contracts, resources they would like to have, etc. , and to debrief how 

the budgeting process went and to plan for the ensuing year. 

The mentoring program, while an integral strategy to help recruit and retain new high 

quality leaders, also focuses on the retention and development of our highly effective veteran 

principals, by providing them with a rich professional growth opportunity as they serve as 

mentors, take on new leadership responsibilities, and reflect on their own practice. 

Mentor training. Mentor principals will be required to attend the "Coaching Leaders to 

Attain Student Success" (CLASS) training program offered by the New Teacher Center and the 

Association of California School Administrators. This 3-day program is designed to prepare 

individuals to provide one-to-one coaching of beginning principals, assistant principals, and 

teacher leaders. Mentors will learn about the learning support needs of new school leaders. They 
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will learn and practice instructional and facilitative coaching strategies aimed to build the 

capacity of site administrators to improve student achievement, including trust building, 

listening, questioning, problem solving, distinguishing assessments and asse1tions, fo1mative 

assessment, and goal setting. They will also have access to a variety of tools to support coaching, 

including planning tools, self-assessment and 360° instruments aligned with leadership standards, 

forms, logs, and a1ticles. By participating in this program they will become part of a larger 

learning community of leadership coaches. As noted, the cadre of OUSD principal mentors will 

also participate in a monthly professional learning community. 

Those new principals who have completed the New Leaders Aspiring Principals Residency 

will be suppo1ted through New Leaders' Principals Institute for their first 2 years as principals. 

They will receive one-to-one coaching from the lnstitute 's Director to establish a strong entry 

plan for their position, along with ongoing individualized coaching and support focused on 

instructional leadership to increase student achievement. They will also participate in a monthly 

facilitated professional learning space with the other new principals in their cohort to strategize 

about implementing the research-based practices they have learned as Residents. 

Professional learning for all school leaders. All OUSD principals and assistant principals 

will participate in a professional learning critical friends group structure. This was piloted for 

the last two years with approximately 25 leaders and will grow to district-wide in 2013-14. Each 

participant will be part of a support group of pairs or trios of colleagues, to work on leadership 

goals aligned with dimensions in the OUSD Leadership Rubric. Principals, their supervisors, and 

OUSD Managers of Leadership Development will collaborate to establish matches based on 

factors such as similar leadership focus areas; affinity or experience level; and similar schools 

and challenges. At the outset of the school year, critical friends groups will be trained to use 

specific protocols and guidance OUSD has developed to engage in goal setting, action planning, 

collaborative and written reflection, and learning around their leadership goals (see 
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Attachments). Goals may focus on, for example, building coherence of instructional practices 

across the school to provide access to rigorous curriculum for all students, or effectively use 

resources to ensure the principal can consistently conduct daily observations and provide 

feedback to teachers on instruction; or develop systems and protocols so that staff and parents 

can autonomously drive work forward in accordance with the school vision. Critical friends 

groups will meet for at least 1 hour monthly to discuss and reflect on targeted areas of practice, 

guided by a closely structured "Living in Dialogue" protocol to guide debrief sessions from 

presentation of a problem of practice, to reflection, probing questions, feedback and discussion, 

and typical challenges to watch for and avoid. Participants will share videotapes of their own 

practice to elicit feedback from their critical fri ends, and engage the friends to identify action 

steps to help them achieve their goals. 

All principals will pa1ticipate in OUSD's instructional rounds . This professional learning 

process is based on Harvard professor Richard Elmore's work adapting ideas from the medical 

rounds used by doctors. It is designed to enable groups of educators to carefully examine what is 

happening with teaching/learning in classrooms, and provide each other job-embedded support in 

taking leadership actions to help improve instruction at their site. Every principal will participate 

in instructional rounds as pmt of a team at their own site and at the sites of two colleagues, each 

fall and spring. Visits will be organized around a problem of practice identified by the site 

principal and colleagues because of its importance in the school 's improvement efforts. Team 

subgroups will visit multiple classrooms, using structured observation techniques. They will later 

reconvene to debrief patterns they observed; discuss how they compare with what ideal practice 

(by teachers and students) would look; and brainstorm ideas of actions the principal, school, and 

learning group can take to address the problem of practice being studied- over the next week, 

month, and by the end of the year, for the desired teaching and learning to occur -taking into 

account schedules, resources, and needed suppo1t at the school, network, and/or district level. 
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Both of these interventions for all principals will be ongoing throughout the 5-year grant 

period, allowing them to conduct inquiry processes, learn from each other and from program 

staff who help facilitate group sessions and debriefings, and thereby hone their skills in multiple 

areas of leadership practice over time. 

Addressing invitational priorities. The Thriving Leadership Project will address both 

Invitational Priorities for the School Leadership Grant program, as follows: 

1. Building Leadership Capacity. As noted, the project design includes professional 

development for current principals to help them master leadership skills. This will include the 

principals at the four OUSD schools identified by the California Depaitment of Education as 

persistently lowest-achieving schools. Moreover, we anticipate that the U.S. Department of 

Education will approve the CORE ESEA Waiver application which OUSD is part of. That 

application identifies 11 "priority" schools and 7 "focus" schools. Their principals will participate 

in the Thriving Leadership Project's professional development activities for current principals. 

2. Supporting Practices and Strategies for Which There is Moderate Evidence of 

Effectiveness. Several interventions incorporated in the proposed Thriving Leadership Project are 

supported by at least moderate evidence of effectiveness. For instance, schools led by principals 

who have graduated from the New Leaders' leadership development program do better 

academically than their peers at schools led by non-New Leaders principals. An independent, 

quasi-experimental evaluation conducted by the RAND Corporation found that students in K-8 

schools led by New Leader Principals for 3 or more years outperfonned their peers in 

comparison schools by effect sizes ranging from approximately .04-.06 across math and reading. 

These effects are on par with or higher than effects measured with similar interventions. The 

study is characterized by both high internal validity and moderately high external 

generalizability. (Please see " Response to Evidence Standards" in Attachments.) Below we 

highlight outcomes achieved at OUSD schools led by New Leaders principals, as well as the 
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high retention rate among New Leaders principals in OUSD. In addition, we summarize the 

impressive results achieved in schools led by graduates of the Reach Institute's leadership 

development programs. We also present features of mentoring programs for new principals that 

have been found to be effective and which are incorporated in our program design, and we cite 

OUSD's high retention rates among both mentees and mentors in our Principal Mentor program. 

Evidence of effectiveness. The OUSD Thriving Leadership Project overall and each of its 

components are designed to produce school leaders who practice the eight dimensions of 

effective school leadership in OUSD 's Leadership Rubric. OUSD's Effective Leadership Task 

Force has developed this rnbric through a careful assessment of practices used by school leaders 

in our district whose schools have achieved the greatest gains in student achievement and by 

studying an extensive body of research on effective school leadership. 

In building this framework, the Task Force also consulted with experts in developing 

transformational school leaders, including Thiiving Leadership partner New Leaders. OUSD's 

leadership framework is informed by and incorporates New Leaders ' own Urban Excellence 

Framework (UEF) (see Attachment). The UEF was developed based on more than 100 visits and 

case studies of schools that achieved dramatic gains (including 7 schools in OUSD); an extensive 

review of research on the practices of effective schools and leadership; the resources available 

through New Leaders ' EPIC Program; and the collective knowledge of the New Leaders staff 

and participants. The UEF - and the New Leaders ' programs incorporated in Thriving 

Leadership - focus on five categories of a principal 's work that are key d1ivers of change: 

ensuring Iigorous, goal- and data-driven learning and teaching; building and managing a high-

quality staff aligned to the school 's vision of success for every student; developing an 

achievement- and belief-based school-wide culture; instituting operations and systems to 

support learning; and modeling the personal leadership that sets the tone for all student and 

adult relationships in the school. New Leaders tests and refines this framework every year, based 
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on a variety of quantitative and qualitative data sources. Competencies in all of these areas are 

encompassed within various dimensions of OUSD 's Leadership Rubric and are targets of all of 

the Thriving Leadership Project interventions. We will cross-map these drivers of change to the 

Leadership Rubric in collaboration with New Leaders so that that both strands of the Principal 

Pathway Program and New Leaders ' Principal Institute intentionally and comprehensively 

address the leadership dimensions of our Leadership Rubric. 

Further evidence to support our program's effectiveness derives from results achieved by 

New Leaders and the Reach Institute, literature on crucial components of programs to develop 

and improve school leadership, and early outcomes of OUSD 's principal mentor program. 

New Leaders has been a critical partner of OUSD since 2003, constantly supplying the 

district with high-quality leaders recrnited, selected, trained, and supported through its programs. 

Of more than 80 educators New Leaders has prepared to become transformational principals of 

high-need schools in the Bay Area, 25 are school or district leaders in OUSD, including 19 

principals, 2 assistant principals, and 2 of OUSD's 4 RExOs who supervise principals from a 

network of schools. New Leaders principals have played a critical role in the district' s status as 

the most improved urban school district in California over the past 8 years, leading many of the 

highest-gaining schools in OUSD. In 2012, 2 of the 3 most improved elementary schools in 

OUSD and the top 2 most improved high schools in the district were led by New Leaders. More 

broadly, the aforementioned evaluation by RAND Corporation found that students in schools led 

by New Leaders achieve at significantly higher levels than their peers and are decreasing dropout 

rates, specifically because they have a New Leader Principal-which RAND calls the "New 

Leader effect." New Leaders-trained principals also demonstrate continued commitment to their 

schools and districts . As an example, 97% of OUSD principals trained by New Leaders in 2010-

11 remained in principal positions in Oakland in 2011-2012. 

OUSD's other partner in Thriving Leadership, the Reach Institute, has been working with 
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Bay Area districts and schools serving underserved communities since 2004, helping school 

leaders to improve student achievement. Over that time, through its Instructional Leadership 

Academy, Residencies, and other programs, it has helped schools achieve average gains on the 

California Academic Performance Index of 30 points (more than double the state average gain of 

12 points) and average annual growth of 33%, far above the state mandated growth targeted of 

5%. Defying the "predictive power of demographics, 16 Reach partner schools have scored over 

800 on the API, the measure for a "school of excellence." In OUSD, all six employees who have 

completed Reach ' s Instructional Leadership Academy program since 2011 have advanced in 

their leadership assignments in the district. 9 Reach ' s Instructional Leadership and credentialing 

program is guided by a research-based framework for how schools improve. Key levers of 

school improvement addressed in Reach 's seminars and coaching include: leadership as a change 

driver, relationship trust, instructional guidance, professional capacity building, school climate, 

parent and conununity. Its practicums and seminars are sequenced and developed with a logical 

progression to enable participants to develop leaders ' abilities to address essential components of 

how schools improve, with a focus on knowledge and skills with which school leaders can 

positively influence instruction. ' 0 This framework and Reach 's effective program model will be 

the foundation for the OUSD-Reach Instructional Leadership Academy. 

The proposed project incorporates lessons from extensive research on effective leadership 

development programs. A recent repo11 by the Wallace Foundation, which has been working 

with states and school districts for the past decade to develop and test ways to improve school 

leadership in order to better promote teaching and learning, identified lessons which we have 

incorporated in our program design: (1) the importance of conducting a selective process for 

choosing candidates for training as future principals; (2) pre-service training that prepares 

9 3 have been selected to serve as assistant principals, I advanced to a program coordinator position, I advanced to a 

department manager position, and I was recentl y promoted to an Executive Directorship within the di strict. 
10 Bryk AS, et al. (2010). Organizing Schools for Improvement: Lessons from Chicago. University of Chicago Press . 
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aspiring principals to lead improved instruction and school change, not just manage buildings; 

(3) especially in their first years on the job, principals need high-quality mentoring and 

professional development tailored to individual and district needs. 11 Other proven features of 

effective school leadership training programs our initiative incorporates are field-based 

internships to provide experience in authentic contexts at schools, cohort groups, problem-based 

learning, "curricular coherence" (the program is structured to link goals, learning activities, and 

assessments around a set of standards for effective leadership practice), and "ongoing, career-

staged, and seamless" professional development activities for school leaders. 12 

Our incorporation of induction programs for new leaders as well as ongoing professional 

learning for experienced principals is aligned with the research-based recommendation that 

" leadership training should not end when principals are hired. It should continue with high-

quality mentoring for new principals and with professional development for all principals to 

promote career-long growth in line with the evolving needs of schools and districts." 13 

There is a growing body of research on the need for and effectiveness of mentor programs 

for new school leaders, as well as on key aspects of successful principal mentoring programs. 

Thriving Leadership incorporates many of these features, including: formal training for mentors 

that emphasizes relationship building and professional collaborative behaviors, as well as 

guidelines for mentors outlining meaningful activities and ways to involve mentees in them, and 

should provide mentors with extra time to spend with their mentee 14 to answer questions, 

provide help with operational responsibilities, and emotional support; 15 building an "analysis and 

11 Mitgang L. (2012). The Making of the Principal. Five Lessons in Leadership Training. The Wallace Foundation. 
12 Davis D, Darling-Hammond L, et al. (2005). School Leadership Study: Developing Successful Principals. 

Stanford Educational Leadership Institute. 
13 Becoming a Leader: Preparing School Principals for Today's Schools. (2008). The Wallace Foundation. 
14 Crocker C, Harris S. (2002). Facilitating growth of administrative practitioners as mentors. Journal of Research 

for Educational Leaders, I (2), 5-20. 
15 Dukess LF. Designing Effective Principal Mentor Programs. New Visions for Public Schools. 
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reflection cycle" on instructional leadership into mentoring" 16; and mentoring lasting at least one 

year, and ideal ly two or more years, to provide "the necessary support as they develop from 

novices to self-assured leaders of change." 17 

Mentoring can promote effective leadership skills for the mentors themselves 18 and serve as 

an effective retention strategy. These findings have been borne out in OUSD's principal mentor 

program. Many of our mentor principals have indicated that the program, by encouraging them 

to reflect on their own practice, is one of the best professional learning growth opportunities they 

have had in OUSD, and that it has made them invested in staying in OUSD, making the district 

better, and giving back to OUSD. The program appears to have helped improve retention of both 

new and more veteran principals. All 21 principals who served as mentors in 2011-12 continued 

as OUSD principals in 2012-13 , and 18 of 19 mentors in 2012-13 will continue in OUSD in 

2013-14. Of the 2011-12 mentee coh011, only one of21 left OUSD in 2012-1 3. As we implement 

Thriving Leadership, we will collect retention data to facilitate analysis of year-by-year patterns. 

Potential for replication. Thriving Leadership will yield extensive information to help 

identify effective program components and guide their replication. The OUSD, NL, and Reach 

effective leadership frameworks that guide that project are detailed written documents that can be 

disseminated. Each intervention - e.g., seminars/practicums and Residencies incorporated in the 

Principal Pathway Program, induction interventions, training for mentors, critical friends group, 

instructional rounds - will follow well-structured, detailed, and written cun-icula and protocols 

we will make available to the field. As described in the next section, the project evaluation will 

draw on a wealth of quantitative and qualitative data to gauge the effectiveness of the project 

overall and particular components vis-a-vis our project goals and objectives. Evaluation reports, 

which we will disseminate, will contain detailed descriptions of the project 's implementation and 

16 Yendol-Hoppey D, et al (2009). Critical Concepts of Mento ring in an Urban Context. New Education, 5:25-44. 
17 Getting Principal Mentoring Ri ght: Lessons from the Field . (2007) . The Wall ace Foundation . 
18 Dukess LF. Designing Effecti ve Principal Mentor P rograms. New Visions for Public School s. 
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outcomes, case studies of principals and schools, and recommendations for program 

improvement - to help guide replication of effective components and help practitioners utilize 

what we have learned. In addition the data collection tools (survey instruments, focus group an 

key informant interview protoco ls) we develop to support the project 's evaluation and 

improvement will also be disseminated and replicable to assist other practitioners. 

B. Project E valuation 

The Thriving Leadership Project will employ a robust evaluation strategy that includes the use of 

quantitative and qualitative data to provide (a) ongoing formative evaluations to info1m 

refinements in the project design; (b) a summative evaluation of progress made on the project's 

targeted outcomes each year; and (c) research-based knowledge for OUSD and the broader field 

of urban school leadership on the characteristics of effective school leadership development and 

the link between school leadership, school quality, and student outcomes. 

While documenting the project's implementation and performance vis-a-vis the federal 

GPRA measures and our local goals and outcomes, the evaluation will also seek to answer these 

research questions: (1) What is the relationship between a principal 's rating on the "instruction " 

leadership dimension and their school 's academic performance? (2) Are particular leadership 

dimensions more important depending on the particular status and needs of school sites - e.g., at 

priority or focus schools vs. reward schools? (3) Which p rogram components and strategies are 

the most important in promoting effective school leadership and principal retention? 

OUSD will contract with an independent professional evaluator, Hatchuel Tabemik & 

Associates (HTA), to evaluate the Thriving Leadership Project, share interim data, make data-

based recommendations for program improvement, prepare annual reports, and assist with 

compliance repo11ing to the grantor. HTA has extensive experience evaluating federally funded 

school improvement efforts in high-poverty urban school districts, including OUSD's current 

Investing in Innovations-funded program, the Hayward Promise Neighborhoods initiative, 
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several Smaller Leaming Community programs, and many others. 

1. Performance measures and data to be produced by project. The Thriving Leadership 

Project goals and outcomes, detailed earlier, incorporate all of the performance measures 

established for the School Leadership Program, as well as several additional performance targets 

for the project. Data produced by the project will encompass both quantitative data with which to 

measure perfmmance on our objectives as well as qualitative data to deepen our knowledge of 

the project 's impact on participants, school leadership, and student outcomes, and inform 

ongoing program improvements and long-te1m leadership development efforts in OUSD. 

Quantitative data produced by the project will be as follows. For Goal 1- 0USD will create 

a pipeline of effective school leaders , we will gather data on numbers of participants and 

completers of the Principal Pathway Program; number who pass end-of-program assessments 

and earn preliminary administrative credentials; number and % of program graduates hired as a 

principal in OUSD (or other districts) each year; length of time new principals remain in their 

position (repo11ed each year for all participants hired as principals during the project), along with 

year-by-year data on retention of OUSD principals overall for comparison purposes. For Goal 2-

-OUSD s school leaders will continually improve their leadership skills, leading to improved 

teaching and learning, we will gather data on each principals ' degree of participation in 

mentoring (and its specific activities) and other professional learning activities ; on the schools ' 

category under the ESEA Waiver (priority, focus, reward, or no category); on all data (academic, 

social-emotional , and school culture/climate domains) factored into the CORE School Quality 

Improvement Index for all schools with pa11icipating principals; teachers ' performance vis-a-vis 

the leadership dimensions they are evaluated on each year, and the effectiveness ratings of both 

new principals hired after completing the OUSD Principal Pathway Program and experienced 

principals on their overall evaluation every time it is conducted during the grant period; and the 
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results of the School Quality Review process conducted on all schools every three years. 19 For 

Goal 3- 0 USD will institutionalize an effective model for school leadership development and 

retention, we will gather data on principal retention across OUSD from year to year, and on 

evidence of OUSD 's plans at the end of the grant period to sustain the Principal Pathway 

Program and professional learning structures for new and experienced principals. 

Qualitative data produced by the project will derive from participant surveys, focus groups, 

and key informant interviews. In designing protocols for gathering these related to the OUSD 

Principal Pathway Program, we will work with New Leaders and Reach Institute to incorporate 

and build on their existing procedures and tools for gathering qualitative data on participants' 

perceptions of the quality and impact of programming. Data gathered will include participant 

ratings and anecdotal input on issues such as whether the program's content helps build their 

leadership skills; the role and relative importance of particular program activities on their 

leadership development; whether they are able to apply strategies they learned in their program 

at their schools; the program 's impact on their knowledge, skills, and actions in leading teachers 

to drive student achievement gains, on enabling them to have difficult conversations about 

student efficacy with teachers, and on improving student achievement at their school. 

We will refine the OUSD principal mentor program 's existing survey and focus group 

protocols and use them to gather data on issues such as participants ' (both mentees and mentors) 

perceptions of their match and the criteria used for it; benefits derived from the program and of 

particular program components; the program's role in helping them influence teachers ' 

instructional practices, positively influence student learning, manage their school effectively, and 

19 Conducted by a team composed of central office staff and trained stakeholders (teachers, principals, parents) 

which visits the school for several days to observe classes, conduct interviews and focus groups with an array of 

school stakeholders, review the school's self-assessment, and analyze school and student outcomes, and map 

findings to rubrics which describe OUSD's Standards of a Quality School. This process is designed will produce 

actionable knowledge about the schools' strengths and weaknesses that will help stakeholders refine and focus 

ongoing school improvement work to promote better outcomes for students. 
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exert other types of leadership; areas of degree of satisfaction with the program, corresponding 

reasons, barriers to effective mentoring encountered, suggestions for program improvement, and 

areas where mentees need more professional development as new principals; the impact of the 

mentoring program on mentees' and mentors ' intention to remain or not remain as a principal at 

their cmTent site or another OUSD school, and perceptions of factors in general that influence 

(positively or negatively) principal retention in OUSD. We will design and utilize similar surveys 

and focus group protocols to elicit principals ' perceptions about and recommendations for the 

Induction Leadership Institute, critical friends group, and instructional rounds program 

components. We will build into these data-gathering measures the ability to track participants' 

perceptions over time - such as by asking them to retrospectively provide their perceptions on 

the value of components such as the Principal Pathway Program, Induction Leadership Institute, 

and mentoring has helped them as school leaders over the years, as well as gaps in these 

programs which, if addressed, would make them more effective in strengthening school 

leadership skills. In addition, the project will draw on data from instructional leadership surveys 

of teachers on their principal 's competencies (a measure OUSD is building into its principal 

evaluation system) as well as parent surveys on their perceptions of principal 's effectiveness. 

Key informant interviews will be conducted with OUSD's principal supervisors (RExOs and 

NExOs), key project staff from OUSD and our partners, and selected program participants in 

order to elicit contextual information about the program 's implementation and impact and to 

yield case studies that reflect the program 's value for participants, schools, and students. 

Finally, summative performance assessments conducted in the two strands of the OUSD 

Principal Pathway Program (adapted from tools currently used by Reach and New Leaders) will 

generate data on participants ' learning and learning gaps in relation to the leadership dimensions 

which will be used to inform the program evaluation and continuous program improvements. 

2. Project evaluation methods. HTA evaluators will conduct a mixed-methods evaluation 
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that draws on the many sources of quantitative and qualitative data just detailed. Data gathered 

related to goals 1-3 will enable the evaluator to directly determine perf01mance on the targeted 

quantitative outcomes under these goals, which focus on numbers of participants who complete 

the Principal Pathway Program, receive certification, are hired as principals, remain in these 

positions; on indicators of student achievement, social-emotional learning, and school climate 

and culture at OUSD schools where the participating principals serve; participants' rating of 

effectiveness on their performance evaluations; and principal retention. 

We will utilize data from participants ' evaluations vis-a-vis paiticular leadership 

dimensions, in combination with instructional leadership surveys of teachers and data on the 

category of school and school academic performance, to help address the research question on 

the relationship between teachers ' ratings on the " instruction" dimension is correlated and their 

school's performance. These same data, along with information from School Quality Reviews, 

focus groups, and key informant interviews, will help us address the question of whether strength 

in particular dimensions is more imp011ant depending on the status and needs of school sites. 

Data from close-ended questions from surveys will be impo11ed into SPSS and analyzed 

descriptively. Qualitative data collected from open-ended questions and focus groups will be 

transcribed and imported into a qualitative data management and analysis software. Grounded 

theory, or constant comparative analysis, as described by Strauss and Corbin20 will be utilized. In 

an initial data reduction approach, participants' comments will be reviewed and assigned 

categories of meaning (open coding). Then, these categories along with quantitative data results 

will be reviewed for causal linkages and non-causal relationships related to the central 

phenomenon (axial coding), which will allow the evaluator to develop a "story" that connects the 

categories (selective coding) and finally posit hypotheses or theoretical propositions. These 

20 Strauss A, Corbin J. (1998). Basics of qualitative research: Techniques and procedures for developing grounded 

theory. Thousand Oaks: Sage Publications. 
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analyses will help the evaluator establish findings on the effectiveness of particular program 

components in promoting effective school leadership and principal retention. 

The evaluator will use info1mation from summative assessments conducted in the Principal 

Pathway Program as well as key infom1ant interviews to enrich the evaluation by situating the 

program within the context of school-leadership related issues and challenges in OUSD and 

other districts, other ongoing initiatives in OUSD, OUSD 's overall strategic priorities, and plans 

for sustaining Thriving Leadership (or paiticular components of it) beyond the grant period 

(objectives 3B and 3C). Interviews will also enable the evaluator to compile case studies of 

particular program paiticipants and schools in order to illustrate progratn experiences, 

challenges, and successes for new and experienced OUSD principals. 

3. Performance feedback and periodic assessment of progress. The project evaluation 

will employ a continuous improvement-based approach whereby the evaluator provides regular 

feedback and analysis of progress toward intended outcomes, allowing for refinements as 

appropriate. The evaluator will conduct both qualitative and quantitative analyses twice yearly 

and present them to project oversight staff, who in tum present to the Steering Committee (see 

Management Plan) and OUSD leadership, to inform and guide continual program improvement. 

The evaluator will write mid-year and annual performance reports with multiple quantitative and 

qualitative indicators that capture progress toward project goals and objectives, detail 

preliminary outcomes, and present recommendations for program improvement. We will 

distribute these reports to project staff and Steering Committee members, and solicit input from 

all stakeholders to inform program operations and refinements. At the close of year 5, the 

evaluator will prepare a final smmnative repo1t summarizing implementation, overall findings 

(including case studies) for the SLP grant period. The report will include recommendations for 

program improvements. We anticipate that the final report will serve as both a potent argument 

for sustaining the leadership development efforts we have implemented and found to be effective 
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through Thriving Leadership, and a resource to help guide the replication of particular program 

components or the Thriving Leadership program design in its entirety. 

C. Significance 

Research has shown that approximately 25% of a school's total impact on student achievement is 

attributable to principal effectiveness and 33% to teacher effectiveness, and that teacher 

effectiveness is highly dependent on principal quality. 21 Furthermore, even though a single high-

quality teacher can have a profound impact on student learning over the course of a year, that 

effect often diminishes unless a student 's subsequent teachers are equally effective. 22 For 

students to have sustained learning gains year after year, whole schools must be high 

functioning, led by effective principals with effective teachers across the school. 

OUSD teachers consistently report that the quality of the principal is one of the two top 

reasons they choose to work in a school and later choose to remain at the school. Conversely, 

principal quality is a primary reason teachers cite for leaving a school. Also, teachers who 

change schools within OUSD or leave the district are dispropo1tionately those in the upper 

quartile on measures of teacher quality. In a recent survey of 40,000 teachers by Scholastic, Inc. 

and the Gates Foundation, 96% of teachers rated supportive leadership as absolutely essential or 

very important to retaining good teachers, more than any other factor; 91 % rated effective and 

engaged principals as absolutely essential or very important in impacting student achievement. 23 

Thriving Leadership 's focus on developing and supporting high-quality leaders will therefore 

have the added benefit of helping OUSD attract and retain high-quality teachers. Moreover, 

OUSD and our partners recognize that schools are complex entities with many moving parts. Our 

2 1 Marzano RJ, et al. (2005). School leadership that works: From research to results. Alexandria, VA: Association 

for Supervision and Curriculum Development. 
22 Kane TJ, Staiger DO. (2008). Estimating teacher impacts on student achievement: An experimental evaluation. 

Cambridge, MA: National Bureau of Economic Research. 
23 Further research shows that teachers say thei r principal is the number one reason they stay at or leave their school. 

The School Principal as Leader: Guiding Schools to Better Teaching and Learning. 2013 . Wallace Foundation. 
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Leadership Rubric and project design identify the mission-critical elements that need to be 

addressed to ensure achievement gains, and the project will provide suppo11 differentiated to 

those needs. Tluiving Leadership interventions are designed not only to develop the principal, 

but to also build the capacity of the entire school to drive high levels of student achievement. As 

such, the project will ensure strong leadership is in place while also supporting each leader's 

ability to develop and manage the talent of each individual in the school. 

1. Project's contribution to knowledge on the urban principalship. Thriving Leadership 

builds on and leverages extensive research on aspects of principal leadership that are crucial for 

improving schools and driving student achievement. This knowledge underlies OUSD's 

Leadership Rubric and the frameworks that guide interventions developed by our partners New 

Leaders and Reach. The project partners and evaluator will work together to gather and share 

information about the project's impact on OUSD leaders, schools, and student and achievement. 

The project 's implementation and evaluation will help us determine the effectiveness of 

particular interventions in yielding the key project goals and objectives: building a robust 

pipeline of effective school principals for OUSD; increasing principals ' effectiveness, and 

thereby enabling our schools to meet their goals for student achievement gains; improving 

principal retention; and informing a sustainable model for leadership development. Moreover, as 

noted, several high-level questions relevant to both this project and the larger education refotm 

community will help guide these discussions and provide insights into which leadership 

dimensions and practices, and which project components, have the greatest impact on teaching 

and learning. These questions focus on: (1) the relationship between a principals rating on the 

"instruction " leadership dimension and their school s academic p erformance; (2) whether 

particular leadership dimensions are more important depending on the particular status and 

needs of school sites, and (3) whether particular program components and strategies are the 

most important in promoting effective school leadership and principal retention? 
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The project evaluation will draw on a wealth of quantitative and qualitative data to produce 

knowledge on an ongoing basis to guide us in refining our Residencies and other programming 

to develop aspiring school leaders, induction programs for new leaders, and ongoing professional 

learning activities for incumbent principals. Other knowledge on effective leadership 

development and practice will de1ive from ongoing studies of their programs commissioned by 

New Leaders and Reach. For instance, in its collaboration with RAND, New Leaders is 

exploring which coaching practices have the greatest impact on a principal 's personal 

development, principal actions, and student achievement patterns. Program staff from OUSD, 

New Leaders, and Reach, will discuss findings from these sources in regular interactions as well 

as in Steering Committee meetings convened to monitor the project 's impact and inform district-

wide thinking about effective leadership development. Yearly evaluation reports will include 

data-informed recommendations for program improvement, and the final evaluation report will 

both inform future leadership development efforts locally and be used to disseminate knowledge 

on effective leadership development interventions and leadership practices to the field. 

2. Project impact: system change and improvement. Thriving Leadership is a district-

wide project that will impact every principal and school in OUSD. It will build on and extend the 

ongoing work of OUSD's Effective Leadership Task Force in identifying and promoting the key 

components of effective school leadership, and in developing aligned systems for identifying and 

readying promising aspiring leaders to assume leadership roles, and for principal professional 

development and evaluation. The partnership between our Human Resources and Leadership 

Curriculum & Instruction Departments to oversee the project (see "Management Plan") will 

facilitate integration of this initiative into dist1ict-wide efforts around leadership development to 

promote improvements in teaching and learning in support of the district 's overall priority of 

ensuring that all students graduate prepared for college and career. 

Over the 5-year project period, Thriving Leadership will produce approximately 75 well-
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qualified new leaders for OUSD's principal pool. We anticipate at least 80% of them will be 

placed as principals in the district. Once in these positions, they will have intensive, structured, 

individualized support for 2 years. They will also join all OUSD principals in further 

professional learning to continually hone leadership skills. Many principals will have 

oppo1tunities to serve as mentors. They will have training and ongoing professional learning to 

build their skills as mentors. And the mentoring process will engage them in reflection that helps 

improve their own practice as school leaders. All of the differentiated opportunities to support 

leaders at every stage of their development, as part of cohorts and professional learning groups, 

aligned with leadership skills needed to be successful as principals in OUSD, will lead to system-

wide improvements in school leadership and thereby in student achievement. 

Once established, Thriving Leadership will help improve OUSD's success at recruiting 

effective principals as well as teachers who see themselves as on the pathway to the 

principalship. Our Project Coordinator and partners will conduct public relations outreach with 

Bay Area institutions that feed into our teacher and principal pools. Principals will be more likely 

to choose OUSD because of the mentor program and other supports. Some teachers will choose 

OUSD because of the pathway to the principalship they can take advantage of. The project's 

many suppo1ts, oppo1tunities for collegiality and learning, and satisfaction de1ived from working 

effectively and seeing student outcomes improve, will also encourage effective principals to 

remain in OUSD. And because teachers working under effective principals are more likely to 

stay at their school , Thriving Leadership will also improve OUSD 's retention of teachers. 

Thriving Leadership will serve as a dynamic laboratory for district reforms addressing 

leadership development and will drive the institutionalization of leadership development across 

OUSD. We will develop, evaluate, and refine interventions comprising effective pathways to the 

principalship, induction supports, and for ongoing professional learning, leading to a model of 

sustainable leadership development in OUSD. By the end of the grant period, we will have built 
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capacity to support school leaders: including systems for identifying promising leaders within the 

district, Individualized Leaming Plans to guide their leadership development, dynamic coaching, 

seminars/practicums, residencies, mentoring, and professional learning communities at every 

stage of leadership development and ongoing learning. At the same time, we will have 

implemented the new principal evaluation system we have developed, which is closely aligned 

with our Leadership Rubric. OUSDs ' administrators ' union has already signed off on the 

Leadership Rubric and its use as we pilot our new evaluation system for principals. 

This project occurs at a time when the state of California's fiscal health is improving and the 

state is implementing a new system for funding school districts, in which high-need LEAs will 

receive increased per pupil funding and considerable latitude on how to allocate their funding 

streams. We will therefore be in a strong position to allocate resources to sustain the effective 

model for leadership development we establish through the Thriving Leadership project. 

3. Project impact: improvements in teaching and learning. Research suggests that high 

levels of student achievement are possible when schools and the district coordinate their change 

effo11s around a shared set of goals for student achievement. School leaders and leadership teams 

can serve as an important bridge between the central office and schools to enhance coordination, 

depth, spread, and commitment to district reforms aimed at improving teaching and learning. 24 

Earlier we cited findings on the principal 's critical impact on student achievement and on 

retaining good teachers, as well as the success of New Leaders- and Reach-trained principals in 

improving student achievement. The project will affect and support every principal in OUSD -

many of whom will continue as principals for years to come. The primary focus will be to equip 

principals to be effective instructional leaders - while building their competencies in other 

leadership dimensions that are the foundation of strong instructional leadership. At the same 

24 Chrispeels JH, et al. (2008). Aligning mental models of district and school leadership teams for reform coherence. 

Education and Urban Society 40(6):730. 
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time, Tluiving Leadership will support and leverage other initiatives designed to improve 

teaching and learning - from our transition to the Common Core State Standards, to our Inquiry 

Learning Cohorts, to our adoption of the provisions of the CORE ESEA Waiver, including its 

accountability model and new systems for teacher and principal evaluations. Overall, we are 

confident the leadership development and suppo11 model we are proposing will help accelerate 

the substantial improvements in teaching and learning OUSD has been making year after year. 

D. Management Plan 

Project management and staffing plan. The Tluiving Leadership for Full Se1vice 

Community Schools Project will be co-housed in OUSD's Human Resources Services & Support 

(HRSS) and Leadership, CmTiculum & Instruction (LCI) Depaitments. From HRSS, Aaron 

Townsend, OUSD Director, Strategic School Support, and from LCI, Davina Goldwasser, 

OUSD Manager of Leadership Development will share responsibility for project oversight. 

They will collaborate to coordinate the work of pai1ners Reach and New Leaders in this project, 

and co-convene the Thriving Leadership Steering Committee, which will guide, monitor, and 

refine programming. (Its composition and role are detailed under "Procedures for feedback and 

continuous improvement" below.) Mr. Townsend will hire and supervise the Project Coordinator. 

Since 2012, Mr. Townsend has been responsible for OUSD talent management initiatives 

related to staffing and employee retention, recognition, evaluation, and discipline. He was 

previously Coordinator of OUSD 's Transfonnation Network Office, and before that, as principal 

of Coliseum College Prep Academy from 2006 to 2011, transformed the grades 6-12 school to 

the second highest rated "quality" school in OUSD, with dramatic improvements in attendance, 

engagement, achievement, and parent satisfaction. Mr. Townsend, a fonner teacher, has a Tier 2 

administrative credential and a Master of Education in School Leadership from Harvard. 

The Thriving Leadership Project Coordinator (PC) will be a new position, classified as a 

Specialist in Employee Retention & Development. The PC will be responsible for day-to-day 
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project coordination and problem-solving to ensure the project is implemented with fidelity to 

the design and timeline detailed in this application; coordinating recrnitment of participants 

within OUSD for the Principal Pathway Program; coordinating the OUSD Induction Leadership 

Institute; liaising with partners Reach Institute and New Leaders and with the evaluator; 

convening the Steering Committee; overseeing data collection; and liaising with and required 

reporting to the granter. Required qualifications for this position will include prior experience as 

a school leader in an inner-city setting; familiarity with the field of leadership development and 

retention strategies; experience with coordinating programs, professional development activities, 

and managing partnerships; and experience managing and reporting on federal grants. 

Ms. Goldwasser, in addition to sharing project oversight with Mr. Townsend, will be 

responsible for OUSD's Principal Mentor Program. She will recrnit mentor principals, 

coordinate their training, and match them to mentees; supervise the Lead Mentor; plan and lead 

mentor professional learning communities and mentor-mentee retreats; and gather data on the 

mentoring program. Ms. Goldwasser will also plan the OUSD Induction Leadership Institute in 

collaboration with the district 's Executive Officer of Instructional and Operational Alignment, 

and will coordinate the Instrnctional Rounds professional learning for all principals. This will 

entail training principals in the structured observation techniques for site visits; scheduling site 

visits; and participating in some visits and debriefing/ brainstorming sessions on the targeted 

problems of practice. Ms. Goldwasser currently leads OUSD's Principal Mentor Program and 

Instructional Rounds and facilitates regular professional learning for cuniculum coordinators and 

coaches to equip them to lead principals and teachers in Common Core State Standards readiness 

professional development. Her experience includes 4 years as a Transformational Leadership 

Coach for OUSD principals and teacher leaders; 9 years as a classroom teacher in inner-city 

schools; serving as a Teacher Inquiry Consultant for the National Equity Project since 2004; and 

a state as a charter high school administrator. She has a Tier II Administrative Credential. 
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Program staff will include a Lead Mentor from OUSD. The Lead Mentor will provide 

intensive support to newly-hired principals focused on developing budgets for their sites, as part 

of the Mentor Program, and will assist Ms. Goldwasser with planning the Induction Leadership 

Institute and the mentor professional learning communities. Those chosen for this role will be 

veteran, skilled principals with patiicular competency in developing site budgets. 

Anne Prozan, also OUSD Manager of Leadership Development, will coordinate the Critical 

Friends Group component of our ongoing professional learning for school principals. This will 

entail matching critical friends in pairs or trios; training principals in a protocol for goal setting, 

reflection, and learning around their leadership goals; coordinating group meetings; and 

participating in some of them to assist groups to discuss, reflect on, and improve targeted areas 

of practice. Ms. Prozan has served as a Transformational Leadership Coach in OUSD since 2006. 

She co-facilitated the Leadership Task Force that developed our Leadership Rubric and principal 

evaluation tools; coordinates principal professional learning and suppoti in alignment with the 

leadership framework and to support the transition to the Common Core standards; assists 

schools to develop effective Instructional Leadership Teams; and provides coaching to site 

leaders and Leadership teams. She has a Tier 1 Administrative Credential, previously worked as 

an Instructional Reform Facilitator in the San Francisco schools, and is a former teacher. 

Reach Institute Executive Director, Hope Tollefsrud will coordinate its role in the project. 

She will collaborate with OUSD staff to plan the OUSD-Reach Instructional Leadership 

Academy and co-lead programming with Jessica Evans, developing Individual Learning Plans, 

providing one-to-one coaching, leading seminars/practicums, and facilitating professional 

learning groups. Ms. Tollefsrud was Program Coordinator for Reach 's Instructional Leadership 

Academy for 2Y2 years prior to becoming the agency's director in July 2013. She has an M.Ed in 

Instructional Leadership and an Administrative Services Credential. She was OUSD's BTSA 

Induction Coordinator for New Teacher Suppoti and Development from 2003 to 2011, leading a 
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team to create and build a district-wide infrastructure to develop highly effective teachers. She 

also served as a site administrator in OUSD for 3 years and a classroom teacher for 10 years. 

Jessica Evans, Reach 's incoming Instructional Leadership Academy Coordinator, will co-lead 

programming with Ms. Tollefsrud. Ms. Evans was Chief Academic Officer for Education for 

Change Public Schools (which runs six charter schools in Oakland) from 2005 to 2013 and is a 

former Director of Elementary Education and elementary school principal in OUSD, with an 

Administrative Credential as well as doctorate and masters degrees in Education. 

At New Leaders, Laura Robell, Managing Director of Programs, will oversee NL's 

partnership with OUSD and supervise NL's Program Directors in providing direct services to 

aspiring school leaders in OUSD. Mr. Robell has managed all ofNL's Bay Area programs since 

2012, coordinates partnerships with school districts, and trains and supports teacher leaders and 

principals in these programs. Previously she served 6 years as a middle school principal and 

assistant principal in OUSD and is a former teacher, with an Administrative Credential and a 

masters in Education. Lydia Glassie, Director of NL 's Emerging Leaders Program, will help 

screen candidates for proper qualifications for the program; lead professional development 

seminars and practicums, guide monthly inquiry cycles, and provide one-to-one coaching. Prior 

to joining NL, Ms. Glassie was founder and principal of KIPP San Francisco Bay Academy from 

2003 to 2012, a school which consistently received high rankings on the California Academic 

Performance Index, including scoring in the top 10% of schools with similar demographics. 

Charleen Calvert, Director of NL 's Aspiring Principals Program, will help develop Individual 

Leaming Plans with participants and provide a deep level of coaching and professional 

development for Residents around a series of research-based practices of successful urban school 

leaders. Ms. Calvert was an OUSD middle school principal for 5 years and a high school head 

counselor for 13 years, a counselor and vice principal in the Berkeley schools for 7 years, and an 

OUSD teacher for 10 years, and has credentials in school administration, counseling, and 
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secondary teaching. A Director of the NL Principals Institute will work with all first- and 

second-year secondary principals who have completed the NL Residency. S/he will work with 

them to establish strong reentry plans, provide coaching and support focused on instructional 

leadership, and facilitate monthly professional learning community meetings for the cohort to 

strategize about implementing the research-based strategies they have learned in their Residency. 

Qualifications for this position will include at least 3 years of leadership experience in an urban 

public school; demonstrated success in facilitating adult learning; strong content knowledge in 

personal, instructional, and school culture leadership. (Please see attached job description.) 

We want to highlight OUSD's longstanding paitnerships with both New Leaders and Reach 

Institute. As noted, NL has been preparing and supporting principals in OUSD for the past 10 

years. Currently 25% of our principals are New Leaders, as are 2 of our 3 RExOs. Reach has 

trained 6 current OUSD employees in its Instructional Leadership Academy program, all of 

whom have advanced in their leadership assignments in OUSD. Thriving Leadership will 

leverage these partnerships and the high-quality NL and Reach programs. 

Danielle Toussaint, PhD, Evaluation Manager at Hatchuel Tabemik & Associates, will be 

responsible for HTA's evaluation of Thriving Leadership, including creating the evaluation work 

plan and data collection timeline in collaboration with the PC; assisting the Steering Committee 

to adapt existing OUSD, New Leaders, and Reach smvey and focus group instruments for the 

project; data analysis; presentations at Steering Committee meetings; assisting with preparation 

of compliance reports to ED; and writing annual local evaluation reports. Ms. Toussaint and her 

HTA colleagues have extensive experience evaluating multi-year federally-funded, school 

improvement initiatives in OUSD and other urban school districts as well as conducting 

evaluation and research studies of large-scale initiatives in education and many other fields. 

Please see attached resumes of all program staff from OUSD, our partners, and the evaluator. 

Project work plan and timeline. Thriving Leadership combines and enhances ongoing 
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leadership development interventions in OUSD with new components. As shown in the work 

plan and timeline below, several activities (New Leaders Emerging Leaders, Aspiring Principals, 

and Principals Institute programs and OUSD's Principal Mentor and Instructional Rounds 

programs) are ongoing and will continue into the 2013-14 school year independent ofOUSD 

being awarded an SLP grant. If awarded funding, we anticipate an October 2013 to September 

2018 grant period. During the 2013-14 school year we will plan the new interventions (OUSD-

Reach Instructional Leadership Academy, OUSD Induction Leadership Institute, and Critical 

Friends Groups for all principals) as well as augmentations to the New Leaders programs and the 

OUSD principal mentor program, which will be implemented for the 2014-15 school year. 

Thriving Leadership - Implem entation Work Plan & Timeline - Oct 2013 to Sept 2018 

A ctivity Target Dates Person(s,> Responsible 

NL Emerging Leaders program, 2013-14 cohort 

N L Aspiring Principals program, 2013-14 cohort 

Select Lead Mentors 

Mentor training program: CLASS 

Mentor professional learning community meetings 

N L Principals Institute, 2013-14 cohort 

Principal Mentor program, 2013-14 cohort 

Instructional Rounds for OUSD Principals 

Hire TL Project Coordinator 

Convene TL Steering Conunittee 

Contract with NL, Reach, Evaluator 

Design evaluation plan, tools, data collection timeline 

Map NL and Reach curricula to OUSD Leadership 

Dimensions 

Design OUSD-Reach Leadership Academy 

Design/ plan 0 SD Induction Leadership Institute 

Select participants for Principal Pathway Program 

Select highest performers for NL r\ spiring Leaders 

Select mentor principals for next school year 

Induction program for NL Aspiring Leaders 

Summer Institute for N L r\ spiring Leaders 

OUSD Induction Leadership Institute 

Establish mentoring matches for new principals, APs 

Aug. '13-May '14 

May '13-June '14 

June '13, yearly 

Summer, yearly 

r\ug-May, yearly 

r\ug. '13-J une '15 

r\ug '13-June '14 

Oct-'13, ongoing 

Oct. 2013 

Oct. 13, quarterly 

Oct. 2013 

By January 2014 

By February 2014 

By March 2014 

By May, yearly 

May of each year 

May of each year 

May of each year 

May-June, yearly 

Each July 

EachJuly, '14-'18 

Each July 

Lydia G lassie, NL 

C Calvert, N L 

D Goldwasser, OUSD 

D Goldwasser, OUSD 

D Goldwasser, OSUD 

Laura Robell, NL 

D Goldwasser, OUSD 

D Goldwasser, 0 SD 

r\aron Townsend, OUSD 

Aaron Townsend, OUSD 

Aaron Townsend, OUSD 

Danielle Toussaint, HT A 

PC, OUSD; L Robell, NL; 

H Tollefsrud, Reach 

PC; H Tollefsrud, Reach 

D Goldwasser, OUSD 

PC, OUSD 

L Robell, L G lassie, NL 

D Goldwasser, 0 USD 

C Calvert, L 

C Calvert, NL 

D Goldwasser, OUSD 

D Goldwasser, OUSD 
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T hriving Leadership - Implementation Work P lan & Timeline - Oct 2013 to Sep t 2018 

A ctivity Target Dates Person(s, ) Responsible 

Establish and train principal critical friends groups Each July, '14-'18 Anne Prozan, OUSD 

Residencies in OUSD-Reach and NL AL programs Aug-June yearly TL PD, Reach/NL leads 

Pathway Program seminars, practicums, coaching 

Mentoring for new principals 

NL Principal Institute for new principals 

Critical friends group PLC meetings 

Mid-year and end-of year evaluation reports 

Compliance reporting to ED 

D esign and implement program refinements, in formed 

by data and evaluation fmdings 

Commitments to sustain effectiYe inte1ventions 

Final TL evaluation report 

Aug-June yearly 

Aug-June yearly 

Aug-June yearly 

Monthly, '14-'18 

Every 6 months 

As required 

Ongoing 

By June 2018 

September 2018 

TL PD , Reach/ L leads 

D Goldwasser, OUSD 

L Robell, NL 

Anne Prozan, OUSD 

Danielle Toussaint, H T.A 

TL Project Coordinator 

TL Steering Committee, 

Townsend, Goldwasser 

OUSD Superintendent 

Danielle Toussaint, H T r\ 

Procedures for feedback and continuous improvement. The Tlui.ving Leadership Steering 

Committee (SC) will include the aforementioned program staff from OUSD, Reach Institute, and 

New Leaders. It will be co-convened quarterly by Aaron Townsend and Davina Goldwasser of 

OUSD, to guide initial implementation, monitor the program, and plan and oversee appropriate 

refinements. We will invite representatives from key OUSD constituencies - including teachers, 

parents, students, district administrators, and community partners from the non-profit and 

business communities - to take part in SC meetings, so that we can keep them informed about 

the project and elicit valuable input and feedback from these constituencies relevant to school 

leadership. The SC will also be a venue for the evaluator to make presentations, at least twice per 

year, on evolving evaluation findings from the data on the project 's implementation and targeted 

outcomes. As noted, we will distribute mid-year and annual perfo1mance rep01ts prepared by the 

evaluator, which summarize progress toward the project 's goals and objectives, detail 

preliminary outcomes, and offer recommendations for program improvement, to project staff, the 

SC, and other stakeholders, to inform ongoing refinements in the Thriving Leadership Project. 
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U.S. DEPARTMENT OF EDUCATION OMB Number: 1894-0008 

BUDGET INFORMATION Expiration Date: 04/30/2014 

NON-CONSTRUCTION PROGRAMS 

Name of Institution/Organization Applicants requesting funding for only one year should complete the column under 

joakland Unified Schoo l Distri c t I "Project Year 1." Applicants requesting funding for multi-year grants should complete all 
applicable columns. Please read all instructions before completing form. 

SECTION A - BUDGET SUMMARY 
U.S. DEPARTMENT OF EDUCATION FUNDS 

Budget Project Year 1 Project Year 2 Project Year 3 Project Year 4 Project Year 5 Total 

Categories (a) (b) (c) (d) (e) (f) 

1. Personnel 498 , ooo . oo l 498 , ooo . oo l 498 , ooo . oo l 498 , ooo . oo l j 498 , 000 . 0011 2 , 490 , ooo . oo l 

2. Fringe Benefits 149 , 400 . 001 14 9, 400. oo l 149, 400 . 001 149 , 400 . 001 149 , 400 . 0011 747 , 000 . 001 

3. Travel 3, 195 . 001 3, 195.001 3, 195 . oo l 3, 195 . 001 3, 195 . oo l j 15 , 975 . oo l 

4. Equipment o . oo l o . oo l o . oo l o . oo l o . oo l o . oo l 

5. Supplies 11 , 250 . 001 11 , 250 . 001 11 , 250 . oo l 11 , 250 . oo j 11 , 250 . oo j 56 , 250 . oo l 

6. Contractual 273 , ooo . oo l 272 , 165. 001 273 , 154 . oo l 272 ,4 90 . 001 272 , 872 . oo l 1 , 363 , 681 . oo l 

7. Construction o . oo l o . oo l o . oo l o . oo l 0 . 00 o . oo l 

8. Other 13 , 500 . 001 3, 375 . oo l 3, 375 . oo l 3, 375 .001 3, 375 . 00 1 27 , ooo . oo l 

9. Total Direct Costs 948 , 345 . 001 937 , 385 . oo l 938 , 374 . oo l 937 , 710 . 001 938 , 092 . oo l 4, 699 , 906 . oo l 
(lines 1-8\ 

10. Indirect Costs* 49 , 029 . 001 48 , 463 . 001 48 , 514. 001 48, 480 . 001 48 , 499 . oo l 242, 985 . 001 

11 . Training Stipends o . oo l j o . oo l o . oo l o . oo l o . oo l o . oo l 

12. Total Costs 
997 , 374 . 0011 985 , 848 . 001 986 , 888 . oo l 986 , 190 . 001 986 , 591 . oo l 4 , 942 , 891. oo l 

(lines 9-11) 

*Indirect Cost Information (To Be Completed by Your Business Office): 

If you are requesting reimbursement for indirect costs on line 10, please answer the following questions: 

(1) Do you have an Indirect Cost Rate Agreement approved by the Federal government? [g] Yes 0No 

(2) If yes, please provide the following information: 

Period Covered by the Indirect Cost Rate Agreement: From: jo710 112013 I To: 106/30/2014 I (mm/dd/yyyy) 

Approving Federal agency : [gj ED D Other (please specify): I I 
The Indirect Cost Rate is I 5 . 17 , %. 

(3) For Restricted Rate Programs (check one) -- Are you using a restricted indirect cost rate that: 

0 Is included in your approved Indirect Cost Rate Agreement? or, 0Complies with 34 CFR 76.564(c)(2)? The Restricted Indirect Cost Rate is j 5.17 , %. 

ED Form No. 524 



Name of Institution/Organization Applicants requesting funding for only one year 

joakland Unified School District j should complete the column under "Project Year 
1." Applicants requesting funding for multi-year 
grants should complete all applicable colum ns. 
Please read all instructions before completing 
form . 

SECTION B - BUDGET SUMMARY 
NON-FEDERAL FUNDS 

Budget Categories Project Year 1 Project Year 2 Project Year 3 Project Year 4 Project Year 5 Total 
(a) (b) (c) (d) (e) (f) 

1. Personnel I 
2. Fringe Benefits I 
3. Travel I 
4. Equipment 

5. Supplies 

6. Contractual 

7. Construction 

8. Other 

9. Total Direct Costs 
!lines 1-8) 

10. Indirect Costs 

11 . Training Stipends 

12. Total Costs 
(lines 9-11) 

SECTION C - BUDGET NARRATIVE (see instructions) 

ED Form No. 524 
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Budget Narrative 

Project Coordinator-The Project Coordinator will be responsible for day-to-day 
project coordination and problem-solving to ensure the project is implemented with 
fidelity to the design and timeline detailed in this application; coordinating recruitment 
of participants within OUSD for the Principal Pathway Program; coordinating the 
OUSD Induction Leadership Institute; liaising with partners Reach Institute and New 
Leaders and with the evaluator; convening the Steering Committee; overseeing data 
collection; managing the grant budget; and liaising with and required reporting to the 
grantor. Calculation: 185,000 annual salary x 100% 
Leader extended hours- Stipends for new principals and assistant principals to 
attend the week long summer Induction Leadership Institute. Calculation: 30 
participants x 140/hour x 40 hours 
Mentor Stipends- Stipends for the mentor principal position to support new 
principals and assistant principals. Calculation: 20 mentors x $2,000 each 
Resident principal salaries- To subsidize salaries for resident principal placements 
for their training year in the OUSD Principal Pathway Program. Calculation: 180,000 
average annual salary; 8 residents x 50% FTE 
Lead Mentor-The Lead Mentor (an experienced OUSD principal) will provide 
intensive support to newly-hired principals focused on developing budgets for their 
sites, as part of the Mentor Program, and will assist with planning the Induction 
Leadership Institute and the mentor professional learning communities. Calculation: 
15, 000 stipend 
Leveraged OUSD Personnel: Will total $151,800 for personnel, comparised of: 

• Aaron Townsend, OUSD Director, Strategic School Support: 20% FTE x 
1114,000 annual salary= $22,800, for project oversight; supervising the Project 
Coordinator; coordinating the partnership with Reach and New Leaders in this 
project; and co-convening the T hriving Leadership Steering Committee. 

• Davina Goldwasser, OUSD Manager of Leadership D evelopment: 100% FTE x 
$104,000 salary = $10,400, to co-oversee the project with Mr. Townsend; 
coordinate the Principal Mentor program; coordinate the Instructional Rounds 
program for OUSD principals, and plan the Induction Leadership Institute. 

• Anne Prozan, OUSD Manager of Leadership D evelopment: 25% FTE x $100,000 
salary = $25,000, to coordinate the Critical Friends Group program for OUSD 
principals. 

2. Fringe/Benefits 
Fringe/Benefits- Including medical, retirement, worker's comp, etc. Calculation: 
30% x Subtotal Personnel 

52 

$85,000 

$48,000 

$40,000 

$320,000 

$5,000 

$149,400 



OAKLA D UNIFIED 
~.,,· SCHOOL DISTRICT 

Thriving Leadership for Full 
Service Community Schools 

Leveraged OUSD Benefits: Calculation: 30% of prorated salaries of staff working 
on the project as leverage = $45,540. 

3. Travel 
Travel to Washington D.C.- T ravel funds for project staff for one required trip to 
SLP sessions in Washington D .C. each year of the project. Calculation: 3 staff x $600 
airfii.re + $75. 00 perdiem x 3 + $120 hotel x 2 nights 

4. Equipment- None 

5. Supplies 
New leaders welcome packages- Provide all new principals and assis tant principals 
with materials to orien t them to the district and its strategic direc tion. Calculation: 
$25.00/package x 50 packages per year 
Refreshments- For induction retreat, mentorship meetings, and regular professional 
learning meeteings. Calculation: $100 x 100 meetings 

6. Consultants/Contracts 
Evaluation- O utside evaluator to facilitate the completion o f the required state and 
federal evaluation reports, assisting with data collection and analysis as well as reporting. 
Cct!C11!atio11: Hom!J1 rate q( $'15-.$' 125 / ho11r depmdin .... ~ 011 the /ask, hom:r allocated approxi111ateb1 as 
/ollo1vs: 

• Start 11p (20 ho11rs, S2, 115) 

• Literat11re revieJJJ (6 hom:r, $150) 

• Evalffatio11 plc11111i11g (23 hoffr.r, S2, 725) 

• Instmment design/ prod11ctio11 / r~fi11e111e11l (26 h01m, .fl3,000) 

• Data collectio11 (28 ho111:r, $2,300) 

• Data entry (33 hom:r, $2,415) 

• Data a11a!JsZ:r: (36 h01m, /N,500) 

• Developi11g reports (200 ho11n, S2 1,575) 

• L\!Ieetings (12 ho!li:r, $9,000) 

• Prqject 1VT.a11age111e11t (16 ho11rs, S 1,500) 

New Leaders for New Schools- To support New Leaders' programming for the 
OUSD Principal Pathway Program , including the Emerging Principals, Aspiring 
Principals, and Principles Institute programs incorporated into T hriving Leadership. 
Calculation: 
• Managing Director of Programs@ 25% FTE -'<"S I 20,000 / a111ma/ salary = $30,000 

• Emerging Leaders Program Director@ 30.61 % FTE x S-98, 000 ann11a/ salary = $30.000 

• /lspiri11<_~ PrimipaLr Program Diredor@ 36.4 5% f<}E x $96,000 an11!lal sala'.J' = .$'35,000 

• Resident travel and lodging = .$5,000 

Leveraged Funds from New Leaders: New Leaders will raise more than 90% o f the 
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funds needed ($1 .6 annually) to train and support E merging Leaders, Aspiring Principals, 
and new Principals for O USD. New Leaders will secure funding to cover cos ts for 
training, research and development, content development, coaching, management, 
sys tems and operations, staff for the Principals Institute, Aspiring Principals Program, 
E merging Leaders, travel to and from the Summer Foundations program, boarding, 
school visits costs, Fall and Spring Foundations meetings cos ts, which include travel and 
board for participants, coursework at Boston University, credential costs for 
participants, and recruiting cos ts. These resources shall be expended on behalf of the 
T hriving Leadership for Full Service Community Schools project each year. 

Reach Institute-To support the OUSD-Reach Instructional Leadership Institute $123,000 

component of the Principal Pathway Program. Calculation: (salaries indttde 2% COLA) 

• R.each Prqject Coordinator @ 20% Ff'E q/$ 100,000 am111al salary = $20,000, to oversee 
project and part11e1:rhip m/h OUSD, supervise Reach Proji:ssional Development Fatilitator, 
ma11age the prqject b11dget, eval11atio11, and reporting. 

• Reach Prefessio11a/ Development "f:<aaiitator@ 90% FTE q/$80,000 salary = $72,000, to lead 
the OUSD-Recuh fnstmctiona/ Leadership Instit11te trai11i11gprogram, J!Jorking JJJith a cohort of 
leaden·, i11d11di11g contrib11ti11g to the prqject design and providing i11str11ctio11 and coaching. 

• Fringe bemjitsfar these stcljf, i11d11di11g medical, retirement, u1orker's compensation i11s11rance, e/i: 
@ $22% qfsalalJ' = $20,240 

• Computers and L CD prqjector.for project stcifl = $5,380. 
• Trai1ti11g material.r = $5,380 

Leveraged Funds from Reach Institute: To support this project, Reach will 
contribute $28,000 in matching resources, as follows: Prqject leadership, co-design, and 
development of the prq;ect, provided f:y the Exec/.ltive Director 10% "/:'~FE x $ 125,000 /year = 
$ 12,500; Credential /lnabst ServiceJ~ 10% FTE x $75,000/year = $7,500;fringe benefztsfar these 
sttifl@ 22% = $4,400; ,t2,000 i11 training and 171aterials of supplies, and $2,400 in in efjice Jpace 
for trai11i11,g /C!iilities and staff"meetin&s (8% o/ $30,000 a111111al rent). 

7. Construction- N one 

8. Other 
CLASS Training- Mentor training on coaching and supporting principals. To be 
provided by the Association o f California Superintendents and Administra tors. 
Calculation: 20mentors x $675 

9. Total Direct Costs: $948,345 

10. Indirect Costs-
Calculation: 5.17%x Total Direct Costs= $49,029 

12. Total Costs Year 1 Grant Request 
Year 1 Leveraged Funds 

$13,500 

997,374 
1,826,140 
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Project Coordinator-The Project Coordinator will be responsible for day-to-day 
project coordination and problem-solving to ensure the project is implemented with 
fideli ty to the design and timeline detailed in this application; coordinating recruitment 
of participants within OUSD for the Principal Pathway Program; coordinating the 
OUSD Induction Leadership Institute; liaising with partners Reach Institute and New 
Leaders and with the evaluator; convening the Steering Committee; overseeing data 
collection; managing the grant budget; and liaising with and required reporting to the 
grantor. Calculation: $85,000 annual salary x 100% 
Leader extended hours- Stipends for new principals and assistant principals to 
attend the week long summer Induction Leadership Institute. Calculation: 30 
participants x $40/hour x 40 hours 
Mentor Stipends- Stipends for the mentor principal position to support new 
principals and assistant principals. Calculation: 20 mentors x $2,000 each 
Resident principal salaries- To subsidize salaries for resident principal placements 
for their training year in the OUSD Principal Pathway Program. Calculation: $80,000 
average annual salary; 8 residents x 50% FTE 
Lead Mentor-The Lead Mentor (an experienced OUSD principal) will provide 
intensive support to newly-hired principals focused on developing budgets for their 
sites, as part o f the Mentor Program, and will assist with planning the Induction 
Leadership Institute and the mentor professional learning communities. Calculation: 
15, 000 stipend 
Leveraged OUSD Personnel: Will total $151,800 for personnel, comparised o f: 

• Aaron Townsend, OUSD Director, Strategic School Support: 20% FTE x 
$114,000 annual salary= $22,800, for project oversight; supervising the Project 
Coordinator; coordinating the partnership with Reach and New Leaders in this 
project; and co-convening the Thriving Leadership Steering Committee. 

• D avina Goldwasser, OUSD Manager of Leadership D evelopment: 100% FTE x 
$104,000 salary = $10,400, to co-oversee the project with Mr. Townsend; 
coordinate the Principal Mentor program; coordinate the Instructional Rounds 
program for OUSD principals, and plan the Induction Leadership Institute. 

• Anne Prozan, OUSD Manager of Leadership D evelopment: 25% FTE x 
$100,000 salary= $25,000, to coordinate the Critical Friends G roup program for 
OUSD principals. 

2. Fringe/Benefits 
Fringe/Benefits- Including medical, retirement, worker's comp, etc. Calculation: 
30% x Subtotal Personnel 
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Leveraged OUSD Benefits: Calculation: 30% of prorated salaries of staff 
working on the project as leverage = $45,540. 

3. Travel 
Travel to Washington D.C.- Travel funds for project staff for one required trip to 
SLP sessions in Washington D .C. each year o f the project. Calculation: 3 staff x $600 
airfare + $75. 00 perdiem x 3 + 1120 hotel x 2 nights 

4. Equipment- None 

5.Supplies 
New leaders welcome packages- Provide all new principals and assistant principals 
with materials to orient them to the district and its strategic direction. Calculation: 
125.00/package x 50 packages per y ear 
Refreshments- For induction retreat, mentorship meetings, and regular pro fessional 
learning meeteings. Calculation: $100 x 100 meetings 

6. Consultants/ Contracts 
Evaluation- O utside evaluator to facili ta te the completion o f the required state and 
federal evaluation reports, assisting with data collection and analysis as well as 
reporting. Calmlatio11: H 01111J1 rate qf $7 5-$12 5 /hour depe11ding on the task, ho11rs allocated 
approximate(y asjollmvs: 

• S tad 11p (20 ho11rs, $'2, 17 5) 

• L iterati/re revieJV (6 hom'J~ $750) 

• Eval11atio11 pla1111i11g (23 ho11rs, $2,725) 

• l11stmment desig11/ prod11ctio11/ refineme11t (26 hours, $3,000) 

• Data collection (28 hom'J~ $2,300) 

• Data e11ta1 (33 ho11rs, $2,475) 

• Data a11absis: (36 hours, $4,500) 

• Developing repotts (200 ho11rs, $2 1,575) 

• Mee1i11gs (72 IJOJm, $9,000) 

• Prqject Manageme11t (16 ho11n~ $ 1,500) 

New Leaders for New Schools- To support New Leaders' programming for the 
OUSD Principal Pathway Program, including the E merging Principals, Aspiring 
Principals, and Principles Institute program s incorporated into T hriving Leadership. 
Calculation: 
• Ma11agi11g Director q/Programs@ 25% f'iE x $ 120,000 / a111111al salary = $30,000 

• Emerging Leaders Program Director@ 30. 6 1% f'iE x $98,000 a111111al salary = $30,000 

• A Jpiri11g Pri11apals Program Director@ 36.4 5% FTE x $96,000 am111al St1lary = $35,000 

• Resident travel and lodgi11g = $5,000 

Leveraged Funds from New Leaders: New Leaders will raise more than 90% of the 
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funds needed ($1.6 annual ly) to train and support Emerging Leaders, Aspiring Principals, 
and new Principals for OUSD. New Leaders will secure funding to cover costs for 
training, research and development, content development, coaching, management, 
sys tems and operations, staff for the Principals Institute, Aspiring Principals Program, 
E merging Leaders, travel to and from the Summer Foundations program, boarding, 
school visits cos ts, Fall and Spring Foundations meetings costs, which include travel 
and board for participants, coursework at Boston University, credential costs for 
participants, and recruiting costs. These resources shall be expended on behalf o f the 
Thriving Leadership for Full Service Community Schools project each year. 

Reach Institute- To support the OUSD-Reach Instructional Leadership Institute 
component of the Principal Pathway Program. Calculation: (salmies i11cl11de 2% COL/1) 

• Reach Prqject Coordinator@ 20% FIE ef.$102,000 a1111!!al salary = $20,400, to ovmee 
prqject and partmnhip 1vith OUSD, s11pervire Reach Prq(e.rsional Development Fmilitator, 
manage the prqject h11dget, eval11atio11, and reporting. 

• Reach Prqfessio11al Development C'adlitator@ 90% PTE qf $81,600 salalJ' =SJ 3,440, to 
lead the OUSD-Reach !nstmctio11al Leader.rhip Jnstit11te trai11i11gprogram, u;orki11g 1vith a 
cohort qfleaders, i11c/11di11g co11tri!J11ti11g to the project design and providing i11slmction a11d 
coachi11g. 

• Fringe ben~fttsfor these stC!ff, i11c!11di11g medical, retirement, 1JJorker's compe11.ratio11 in.mrcmce, etc. 
@$22% ofsala~y = $20,645 

• Comp11ters and LCD prqjectorfor project staif· = $2,300. 

• Training materials = .~5,380 
Leveraged Funds from Reach Institute: To support this project, Reach will 
contribute $29,288 in matching resources, as follows: Project leadership, co-design, and 
development qf the project, provided 01 the Exemtive Director .1 FTE = $ 12, 750; Credmtial 
A na!yst Services, .1 FTE = $7,650;.fringe he11~fitsfor these .rtq[f@ 22% = $4,488; $2,000 i11 
training a11d material.r of.mpplies, and $2,400 in qffice space.for trai11i11g.fadlities a11d sta.flmeetings 
(8% of $30,000 a11n11al rent). 

7. Construction- None 

8. Other 
CLASS Training-- Mentor training on coaching and supporting principals. To be 
provided by the Association of California Superintendents and Administrators. 
Calculation: 5 mentors x $675 

9. Total Direct Costs: $937,385 

10. Indirect Costs-
Calculation: 5.17% x Total Direct Costs = $48,463 

12. Total Costs Year 2 Grant Request 
Year 2 Leveraged Funds 

$122,165 

$3,375 

985,848 
1,826,628 
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Project Coordinator-T he Project Coordinator will be responsible for day-to-day 
project coordination and problem-solving to ensure the project is implemented with 
fidelity to the design and timeline detailed in this application; coordinating recruitment 
of participants within OUSD for the Principal Pathway Program; coordinating the 
O USD Induction Leadership Institute; liaising with partners Reach Institute and New 
Leaders and with the evaluator; convening the Steering Committee; overseeing data 
collection; managing the grant budget; and liaising with and required reporting to the 
grantor. Calculation: $85,000 annual salary x 100% 
Leader extended hours- Stipends for new principals and assistant principals to 
attend the week long summer Induction Leadership Institute. Calculation: 30 
participants x 140/hour x 40 hours 
Mentor Stipends- Stipends for the mentor principal position to support new 
principals and assistant principals. Calculation: 20 mentors x $2,000 each 
Resident principal salaries- To subsidize salaries for resident principal placements 
for their training year in the O USD Principal Pathway Program. Calculation: $80,000 
average annual salary; 8 residents x 50% FTE 
Lead Mentor-T he Lead Mentor (an experienced OUSD principal) will provide 
intensive support to newly-hired principals focused on developing budgets for their 
sites, as part of the Mentor Program, and will assist with planning the Induction 
Leadership Institute and the mentor professional learning communities. Calculation: 
$5,000 stipend 
Leveraged OUSD Personnel: Will total $151,800 for personnel, comparised o f: 

• Aaron Townsend, O USD Director, Strategic School Support: 20% FTE x 
1114,000 annual salary= $22,800, for project oversight; supervising the Project 
Coordinator; coordinating the partnership with Reach and New Leaders in this 
project; and co-convening the Thriving Leadership Steering Committee. 

• Davina Goldwasser, O USD Manager of Leadership Development: 100% FTE x 
1104,000 salary = $10,400, to co-oversee the project with Mr. T ownsend; 
coordinate the Principal Mentor program; coordinate the Instructional Rounds 
program for OUSD principals, and plan the Induction Leadership Institute. 

• Anne Prozan, OUSD Manager of Leadership D evelopment: 25% FTE x $100,000 
salary = $25,000, to coordinate the Critical Friends Group program for OUSD 
principals. 

2. Fringe/Benefits 
Fringe/Benefits- Including medical, retirement, worker's comp, etc. Calculation: 
30% x Subtotal Personnel 
Leveraged OUSD Benefirts: Calculation: 30% of prorated salaries of staff 
working on the project as leverage = $45,540. 
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3. Travel 
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Service Community Schools 

Travel to Washington D.C.- Travel funds for project staff for one required trip to 
SLP sessions in Washington D .C. each year of the project. Calculation: 3 staff x $600 
airtare + 175.00perdiemx3+1120 hotel x 2 nights 

4. Equipment- None 

5. Supplies 
New leaders welcome packages- Provide all new principals and assistant principals 
with materials to orient them to the district and its strategic direction. Calculation: 
125.00/package x 50 packages per year 
Refreshments- For induction retreat, mentorship meetings, and regular professional 
learning meeteings. Calculation: $100 x 100 meetings 

6. Consultants/ Contracts 
Evaluation- O utside evaluator to facilitate the completion o f the required state and 
federal evaluation reports, assisting ·with data collection and analysis as well as reporting. 
Ca/mlation: f-Tour!y rate q/$7 5-$125 / ho11r depe11di1~g on the !ask, ho111:r allocated approxi111ate!y as 

follOJvs: 

• Star! 11p (20 ho111:r, S2, 175) 

• Utera/11re revie111 (6 ho111:r, S150) 

• Evahwtion pla1111i11g (23 ho11r.r, S2, 725) 

• lns!mment desig11/ prod11ctio11/ reji11ement (26 h01m, S3,000) 

• Data collectio11 (28 h01m, S2,300) 

• Data enlry (33 h01m, S2,475) 

• Data a11a!Jsis: (36 h01m, $4,500) 

• Deve/opi11g reports (200 hom:r, !l2 1,5 7 5) 

• Meetings (72 ho11r.r, $9, 000) 

• Project Management (16 ho111:r, $ 1,500) 

New Leaders for New Schools-To suppor t ew Leaders' programming for the 
OUSD Principal Pathway Program, including the E merging Principals, Aspiring 
Principals, and Principles Insti tute programs incorporated into T hriving Leadership. 
Calculation: 
• Managing Director qf Programs @ 25% 7-'IE x 8120.000 / a/7/mal salary = $30,000 

• Emerging Leaders Prooram Director@ 30.61% F"fE x $98,000 a111111al salary= .$'30,000 

• Aspiring PrindpaLr Program Director@ 36.4 5% 17TE x S96, 000 a111111a/ salary = S35, 000 

• Resident !ravel and lodgi1~ = $5,000 

Leveraged Funds from New Leaders: New Leaders will raise more than 90% o f the 
funds needed ($1.6 annually) to train and support E merging Leaders, Aspiring Principals, 
and new Principals for O USD . New Leaders will secure funding to cover costs for 
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training, research and development, content development, coaching, management, 
systems and operations, staff for the Principals Institute, Aspiring Principals Program, 
Emerging Leaders, travel to and from the Summer Foundations program, boarding, 
school visits costs, Fall and Spring Foundations meetings costs, which include travel and 
board for participants, coursework at Boston University, credential costs for 
participants, and recruiting costs. T hese resources shall be expended on behalf of the 
Thriving Leadership for Full Service Community Schools project each year. 
Reach Institute- To support the OUSD-Reach Instructional Leadership Institute 
component of the Principal Pathway Program. Calculation: (salaries indude 2% COLA) 
• Reac/J Prqjed Coordinator @ 20% FJE r(/$ 104,040 a111111al salary = $20,808, lo oversee 

prqject and partnership u;z/h OUSD, supervise Reach Prefessional Develop111e11t Facilitator, 
1nanage the prqject b11dget, eva/11alio11, and reporting. 

• Reach Prqje.uional Develop111e11t Fcnilitator @ 90% F.fE qff/83,332 salaa1 = S74909, to lead 
/he OU SD-Reach lmtmctional Leadership !11stit11te lrai11i11gprogram, 1vorki11g JJJith a cohort o/ 
leaders, i11c/11di11g co11ltih11ti11g lo the prqjed desig11 and providing i11stmctio11 and comhing. 

• Fn.11ge hm~fits for these stC!fj,' i11c/11ding medical, retire111e11!, JJJorker'.r compensation i11s11ra11ce, ek 
@$22% ef'salary = $'21,058 

• Eq11ip111e11t.for project slcifl= $' 1,000. 
• Trai11i11g materials = $5,380 

Leveraged Funds from Reach Institute: To support this project, Reach will 
contribute $29, 786 in matching resources, as follows: Project leadership, co-desig11, and 
development q/the prqject, provided i!J /he Exemtive Diredor .1 F.fE = $ 13,005; Crede11tial /lna/yst 
Servim~ .1 FIE = !l7, 803;fri11ge henejitsfar these s!tljf@ 22% = $4,578; $2,000 in training and 
materials ef's11pplies, and $2,400 in qffice spacejor lrai11i11g.fadilies and staff meetings (8% ef 
$30,000 c111n11al rent). 

7. Construction- None 

8. Other 
CLASS Training- Mentor training on coaching and supporting principals. To be 
provided by the Association of California Superintendents and Administrators. 
Calculation: 5 mentors x $675 

9. Total Direct Costs: $938,374 

10. Indirect Costs-
Calculation: 5.17% x Total Direct Costs = 148,514 

12. Total Costs Year 3 Grant Request 

$123,154 

$3,375 

986,888 
Year 3 Leveraged Funds 1,827,126 
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Project Coordinator- The Project Coordinator will be responsible for day-to-day $85,000 

project coordination and problem-solving to ensure the project is implemented with 
fideli ty to the design and timeline detailed in this application; coordinating recruitment of 
participants within OUSD for the Principal Pathway Program; coordinating the OUSD 
Induction Leadership Institute; liaising with partners Reach Institute and New Leaders 
and with the evaluator; convening the Steering Committee; overseeing data collection; 
managing the grant budget; and liaising with and required reporting to the grant.or. 
Calculation: 185,000 annual salary x 100% 
Leader extended hours- Stipends for new principals and assistant principals to attend $48,000 

the week long summer Induction Leadership Institute. Calculation: 30 participants x 
140/hour x 40 hours 
Mentor Stipends- Stipends for the mentor principal position to support new principals $40,000 

and assistant principals. Calculation: 20mentorsx12,000 each 
Resident principal salaries- To subsidize salaries for resident principal placements for $320,000 

their training year in the OUSD Principal Pathway Program. Calculation: $80,000 
average annual salary; 8 residents x 50% FTE 
Lead Mentor-The Lead Mentor (an experienced OUSD principal) will provide $5,000 

intensive support to newly-hired principals focused on developing budgets for their sites, 
as part of the Mentor Program, and will assist with planning the Induction Leadership 
Institute and the mentor professional learning communities. Calculation: 15,000 
sti end 
Leveraged OUSD Personnel: Will to tal $151,800 for personnel, comparised of: 

• Aaron Townsend, OUSD Director, Strategic School Support: 20% FTE x 
1114,000 annual salary= $22,800, for project oversight; supervising the Project 
Coordinator; coordinating the partnership with Reach and New Leaders in this 
project; and co-convening the Thriving Leadership Steering Committee. 

• Davina Goldwasser, OUSD Manager of Leadership D evelopment: 100% FTE x 
/104,000 salary = $10,400, to co-oversee the project with Mr. Townsend; 
coordinate the Principal Mentor program; coordinate the Instructional Rounds 
program for OUSD principals, and plan the Induction Leadership Institute. 

• Anne Prozan, OUSD Manager of Leadership Development: 25% FTE x 1100,000 
salary = $25,000, to coordinate the Critical Friends Group program for OUSD 
principals. 

2. Fringe/Benefits 
Fringe/Benefits- Including medical, retirement, worker's comp, etc. Calculation: $149,400 

30% x Subtotal Personnel 
Leveraged OUSD Benefirts: Calculation: 30% of prorated salaties of staff working 
on the project as leverage = 145,540. 
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3. Travel 

Thriving Leadership for Full 
Service Community Schools 

Travel to Washington D.C.- T ravel funds for project staff for one required trip to 
SLP sessions in Washington D .C. each year of the project. Calculation: 3staffx1600 
airfare + 175. 00 perdiem x 3 + $120 hotel x 2 nights 

4. Equipment- N one 

5. Supplies 
New leaders welcome packages- Provide all new principals and assistant principals 
with materials to orient them to the district and its strategic direction. Calculation: 
125.00/package x 50 packages per year 
Refreshments- For induction retreat, mentorship meetings, and regular professional 
learning meeteings. Calculation: 1100 x 100 meetings 

6. Consultants/Contracts 
Evaluation- O utside evaluator to facilitate the completion of the required state and 
federal evaluation reports, assisting v.ri th data collection and analysis as well as reporting. 
Calmlatio11: 1-fom"!J rate o/$75-$ 125 / ho11r depending on the task, ho1trs allocated approximate!J as 

.fo!low1:· 

• Start 11p (20 ho11rs, $2,115) 

• Literat11re review (6 ho11rs, $750) 

• Eva/11atio11 pla1111i11g (23 ho11rs, $2,725) 

• !11stm111e11t design/ prod11ctio11/ refinement (26 ho111:r, $3,000) 

• Data collection (28 ho11rs, $2,300) 
• Data entry (33 ho11rs, S2,475) 

• Data r111a!Jsis: (36 ho111:1~ $4,500) 

• Developing reports (200 ho11rs, $2 1,575) 
• Meeti11os (12 hours, .$9,000) 

• Prqject Management (16 h01m~ $ 1,500) 

New Leaders for New Schools-To support New Leaders' programming for the 
OUSD Principal Pathway Program, including the Emerging Principals, Aspiring 
Principals, and Principles Institute programs incorporated into Thriving Leadership. 
Calculation: 
• iVIa11agi11g Director of Programs@ 25% 1:'7E x $ 120,000/ a111111al salao1 = $30,000 
• Emetging Leaders Program Dimtor@ 30.61 % .f'7E x $98,000 anm1al salary= $30,000 
• AJpiring Primipal.r Program Director@ 36.4 5% FTE x $96,000 a111111al salary = S'35,000 
• Reside11t travel a11d lodgi11g = S5, 000 

Leveraged Funds from New Leaders: New Leaders will raise more than 90% of the 
funds needed ($1.6 annually) to train and support Emerging Leaders, Aspiring Principals, 
and new Principals for OUSD . New Leaders will secure funding to cover cos ts for 
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training, research and development, content development, coaching, management, 
sys tems and operations, staff for the Principals Institute, Aspiring Principals Program, 
Emerging Leaders, travel to and from the Summer Foundations program, boarding, 
school visits costs, Fall and Spring Foundations meetings costs, which include travel and 
board for participants, coursework at Boston University, credential costs for participants, 
and recruiting costs. These resources shall be expended on behalf of the Thriving 
Leadership for Full Service Community Schools project each year. 
Reach Institute- To support the OUSD-Reach Instructional Leadership Institute 
component of the Principal Pathway Program. Calculation: (ralaries inc/11de 2% COL/1) 

• Reach Prqject Coordinator@ 20% ,_,)E o/ll/06,320 a111111al sala~y = ,~2 1 ,224, to ove1:ree 
project and partnei:rhip 1vith OUSD, s11pervise Reach Prqfessio 11al Develop111e11t Facilitator, ma11age 
the prqject budget, eva/11atio11, and reporting. 

• Reach Prqfessio11al Develop111e11l Falilitator @ 90% t<1E q/ $84,999 salao1 = /!76,407, to lead 
the OUSD-Reach !nstmctional Leade1:rhip !nstit11/e trai11ingprogram, 1vorki11g 1JJith a cohort of 
leade1:r, inc/11di11g co11trib11ti11g to the prqjecl design and providing i11stmction and coaching. 

• Fringe ben~fitsfor these stqff, i11c/11di11g medical, retireme11t, JJ;orker'.r compensation i11.mrc111ce, etc @ 
$22% qfsalary = $2 1,479 

• Training materia/.r = $3,380 

Leveraged Funds from Reach Institute: To support this project, Reach will 
contribute $30,293 in matching resources, as follows : Prqject leadership, co-design, a11d 
development qf the project, provided I!) the Exemtive Director. 1 FTE = $ 13,265; Credential /111e161st 
Services, .1 /:'TE = .fl7,959;.fri11ge he11~/its.for these stq(f@ 22% = $4,669,· ,82,000 i11 training a11d 
materials ofS!!pplies, and $2,400 i11 qflice space for trai11i11gfadlities and stqff'111eeti11gs (8% qf S30,000 
anmral rent. 

7. Construction- None 

8. Other 
CLASS Training- Mentor training on coaching and supporting principals. To be 
provided by the Association of California Superintendents and Administrators. 
Calculation: 5 mentors x $675 

9. Total Direct Costs: $937,710 

10. Indirect Costs-
Calculation: 5.17% x Total Direct Costs = $48,480 

12. Total Costs Year 3 Grant Request 

Year 3 Leveraged Funds 
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Project Coordinator-T he Project Coordinator will be responsible for day- to-day 
project coordination and problem-solving to ensure the project is implemented with 
fidelity to the design and timeline detailed in this application; coordinating recruitment 
o f participants within OUSD for the Principal Pathway Program; coordinating the 
OUSD Induction Leadership Institute; liaising with partners Reach Institu te and New 
Leaders and with the evaluator; convening the Steering Committee; overseeing data 
collection; managing the grant budget; and liaising with and required reporting to the 
grantor. Calculadon: 185,000 annual salary x 100% 
Leader extended hours- Stipends for new principals and assistant principals to 
attend the week long summer Induction Leadership Institute. Calculadon: 30 
participants x 140/hour x 40 hours 
Mentor Stipends- Stipends for the mentor principal position to support new 
principals and assistant principals. Calculadon: 20mentorsx12,000 each 
Resident principal salaries- T o subsidize salaries for resident principal placements 
for their training year in the OUSD Principal Pathway Program. Calculadon: 180,000 
average annual salary; 8 residents x 50% FTE 
Lead Mentor- Stipends to provide targeted support for new principals with 
operations and budget through 1:1 mentoring and workshops. Calculadon: $5,000 
sd end 
Leveraged OUSD Personnel: W ill total $151,800 for personnel, comparised o f: 

• Aaron Townsend, OUSD Director, Strategic School Support: 20% FTE x 
1114,000 annual salary= $22,800, for project oversight; supervising the Project 
Coordinator; coordinating the partnership with Reach and New Leaders in this 
project; and co-convening the T hriving Leadership Steering Committee. 

• Davina Goldwasser, O USD Manager of Leadership D evelopment: 100% FTE x 
1104,000 salary = $10,400, to co-oversee the project with Mr. T ownsend; 
coordinate the Principal Mentor program; coordinate the Instructional Rounds 
program for OUSD principals, and plan the Induction Leadership Institute. 

• Anne Prozan, OUSD Manager of Leadership D evelopment: 25% F TE x 1100,000 
salary = $25,000, to coordinate the Critical Friends G roup program fo r OUSD 
principals. 

2. Fringe/Benefits 
Fringe/Benefits- Including medical, retirement, worker's comp, etc. Calculadon: 
30% x Subtotal Personnel 
Leveraged OUSD Benefirts: Calculadon: 30% of prorated salaries of staff 
working on the project as leverage = 145,540. 
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Travel to Washington D.C.- Travel funds for project staff for one required trip to 
SLP sessions in Washington D.C. each year of the project. Calculation: 3staffx1600 
airfa.re + $75. 00 perdiem x 3 + 1120 hotel x 2 nights 

4. Equipment- N one 

5. Supplies 
New leaders welcome packages- Provide all new principals and assistant principals 
with materials to orient them to the district and its strategic direction. Calculation: 
125.00/package x 50 packages per year 
Refreshments- For induction retreat, mentorship meetings, and regular professional 
learning meeteings. Calculation: 1100 x 100 meetings 

6. Consultants/ Contracts 
Evaluation- Outside evaluator to facilitate the completion o f the required state and 
federal evaluation reports, assisting with data collection and analysis as well as reporting. 
Calc11/atio11: F-Tomjy rate qf $75-,f 125 / ho11r dependi11g 011 the task, h01m allocated approxi111atej1 as 

_fol!oJVs: 

• 5 tart 11p (20 hours, $2, 17 5) 

• Llterat11re revieJIJ (6 ho11rs, $750) 

• Eva/11atio11 pla1111i11g (23 ho11rs, $'2, 725) 
• I11stm111e11t desig11/ prod11ctio11/ rq/inement (26 h01m, S3, 000) 
• Data collection (28 IJOtm, $2,300) 

• Data entry (33 hom:r, $2,475) 

• Data ana!Jsz:r: (36 ho11rs, .$4,500) 

• Developi11g reports (200 ho11rs, $21,575) 

• Meetings (72 ho11rs, $9,000) 

• Prqject Management (16 ho111:r, .$'1,500) 

New Leaders for New Schools-To support New Leaders' programming for the 
OUSD Principal Pathway Program, including the Emerging Principals, Aspiring 
Principals, and Principles Institute program s incorporated into Thriving Leadership. 
Calculation: 
• Managing Director qf Programs@ 25% f-'IE x ,ft 20,000/ a111111al salary = $30,000 
• Emergi11g Leadm Program Director@ 30.61% F7E x $98,000 a111111al salalJ' = "5'30,000 

• Aspiri11gPrimipals Program Diredor@36.45% FTE xS96,000 a111111alsalary = S35, 000 

• Reside11t travel and lodging = ,~·5, 000 
Leveraged Funds from New Leaders: New Leaders will raise more than 90% of the 
funds needed ($1.6 an nually) to train and support E merging Leaders, Aspiring Principals, 
and new Principals for OUSD. New Leaders will secure funding to cover cos ts for 
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training, research and development, content development, coaching, management, 
sys tems and operations, staff for the Principals Institute, Aspiring Principals Program, 
E merging Leaders, travel to and from the Summer Foundations program, boarding, 
school visits costs, Fall and Spring Foundations meetings costs, which include travel and 
board for participants, coursework at Bos ton University, credential costs for 
participants, and recruiting costs. T hese resources shall be expended on behalf of the 
Thriving Leadership for Full Service Community Schools project each year. 

Reach Institute- To support the OUSD -Reach Instructional Leadership Institute 
component of the Principal Pathway Program. Calculation: (salaries i11c/11de 2% COLA) 

• Reach Prqjecl Coordinator@ .2 FJ.E of$108,456 annual sala1J' = $2 1,649, to oversee project 
and partmrship ivith OUSD, s11pervise Reach Professional Development .1:-<c llilitator, 111anage the 
prqjecl b11dget, evaluation, and reporting. 

• Read; Prefessional Development .Facilitator@ .9 fTE qf $86,699 salary = $77,935, to lead 
the OUSD-Remh Instmclio11a/ Leadership Institute trai11i11gprogrc11n, 1Vorki11g with a cohort qf 
leaden~ i11c/11di11g contribttting to the prqject design and providing i11stmctio11 and coaching. 

• Fringe ben~fitsfor these staff, i11c/11di11g medical, retirement, worker~· compensation i11sura11ce, ett: 
@ $22% qj'salary = $21,908 

• Training materials = $1,380 

Leveraged Funds from Reach Institute: To support this project, Reach will 
contribute $30,293 in matching resources, as follows: Prqjed leadership, co-design, and 
development q/the project, provided 1!)1 the Exemtive Dim!or .1 FTE = $ 13,5 30; Credential A 11a/yst 
Services, .1 FIE = $8, 118;fringe bwejits.for these Jtcif./@ 22% = $4,163 ; $2,000 in training and 
materials qf s11pplies, a11d $'2,400 i11 efface space for trai11i11gji:uilities and stt(ff meetings (8% of 
,8'30,000 a111111al rent). 

7. Construction- None 

8. Other 
CLASS Training- Mentor training on coaching and supporting principals. To be 
provided by the Association of California Superintendents and Administrators. 
Calculation: 5 mentors x $675 

9. Total Direct Costs: $938,092 

10. Indirect Costs-
Calculation: 5.17% x Total Direct Costs = $48,499 

12. Total Costs Year 3 Grant Request 
Year 3 Leveraged Funds 

$122,872 

$3,375 

986,591 
1,828,151 
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Total Grant Request 
Year 1: 
Year 2: 
Year 3: 
Year 4: 
Year 5: 

Thriving Leadership for Full 
Service Community Schools 

Total Federal Request Years 1-5: 

Total Leveraged Funds 
Year 1: 
Year 2: 
Year 3: 
Year 4: 
Year 5: 
Total Leveraged Funds Years 1-5 : 

997,374 
985,848 
986,888 
986,190 
986,591 

$4,942,891 

1,826,140 
1,826,628 
1,827,126 
1,827,633 
1,825,151 

$9,135,678 
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"High-Need" LEA Documentation 

Oakland Unified School District (OUSD) meets the high-need LEA eligibility criteria for School 
Leadership Program grant funding as follows: 

(a)(l) Children from families with incomes below the poverty line 

U.S. Census Bureau data for our geographic boundary in the link provided by ED indicate that in 
2011 26.3% of young people ages 5-17 (14,996 of 57,049) in Oakland were from families with 
incomes below the poverty line. 

Data source: www.ed.gov/programs/lsl/eligibility.html 
www.census.gov/did/www/saipe/data/interactive/#view=Schoo!Districts 

OUSD is certain the poverty rate among our students is even higher than 26.3%, although we do 
not have a specific percentage. 

Note that a full 81 % of OUSD students receive free-or-reduced-price lunch through the National 
School Lunch Program. 

(b )(2) A high percentage of teachers with emergency, provisional, or temporary 
certification or licensing 

In 2012-13, OUSD employed 1,889 teachers. Of this number, 1,696 hold a full credential. The 
remaining 193 (10.2%) are not credentialed, working either on waivers, a university of district 
intern credential, or a short-term staff permit. 

(Note: This does not include another substantial number of OUSD teachers who have 
preliminary credentials and are in the process of working the 5 additional years required for a 
permanent credential.) 

Data source: OUSD Human Resources credential records 

A-1 
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Addressing Invitational Priority 2 

Moderate Evidence of Effectiveness 

New Leaders ~ 

Overview of Moderate Evidence: The New Leaders leadership development program is 

supported by moderate evidence from an independent, quasi-experimental evaluation by the 

RAND Corporation- a 2010 Working Paper follows this natrntive (Appendix D2). The RAND 

study employs a value-added model in an intenupted time series design (with control group). Its 

primary conclusion to-date has been that students in K-8 schools led by New Leader Principals 

for three or more years outperformed their peers in comparison schools by statistically 

significant margins. For principals with three or more years experience, effect sizes ranged from 

approximately .04-.06 across math and reading, which are on par with or higher than the effects 

measured with similar interventions, especially given relatively small sample sizes. The study is 

characterized by both high internal validity and moderately high external generalizability. 

The RAND study evaluates the impact of the New Leaders Aspiring Principals Program 

being proposed as a component of the Stiiving Leadership for Full Service Community Schools 

project. It focuses on New Leaders in Oakland schools as well as schools in many other cities 

and includes similar student populations as OUSD' s. High schools have not yet been included in 

the study due to methodological challenges; however, New Leaders has every reason to expect 

similar impact in high schools, as its program participants receive the same treatment, serve as 

principals in the same cities, and serve students with similar demographic characteristics. 

Moreover, analyses of publicly available high school data have shown positive impact: for 

example, 2009-10 four-year high school graduation rates in schools led by New Leader alumni 

were 71 %, compared to an average of 63% across New Leaders ' district partners, despite student 

demographics in treatment schools that include significantly higher percentages of students in 
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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-se1ies 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. 1 

This quasi-expe1imental 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 

1 McCaffrey et al. (2004). 
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requires that principals are selected by local governance councils. Generally, new principals are 

hired to work in schools that have a principal vacancy. Furthermore, New Leaders works with 

districts to ensure that its alumni are considered for available positions that match both the 

individual candidate' s leadership strengths and New Leaders ' mission to serve low-income 

students and students of color. Thus random assignment would be incompatible with the design 

of the program and with the interests of pa11ner districts. 

In the absence of random assignment, a quasi-experimental research design was developed to 

account for biases that would arise from sorting of students and principals to schools. Because 

RAND's approach of using longitudinal student-level data to estimate "value-added" models 

exploits " interruptions" in the student' s exposure to the New Leaders program, it can also be 

characterized as a quasi-experimental design known as interrupted "time-series" (with a control 

group), with data on "control" students who never receive exposure to the program. 

The Value Added Model: RAND 's value added analysis uses student-level indicators and is 

able to examine how student achievement differs before, during, and potentially after a student 

attends a school led by a New Leader principal. Thus, the models base the estimates of the 

program impact on the differential achievement a student experiences in a school led by a New 

Leader principal relative to their achievement in a non-New Leader principal-led school, 

controlling for other observable student characteristics. In particular, RAND's design uses 

student achievement scores from at least two years prior to the assignment of a New Leader 

principal, creating a "pretest" achievement pattern that can be compared with changes 111 

achievement after the assignment of a New Leader principal (a "posttest" assessment). In 

addition, English Language Learner or special education status, free or reduced lunch eligibility, 

age for grade, race/ethnicity, and gender are included in the models, as are a range of other 
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factors that could account for initial differences between the treatment (i.e. , schools led by New 

Leader alumni) and comparison groups (i.e., comparison schools in the district), such as years of 

principal tenure. If the New Leader program is improving student outcomes, then the evidence 

should indicate that once a New Leader principal arrives, student outcomes should improve 

relative to their counterparts who did not receive the "treatment" of attending a school led by a 

New Leader alumnus. 

Formally, RAND estimates models of the form: 

where Y;s, denotes student achievement for student i in year t in school s, Xs
1 

is a vector of 

observed school-level covariates (such as principal experience), 17
1 

is a year fixed-effect, w;s
1 
is a 

vector of observed student-level covariates that may be time-varying (such as grade) or 

permanent (such as race), a ; is a student-specific intercept, and E;,, is a random disturbance term. 

The key variable for this study is Ds, , which denotes the program status of school s in year t 

(program status denotes both whether a student had a New Leader alumnus as a principal and the 

years of experience the New Leader principal had) .2 

Because the tests, institutions, and student characteristics differ so much across cities, the 

estimation is done on a city-by-city basis. For each city, the estimated standard errors on the 

effect sizes are adjusted for clustering at the school-year level. Aggregate estimates are generated 

by taking a weighted average of the city-level estimates, where the weights are based on the 

number of New Leader principals in a city, reflecting the fact that a city-level estimate with 

2 RAND estimates Equation (1) where it is estimated treating a ; as both a "fixed" and "random" 

effect. Although fixed- and random-effects models are valid under different statistical 
assumptions, so generating estimates from both statistical approaches is info1mative about the 
"robustness" of the findings. In practice RAND has found that both approaches yield similar 
estimates. 
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relatively few New Leader principals underlying it should be downweighted in the calculation of 

the aggregate effect. 

Table 1 reports the number of program schools by district that are included in the student 

achievement analysis. 

Table 1: Counts of New Leaders APP Schools by City 

K-8 Schools 

PrinciEal Tenure Baltimore NYC OUSD3 Chicago DC MemEhis Total 

At least one year 18 33 17 40 33 19 160 
At least two years 5 24 13 27 26 9 104 
At least three years 0 15 6 14 10 2 47 
At least four years 0 8 2 10 l 0 21 
At least five years 0 1 0 2 0 0 3 

Internal Validity and External Generalizability in the RAND Evaluation : RAND's 

evaluation of the New Leader program uses quasi-expe1imental methods - an inte1rupted time-

series design with a control group - that meet standards defined for establishing valid causal 

conclusions (i. e., the study exhibits high internal validity). The research is fmther characterized 

by moderately high external generalizability because though sample sizes are relatively small, it 

includes almost all New Leader alumni that have been placed as principals in K-8 schools, and 

these placements have been made in Oakland and other cities across the country and in many 

different types of schools, including both district and chaiters. 

Statistically Significant and Important Effects: For four years in a row, preliminary results 

from RAND' s evaluation of the program showed that K-8 students in schools led by a New 

Leader alumnus for at least three years are academically outpacing their peers by statistically 

significant margins. These statistically significant differences are not likely to be attributable to 

3 Counts for OUSD include charter schools in Oakland for which RAND has student-level data, 
but exclude other charter schools. Due to small sample size, schools with three or more years of 
tenure in Chicago are pooled, and schools with two or more years of tenure in DC are pooled. 
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chance, since the results have been found over time, across district contexts, with small sample 

sizes, and within complex organizations where the impact of the leader is indirect, and where 

standard errors are small . 

Effect Sizes: Table 2 shows RAND's pooled effect size estimates of the coefficients on the 

New Leader status indicators along with estimated standard en-ors. In bold below the effect size 

is the implied effect on the percentile ranking - assuming that standardized test scores follow a 

no1mal distribution - of a student whose counterfactual test score would place them at the median 

of the test score distribution. 4 

Table 2: Pooled Program Effect Estimates, Elementary and Middle SchooI5 

Fixed-Effects Random-Effects 
Math Reading Math Reading 

New Leaders Impact in 1 51 Year -.01 92** -.0295** -.0232** -.0335** 
(.00494) (.00380) (.00696) (.00643) 

-0.77 -1.18 -0.93 -1.34 
New Leaders Impact in 2nd Year .0160* .00464 .0243** .0125t 

(.00643) (.00496) (.00816) (.00669) 
0.64 0.19 0.97 0.50 

New Leaders Impact in 3rd+ Year .0381 ** .0418** .0598** .0637** 
(.00720) (.00539) (.0130) (.00841) 

1.52 1.67 2.39 2.54 

For principals in their third year or beyond, the fixed-effects estimates imply an effect size of 

about 0.04 and the random-effects estimates suggest an effect size of about 0.06. These effects 

should be thought of as cumulative effects. In particular, the positive estimate for principals in 

4 In other words, the implied percentile ranking is given by <P(e)-o.5 , where <1> is the c.d. f. of a 
standard normal. 
5 Note: Standard error in parentheses. Effect on percentile ranking in bold. "**", "*" and "t " 
indicate statistical significance at the 1 %, 5%, and 10% significance level, respectively. 13 7 
schools contributed to the 2008 overall estimate, and 105 schools contiibuted to the 2007 overall 
estimate. In 2008, there are 50 Year 1 schools, 45 Year 2 schools, 23 Year 3 schools, 17 Year 4 
schools, and two Year 5 schools. 160 schools have at least one year of tenure, 104 schools have 
at least two years of tenure, 4 7 schools have at least three years of tenure, 21 schools have at 
least four years of tenure, and three schools have at least five years of tenure. 
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their third or higher year represent the total difference in average achievement that is realized 

after the program has been in place for three or more years, and does not represent the 

incremental program effect relative to the effect of a second-year principal. Because the fixed-

and random-effects models both produce very similar estimates, the choice of modeling the 

student-level intercept does not appear to have an important effect on the qualitative or 

quantitative findings . 

Though estimated effect sizes for 3+ principals of .04 and .06 may not seem especially large, 

it is impoitant to note that these effects represent positive learning gains for students in the 

course of a short period of time. Moreover, they stem from the work of only one school leader, 

despite the fact that teachers maintain much greater direct contact with students. These estimates 

exceed those of the effects of other principal characteristics found in three recent studies: In New 

York City, a comparison of principals with five years of experience to new principals finds an 

effect size of about .04 for math and .03 for reading. 6 Estimates for Texas point to even smaller 

effects of about .025. Finally, a comparison of graduates of the NYC Leadership Academy with 

three or more years of experience to other 3+ principals finds an effect size of about .06 for 

reading, but a statistically insignificant -.03 in math - and without the additional research benefits 

of New Leaders ' cross-context learning. 7 Note that since RAND' s models control for the 

principal experience of all principals, the estimates do not reflect a pure experience effect, but 

rather suggest that New Leader principals with three or more years of experience are associated 

with larger achievement gains than would be realized in a school with similar observable 

characteristics, including principal experience. 8 

6 Clark et al. (2009). 
7 Corcoran et al. (2009) . 
8 Note that some of the principal tenure data RAND has collected is incomplete or has some 
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The estimates for principals in their second year are positive, but smaller. The estimates for 

math suggest that achievement is about 0.02 standard deviations higher in schools led by a 2"d 

year New Leader principal compared than it would be in a non-program school. The estimates 

for reading are smaller and only marginally statistically significant in the random-effects model. 

For 1 st_year New Leader principals, the results indicate there is a negative relationship between 

New Leader principals in their first year and student achievement. 9 Given this negative estimate 

for a 1st_ year principal, the estimates suggest that New Leader principals may improve more than 

the year-3+ effect would suggest (although from a policymaker's perspective this improvement 

is less important than the absolute year-3+ effect) . The cumulative effects capture both the effect 

of the principal acquiring more experience and students acquiring more years of exposure to the 

program principal. According to RAND, since students in, for instance, a Year 3 school will 

differ in how long they have been in a program school (because of mobility and because younger 

students will have entered the school more recently), these effects should be thought of as a 

weighted average of the effects for students with a given number of years of exposure to the 

program. Further, since New Leader principals have less expe1ience than typical principals, this 

may reflect inadequate controls for principal experience rather than a true negative effect. IO 

Magnitude and Importance in RAND's Study: These results are consistent with New 

Leaders ' theory of action, which stipulates that the full benefit of the training and program 

support is only realized after several years, by which time a principal will have had time to 

errors which could result in biased estimates. 
9 Ideally, this comparison would reflect a comparison to other first-year principals. To the extent 
that RAND's principal tenure data is complete and error free, it will be. However, as noted 
above, there are several problems with the principal tenure data RAND is using, so it may be that 
the negative effect in the first year may reflect a pure tenure effect. 
IO Some of the principal tenure data RAND has collected is incomplete or has some errors. This 
could result in biased estimates. 
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institute changes and refom1S to a school. It is therefore impo11ant to note that these results are 

from an ongoing evaluation: they only include New Leader alumni who completed their 

Residency between 2001 and 2006. 11 

More recent cohorts will benefit from increased alignment between New Leaders and its 

district partners- in particular, through collaborative work to build stronger principal evaluation 

systems and management supports-as well as New Leaders ' commitment to ongoing program 

improvement based on the latest research in the field , annual updates from the RAND evaluation, 

and analyses of high-quality implementation data. New outside research and New Leaders ' 

development of the Urban Excellence Framework™ have driven program improvements such as 

the following, which are all incorporated in the proposed Thriving Leadership Project: i) an 

initiative focused on early identification and extended development of emerging leaders (the 

Emerging Leaders program), ii) a greater focus on project management competencies during the 

Aspiring Principal recruitment and selection process; iii) training coursework on human capital 

management and data-driven instrnction; and iv) improved supports for early-tenure principals 

through the Principal Institute. 

These efforts have yielded promising initial results: nationally, the percentage of 2+ New 

Leader principal-led K-8 schools making breaktlu-ough gains 12 was 17% in 2009-10, compared 

to 10% for non-New Leader led-schools. Additionally, the percentage of New Leader-led schools 

11 RAND re-estimated the models excluding New Leader alumni who had less than three years 
of experience by the 2008 school year to examine whether the differences in the estimates by 
year of experience reflects differences in the composition or principals contributing to the 
estimates rather than changes in the effect as principals acquire experience. The results suggest 
that it is principal experience and not coho11 effects (i.e., that the early New Leader alunmi were 
always associated with higher achievement, even in their early years) that are driving the patterns 
observed (see Working Paper). 
12 "Breakthrough" is defined as 20 or more points in the percentage of students who reach 
proficiency, or, in schools that have reached proficiency, gains of 20 or more points in the 
proportion of students scoring at advanced levels. 
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making breakthrough gains has been consistently higher than the district between 2008 and 2011, 

even as our community has increased in size. Locally, in Baltimore-a city with tight alignment 

between New Leaders and the district and where program staff have been early adopters of 

UEF™-based tools and program improvements-I st_year New Leader principals have increased 

their student achievement gains compared to the average gain of all schools in the district from -

2.2 percentage points in 2006-07 to +6.2 percentage points in 2007-08 and +28.3 percentage 

points in 2008-09. Based on these early indicators, New Leaders expects that its ongoing district 

alignment and program improvement efforts will increase New Leaders ' impact on student 

achievement within program schools and thus lead to increases in the magnitude of effect sizes 

during the School Leadership Program grant period. 

Magnitude and Importance in New Leaders' Analytics: Supplementary prior research 

conducted by New Leaders sheds fm1her light on the magnitude and importance of historical 

program impact and the future impact of the proposed project. This research is based on publicly 

available student achievement data. New Leaders ' analysis has shown that in 2010-11 , K-8 

schools led by New Leader alumni made dramatic proficiency gains of 20 percentage points or 

more (across reading and math) at twice the rate of schools in New Leader partner districts-- I 7% 

and 10%, respectively. 13 These breakthrough gains represent what is required to radically tum 

schools around and make a lasting impact on the trajectory of children ' s lives. Furthermore, New 

Leader principals are closing the achievement gap: Over the three years from 2006-07 to 2008-

09, the high-poverty, high-minority schools led by New Leader alumni closed the proficiency 

gap with the average students in their states by 13 percentage points across math and reading. 

Where publicly available, subgroup data show that New Leader alumni have significantly 

13 This calculation excludes NYC and Memphis due to testing changes in the 2009-10 school 
year complicate year-over-year comparisons. 
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increased student achievement for students who are of color, economically disadvantaged, or 

limited English-proficient, or who have disabilities, across all cities, over a 3-4 year pe1iod. 14 For 

example, from 2006-07 to 2010-11, New Leader-led schools in Oakland saw a reduction in the 

overall achievement gap for African American students of 17 percentage points, whereas the 

overall district achievement gap for African American students only went down 3 percentage 

points during the same time period. 
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EXPERIENCE 
Director, Strategic School Support, HRSS, OUSD, Oakland, CA, 2012-Present 

Direct ta lent management initiatives and functions within the School Support Team of Human Resources. 

Responsib le for district systems related to staffing and employee retention, recognition, evaluation, and 

discipline. 

Facilitate the Effective Teaching and Leadership Task Forces. Manage teacher and leader evaluation and 

support pilots in partnership with labor partners. Portner w ith New Leaders for New Schools and other 

organizations to establish a leadership pipeline. 

Coordinator, School Improvement Grants (SIG) Office, OUSD, Oakland, CA, 2011-2012 
Lead the transformation process for four 'Persistently Low Achieving' middle schools. Facilitated strategic 

p lanning and resource a llocation process to support change efforts. Developed pilot teacher and leader 

evaluation systems. Established district structures for supporting the least quality schools including flexible 

staffing initiatives to support school transformation. 

Founding Principal, Coliseum College Prep Academy, OUSD, Oakland, CA, 2006-2011 
Transformed low achieving district middle school into a new, small secondary school. Improved AP I score by 

l 00 points to the highest level ever on the campus. Increased the attendance rate and decreased 

suspension rotes. Parent satisfaction hos consistently been over 903. Firs t graduating class hod the highest A­

G completion rote in the district. Roted second highest 'quality' school by district school quality review 

process. 

Founded innovative secondary school design that features: extended day programming; a rigorous 

instructional approach, and strong family partnerships. Established relationships with local and notional 

foundations and organizations to provide nearly l mil lion dollars of programming and resources: A tlontic 

Philanthropies, Eisenhower Foundation; Zellerbach Family Foundation, Scully Foundation, Rogers Family 

Foundation . Oversaw the development of a Family Resource Center, College and Career information 

Center, and school based health clinic. 

Collaborated with district leadership to improve innovative district budgeting system: member of Resu lts 

Based Budgeting Work Group and Reallocation Committee. Presented in Louisiana and Los Angeles about 

Oakland budgeting model. Participated in Quality Schools Development Group technical assistance team 

to develop quality standards for Oakland schools. Worked with district and charter school leaders in Oakland 

on the Early College Inquiry Team to produce a 'best practices' handbook. 

Nominated as Mentor Principal by New Leaders for New Schools. 

Design Team Leader, New School Development Group, OUSD, Oakland, CA, 2005-2006 
Led the development of a new, small secondary school through a yearlong community engagement 

process. Engaged parents, students, and teachers to establish a l 0 member design team. Facilitated team 

for a year to create a school proposal approved by the board for opening. 

Assistant Principal, Claremont Middle School, OUSD, Oakland, CA, 2005-2006 
Established a comprehensive services program at the site to provide students with mental health counseling 

and other services. Managed the ofter school program. Supervised the Special Education Deportment. 



Data Inquiry Coach, Department of Research and Assessment, OUSD, Oakland, CA, 2004-2005 A-14 
Coached eight schools in the district in build ing capacity to use data to inform instruction and school 

management. Collaborated with p rincipals to assess school needs and develop action p lans. Promoted the 

development of professiona l learn ing communities at each site. Tra ined sta ff in cyc le o f inquiry practices. 

Facilita ted numerous professiona l development sessions. Organized a distric t-wide con ference on sharing 

best prac tices in the use of data to close the achievement gap. 

Lead Teacher, Far West School, Oakland, CA, 2003-2004 
Facilitated the school planning process for a newly reconstituted small schoo l. Assisted in the a dministration 

of middle school program. Developed the middle school instruc tional program and school master schedule. 

Lead a school inquiry group. Assisted in budget and site plan development. 

Social Studies Teacher, Far West School, Oakland, CA, 2002-2004 

Taught 3 sec tions o f Social Studies to 90 6-8 graders. Imp lemented a p roject based c urricu lum and 

performance based assessments. Partic ipated in the development of a school portfo lio process and 

advisory system. Co llabora ted with California Co llege of the Arts and Alternatives in Action. 

Project Consultant, Big Picture Company, Providence, RI, 200 1-2002 

Advised on organization's program to launch 16 new public high schools nationa lly. Completed case studies 

of Oakland, CA and Brattleboro, VT sites. 

Service Learning Coordinator, Auburn School Department, Auburn, ME, 2000-2001 
Secured over $30,000 for initiatives in the d istric t. Consulted on curricu lum for 4 projects by teachers w ithin 

the d istrict. Participated in Maine Department of Education local assessment project. 

Social Studies Teacher, Auburn Middle School, Auburn, ME, 1999-2001 
English Teacher, United States Peace Corps , Karasu , Kazakhstan, 1996-1998 
Teacher Outreach Program Director, United States Peace Corps , Karasu, Kazakhstan, 1996-1 998 

EDUCATION 
Cal State East Bay, School Leadership Program , 2008-2009 

Earned Tier 2 administra tive c redentia l program. 

BayCES and CSU-Hayward, Leading for Equity, Achievement, and Democracy, 2003-2004 
Focused on equity issues, small school design, instruc tional leadersh ip, and adult learning communities. 

Earned Tier l California administra tive credential. 

Harvard Graduate School of Education, Master of Education in School Leadership , 200 1-2002 

Concentrated in issues of school design and instructional leadership. Served as the Director o f Harvard 

Experiential Educators Network. Presented a t the National Student Research Council. 

National Outdoor Leadership School, Outdoor Educa tor , 2000 
Awarded highest rating as an expedition leader. Completed 28 day backpacking and rock c limbing 

leadership course . 

Syracuse University, Bachelor of Arts in Policy Studies , 1992-1996 
Graduated Magna Cum Laude from Honors Program with a focus in Education Po licy. Received the 

Chancellor 's Award for Public Service. 
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DA VINA KATZ GOLD WASSER 
katzdavina@yahoo.com 

(415) 606-1900 

Administrative Services Tier II Credential, University of California, Irvine 

California Multiple Subject Teaching Credential, California State University, Hayward 

B.A., Psychology, University of Oregon 

PROFESSIONAL EXPERIENCE 

Manager of Leadership Development, Oakland Unified School District July 2012-Present 
• Lead the OUSD Principal Mentor Program 
• Partner with Human Resources and Associate Superintendents to design appropriate supports for 

new principals 
• Lead the development and implementation ofOUSD's Instructional Rounds classroom 

observation and feedback protocol and professional learning sessions for all K-12 school 
principals 

• Facilitate regular professional learning space for Curriculum Coordinators, Managers, and 
Coaches to best serve Principals and teachers participating in one of the OUSD Common Core 
Readiness Inquiry Cohorts 

Leadership Specialist, Oakland Unified School District, July 2011-June 2012 
• Designed the first OUSD Principal Mentor Program serving 21 new school leaders 
• Coordinated the OUSD Principal Performance Based Interview and Selection Process 

Transformational Leadership Coach, Oakland Unified School District July 2007 - June 2011 
Built leadership capacity through coaching of si te administrators and teacher leaders 
Coached principals in putting in place the systems and structures for leading high functioning 
results driven professional learning communities 
Provided support to school leaders on multiple strategies around the use of data to impact teacher 
practice 
Facilitated and coordinate professional development for principals through inquiry groups and 
instructional rounds 
Led principals and community based design teams through the OUSD school redesign and 
incubation process 

Dean of Students, High Tech High Bayshore, Redwood City June 2006- June 2007 
Worked with the Director to manage all day to day operations of the school 
Mentored teachers by providing feedback, delivering model lessons, and curriculum planning 
support 
Planned professional development for teachers 
Recruited and managed service providers and partners to the school 
Counseled students and families on academic and social emotional issues and managed student 
discipline 
Chaired student support meetings and developed interventions for students 
Coordinated academic support for English Language Learner (ELD) students across the school 
Worked with the Director to develop and lead the school's leadership team 
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Learning Team Leader, Teach For America, Fall 2003-2004 
Provided small group and one on one support to first and second year Teach For America 
educators teaching in inner city Bay Area public schools 

Community Resource Director, Edison McNair Academy, East Palo Alto, 
August 1998-June 1999 

Worked with the Director to manage all day to day operations of the school 
Developed the parent educati on and parent vo lunteer program 
Established partnerships between community based organi zations and the school 
Counseled students and fa milies on academic and social emotional issues 
Developed and managed the school's community service program fo r students 

PUBLICATIONS 

ASCD, Educational Leadership 
"Support Principals, Transform Schools" 
Elena Aguilar, Davina Goldwasser and Kristina Tank-Crestetto 

CONSULTING EXPERIENCE 

Teacher Inquiry Consultant, National Equity Project, 2004- Present 

Teacher Fellow and Teacher-Consultant, University of California Bay Area Writing 
Project, Summer 2003-Present 

Teacher Researcher, University of California Literacy Consortium, Fall-Summer 2004-2005 

TEACHING EXPERIENCE 

• Educator, ASCEND School, Oakland, August 2002- June 2006 
• Educator, James Lick Middle School, San Francisco, August 2000- June 2002 
• Educator, Edison McNair Academy, East Palo Alto, August 1999- June 2000 

TRAININGS 

ACSA, Coaching Leaders To Attain Student Success (CLASS) 
West Ed, Academic Language & Literacy 
West Ed, Teach fo r Success 
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Anne C. Prozan 
4033 Maple Avenue 

Oakland , California 94602 
(510) 482-6233 aprozan@hotmail.com 
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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 QUALIFICATIONS: 
• Supporting district and site leaders and leadership teams to develop and implement and monitor 

professional development plans that support district and site goals 
• 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, Oakland Unified School District, California 

Manager, Leadership Development, Transformational Leadership coach 

2000-2005 

• 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 

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

• 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 
• 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 
• 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 

• 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 . 

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



• 
• 
• 

Chaired the Family Involvement committee and organized monthly parent wo~pt 8 
Second grade classroom ELA teacher 
Increased API results from 610 to 704, the API similar schools ranking from 2-2 to 4-7 
and an increase of African American and Latino student performance by over 50% 

1998-2000 San Francisco School Volunteers, San Francisco, California 
Program Director for Families as Readers and Literacy Volunteer Programs 

• Launched family literacy project, managed budget, hired and trained coordinators 
• Designed individualized program models for diverse SFUSD schools to implement 

weekly and monthly family literacy events; 
• Coordinated , led, and monitored city wide volunteer trainings. 
• Strengthened Literacy Volunteer Program by recruiting SFUSD teacher leaders to help 

redesign our literacy volunteer training, create a training video, and write the first Literacy 
Volunteer Handbook; increased workshop attendance by 120%; 

• Coordinated 1999 SFUSD Read Aloud Day, increasing volunteer readers by 30% 

1993-97 Oxford Elementary School, Berkeley, California 
151 and 3rd Grade Teacher 

1988, 1991 Gonawapotera High School, Zimbabwe; The Lawrence School, Simla Hills, India 
International High School English and Health Teacher 

EDUCATION 

2010 Administrative Credential, Tier 1. Currently working on Tier 2 

2001 Literacy Coordinator Certificate 
California Early Literacy Learning Project (CELL), University of California, Riverside 

1993 M.A., Education: Developmental Education & Multiple Subject Teaching 
Credential, University of California, Berkeley 
Master's Thesis : Peer Conferences and Writing Development in an ELD classroom 
Cross Cultural Academic Development Authorization (CLAD) 

1987 B.A., Psychology, Child Development and Urban Education emphasis 
University of California, Berkeley 

RECENT PROFESSIONAL DEVELOPMENT 

Literacy and Curriculum 
Academic Language and Literacy; Understanding By Design; California Association of 
Bilingual Educators Conference; Academic English Development and Culturally Relevant 
Teaching ; Front Loading for Comprehension Support: AB466 & AB75 Training for Houghton 
Mifflin ; Lindamood Phoneme Sequencing; The Four Square Writing Method; Creating Fluent 
Readers ; Six Traits Writing ; The Reading and Writing Project, Columbia Teacher's College; 
California Early Literacy conferences; AB466 Training for Harcourt Brace Math; California Math 
Association conference. 

Teacher and Leader Coaching I School Wide Reform 
Achievement Gap Conference; DaFour Professional Learning Community Conference; West 
Coast Effective Schools Conference; _BAYCES Coaching for Educational Equity Institute; 
Coaching Leaders to Attain Student Excellence, (Blended Coaching); Coaching with an Equity 
Lens; Cycle of Inquiry with Partners in School Innovation; Cognitive Coaching, BSTA mentor 
training. 
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Hope Tollefsrud A-20 
301 Chadbourne Way, Oakland, CA 94619 

510-409-7080 (cell) 
Email: HTollefsrud@reachinst.org 

Personal Strengths 
Innovative, Inclusive, Supportive, Collegial, Analytical, Systematic, Organized, Growth-oriented, Creative, 

Patient, Persistent, Compassionate. 

Summary of Qualifications 
Developing professional growth and support systems in pursuit of excellence in teacher-leadership, teaching and 
learning; extensive expe1ience facilitating professional development and providing for direct coaching of teachers to 
implement best practices in their classrooms; vision and leadership skills; collaborates with colleagues towards 
reaching strategic goals. Strengths include creative problem solving and strategic thinking, building shared leadership 
and productive relationships, solid written and verbal communication skills, proficient facilitation and project 
management skills, ability to leverage data to identify and seek multiple solutions to problems. 

Professional Experience 
Reach Institute for School Leadership, Incoming Executive Director (July 1, 2013) 

Reach Institute for School Leadership, Instructional Leadership Academy Program Coordinator (3/1111-
7 /l/13) 
Key accomplishment: Led the development of Reach ' s teacher-leadership pilot program through CTC 
accreditation and its first class of Masters' graduates. 
Additional collaborative responsibilities included: 
• Developing and piloting aspects of the Reach Teacher Incentive Fund (TIF) grant, as well as participating on 

the TIF Steering Committee and assisting schools in TIF implementation 
• Ensured submission of the Reach BPPE application to operate as an IHE in CA 
• Orchestration of WASC activities , with a goal of candidacy within two years 
• Cuniculum development, teaching and coaching 
• Oversight of Leadership Partner Program contract with New Leaders 
• Communication and partnership activities with consortium schools, NTC, CTC, OUSD, and other agencies 
• Full engagement in all staff and faculty professional development activities 

Oakland Unified School District BTSA Induction Coordinator, New Teacher Support and Development 
(NTSD) Oakland BTSA Induction Program Management (7/03-3/11) 
Key Accomplishment: Led a team to create and build a district-wide infrastructure to cultivate the development of 
highly effective teachers, by focusing on building the capacity of the teacher leaders who suppo1t novice teachers. Our 
efforts supported new teachers through recruitment, induction, and development. 
In service of this mission, I worked in partnerships with district and local Intern programs, partner agencies, central 
office, teachers and district leaders. Examples include: 
• Co-chair of the Effective Teaching Task Force; collaborated to prepare agendas and co-lead inquiry teams 
• Collaborated with OPTP to write the common standards for the district Special Ed Intern program 
• Collaboration with Alliant led to their adoption of structures from the Oakland BTSA course of study 
• Committee member of the district Instructional Leadership Team; collaborated to prepare agendas and co-led 

inquiry teams 
• Advisor to the Focal Student Initiative team 
• Facilitator of the High School network Coaching study group. 

In my primary role, I orchestrated and guided the design and development of Oakland ' s SB2042 Teacher Credentialing 
Program, including: 
• Assuring support for teachers based on credential status, professional needs, the California Standards for the 

Teaching Profession, and Induction Standards aligned with district and site goals. 

6112109 
(510) 530-3018 
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• 

• 
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• 

• 

• 
• 
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Building partnerships and relationships with relevant external partners such as the Commission on Teacher A-21 
Credentialing and the New Teacher Center. 
Creating, producing, coordinating, conducting, evaluating, improving and attending ongoing Professional 
Development and training. 
Counseling teachers and district staff regarding SB2042 requirements and licensing . 
Designing and providing all support and assessment activities for 150+ Coaches serving 270+ Participating 
Teachers at 100 OUSD schools, and at 15 partnering charter schools. 
Coordinating with district leads and principals, the regional BTSA Cluster, and various agencies and vendors 
within and outside the district to advance program goals . 
Providing field support and formative assessment coaching based on the New Teacher Center model , 
BayCES, cognitive coaching, and culturally responsive practices. 
Conducting cycles of program analysis and improvement based on data collection and review . 
Creating promotional strategies, materials and reports . 
Assisting in resource allocation strategies and budgets development. 
Developing, tracking, and overseeing maintenance of participant files in the NTSD FileMaker database . 

Consulting Teacher/PAR (7/00-7/03) 
Supported teachers through Peer Assistance and Review, leveraging formative assessment protocols, with the goal 
of improving teaching quality and student learning 

• Co-designed and launched the district's Peer Assistance and Review Program 
• Provided ongoing operational functions associated with budgets, resource allocations, facilities, and 

collaboration across departments. 
• Coached and supported over thirty individual teachers to improve their curriculum and instructional 

practices using proven formative assessment protocols, including observation and other substantive data 
collection, assessment of student work, goal-setting, planning, inquiry, and modeling lessons to facilitate 
growth through the use of the CSTP and CA Content Standards. 

• Provided detailed, data-based reports to a joint committee of teachers and administrators for peer review 
and supervision. 

• Provided in-service training, and staff development for district administrators and HR personnel. 
• Collaborated on program review, planning, and implementing improvement strategies. 

Site-Based para-administrator, Laurel School 4/97-7/00 
• Developed and coordinated State and Federal Programs for Student Achievement. 
• Managed State and Federal Budgets of approx. $170,000; received written commendation from the 

District Superintendent for successful fiscal management of these budgets. 
• Facilitated and co-authored the school Program Quality Review plan. 
• Coauthored and coordinated the staff and community process for an approved School wide Project Plan. 
• Conducted staff development planning and implementation. 
• Served as the site Literacy Curriculum Coach; received district commendation for being among three of 

fifty schools demonstrating the greatest student growth through effective implementation of the district's 
newly adopted literacy program. 

• Co-created and co-supervised a Structured Cross-Age Tutoring curriculum, which measurably improved 
student reading abilities and character development. 

• Acted as Community-School Liaison: 
o Coordinated and Supervised the Volunteer Tutor/MillsCares Service Leaming Program. 
o Served as District Arts Liaison Year-One Cohort representative. 
o Developed and coordinated State and Federal Programs for students including comprehensive 

dance, theater, and visual arts program in collaboration with Destiny Arts, MOCHA, 
StageBridge, Oakland Parks and Rec, and other community agencies. 

6112109 
(510) 530-301 8 

o Shared leadership with the Neighborhood Crime Prevention Council (NCPC) to create, 
coordinate, and supervise programs for students in partnership with the Friends of Laurel, the 
Volunteer Tutor/MillsCares Service Leaming Program, Sports-for-Kids, and Girlslnc. 
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• Created and instructed a Visual Arts curriculum, grades 1-5. 
A-22 

• Organized and facilitated new teacher support at site. 
• Coordinated site and state testing programs. 
• Coordinated site curriculum and textbook pilot programs and adoptions. 
• Directed acquisition and distribution of materials and textbooks. 

Art Teacher (intermittently between 9/84- 7/00) 
• Created and produced successful Art Programs at all grades K-12 
• Created and implemented a Visual Arts Curriculum based on district, state and national standards. 
• Contributed to and provided editing for the Ewald Foundation's S.F. Arts Guide, Ms. Ewald Presents. 

Classroom Teacher (intermittently between 4/91-4/97) 
• Taught grade levels 1st through 4111

, including combination classes. 
• Integrated curriculum based on CA content and performance standards. 
• Organized the program to meet individual needs through effective assessment and instructional skills. 
• Received consistently high evaluations from supervisors and peers. 

o Data analysis showed increased achievement for my students. 
• Served on school leadership committees and projects. 
• Served as a Master Teacher for student teachers, and as a district Mentor for new teachers. 
• Assisted in the creation of the CA State Environmental Education Guide series. 

Consultant San Carlos Charter Leaming Center ( 4/93-8/93) 
• Assisted in creating school operating procedures, acquiring grant money, designing curriculum, and in all 

aspects of launching the school. 
o Collaborated with teams of parents and staff to implement the vision of the first charter granted in the 

state of California. 

Reach Institute for School Leadership 
M.Ed. in Instructional Leadership 

UC Irvine 
Clear Administrative Services Credential. 

Cal State Hayward 
Tier 1 Administrative Services Credential. 
Clear Multiple Subjects Teaching Credential. 
Clear Single Subject-Art, Teaching Credential. 
CLAD Teaching Credential. 

Rhode Island School of Design 
Brown University 

Education 

BF A: Majored in Printmaking; Minored in Semiotics and Theater (1977-81) 

Volunteer and Special Interests Highlights: 

• Sustainable Architecture 
Designed and renovated two homes, one of which is a resource-efficient home that was featured on the 
2006 Build-It-Green Homes Tour. 

• Encaustic Painting 

6112109 
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Included in numerous shows and in private collections. A-23 
• Adventure Ropes (Challenge) Course Leadership volunteer work 

• Team Leader: 
• trained new members. 
• supervised and provided feedback to Facilitators. 
• participated with club administration and various operations committees. 

• Facilitator: 
• led groups through the course to encourage teamwork, appropriate risk taking, group 

problem solving, and self-reflection from participants 
• Association of Children's Services Preschool parent participation volunteer work 

• Production of monthly newsletter. 
• Annual brochure illustration and graphics. 

• Joaquin Miller Elementary School parent participation volunteer work 
• Served on the annual school auction c01mnittee. 
• Chaired the after-school enrichment program committee. 

• ETS (Educational Testing Services): honorarium for test scoring 
• CLAS (California Learning and Assessment System): honorarium for test scoring 
• BASRC (Bay Area School Reform Collaborative): organized school participation and served on district­

wide portfolio scoring committee 

6112109 
(510) 530-3018 
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Jessica R. Evans 
810 Calmar A venue 
Oakland CA 94610 

(510) 390-1238 
jessica evans67@hotmail.com 

A-24 

EDUCATION 

9/95-6/01 

9/90-8/91 

9/85-6/89 

Doctorate in Education and Masters in Education in Administration, Planning and 
Social Policy, Harvard University, Graduate School of Education, Cambridge, MA. 
Dissertation topic: impact of teachers collaboratively analyzing student work. 
Dissertation advisor: Richard Elmore. Administrative Services Credential (transferred 
to California in 2001) 

Masters in Education and Single Subject Social Sciences Credential, UCLA, Los 
Angeles, CA. 

Bachelor of Arts in Political Science, Stanford University, Stanford, CA. Focus on 
education and poverty policy. 

WORK EXPERIENCE 

8/1/2013- Incoming Instructional Leadership Academy Coordinator, Reach Institute for School 
Leadership, Oakland, CA. 

7/05- 7/1/13 Chief Academic Officer, Education for Change, Oakland, CA. Oversee alignment of 
curriculum and instruction at six schools . Develop, coordinate, and facilitate 
professional development for administrators, coaches and teachers. Develop and 
support teacher leadership pipeline. Develop and refine instructional autonomy for 
accountability system. Coordinate BTSA induction program. Oversaw Reading First 
grant and reporting, including internal evaluation. Interim CEO for 6 months. 

7/03-6/05 

8/01-6/03 

Director of Elementary Education and Interim Executive Officer of Instructional 
Services, Oakland Unified School District, Oakland, CA. Supervised all elementary 
curricular areas and professional development activities. Coordinated implementation 
of elementary grants including Reading First, Migrant Education, and portions of NSF 
grant. Supervised Elementary Education staff and New Small Schools Principals. 
Managed budgets of approximately $6 million. Oversaw redesign of the Instructional 
Services division as member of the Oakland Unified central office redesign team. 

Principal of La Escuelita Elementary School, Oakland Unified School District, 
Oakland, CA. Led educational, instructional, professional development, budgetary, 
discipline, parent and community involvement activities for a small, multicultural (67% 



2/98- 5/01 

8/91-6/95 

7/89-6/90 

3/87- 4/88 

Latino, 21 % Asian, 9% African American, 1 % Pacific Islander, 81 % English Lang~ 2 5 
Leamer) K-5 school . Saw achievement gains of over 100 API points over two years. 

Research Associate, Education Matters Inc, Cambridge, MA. Assisted in conducting 
qualitative evaluations of the Boston Plan for Excellence/ Boston Public Schools' reform 
efforts and the Edna McConnell Clark's reform grant in San Diego middle schools. 

Sixth Grade and Seventh Grade Teacher, Lennox Middle School, Lennox, CA. Taught 
Reading/Language Arts, Social Studies and Science to middle school students. Taught 
in both English and Spanish. Supervised UCLA student teachers in my classroom. 

Milieu Activities Therapist, Las Lomas Center, Eastfield Ming Quong, San Jose, CA. 
Worked on a therapeutic team in a day treatment program for SED students. 

Director of East Palo Alto Stanford Summer Academy, Stanford, CA. Coordinated 
summer enrichment program for middle school students as well as year-long follow-up 
program. Wrote grant applications and funding reports. 

ADDITIONAL INFORMATION: 
Lecturer on Reading Methods, taught credential course for secondary teachers at UCLA (1994-1995) 

and for elementary teachers at Holy Names University (2010) 

Teaching Fellow for Policy, Policymaking, and Political Action and Systemic School Reform 
Harvard Graduate School of Education. Professors Richard Elmore and Paul Reville 

Research Assistant for the Pew Charitable Trust's Forum on Standards Based Reform, Harvard 
Graduate School of Education. 

Presenter at Reading First Summit, New Schools Venture Community of Practice, Broad Charter 
School Residents Selection Day 

ACSA 10 day Principal's Institute participant, 2002 

Student Teacher Supervisor, Harvard Graduate School of Education 

Speak Italian fluently and conversational Spanish 

REFERENCES: 
Richard Elmore, Harvard Graduate School of Education, Dissertation Advisor, (617) 496-4814 

Paul Reville, Harvard Graduate School of Education, former Secretary of Education for 
Massachusetts, (617) 496-4823 



Louise Waters, CEO Leadership Public Schools, former Associate Superintendent in Oakland ~W-26 
School District, ( 415) 305-1351 

Additional references available upon request. 



EDUCATION 
New Leaders for New Schools 

Laura C. Robell 
EDUCATOR 

400 Perkins Street, Apartment 607, Oakland, CA 94610 
(510) 333-5413 • lrobell@gmail.com 

Clear Administrative Credential 
June 2007 

Stanford University, Stanford CA June 1999 
Masters in Education, California Single Subject Professional Clear Credential in English, and CLAD 
Credential 

Duke University, Durham, NC May 1996 
Bachelor of Arts in English and Religion 
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University of Melbourne, Melbourne, Australia July-November 1994 
Study abroad with a focus in cultural studies and religion 

EDUCATOR EXPERIENCE 
New Leaders 
Managing Director of Programs, Bay Area June 2012- Present 

New Leaders is a national urban principal preparation program. Managed all programs in the Bay Area 
including the Emerging Leaders Program, Aspiring Principals Program and Principal Institute. Recruited 
and trained teacher leaders and principals and supported new principals. Contributed to and implemented 
national program content and developed local content. Managed relationships with partner districts and 
charter management organizations. 

Elmhurst Community Prep, Oakland Unified School District 
Principal July 2009-June 2012 
Assistant Principal August 2006-July 2009 

Opened a new, small, district middle school in 2006-07; planned and executed weekly professional 
development and retreats for staff; observed, coached and evaluated teachers; cultivated student culture and 
managed discipline; developed advisory program; managed classified and consultant staff and community 
partnership relationships; managed school budget, including multiple grants; managed all aspects of the 
daily functioning of the school as well as strategic and long-term planning. 

San Lorenzo Unified School District 
Literacy Teacher on Special Assignment, High School August 2005-June 2006 

Worked district-wide, primarily at the high school level, to thoughtfully develop a process to implement 
State recommendations because of the district's status as Program Improvement. Included designing 
structures to build an inclusive process to make decisions about core curriculum, instructional time, 
intervention for low-performing students, and other aspects of how to create stronger structures at school 
sites to support academic achievement for all students. 

San Lorenzo High School English Teacher August 1999-June 2005 
Taught Literature and Composition (9), World Literature (10), Honors American Literature (11), and 
Journalism (10-12) . Explored themes of moral decision-making and individual responsibility in a global 
society through the analysis of college preparatory texts. Emphasized writing as a process and the 
development of metacognitive reading strategies. Taught the Socratic method as a critical thinking tool to 
enhance oral communication and writing development. In journalism, produced the school newspaper while 
focusing on the reading and writing of expository texts and political analysis of current events. 



San Lorenzo High English Department Chairperson May 2003- June 200A-2 8 
Hired and mentored new teachers; created the master schedule; planned and facilitated monthly department 
meetings; implemented standards-based instruction; planned department summer literacy institutes; aided 
in curriculum development; oversaw grants; coordinated student teachers; articulated with feeder schools 
and universities; and served on school-wide leadership committees. 

San Lorenzo High Team Captain, 1Qth grade English January 2000- June 2005 
Mentored a team of up to six teachers of tenth grade English in planning and curriculum development. 
Planned and facilitated meetings, organized units, and supported new teachers. 

Stanford University Instructor Winter 2005, Winter 2006 
Instructor for Teaching in Heterogeneous Classrooms to Stanford Teacher Education Program credential and 
masters students. The class focused on the theory and practice of Complex Instruction as a tool to attain 
equity for all learners in a classroom. 

Educational Consultant, Oakland Military Institute August 2005-June 2006 
Coached and supported teachers to implement groupwork and other pedagogical techniques that actively 
engage students in their own learning. Planned and facilitated staff development days, observed teachers 
and debriefed lessons, collaborated with teachers to create curriculum, and provided other support as 
needed. 

School-wide Projects at San Lorenzo High School 
SLz Design Studio Leadership Team April 2005 
Designed, planned, and facilitated a three-day conference through which forty visitors from schools around 
California visited San Lorenzo High. Envisioned themes and structured ways to present work in those 
themes; organized and moderated panels; designed theme-based, content-rich schedule for conference 
participants. 

Literacy Coordinator August 2004- June 2005 
Conceptualized, planned and facilitated staff development days and use of common planning time and 
supported on-site and external presenters; structured San Lorenzo's efforts to support students in becoming 
better readers across all content areas by creating opportunities for teachers to learn from each other; 
collected and evaluated standardized forms of assessment; provided curricular support for new teachers; 
facilitated discussions of how to integrate literacy skills into all four years of English; worked with the 
librarian to foster a literacy-rich environment by planning and scheduling information literacy skills training 
for all ninth graders, developed a Self Selected Reading program for all ninth graders; maintained 
communication with feeder schools to build on middle school literacy skills. 

SLzUSD High School Restructuring September 2003- June 2005 
Participated in a district committee that explored high school restructuring and identified guiding principles; 
attended a week-long conference hosted by the Stanford School of Business and the School of Education with 
the Superintendent and district high school principals to look at how to redesign schools; visited New York 
City small schools on the Stanford Redesign Network's small schools tour; co-authored a proposal for a small 
school. 

Complex Instruction Study Group Facilitator September 2001-June 2003 
Facilitated a cross-disciplinary group of teachers from middle and high schools in practicing and 
implementing Complex Instruction, a pedagogical tool that supports teachers in using groups in 
heterogeneous classrooms. Researched, planned, and facilitated meetings. 

Cooperating Teacher August 2001- June 2005 
Worked as a cooperating teacher with student teachers from Stanford University and Mills College, 
providing mentorship and support in curriculum design, classroom management and all aspects of teaching. 
Performed regular observations and debriefings to help student teachers capitalize on their strengths and 
build on their successes to become reflective professionals. 
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CHARLEEN CALVERT _____________ _ 
2608 Grant Street Berkeley, CA 94703 510.847.4248 ccalvertnewleaders.org 

EXPERIENCE 
2006 - present 
2004- 2006 
1999 -2004 
1996 -1999 
1992-1996 
1990 -1992 
1979 - 1992 
1969 -1978 

Director Aspiring Principals Program, New Leaders 

Assistant Director 
Principal 
Vice Principal 

Counseling Coordinator 
Counselor/Teacher 
Head Counselor 
Teacher 

PROFESSIONAL SKILLS 

Pupil Personnel Services Fremont Unified School District 
Westlake Middle School, Oakland Unified School District 

Berkeley High School, Berkeley Unified School District 

Berkeley High School, Berkeley Unified School District 
Merritt College, Peralta Community College District 
Skyline High, Oakland Unified School District 
Various Sites, Oakland Unified School District 

Management and Organization/Administrative 
Immediate Past 
• Working knowledge of Board Policies, Educational Codes and laws relating to pupil services 
• Chairperson of Expulsion Hearings, full panel and waiver hearings 
• Supervisor of Child Welfare and Attendance officers 
• Instrumental in the revision and implementation of District Medication Policy 
+ Two year leadership of School Counselors with implementation of National Counseling Standards 

and the beginning of use of data to evaluate and drive practice 
• Two year leadership of the School Nurses with implementation of medication policy including the 

injection of insulin during the school day 
• Administrative liaison in representing the District's interests in a Class Action Suit filed in behalf of 

diabetic students 
+ Supervisor for the Inter-District, Intra-District, and general enrollment processes for FUSD 
• Leadership in the PPS initiatives to serve homeless students and students in foster care 
• District representative in the monthly meetings and the weekly briefings with t11e Fremont Police 

Department and the School Resource Officers 
• Reviewer of annual School Site Safety Plans in coordination with Facilities for each school site 
• Effective supporter of school site administrators on issues relating to Pupil Services 
• Positive rapport with parents on issues relating to Pupil Services 
Previous 
• Effectively run an urban public middle school of 700 students and 70 employees 
• Manage a Site Based Budget for a school site 
• Institute School Reform that resulted in a gain of 144 points on the API in four years 
• Design the master program for both middle and high school 

• Evaluate student conduct and implement appropriate disciplinary action 
• Recruit, interview, and recommend new certificated and classified hires 
• Develop and write school improvement grants and programs 
• Evaluate administrators, teachers, counselors and classified persormel 



SPECIAL SKILLS 
School Reform Coach for Principals 
Sign Language Proficiency 
Knowledge of School Computer Systems 
Expert at Master Program Design 
Effective Budget Manager 

EDUCATION 
Master of Science: 
Credential Program: 

Counseling, California State University, Hayward 
University of California, Berkeley 
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Bachelor of Arts: 
Associate of Arts: 

History, Humanities, University of California, Santa Barbara 
College of San Mateo, San Mateo 

CREDENTIALS 
Designated Services: 
Designated Services: 
Community College: 
Community College: 
Secondary Teaching Credential: 

REFERENCES 
Available Upon Request 

Administration 
Pupil Personnel 
Counseling 
Psychology 
History, Humanities 



Lydia Smith Glassie 
1071 59th Street, Oakland, CA 94608 • ( 415) 828-64 77 • lydiaglassie44@gmail.com A-31 

Highlights of Qualifications: 
• Created and implemented strategic vision and organizational design for high functioning educational institutions 
• Managed the design and implementation of professional development for all staff members, differentiated by 

individual need 
• Coached and developed teachers, principals, operations staff, and student service providers 
• Led and managed a team of 28 staff members to drive student achievement, and reach school goals 
• Achieved consistent student results in top l 0% of schools in California with similar demographics 
• Rated among the top performing schools in the entire KIPP Network on teacher, staff, parent and student 

satisfaction on annual national survey 

WORK EXPERIENCE 

New Leaders July 2012 - present 
Emerging Leaders Program Director 
Recruited and trained a group of teacher leaders who are interested in becoming site leaders in the first step of the New 
Leaders program continuum. Led regular professional development that focused on building their skills in data driven 
instruction, faci litative leadership, personal leadership, and coaching. Assessed demonstrations of work to determine 
eligibi lity for Aspiring Principals Program. 

KIPP San Francisco Bay Academy 
Founder and Principal 

June 2003 - June 2012 

Founded and led the daily operations of KIPP San Francisco Bay Academy, a California Distinguished charter school 
serving 355 students in grades 5-8. KIPP San Francisco Bay Academy consistently ranks in the top 30% (8-10 ranking on 
the California API) as compared to all schools in California, and the top 10% of schools with similar demographics (10 
ranking on the API). 

Direction Setting 
• Developed the vision for a rigorous, college preparatory institution for students in grades 5-8 
• Created and managed a high functioning Board of Directors 
• Assessed strengths and areas of growth constantly, and created collaborative goals for improvement 
• Worked with district personnel on issues related to facilities , public funding, and sharing of best practices 
• Collaborated with the Principals of other KIPP Bay Area Schools and the Central KIPP Office (Regional 

Support Office) to help set direction and improve practices across the region 
• Served as a leader in the KBAS Principal 's Community of Practice, and worked on high stakes initiatives 

with the ED and CAO at the RSO 
• Managed the communication and involvement with community organizations, and the neighborhood 

community 
• Initiated and maintained communication between parents, students, teachers, the San Francisco Unified 

School District, the school community, and the Western Addition neighborhood 

Leadership, Management, and Operations 
• Developed and managed an annual school budget of approximately $3,200,000 
• Recruited, hired, and managed 28 staff members annually: instructional, administrative, and operations staff 
• Led and managed a dynamic leadership team consisting of an Assistant Principal, Director of School 

Operations, Instructional Coach, and a Director of High School Preparation and Placement 
• Organized and led the Parent Teacher Organization 
• Recruited students and managed a public lottery from the waiting lists 
• Managed admissions, enrollment, and school tours for interested families and potential donors 
• Oversaw the management of all vendors, and providers (YMCA counselors and after school providers, 

volunteers, student teachers) 
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• Led the development of an innovative, effective instructional program based on the California Content 

Standards 
• Managed all professional development opportunities and experiences for staff 
• Oversaw or provided feedback to all staff both informally (one-on-ones) and formally (evaluations) 
• Oversaw the management of leaders of Communities of Practice on campus (Grade Level Chairs, SST Chairs, 

and Department Chairs) 

Education Partners, San Francisco, CA 1996-2001 
Founding Director of Training and Implementation 

• Created the vision for the training and implementation portion of a start-up organization 
• Served on the Management Team of the organization 
• Hired and managed 26 staff members who worked with over 150 under-perfonning schools nationally 
• Developed the design of all training, staff development, and implementation materials and processes for 

contracted schools 
• Designed processes to inspire and direct administrators to embrace the implementation , and provided skills and 

guidance on how to lead staff through change management 

Johns Hopkins University, Baltimore, MD 1994-1996 
Consultant for Success for All, a school-wide reform model 

• Trained staff at contracted schools to effectively implement the Success for All model 
• Created and provided various professional development workshops including: using Success for All with English 

Language Learners, involving families in the reading growth of their students, increasing writing in the reading 
classroom, among other topics 

• Developed relationships with the staff and administration of 25 schools, and provided critical feedback in order to 
improve student achievement 

Baltimore City Public Schools, Baltimore, MD 
Teacher and Reading Specialist for the District Office 

• Taught grades 3, 4, and 5 at Abbottston Elementary School 
• Served as Grade Level Chair and Chair of the Innovation Committee 
• Chosen as the Teacher of the Year for the school 

1990-1994 

• Worked closely with 4 under-performing schools to implement the Success for All model as a Reading Specialist 
in the district 

EDUCATION 
Millersville University 
Bachelor' s of Arts Degree 

Haas School of Business 
KIPP Leadership Program 

May, 1990 

July 2002 - June 2003 
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Danielle Toussaint, PhD 
Director of Research and Evaluation 

Dr. Toussaint has 15 years of experience in research, evaluation, and consulting, including key roles on cross-site, 
multi-year federally funded projects with experimental, quasi-experimental, or cross-sectional designs. She has 
broad content knowledge in community and behavioral health, alcohol/tobacco/drug prevention and treatment, 
co-occurring mental health disorders, adolescent risk-taking behavior, youth development, after school 
programming, race/ethnicity, homelessness, and statistics. Prior to HTA, Dr. Toussaint worked as a researcher and 
statistician for a state-level Department of Vital Statistics, a state-level Office of Court Administration, and a 
statewide substance abuse research group. She has also conducted research in Brazil and Argentina. She brings a 
sophisticated understanding of evaluation methods and statistical procedures to her work at HTA. She speaks 
fluen.t Portuguese. 

Selected Project Experience 

Lead Evaluator 
OUSD Investing in Innovation (i3) Evaluation, for the Oakland Unified School District, Oakland, CA 

ED Smaller Learning Communities program, for the San Lorenzo Unified School District, San Lorenzo, CA 

California Volunteers : Literacy After-School AmeriCorps program, for Girls Inc. of Alameda County, San Leandro, CA 

Contra Costa Future Fund : Project Advancing Child Care Education and Student Success (ACCESS), for Contra Costa 
County Department of Conservation and Development, Richmond, CA 

Contra Costa Future Fund: Women's Initiative for Self Employment Evaluation, for Contra Costa County 
Department of Conservation and Development 

ED Partnerships in Character Education : Project Heart, Head, Hands (H3), for the Alameda County Office of 
Education, Hayward, CA 

Professional Experience 

Director of Research and Evaluation, Hatchuel Tabernik & Associates, Berkeley, CA 

Statistician, Colorado Social Research Associates, Denver, CO 

Research Project Manager, Texas Office of Court Administration, Austin, TX 

Research Specialist, Texas Department of Health, Austin, TX 

Research Assistant, University of Texas, Sociology Department, Austin, TX 

Research Analyst, City of Austin Water and Wastewater Utilities, Austin, TX 

Selected Publications 

Toussaint, Danielle W., Maria Villagranas, Hugo Mora-Torres, and Mario de Leon . 2011. " Personal Stories: Voices of 
Latino Youth Health Advocates in a Diabetes Prevention Initiative," Progress in Community Health 
Partnerships: Research Education and Action Fall 2011, Vol 5, no 3: 313-316. 

Hatchuel Tabernik & Associates 
2560 Ninth Street, Suite 211 • Berkeley, CA 94710 

Phone 510-559-3193 • Fax 510-559-3166 
dtoussaint@htaconsult ing.com 



Brady, Loretta, Lisa Najavits, Danielle W. Toussaint, Diane Bonavota, and Bonita Veysey. 2010. "Does Criminal 
Involvement Matter? A Study of Women with Co-Occurring Disorders in a Multi-site National Trial," Mental 
Health and Substance Use, Vol 3, Issue 3: 193-202. 
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Toussaint, Danielle W., Meredith Silverstein, Nancy VanDeMark, Erik Stone. 2009. " Exploring Factors Related to 
Resistance to Tobacco Cessation for Clients in Substance Abuse Treatment," The Journal of Drug Issues, Vol 39, 
no 2: 277-292. 

Toussaint, Danielle W., Nancy VanDeMark, Angela Bornemann, and Carla J. Graeber. 2007. "Modifications to the 
Trauma Recovery and Empowerment Model (TREM) for Substance-Abusing Women with Histories of Violence : 
Outcomes and Lessons Learned at a Colorado Substance Abuse Treatment Center," Journal of Community 
Psychology, Vol 35, no 7: 879-894. 

Toussaint, Danielle W. and Robert A. Hummer. 1999. "Differential Mortality Risks from Violent Causes for Foreign­
and Native-Born Residents of the United States," Population Research and Policy Review, December: 1-14. 

Selected Presentations 

Toussaint, Danielle W. (2012, October) . An evaluation of an early childhood education job training/placement 
program for immigrants in a low-income community. Paper presented at the meeting of the American 
Evaluation Association conference, Minneapolis, MN. 

Education 

Doctor of Philosophy, Sociology with an emphasis in Criminology, University of Texas at Austin 

Master of Arts, Sociology with emphasis in Demography, University of Texas at Austin 

Bachelor of Arts, Sociology with minors in Mathematics and Chemistry, University of Texas at Austin 

Professional and Community Affiliations 

Member, American Evaluation Association. 

Hatchuel Tabernik & Associates 
2560 Ninth Street, Suite 211 • Berkeley, CA 94710 

Phone 510-559-3193 • Fax 510-559-3166 
dtoussa int@htaconsu!t ing.com 
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Legislative File 
File ID Number: 
Introduction Date: 
Enactment Number: 
Enactment Date: 

OAKLAND UNIFIED 
SCHOOL DISTRICT 

By: 

Pos1t1on Descnpt1on 
TITLE: School Leadership REPORTS TO: As Assigned 

Program-Project 
Coordinator 

DEPARTMENT: Human Resources CLASSIFICATION: Classified Confidential 
Services 

FLSA: Exempt WORK 261 days/7 .5 hours 
YEAR/HOURS 

' \ I". 

ISSUED: Anticipated October SALARY GRADE: CFCA 19 \V/ 2013 
) ....... 

BASIC FUNCTION: Oversee the day to day implementation of the Thriving Leadership for Full 
Service Community Schools project. Lead the recruitment of potential leaders through our Principal 
Pathway programs. Support mentees throughout the program to insure participants are prepared 
for successful starts as OUSD Principals. 

REPRESENTATIVE DUTIES: (Incumbents may perform any combination of the essential 
functions shown below. This position description is not intended to be an exhaustive list of all 
duties, knowledge, or abilities associated with this classification, but is intended to accurately 
reflect the principal job elements). 

ESSENTIAL FUNCTIONS 

Lead the engagement and outreach strategies to identify high capacity future principals and 
support their matriculation in the Principal Pathways. 

Assist in the coordination and implementation of the annual Leadership Induction Institute. 

Support mentees in Mentorship program to ensure candidates are making a successful transition to 
their principalship. Elicit feedback from mentees on their experience in the program to improve 
program quality. 

Conduct case management calls with mentees on a monthly basis. 

Manage the day to day operations of the Thriving Leadership project and ensure all project 
elements are implemented in as designed and according to proposed timelines. 

Communicate with project partners consistently to insure project elements are delivered on time 
and with high quality. 

Collaborate with grant evaluator to complete all required federal reporting and grant management 
activities. 

Take part in trainings for credentialing, recruiting and other services provided by HRSS. 

Perform related duties as assigned. 

MINIMUM QUALIFICATIONS: 
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TRAINING, EDUCATION AND EXPERIENCE: 

A Bachelor's degree from an accredited college or university and 3-5 years of prior experience in 
human resources or school site administration. 

Leadership experience working in a k-12 public school environment preferred 

Experience working in an urban school District preferred 

LICENSES AND OTHER REQUIREMENTS: 

Valid California Driver's License 

Employment eligibility will include fingerprints, Tuberculosis and/or other employment clearance 

KNOWLEDGE AND ABILITIES: 
KNOWLEDGE OF: 

Strategic direction of the District 

Applicable federal, state, and District codes, regulations, policies and procedures 

Methods to interpret, apply, and explain rules, regulations, policies and procedures 

Various District bargaining unit contracts related to employee evaluation 

Sound personnel practices and procedures 

Legal and equitable interview and selection techniques 

Functions of personnel, wage and salary administration, contract interpretation, investigations, 
evaluation, supervision, and discipline 

Planning, organization and coordination needed for assigned program 

Effective strategies, theories, techniques, and methods of professional development and leadership 
development 

Diverse academic, socio-economic, cultural, ethnic, and disability backgrounds of District students 
and personnel 

Interpersonal skills using tact, patience, and courtesy 

Principles and practices of effective leadership 

Presentation, communication, and public speaking techniques 

Credentialing procedures, requirements, and rules of the Commission on Teacher Credentialing 

Correct English usage, grammar, spelling, vocabulary and punctuation 

Computer software, hardware, and related technology 

ABILITY TO: 

Design, develop and implement broad strategic initiatives and work plans 

Explain complex problems and solutions in clear, concise and compelling ways 

Facilitate discussion and learning activities towards a clear end 

Interpret District collective bargaining contract language 

Establish and maintain effective working relationships with others of diverse backgrounds, 
experience, and personalities 

Implement plans and evaluate their outcomes 



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 environment 

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: 
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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. 
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Director, Principals Institute 

Job responsibilities include but are not limited to: 
New Leaders' Bay Area Program Team seeks a Director of its Principal Institute Program (PI). The 
Director will play a pivotal role in the design and implement all aspects of PI, serving New Leaders' 
principals. PI has helped to create networks of support for New Leaders Newark to utilize their collective 
experiences and expertise to foster continued school improvement. Through in-person seminars and 
inter-visitations between participants' schools, and constructive feedback from the Director and from 
peers, PI participants will strengthen their leadership skills and hone their ability to diagnose and then to 
take action to address select areas of improvement within their schools. Specifically, PI, a completed 
while participants are working in their schools, will focus on these topics, among others: 

• Teacher effectiveness 
• Stakeholder engagement 
• Aligning school culture to mission and vision 
• Operations and systems 
• Data-driven instruction 

Specific Responsibilities include but are not limited to: 

Curriculum Design and Delivery 
• Collaborating with the New Leaders' National Program Team and Bay Area public school systems 

to adapt the nationally-developed curriculum to fit those local contexts 
• Using the curriculum content to specifically assist the participants in addressing local and state 

accountability systems and metrics 
• Facilitating monthly seminars for participants 
• Delivering seminar curriculum 
• When necessary, recruiting experts to deliver curriculum 
• Assessing participants' performance on school-based leadership projects and delivering 

constructive feedback 
• Tracking progress of all participants' fulfillment of the requirements of the program, their 

development, and the student achievement progress in involved schools 

Partner Relations 
• Developing and maintaining professional and productive relationships with PI participants to 

ensure program effectiveness 
• Collaborating with principal managers and applicable central office administrators on the 

execution of the program and on communication about the progress of participants and the 
effectiveness of the overall program 

• Overseeing the matriculation of PI participants 

Evaluation and Strateqv 
• Serving as a thought partner to the Managing Director, strategizing about how to refine the PI 

design to fit partner needs and context, and meet program goals 
• Evaluate the impact of PI participation on the student achievement performance in participants' 

schools 

General 
• Support the general goals of the Bay Area New Leaders' team in such areas as building 

community among New Leaders alumni 
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• 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 

Qualifications 
• 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 



reach 
INSTITUTE 
for School leadership 

Re: Letter of Agreement for OUSD's Thriving Leadership Project 

To Whom It May Concern : 

We are writing this letter to establish the commitment of the Reach Institute for School 
Leadership to collaborate with Oakland Unified School District in its proposed Thriving 
Leadership Project . 

The Reach Institute is a non-profit organization with a mission to improve student learning by 
developing exceptional teachers and instructional leaders. We carry out this mission through 
several teacher preparation programs as well as the Reach Instructional Leadership Academy, 
the Reach Teacher Incentive Fund Consortium, customized contracts with schools and 
educational agencies, coaching and other programs focused on school leadership. 
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The Reach Teacher and Leadership preparation programs employ six integrated and 
overlapping strategies in order to meet the needs of educators learning complex skills, on-the­
job, in challenging circumstances: personalized professional development; job-embedded 
coaching; integration of knowledge and practice; communities of practice; reflection; and 
evidence-based evaluation. The Reach Institute is accredited by the California Commission on 
Teacher Credentialing to confer teacher and administrative credentials. Through our 
Instructional Leadership Academy, promising teacher leaders can earn the California 
Preliminary and/or California Clear Administrative Services Credentials. 

Since 2004, the Reach Institute has been partnering with schools serving underserved 
communities, helping school leaders to improve student achievement. Over that time, we have 
helped schools achieve average gains on the Cal ifornia Academic Performance Index of 30 
points (more than double the state average gain of 12 points) and average annual growth of 
33%, far surpassing the state mandated growth targeted of 5%. Defying the "predictive power 
of demographics", 16 Reach partner schools have scored over 800 on the API, the measure for a 
"school of excellence." We currently serve more than 250 educators working in more than 50 
schools in the Bay Area region . 

The Reach lnstitute's work is closely aligned wit h the goals of OUSD's Thriving Leadership 
Project : to create a pipeline of effective school leaders; to continually improve existing school 
leaders' leadership skills, leading to improved teaching and learning; and institutionalize an 
effective model for school leadership development and retention. To support OUSD in achieving 
these goals, the Reach Institute agrees to work with OUSD as follows: 

I 

• Provide personnel to collaborate with OUSD staff to design the OUSD Principal Pathway 
Program for cohorts of teacher leaders and assistant principals. 

PHONE FAX WEB 

1221 Preservation Park Way, Suite 100, Oakland 94612 510.501.5075 510.868.2215 www.reachinst .org 



• 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. 
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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 

• 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. 

• 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. 

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

• 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 

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

• Assist OUSD in seeking resources for the long-term sustainability of effective principal 

PHONE FAX WEB 
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pathway and ongoing professional development programs for school leaders. 

For our role in this project, the Reach Institute agrees that it will receive $123,000 per year in 
fundine from OUSD, derived from the federai School Leadersh ip Grant. We will allocate this 
funding for a faculty position dedicated to carrying out these agreements, related technology 

costs, and the cost of teaching materials and traini1ng supp lies. consistent with the agreed 

budget ntlrrntivc. 

To support our work wit'h OUSD and assist OUSD in meeting iL<; school leadership goals, the 
Reach Institute will contribute between $$28,800 and $30,8U ($148,979 over the initial five 

years of the project) in in-kind resources to t he Thriving Leadership Project each year. in the 

form of credentials processing, accreditation maintenance, workspace, materials, and program 

staff consultation and design. 

It is our intention to maintain these commitments for the duration of tt e School Leadership 

Grant period, arnt icipated o be from 2013 to 2018. 

J+:1o1Dr1.1~ 
~o~e r'ot~fsrudv vu.rJ 
Executive Director, Reach Institute for School Leadership 

1221 Preservation Park Way, Suite 100 
Oakland, CA 94612 
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July 3, 2013 

Aaron Townsend 
Director, Strategic School Support 
Human Resources Services and Support 
Oakland Unified School District 

Re: Letter of Agreement for OUSD' s Thriving Leadership for Full Service Community Schools Project 

Dear Mr. Townsend 

We are writing this letter to establish the commitment of New Leaders to collaborate with 
Oakland Unified School District in its proposed Thriving Leadership for Full Service 
Community Schools program. 

Founded in 2000, New Leaders is a national non-profit organization with a mission to ensure 
high academic achievement for all children, especially students in poverty and students of color, 
by developing transformational school leaders and advancing the policies and practices that 
allow great leaders to succeed. In our first decade, New Leaders trained almost 800 leaders, 
impacting nearly a quarter million students in high-need schools. According to a recent RAND 
study, students in New Leader-led schools consistently achieve at higher levels than their peers, 
have higher high school graduation rates, and are making progress in closing the achievement 
gap. 

New Leaders ' Bay Area program site was founded in 2001 through a joint effort with Aspire 
Public Schools. Since that time, we have prepared more than 80 educators to become 
transformational principals of high-need schools in the Bay Area. Thirty six of these New 
Leaders serve as school or district leaders in Oakland traditional and charter public schools. 
Today, New Leader principals lead 25% of OUSD ' s traditional schools and they have played a 
critical role in the district ' s status as the most improved urban school district in California over 
the past eight years. In 2012, New Leader principals led two of the three most improved 
elementary schools in OUSD, as well as the top two most improved traditional high schools in 
the district. 

The urgent need for strong, capable school leaders drives our focus on Oakland, where OUSD 
typically has principal vacancies in up to one quarter of its schools. To scale our impact, we 
collaborated with OUSD in 2011 to develop and implement our new Emerging Leading 
Program, in addition to our ongoing Aspiring Principals program serving OUSD (and many other 
districts in the Bay Area and nationally). 

New Leaders ' mission and ongoing work with OUSD and other high-need school districts are 
closely aligned with the goals of OUSD' s Thriving Leadership for Full Service Community 
Schools program : to create a pipeline of effective school leaders ; to continually improve the 
leadership skills of existing school leaders, to improve teaching and learning; and to 

© 2011 New Leaders, Inc. All Rights Reserved 
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institutionalize an effective model for school leadership development and retention. To support 
OUSD in achieving these goals, New Leaders agrees to work with OUSD as follows : 

• Provide personnel to collaborate with OUSD staff to design the New Leaders component 

of the OUSD Principal Pathway Program for cohorts of teacher leaders . 

• Implement the New Leaders programs in OUSD, which will include: 

o Our Emerging Leaders Program, designed to develop the leadership skills of 

promising teacher leaders, putting them on the pathway to principalship. This 

program focuses on four key leadership areas : adult, instructional, culture, and 

personal leadership, via a combination of rich professional development, practical 

applied learning, and guided reflection. Participants lead a team of teachers at 

their school through a data-driven instruction cycle, and work and reflect with a 

local facilitator to receive specific, actionable feedback on practice. We anticipate 

serving a cohort of 15-20 emerging leaders through this program each year. 

o Our Aspiring Principals Program, which will engage the highest-performing of 

those who complete the Emerging Leaders Program, as well as some highly 

qualified applicants from outside the district, for a year-long principal preparation 

program that includes an induction component, a summer institute, and a 

Residency with a mentor principal in OUSD, supported by coursework and 

coaching. We anticipate serving a cohort of 8-10 aspiring principals through this 

program each year. 

o Our Principals Institute, which provides substantial professional development and 

targeted, individualized support to early-career New Leaders in OUSD. 

• Coordinate with the Reach Institute, another key partner in OUSD's Thriving Leadership 

for Full Service Community Schools Project, so participants of the New Leaders Aspiring 

Principals and Principals Institute program earn their California Preliminary and Clear 

Credentials . 

• Collaborate with OUSD to develop and implement the Induction Boot Camp component 

of Thriving Leadership for Full Service Community Schools 

• Collaborate with OUSD in developing assessments for participants in our programs 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. 

• Participate on the Thriving Leadership for Full Service Community Schools Committee 
to help plan, monitor, and continually improve project services . 

© 20 I I New Leaders. Inc 2 



• Assist OUSD in collecting data for required reporting to the U.S. Department of 

Education and for our local evaluation of the Thriving Leadership for Full Service 

Community Schools. 
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• Assist OUSD in identifying effective components of the Thriving Leadership for Full 

Service Community Schools program in order to refine the program model and inform its 

dissemination and replication. 

• Assist OUSD in seeking resources for the long-term sustainability of effective principal 

pathway and ongoing professional development programs for school leaders . 

For our role in this project, New Leaders agrees that it will receive $100,000 per year in funding 
from OUSD, derived from the federal School Leadership Grant. We will allocate this funding to 
support the training and individualized support that New Leaders program participants receive 
throughout. New Leaders will raise more than 90% of the funds needed ($1.6 million annually) 
to train and support Emerging Leaders, Aspiring Principals, and new Principals for OUSD. 

To support our work with OUSD and assist OUSD in meeting its school leadership goals, New 
Leaders will , at no cost to the district, secure funding to cover costs for training, research and 
development, content development, coaching, management, systems and operations, staff for 
Principal 's Institute, Aspiring Principals Program, Emerging Leaders, travel to and from Summer 
Foundations, Boarding, school visits costs, Fall and Spring Foundations cost which include 
travel and board for participants, coursework at Boston University, credentialing costs for 
participants, and recruiting costs . These resources shall be expended on behalf of Thriving 
Leadership for Full Service Community Schools each year, and, other than the aforementioned 
$I 00,000, shall not be encumbered upon the district in any way. 

It is our intention to maintain these commitments for the duration of the School Leadership Grant 
period, anticipated to be from 2013 to 2018. 

Sincerely, 

~£:xecutive Director 
New Leaders, Bay Area 
225 Bush Street, Suite 1850 
San Francisco, CA 94104 

© 20 I I New Le~1ders. Inc 
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July 3, 2013 
Aaron Townsend 
Director, Strategic School Support 
Human Resources Services and Support 
Oakland Unified School District 

2560 Ninth Street, Su ite 211 • Berkeley, CA 94710 
p : 510.559 .3193 • f: 510.559.3166 

Re: Letter of Agreement for OUSD's Thriving Leadership for Full Service Community Schools 
Project 

D ear Mr. Townsend: 

We are writing this letter to establish the commitment of Hatchuel Tabernik & Associates to 
collaborate with O akland Uni fied School District in its proposed Thriving Leadership for Full 
Service Community Schools Project. 

Founded in 1997, HT A's mission is to create a healthier, better educated, and more equitable sode!J. We 
accomplish our mission by supporting agencies, especially those working at the intersection of 
public and private sys tems, to improve the lives of children, families, and community. We have 
assembled an extraordinary team of pro fessionals who are dedicated to the HTA mission and who 
consistently apply their expertise and experience as writers, planners, trainers and evaluators to 
develop and strengthen important community change initiatives. 
HT A has extensive experience evaluating federally funded school improvement effo11s in high­
poverty urban school di stricts, including OUSD's current Investing in Innovations-funded 
program, the Hayward Promise Neighborhoods initiative, and several Depa11ment of Education 
Smaller Learning Community programs, among many others. 

HTA 's mission and our work as professional eval uators are ali gned with OUSD's efforts to 
develop a cadre of effective school leaders who drive sustained improvements in teaching and 
learning, as a key strategy toward its overall priority of ensuring that all students graduate from 
high school prepared for college and career. 

To support OUSD to achieve these goals, HTA agrees to serve as evaluator for the Thriving 
Leadership project, conducting the following tasks: 

• Develop an evaluation work plan and data collection timeline for the project; 

• Assist OUSD and its partners to modify surveys and focus groups from their existing 
leadership development programs so they are aligned with the research questions, goals 
and objectives of the Thriving Leadership Project; 

• Conduct focus groups and key info1mant interviews to gather qualitative data on the 

www.htaconsulting.com 
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project. 

• Conduct ongoing analysis of quantitative and qualitative data gathered for the project; 

• Make periodic presentations to the Thriving Leadership Project Coordinator and Steering 
Committee based on data gathered documenting the project 's implementation, 
participants, and outcomes; 

• Assist OUSD with required compliance reporting to the grantor; 

• Prepare mid-year and annual written reports on Thriving Leaderhip 's implementation and 
evaluation, including year-end reports that include multiple quantitative and qualitative 
indicators that capture progress toward the project ' s goals and objectives, detail 
preliminary outcomes; include case studies of particular program participants and schools 
in order to illustrate program experiences, challenges, and successes for new and 
experienced OUSD principals; and present recommendations for program improvement. 

• Assist OUSD and its partners in identifying effective components of Thriving Leadership 
to help the partnership refine the program model and inform its dissemination and 
replication. 

• For our role in this project, HTA agrees that it will receive $50,000 per year in funding from 
OUSD, derived from the federal School Leadership Program grant. We anticipate that our 
work on the project will include the following time allocations and costs, billed at $75-
$125/hour depending on the task: Start up (20 hours, $2,175); Literature review (6 hours, 
$750); Evaluation planning (23 hours, $2,725); Instrnment design/production/refinement (26 
hours, $3,000); Data collection (28 hours, $2,300); Data entry (33 hours, $2,475); Data 
analysis: (36 hours, $4,500); Developing reports (200 hours, $21,575); Meetings (72 hours, 
$9,000); Project Management (16 hours, $1 ,500). 

It is our intention to maintain these commitments for the duration of the School Leadership 
Program grant pe1iod, anticipated to be from 2013 to 2018. 

Sincerely, 

Tim Tabemik 
President 
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CORE 
CALIFORNIA omcE TO REFORM EDUCATION 

July 1, 2003 

The Honorable Arne Duncan 
Secretary, United States Department of Education 
400 Maryland Avenue, S.W. 
Washington, D.C. 20202 

Dear Secretary Duncan: 
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I am writing th is letter to support Oakland Unified School Distri ct's proposal for funding from the 
U.S. Department of Education's School Leadership Grant program. 

The California Office to Refo1m Educati on (CORE) is a nonprofit organization that seeks to 
improve student achievement by fostering highly-productive, meani ngfu l coll aboration and 
learning between our member schoo l distri cts: Clovis, Fresno, Garden Grove, Long Beach, Los 
Angeles, Oakland, Sacramento, San Francisco, Sanger, and Santa Ana Unifi ed School Districts. 
Together these districts serve more than one million Cali fo rn ian students and their families. 

CORE ex ists so that innovative school reform efforts already underway within each individual 
district are enhanced, expanded , and accelerated though collaboration. CORE districts work 
together to identify shared goals for systemic reform and to develop and implement strategies to 
achi eve those goals. By working with and learning from each other, the di stricts strive to improve 
student achievement and close the ach ievement gap so that a ll students are prepared for college 
and the workforce in the competitive globa l economy. 

CORE districts are currently working together to address a common set of hi gh-priority challenges 
in education: 

• Standards, Assessment, and Instruction. Effectively implementing common core standards in 
Engli sh Language Arts and Math, including aligned assessments, instructional material s, and 
professional development; 

• Talent Management. Developing, supporting, and empowering great teachers and school 
leaders through improved recruitment, preparat ion, and profess ional support systems, 
including an effecti ve teacher and principal evaluation system; 

• Building capacity for improvement. Sharing and using infonn ation , knowledge, and 
experience across districts more effectively to improve instruction and foste r systems of 
conti nu ous improvement, particularly in support of struggling schools. 

Importantly, on behalf of our member school districts, and potentially any and all other school 
districts in California, CORE has submitted an ESEA Waiver app li cation which the U.S . 
Department of Education is currently considering. 

OUSD' s proposed Thriving Leadership initiative represents a bold effort to improve leadership in 
the Oakl and school s. It is guided by evidence-based pract ices in the dimensions of leadership and 
skill s principals need if they are to drive breakthroughs in student achievement, and in the 
components of effecti ve training, induction , and professional learning programs for aspiring and 
incumbent school leaders. It is a critical component of OUSD's plans for school leadership 
development and school reform. Thriving Leadership will build on OUSD and its partners existing 
efforts to create a susta inable pipeli ne of effecti ve school leaders in OUSD, support new school 
leaders to be effective, and continual ly improve the leadership skill s of experienced leaders, and 
help to improve retention - all cru cia l in helping improve and accelerate student achievement. 



CORE 
CAUFORNIA OFFICE TO REFORM EDUCATION 

The Thriving Leadership initiative is closely aligned with and will support implementation of both the areas of 
schoo l improvement in which CORE districts are currently collaborating as well as key school reform strategies 
outlined in the CORE Waiver request. These include implementation ofrigorous educational standards (the 
Common Core State Standards) to ensure that all students graduate from high school , our ongoing efforts to build 
new systems to ensure that all schools have effective leaders and teachers, and OUSD's and the other CORE 
districts' new systems for evaluating and supporting principals. 
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School Leadership Grant funding will help OUSD and its partners to implement and evaluate this ambitious effort 
over the next five years - in the process dramatically improving schoo l leadership in OUSD, establishing a model 
that OUSD can sustain in the future, and providing critical knowledge for other schoo l districts in California and the 
wider education community. 

At CORE we are excited about the Thriving Leadership ' s potential impact on teaching and learning. We strongly 
support OUSD's application and hope the Department of Education will find it worthy of funding. 

Sincerely, 

Rick Miller 
Executive Director 

916.441.2917 (T) 1107 9th Street, Suite 500 
Sacramento, CA 95814 

www.coredistricts.org 

916.441.4577 (F) 
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General Resources for OUSD Dimensions of Leadership Rubric 

This is a selected list of resources that support OUSD's rubric development for principal 
leadership. 

Bryk, A., Sebring, P. B., Allensworth, E., Luppescu, S., & Easton, J. Q. (20 l 0). Organizing 
Schools for Improvement: Lessons from Chicago. Chicago, IL: University of Chicago. 
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Clifford, M., Menon, R., Gangi, T., Condon, C., & Hornung, K. (April 2012) . "Measuring School Climate 
for Gauging Principal Performance: A Review of the Validity and Reliability of Publicly Accessible 
Measures." Washington, D.C.: American Institutes of Research. 

Collaborative for Academic, Social and Emotional Leaming. (n.d.). Illinois social emotional 
learning standards. Springfield , IL: State Board of Education. Retrieved from 
http://www.isbe.net/ils/social_ emotional/ standards.hon 

Council of Chief State School Officers . (2008). "Educational Leadership Policy Standards: ISLLC 
2008." Washington, D.C: CCSSO. 

National Assessment Governing Board (2010). Civics framework for the 20 JO National 
Assessment of Educational Progress. Washington, DC: CCSSO. Retrieved from 
http://www.nagb.org/publications/ frameworks/civicsframework. pdf 

Darling-Hammond, L. (2010). The flat world and education: How America 's commitment to 
equity will determine our future. New York, NY: Teacher's College. 

Davis, S., Kearney, K., Sanders, N., Thomas, C., & Leon, R. (2011). The policies and practices of 
principal evaluation: A review of the literature. San Francisco, CA: WestEd. 

Dryfoos, J. (1994). Full-service schools: A revolution in health and social services.for children, 
youth, and families. San Francisco, CA: Jossey-Bass. 

Freire, P. (1970) . The pedagogy of the oppressed. New York, NY: Continuum. 

Grubb, W. N. & Tredway, L. (2010). Leadingfrom the inside out: Expanded roles of teachers in 
equitable schools. Boulder, CO: Paradigm. 

Hallinger, P. & Heck, R. H. (1996). Reassessing the principal 's role in school effectiveness: A 
review of empirical research, l 980-86. Education Administration Quarterly, 32(1), 5-44. 

Halverson, R. & Kelley, C. (2011 ). Comprehensive assessment of leadership for learning 
(CALL) . Retrieved from http:// www.call.wceruw.org/resources.html 

Knapp, M. S., Copland, M.A., Honig, M. I., Plecki, M. L., & Portin, B. S. (2010). Learning 
focused leadership and leadership support: Meaning and practice in urban systems. New York, 
NY: Wallace Foundation. 

Leadership Leaming Community. (2010, July) . Leadership & race: How to develop and support 
leadership that contributes to racial justice. Oakland, CA: LLC. 
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Leithwood, K., Harris, A., & Strauss, T. (20 I 0). Leading school turnaround: How successful 
leaders transform low- performing schools. San Francisco, CA: Jossey-Bass. 

Leithwood, K. & Louis, KS. (2012) . Linking Leadership to Student Progress. San Francisco, CA: 
Jossey-Bass. 

Leon, R. , Davis, S., Kearney, K., Sanders, N., and Thomas, C. (2011 ). Key features of a 
comprehensive principal evaluation system. San Francisco, CA: California Comprehensive 
Assistance Center, WestEd. 

National Board of Professional Teaching Standards. (2009). Core propositions for accomplished 
educational leaders. Retrieved from http: //www.nbpts.org/products _and_ 
services/national board certifica - -

New Leaders for New Schools. (2009). Principal effectiveness: A new principalship to drive 
student achievement, teacher effectiveness, and school turnarounds. New York, NY: NLNS. 

Porter, A. C. , Murphy, J ., Goldring, E., Elliott, S. N., Polikoff, M. S., & May, H. (2008). 
Vanderbilt Assessment of Leadership in Education (VAL ED) Technical Manual. Unpublished 
manuscript. 

Sanders, N. & Kearney, K. (June, 2011). A brief overview of principal evaluation literature: 
Implications for selecting evaluation models. San Francisco, CA: California Comprehensive 
Assistance Center, WestEd. 

Seashore-Louis, K., Leithwood, K., Wahlstrom, K. L., & Anderson, S. (2010). Investigating the 
Links to Improved Student Learning. New York, NY: Wallace Foundation. 

Wahlstrom, K., Seashore-Louis, K. , Leithwood, K. , & Anderson, S. (2010). Jnvestigating the 
links to improved student learning: Executive summary of research findings. New York, NY: 
Wallace Foundation. 

The Wallace Foundation (2009). Assessing the Effectiveness of Sclwol Leaders: New Directions and New 
Processes. New York, NY: The Wallace Foundation. 

Wall ace Foundation. (2012). School principal as leader: Guiding schools to better teaching and 
learning. New York, NY: Wallace Foundation. 

Waters, J. T., Marzano, R. J., & McNulty, B. A. (2003). Balanced leadership: What 30 years of 
research tells us about the effect of leadership on student achievement. Aurora, CO: Mid­
Continent Research for Education and Leaming. 

Equity 

Boykin, A.W. & Noguera, P. (2012). Creating the opportunity to learn. Alexandria, VA: ASCD. 

Darling-Hammond, L. (1997) . The right to learn: A blueprint for creating schools that work. San 
Francisco, CA: Jossey Bass. 

McKenzie, K., & Scheurich, J. (2004). Equity traps: A useful construct for preparing principals to 
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lead schools that are successful with racially diverse students. Education Administration 
Quarterly 40(5), 601-632. 

Rumberger, R. & Gandara, P. (2004). Seeking equity in the education of California' s English 
learners. Teachers College Record, 106(10), 2032- 2056. 

Schott Foundation. (2009). National opportunity to learn standards. Cambridge, MA: Schott 
Foundation for Public Education. Retrieved from http: //schottfoundation.org/otl/otl -federa l­
recommenda tions-final. pdf 

Singleton, G.E., & Linton, C. (2006). Courageous Conversations about Race: A Field Guide for Achieving EquihJ 
in Schools. Thousand Oaks, CA: Corwin Press, Inc. 

Vision 

Barth, R . (1900). Improving schools from within. San Francisco: Jossey-Bass. 

Eubanks, E. , Parish, R., & Smith, D. (1997) . Changing discourse in schools. In Peter Hall (Ed.) 
Race, ethnicity and multicultural policy and practice. New York, NY: Garland . 

Goleman, D. (2006). Social intelligence: The new science of human relationships. New York: 
Bantam Books . 

Kegan, R., & Lahey, L. L. (2001 ). Ho w the way we talk can change the way we work: Seven 
languages f or transformation . San Francisco, CA: Jossey Bass. 

Wheatley, M. J. (2007). Finding our way: Leadership fo r an uncertain time. San Francisco, CA: 
Berrett-Koehler. 

Relationships 

Ball, SJ. (1987) . The micropolitics of the school: Towards a theory of school organization. New 
York: Mehtuen 

Bryk, A., & Schneider, B. (2002). Trust in schools: A core resource for improvement. New York, 
NY: Russell Sage Foundation. 

Covey, S. ( 1989). The 7 habits of highly effective people: powerful lesson in personal change. 
New York, NY: Free Press. 

Goleman, D. (2002). Primal leadership: Learning to lead with emotional intelligence. 
Cambridge. MA: Harvard Business School. 

Goleman, D. ( 1995). Emotional intelligence: Why it can mattermore than IQ. New York: Bantam 
Books. 

Mayer, J.D. , & Salovey, P. (1997). What is emotional intelligence? In P. Salovey & D. Sluyter 
(Eds.), Emotional Development and Emotional Intelligence: Educational Implications. New 
York: BasicBooks. 
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Maurer, R. (2001). Dealing with resistance. Toronto, Canada: OISE. 

Whitford, B. L., & Wood, D. (2010). Teachers in learning communities: Realities and 
possibilities. Albany, NY: SUNY Press. 
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Zeichner, K. (1996) . Educating teachers for cultural diversity. In K. Zeichner, M. L. Gomez, & S. 
Melnick (Eds.), Preparing teachers for cultural diversity. New York, NY: Teachers College 
Press. 

Resilience 

Benard, B. (2004). Resiliency: What we have learned. San Francisco, CA: WestEd. 

Dweck, C. (2006). Mindset: The new psychology of success. New York: Ballantine Books. 

Theoharis, G. (2010). The school leaders our children deserve: Seven keys to equity, social 
justice and school reform. New York, NY: Teachers College. 

Weinstein, R. (2002). Reaching higher: The power of expectations in schooling. Cambridge, MA: 
Harvard University. 

Instruction 

Boyle, A. (2001) Turningfailing schools around. Toronto, Canada: OISE. 

Bransford, J. D., Brown, A. L., & Cocking, R. R. (1999). How people learn: Brain, mind, 
experience, and school. Washington, DC: National Academy. 

Danielson, C. (2007). Enhancing professional practice: A framework for teaching. Alexandria, 
VA: ASCD. 

Dutro, S., & Moran, C. (2003) . Rethinking English language instruction: An architectural 
approach. In E. Garcia (Ed.) English learners: Reaching the highest level of English literacy. 
Newark, DE: International Reading Association. 

Glickman, C. (2002). Leadership for learning: How to help teachers succeed. Alexandria, VA: 
ASCD. 

Knapp, M. (1995). Teaching for meaning in high-poverty classrooms. New York, NY: Teachers 
College Press. 

Little, J. W. (2006). Professional development and professionalcommunity in the learning­
centered school. Washington, DC: National Education Association. 

Oakes, J., & Lipton, M. (1999). Teaching to change the world. New York, NY: McGraw Hill . 

Talbert, J.E. (2010). Professional learning communities at the crossroads: How systems hinder 
and engender change. In A. Hargreaves, et al., (Eds.). Second international handbook of 
educational change. Springer International Handbooks of Education 23, doi: 
10.1007/978904812660632. 
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Wolfgang, C. (2005). Solving discipline and classroom management problems. San Francisco, 
CA: Jossey Bass. 

Management 

Grubb, W. N. (2009). The money myth: School resources, outcomes, and equity. New York, NY: 
Russell Sage Foundation. 

Pullan, M. (1997). What 's worth.fighting /or in the principalship. New York, NY: Teachers 
College Press. 

Pullan, M. (1993). Change forces: Probing the depths of educational reform. New York, NY: 
The Falmer Press. 

Kegan , R., & Lahey, L. L. (2009) . Immunity to change: How to overcome it and unlock the 
potential for yourse(f and your organization. Cambridge, MA: Harvard Business Press. 

Heifitz, R. A., & Linsky, M. (2002). Leadership on the line: Staying alive thought the dangers of 
leading. Cambridge, MA: Harvard Business School Press. 

McDonald , J. P. (1996). Redesigning School: Lessons for the 21st Century. San Francisco: Jossey 
Bass. 

Senge, P. M. (1990) . The.fifth discipline: The art and practice of the learning organization. New 
York, NY: Doubleday. 

Spillane, J., & Diamond, J. B. (Eds.) (2007). Distributed leadership in practice. New York, NY: 
Teachers College Press. 

Partnerships 

Blank, M. , Berg, A., & Melaville, A. (2006). Community andfamily engagement: Principals 
share what works. Washington, DC: Institute for Educational Leadership. 

Coalition of Community Schools. (1998) . Community schools: Promoting student success, a 
rationale and results framework. Washington, DC: Institute for Educational Leadership. 

Dryfoos, J. (1994). Full-service schools: A revolution in health and social services for children, 
youth, andfamilies. San Francisco, CA: Jossey-Bass. 

Dryfoos, J. , & Maguire, S. (1998). Safe passage: Making it through adolescence in a risky 
society. New York, NY: Oxford University Press. 

Melaville, T., & Blank, M. (1993). Together we can: A guide for crafting a pro-family system of 
education and human resources. Washington, DC: IEL. 
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Boudett, K, City, E. A., & Murnane, R. J. (2006). Data wise: A step-by-step guide to using 
assessment results to improve teaching and learning. Cambridge, MA: Harvard Education Press. 

Camoy, M., Elmore, R., & Siskin, L. (Eds.). (2003). The new accountability: High schools and 
High-stakes testing. New York, NY: Routledge. 

Elmore, R. (2004). School Reform from the Inside Out. Cambridge, MA: Harvard Education 
Press. 

Mintrop, H. (2004). Schools on probation: How accountability works (and doesn 't work) . New 
York, NY: Teachers College Press. 

Neal, D., & Schanzenach, D.W. (2007). Left behind by design: Proficiency counts in test-based 
accountability. Chicago, IL: University of Chicago. 

Reeves , D. B. (2004). Accountability in action: A blueprint for learning organizations. 
Englewood, CO: Advanced Leaming Press. 

Schmoker, M. (2011). Focus: Elevating the essential to radically improve student learning. 
Alexandria, VA: ASCD. 

Schmoker, M. ( 1996). Results: The key to continuous school improvement. Alexandria, VA: 
ASCD 
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The School Quality Improvement System is a holis tic approach to school improvement proposed by 
the California Office to Reform E ducation (CORE), a consortium of California school districts, to 
replace No Child Left Behind accountability rules through the federal waiver process. The CORE 
districts represent more than a million students. \Xlhen federal approval is final, any California local 
educational agency (LEA) will be eligible to participate in the School Quality Improvement System. 

The district leaders that designed the School Quality Improvement System did not set out to replace 
existing unproductive federal accountabili ty rules with simply a different set of more flexible 
regulations. Instead they seized this opportunity to radically reorient their systems so that student 
success in multiple dimensions is at the center of every decision and motivates every action. 

The School Quality Improvement System is rooted in a commitment to prepare all students for 
college and career, achieved through shared learning and collective responsibility for continual 
improvement. It is designed to instill a new collective and individual moral imperative to prepare all 
students for successful futures and be responsive to the specific needs of California students, with 
an all-encompassing focus on eliminating disparities between subgroups. 

The School Quality Improvement System is grounded in the concept of moral imperative 
highlighted in Niichal Fullan's research and described in "Choosing the Wrong Drivers for Whole 
System Reform." T he School Quality Improvement System also incorporates recommendations 
from the state's Greatness qy Design report, acknowledging that achieving success for all students 
hinges on teacher effectiveness, but responsibility rests on the collective shoulders of the entire 
school community. 

The School Qualiry Improvement System is not an escape FROM accountabiliry. Instead, LEAs partiiipating in the 
School Qualiry Improvement System invite a higher level of acco1mtabiliry for multifaceted student success,· and accept 
shared responsibiliry to prepare all students for college and careers. 

T he School Quality Improvement System is designed with recognition that the federal expectations 
for meeting students' needs have been too narrow for too long; LEA's have too often been chasing 
success in a system that does not define success in a comprehensive or rigorous way. Districts 
participating in the School Q uality Improvement System are rejecting this narrow focus and accept 
the idea that true success for all students can only be achieved through a holistic approach. The 
participating districts want to be held to a higher standard on a much more comprehensive range of 
measures that collectively indicate students' college and career readiness, and are more effective 
drivers of change. 

The School Quality Improvement System is built upon four foundational goals that align to. and extend 
beyond the three principles of the federal waiver guidelines: 

• College and career ready expectations for all students. 

• A focus on collective responsibility, accountability, and action that emphasizes capacity­
building over accountability. 



A-57 
• The development o f intrinsic mo tivation for change through differentiated recognition, 

accountability, and support for schools. 

• Focused capacity-building for effective instruction and leadership . 

Creativity, critical thinking, communication, and co//aboration are needed to prepare stttdents for co//ege and careers. 

T he School Q uality Improvement Sys tem commitment to success for all students starts with a 
commitment to fully transition to the Common Core State Standards and aligned assessments by 
2014-15. T he Common Core State Standards will revolutionize how students learn in ways that 
prepare them for meaningful careers and participatory citizenship in the 21" Century. I t will also 
revolutionize the way teachers teach. Putting the Common Core into practice will demand creativity, 
critical thinking, communication, and collaboration by bo th teachers and their students. T his 
transition will encourage innovation, project based learning, and a focus on deeper learning by all 
educators. 

Common Core State Standards Transition Timeline 

Transit ton 

Bringing life to the CCSS 

2012-13/2013-2014 

Application 

Putting the CCSS in 
practice 

2013-14/2014-2015 

LEAs participating in the School Quality Improvement System are committed to hold themselves 
and each other accountable for student success on the Common Core State Standards, as measured 
by both absolute performance and growth over time. However significan t research has found that 
by only focusing on academic success, the true picture of a student's college and career readiness is 
obscured. T he School Quality Improvement System reorients schools' focus toward this holistic 
sys tem of support and measures improvement in many more informative facets of college and career 
readiness. 

It is equally important that high expectations for all students are coupled with sys tem support to get 
them there. These supports include a positive school culture and climate, and assistance to help 
students develop additional skills beyond academic preparedness that are necessary to succeed in 
life. T he School Q uality Improvement System counts on the collective effort o f the school, district, 
and community to value and measure multiple aspects of student success across academic, social­
emotional, and culture and climate domains. It also counts on a collective ownership o f success 
across these domains and a collective commitment to hold themselves and each other accountable 
for ensuring all students stay on track toward college and career readiness. 

T me sttccessfor a// st11dents is achieved fry serving the needs ef the ivhole child and eliminating disparity and 
disproportionality on multiple critical measures. 

2 
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While academic progress is critical, T he School Q uality Improvement System recognizes the 
importance of fac tors beyond academic preparedness, and values multiple measures of student 
success in social/ emotional development, as well as the critical importance of a school's culture and 
climate. 

T he School Quality Improvement Sys tem includes annual expectations for progress as well as 
absolute levels o f performance and growth. T he accountability calculation that is at the heart of the 
School Quality Improvement Sys tem is the School Quality Improvement Index, which will provide 
a quantitative and holistic measure o f school-level performance. 

A central tenant o f the School Quality Improvement Sys tem is that college and career readiness for 
all students can only be achieved if dispari ty and disproportionality are eliminated. This is why the 
minimmn ("n-size") number of students necessary for inclusion of their subgroup performance in 
the School Quality Improvement Index is 20 students, as compared to 100 students under 
California's current federal accountability sys tem. T his change was not reques ted or required by the 
US D epartment o f E ducation, but is done voluntarily by the CORE districts to ensure that a bright 
light is shown on achievement and support for traditionally underserved students at every school. 
With the change in subgroup " n" size to 20, across the current nine participating LEAs, schools will 
be held accountable for reporting progress of nearly 200,000 additional students, o f whom a large 
percentage are A frican American, Latino, E nglish Learner, or are students with disabilities . 

School Quality Improvement Index 

[ College and Career Ready Graduates 

Academic Domain 

Achievement and Growth 

All Students 

NCLB Subgroups 

Graduation Rate 

Pcni9tencc Rate 

l Social / Emotional 
Domain 

Elimination of D1$parity and D1$proportionality 

Suspension/Expulsion 

Chronic Absenteeism 

Non-Cognitive Skills 

School/District 
Culture & Climate 

Domain 

Stakeholder Voice/ 
Perceptions 

Students 
Staff 

Parents 
Special Education 

Identification 

English Learner 
Entry/ Exit 

When fully implemented during the 2015-16 school year, the School Quality Improvement Index 
will include points awarded across the following domains: 

• Academic D om ain (60%): Key indicators in this domain include: performance in Math, 
E nglish Language Arts, and all other state-administered assessments such as science, history 

3 



and writing at certain grade levels; student growth as defined by the School Quality 
Improvement System; high school graduation rate, with points awarded for both the 
federally-defined 4-year cohort graduation rate, and 5- and 6-year rates; and middle school 
persistence rates defined as the percentage of graduated 8th graders that go on to enroll in 
10th grade. 

• Social-Emotional Domain (20%): Factors include: chronic absentee rate; 
suspension/ expulsion rate for the purposes of reducing disproportionality, and non­
cognitive factors (such as grit or resilience) for the "all students" group and all subgroups. 
Indicators will be determined and piloted during the 2013-14 school year. 

• Culture-Climate Domain (20%): Factors include: school performance on 
student/ staff/ parent surveys; English Language Learner re-designation; and Special 
Education identification for the purposes of reducing dis proportionality. Indicators will be 
determined and piloted during the 2013-14 school year. 
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Meeting School Quality Improvement Goals will be an individual and colledive responsibility for every person in every 
school and district. 

To achieve college and career readiness for all students and to eliminate disparity and 
disproportionality, all participating LEA's will also collect and share data far beyond what's 
necessary for federal accountability. These additional elements will include factors that are identified 
though research to be critical indicators of the ultimate success of students. Examples could be Pre­
k information, middle school transitions, A-G completion rates, etc. This data will then be 
transparently shared, not with threats of sanction or reprisal, but out of a moral imperative to jointly 
ensure that schools are preparing each and every student to be college and career ready. If student or 
school performance is lagging on any of these indicators of success, it will be highlighted so that 
schools can make changes to keep student preparedness on course. 

By sharing this data across all participating LEAs school and district personnel will begin to break 
out of traditional silos in order to work collectively for the betterment of all students. And by 
identifying and highlighting best practices and success within in our system, schools can better learn 
from the true experts - teachers in the classroom - about how to improve as a whole. 

4 



Dual Data Collection and Information System 

School Quality Improvement 
Index 

(categories of data) 

Academic Domain 

Social/Emotional Domain 

School(District Culture & 
Climate Domain 

Continuous Improvement 
Data Collection 

(categories of data) 

Elimination of Disparity and Disproportionality 

All data to support continuous improvement in these domains will be shared so that participating 
LEAs can hold themselves and each other accountable for preparing every student for college and 
career, and develop cross-LEA collaborative relationships with a culture of excellence, continuous 
improvement, and collaboration. 

LEAs participating in the Schoo/ Qua/iry Improvement System expect success, bttt 1vzl/ be open and honest about 
failure in order lo improve. 

A-60 

In the School Quality Improvement System, federally required "Annual Measurable Objectives" will 
be known as School Quality Improvement Goals. All schools will be held accountable for increasing 
graduation rates and for overall improvement in student achievement as well as improvement in 
closing achievement gaps among student subgroups through their total score on the School Quality 
Improvement Index. The consequence for a school or district falling short on their School Quality 
Improvement Goal is not a sanction but support and technical assistance offered by current partner 
school teachers and leaders that are seeing success with similar students measured by the School 
Quality Improvement System's accountability metrics. This is a paradigm shift away from a 
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compliance-based accountability sys tem to one driven by the collective and individual responsibility 
to adhere to this new set of principles, with shared responsibility and support building from 
educator to educator, from school to school, and from district to district. 

T he School Quality Improvement Sys tem will identi fy schools having great success with increasing 
student achievement while closing achievement gaps. T hose schools will be paired with schools with 
schools that are not making their School Quality Improvement Goals. In addition, the five percent 
of schools that significantly struggle over multiple years will engage in much more intensive 
intervention strategies to speed turnaround process and ensure that students at that site do no t 
languish. 

School Quality Improvement System Pyramid of School Interventions 

CORE Pyramid of School Interventions 

Easuce stto 1:tg school e'l.denhip to lead n.l!n:u:on:ld 

E :un.re d.ti't" itty o f eilec~e- .:.:.uuuc ilo n foe ::ill stnduits by all tnC'hrcs 

R..dtsign school Wlle to E' ru1y:e 1de q_U1te w.s ttncc:ao::l 1Ud colhbou..tto a Wue 
E:un.ce 'l. CCSS aligned uu u n c tlOtl."l.l pcog!?JD to u1eet stt~eur:s · :iEeds 

E nsn.ce h'C' thy i chool it1lnJ:01'!.:11eut pcou1ot:...'1.g puet'tt :\:.ld C01l'Ul.ltl.:i.ity 

• tli'.l~EOlellt 

Tier2 

Targeted lnterventionli 

1. Focus Schools 

Co:ichu.?g schools. untb shed b2,ud o.i1 ue:i~ of 1de-11ti.£c:U:lOn~ 

:.1u·d and su e.1igths (H~ Sch.ooh of D l-tti.t'!c c:ao:1. Po.o.n ry '1n.d 
Fo~ns d,.sco.pcio11.i) 
D e "t"elo p Schoo L"llptot"e.ment Phi1 tt:"'-th co :id l.illg schoo 

•u1ployuig > mod1od sunJ:u to School Qn~Lty R..new QRJ 
RM-ri.ew effecti."t"e:1us of p1:.i.nelpal 

2 Schools that do not 
achieve School Quality 

lmptovement Goals 

Educator effattiveness is the !Jnchpin of student success. 

R.ed•s.ign s.choo sclted11les to t:n.sti.te colhboi::n~on t'1ue 
E 1uuce e.ffe-ct:YE uU tc.lCtio 11 !S cli'~u•d by 3.ll tT3.chu s fo .c all 
stn.de:i.u 

Eil5\.1te focnsed uutcUct:o n 3.11.d pcognsr. mon:.coa.."lg foc EL. 
S\vD . rubg.conp s .l.!ld sriicleu.rs who u e ac1de.o..1..lcilly dr.£o~nt 

E 1u1ln he:Uth; school e 11\-i.t:O:m1e n ts 

A cc..sl ro CORE fu.cilit:i ted: 

~eCWO!~"l.g' 

D11u. :;h:u:.i.11g (Acco1 \J.1t:ibiis:ry t..C:.: 

Coatulr:.01!.s L.i.1pcove.metu D u :i Syste!ll 

PJ:ofesuoa.:tl de\eloprue.:1r 

Phn.o.llig and 1!l.lci3. ci~e dn·elopmeuc 
\CCSS t<>n>it.o:i = d PD ph ..'l) 
de't"elopment ) 

Co lhbo.nti.\·e u e t<ls :isse ·s~m.E11t 

•ctin«•• ( suuJ:u to SQ R) 

T he School Quality Improvement System includes an expectation that every student deserves an 
effective teacher, and it is the collective responsibility o f the school and dis tric t community to ensure 
that every teacher and principal is effective. Providing appropriate support and assistance for 
teachers is the overriding purpose o f teacher effectiveness evaluations in the School Q uality 
Improvement System, as recommended in the Cali fornia D epartment of E ducation publication 
Greatness qy Design. 
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As State Superintendent of Public Instruction Tom Torlakson noted in his introduction to Greatness 
~v Design, "The goal of teaching is learning, so there can be no honest assessment of a teacher's 
performance without considering what students have learned. Teachers want honest feedback to 
understand their strengths and focus attention on areas they need to improve." 

And, he continued, "Teachers are expected to work hard every day to help students learn many 
more things than are evaluated on one test. Fairness demands they be evaluated on the sum of their 
efforts." 

Both of these sentiments are evidenced in the School Quality Improvement System as student 
achievement growth is included as one of multiple measures of evaluating educator effectiveness, 
but it does not require a one-size-fits-all mandate. T he specific way that teacher and principal 
effectiveness is measured will be different in each LEA participating in the School Quality 
Improvement System; yet each system will be nested in high-leverage common indicators that 
exemplify effectiveness, such as instructional collaboration around student achievement. Teacher 
and principal effectiveness will be supported through the collective network of support fostered by 
the School Quality Improvement System. LEA's participating in the School Quality Improvement 
System will collaboratively engage in a three-year teacher and principal effectiveness pilot and 
implementation timeline. 

Educator Effectiveness Evaluation Implementation Timeline 

lmpleaaentation 
Pilot of new educator 

evaluation systems 

201~15 

When developing guidelines that incorporate student growth as a significant factor in teacher and 
principal evaluation systems participating LEAs may choose from two options: 

Option 1 - Student growth integrated through a "trigger" system: Misalignment between 
teacher/ administrator professional practice and student performance will initiate dialogue to identify 
why a discrepancy between scores exists, followed by district action in the interest of professional 
development of the teacher, which could include, among other options, an addendum to the review 
of professional practice or a one-year improvement plan. 

Option 2 - Student growth as a defined percentage: Student growth will represent a minimum of 
20% of teacher and principal evaluation calculations. Student growth will be calculated using a 
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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. 

A commitment to prepare a/I students far college and careers and eliminate disparity and disproportionaliry are the 
right drivers to create a !J!Stem that trtt/y supports the entire student communiry. 

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 Pairing and 
LEA Peer Review 

Collaborative system for mutual 
accountability and support 

School partnership based upon 
Reward, Focus, and Priority 
school designations. as well as 
school progress against School 
Quality Improvement Goal 

Bi-annual LEA Peer Review to 
support and monitor Waiver 
implementation 

School Quality Improvement System 

School Quality Improvement System 

Dual Data System 

School Quality 
Improvement Index 

Key School-Level 
Measurement for 
Accountability Purposes 

• Includes school-level 
Academic . Social­
Emotional, and Culture 
and Climate Indicators 

• Consistent across LEAs 

• Aggregated by 3'" Party 

Continuous 
Improvement Data 

Collection 

Data Sharing Function for 
Support of Collaboration 
and Sharing 

• Includes (1 ) indicators 
piloted for use in the index; 
(2) implementation metrics; 
(3) other classroom-, 
school- . and LEA-level 
formative data 

School Quality 
Improvement Goal 

Annual School Goals to Measure 
Progress 

"CORE Waiver AMO" based 
upon performance and growth 
on the School Quality 
Improvement Index 
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Program Design 

OUSD-Reach Instructional Leadership Academy 
Program Summary 

A-64 

The Reach Institute for School Leadership ' s Instructional Leadership Academy (ILA) is a 
preliminary Administrative Services Credential Program, accredited by the California 
Commission on Teacher Credentialing. The Reach ILA leadership practicums and integrated 
seminars are sequenced and developed with a logical progression so that the candidates can 
develop their understanding, knowledge, and skills, build on prior knowledge and experience, 
meet the demands of their concun-ent leadership responsibilities, and learn to take more effective 
action as leaders. 

The ILA is intended to develop instructional leaders ' skills and abilities to address the essential 
components of how schools improve (Bryk, Sebring et al. 2010), with a particular focus on the 
conditional and instructional leadership knowledge and skills that influence instruction. 

Seminars and fieldwork requirements of the Reach Instructional Leadership Academy contribute 
to the success of administrative candidates, including the opportunity to " learn on the job" . 
Practical application informed by research drives the design of coursework and fieldwork. 
Pai1icipants become reflective practitioners, delving into increasingly complex issues as their 
experience expands over the duration of the program. Opportunities to practice skills, apply 
knowledge, and develop thinking are evident in course syllabi, as well as in the delivery of 
instruction. Because the participants are typically accomplished teachers, acting informally as 
teacher leaders, close attention is paid to adult learning theory, including the contiibution that 
cohort support adds to pa11icipant success. 

The program is implemented through three integrated approaches: 
1) Professional Development Plan: a sequence of individualized assessments, goals, and 

reflections that monitor each candidate' s progression along a continuum of leadership 
practice based on the California Professional Standards for Educational Leaders (CPSELs) . 
For the OUSD Principal Pathway Program, the CPSELS Professional Development Plan 
will be modified to integrate the OUSD Leadership Rubric. 

• The instrnctional leadership residency incorporates significant formative assessment 
opportunities including regular coaching anchored in a: 

o Professional Development Plan 

o Mid Year Review and an 
o End of Year Reflection based on collected evidence. 

2) Seminar & Practicum Sequence: addresses the theory, practice, and c1itical reflection of 
instructional and school leadership. Seminars are taught sequentially, in-person and online, 
providing for in depth examination of the theory and application of concepts in short, 
intensive segments. 

• In-person, 3-hour seminars, facilitated by the Reach Coach, meet once a week 
followed by reading and practicum assignments and online collaboration. Seminars 
run from September through May. 

o Each syllabus defines the specific requirements for a given seminar, and 

Reach ILA Program Summary for OUSD 1 



typically include some combination of: 
• Reading completion and online postings/reflections 

• Seminar pa1ticipation and attendance 
• Evaluation of practicum projects 
• Final reflection (short paper) demonstrating and connecting 

concepts/literature, understanding, knowledge and skills 
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3) Coaching: integrates and personalizes the application of theory into fieldwork and provides 
direct examination and integration of each topic or concept with leadership practice at the 
school site. Formative Assessment provides a range of tools to suppo1t and document the 
ongoing improvement of each candidate' s leadership. For the OUSD Principal Pathway 
Program, the Reach Coach will develop an individualized, integrated support plan in 
partnership with the candidate 's Mentor Principal. 

o This process allows for extensive and clear feedback on performance relative 
to leadership expectations, based on evidence of practice, both generally and 
related to specific areas of focus. 

Both the design and execution of the Reach program elements are structured to maximize these 
elements in the learning process. Below, the structure of the seminars is described briefly. 

Course of Study: Curriculum and Field Experience 
Through research-based instruction, reading assignments, field experiences, reflection, and the 
use of technology, candidates engage in a developmental sequence of carefully planned and 
substantive field experiences that are carefully selected by Reach faculty. These field 
experiences allow candidates to connect theory and practice and to begin developing their skills 
as reflective practitioners. Participation in these experiences promotes active learning. 
Candidates see firsthand how theory from coursework is implemented practically in their school.. 

The Reach Instructional Leadership sequence is as follows: 
• Reach 410: Instructional Leadership Residency (August - June) 
• Reach 420: Instructional Coaching (September-October) 
• Reach 430: How Teachers Learn (November-December) 
• Reach 435 : Supervision & Evaluation (December) 
• Reach 440: Coaching for Equity and Universal Access (January-Febrnary) 
• Performance Assessment: Instructional Coaching Cycle (February) 
• Reach 450: Instructional Program Coherence & Alignment (February-March) 
• Reach 460: Fostering Professional Community (March-April) 
• Performance Assessment: Facilitated collaborative learning event (April) 
• Reach 465: School Management Concepts (April-May) 

Course 
Number 

Course Title 

Reach ILA Program Summary for OUSD 2 
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Course Course Title Description 

Number 

Reach 410 Instructional Leadership Examine research on teacher and instructional leadership, and 
Residency apply learning to the candidate's particular context and goals. 

The residency includes working with a coach to establish a 
learning plan, take action towards goals, and review progress. 
The OUSD Leadership Rubric (aligned to the CPSELS) will 
be the guiding standards framework. 

IReach 420 I Instructional Coaching Instructional leaders develop and practice foundational 
knowledge and ski lls to provide coaching and supervision for 
teachers, focused on improving instruction in their schools. 

!Reach 430 I How Teachers Learn Concepts of how learning occurs in schools, including the 
conditions schools need to create to foster more effective 
instruction. The series focuses in particular on promising 
practices for effective professional development. 

!Reach 435 I 
Supervision & Examine prevailing rationales and paradigms for supervising 
Evaluation and evaluating teachers, and search for effective ways in 

which to orient supervision and evaluation towards promoting 
"good teaching". 

I Reach 440 I Coaching for Equity & Bolster knowledge and skills for coaching teachers to be more 
Universal Access effective, in particular with a focus on promoting equitable 

outcomes for traditionally underserved students. 

Reach 450 Instructional Program Influence the impact of school-level instructional frameworks 
Coherence & Alignment that guide curriculum, teaching, assessment, and the learning 

climate. Candidates will examine principles of curriculum 
design, evaluation and assessment, consistent with the 
Common Core 

Reach 460 Fostering Professional Explore connections between thriving students and thriving 
Community adult communities of practice. Examine and evaluate the 

elements of effective communities of practice, point the way 
towards strategies for improvement, and practice facilitation 
of adult learners. 

Reach 465 School Management Explore the critically important management issues that often 
Concepts draw leaders' attention away from instructional leadership. 

Examine how leaders can more intentionally leverage the 
operational aspects of a school while maintaining a laser-focus 
on their primary goals for improving teaching and learning. 

Assessment of Candidate Competence 
In addition to the assessments that are directly linked to the seminars and practicum assignments, 
capstone assessments include two key perfonnance assessments. These assessments will be 
modified to integrate the OUSD Leadership Rubric. 

Performance Assessments: 
The Reach Instructional Leadership Academy program includes two summative performance 
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assessments (the design for which mi1rnrs 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 Leaming Event Performance Assessment." This second summative 
assessment requires leaders to demonstrate their skills in facilitating 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 program leaders. 

Reach ILA Program Summary for OUSD 4 





t~ I INTRODUCTION 

Why we developed the UEF 
A principal's job, fi rst and foremost, is to diagnose their 
school's needs and match them to effective principa l act ions 
and school practices that drive student success. Successful prin­
cipa ls use their diagnosis to build an action plan that pushes 
the ir school-and student achievement-to the next level. 

New Leaders developed the Urban Excel Jenee Framework rn to 
understand exactly what schools achieving dramatic ga ins are 
doing and to share that knowledge throughout our community of 
leaders. Armed with this knowledge and a ligned system supports, 
we have every confidence that schools led by New Leader Principals 
wi ll see the transformative success necessary to drive signifi cant 
gains in student achievement and close the achievement gap. 

Research and methodology 
Our findings to date are based on an extensive review of 
the ava il able research on the practices of effective schools, 
turnaround schools, secondary schools, and leadership; over 
100 visits and case studies of schools that were identified after 
achieving dramatic gains; a review of all resources available 
through New Leaders' Effective Practice Incentive Community; 
and the col lective knowledge of m any New Leaders staff, 
principals, and leaders in the education reform field . 

4 I New leaders I Urban Excellence Framework 
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Categories 
The Urban Excellence Framework focuses on.five categories of 
school practices. Among them are two primary dri vers of student 
achievement: rigorous, goa l and data-driven learning anrl teaching 
and achievement and belief-based school-wide culture. Two addi­
tional categories of a principal's work are essential to supporting 
these drivers: building and managing a high-quality aligned staJI 
to the school's vision and instituting operations nnrl systems to put 
the vision into place. Underg irding all of these categories is the 
personal leadership modeled by a principal who sets the tone for 
all student and adu lt relationships a nd practices in the school. 

Key Levers 
Each category is divided into a set of Key Levers, each represe nting 
a collection of practices ev ident in our highest gaining schools. 
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@ LEARNING AND TEACHING 
CATEGORY MAP 

@ 
LEVERl 

CURRICULUM ALIGNED TO 
BOTH STATE AND COLLEGE· 

READINESS STANDARDS 

l 
What students need to 
know and be able to do 

i 
CONCEPTS 

-+ Alignment to Standards: 
Standards to identify and 
ddint: what stud ent;, nec:d 
to know and be able to do 

-+ Scope and Sequence: 
A curriculum map built 
on standards with a clear 
scope and sequence 

-+ Lesson Plans: A 
translation of the 
curriculum map into 
da ily, week ly, and 
monthly activities driven 
hy practices and strategies 

-+ Curricular Materials: 
Materials are matched 
to both the sta nd ards 
and learn ing needs 

10 I New tea::H:-.s I Uri>an h .ce.ier1ce Fram.::work. 

@ 
LEVER2 

CONSISTENT AND QUALITY 
CLASSROOM PRACTICES, ROUTINES, 
AND INSTRUCTIONAL STRATEGIES 

l 
How students are taught and 
rhe classroom environment 

i 
CONCEPTS 

-+ Routines and School· 
Wide Practices 

-+ Instructional Strategies: 
How best to 
deliver content 

@ 
LEVER3 

UTILIZATION OF DIVERSE 
STUDENT·LEVEL DATA TO DRIVE 
INSTRUCTIONAL IMPROVEMENT 

l 
How student progress 1s measured and 
used ro guide and improve instruction 

i 
CONCEPTS 

... Data Collection 
and Analysis 

... Formative/Interim 
Assessments 

... Grading 
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@ 
LEVER4 

PYRAMID OF 
ACADEMIC PREVENTIONS 

AND INTERVENTIONS 

l 
Supports for srudents below grade level 

and preventions for srudents at risk 

i 
CONCEPTS 

... Interventions and 
Preventions 
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@ CULTURE 
CATEGORY MAP 

@ 
LEVER1 

CLEAR SCHOOL MISSION AND 
VALUES ARE FOCUSED ON COLLEGE 

SUCCESS FOR EVERY STUDENT 

l 
The descriptive vision of success 
that guides the direction of the 

school and the principles that are 
used implement the mission 

i 
CONCEPTS 

~ Vision, Mission and 
Values: Creation and 
refi n em ent of a clea r 
a nd compellin g vis ion, 
mission, and set of va lues 

@ 
LEVER2 

ADULTS TRANSLATE THE MISSION 
AND VALUES INTO BEHAVIORAL 
EXPECTATIONS THAT INCLUDE 

A CODE OF CONDUCT 

~ 

~ 

~ 

l 
Ways in which adults and 
students display the vision, 
mission and values through 

specific behaviors 

i 
CONCEPTS 

Behaviors: Behaviors 
derived from t he vision , 
mission, and va lues a re 
described and taught 

Code of Conduct: 
Code of wnd uct for 
behav iora 1 expectations 

Pyramid of Behavioral 
Interventions 1 

'Sequencing Note: Pr1ncipaJ ,hould c,tahJi,h the Pyramid of lkh,l\'ioral lntcrwnt ion' after defining 
thl· con~bt1.: nt hd1cl\ illrs c1nJ i1npkmi:nting the COlk of nmduct. Man) studt.'nts will ckmc)nstrak 
po,it iw bch<n ioi' ba,cd on the comi,tcnt <l nd l'ffrct i'c implementation of I he code of conduct. I he 
I') ram id ,,f Bd1J\ ioral lnknentiom 'houlJ then be C\tabl1,hcd to 'uppnrl ihe 10-2\)')" of ,t mknt' 
\\IH' will need additi0nal intcrwntiom dlld support; beyond the consistent co<k of conduct. 
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@ 
LEVER3 

ADULTS CREATE A CULTURE 
OF ACHIEVEMENT AND HIGH 
EXPECTATIONS WHERE ALL 

STUDENTS ARE VALUED 

l 
Ways in which adults take 

responsibility for creating positive 
school cultu res by supporting the 

presence and strength of student voice 

i 
CONCEPTS 

~ Adults Build Student 
Relationships: 
Adu lts build strong 
relationsb ips 
with students 

~ Cultural Competency 
and Diversity 

~ Student Voice: 
Structu ra I opportuniti es 
for students to effectively 
use their voices 

~ Aspiration/Life Plan: 
Building aspirations 
for college, ca reer 
o nd I ife success 
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@ 
LEVER4 

FAMILIES ARE PURPOSEFULLY 
ENGAGED IN THE ACADEMIC AND 

SOCIAL SUCCESS OF STUDENTS 

l 
Processes to intentionally 

include students' families in 

the work of the school 

i 
CONCEPTS 

~ Family Engagement: 
Fa mil y e ngagement 
that supports tbe 
coll ege goin g a nd li fe 
planning for stud ents 
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~ ALIGNED STAFF 
CATEGORY MAP 

... 

... 

... 

@ 
LEVER 1 

RECRUITMENT, 
SELECTION, AND 

PLACEMENT OF STAFF 

l 
Processes to 1dent1fy, hire 
and place staff to get rhe 
right people "on the bus" 

i 
CONCEPTS 

Recruitment 

Selection and Hiring 

Placement 

3.l ! New l~:ldl!r'i J UrbJn Excellence Framew<Jrk 

rev n 
LEVER2 

DEVELOPMENT OF HIGH· 
PERFORMING INSTRUCTIONAL 

LEADERSHIP TEAM 

l 
Leader develops staff and 

creares a Leadership Team to 

support imtructionai excellence 

i 
I 

CONCEPTS 

... Building Teacher Leaders: 
Pipeli ne Development 

... Leadership Team 
Development: 
Development o f th.: 
Leadership Tea 111 

... Leadership Team 
Supports: Create 
' truc tures to support 
the Leadas hi p Team 

' 

@ 
LEVER3 

MONITORING AND 
MANAGEMENT OF INDIVIDUAL 

STAFF PERFORMANCE 

... 

... 

... 

... 
-+ 

l 
Processes to inonitor 

and evaluate 
staff performance 

i 
CONCEPTS 

Outline Performance 
Expectations 

Teacher Assessment: 
Assess teacher sk i 11 
Jntl dfectivcncss 

Observation and 
Feedback 

Monitoring 

Evaluation 
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@ 
LEVER4 

PROFESSIONAL LEARNING 
STRUCTURES TO DRIVE 

INSTRUCTIONAL IMPROVEMENT 

l 
Processes and structures to create a 

professional learning community that 
helps to develop staff skill and expertise 

i 
CONCEPTS 

... Professional Learning 

... Teacher Team Structures 
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cg OPERATIONS AND SYSTEMS 
CATEGORY MAP 

({j 
LEVER 1 

TRACKING OF CLEAR AND FOCUSED 
SCHOOL GOALS AND STRATEGY 

ADJUSTMENT BASED ON PROGRESS 

l 
Processes and structure to 
define and track clear goals 

i 
CONCEPTS 

_. Goals and Priority Areas: 
Create clear goa ls a nd 
id en ti fy priority a re as 

-. Action Plans: Create 
actio n pla ns and 
m ilestones 
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@ 
LEVER2 

TIME USE ALIGNED WITH 
SCHOOL-WIDE GOALS 

l 
The processes and structures to 

use time effectively and efficiently 

i 
CONCEPTS 

-. Calendar 

_. Scheduling: Week ly 
;ind D;i ily Schedu les 

({j 
LEVER3 

BUDGET, EXTERNAL PARTNERSHIPS, 
AND FACILITIES ALIGNED 

TO STRATEGIC PLAN 

l 
Processes, structures and systems 

to ensure that the budget and 
physical space support learning 

i 
I 

CONCEPTS 

-. Budget and Resources 

_. External Partnerships 

-. Facilities 
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@ 
LEVER 4 

POLITICAL CONTEXT AND SCHOOL 
SYSTEM RELATIONSHIPS MANAGED 
TO ENSURE A FOCUS ON LEARNING 

l 
Processes to navigate the context 
w1th111 which the school operates 

i 
CONCEPTS 

_. Stakeholder 
Relationships: Bui ld and 
m anage stakeholde r and 
community rebtionshi ps 

_. District Relationships: 
Buil d and m an age 
cl istrict relat ionshi p 
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~ PERSONAL LEADERSHIP 
CATEGORY EXPLANATION 

New Leaders has always recognized that leadership is an essential 
component of school transformation. ln our re~ea rch of effective 
school prac tices we have lea rned that not only is leadership essen­
ti a l, but that the principal sd s the tone fo r all student and adult 
relati onships in the school. Our fi eld research and assessments of 
leader prac tices indica te that the level of Personal l eadcrsh ip sk i 11 of 
a principal is one key di ffe rentiator in dri vi ng st udent ac hievement 
ga in s, successfull y ma naging ad ul ts. and rct<:iining their pos itions 

Each category of the UEF includes principal actions, but the persona l 
leadership category outlines key ac tions that must in place at all times 
and through a ll of the school's stages of development. These act ions 
allow the leader to mainta in foc us on the school's go,1ls and to ensure 
that a ll of their actions mir ror the vision. miss ion. and va lues of their 
school communit y. This c;i tegury is divided into five key levers that 
desc ribe the personal leadership behav iors that support school success: 
Beliet: Based, Goal-Dr iven Leadership; Culturally Competent Leadership; 
In te rpersonal Leadership; Adaptive Leadership; and Res ilient leadership. 

This is the only category that does not include school stages because 
the leader must demonstra te these ac tion s across all slages of school 
development. These ac tions are fundamental and speak to the pr inci­
paJ's overall belief, intent and approach to students, staff, fa mili es and 
community members. The ma nner in which these principa l act ions 
are implemented may change as the school improves and as more 
systems and st ructures are in place, but throughout their t ime as 
principa l a leader must model personal leadership in their ac tions. 

We have lea rned that successful leadership can not be reduced to a single style 
or personality type. These are skills that ca n be developed and ex panded 
over time- they are not innate or fi xed. Successful leaders are interested in 
developing additional skills and are open to adapting their leadership style 
when necessar y. To do so leaders need to take time to reflec t on their actions, 
their perceptions clnd the ways in which they are reac ting to challenges. 
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In essence, the principal 's leadership style must strike a halance 
between being very firm dbout non-negot iables-clear expectat ions 
wi ll be established su that all studrnts and sta ff ca n do their work bet­
ter, and the principal will relentless ly provide supports and follow 
up to cnsun.> they are implemented-and demonstrating genui ne 
engagement with others, hu mi I ity, and rclationsh ip-bu i !ding. 

Belief-Based, Goal-Driven Leadership 
Strong Jcadas must have .in unwavering belidin the :ihi licy of:i ll children co :id1ieve 

at high levels-they must inspire the st.11Twith a sense ofpos,ib ility .111d a concrete 
pJthway to rea li1e the schoo l's vis ion. The) must set ambitio us, hut achievahle goJ ls 

a nd kc<'P them prt»ent fo r a ll members of the school commu n ity. Add it io na ll y, they 
ho ld the mselves ~' c rsonal l y rcspomibk' for al·h icving t he scho0I go;ls. 

Culturally Competent Leadership 
We recog ni z~ th~ll k~dcrs mu::.t \'.Ol1S(i0usly :ttr ivc to crei\te Jn inclusive l.!nv ironment. 
Th,1t beg-ins with every lc,1ckr develop ing an umkr1t,rn ding 0ftheir individual biases 
;nd perceptions ,Js \\cll as the »:ty> in which they arc pcrce1vcd by othe rs. It inclucks 
,1ctiwly addressing stdteme nts of bi.is, cu ltu ral inn"11petence and/,>r prejudice 
tl' ensure that the schOl>I is d safr and supportive place fl1r a ll <t uden t\ . 

Interpersonal Leadership 
To creJte change in a sch,101,1 leader must be able to bui ld 1trung and trusting rel.it ionships » ith 
mu ltiple ~takehold.:r groups. Thi'i i rn.:ludL~., the dev~ l o pment of ::.trong tommunication ..:kill~ 
th,\! ,ire always res11ectfu l .1nd th at are tai lored to meet the needs of various cons t ituent<. 

Adaptive Leadership 
Leaders who ,He implementing changes in their school- must be able to support the staff. 
student\, and fam il ies man;ge the emotions of cha nge. rh e leader helps the school cnm­
munit) live with Jiscomfort a~ th~y (hang.c the culture and expe(t,ltinns in lhe ~chot'I 

"hile maintain111g a focus on th~ vi,ion that the cornmun 1ty ha' ;peed upon . 

Resilient Leadership 
Rc-s i lic..~nt leaders dc.:tnonstrate resolve in the foe~ ofadv(:r.;;ily anJ chal ll!ngC"; leaders mu'it conlil,1nt ly 

lclllk for so lutiom ,ind lie ahle to prohkrn so lw and iden t if) creati1e solutions. Leaders must al;,1 
n:lkCl Oil lhrir <1Cl!Pll:O.- ll'h.'} COll..,C!Oll'IY lhl' l'e~dlMck ,lJllf Crllicj..,m lo improv...: their k.1dt.: r"'hip. 
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~ PERSONAL LEADERSHIP 
CATEGORY MAP 

~ 
LEVER 1 

BELIEF·BASED, 
GOAL· DRIVEN 
LEADERSHIP 

l 
Leader consistently demonstrates 

belief in the potential of every 
student to achieve at high levels 
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~ 
LEVER2 

CULTURALLY 
COMPETENT 
LEADERSHIP 

l 
Leader continuously dismantles 

ineqwtable and exclusionary 
practices and creates a fully 
inclusive environment where 
all children and adults thnve 

and learn at high levels 

~ 
LEVER3 

INTERPERSONAL 
LEADERSHIP 

l 
Leader builds trusting 

relationships and 
faci litates active 

communities of adults 
and students dedicated 
to reaching school goals 

A-75 

~ ~ 
LEVER4 LEVER 5 

ADAPTIVE RESILIENT 
LEADERSHIP LEADERSHIP 

l l 
Leader mobilizes others Leader demonstrates 

to resolve challenges self-awareness, ongoing 
reqwring changes learning, and resiliency in 
in values, beliefs, the service of continuous 

assumptions, and/or improvement 
habits of behavior 
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Emerging Leader Judith Stroman works 
with students at E.L. /-laynes Public 
Charter School i11 Washing/on, D.C. 

WHY NEW LEADERS? 

For over a decade, New LeadrA biJ';l Q 
been transforming the lives fils alro~ 
the country through one simple mission: 
develop and refine the leadership 
skills of talented, driven individuals in 
order to increase impact and student 
achievement. The Emerging Leaders 
Program (ELP) is your opportunity to 
learn to lead and change what is possible 
for the students in your school. Are you 
ready to make an immediate difference 
for your students7 

Emerging Leaders are talented individuals 
with a proven track record of achieving 
student gains. Our program takt:s these 
individuals and combines practice with 
reflection, building skills to drive similar 
results with adults. During this year-long 
professional learning program you will: 

• Lead a ream of teachers in your school 
through a data-driven instruction cycle 

• Engage in content designed to 

enhance your leadership 

• Work and reflcet with a local facili­
tator to receive specific, actionable 
feedback on your practice 

• Use your accumulated Emerging 
Leaders experience as the basis 
for application into our As pi ring 
Principals Program (APP) 

ln the first year ofrhc program, more 
than 200 Emerging Leaders impacted 
over r8,ooo srudems across the country 
by developing their leadership skills and 
capacity. Through the generosity of private 
and public funders, we can provide this 
program at no cost w you. 



EMERGING LEADERS PROGRAM 

The Experience 
The Emerging Leaders Program is a mix of rich professional development and pracrical 
applied lea rning. The program begins before the school year with the Induction and 
Intensive where we give you the base kn owledge thar you will need to be successful in 
the program. By the end, a ll participants will have dewJoped o common Jonguage on 
how ro talk about teams and what data-driven instruct ion means. Participants wi ll 
walk away with a plan for the work they will begin with their school teams once the 
year gets starred. 

Leorn , Practice, ReAect .. . Repeat! 

The Emerging Leaders Program offers plenty of opportunity rn practice and receive 
feedback on your leadership development. Each month, you will experience a learning 
cycle that includes a 90-m inute webinar, two hours of in-person guided practice, and a 
two hour in-person sess ion . This cycle gives you the chance to refine and reAect on your 
leadership with your peers and local faci li tator. To help develop your leadership skills, 
participants also subm it four ass ignments and participate in three performance reviews 
throughout the year. 

Monthly Program Cycle 

The Emerging Leaders Program grows your leadership skills, providing you 

with tools to improve others' instruction and raise student achievement. 

OBSERVE 
AND REFLECT 

ANALYZE, 
DIAGNOSE 
AND PLAN 

Lead From Where you Are 
In order to develop as a leader, you need experience 
lead ing a group of ad ults. Working with your principal, 
you will be responsible for selecting a group of teachers 
who you w ill lead throughout the yea r. Through the 
learning cycle, you wi ll learn how to build team rela­
t ionsh ips, address dysfunctions and engage in difficult 
conversations, among other topics. These sessions might 
include one-on-one coaching; reviewing key documents 
such as meeting minutes, agendas and action plans; and 
even videotaping your team meetings for peer feedback 
and review. 

The topics and coment in this program are focused 
around four key leadersh ip areas: 

· Adult leadership 
Morivati ng a team to believe in coll ege success fo r 
a ll srud ems and the team's abi lity ro realize this 
goal, building trusting relationships, giving con­
structive feedback and lead ing effective meeting~ 

· Instructional leadership 
Setting the expectation that college success is rhe 
ta rget, guiding teams through a ful l data ana lysis 
cycle as well as observing and coachin g teachers 
to improve inst ruction 

• Culture leadership 
Building a learning or ientation amon g team 
members and students focused on hard work 
and personal responsibility for one's own 
development 

· Personal leadership 
Receiving feedback and self-reflecting ro continu­
ously improve 

These four key leadership areas a re the building 
blocks to deve lop your true leade rship potenti a l. 
Growth and development in these areas will indicate 
readiness into the Aspiring Principals Progra m 
(A PP). Regardless of your decision to a pply ro APP 
after successful completion of the Emerging Leaders 
Program requirements, you will have developed you r 
leadership capacity to impact more students eac h and 
every day. Are you ready? 

DEVELOPMENT 
STATISTICS 

100 
Percent of participants 

who felt the in-person 

sessions had an impact 
on their leadership 

development. 

99 
Percent of participants 

who felt that the job­

embedded assignments 

had an impact on their 

leadership development. 

98 
Percent of participants 

who felt that the 

Performance Meetings 

had an impact on their 

leadership development. 

90 
Percent of participants 

who said "Participating 

in the Emerging 

Leaders Program has 

helped me increase 

student achievement 

at my school." 

... 



Growing the Leadership Pipeline 
Since 2000. New Leaders has trained 
almost 900 leaders through our signature 
Aspiring Principals Program, a year-long 
principal preparation program that couples 
rigorous coursework with an intensive 
Residency experience. However. while 
principals are critical ro school improve­
ment, they cannot transform a school on 
their own. They need a team of talented, 
goal-oriented staff in place to help all Jdults 
drive for 5rndent success. The Emerging 
Leaders Program grows the adult leader­
ship capacity within individual schools, 
and serves as a pathway imo the Aspiring 
Principals Program in our partner districts. 

Interested? 
lfyou are ready to advance your career, 
increase your impact and to change the life 
rrajecrories ofrhe sruJents in your school, 
please join us in this work and apply to 

become an Emerging Leader. Whatever your 
career ambition may be within your school 
setting, the lasting benefit ofrhis 11rngram 
is the leadership you will have developed 
and which will enable you ro increase your 
impact on students across many classrooms 
and throughout your school community. 
Please join us' 

We are looking for individuals who: 

Have a serious intention to serve as 
a principal and are prepared to enter 
the principal preparation pipeline 

• Are currently serv ing in a school 
where there ,1 re sign i fie am opportu­
nities for them ro lead a consistent 
team of adults focused on improving 
instruction a nd culture 

Are viewed as a high-potential 
lcadersh ip candid ate by rhei r current 
school. district or charter manage-
111enr organization 

lfyou are interested in joining the 
program or in nominating someone for 
the program, please reach out to your 
local New LeJders office to beg in the 
application process. Please note that dur­
ing the process, your principal will have to 

complete a form agreeing ro ensure that 
you will have access to the school-based 
leadership opportunities required for 
participation in the program. 

Email emergingleaders@newleaders.org, 

At the beginning of the year, 60 -

percent of Brian Cook's stu ~e. lt::. 
were proficient or advanced in 

mathematics. Using what he learned 

in the Emerging Leaders Program 

about data-driven instruction (DDI), 

he focused his teaching and by the 

end of the year 87 percent of his 

students scored at thatlevel. Before 

joining the program Brian had never 

led a meeting, but he now coaches 

and shares DOI resources with other 

teachers to help them drive similar 

results in their own classrooms. 
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Alana Whitt-Smith worked with the 4th grade teacher team at 
her schuol tu achieve a 30-pointjwnp in language arts scores in 
just one munth. I !er principal was so impressed-and the 4th 
grade teachers so enthusiastic-that the principal asked Alana 
to do the sa111e thing with the other grades. In only two months, 
Alana drove additional dramatic gains in grades !, 2, 3 and 5. 

"The Emerging Leaders Program was life changing. 
I fee l that I am now better able to support, coach 
and guide my staff with compassion, which wi ll 
lead to student achievement." 

2011-2012 Emerging Leader 

OUR MISSION 
Our mission is ro ensure high academic ac hieve­
ment for a ll child re n, especia ll y st udents in 
poverty a nd students of color, by cl evelopi ng 
transformationa l school leaders and advanc ing 
the polic ies and practices that a I low great leade rs 
ro succeed. 

Email emergingleaders@newleaders.org. 

We look forward to hearing from you! 

N~w L.::-idc:rs ad mits program pJr t ic ipams of:rny race, color, and 
n~ninn a l nr 1,:lh ni c lH"igin. For nrnn..: information, p l ~.'.'1:-ic go LU 
h ttp ://\\\\\\ .ncwk.:idc r~.o rg/app l y~now/.:idm i :-i~ it> n :-i~p o li cy/. New Leaders [!I 

f''\: MIX 
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~ == Learn more at www.newleaders .org. 





Myron Long 
(Cohort 11) talks 
with students 
at E.L. Haynes 
High School. 

Become a Transformational Leader 

Our signature Aspiring Principa ls Program is a year-long leadership Re4e~3 
provides you with the theoret ical and practical training, resources andQro~ ' 
needed to lead an urban school. New Leader principals are culturally competent 
and adaptive leaders who bui ld schoo ls of efficacy so that students can achieve at 
the highest levels. 

The aspiring leaders who join our program share a deep belief that a ll students can 
achieve at high levels-that demography is not destiny for children ifadults get it right. 
By joining the Aspiring Principals Program, you become part of a network of successfu I 
school leaders who stand courageously together to serve our nation's highest-need 
schools and students. Throughout the year, you will: 

• Develop and utilize your leadership skills ro improve the practice of select teachers 
within your school site that drives studem achievement 
Build a personal leadership developmenr portfolio that demonstrates your profi­
ciency in select leadership competencies 
Practice 'fbe 15 Actions that are the foundat.ional skills that school leaders must 
engage in repeatedly and apply appropriately to increase student achievement 
Utilize an Individualized Learning Plan ([LP) that focuses on areas unique to 
your personal leadership development; the !LP allows you to focus on specific 
standards, competencies, content and actions that are areas of growth 



DISCLOSURE OF LOBBYING ACTIVITIES 

Complete this form to disclose lobbying activities pursuant to 31 U.S.C.1352 

1. * Type of Federal Action: 2. *Status of Federal Action: 3. * Report Type: 
D a. contract D a. bid/offer/appl ication [RI a. initial filing 

[RI b. grant [RI b. initial award D b. material change 

D c. cooperative agreement D c. post-award 

D d. loan 

D e. loan guarantee 

D f. loan insurance 

4. Name and Address of Reporting Entity: 

[RI Prime D SubAwardee 

*Name 
loakland unif ied School Dist r i c I 

·Street 1 
l102s Second Av enue I Street 2 I 

"City 
loakland I 

State ICA I 
Zip 

I Cal ifornia 

Congressional District, if known : I I 
5. If Re porting Entity in No.4 is Subawardee, Enter Name and Address of Prime: 

6. * Federal Department/Agency: 7. *Federal Program Name/Description: 

iu s. Depart ment of Education I !School Leadership 

CFDA Number, if applicable: la• . 36 3 

8. Federal Action Number, if known: 9. Award Amount, if known: 

I I $\ I 
10. a. Name and Address of Lobbying Registrant: 

Prefix I I 
*First Name I Not Applicable I Middle Name \ I 

·Last Name INot Applicable I Suffix I I 
•Street 1 I I Street 2 I 
"City I \ State \ I Zip I 
b. Individual Performing Services (including address it different from No. 10a ) 

Prefix I 1 ·First Name !Not Applicable 
I Middle Name I I 

·Last Name I Not Appl icable I 
Suffix I I 

·street 1 I I Street 2 I 
"City I \ State I I Zip I 

Approved by OMB 

0348-0046 

I 
I 

I 
I 

I 
I 

11. Information requested through this form is authorized by title 31 U.S.C. section 1352. This disclosure of lobbying activities is a material representation of fact upon which 
reliance was placed by the tier above when the transaction was made or entered into. This disclosure is requi red pursuant to 31 U.S.C. 1352 . This information wi ll be reported to 
the Congress semi-annually and will be available for public inspection. Any person who fails to file the required disclosure shall be subject to a civi l penalty of not less than 
$10,000 and not more than $100 ,000 for each such failure. 

•Signature: I completed on submission to Grants. gov I 
•Name: Preflx 

I I 
• First Name I I Middle Name I I Gary 

•Last Name I Yee I Suffix 

I I 

I 
I 

Title : lrnterim Superintendent I Telephone No.: \ J Date: I completed o n s ubmiss i on t o Gra nts . gov I 
Federal Use Only: 

I Autho,;zed fo• Local Re prnduc1;on 
Standard Form - LLL (Rev. 7-97) 



CERTIFICATION REGARDING LOBBYING 

Certification for Contracts, Grants, Loans, and Cooperative Agreements 

The undersigned certifies, to the best of his or her knowledge and belief, that: 

(1) No Federal appropriated funds have been paid or will be paid , by or on behalf of the undersigned, to any 
person for influencing or attempting to influence an officer or employee of an agency, a Member of 
Congress, an officer or employee of Congress, or an employee of a Member of Congress in connection with 
the awarding of any Federal contract, the making of any Federal grant, the making of any Federal loan, the 
entering into of any cooperative agreement, and the extension, continuation , renewal , amendment, or 
modification of any Federal contract, grant, loan, or cooperative agreement. 

(2) If any funds other than Federal appropriated funds have been paid or will be paid to any person for 
influencing or attempting to influence an officer or employee of any agency, a Member of Congress, an 
officer or employee of Congress, or an employee of a Member of Congress in connection with this Federal 
contract, grant, loan, or cooperative agreement, the undersigned shall complete and submit Standard 
Form-LLL, "Disclosure of Lobbying Activities," in accordance with its instructions. 

(3) The undersigned shall require that the language of this certification be included in the award documents 
for all subawards at all tiers (including subcontracts, subgrants, and contracts under grants, loans, and 
cooperative agreements) and that all subrecipients shall certify and disclose accordingly. This certification 
is a material representation of fact upon which reliance was placed when this transaction was made or 
entered into. Submission of this certification is a prerequisite for making or entering into this transaction 
imposed by section 1352, title 31 , U.S. Code. Any person who fails to file the required certification shall be 
subject to a civil penalty of not less than $10,00 0 and not more than $100,000 for each such failure . 

Statement for Loan Guarantees and Loan Insurance 

The undersigned states, to the best of his or her knowledge and belief, that: 

If any funds have been paid or will be paid to any person for influencing or attempting to influence an officer 
or employee of any agency, a Member of Congress, an officer or employee of Congress, or an employee of 
a Member of Congress in connection with this commitment providing for the United States to insure or 
guarantee a loan, the undersigned shall complete and submit Standard Form-LLL, "Disclosure of Lobbying 
Activities," in accordance with its instructions. Submission of this statement is a prerequisite for making or 
entering into this transaction imposed by section 1352, title 31 , U.S. Code. Any person who fails to file the 
required statement shall be subject to a civil penalty of not less than $10,000 and not more than $100,000 
for each such failure . 

*APPLICANT'S ORGANIZATION 

joakland Unified School District I 
* PRINTED NAME AND TITLE OF AUTHORIZED REPRESENTATIVE 

Prefix: I I • First Name: !Gary I Middle Name: I 

* Last Name: IYee I Suffix: I I 
* Title: jrnterim Superintendent I 

* SIGNATURE: !completed on submission to Grants.gov I * DATE: !completed on submission to Grants . gov I 

I 



9. Will comply, as applicable, with the provisions of the Davis­
Bacon Act (40 U.S.C. §§276a to 276a-7), the Copeland Act 
(40 U.S.C. §276c and 18 U.S.C. §874), and the Contract 
Work Hours and Safety Standards Act (40 U.S.C. §§327-
333), regarding labor standards for federally-assisted 
construction subagreements. 

1 O. Wil l comply, if applicable, with flood insurance purchase 
requirements of Section 102(a) of the Flood Disaster 
Protection Act of 1973 (P.L. 93-234) which requires 
recipients in a special flood hazard area to participate in the 
program and to purchase flood insurance if the total cost of 
insurable construction and acquisition is $10,000 or more. 

11 . Will comply with environmental standards which may be 
prescribed pursuant to the following : (a) institution of 
environmental quality control measures under the National 
Environmental Policy Act of 1969 (P.L. 91-190) and 
Executive Order (EO) 11514; (b) notification of violating 
facilities pursuant to EO 11738; (c) protection of wetlands 
pursuant to EO 11990; (d) evaluation of flood hazards in 
floodplains in accordance with EO 11988; (e) assurance of 
project consistency with the approved State management 
program developed under the Coastal Zone Management 
Act of 1972 (16 U.S.C. §§1451 et seq.); (f) conformity of 
Federal actions to State (Clean Air) Implementation Plans 
under Section 176( c) of the Clean Air Act of 1955, as 
amended (42 U.S.C. §§7401 et seq.); (g) protection of 
underground sources of drinking water under the Safe 
Drinking Water Act of 1974, as amended (P.L. 93-523); 
and, (h) protection of endangered species under the 
Endangered Species Act of 1973, as amended (P.L. 93-
205). 

12. Will comply with the Wild and Scenic Rivers Act of 
1968 (16 U.S.C. §§1271 et seq .) related to protecting 
components or potential components of the national 
wild and scenic rivers system. 

* SIGNATURE OF AUTHORIZED CERTIFYING OFFICIAL 

!completed on submission to Grants .gov 

* APPLICANT ORGANIZATION 

loakland Unif i ed School District 

I 

13. Will assist the awarding agency in assuring compliance 
with Section 106 of the National Historic Preservation 
Act of 1966, as amended (16 U.S.C. §470), EO 11593 
(identification and protection of historic properties), and 
the Archaeological and Historic Preservation Act of 
1974 (16 U.S.C. §§469a-1 et seq .). 

14. Will comply with P.L. 93-348 regarding the protection of 
human subjects involved in research , development, and 
related activities supported by this award of assistance. 

15. Will comply with the Laboratory Animal Welfare Act of 
1966 (P.L. 89-544, as amended, 7 U.S.C. §§2131 et 
seq .) pertaining to the care, handling, and treatment of 
warm blooded animals held for research, teaching, or 
other activities supported by this award of assistance. 

16. Will comply with the Lead-Based Paint Poisoning 
Prevention Act (42 U.S.C. §§4801 et seq.) which 
prohibits the use of lead-based paint in construction or 
rehabilitation of residence structures. 

17. Will cause to be performed the required financial and 
compliance audits in accordance with the Single Audit 
Act Amendments of 1996 and OMB Circular No. A-133, 
"Audits of States, Local Governments, and Non-Profit 
Organizations." 

18. Will comply with all applicable requirements of all other 
Federal laws, executive orders, regulations, and policies 
governing this program. 

19. Will comply with the requirements of Section 106(g) of 
the Trafficking Victims Protection Act (TVPA) of 2000, as 
amended (22 U.S.C. 7104) which prohibits grant award 
recipients or a sub-recipient from (1) Engaging in severe 
forms of trafficking in persons during the period of time 
that the award is in effect (2) Procuring a commercial 
sex act during the period of time that the award is in 
effect or (3) Using forced labor in the performance of the 
award or subawards under the award. 

* TITLE 

lrnterim Superintendent I 
* DATE SUBMITTED 

I !comp l eted on submission to Grants .gov I 
Standard Form 4246 (Rev. 7-97) Back 



OMB Number: 4040-0007 
Expiration Date: 06/30/2014 

ASSURANCES - NON-CONSTRUCTION PROGRAMS 

Public reporting burden for this collection of information is estimated to average 15 minutes per response, including time for reviewing 
instructions, searching existing data sources, gathering and maintaining the data needed , and completing and reviewing the collection of 
information. Send comments regarding the burden estimate or any other aspect of this collection of information, including suggestions for 
reducing this burden, to the Office of Management and Budget, Paperwork Reduction Project (0348-0040), Washington, DC 20503. 

PLEASE DO NOT RETURN YOUR COMPLETED FORM TO THE OFFICE OF MANAGEMENT AND BUDGET. SEND 
IT TO THE ADDRESS PROVIDED BY THE SPONSORING AGENCY. 

NOTE: Certain of these assurances may not be applicable to your project or program. If you have questions, please contact the 
awarding agency. Further, certain Federal awarding agencies may require applicants to certify to additional assurances. 
If such is the case, you will be notified . 

As the duly authorized representative of the applicant, I certify that the applicant: 

1. Has the legal authority to apply for Federal assistance 
and the institutional, managerial and financial capability 
(including funds sufficient to pay the non-Federal share 
of project cost) to ensure proper planning , management 
and completion of the project described in this 
application . 

2. Will give the awarding agency, the Comptroller General 
of the United States and, if appropriate, the State, 
through any authorized representative, access to and 
the right to examine all records, books, papers, or 
documents related to the award ; and will establish a 
proper accounting system in accordance with generally 
accepted accounting standards or agency directives. 

3. Will establish safeguards to prohibit employees from 
using their positions for a purpose that constitutes or 
presents the appearance of personal or organizational 
conflict of interest, or personal gain . 

4. Will initiate and complete the work within the applicable 
time frame after receipt of approval of the awarding 
agency. 

5. Will comply with the Intergovernmental Personnel Act of 
1970 (42 U.S.C. §§4728-4763) relating to prescribed 
standards for merit systems for programs funded under 
one of the 19 statutes or regulations specified in 
Appendix A of OPM's Standards for a Merit System of 
Personnel Administration (5 C.F.R. 900, Subpart F). 

6. Will comply with all Federal statutes relating to 
nondiscrimination. These include but are not limited to : 
(a) Title VI of the Civil Rights Act of 1964 (P.L. 88-352) 
which prohibits discrimination on the basis of race, color 
or national origin; (b) Title IX of the Education 
Amendments of 1972, as amended (20 U.S.C.§§1681-
1683, and 1685-1686), which prohibits discrimination on 
the basis of sex; (c) Section 504 of the Rehabilitation 

Previous Edition Usable 

Act of 1973, as amended (29 U.S.C. §794), which 
prohibits discrimination on the basis of handicaps; (d) 
the Age Discrimination Act of 1975, as amended (42 U. 
S.C. §§6101-6107), which prohibits discrimination on 
the basis of age; (e) the Drug Abuse Office and 
Treatment Act of 1972 (P.L. 92-255), as amended, 
relating to nondiscrimination on the basis of drug 
abuse; (f) the Comprehensive Alcohol Abuse and 
Alcoholism Prevention, Treatment and Rehabilitation 
Act of 1970 (P.L. 91-616), as amended, relating to 
nondiscrimination on the basis of alcohol abuse or 
alcoholism; (g) §§523 and 527 of the Public Health 
Service Act of 1912 (42 U.S.C. §§290 dd-3 and 290 
ee- 3), as amended, relating to confidentiality of alcohol 
and drug abuse patient records; (h) Title VIII of the Civil 
Rights Act of 1968 (42 U.S.C. §§3601 et seq.), as 
amended, relating to nondiscrimination in the sale, 
rental or financing of housing; (i) any other 
nondiscrimination provisions in the specific statute(s) 
under which application for Federal assistance is being 
made; and, U) the requirements of any other 
nondiscrimination statute(s) which may apply to the 
application. 

7. Will comply, or has already complied, with the 
requirements of Titles II and Ill of the Uniform 
Relocation Assistance and Real Property Acquisition 
Policies Act of 1970 (P.L. 91-646) which provide for 
fair and equitable treatment of persons displaced or 
whose property is acquired as a result of Federal or 
federally-assisted programs. These requirements 
apply to all interests in real property acquired for 
project purposes regardless of Federal participation in 
purchases. 

8. Will comply, as applicable, with provisions of the 
Hatch Act (5 U.S.C. §§1501-1508 and 7324-7328) 
which limit the political activities of employees whose 
principal employment activities are funded in whole 
or in part with Federal funds . 

Authorized for Local Reproduction 
Standard Form 424B (Rev. 7-97) 

Prescribed by OMB Circular A-102 



OAKLA D UNIFIED 
SCHOOL DISTRICT 

Thriving Leadership for Full 
Service Community Schools 

More broadly, Thriving Leadership will be incorporated into OUSD's overall Full Service 

Community School model and thereby employ a range of differentiated suppotts for student 

learning and success, including counseling and other health services, family engagement, and 

family linkages to needed community resources. 

Potential barrier. Approximately 30% of OUSD 's students are designated as English 

Language Learners. Students and families from limited or non-English speaking backgrounds 

may have a ban-ier to engaging with the Thriving Leadership initiative. 

Solution: OUSD and om Thriving Leadership Project Coordinator, working with staff in 

OUSD' s Families, Schools, & Community Partnerships Department, will oversee the 

development of outreach materials in Spanish and other common native languages of our 

immigrant families to inform and engage families about this project. Working with the district 

English Language Advisory Committee, we will invite parents and students from language 

minority groups to engage with our Thriving Leadership Steering Committee, in order to provide 

input into the project ' s implementation and refinement and keep informed about project activities 

and outcomes. OUSD will provide translation and interpretation as needed so that non-English 

speaking parents/guardians and students can fully participate in Steering Committee meetings. 

Moreover, the Steering Committee will seek to engage other culturally/ linguistically competent 

partners with a long history of building bust with our multicultural youth and families, such as 

Oakland Kids First, Youth Uprising, Oakland Asian Students Education Services, Bay Area 

Community Resources, and East Bay Agency for Children, to ensure project services are 

appropriate for all youth and families. 

3 



D UNIFIED 
D ISTRICT 

Thriving Leadership for Full 
Service Community Schools 

and learning, so that every student in OUSD graduates from high school prepared for college and 

career. 

We do not foresee there being baITiers to full inclusion in project activities for these adult 

learners (employed by OUSD or recrnited externally), who have been hired based on their 

relevant professional training, experience, and their cultural and linguistic competencies, among 

other factors, and who receive ongoing training to ensure they are qualified to effectively engage 

OUSD 's diverse constituency of teachers, students, and families in a high-quality educational 

expenence. 

Potential barrier. African American and Latino students comprise the two largest racial/ 

ethnic groups of students in OUSD. More than other disadvantaged subgroups, they are 

dispropo1tionately affected by sub-proficient academic achievement, not meeting "a-g" 

requirements, and low graduation and college-going rates. 

Solutions: Importantly, our partners Reach and New Leaders have successful track records 

in developing school leaders from traditionally under-represented groups - principally African 

American and Latino - with the backgrounds and competencies aligned with their school 

communities in multicultural Bay Area urban school districts. To ensure that the target 

population includes substantial numbers of candidates from undetTepresented groups, we will 

work closely with OUSD 's principals and network supervisors to prioritize identification and 

recrnitment skilled, aspiring leaders from these groups. This will also be the case for New 

Leaders ' national recruitment efforts to bring aspiring leaders to OUSD. 

Moreover, "equity" in education is a key dimension of the leadership frameworks 

underlying Thriving Leadership. The training, mentoring, coaching, and other professional 

development deployed through this initiative will include a focus on equipping school leaders to 

promote an equitable educational experience for students from all groups to suppo1t them to meet 

rigorous learning standards and succeed in school. 

2 



OAKLA D UNIFIED 
SCHOOL D ISTRICT 

Thriving Leadership for Full 
Service Community Schools 

General Education Provisions Act (GEPA) Section 427 

Oakland Unified School District 's proposed Thriving Leadership Project is focused on 

building a pipeline of effective school leaders for OUSD, continually strengthening our existing 

principals ' leadership schools, and institutionalizing an effective leadership development model 

to meet our district ' s long-term needs. 

Oakland Unified School Distiict, the lead agency for this project and applicant for School 

Leadership Program funding, serves a racially, linguistically, religiously, culturally, and socio-

economically diverse community. OUSD provides equitable access to all students, faculty and 

other staff, and family members regardless of age, race, sex, religion, national origin, disability, 

economic background, or sexual orientation. OUSD and our Thriving Leadership partners Reach 

Institute and New Leaders have extensive experience and multiple policies and procedures for 

making programming responsive to our community's diversity. All staff members in OUSD and 

our project partners receive training in relating to, and interacting effectively with, the diversity 

of constituents they serve, and strive to hire staff that reflects the ethnic/cultural/linguistic 

backgrounds of the students and families with whom we work in diverse urban communities. 

The Thriving Leadership Project is a training, coaching, mentoring, and professional 

development initiative, with direct services targeted at educators across OUSD: teacher leaders, 

assistant principals, aspiring leaders, new principals, and experienced principals. The content of 

the supports for educators to be deployed in Thriving Leadership will be based on the 

frameworks for effective school leadership developed by OUSD and our partners; by 

participants ' individual leadership development needs; and by the particular needs and contexts 

of the schools they are assigned to. The overall focus will be to build OUSD principals ' capacity 

to serve as effective instructional leadership at their schools as well as exercise the other key 

dimensions of leadership necessary for principals to drive sustained improvements in teaching 

1 



OMB Number: 1894-0005 
Expiration Date: 03/31 /2014 

NOTICE TO ALL APPLICANTS 

The purpose of this enclosure is to inform you about a new 
provision in the Department of Education's General 
Education Provisions Act (GEPA) that applies to applicants 
for new grant awards under Department programs. This 
provision is Section 427 of GEPA, enacted as part of the 
Improving America's Schools Act of 1994 (Public Law (P.L.) 
103-382). 

To Whom Does This Provision Apply? 

Section 427 of GEPA affects applicants for new grant 
awards under this program . ALL APPLICANTS FOR 
NEW AWARDS MUST INCLUDE INFORMATION IN 
THEIR APPLICATIONS TO ADDRESS THIS NEW 
PROVISION IN ORDER TO RECEIVE FUNDING UNDER 
THIS PROGRAM. 

(If this program is a State-formula grant program , a State 
needs to provide this description only for projects or 
activities that it carries out with funds reserved for State-level 
uses. In addition , local school districts or other eligible 
applicants that apply to the State for funding need to provide 
this description in their applications to the State for funding. 
The State would be responsible for ensuring that the school 
district or other local entity has submitted a sufficient 
section 427 statement as described below.) 

What Does This Provision Require? 

Section 427 requires each applicant for funds (other than an 
individual person) to include in its application a description 
of the steps the applicant proposes to take to ensure 
equitable access to, and participation in , its 
Federally-assisted program for students, teachers, and 
other program beneficiaries with special needs. This 
provision allows applicants discretion in developing the 
required description. The statute highlights six types of 
barriers that can impede equitable access or participation : 
gender, race, national origin , color, disability, or age . 
Based on local circumstances, you should determine 
whether these or other barriers may prevent your students, 
teachers, etc. from such access or participation in , the 
Federally-funded project or activity. The description in your 
application of steps to be taken to overcome these barriers 
need not be lengthy; you may provide a clear and succinct 

description of how you plan to address those barriers that are 
applicable to your circumstances. In addition , the information 
may be provided in a single narrative, or, if appropriate, may 
be discussed in connection with related topics in the 
application . 

Section 427 is not intended to duplicate the requirements of 
civil rights statutes, but rather to ensure that, in designing 
their projects, applicants for Federal funds address equity 
concerns that may affect the ability of certa in potential 
beneficiaries to fully participate in the project and to achieve 
to high standards. Consistent with program requirements and 
its approved application , an applicant may use the Federal 
funds awarded to it to eliminate barriers it identifies. 

What are Examples of How an Applicant Might Satisfy the 
Requirement of This Provision? 

The following examples may help illustrate how an applicant 
may com ply with Section 427. 

(1) An applicant that proposes to carry out an adult literacy 
project serving, among others, adults with limited English 
proficiency, might describe in its application how it intends to 
distribute a brochure about the proposed project to such 
potential participants in their native language. 

(2) An applicant that proposes to develop instructional 
materials for classroom use might describe how it wi ll make 
the materials available on audio tape or in braille for students 
who are blind . 

(3) An applicant that proposes to carry out a model science 
program for secondary students and is concerned that girls 
may be less likely than boys to enroll in the course, might 
indicate how it intends to conduct "outreach" efforts to girls, 
to encourage their enrollment. 

We recognize that many applicants may already be 
implementing effective steps to ensure equity of 
access and participation in their grant programs, and 
we appreciate you r cooperation in responding to the 
requirements of this provision. 

Estimated Burden Statement for GEPA Requirements 

According to the Paperwork Reduction Act of 1995, no persons are required to respond to a collection of information unless such 
collection displays a valid OMB control number. Public reporting burden for this collection of information is estimated to average 
1.5 hours per response, including time for reviewing instructions, searching existing data sources, gathering and maintaining the 
data needed, and completing and reviewing the collection of information. The obligation to respond to this collection is required to 
obtain or retain benefit (Public Law 103-382). Send comments regarding the burden estimate or any other aspect of this collection 
of information, including suggestions for reducing this burden, to the U.S. Department of Education , 400 Maryland Ave., SW, 
Washington, DC 20210-4537 or email ICDocketMgr@ed .gov and reference the OMS Control Number 1894-0005. 

Optional - You may attach 1 file to this page. 

~lo_u_s_D_T_h_r_i_v_i_n_g_L_e_a_d_e_r_s_h_i_· p_ G_E_P_A_ . p_d_f ____ ~I I Add /\ltachment I Delete Attachment I View Attachment 



A-95 
significant, important, CF2 shares Take notes experience or story in the 
and critical experience "advice" 
informationand what instead of 
CFl might t hink about responding to CF ! 
in terms of moving 
forward or next steps. 

Step Six Devolve into Use stems like: Inserts prompt 
The presenter {CFG 1} conversation - What was most helpful What was most helpful? 
says what is most inst ead of was t hinking about if presenter starts on new ideas. 
helpful and what fol lowing --
he/ she intends to do protocol - As a result of reflecting 
before next meeting CFl starts new on_, I plan to __ . 

story instead of - That changes my 
t alking about temporal target in t his 
next steps way __ 

- The evidence t hat wi ll 
support me if this 
changes is __ 

Step SIX Time intervenes Keep ca refu l timing of 
Both participants the CF conversation . 
refl ect and/or write The fa cili t ators will 
on t he process time, but it is hard to 

keep everyone in lock 
step. It is your 
responsibil ity to hold 
each other t o protocol 
and get to time to 
debrief as an essential 
part of process.-? 



A-94 

Equity-Centered Typical Hints for CF1 Hints for CF 2 
PROTOCOL Challenges Presenter 

Step ONE: Dilemma unfolds - Think about dilemma - Take notes. Refrain from 
The presenter (CF 1) in a story, but of practice as you drive interrupting, especially with your 
describes an tends to be a to meeting. own story. 
important dilemma "spiraling- - Tell stories that are a - Listen carefully for "critical " 
of practice down story" . "moving force for (important/urgent) issue and 

change". hand . 
- Think about story's - Give presenter signal when 
emotional content; there is 1 min left 
express from your 
viewpoint. 
- Adopt non-blaming 
stance that optimizes 

Step TWO: Asks reflective Remind your CF partner Ask questions that reveal JUST 
The critical friend (CF questions instead that the question is not THE FACTS and do not require 
2) asks clarifying of factual factual and is drifting reflections (eg why?) 
(factual) questions in questions. into reflection. Typical stems: 
order to understand Who/What/Where/When/How 
the practice and the 
context in which the 
practice takes place. 

Step THREE: Critical Friends - Write down the - Remind CF: "We are not in an 
The critical friends set continue talking questions so you have a out of protocol conversation" 
desired outcomes for instead of record of them. - Highlight questions on 
conversation through reflecting and - Make decisions about worksheet of probing questions 
reflection (learner) choosing 1-2 to respond to from - Make notes as CF talks 
and decisions about questions. the POV of what is most 
probing questions helpful to you . 
(CF2)) - Keep time for duo 

- Remind CF: "We are 
not in an out of 
protocol conversation" 

Step FOUR CFl does not Write down the Urge CFl to stay on 1-2 questions 
The critical friend listen or write questions and respond and go deep. 
(CF2) engenders down questions to 1-2, not all. Ask follow-up probing questions 
deeper reflections by CF2 inserts own if time. 
using probing stories to 
questions that nudge dilemmas 
the learner to see the 
dilemma from 
multiple perspectives. 

Step Five CF 1&2 start Use nonverbal signals Use nonverbal signals to get each 
The critical friend having to get each other back other back on track 
provides feedback conversation . on track Refrain from sharing your 



Making Critical Friends Work: Helpful Hints 

Adult learners make decisions about how they best learn and what is best for them . Yet, often 
time use is not maximized because there is a tendency to tell long stories that often do not offer a 
"moving force for change" (Dewey, 1938); they are "spiraling-down" stories instead of optimizing 
stories. Protocols are designed to foster the ability to be with adults in ways that offer maximum 
learning for all in a situation . This chart is intended to offer Critical Friends (CF) who have to 
take responsibility for their own and their partners learning a way to stay on track with protocol to 
maximize the learning. It requires that both CFs become "warm demanders" of each other so that 
each is empathetic, yet pushes the partner to think more deeply and move his or her practice 
more expeditiously toward goal outcomes that each has set. The steps respond to the protocol 

and the critical friends process reminders in the article from Costa and Kallick (1993), 1 

The warm demander phrase comes from the teaching literature, and we are forging its use in 
adult learning . A warm demander is a trusted colleague who communicates unconditional positive 
regard coupled with active insistence on supporting self-reflection as a cornerstone of learning 
and growth. 
The warm demander "goes beyond believing to insisting" that the colleague is supported in 
attending to what he or she has designated as goals. In the case of school reform and leadership 
development, this means interrupting the usual and insisting on a positive demeanor that uses 
story and reflection productively. It is based on Carl Rogers psychological theory in which the 
person in relationship cares deeply and communicates expectations clearly by focusing on the 
learning the person can do for himself or herself if guided by another. 

Warm Demander Moments are in green . In general, keep notes for reference when "out of 

protocol" thoughts occu r to you and you might veer the conversation and protocol off track. You might 

use nonverb al signa ls for reminders: a spi raling down (n egative) signa l or a "going on and on" signa l as 

well as +++/thumbs up signal th at you can use when you are supposed to be listening. 

1 Costa, Arthur L. & Ka/lick, Bena. {October 1993). 

Friend, Educational Leadership 51: 2, pp. 49-51. 

!lltewRl!b!~s,nship s Through the Lens of a Critical 
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Oakland Leadership Task Force 
Updated September 2012 

EQUITY-CENTERED CRITICAL FRIENDS PARTNERS PROTOCOL 
Can be altered for larger group of participants/discussants 

tiving 1n 

Primary considerations for CFG use 

• Timed segments that may be adjusted if needed 
• Presenter does not talk while getting feedback about dilemma 
• Discussant (CF) chooses 3-4 probing questions and CF Presenter chooses ONE. 
• Usually used with more folks and can be expanded to 4-5 persons as discussants 

TOTAL Minutes (40 min): 18 for CF 1dilemma;18 min for CF2 dilemma; 4 min for debrief 

STEP Process 

1 Presentation of Dilemma 

CF 1: The presenter (CF 1) describes an important dilemma of 
practice 

2 Clarifying Questions 
The critical friend (CF 2) asks clarifying (factual) questions in 
order to understand the practice and the context in which the 
practice takes place. 

3 Reflection 
The critical friends set desired outcomes for conversation 
through reflection (learner) and decisions about probing 
questions (CF2)) 

4 Probing Questions 
The critical friend (CF2) engenders deeper reflections by using 
probing questions that nudge the learner to see the dilemma 
from multiple perspectives. 
Presenter listens to the 3-4 probing questions, takes notes (for 
future reflection) and chooses 1-2 for response at this time 

5 Feedback/Discussion 
The critical friend provides feedback significant, important, and 
critical informationand what CFl might think about in terms of 
moving forward or next steps. 

6 The presenter (CFG l} says what is most helpful and what he/she 
intends to do before next meeting 

7 DEBRIEF 
Both participants reflect and/or write on the process 

Repeat processing reversing roles for CFG 2 Dilemma 
Debrief at end for 4 min. 

Time Person 

4 Presenter CF 1 
min 

3 CF 2 poses to 

min presenter (CFG 1) 

1 Both but 

min reflecting in 

different ways 

5 CF 2 asks 

min questions 

CF 1 responds to 

1-2 probing 

questions 

4 CFG 2 
min 

1 CFG 1 
min 

4 
min 
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Goal Setting and Reflection Tool 
for Principal Critical Friends Group activities 

~OAKLAND UNI FIED 
• SCHOOL DI STRICT 

REFLECTION: JANUARY 

Commumty Schools 
Thriving Students 

What leadership actions did I take to make progress toward the goal? 
What specific evidence do I have that I am making progress toward the goal? 

What do I need to change/adjust in terms of actions, evidence or goal? 

REFLECTION: FEBRUARY 
What leadership actions did I take to make progress toward the goal? 
What specific evidence do I have that I am making progress toward the goal? 
What do I need to change/adjust in terms of actions, evidence or goal? 

REFLECTION: MARCH 

What leadership actions did I take to make progress toward the goal? 

What specific evidence do I have that I am making progress toward the goal? 
What do I need to change/adjust in terms of actions, evidence or goal? 

A-91 
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Goal Setting and Reflection Tool 

for Principal Critical Friends Group activities 

• OAKLAND UNIFIED Community Schools 
SCHOOL DISTRICT Thriving Students 

What quantitative indicators will provide evidence for your goal and of goal attainment? 

1. Staff Survey on shared vision of school 
2. Analysis of feedback given to teachers 

Support needed from Critical Friend and/or Facilitator 

REFLECTION Click on hyperlink to get to the appropriate reflection space. 

JANUARY 
FEBRUARY 
MARCH 

Observation 2 APRIL 
Date 

Note: Th is observation can be wide-lens {li ke October) or it can be focused on your goal if the evidence 
from the second observation will provide qualitative data for your goal . 

Dimensions and Indicators of Practice 

FINAL KEY Evidence for Year 

1. 
2. 
3. 
4. 

SELF ANALYSIS: GOAL ATTAINMENT 
D Exceeded goal (s) 
D Met goal (s) 
D Made progress toward goal (s) 

DRAFT choices
1 

-- Based on rubric analysis for the specific dimensions I have chosen, my practice is 
D Novice Practice 
D Professiona l Practice 
D Expert Practice 
Note: The level of practice is based on the two factors of your experience overall and your experience at the current school site 

Self-Reflection and Recommendations (can note generalizations, challenges, changes of evidence) 

1 The decision about the rubric categories is in draft form and will not be fully decided until the end of 2012-13; 

however, the three levels of development now under consideration are indicated on this document. The principal 
will examine the rubric and determine from reflecting on evidence what can be supported as an indicator of 
practice in that dimension and element. 

2 
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Goal Setting and Reflection Tool 
for Principal Critical Friends Group activities 

~OAKLAND UNIFIED 
~SCHOOL DISTRICT 

Commumty Schools 
Thnvinq Students 

All boxes expand for input 

Leader: School: 
Position: Principal 

Number of years in leadership: Number of years in this position: 
2 

Observation 2.1.3 Intentionality &.oManagement 
Key Dimensions, Elements, loPs Brokering, Buffering 6.2 Equitable SYstems 
and Names of Practice from Problem-posing stance 6.2.1 Operations <ELL and 
scripting analysis 2.2.2 Assetfratning Root Cause Newcomers! 
l.oVJslon 2.3 Shared commitment 6.3 SYstemic Monitoring 
2.1 Presence, Core Beliefs, Wartn Demander 6.3.1 Organizational Balance 
Authoritativeness 5.o InStruCtion 6.3.2 Recursive Inquiry 
2.1.2 Demeanor,Etnotional 5.1 Knowledge Base 
AcuitY context, Pedagogy 
Active Listening, RegiSter s.2 Learning Environment 

5.23 Coherence 

Goal (s) 
1. Re-enroll the IL T to refine the shared vision for the school 

1. Clearly communicate shared vision formally 
2. Be intentional about communicating the vision informally 
3. Create a visual/ graphic of the shared vision 

2. Create and maintain a schedule around important work to ensure that I get into classrooms daily 
to consistently observe and provide feedback to teachers around instruction 

Specific Focus Indicators of Practice based on script analysis 

Vision 
Communication, Intentionality 
Management 
Systematic Leverage, Urgent/ Important work 

Temporal Targets (January-February) Evidence 
February 

1. Engage IL Tin the re-enrolment process 1. ILT agendas 
2. Begin to draft a graph of shared vision 2. Draft of graphic 

Temporal Targets (March-April) Evidence 

Plan for Key Evidence (by MAY) Note: These may change, but try to match goal to evidence 
What qualitative indicators will provide evidence for your goal and of goal attainment? 
1. Written shared vision 
2. Vision graphic 
3. Schedule that shows classroom visits 
4. 
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Part 1: Mentor Program Launch and Welcom e: learn about the Mentor P rogram, meet your 
mentor, team building, mentor principal panel on effective leadership in the dimension o f 
Relationships. Topics around how to begin positive relations with staff, students, and mentee's 
school community. Mentors share data ga thering tools and activities to learn about one's school 
community assets and challenges. Mentors role play common scenarios they can expect to 
encounter. 

Resilience: how to access supports, time management, research on resilience and effective 
leadership. 

Part 2: Led by OUSD Coordinator o f Systems and O perations: fostering positive relations with 
families - helpful protocols. 
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OUSD Thriving Leadership Project 

INDUCTION LEADERSHIP INSTITUTE FOR NEW PRINCIPALS 

SCHEDULE AND Focus 

Day 1: Partnership, Vision, Equity 

Part 1: Meet and G reet Key district personnel - Superintendent and Associate Superintendents, 
Learn about the Oakland Way, Vision and Mission of OUSD, Interactive Gallery Walk of district 
highlights: pho tos of full service community schools in action (opening of health centers, African 
American Male Achievement O ffice, Manhood D evelopment Class program highlights and 
snapshots, graduation pho tos, etc.) 

A-87 

Part 2: Distric t data-current reality around OUSD celebra tions and challenges-what are the district 
priorities and strategies . 

Day 2: Vision 

Part 1: Introduction to all the Leadership dimensions-history of the development and the uses of 
the dimensions 

Part 2: Inspirational voices in O USD. O USD alumni reflect on their experience; current students 
and families share their hopes for quality schools. Reflection on why choose OUSD and personal 
vision for leadership. Creative arts/ spoken word activities to connect to the leadership dimensions 

Day 3: Management and Accountability 

Led by the O perations Team: Instructional T echnology Passport )get it stamped after completion 
of each mini training, managing the intranet tools and resources, tool boxes, mandated reporting, 
budget, etc. O ne on one support-treasure hunt contest to learn to naviga te the sys tem. One on one 
consultations on each school leader' s budget. 

Day 4: Instruction and Accountability 

Part 1: Sessions led by Leadership, Curriculum, and Instruction (LCI) Content Managers and their 
teams on OUSD leaders' role in the transition to Common Core State Standards and N ext 
Generation Science Standards. Current reality of work in these areas, what is expected from school 
sites, what support is available. \'\findow into OUSD classrooms: video presentation. Instructional 
Rounds Professional Learning: explanation o f the initiative and a basic training to get ready to 
participate. 

Part 2: Human Resources: E ffective Observation and Feedback. The Teacher Evaluation Cycle: 
expectations, sample transcripts analysis, and an opportunity to practice a mock observation and 
feedback session. 

Day 5: Resilience and Relationships 



Our vision 
We envision a day when there is educationa I 
excellence and equity in America-when our 
cou ntry's public schools ensure that every student is 
prepared for success in col lege, careers and citizenshi p. 

Our mission 
Our mission is to ensure high academ ic ach ievement 
fo r all child ren, espec iall y studen s in pover y and 
students of color, by clevelopi ng ransformationa l 
school leaders and adva ncing the pol icies and 
practices that allow great leaders to succeed . 

New Lea d~rs Jd mits progr:i m pJn icip:lll l" of;rny rac~. ccilor. ;rnd 
n:i tional or eth nic orig in . For more in roi- m:n ion. pl~a<;c go to 

New Leaders ~ ht t p://www. newlcade r'i.O rg,/.l pply-now/ad 111 i ""ion-;-pol icy/. 

r'; MIX 

".uJ _:::. ri:._ 
!._~ FSC- C018101 Learn more at www.newleaders.org. 



MEET TWO NEW LEADERS 

Principal Felipe 0. Jackson 
The Great Gilmor Elementary School #107, Maryland 

When Felipe became principal ofGilmor, it was t he lowest perform ing elementary 
school in Baltimore City Publi c Schools. It had a low reacher re tention rate; low 
parental involvement; lack of accournabi lit y for students and adu Its: non-existing com­

"I joined New 

Leaders so that 

I can be a part 
of the civil rights 

movement of the 
21st century." 

Felipe 0. Jackson 

munity partnerships; no additional 
resources; no after school programs: 
no use of data to drive instruction 
nor decisions: and fo ur different 
principals wit hin the lzist five years. 

However, the school is now moving 
in the right direct ion. Under Felipe's 
leadership. it built funct ioni ng 
committees and partnerships, 
increased parental in volvement with 
monthl y parent and community 

meetings. developed after school clubs and programs, and t he admin ist ration and 
teachers collaboratively developed student behavioral expectat ions. As a resu lt of these 
changes. Felipe led the school to the second-h ighest gai ns in math and the entire state 
of Maryland in 2012 . And , 98 percent of the staff-who helped the srndents succeed at 
this level-will be returning next school year. 

In Felipe's words, "Being a New Leader means that I must conrinue ro inspire a vision 
t0 uplift our community and advocate fo r those who have been neglected. Being a 
New Leader means that I must model the efficacy that I expect from others in order to 

mobilize individuals to accomplish our goal."' 

DEMOGRAPHICS 
New Leaders come from diverse backgrounds, including: 

• Accomplished, experienced ed ucators with a record of instructional leadersh ip 
• Former teachers who now work for non-profits or for-profits 
• Former business and non-profit leaders who became teachers 
• Early career reacher leaders who have delivered results in a short period of time 

School Levels Participant Ethnicity 
34% Elementary 57% African-American 
21% K-8 27% White 
15% Middle 8% Hispanic or Latino 
7% 6-12 2% Asian 

18% High 5% Multiracial/Other 

Cohort 12 Resident Tabitha Strauss 
Eagle Academy for Young Men II, New York 

Early in her career, Tabitha Strauss n~ce ived a card 
from a student that read, "J hope you have endless 
blessings, uninterrupted happiness and greater 
satisfaction. Put in as much effort zis you can to 
become a principa l." She carries it with her every day 
as inspiration to become eve ryrhi ng she wams to be. 

Tabitha brings nine years of teaching and leadership 
experience with her to the Aspiring Principals 
Program. In her classroom, she held high expecta­
t ions for her students that led to 90 percent pass 
rates on the New York State exam for the last two 
years. She decided to become a school leader after 
raking on positions outside of the class room, includ­
ing joining the Emerging Leaders Progra m last yea r. 

Tabitha wil l serve her Residency Year at Eagle 
Academy for Young Men II in Brooklyn, New York, 
under rhe menrorship of New Leader Principa l 
Rashad Meade (Cohort 7) and New Leader Assistant 
Principal Tara Lohr-Bringley (Cohort 11). She looks 
forward to developing her practice with the support 
of fellow New Leaders, learning new sk ills and meet­
ing cha llenges that push her out of her comfort zone. 
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96 
The percent of teachers 

who rated supportive 

leadership as absolutely 

essentia I or very 

important to retaining 

good teachers - more 

than any other factor. 

25 
The percent of a school's 

total impact on student 

achievement that the 
principal accounts for, 

making them the single 

most influential person in 

the building. 

20 
percentage 
points 
The difference in student 

achievement between an 

average and an above­

average principal 



ASPIRING PRINCIPALS PROGRAM 

Since 2001, we have trained almost 900 school leaders who are driving 
results for more than a quarter million students in high-need schools 
across the country. New Leader Principals all have a drive to action; they 
do not give up until all their students get the excellent education they 
need for success in college and life. 

Before the Residency Year 

Local Induction 
Once accepted inro the Asp iring Principals Program, you will take part in a local induc­
tion program from May-June where you will learn more about New Leaders, details 
of the Residency and all required program expectations. Local inductions also provide 
opportunities for you to meet and connect with your local cohort members. 

Summer Foundations 
Residents gather as a national cohort during the summer to learn from experts in 
the field and from each other. Courses are mapped directly to the Urban Exce llence 
Framework1 M-our research-based guide of leadership actions taken by successful 
pri ncipa Is to drive teacher effectiveness and student learning. 

During the Residency Year 

Local Program 
Most learning occurs in our cities where you become a Resident principal-a full-time , 
paid leadership role in a school mentored by a n experienced principal with a track 
record of success. In this role, you engage in coursework with local staff and seasoned 
New Leaders. At the end of your Residency Year, you can seek a school leadership posi­
tion within our partner districts at existing district or charter schools or as a founding 
principal of a brand-new school. 

National Seminars and Virtual Learning 
Residents gather in person at different times thrnughout the year to continue to 

learn from experts in the field and from each other. Leadership trainings are also held 
through online webinars throughout the year to allow you to karn on your own time. 

After the Residency Year 

New Principal Support & the New Leader Network 
We contin ue to support you through your A.st year as a Principal and into your second 
year as a high school Principal. It is our promise LO make sure you continue to receive 
professional development that is tailored to the needs of your pri ncipalship. Beyond the 
Principal Institute, New Leader Principals join a network of 900 New Leaders across 
the country and have access to a wide range of resources and support at the local and 
nation a I levels. 

Selection Standards 
Our research and work to train school leaders has taught 
us that successful principals excel in the following areas, 
and we use these proficiencies as the Selection Standards 
for our admissions decisions. 

r. Personal leadership 
2. Learning and teaching/data-driven instruction 
3. Vision, mission and values-strategy driven by data 
4. Systems and operations 
5. School culture 
6. Human capita l management 

We seek outstanding current and former educators 
who demonstrate: 

• A relentless drive to transform an 
underperforming public school 

• A firm belief that effective leadership practices have 
a direct impact on academic performance 

• Instructional expertise 
·The drive to m<ike a real difterence in the lives of 

students from low-income communities 

Graduates of our program are considered ro be some of 
the most hit;hly qualified principal candidates in our 
partner cities. Eighty percent of New Leaders are hired 
as principals with in two years, compared to only about 
20 to 30 percent of alumni from traditional training 
programs. Additionally, 92 percent are placed in a school 
leadership role immediately following Residency. 

Admissions Process 
In most of our locations, the Emerging Leaders Program, 
which focuses on developing the leadership ski! Is and 
Lalems of teachers, is Lhe primary pathway to the 
Aspir ing Principals Program. There is also a national 
admissions process for applicants who are not eligible for 
the Emerging Leaders Program because either they do 
not work in a location where we offer the program, or 
because they are not curremly in a teaching or school­
based instructional role. 

-
•MJJJJ&l.E . . .. 

· provides a community . 
· ofco lleaguesfor 

me [with] support, 

encouragement, and 
· new ideas. We've 

been able to host 
· Residents, visitors, 

and meetings, and it . 

has real ly he lped our · 

school stay connected 

. to the larger urban 
education reform 

· movement." 

Misha Simmonds 

Cohort 7, Newark, 

Executive Director cif . 
·. University Hei hts 

Charter. School 

" If it was n't fo r New 

Lead e rs, I wo uld not 

be a scho o l leader. 

Yo u need to have a 

su p port syste m; yo u 

need to h ave a fa mily; 

and yo u need to ha ve 

the best expert s w ho 

ca n g uid e you t h ro ug h 

the p roce ss-beca use 

you can't do it alone ." 

Heida Morad-Me liot is 

Cohort 11, Prince 

George's County, 

Pri ncipa l of Thomas 

Stone El ementa ry 


