SCHOOL REDESIGN
REQUEST FOR INFORMATION FORM
Please tell us about your organization and its accomplishments, and how your organization can
help the students of Colorado reach their potential by completing the following form.
Instructions
 Please submit your organization’s response electronically to: PartnerRFI@cde.state.co.us






by Friday, February 23, 2018 at 5:00 PM MST. Late responses may be accepted or rejected
by CDE at its sole discretion.
Please address all of the questions in this application for your organization type. You may
exceed the length of the boxes in the form – the PDF form will automatically add a scroll
button within the box. However, please strive to keep answers concise.
You may submit additional attachments that are directly relevant and provide additional
support or evidence for the responses in the RFI form.
If there are any questions about the RFI process or the PDF form, please address those to
Brenda Bautsch at Bautsch_b@cde.state.co.us.

Public Posting and Release of Information
 CDE will publicly post the responses that sufficiently address all of the questions listed in the RFI
and provide concrete evidence of improving student outcomes in low-performing schools on
CDE’s public website for schools and other interested parties to access the information:
http://www.cde.state.co.us/accountability/performance
 This information will be posted no later than March 23, 2018.
 Further, all information submitted in response to this RFI (inclusive of submissions that are not
posted on CDE’s website) are subject to public release through the Colorado Open Records Act,
CRS § 24-72-200.1, et seq.
Additional Information on the RFI Process
 In the event that a response is incomplete, missing information or needs additional evidence,
CDE at its sole discretion may reach out to the respondent for more information or a
resubmission, or CDE may elect not to include the response on its publicly posted list.
 This Request for Information will be re-opened annually to allow for additions to the public
list of providers.
 If a provider is added to CDE’s public list through this RFI process and needs to make
changes to the posted information, please contact Brenda Bautsch at
Bautsch_b@cde.state.co.us.

Background
TNTP, Inc.
1) Organization name: _______________________________________________________

2) Organization contact person and contact email and phone number:
Victoria Van Cleef, Vice President
________________________________________________________________________
victoria.vancleef@tntp.org; 901-581-0894
________________________________________________________________________

3) How would you classify your organization? You may check more than one category:
o Charter network, charter management organization or charter school
o
✔ Turnaround leader development provider
o
✔ Management organization or non-profit network.
4) Describe what geographical regions in Colorado you would prefer to work in:
TNTP is interested in working across the state of Colorado.

5) Please complete the following online form to select which school districts your
organization is willing and able to engage with: https://goo.gl/forms/8gceFV5PVEVnQZ0e2

If applying as a turnaround leader development provider please complete the following
questions:
1) Provide a summary of your organization’s experience in developing successful, effective
leadership in low-performing schools and school districts. Describe key structures or
systems used to provide feedback and monitor progress.
TNTP brings extensive experience developing leaders to transform low-performing schools and
districts and has a strong track record of success in the realm of leadership development and
principal preparation. We do this through whole system turnaround support, direct support for
critical aspects of successful schools (e.g. Talent development, instructional transformation), and
our school leadership development program: the Pathway to Leadership in Urban Schools (PLUS).
In this section, we will provide more specific information about PLUS, and we will speak to our other
turnaround support in the description of our role as a management partner.
Since 2012, our Pathway to Leadership in Urban Schools (PLUS) program has recruited, trained
and supported leaders to have a clear, strong school and instructional vision, relentlessly pursue
results and lead through relationships, making it possible for others to do their best work. Our
approach goes narrow and deep on foundational skills, as opposed to the "inch deep, mile wide"
curriculum followed by many preparation program. This approach gives leaders ample opportunity
to practice and master the most critical leadership skills - all while working under the guidance of
experienced leadership coaches.
We recruit assistant principals, teachers, coaches and other aspiring leaders from within and
outside our partner districts and prepare them for the demands of school leadership over two years.
In their first year, program participants ("Residents") develop and practice leadership skills in five
core areas: (1) vision and supporting systems, (2) managing rigorous instruction and learning, (3)
strategic talent management, (4) authentic leadership, and (5) driving results through goals and
progress monitoring. Their training begins during an intensive summer institute lead by experienced
school leaders, and continues into the school year where Residents are trained under the actual
conditions they will face as leaders. Student achievement is at the heart of everything we do, and
Residents must ensure their teachers improve, their students meet rigorous academic goals, and
that top teachers are retained. Only Residents who master these skills are recommended to lead
their own buildings.
TNTP currently runs 5 PLUS programs in urban cities across the country - including one PLUS
program that specifically recruit and train leaders to serve in turnaround settings. Our
residency-based approach builds upon a growing body of evidence supporting residency models
for school leader training. Several residency programs across the country have undergone robust
evaluations and have demonstrated that their training models produce statistically significant
program impacts that are independent of, and larger than, the effect of principal experience alone.
The common elements between our program and these residency models include close
collaboration with schools, defined leadership competency models, robust recruitment, rigorous
selection, intensive pre-service trainings, a year-long residency, and a year of post-residency
support for new school leaders.

2) Provide a description of the services and learning components your organization
provides. Specifically, please describe:
a. The key components, timeline, and learning structures of your program that
ensures participant growth in the turnaround context.
b. How your staff engage with participants throughout the program (e.g. how
frequently, in person or virtually, in whole or small group).

PLUS focuses on discrete, high-impact competencies that are essential for school leader
success. These skills align to the Colorado Principal Standards and are described in greater
detail in the attached PLUS leader rubric and PLUS program standards. These
competencies were selected based on what research has identified as critical for school
leaders to be effective. By limiting the scope of our training to these competencies, PLUS
can focus Residents’ learning experiences on what matters most, and ensure Residents
master each of the core leadership skills prior to assuming school leadership roles.
As a first step in the training process, Residents complete pre-service training (PST)
coursework during the summer prior to their residency year – a training phase that lasts
approximately 4 weeks. During PST, Residents are exposed to the foundational skills of the
PLUS curriculum. Our coursework, aligned with research-based recommendations from the
field, emphasizes instructional leadership and focuses on developing turnaround leaders
who can build and maintain strong instructional teams. In addition to prioritizing many
aspects of culture-building, we ensure Residents begin to develop foundational knowledge
and skills to incubate a new or turnaround school by receiving strategic support on
navigating the education landscapes of their schools and districts.
Upon completion of summer training, Residents participate in a residency at a high-need
and/or turnaround school. Here, Residents continue to develop the skills learned during
training to effectively lead a turnaround school through three learning experiences:
individualized coaching and on-the-job mentorship, skill-building sessions, and excellent
school visits. One of the defining characteristics of the PLUS Residency is the cohort model,
and PLUS encourages all leaders to take advantage of this network of local leaders
throughout their careers.
Residency Year Components:
a) Individualized Coaching and On-the-Job Mentorship: Using the PLUS standards as a
roadmap, goals-based coaching is used to drive Resident development, supporting their
success no matter the context. Each coaching cycle (6-8 weeks) focuses on a core set of
skills from the PLUS rubric and standards and on individualized goals, grounded in needs
that surface in the data and are generated alongside Residents. The cycles allow ample time
for practice and immediate feedback and zero in on a core set of skills and priorities so the
coach and the resident can measure growth, problem-solve and adjust course as necessary.
In person coaching occurs at least once per month with virtual coaching 2-3 times per month
during the 8-week cycle.
b) Monthly Skill-Building Sessions: Residents participate in monthly training sessions that
focus on advanced leadership strategies, particularly those skills relevant in a turnaround
setting. For example, Residents receive instruction on how to build leadership among
students by investing them in their school’s turnaround efforts and goals and how to build

3) Provide a description of your ideal participant and his/her learning trajectory
throughout the course of your program, including:
a. What roles should your participants hold (e.g. district level, school leader,
aspiring leader)?
b. How do you determine the readiness and accept participants into your program?
c. What are the leadership qualities that your program is expected to develop?
Include any documents or tools you use.
We actively work to create a diverse pipeline of leaders and seek candidates from all
backgrounds whose relevant experience provides evidence of their impact on student
outcomes from roles that required managing others to get results. TNTP ensures program
participants are ready to start their leadership careers through a rigorous recruitment and
selection campaign that (1) clearly communicates the intense nature of the program and (2)
screens candidates against a set of competencies we believe are necessary for success as
a turnaround leader. We seek candidates from all backgrounds whose relevant experience
provides evidence of their impact on student outcomes from roles that required managing
others to get results. We also place an emphasis on local recruitment and look at existing
teachers, coaches, assistant principals, etc. within our partner schools.
To ensure candidates selected to participate in the program are of high quality and
demonstrate readiness, TNTP manages a multi-stage screening and selection process that
evaluates candidates against specific selection criteria aligned to the program's expectations
for Resident performance. Our selection model assesses candidates through practical,
job-related activities – such as the completion of a written application including short-essays,
written feedback on a sample teaching video, a phone interview and an interview event with
group and individual role plays and performance tasks – in order to gain a better
understanding of candidates’ skills and their approach to core elements of school leadership.
Below is an overview of this multi-step applicant selection process:
Initial Application: A short, 30-minute application that asks the candidate about their
educational background, past work experience, and placement preferences.
In-Depth Application: A longer application with essay questions, video responses, and a
performance exercise.
Phone Interview: A 30-45 minute phone interview with a PLUS staff member.
Group Interview Event: A half-day group interview event with 15 candidates, which includes
role plays, group activities, and in-person interviews.

4) Provider capacity
a. Describe your organization’s capacity to implement the identified program
components. Does this program and staff to run it currently exist? Do all
program materials and components currently exist or do they need to be
developed?
b. Describe regions of the state of Colorado that your program has the capacity to
serve.
TNTP brings considerable organizational, technical and human capacity to support schools
and districts in Colorado in achieving their goals for students. Comprised of a full-time staff
of approximately 400 individuals, more than half of whom are former teachers or school
leaders, TNTP brings an expert staff and the knowledge accumulated over almost 20 years
of designing and implementing recruitment initiatives nationwide. Our expert Leadership
Team guides TNTP’s partnerships with over 250 years of collective experience in education
and organizational management.
TNTP utilizes an efficient project staffing structure that streamlines costs and ensures our
programs consistently meet demanding quality standards. This structure allows us to
combine the activities of project-based teams of staff members committed to successfully
executing the proposed work, and central staff who complete their work remotely in
conjunction with our team of experts in such fields as communications, research and
evaluation and technology. This efficient staffing model keeps staffing costs low, reduces
time to implementation for new strategies and activities and enables TNTP to deliver
consistently excellent services.
We use staffing software to track the capacity of all our staff members and ensure we have
sufficient talent with the appropriate experience and skills to execute work before engaging
in any partnership.
We've successfully launched PLUS programs in partnership with 6 large districts across the
country, and have the content and human resources needed to continue developing new
PLUS partnerships. We also offer smaller scale engagements to support partners interested
in developing their leaders and prioritizing a successful school turnaround through an
emphasis on great leadership without the launch of a PLUS program.
While the PLUS program already exists, TNTP prides ourselves on the extent to which our
services and programs are customized to meet the needs of our clients. Each PLUS
program is designed in partnership with our client with the ultimate goal of creating a
sustainable, district-run program. Throughout each of our engagements, TNTP works to
build the capacity of our partners to continue the work independently - thus ensuring
long-term sustainability.

If applying as a management partner or non-profit network please complete the following
questions:
1) Please list which of the following roles your organization can serve (check all that apply).
See Table 1 above for a description of the roles listed below.
○ Whole system
✔
✔
○ Instructional transformation
✔
○ Talent development
✔
○ Culture shift
✔
○ Turnaround leadership
○ Other: ____________________________
2) How will you differentiate your services to meet the unique needs of schools and
districts in Colorado, especially those with historically underserved students?
TNTP works across all four domains and can provide targeted support for a wide variety of
challenges:
TNTP’s approach to serving as a turnaround partner focuses on leadership and talent,
academics, community and culture, and aligned operations and support systems. These
elements are interdependent and we support our partners in focusing on each
simultaneously and intentionally to achieve transformative results. Working alongside
partner schools and districts, we address the following priorities:
1. Leadership and Talent: TNTP helps ensure school leaders possess the skills to fully
leverage and navigate the flexibilities and challenges that come with operating a school
(including schools that have been granted increased autonomy) by both forecasting work
and establishing school-based systems for progress monitoring so that each school is able
to maximize their turnaround efforts. TNTP also support districts and leaders in putting
instructional talent front and center. We build upon schools’ ability to hire early, and help
school leaders select and retain excellent teachers, and ensure they are utilizing
goals-based management practices to effectively develop their teams.
2. Academics: TNTP helps school leaders set a coherent strategy centered on an academic
vision that is well-integrated, rigorous, aligned and sequenced to meet the needs of the
students who they serve. These plans should focus on critical foundational literacy skills
and increasing rigor across all classrooms to ensure students are being prepared for college
and career.
3. Community and Culture: TNTP supports school leaders to design an authentic community
engagement strategy that seeks input from families and other community stakeholders so
their voices are reflected in the turnaround process and school community. We also support
schools in examining and improving the instructional culture that exists within the school
building. Our approach focuses on multiple elements of culture to ensure all adults have a
mindset that students can learn, school environments are stable, cultures where adults want
to work and students want to learn, and concrete strategies for authentically addressing the
root causes of discipline issues (rather than focusing on reactive, punitive practices).

3) When considering partnering with a school or district that you have not partnered with
before, what would be the key aspects or conditions of an agreement you would need
to have in place with the district (or authorizer) in order to make your school successful?

To ensure our partnerships produce meaningful and sustainable improvements, we will work
with potential partners before entering into a contract to ensure certain conditions are in
place. This includes establishing a shared understanding of overall goals, clear roles and
responsibilities, and concrete accountability mechanisms. We believe the following
conditions are also important:
• Commitment to collaboration, transparency, and a clear understanding of the roles,
responsibilities and accountability of each party involved;
• Clear communication structures between TNTP and partners, including access to historical
data, and responsiveness from all parties involved;
• Commitment from any partner schools to make changes to policy and practice, when
possible, that support the schools’ ability to improve student outcomes (e.g. rigorous bar for
teacher performance, ability to hire/retain top talent, etc.);
• Responsiveness of school leaders, including regular availability to meet with TNTP staff;
and
• A commitment to make personnel changes if/when they are deemed necessary to meet
goals.
4) Describe your experience working with other third party providers to support coherent
• A commitment
develop
a shared vision of effective instruction.
school and to
district
improvement.

In supporting diverse work in more than 50 cities throughout the country, TNTP often works
with partners (clients) leveraging multiple provers--including TNTP--to tackle complex
challenges. While we do find that having a unique scope of work ensures our partners can
hold TNTP accountability to a high bar of performance, we nevertheless make an effort to
learn the work of other providers and find opportunities to collaborate. In one example,
TNTP helped an urban school district through a major organizational transformation that
required reshaping staffing structure. We worked in concert with two other independent
consultants to ensure that our client not only had a thoughtful plan for organizational
direction and but also was supporting the career search efforts of staff affected by the
changes. With a different partner, TNTP and another provider effectively supported
improvements to compensation practices for school leaders and central office employees.
Additional examples can be provided upon request.

Evidence of Track Record of Improved Student and School Outcomes (ALL respondents)
1) Please illustrate your organization’s track record in dramatically improving schools or
districts and radically increasing outcomes for targeted groups of students. Include a
description of the criteria and the data that you use to determine the impact of your
work. Please highlight the context and location of where this work has occurred. Formal
research studies are preferred, if available.
For more than 20 years, TNTP has partnered with high-need schools and districts across the
country to improve outcomes for students. In total, we have partnered with over 200 public
school districts, charter school networks, and state education departments. We work at
every level of the public education system to attract and train talented teachers and school
leaders, ensure rigorous and engaging classrooms, and create environments that prioritize
great teaching and accelerate student learning. We have recruited or trained more than
50,000 teachers, redefined critical education issues through acclaimed studies like The
Widget Effect (2009) and The Mirage (2015), and launched one of the nation’s premiere
awards for excellent teaching, the Fishman Prize for Superlative Classroom Practice. Today,
TNTP is active in more than 30 cities. We focus on three areas to help teachers succeed
and students thrive: (1) Rigorous academics: We ensure students are studying challenging
and engaging content. Our new academic services help states, school districts, and charter
networks support the shift to high standards like the Common Core; (2) Talented People: We
find and develop great people for our nation’s public schools. We have helped dozens of
districts and charter networks develop strong teachers, school leaders, and central office
teams; (3) Supportive Environments: We help school systems create conditions that allow
central office staff, school leaders, teachers, and students to do their best work.
Examples of our experience and outcomes include:
Initial results have shown that first year PLUS leaders outperform other first year leaders and
schools led by first-year PLUS leaders avoided the decline in student performance that
research shows often follows a leadership transition. PLUS leaders have successfully
evaluated, supported, and developed teachers and made important instructional leadership
decisions that have had a direct and profound impact on student learning. For example:
• Boosting Teacher Effectiveness: PLUS leaders coached teachers to help more students
learn, with quick results: across our programs in Philadelphia and Camden, the percentage
of teachers rated in the top two performance categories according to the TNTP Core
Teaching Rubric (2014, Appendix B) increased from 13% to 35% by year end, while the
percentage in the bottom two categories dropped from 54% to 23%.
• Valuing and Retaining Great Teaching: In school year 2014-15, PLUS leaders retained
100% of their best teachers, while counseling out the majority of low performing teachers
(83% in Philadelphia and 60% in Camden) by implementing rigorous evaluation and
feedback practices and effectively managing talent within their schools.
• Satisfaction with Leadership: A majority of teachers in Philadelphia and Camden agreed
that the feedback they received from their PLUS Leader was frequent, specific, and helped
them improve student outcomes. In fact, in Camden, PLUS leaders were more likely to
receive strong positive responses from their teachers regarding their reliability and their

References
For management partners and turnaround leader development providers, please include the
name and contact information for the last three schools or districts your organization
contracted with. These schools or districts will be contacted by CDE staff for references.
For charter school networks, CMOs and individual charter schools who are submitting
information, please list three references that could speak to your capacity to support successful
student outcomes in a turnaround environment, including a current authorizer of one of your
schools.
Reference # 1:
The School District of Philadelphia
Miki Poy, Senior Search Consultant
The School District of Philadelphia, Office of Talent
(o) 215-400-5987; (c) 267-553-5118 (text only)
mpoy@philasd.org

Reference # 2:
Camden City School District
Emily Nielson, Chief Talent Officer
Camden City School District
856-966-2000
enielson@camden.k12.nj.us

Reference # 3:
Boston Public Schools
Craig Martin, Principal
Michael J. Perkins Elementary School
South Boston, MA 02127
617-635-8601
cmartin2@bostonpublicschools.org
Darlene Ratliff, Principal
Higginson/Lewis K-8
781-308-0704; 617-635-8137
dratliff@bostonpublicschools.org

PLUS Program Standards
2016-2017

1

2

Standard
Develop and articulate a multifaceted, school-wide vision to
increase student achievement

Elements
a. Create an academic vision for teaching and learning aligned to rigorous, College and Career-Ready standards for curriculum
and instruction
b. Develop and articulate a vision for a culture of excellence, growth and responsibility for adults and students

Recognize how identity, beliefs,
values and behaviors impact school
leadership and vision

a.
b.
c.
d.
e.

f.
3

Establish meaningful goals at a
range of levels (e.g., school,
classroom, grade/subject) to drive
towards the vision and short and
long-term improvement

a.
b.
c.
d.
e.

4

Invest stakeholders (including
families, staff, students and
community members) in the vision,
goals and systems and motivate
them to action
Establish trust and foster
collaboration by building
relationships

a.
b.
c.
d.
e.
a.

5

b.
c.
d.
e.

Identify your authentic leadership self and articulate your unique pathway to leadership
Consider the values of others when making decisions and responding
Exhibit self- and situational awareness and respond in the moment and adjust course accordingly
Actively listen in a range of settings and with a range of audiences
Accurately reflect on personal leadership and drive personal and technical growth as a leader
Reflect on existing cultural norms in the school and the community; embrace and address related opportunities and
challenges with students, staff and families
Create clear, measurable and ambitious goals aligned to the vision
Create goals that meet the needs of all students and all student sub-groups while maintaining high expectations
Create and maintain a data-driven culture that supports meaningful goals
Co-create classroom and student-level goals with teachers that will drive toward school-wide goals and vision
Evaluate and build expertise and opinions about the assessments in your school
Tailor communication (including content, tone, modality and timing) to a range of audiences and settings
Communicate in writing and orally in a clear, concise and compelling manner
Inspire others to action and/or investment through compelling use of data, storytelling and/or pertinent examples
Build coalition among stakeholders to garner support and align priorities
Anticipate the reactions of others’ and plan pre-emptively
Move forward productively when addressing challenging and sensitive issues through inclusive, honest and direct
communication
Proactively build relationships with key stakeholders in a genuine and intentional way
Build trust by modeling vulnerability, seeking input from others, and being transparent about and explaining the rationale for
the decisions you make
Maintain visibility in the school and community (including, e.g., greeting parents and students at drop-off, regularly
observing classes, transitions, events, being present for key after-school activities, attending events in the community, etc.
Encourage two-way communication with stakeholders (including, but not limited to, mechanisms for feedback) as
appropriate

6

Standard
Actively diagnose and monitor
progress toward the vision and
goals in order to prioritize and
plan with the end in mind

7

Establish and maintain systems
and expectations that bring the
vision to life day-to-day for
stakeholders and create a positive
school culture.

8

Drive teacher improvement by
creating and implementing
systems, structures and
opportunities that support and
develop teachers to implement
rigorous, College and Career Ready
standards and lead to student
achievement.

Elements
a. Approach strategic prioritization by constantly analyzing root causes in order to identify goals, plans and actions that are
high leverage and foundational.
b. Develop and revise strong, vision-aligned plans for each priority based on root-cause analysis, forecasting ahead, and
displaying critical thinking and creativity (including “cage busting” problem solving)
c. Create an entry plan that includes a diagnosis of the current state of the school and a set of clear priorities aligned to the
vision
d. Accurately evaluate teacher performance against rigorous teacher performance standards and student outcomes aligned to
College and Career-ready standards
e. Diagnose areas for improvement at a range of levels based on classroom observations and teacher ratings (individual,
content/grade, school-wide)
f. Analyze a range of student, teacher and school-level data systematically in order to inform decisions, monitor progress and
improve student outcomes.
g. Operate with an “ear to the ground” in order to constantly evaluate progress toward the goals and vision for culture with
anecdotal data
a. Establish and model school-wide values, norms, and beliefs that promote an inclusive culture, creating an environment where
staff and students are valued and respected for who they are
b. Create systems and articulate expectations for common-spaces, classrooms, and student routines that place student learning
in the forefront of decision making and actions.
c. Create systems and procedures and articulate expectations for adult routines that foster an efficient, respectful and
consistent culture (e.g., procedures for requesting copies, ordering materials, signing in, etc.)
d. Deliberately and strategically systematize and implement timely communications systems
e. Respond to breaches in culture promptly and effectively and encourage others to address interactions or situations that
detract from the school culture or violate norms or expectations
f. Establish expectations and systems that lead to the empowerment of families supporting students’ success
g. Create school-wide instructional systems and schedules that maximize instructional priorities (including, e.g., operational
procedures and daily tasks like photocopying, teacher resource room, etc. as well as schedules and calendars for events,
classes and the year)
a. Analyze current instructional practices for alignment to the shifts of College and Career Ready standards and determine and
prioritize high leverage next steps.
b. Provide frequent feedback that is grounded in the expectations for Common Core aligned instruction and that helps teachers
understand their instructional strengths and weaknesses and prioritizes steps to improve alignment (e.g., using the IPG or
similar, aligned tool)
c. Identify, plan, implement and follow up on development opportunities (individual and/or in group settings) within the
school-schedule and plan for how best to leverage them (including, but not limited to: grade-level meetings, 1:1 PD, PD days
during the year, observation-feedback cycles, modeling, real-time coaching, data meetings, etc.)
d. Communicate feedback that yields change in teacher performance (and that builds a reflective, open and trusting
relationship)

9

10

11

12

Standard
Build and maintain a rigorous
instructional core by ensuring
College and Career Ready
standards-aligned instructional
materials and curricular
resources are supported and
implemented across all classrooms.

Align and execute bold differential
retention and staffing practices to
create a strong team and reach
goals
View time as a resource valued by
all, and effectively manage it
through personal systems that
align with the vision and priorities
Manage and cultivate others to
maximize implementation of the
vision and supporting systems and
develop individuals in their roles
(instructional and non)

Elements
a. Evaluate quality and alignment of individual tasks and lesson plans to the demands of College and Career Ready standards.
b. Analyze student work for alignment to the rigor of the standards and shifts; determine next steps to improve student
outcomes.
c. Describe how curriculum is designed and how it connects to the shifts.
d. Analyze an example of aligned curriculum and articulate what makes it aligned and how it supports the shifts/standards.
e. Analyze current curricular resources in use and identify gaps in alignment
f. Determine and prioritize high leverage next steps to move toward alignment at the school level through a range of change
management strategies.
g. Establish and systematize expectations, time, and tools support the implementation of College and Career Ready-aligned
curriculum and materials.
a. Identify and strategically place outstanding talent
b. Make critical and timely interventions to exit consistently poor performers
c. Retain top performers through a range of strategies
a.
b.
c.

Strategically manage your own time to drive toward the vision and goals
Create efficiency in personal organization systems (including, e.g., file and email management)
Show respect for others’ time (including, e.g., defining clear outcomes for meetings, setting and adhering to timelines for
meetings and events, use in-person time strategically and thoughtfully, etc.).

a.
b.
c.
d.
e.

Clearly define staff members’ roles and responsibilities
Coach and develop staff members to meet the expectations of their role
Distribute and delegate leadership and tasks appropriately and strategically
Hold staff members accountable, celebrate effort and results, and treat mistakes as learning opportunities
Build a culture where staff members are proactive about taking on additional work or projects that advance the school
toward the vision
Prioritize team morale and productivity, including celebrating accomplishments

f.

PLUS Leader Rubric & Leader Look Fors –
2016-2017

Rubric Usage
This rubric is a developmental tool designed to assess PLUS Residents’ progress along a continuum of leader behaviors/actions. Residents will progress along the rating scale based
on consistent demonstration of performance over time during their participation in the PLUS Program. The Rubric contains five domains: Vision and Supporting Systems, Drive
Results, Authentic Leadership, Rigorous Instruction and Learning, and Strategic Talent Management. These domains capture the practices of transformational school leaders.
Residents will receive ratings at the end of each Evaluation Cycle during performance stepback and evaluation conferences. The Residents will also do self-assessments. Progress will
be monitored using coaching goals and will be communicated using the language of the rubric during coaching visits and during the end of cycle performance stepback and
evaluation conversations.
Residents may also receive formal rubric ratings off cycle when inadequate progress is being made and a Growth Plan is warranted.

Rubric Ratings Category
Ineffective
•
•
•
•

Never
No Staff
Less than half
49% or less

Minimally Effective
•
•
•
•
•

Infrequently
Inconsistently
Few Staff
About half or little more
than the half of the time
50% - 60%

Developing
•
•
•
•

Some of the time
Some staff
In some instances
61% - 70%

Effective
•
•
•
•
•
•

Most of the time
Most of the staff
In most instances
Regularly
Mostly
71% - 89%

Exemplary
•
•
•
•
•
•

All or almost all staff
Proactively
Effectively
Consistently
Successfully
90%-100%

Domain: Vision and Supporting Systems
Competency: Have and Sustain a Compelling Vision
Is the Leader developing and articulating a multi-faceted, school-wide vision to increase student achievement?

Leader Look Fors:
•
•

Create an academic vision for teaching and learning aligned to rigorous, College and Career-Ready standards for curriculum and instruction
Develop and articulate a vision for a culture of excellence, growth and responsibility for adults and students

Competency: Create Vision-aligned School Culture
Is the Leader establishing and maintaining systems and expectations that bring the vision to life day-to-day for stakeholders and creating a positive school culture?

Leader Look Fors:
•
•
•
•
•
•
•

Establish and model school-wide values, norms, and beliefs that promote an inclusive culture, creating an environment where staff and students are valued and respected for
who they are
Create systems and articulate expectations for common-spaces, classrooms, and student routines that place student learning in the forefront of decision making and actions
Create systems and procedures and articulate expectations for adult routines that foster an efficient, respectful and consistent culture (e.g., procedures for requesting copies,
ordering materials, signing in, etc.)
Deliberately and strategically systematize and implement timely communications systems
Respond to breaches in culture promptly and effectively and encourage others to address interactions or situations that detract from the school culture or violate norms or
expectations
Establish expectations and systems that lead to the empowerment of families supporting students’ success
Create school-wide instructional systems and schedules that maximize instructional priorities (e.g., operational procedures and daily tasks like photocopying, teacher resource
room, etc. as well as schedules and calendars for events, classes and the year)

Competency: Time Management
Is the Leader viewing time as a resource valued by all, and effectively managing it through personal systems that align with the vision and priorities?

Leader Look Fors:
•
•
•

Strategically manage your own time to drive toward the vision and goals
Create efficiency in personal organization systems (including, e.g., file and email management)
Show respect for others’ time (including, e.g., defining clear outcomes for meetings, setting and adhering to timelines for meetings and events, use in-person time strategically
and thoughtfully, etc.)

Ineffective

Minimally Effective

Developing

Effective

Exemplary

How well is the Leader doing in the practice? How often is the Leader engaged in the practice? Is the Leader’s practice impactful?

Domain: Drive Results
Competency: Establish Vision-aligned Goals
Is the Leader establishing meaningful goals at a range of levels (e.g., school, classroom, grade/subject) to drive towards the vision and short and long-term improvement?

Leader Look Fors:
•
•
•
•
•

Create clear, measurable and ambitious goals aligned to the vision
Create goals that meet the needs of all students and all student sub-groups while maintaining high expectations
Create and maintain a data-driven culture that supports meaningful goals
Co-create classroom and student-level goals with teachers that will drive toward school-wide goals and vision
Evaluate and build expertise and opinions about the assessments in your school

Competency: Diagnose and Monitor Progress
Is the Leader actively diagnosing and monitoring progress toward the vision and goals in order to prioritize and plan with the end in mind?

Leader Look Fors:
•
•
•
•
•
•
•

Analyze a range of student, teacher and school-level data systematically in order to inform decisions, monitor progress and improve student outcomes.
Approach strategic prioritization by constantly analyzing root causes in order to identify goals, plans and actions that are high leverage and foundational.
Develop and revise strong, vision-aligned plans for each priority based on root-cause analysis, forecasting ahead, and displaying critical thinking and creativity
(including “cage busting” problem solving)
Create an entry plan that includes a diagnosis of the current state of the school and a set of clear priorities aligned to the vision
Accurately evaluate teacher performance against rigorous teacher performance standards and student outcomes aligned to College and Career-ready standards.
Diagnose areas for improvement at a range of levels based on classroom observations and teacher ratings (individual, content/grade, school-wide)
Operate with an “ear to the ground” in order to constantly evaluate progress toward the goals and vision for culture with anecdotal data

Ineffective

Minimally Effective

Developing

Effective

Exemplary

How well is the Leader doing in the practice? How often is the Leader engaged in the practice? Is the Leader’s practice impactful?

Domain: Authentic Leadership
Competency: Invest Stakeholders
Is the Leader investing stakeholders (including families, staff, students and community members) in the vision, goals and systems and motivating them to action?

Leader Look Fors:
•
•
•
•
•

Tailor communication (including content, tone, modality and timing) to a range of audiences and settings
Communicate in writing and orally in a clear, concise and compelling manner
Inspire others to action and/or investment through compelling use of data, storytelling and/or pertinent examples
Build coalition among stakeholders to garner support and align priorities
Anticipate the reactions of others’ and plan pre-emptively

Competency: Recognize Identity, Beliefs, Values, and Behaviors
Is the Leader recognizing how identity, beliefs, values and behaviors impact school leadership and vision?

Leader Look Fors:
•
•
•
•
•
•

Identify your authentic leadership self and articulate your unique pathway to leadership
Consider the values of others when making decisions and responding
Exhibit self- and situational awareness and respond in the moment and adjust course accordingly
Actively listen in a range of settings and with a range of audiences
Accurately reflect on personal leadership and drive personal and technical growth as a leader
Reflect on existing cultural norms in the school and the community; embrace and address related opportunities and challenges with students, staff and families

Competency: Build Relationships
Is the Leader establishing trust and fostering collaboration by building relationships?

Leader Look Fors:
•
•
•
•
•

Move forward productively when addressing challenging and sensitive issues through inclusive, honest and direct communication
Proactively build relationships with key stakeholders in a genuine and intentional way
Build trust by modeling vulnerability, seeking input from others, and being transparent about and explaining the rationale for the decisions you make
Maintain visibility in the school and community (including, e.g., greeting parents and students at drop-off, regularly observing classes, transitions, events, being present
for key after-school activities, attending events in the community, etc.
Encourage two-way communication with stakeholders (including, but not limited to, mechanisms for feedback) as appropriate

Ineffective

Minimally Effective

Developing

Effective

Exemplary

How well is the Leader doing in the practice? How often is the Leader engaged in the practice? Is the Leader’s practice impactful?

Domain: Rigorous Instruction and Learning
Competency: Drive Teacher Improvement
Is the Leader driving teacher improvement by creating and implementing systems, structures and opportunities that support and develop teachers to implement rigorous,
College and Career Ready standards and lead to student achievement?

Leader Look Fors:
•
•
•

•

Analyze current instructional practices for alignment to the shifts of College and Career Ready standards and determine and prioritize high leverage next steps.
Provide frequent feedback that is grounded in the expectations for Common Core aligned instruction and that helps teachers understand their instructional strengths
and weaknesses and prioritizes steps to improve alignment (e.g., using the IPG or similar, aligned tool)
Identify, plan, implement and follow up on development opportunities (individual and/or in group settings) within the school-schedule and plan for how best to
leverage them (including, but not limited to: grade-level meetings, 1:1 PD, PD days during the year, observation-feedback cycles, modeling, real-time coaching, data
meetings, etc.)
Communicate feedback that yields change in teacher performance (and that builds a reflective, open and trusting relationship)

Competency: Maintain a Rigorous Instructional Core
Is the Leader building and maintaining a rigorous instructional core by ensuring College and Career Ready standards-aligned instructional materials and curricular
resources are supported and implemented across all classrooms?

Leader Look Fors:
•
•
•

•
•
•
•

Evaluate quality and alignment of individual tasks and lesson plans to the demands of College and Career Ready standards.
Analyze student work for alignment to the rigor of the standards and shifts; determine next steps to improve student outcomes.
Describe how curriculum is designed and how it connects to the shifts.
Analyze an example of aligned curriculum and articulate what makes it aligned and how it supports the shifts/standards.
Analyze current curricular resources in use and identify gaps in alignment
Determine and prioritize high leverage next steps to move toward alignment at the school level through a range of change management strategies.
Establish and systematize expectations, time, and tools support the implementation of College and Career Ready-aligned curriculum and materials.

Ineffective

Minimally Effective

Developing

Effective

Exemplary

How well is the Leader doing in the practice? How often is the Leader engaged in the practice? Is the Leader’s practice impactful?

Domain: Strategic Talent Management
Competency: Differential Retention
Is the Leader aligning and executing bold differential retention and staffing practices to create a strong team and reach goals?

Leader Look Fors:
•
•
•

Identify and strategically place outstanding talent
Make critical and timely interventions to exit consistently poor performers
Retain top performers through a range of strategies

Competency: Manage and Cultivate Others
Is the Leader managing and cultivating others to maximize implementation of the vision and supporting systems and develop individuals in their roles (instructional and
noninstructional)?

Leader Look Fors:
•
•
•
•
•
•

Clearly define staff members’ roles and responsibilities
Coach and develop staff members to meet the expectations of their role
Distribute and delegate leadership and tasks appropriately and strategically
Hold staff members accountable, celebrate effort and results, and treat mistakes as learning opportunities
Build a culture where staff members are proactive about taking on additional work or projects that advance the school toward the vision
Prioritize team morale and productivity, including celebrating accomplishments

Ineffective

Minimally Effective

Developing

Effective

Exemplary

How well is the Leader doing in the practice? How often is the Leader engaged in the practice? Is the Leader’s practice impactful?

