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1) 

New Leaders shall assist the District in improving principal and school 
performance across by developing the individual and collective skills of 
Network Superintendents in alignment with the District's vision and goals. 
New Leaders will also work closely with District leaders, supporting their 
efforts to fundamentally transform their work and relationships with schools 
to ensure District-wide teaching and learning improvement. Principal 
supervisors (i.e., Network Superintendents) play a critical role in facilitating 
improved student outcomes. When district leaders are aligned and well 
supported they can lead effective performance management cycles: 
defining roles; setting clear expectations; providing coaching and supports 
for professional growth; culminating in the evaluation of principal 
performance. 

New Leaders wil l work with the Chief of Schools and Network 
Superintendents and other district leaders to revise the role principal 
supervisors play within the District. Once we have established the role and 
expectations, we coach principal supervisors to make an important shift 
from compliance monitoring to developing principal practice. 

The Agreement is for the term from July 1, 2015 to June 30, 2016, in an 
amount not to exceed $385,000.00. 

Approval of Services Agreement with New Leaders, Inc. 

Funding resource name: GP $385,000 

• Services Agreement 



SERVICES AGREEMENT 

T HIS CONSU L T ING AG REEM ENT (this "Agreement") is entered into as of August 1, 201 5 (the 
" Effective Date" ) between New Leaders, Inc., located at 30 West 26th Street, 9th Floor, New York, NY 
I 0010 ("New Leaders"), and Oakland Unified Schoo l District (" District" or "OUS D"). 

WHEREAS New Leaders is a nationa l 501 ( c)(3) not-for-profit organization incorporated 111 

Massachusetts; and 

WHEREAS District is a schoo l di strict in the state of Ca lifornia; and 

WHEREAS District is reta ining New Leaders to prov ide services re lated to deve loping the 
indiv idua l and co llective skill s of OUS D' s Network Superintendents in a li gnment with the Di strict' s 
vi sion and goa ls. 

Therefore, in consideration of the fo rego ing premi ses and the respective agreements here inafter 
set fo rth and the mutua l benefits to be derived therefrom, New Leaders and District hereby agree as 
fo ll ows: 

1. Services. New Leaders hereby agrees to provide serv ices fo r Di stri ct as described in 
Schedule 1 hereto, as may be amended by the parti es upon mutual agreement in writing (the " Services"). 
New Leaders will perfo rm the Services and other duties prov ided in thi s Agreement to the best of New 
Leaders ' ability, in a trustworthy, effici ent, profess iona l and workmanlike manner, and will comply with 
District ' s po licies and procedures perta ining to third-party consultants in all materia l respects to the extent 
it is info rmed of such polic ies and procedures by District. New Leaders may use consultants and other 
subcontractors to prov ide the Services without prior approva l by District. While New Leaders will 
attempt to comply with Di strict 's requests fo r spec ific indiv iduals to perform the Services, New Leaders 
shall be responsible fo r ass igning and reass igning New Leaders' empl oyees and consultants, as 
appropriate, to perfo rm the Serv ices. 

2. Term. The Term of thi s Agreement w ill begin on the Effective Date and terminate on June 
30, 201 6 unless earlier terminated as provided here in . 

3 . Parties ' Relationship . New Leaders is and will remain an independent contractor and w ill not 
constitute an employee, agent or representat ive of District fo r any lega l, tax or other purposes . New 
Leaders will not directly or indirectly incur, create, or assume any liability, obligation or commitment, 
contractua l or otherwi se, fo r, on beha lf of, or in the name of District, except as express ly agreed to in 
writing by District. 

4. Compensation. In consideration fo r the Services, Di strict agrees to pay New Leaders a flat 
fee of three hundred and eighty-five thousand dollars ($3 85,000.00) (" Fee"). The Fee includes a ll labor, 
equ ipment, communications costs, materia ls and other di sbursements required by New Leaders to 
complete the Services, and District will not pay additiona l compensati on fo r such costs or expenses. Fifty 
percent (50%) of the Fee sha ll be due upon approva l of this Agreement by the OUS D Board, and the 
remaining fi fty percent (5 0%) of the Fee shall be due on or before January 1, 20 16. Di strict will pay such 
invo ices within thirty (3 0) days of rece ipt. Upon reasonabl e prior notice, Di strict, at its own expense, 
shall have the right to audit New Leaders' records to substanti ate invo ici ng and payment fo r the Services . 

5. Confidenti ali ty. 
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(i) "Confidentia l Information" shall mean information of a confidential and 
proprietary nature revea led by or through a party (whether in writing, orally or by another means) to the 
other party in connect ion with this Agreement, including, without limitation, (i) all forms and types of 
educational methods and training materials, financial , business, scientific, technical, economic, or 
engineering information including patterns, plans, compi lations, program devices, formulas , designs, 
prototypes, methods, techniques, processes, procedures, programs or codes, whether tangible or 
intangibl e, and whether or how stored, compiled, or memorialized physically, electronica lly, graphically, 
photographically, or in writing; (ii ) information traditionally recognized as proprietary trade secrets; (iii) 
all copies of any of the foregoing or any ana lyses, studies or reports that contain, are based on, or reflect 
any of the foregoing; and (iv) any information marked as confidentia l by a Party. 

(ii ) Each Party acknowledges that, through the performance of the Services, it may 
have access to Confidential Information. Each Party agrees not to publish or otherwise disclose to any 
person, without specific permission by the other Party, any Confidential Information, nor to use said 
Confidential Information for any purposes not re lated to the Services, unless any Confidential Information 
(i) is or becomes generally known to and avai lab le for use by the public other than as a result of a Party's 
acts or omissions in breach of thi s Agreement, or ( ii ) is required to be disclosed pursuant to applicable 
law or court order. In the event that a Party is requested or required by law or court order to disclose any 
Confidential Informat ion , that Party wil l provide the other Party with prompt notice of such request or 
requirement in order to enab le the other Party to seek an appropriate protective order or other remedy 
(and if a Paity seeks such an order or remedy, the other Pa11y wi ll cooperate with it, at the expense of the 
Party seeking the order or remedy, in connection therewith) . Upon expiration or termination of the 
Agreement, or at any other time a Pa11y ("Disclosing Party") may request in writing, the other Party 
("Receiving Party") wi ll deliver to Disclosing Party or, at Disclosing Party's option, destroy, all 
Confidential Information and other documents relating thereto, that Receiving Pa11y may then possess or 
have under his or her control , provided that Receiving Party wi ll not be required to deliver to Disclosing 
Party or destroy any materials in Receiving Paity 's possess ion that were obtained or prepared by 
Receiving Party prior to the engagement hereunder or outside the scope of the Services. The parties 
hereto agree that Disclosing Party wou ld suffer irreparab le harm from a breach by Receiving Party of any 
of the covenants or agreements conta ined in this Section 5. In the event of an alleged or threatened 
breach by Receiving Party of any of the provisions of this Section 5, Disclosing Pa11y or its successors or 
assigns may, in add ition to all other rights and remedies existing in its favor, app ly to any court of 
competent jurisdiction for specific performance and/or injunctive or other relief in order to enforce or 
prevent any violations of the provisions hereof without the requirement of posting any bond. 

6. Data . Subject to Section 7 below, any data or other material furnished by District for use by 
New Leaders under this Agreement ("Data") shall remain the so le property of District. In addit ion, 
District shall be so lely responsible for determining the existence of, and com plying with, any laws 
applicable to the protection of Data as such laws and regulations may app ly to the Services. For the 
avoidance of doubt, each Party acknowledges and agrees that it will abide by the requirements of the 
Family Educationa l Rights and Privacy Act, as applicab le. 

7. Intellectual Prope1ty. 

(a) The Paities acknowledge and agree that New Leaders retains and exc lusive ly 
owns all right, title and interest in and to its intellectual property rights, including but not limited to: (i) 
inventions, patents and patent appl ications; (ii) trademarks, service marks, designs, logos, trade names, 
Internet domain names; (iii) copyri ghts or other works of authorship (whether or not copyrightable); (iv) 
trade secrets, know-how, processes, methodologies, techniques, ideas, and concepts; and (v) technology 
and software (coll ectively, the "New Leaders IP") . For the avoidance of doubt, the New Leaders IP 
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includes any works authored or developed by New Leaders in connection with this Agreement. No 
license is granted in, to or under the New Leaders IP other than as express ly set forth herein . 

8. Representations and Warranties. 

(a) New Leaders represents and warrants to District that New Leaders has the right and 
authority to enter into and perform its obli gations under this Agreement and that it will comply with any 
applicable law in carrying out its obligations under this Agreement. Except as expressly stated in thi s 
Agreement, New Leaders makes no other warranties, express or implied, including, without limitation, 
any implied warranties of merchantab ility, fitness for a particular purpose, non-infringement, or 
otherwise. 

(b) District represents and warrants to New Leaders that it has the power and authority to 
enter into and perform its obligations under this Agreement and that it will comply with any applicable 
law in carrying out its obligat ions under this Agreement. In additi on, New Leaders shall be entitled to 
rely on all Distr ict decis ions and approvals. 

9. Indemnification. District hereby agrees to indemnify, hold harmless, and defend New 
Leaders and/or its subsidiaries, affi liates, employees, officers, directors, agents, or other partners from and 
aga inst any claim, demand , loss, damage, or other liability, including reasonable attorneys' fees and 
expenses, ( collectively, "Clai ms") ar ising out of or related to any breach of this Agreement by District, 
except for Claims ari sing out of the negli gence, recklessness or wi llful misconduct of New Leaders. New 
Leaders will give District prompt notice of any claim asse1ted against it on the basis of which New 
Leaders intends to seek indemnification from District as here in provided (but the obligations of District 
under this Section will not be conditioned upon the receipt of such notice). The indemnification 
provis ions of this Section will not require payment as a condition precedent to recovery. 

I 0. Limitation of Liability. In no event shall New Leaders or its offi cers, directors, trustees, 
employees, or other representat ives be li able to District or any other person for any indirect, incidental , 
special, exemplary, consequential, or punitive damages, including loss of profit or goodwill , fo r any 
matter ari sing out of or relating to the Services or this Agreement, whether such liability is asserted on the 
basis of contract, tort, or otherwise, even if New Leaders has been adv ised of the possibility of such 
damages. New Leaders ' total liab ility to the District for all damages arising from or relatin g to the 
Services or this Agreement shall be limited to the amount of the Fee paid by District. 

11 . Termination. This Agreement wi ll terminate : (a) immediately upon the inso lvency or 
bankruptcy of New Leaders or District, (b) by either Party, upon materi al breach of any of the other 
Party's duties under this Agreement, provided that the breaching Pa1ty has failed to cure such breach 
within thirty (30) days following a written notice of such breach by the terminating Party, or (c) by either 
Party, at its option, at any time, for any reason, or no reason whatsoever, upon thi1ty (30) days notice to 
the other Party. In the event of termination hereunder for any reason, New Leaders will , upon receipt of 
notice from District, take all necessary steps, as specifi cally directed by District or otherwise, to bring 
New Leaders ' work to a close in an orderly manner; furnish to District all results and proceeds of the 
Services to date and a status report on outstanding and in process work; and make best efforts to keep 
expenditures for this purpose to a minimum. The fo llowing provisions survive the termination of this 
Agreement for any reason whatsoever: Sections 2 (Confidentiality), 1 (Intellectual Property), ~ 
(Representat ions and Warranti es), 2. (Indemnification), lQ (Limitat ion of Liab ility) 11 (Terminati on), and 
11 (M isce llaneous). 

12. Miscellaneous. 

-, 
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(a) Complete Agreement. Thi s Agreement embodies the complete agreement and 
understanding among the part ies and supersedes and preempts any prior understandings, agreements or 
representations by or among the pa1ties, written or oral, which may have related to the subject matter 
hereof in any way. 

(b) Severability. If any prov1s1on of the Agreement is fo und by a court of competent 
jurisdiction to be invalid, the parties nevertheless agree that the court shou ld endeavor to give effect to the 
Parties ' intentions as reflected in the provision, and the other provisions of the Agreement will remain in 
full force and effect. 

(c) Waiver. The fai lu re of either District or New Leaders to insist upon strict performance of 
any of the provisions of this Agreement wi ll not, in any way, constitute a waiver of its rights under this 
Agreement, at law or in equity, or a waiver of any other provisions or subsequent default by the other 
Party in the performance ofor compliance with any of the terms of this Agreement. 

(d) Counterparts. This Agreement may be executed in separate counterparts (including by 
means of facs imile, PDF, or electron ically), each of which is deemed to be an original and all of which 
taken together constitute one and the same agreement. 

(e) Ass ignment. Neither Party may assign its rights or delegate its duti es or obligations 
hereunder without the prior written consent of the other Party. Thi s Agreement shall be binding upon and 
shall inure to the benefit of the Parties ' successors and permitted assigns. 

(f) Choice of Law and Jurisdiction. This Agreement will be governed by and construed in 
accordance with the laws of the State of Cal ifo rni a, without giv ing effect to any choice of law or conflict 
of law provision or rule. EACH PARTY TO THIS AGREEMENT HEREBY WAIVES ALL RIGHTS 
TO TRIAL BY JURY IN ANY ACTION, SU IT, OR PROCEEDfNG BROUGHT TO RESOLVE ANY 
DISPUTE BETWEEN THE PARTIES HERETO. 

(g) Amendment. This Agreement may be amended or supplemented only by a written 
agreement of District and New Leaders. 

(h) Head in gs . The headings of the sections of this Agreement are fo r reference purposes 
only and will not const itute a pa1t hereof or affect the meaning or interpretation of thi s Agreement. 

(i) Notices. Any notice required to be given under this Agreement will be in writing and 
will be deemed to have been duly given if delivered by personal delivery, or certified mail , return receipt 
requested, postage prepaid , to the fo llowing addresses, with a copy sent by email to the address noted: 

Ifto District: 

If to New Leaders: 

Allen Smith, Chief of Schools 
Oakland Unified School District 
I 000 Broadway, Room 600 
Oakland, Ca 94607 
Al len.sm ith@ousd .org 

Laura Kadetsky, General Counsel 
New Leaders, Inc. 
I 003 K Street NW, Suite 500 
Washington, DC 2000 1 
lkadetsky@newleaders .org 
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Notice will be effective when received as indicated on registered mail or other delivery receipt 

IN WITNESS WHEREOF, New Leaders and District have caused this Consulting Agreement to 
be duly executed and de! ivered on the date first above wr itten 

NEW LEADERS, INC. 

Oimt ~ u /-1o 
Jaime Aquin1 

Date : July 24, 2015 

By : Laura 8. Kadetsky 

Date : July24,20 15 

File ID Number: /';r l'/R?f 
Introduction Date: Jf z/tf' 
Enactment Number: _ - I _ 1./7 
Enactment Date: ~ /; 2.-/;C 

I 
By: tf}7j.:::>--

OAKLAND UNIFIED SCHOOL 
DISTRICT 

James Harris 
President, Board of Education 

Antwan Wilson 
Supenntendent and Secretary, Board of 
Education 

Approved As to Form 

The District verifies that the New Leaders does not appeal on the Exc luded Parties List 
at (https ://www.sam .gov/). 
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Schedule 1 

OAKLAND UNIFIED SCHOOL DISTRICT 
DEVELOPMENT AND SUPPORTS FOR NETWORK SUPERINTENDENTS 

New Leaders sha ll ass ist Oakland Unified Schoo l D istri ct (OUS D) in improv ing princ ipa l and schoo l 
performance across the Di str ict by deve loping the ind iv idual and co ll ective skill s of OUSD 's Network 
Superin tendents in a li gnment w ith the Di strict's v ision and goa ls. New Leaders w ill a lso work c losely 
w ith Di strict leaders , suppo11ing the ir effo11s to fundamenta lly transform the ir work and re lationships w ith 
schools to ensure Di stri ct-w ide teaching and learning improvement. 

Principal superv isors play a crit ica l ro le in fac ili tat ing improved student outcomes . When distri ct leaders 
are a ligned and well suppo11ed they can lead effective performance management cyc les: definin g ro les; 
setting c lear expectations; prov id ing coaching and supports for profess ional growth; culminating in the 
eva luation of pr inc ipa l perfo rmance. In o ur work w ith d istrict leaders we leverage our be lief that 
effective leadership practi ces have a direct impact on academic perfo rmance. We use our instructional 
expertise to c reate stronger schoo l systems that are ab le to grow and susta in ta lent. We seek out teams 
w ho are committed to growing and adapting the ir work through dynamic communi ties of practice. 

We work w ith chief academic and schoo l officers and other di strict leaders to rev ise the ro le princ ipa l 
supervisors play w ithin the di stri ct. O nce we have establi shed the ro le and expectations, we coach 
princ ipa l superv isors to make an important shift from compliance monitoring to deve loping princ ipa l 
practice. We fac ilitate learning exper iences among the princ ipa l superv isors that use data to diagnose and 
so lve cha llenges, build common language around effective leadership and develop skill s that can be used 
to su ppo11 and develop schoo l level leaders. Thi s leads to the strengthenin g of structure, content, and 
di stinct supports for coho11s of pri nci pa ls that increase system capac ity . 

Based on thi s premi se, we w ill support the susta inable deve lopment of OUS D' s leadership pipe line by 
prov iding profess iona l deve lopment to Network Superintendents that w ill build the ir capac ity to support 
effective instruct iona l leaders. 

OUTCOMES 

By the end of the 201 5-1 6 schoo l year, Network Superin tendents w il I: 
• Deve lop a st rong community of practi ce that build s co ll ect ive capac ity within the group and 

across the system 
• Effective ly integrate mul t ip le fo rms of data, at the schoo l and system leve l, into the ir practice to 

info rm coaching, evaluation, and princi pa l pipe line deve lopment 
• Plan and manage the ir t ime to ensure in structi onal leadershi p act iv it ies consume the maj ority of 

each day 
• Ba lance the ir ro les as coach and evaluator to prov ide cons istent feedback and support to school 

leaders 
• Conduct re liab le and rigorous eva luations of princ ipals that effect ive ly di fferent iate performance 

levels 

Network Superintendents and principals w ill : 
• Share ownersh ip of the schoo l's and system's key goals 
• Develop a commo n understanding of effective instructional leadership and actions school leaders 

can take to improve instruction 
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NETWORK SUPERINTENDENTS SUPPORT 

Network Superintendents Suppo1t includes fo ur essential components to provide oppo1tunities for guided 
practice, refl ection, and multiple sources of feedback . These formats include: community of practice 
sessions, learn ing wa lks, videos of practice and individual check-ins. Through these activities, we support 
Network Superintendents in nav igating the performance management cyc le. 

1. Community of Practice Sessions. (20-30 days total) Sessions led by a New Leaders facilitator, 
with portions also led by a Senior New Leaders Executive. New Leaders believes that 
communities of practice - designated time to engage in co llegial, rigorous, transparent 
conversations and activities carefully des igned to deepen knowledge of promising instructional , 
organizational, and leadership practices - support District-wide improvement. New Leaders will 
support and fac ilitate learning experiences among the Network Superintendents that use data to 
diagnose and solve challenges, build common language around effective leadership and develop 
skill s that can be used to suppo1t and deve lop schoo l level leaders (p lease see the detailed chart of 
possible development session top ics on the next page). These sessions wi ll provide the time and 
structure for the Network Superintendents to learn with and from each other. The processes used 
to drive the learning of the community of practitioners will be designed to: 

• Help each individual and the group make meaning of knowledge, skill s, and practices; 
• Build collective capacity within the group and across the schoo l and system; and 
• Create a safe space where failure is an oppo1tunity to grow and ga in greater proficiency. 

2. Learning Walks. ( l O total) To build a common definition of effective leadership, collect 
ev idence of practice, and calibrate assessments of school performance, we structure common 
learning walks. In advance of the learning walk, the Network Superintendent who is working with 
the leader of the schoo l presents the schoo l' s data, the leader' s goa ls and ev idence they have 
co llected up to that point in the yea r. At this point, the rest of the community of practice asks 
questions and they identify focus areas for the vis it. The schoo l visit begins with a principal 
meeting where the building leader describes what we can expect to see during the visit, recent 
data, and areas that the schoo l team has foc used on during profess ional learning sess ions. The 
team divides into pairs or trios to visit bands of classrooms. Following the classroom 
walkthroughs, each team outlines the ev idence they observed and then presents it out to the rest 
of the team. At thi s point, the group begins to make meaning of the data by asking: What are the 
trends the group observed? What are outstanding questions the group has for the building leader? 
From the observations co llected, the team then identifies and priori tizes three to five areas of 
feedback that the Network Superintendent will share back with the building leader. 

3. Videos of Practice. (5 -7 per Network Superintendent) To foster reflection, we ask members of 
the commun ity of practice to record their practice. Videos mi ght include: Network 
Superintendents facilitating profess ional deve lopment, providing individual principals feedback 
or working with a principal and her/his leadership team. We use these videos to provide the 
Network Superintendents with individual feedback on authentic moments. As the community of 
practice is bu ilt, we also ask Network Superintendents to share videos with their peers to learn 
from one another and to develop common practices across the District. The District will inform 
New Leaders and OUSD employees taking videos of any District regulations or other 
requirements fo r recording in Distri ct schoo ls, will coordinate with New Leaders to prepare any 
documentation fo r such recording, and will assist New Leaders in obta ining any documentation 
for such recordi ng. 
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4. Individual Check-ins. (8-10 per Network Superintendent) Each month, we conduct phone 
check-ins with individual Network Superintendents to learn more about how they feel their work 
is progress in g, hear indi vidual updates, and to provide individual support. In addition to 
individual support we use these call s to identify trends across schools and across the community 
and use the informat ion gathered to set agendas and determine topics for future community of 
practice sess ions. 

Through these act ivities, we are able to differentiate the content to meet the needs of both veteran 
and new Network Superintendents who are making the transition from successful school leader to 
District leader. The community of practice structure spec ifi ca lly allows us to leverage the 
knowledge and expertise of Network Superintendents with longer tenure while the individual 
coaching sessions help us ensure that we are also address in g their needs and current areas of 
growth. Similarly, we are ab le to use those structures to support newer Network Superintendents 
by helping them to identi fy and avo id common pitfalls of new principal supervisors. 

Key Content and Topics 
We wi ll work close ly with senior OUSD leadership to ensure that all tools and training sess ions are 
designed and implemented with tight alignment to the District' s specific eva luation frameworks and 
priorities . For Network Superintendent trainings, we will co-p lan and design a ll sess ions with a senior 
District client to meet the specific needs of local principals and the District reform priorities. While our 
work will benefit from our experience supporting other cohorts of principal managers, we are full y 
suppo11ive of tail orin g our work in OUSD to the needs of the District. 

Improving Practice Through Ongoing Feedback and Effective Coaching 

We believe feedback and targeted coaching support changes to principal practice. We work closely with 
Network Superintendents to : 

• Create natural and authentic ways to incorporate on-go ing feedback into a performance 
management cyc le that culminates in accurate summat ive ratings of principal practice 

• Give construct ive and actionable feedback that is specific, ev idence based, prompts reflecti on and 
prov ides strategies for improvement 

• Practice providing learning foc used feedback that spec ifies des ired outcomes, st imulates principal 
problem so lving, and includes concrete next steps for the principal to take 

• Practice directly linking feedback to student work and the impact that current instruction is 
having on students 

To suppo11 this work, New Leaders uses a feedback framework that helps Network Superintendents 
assess and diagnose the root cause of an issue, prioritize high leverage areas for immediate improvement, 
and deve lop a pl an to monitor im provement. Once pat1icipants have experience using the tools we ask 
them to record feedback conversations with principals and provide them with feedback on their current 
work with principals . 

Our feed back and coaching protoco ls are designed to help Network Superintendents facilitate the learning 
and growth of their principals. We use coaching to provide information, reflect current practice, and share 
expert ise so Network Superintendents arrive at their own insights about how to improve practice and we 
believe that these skill s are directly transferable to work with building leaders. Through guided practice 
our protocols have helped leaders create learning focused cultures that rely on the implementation of 
effective feed back. These practices will enable Network Superintendents to provide timely and relevant 
feedback that allows them to be responsive to the needs of the leaders and schoo ls they support. 
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Additiona lly, to ensure that each principa l is prov ided targeted suppo1ts, we assess the needs of each 
school and the growth areas fo r each leader. Once princ ipa ls are assessed, based on the ir school' s current 
perfo rmance and the ir skill leve l as a schoo l leader we identify and match them w ith specific supports -
we rev is it this process several times a yea r to ensure that interventions are improving the princ ipa l' s 
practice and to make adjustments when there is limi ted ev idence of progress . 

I 

Topics for Network Superintendent Development 
---- - . - - - -- . . - -- - - . .. - .. 

Effect ive I. Leading coaching conversations to facil itate • Coaching questions to fac ili tate conversations 
Coaching principal growth • " Follow-up and fo llow through" guidance 
Strategies 2. Tailoring your coach ing conversations documents to track coaching conversations 

Actionable I. Engaging in diffic ul t conversa tions • Initi ati ng Diffi cult Conversations Guiding 
Feedback a) ldenti fy the elements of effecti ve and Questions Template 

ineffecti ve difficu lt conversations • Sample Completed Intervention Plan 
b) Analyze and gi ve feedback on diffi cult 

conversa tion role plays (using given • Framework fo r difficult conversations 

and persona l scenarios), identi fying • Role play scenarios 

conversation missteps and effective • Coaching conversations protocol 
moves . • Examples of seeking, accepti ng and acting on 

2. Develop ing growth plan steps and guidelines for feedback 
struggling leaders • Solving adapti ve challenges as a leadershi p 

3. Di fferent iating feedback and growth opportun ities 
based on ind ividual strengths and needs team 

• Action-planning: opportunities to seek, accept 
and act on feedback 

Cycles of Data 

We integrate schoo l and system leve l data into our work with Network Superintendents to ensure that 
quantitative data is used to info rm coaching and feedback conversations. By using multiple fo rms of data, 
Network Superintendents are able to identify pattern s and trends across the schoo ls they support that 
a llow them to target profess ional learning sess ions and differentiate supports as needed. The process of 
data gathering and use begin s w ith the princ ipa l goal setting process (described be low) as the Network 
Superintendents identi fy spec ific student outcome goa ls as well as other key quant itative goals fo r school 
and principal performance. Corn ing out of the goal setting process, we will support the Network 
Superintendents in establishing ongo ing cyc les of data review, timed to match the cyc le of interim 
assessment data in thei r schoo ls. 

As part of the Community of Practice work, we will deve lop and implement protoco ls for data analys is at 
the schoo l network level to identify key trends and areas fo r improvement. We will a lso he lp the Network 
Superintendents establi sh para llel structures fo r cyc les of data rev iew fo r the ir principal s and leadership 
teams within their networks. 

Managing Principal Performance 

Perfo rmance management can he lp schoo l leaders and the ir superv isors identify targeted growth areas, 
develop specific goa ls and actions pl ans and receive assessments of the ir practice. To support effective 
perfo rmance management cyc les, New Leaders works with Network Superintendents to agree upon 
common evaluation processes and calibrate ev idence to ensure that every princ ipal has an accurate 
assessment of their practice. As a part of the perfo rmance management work we seek to : 

• Support principa l growth by providing structured guidance on how to improve student outcomes 
• Deve lop systems that w ill be consistent and equitable across the D istrict 
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Key Components of the Performance Management P rocess 

School Assessment and Goal Setting - To ensure schoo ls make progress, leaders need to match the ir 
actions w ith the needs of the schoo l. Us ing the Di stri ct ' s evaluat io n rubric, we establish common 
protoco ls and standards for rev iew ing data to inform goals and to ensure that leaders identi fy goa l areas 
that match the needs of the ir schoo l. 

Evidence Collection and Analysis - It is not always poss ible to see the actions a leader takes to improve 
school performa nce so, to accurate ly measure the impact of effective leadership, we prov ide guidance on 
how to collect and assess ev idence. We begin by ident ify in g a common defini t ion of ev idence and work 
w ith each Network Superintendent to d iscuss how they w ill be organizing the ev idence ava ilable to them. 

As a commun ity, we determine how di ffere nt types of evidence w ill be considered and us ing evidence 
co llected we map the ev idence back to the evaluation rubric to assess how a li gned (o r mi saligned) the 
superintendents are in the ir assessment of practice. In places w here there seems to be mi sa li gnment, we 
lean heavily on the rub ric to di scern how the ev idence should be cons idered and work to calibrate our 
assessment. 

Principal Improvement Plans - W hen coaching and other interventions are not suffi cient we work w ith 
the Network Super intendents to determine more fo rma l interventions for princ ipa ls. We he lp determine 
c riteri a fo r be ing put on a plan and defi ne how progress on p lans w ill be assessed to ensure that there are 
some common standards fo r improvement plans . 

Mid-Year and End-of-Year E valuation Calibration and Preparation - To assess princ ipa l progress we 
compl ete a ta lent analys is and map each leader in the Di strict agai nst the performance rat ings out lined in 
the eva luation mode l. Us ing thi s map we are able to notice trends about ratings and to ask questi ons abo ut 
how pre liminary ratings were determined . We then ask each Network Super intendent to present the data 
they used to arrive at the ir pre limi na ry rating. Through thi s process we are ab le to confirm that each has a 
s imilar definiti on fo r profi c ient perfo rmance and fo llowing thi s process we re-map each leader to see if 
the d iscussion has prompted any reassessments of performance. In preparation for the mid-year and end
of-year fo rma l touch po ints we a lso establi sh commo n pract ices for the evaluatio n conversation so that 
leaders across the system are approaching the conversation us ing si mil ar protoco ls. 

To suppo1t Network Superintendents ' work w ith principa ls, New Leaders w ill a lso adapt or create too ls, 
systems, and mate ri a ls as needed to suppo1t qua lity impl ementation of the leader evaluation system . 

· Principal Performance Management - Topics for Network Superintendent Development 

Collecting and I. Setting and Monitoring Effective Practice • Inter-rater Reliab ility Protocol 
Calibrating Evidence of Goal s • School Walkthrough Protocols 
Pr incipal Practice 2. Calibrating Practice Goals and Evidence 

• Guide for Critica l Data to Assess Principal 
Practice 

• Practice Goal Quality Assurance Protocol 

• Ana lyzing Evidence Tip Sheet 
Prepari ng for Effective I. Assessing Qual ity of Evidence and • Mid-year Review Tip Sheet 
Mid-Year Reviews Artifacts • Mid-Year Review Guiding Questions 

2. Assessing Principal Practice 
3. Assess ing Progress to Outcome Goals • Artifacts Q uali ty Assessment Check list 

• Scored Case Stud ies to be Used in Norming 
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Sess ions 

• Norming and lnter-rater Reliability Protocol 

• Assessing Bias Articles and Protocol 

• Rater Toolkit 

• Supporting Practitioner Reflection in a mid-
year review 

• Post review conference action plan protocol 

• Eva luator Reflection Sheet 
Preparing for Effective I. Synthesizing Evidence and Artifacts • Human Capital Review Tip Sheet 
Human Capital 2. Eva luating Principal Practi ce • Guiding Questions to Support Consistent 
Decisions 3. Assess ing and Tracking Progress to and Accurate Human Capital Decisions 

Outcome Goals 
4. Preparing for Human Capital Decisions • Summative Rating Tip Sheet 
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