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[bookmark: _Toc115869451]Overview
In April 2019 the Department launched a three-year Teacher Diversification Pilot Program Grant to support local school and district efforts to strengthen and diversify existing teacher recruitment and retention programs. 

In October 2020, the Department released a guidebook reflecting the collective learnings that have emerged from the work of districts participating in the Pilot Program Grant, guided by research, and best practices: "Promising Recruitment, Selection, and Retention Strategies for a Diverse Massachusetts Teacher Workforce." This comprehensive, step-by-step guidebook is intended to support school and district efforts to increase and retain a diverse Massachusetts teacher workforce. The guidebook was developed collaboratively with The New Teacher Project (TNTP) and reflects current research, promising practices, and templates for school and district use. This case study is a continuation of the Department’s efforts to support recruitment and retention of culturally responsive educators of color.  

This case study profiles three charter schools that have made steady progress in increasing the recruitment and retention of educators of color and in training all staff to be culturally responsive: Baystate Academy Charter Public School (BACPS), Community Charter School of Cambridge (CCSC), and KIPP Academy Boston Charter School (KABCS). The three schools were selected to represent differences in geography, school size, and grade level. The purpose of the case study is to provide schools with promising strategies to recruit and retain culturally responsive educators of color. In addition to the three profile schools, this report highlights promising strategies from multiple charter schools across the Commonwealth. 

This case study specifically centers on culturally responsive educators of color in an effort to share how charter schools: 1) are supporting all educators to become culturally responsive and 2) are working towards recruiting and retaining a culturally responsive staff that reflects the racial and ethnic diversity of its student population. 

The Department used elements of the Charter School Performance Criteria; specifically, Key Indicator 8.1: School Systems and Leadership and Key Indicator 8.2: Professional Climate and Standards for Performance to 1) select the three schools profiled in this case study and 2) identify four themes that would be use to guide the case study’s scope of inquiry. The themes are as follows. 

Theme #1: Creating a Culturally Responsive, Inclusive Work Climate
School leadership takes active steps to create a more inclusive culture by implementing culturally responsive practices and policies and fostering a culture that welcomes and supports educators of color. The school’s professional environment promotes inclusive, respectful relationships between administrators and staff and amongst staff themselves, and a strong sense of belonging and connection for all staff.

Theme #2: Developing Recruitment and Retention Systems and Goals  
The school has existing practices designed to recruit and hire culturally responsive staff. These practices are regularly evaluated and revised based on feedback from all school stakeholders including educators, families, and students. School leadership sets goals and establishes systems for the recruitment, development, and retention of culturally responsive educators reflective of the racial and ethnic composition of the students and families it serves. 

Theme #3: Providing Ongoing Professional Development on Culturally Responsive Instruction
School leadership implements a comprehensive professional learning environment that supports the development of culturally responsive educators and provides the opportunity for staff to frequently collaborate and engage in conversations about both culturally responsive pedagogy and social-emotional learning. School leadership develops staff capacity to examine and dismantle implicit biases and systemic inequalities that affect both teachers and students. The school uses data from staff surveys to regularly evaluate the quality and effectiveness of the school’s professional development opportunities and systems of support for culturally responsive educators.

Theme #4: Incorporating Criteria on Cultural Responsiveness in Teacher Evaluations
The school’s formal process of evaluation for all employees includes evaluation criteria for the supervisor and supervisee to reflect on the supervisee’s implementation of culturally responsive strategies learned through professional development opportunities. All school staff are provided tools and resources, in an equitable manner, to perform their responsibilities and meet expectations for performance. 

By conducting this case study, the Department provides useful examples for other schools. The Department understands not all strategies shared throughout the report may be applicable to every school and in every district. 
[bookmark: _Toc115869452]Theme #1:  Creating a Culturally Responsive, inclusive work climate
All participants shared that a culturally responsive, inclusive work environment is key to recruiting and retaining educators of color at each of their schools. Two overarching themes were observed across the three schools’ promising strategies for creating a culturally responsive, inclusive work environment: 1) developing self-reflection practices and creating safe spaces and 2) holistically supporting teachers inside and outside the classroom.  

Developing self-reflection practices and creating safe spaces 
All three school leaders shared that one of their top priorities for creating an inclusive and respectful environment for all staff is to engage in frequent self-reflection about areas of growth in their leadership, communication, and management style. School leaders interviewed believed that their school’s foundation for a culturally responsive, inclusive work climate starts with the school leader engaging in the following: 1) actively seeking feedback from staff on school leaders’ leadership areas of growth, 2) ensuring every adult is aligned to an equity mindset by sharing the school leader’s own vision for educational equity with all stakeholders, and 3) engaging in self-reflection based on staff feedback and the school leader’s focus on equity. School leaders shared that developing these skills takes time, humility (e.g., willingness to recognize areas of growth, to engage in difficult conversations with staff), and vulnerability (e.g., willingness to share self-reflections with staff, identify areas of leadership growth and ask school staff to hold school leaders accountable in these areas). 

When asked, “How does school leadership build an inclusive, culturally responsive work environment for all staff?” a majority of teachers interviewed shared that their school leaders’ humility and willingness to identify his or her own areas of growth has created a safe space for teachers to provide feedback to school leaders and to engage in their own goal setting. Teachers reported that one of the reasons they stay at their respective schools is because they have seen school leaders listen to and utilize staff’s feedback, engage in self-reflection, and actively work on areas of growth such as improving communication and transparency on school-wide decisions and adapting management styles to individual teachers’ needs. 

At BACPS, the principal has focused on conducting individual check-ins with all educators to solicit feedback on her leadership and management style, to ask educators how they are doing and how they feel about teaching at the school, and to constantly engage in building a relationship of trust between herself and individual educators. The principal believes that these check-ins have helped make the work culture more inclusive and less hierarchical because staff feel safe to voice their opinions and feedback on school matters and leadership decisions. Teachers shared that the principal’s efforts have created a more inclusive work environment and a culture that welcomes open communication.

At CCSC, the principal named two specific areas of growth that she is working on in response to educators’ feedback: 1) increasing her availability to teachers for any feedback or suggestions and 2) developing a management and leadership style based on her staff’s needs. Teachers shared that change in CCSC’s work environment has taken time, but it has been possible because of the principal’s systems for self-reflection and openness to feedback. The principal’s systems for self-reflection include scheduled periods throughout the year in which she reflects on her leadership and then shares out her reflection and self-identified leadership areas of growth with staff. The principal also maintains an open-door policy to gather feedback outside of the scheduled periods throughout the year. Teachers shared that the principal’s willingness to engage in vulnerable conversations about areas of growth in her management style has created a ripple effect for all CCSC educators. Teachers now feel more comfortable engaging in difficult conversations with colleagues about their own areas of growth in the classroom and in relation to each other. 

CCSC has also developed a Critical Friends Group and an Equity Working Group to support safe spaces for staff to engage in courageous conversations centered on providing feedback to each other and on recognizing implicit biases. The Critical Friends Group was formed in response to an incident at the school that caused harm to educators of color. The group currently serves as affinity spaces and its purpose is to provide additional opportunities for learning about implicit biases and anti-racism work. Administrators shared that the Critical Friends Group is a work in progress, aiming to become a safe space for teachers with diverse backgrounds to connect and share their struggles in the classroom. Administrators also shared that administrators learned many lessons in the process of developing this Critical Friends Group. They emphasized the importance of setting group norms and beginning with a healing process for staff to discuss microaggressions within the school community before continuing anti-racism training. CCSC’s Equity Working Group was developed in the winter of 2019 with the goal to increase staff, family, and student voice on different school matters. Some of the topics covered in the Equity Working Group include staff retention and long-term planning to implement equity-based instructional practices. 

Holistically supporting teachers inside and outside the classroom
All focus group participants emphasized that holistically supporting teachers inside and outside the classroom is essential to building a culturally responsive work environment. For example, the three schools are strategizing ways to ensure the compensation (compensation includes salaries, referral bonuses, stipends for leading PDs, etc.) offered is comparable to neighboring districts. See Theme 2: Developing Recruitment and Retention Systems and Goals for more information about how the schools are working to make compensation comparable. The schools are also working to ensure responsibilities are equitably distributed between white teachers and teachers of color (e.g., ensuring teachers of color are not solely responsible for the behavioral management of students of color, contracting with third-party vendors to provide anti-racism and implicit bias trainings instead of relying on teachers of color to lead the trainings).  

At BACPS, teachers shared that, over the past six years, leadership has introduced a variety of initiatives to holistically support all educators. For example, Wellness Wednesdays are dedicated to weekly wellness activities like outdoor yoga and meditation. Other community-building activities are also organized throughout the school year including social events like bowling and attending food truck festivals together. Additionally, the leadership team sets aside time during staff meetings for staff to appreciate each other, to distribute feedback surveys, and to discuss how feedback will be incorporated in leadership decisions. Teachers expressed that having a leadership team that values individual wellness and actively seeks to appreciate staff is one of the reasons teachers have remained at BACPS since it first opened. 

At KABCS, the principal implemented unlimited personal time off to prioritize teachers’ needs during the 2020-21 school year. School leadership understood the overwhelming stress teachers were under during the COVID-19 pandemic and frequently encouraged teachers to take time for themselves. All teachers shared that they were often encouraged to take personal time when needed and appreciated how school leadership gave teachers space to take care of themselves during a difficult year. 

At CCSC, teachers reported feeling supported through the mentorship and support teachers provide each other. CCSC’s new teacher mentoring program focuses on relationship building between new and veteran teachers. The school leader shared that every week mentorship pairs are given $20 to grab coffee or a snack together and spend time on relationship building outside the school building.

[bookmark: _Toc115869453]Theme #2: Developing Recruitment and retention systems and goals
All participants shared multiple strategies for the recruitment and retention of culturally responsive educators of color. Below are examples of how each school is implementing promising strategies to increase recruitment and retention. 

Promising Strategies for the recruitment of culturally responsive educators 
All school leaders interviewed shared that their leadership teams focus on multiple factors (e.g., geographic location, school budgets, etc.) when creating yearly recruitment goals for teachers of color and all-staff recruitment systems. The case study team observed the school leaders shared three common questions that their leadership teams focus on when creating recruitment systems and goals. 

HOW CAN WE OFFER A COMPETITIVE SALARY AND BENEFITS WHEN COMPARED TO NEIGHBORING DISTRICTS?

Participants from all three schools shared that one reason educators choose to leave their respective schools is the competitive salary offered by neighboring districts. One school leader shared that it is “difficult to compete with neighboring districts, especially in the city (Cambridge and Boston). Yet, we are honest and transparent with our staff in our efforts to provide a competitive salary while also developing other incentives and benefits for staff.” Referral bonuses are one example of incentives other than salary. CCSC and KABCS both provide staff with referral bonuses to 1) increase recruitment of educators of color and 2) provide monetary incentives for increased retention of all current educators. At CCSC, the referral bonuses of $250 started in the fall of 2019 and includes a CCSC t-shirt. At KABCS, the referral bonuses range between $500-$2,000 depending on the position to be filled.

In the 2020-21 school year, CCSC also started to provide a salary scale for non-teaching staff and began working to align its current salary scale to that of the Cambridge Public School District. In addition to monetary incentives, KABCS has also worked to provide teachers with benefits not provided in the neighboring public school district. For example, in the 2020-21 school year all staff had unlimited personal time off and in past years educators have been given greater flexibility to schedule non-instructional time around their personal schedule. 

HOW CAN WE EXAMINE AND MINIMIZE IMPLICIT BIAS IN OUR HIRING PROCESSES?

All school leaders shared that in the past two to three years their schools have been working on examining implicit bias in recruitment systems and on redesigning what an equitable hiring process should look like for incoming educators. 

For example, BACPS administrators shared that staff started to participate in implicit bias training three years ago. In the 2020-21 school year the school partnered with the Barr Foundation to strengthen its implicit bias trainings, and the school has used these professional development opportunities to revise its recruitment systems. Six years ago, only the BACPS executive director or the principal would interview incoming staff. Now, the interview process includes multiple steps and stakeholders including teachers and students. First, teachers screen resumes and conduct interviews with prospective applicants. Then, selected applicants conduct a model lesson for students. Finally, students provide feedback to administrators on their experience in the model lesson.  One educator of color shared, “I liked interviewing [as a candidate] because it was different. I met first with a teacher and staff members and not just with the principal.” 

Another culturally responsive promising strategy BACPS implements is the translation of all job postings and applications into multiple languages to increase accessibility. Administrators also shared that, “throughout the [hiring] process, [applicants are asked] questions related to cultural responsibility and competence, trauma informed instruction, and social emotional learning practices” to ensure culturally responsive educators are being hired. 

CCSC has made many changes in the past two-three years to minimize implicit bias throughout the hiring process. The school leader shared the school has slowly transitioned from a hiring process centered on “White supremacy” to a process that focuses on “looking at the person behind the [application] documents.” After examining the school’s hiring process and the factors used to disqualify applicants (e.g., typos on resumes, performance tests “aligned to white supremacy attributes like scanning through emails while being timed”), the leadership team realized:“We were being unintentionally biased by hiring a lot of Ivy League, middle and upper class, White educators who were coming from generational wealth and that was the majority of our staff for a long period of time and not what we wanted. We realized [our hiring process included] elements of White supremacy culture like perfectionism and worship of the written word. We realized that there’s a lot of privilege in having perfect hiring materials and that a lot of educators of color we hired [may not] have had someone to coach [them] on resumes and cover letters. We realized that people can be strong educators without perfect looking hiring documents, and we are really trying to get those unconscious biases out of the screening process.” – CCSC School Leader













The school leader and administrators shared that revising CCSC’s recruitment and hiring process took time and vulnerability on behalf of the leadership team to acknowledge the harm a hiring process centered on “White supremacy” was causing all CCSC educators. The leadership team also participated in multiple implicit biases trainings to learn how to identify the biases and “White supremacy elements” in CCSC’s hiring process. One administrator shared, “I had to unlearn everything I learned about recruitment in order truly say our goal was to recruit educators of color.” 

The revised CCSC hiring process now requires applicants to read an educational equity case study and then share their reflections during the initial interview. This allows the interview team to assess cultural responsiveness and the applicant’s views on race and equity. In the 2020-21 school year, the leadership team started to include a family and student portion in the hiring process. The school leader shared that every year CCSC re-examines its recruitment systems and hiring processes to improve how it recruits culturally responsive educators of color and that “being clearer about our mission as an anti-racist organization has helped with our recruitment.”

At KABCS, the school leader shared the importance of communicating the school’s anti-racism mission and equity values at every stage of the hiring process. White educators at KABCS shared that it was clear during the interview process what values the school was looking for in educators. One teacher shared “they [hiring team] weren’t simply looking for any teacher, but instead someone who believes in the anti-racism mission and core values of the school.” 

HOW CAN WE INCREASE OUTREACH TO MORE COMMUNITIES OF COLOR TO RECRUIT EDUCATORS?

Given BACPS’ urban location in Springfield, Massachusetts, school leaders shared that the school has struggled to recruit culturally responsive educators of color. To address this challenge, the school developed an innovative homegrown program. The school leader shared that many educators of color start off as teaching assistants (TAs) right after high school graduation and then enroll in a college or university and upon graduation with their bachelor’s degree return to teach full time; “I often tell them, go to school, learn what you need to learn and when you are ready we will be here.” BACPS also partners with local colleges and organizations to recruit undergraduate TAs, including Springfield College, Westfield State, Mount Holyoke, and Teach Western Mass. 

School administrators shared that BACPS’ homegrown program includes the creation of internal pipelines. The internal pipelines were created after the school leadership team “recognized that all candidates were coming with a lack of culturally responsive mindsets and working with communities that don’t reflect them. [Now] we use the [internal] pipelines to really recruit teachers of color, first as TAs, and then translate them into actual teaching and [eventually] leadership positions.” The principal also shared that BACPS uses its internal contacts to recruit: “we use teaching staff to recruit individuals in their communities (e.g., sharing job postings at churches, with family members, etc.) so that our educators embrace the systems and philosophy at Baystate.” One educator of color shared they joined BACPS through word of mouth: “I had a friend who used to work here in an after-school tutoring program, and he recruited me as a TA.” 

Promising recruitment strategies for CCSC include participating in the Teacher’s Lounge hiring fairs, local hiring fairs in communities of color, attending the yearly NIMET Minority Recruitment hiring fair, posting in alumni job boards and newsletters at Historically Black Colleges and Universities (HBCUs), and in organizations for students of color in colleges and universities across the Commonwealth. Administrators also shared that CCSC’s current educators of color have shared the importance of working in the communities they grew up in and getting to know students and families. For this reason, CCSC added a family and student panel to the interview process for all educators and started to participate in hiring fairs in the communities of color in which many CCSC students reside. 

Some White teachers at KABCS said they learned about their current position through teacher fellowship programs across Boston. Like BACPS, many started off as fellows or TAs and then transitioned to full-time teaching. Some KABCS teachers of color shared learning about their current position through Generation Teach, an organization that also offers teaching fellowships. School administrators shared that recruiting through fellowships and TA positions has been a promising strategy to increase recruitment of culturally responsive educators of color. 

Promising Strategies for the retention of culturally responsive educators 
COACHING AND LEADERSHIP OPPORTUNITIES
Teachers in all three schools shared that two of the reasons they have remained at their respective schools are 1) classroom autonomy and 2) professional development and leadership opportunities. Many teachers interviewed shared that the level of classroom autonomy given to educators as they design lesson plans, student activities, etc. is very different from other schools. Teachers also described unique leadership opportunities offered at each school. 

For example, BACPS teachers of color shared that all new teachers are “paired with mentor teachers for additional layers of support,” and that “one of [BACPS] best strategies is the excellent resources and necessary tools offered that help us [teachers of color] continue progressing professionally and become better educators.” BACPS teachers of color also referenced the school’s internal leadership pipelines and explained that “before hiring outside, they [admin] look to hire inside and reach out to the teachers in the building first before looking elsewhere. For example, I was supported to go from being an after-school tutor, to a TA, to a substitute, and now a teacher.” Another BACPS teacher of color shared how she started off as a teacher and is now the English as a second language (ESL) director. 

In addition to also providing individualized coaching, mentorship, and other leadership opportunities, CCSC is working to find “opportunities to compensate educators of color for the [work] they are doing.” CCSC administrators explained that providing leadership opportunities like leading professional development, working with more students of color, etc. is not enough if the teachers of color doing this work are not being compensated monetarily. 

INCLUSIVE WORK CULTURE AND ENVIRONMENT
Similar to the promising strategies shared in Theme 1: Creating a Culturally Responsive, Inclusive Work Climate, all participants shared a key reason educators stay at their schools is because of the school’s culture and environment of inclusivity, where staff feel accepted, valued, and safe to have vulnerable conversations about their professional and personal areas of growth. 

BACPS’ retention strategy includes developing an inclusive work culture, “humanizing individuals, and creating a safe space for our educators of color to talk about equity and issues that impact our community.” BACPS teachers of color said the entire staff work as a family and that positive staff culture is the reason many remain at the school. One teacher of color shared: 

“One of the best strategies the school uses for the retention of culturally responsive educators, regardless of our race or ethnicity, is the emotional, pedagogical, and family warmth we receive every day, in addition to the professional resources that are provided to us for our professional growth. The trust and credibility that we receive from our superiors are unique and fair.”







To develop this inclusive work culture, BACPS established a staff version of CREW (advisory for BACPS students). In CREW, staff focus on team building, unpacking implicit biases, and creating safe spaces to have conversations about personal (as it related to educational equity, anti-racism, implicit bias) and professional areas of growth. The BACPS guidance counselor and social worker also developed a Wellness Team that check-ins with teachers once a week to “make sure teachers are feeling okay and have someone to talk to if they have any concerns.”

At CCSC, the leadership team is also focused on making the job more sustainable. For example, when teachers are in-person they have at least one day a week they can come in a bit later than usual. Administrators also try to “not check people’s hours so closely and let people be adults. For example, if a teacher does not have any obligations they can leave early that day.” Non-teaching staff also have the option to work from home one day a week. School administrators shared that the leadership team is finding ways to make staff’s schedules even more flexible. Another promising strategy at CCSC is its series of “Stay Conversations.” Every December supervisors have a one-on-one conversation with their staff to check-in, ask what staff want to work on the coming year, if staff are thinking of staying or leaving at the end of the school year, etc. All CCSC focus group participants shared that the Stay Conversations have been very helpful. The school leader stated that this promising strategy was shared by the school leaders in the Phoenix Charter Network and that it has been really impactful for the retention of CCSC educators. 

KABCS teachers of color shared that at every Friday staff meeting colleagues share shoutouts and moments of gratitude with each other and that this has been a great way to build culture amongst the staff. KABCS teachers of color also shared remaining at a culturally responsive school is important to them. One teacher of color shared that the school hosts different cultural events like Black History Month, Hispanic Heritage Month, family events, and organized activities in response to current events. For example, “In 2018 when [former President] Trump made many insensitive comments about Haiti, our school put up the Haitian flag.” KABCS teachers of color shared small, culturally responsive actions like these keep them at KABCS year after year. 

[bookmark: _Toc115869454]Theme #3: providing Ongoing Professional Development on Culturally Responsive Instruction
All participants interviewed shared that professional development (PD) at their respective schools has transformed in the past four years. Many teachers, from all three schools, shared that professional development first started off as “data chats,” focusing predominately on student data and how to center instructional strategies around data. Then, PDs on implicit bias started to take shape and in the past year there has been an increase in anti-racism PDs. Teachers and school administrators shared that now that the foundation of implicit bias training has been established, schools have started to build on that with increased anti-racism trainings and PDs on cultural responsiveness in the classroom and amongst staff. The KABCS school leader shared that providing cultural responsiveness PDs is “where we talk about navigating our own story [and interactions with each other] and how [we can help] kids navigate their own story.” CCSC administrators and teachers of color shared that cultural responsiveness PDs also focus on intersectional identities that all staff embody. One CCSC administrator shared, “there is a piece being explored that speaks to intersectionality and we can’t just focus on race, but we have to also expose [staff and students] to the queer story, classicism, colonialism, etc.” CCSC teachers of color shared that when PDs claiming to focus on cultural responsiveness only touch on racism then “PDs become too polarizing, leaving out LGBTQIA+ folks, people with disabilities, etc.” 

When asked “How effective have PDs been in helping your teaching practice and/or changing the work climate culture amongst staff?” teachers from all three schools shared PDs have been effective because every PD is followed by a feedback survey. Teachers shared that school leaders are responsive to feedback and have made changes based on feedback.
The school leader at BACPS shared that professional development is designed based on the needs of students and educators. For example, because BACPS heavily enrolls English learners, the school designates a large part of its PD budget to training staff in English Language Education (ELE) instructional practices, sending staff to ELE national conferences, reimbursing staff for multiple ELE external PDs, and paying for all staff to have Sheltered English Immersion (SEI) endorsements. The BACPS principal shared that the school also partners with multiple vendors to conduct in-house PD on culturally responsive teaching, implicit biases, self-reflection, and identifying personal areas of growth. 

At CCSC, staff are incorporating student voice into culturally responsive PDs. In the past two years, students have been invited to PD sessions to review CCSC’s curriculum and share their feedback on how culturally responsive the curriculum and resources really are. CCSC also focuses on increasing PD opportunities for teachers outside of the school. For example, the school leader shared that CCSC partners with Boston University to provide teachers tuition reimbursement for their Master’s in Education and other degrees and certifications. 

In addition to scheduled professional development, KABCS also organizes affinity spaces for all staff and provides one-on-one coaching, specific to delivering culturally responsive instruction and developing best practices, to all teachers. A unique element at KABCS is that every classroom has a lead and fellow teacher. This provides all teachers the opportunity to conduct peer observations and provide each other live coaching. 

[bookmark: _Toc115869455]Theme #4: Incorporating Criteria on Cultural Responsiveness in Teacher Evaluations 
School leaders and administrators in all three schools shared that their respective schools are in the beginning stages of developing teacher evaluation rubrics and systems to evaluate teachers’ culturally responsive instruction and classroom environments. Now that recruitment systems and professional development opportunities are ongoing, school leadership teams are starting to revise how they evaluate staff. 

During the 2020-21 school year, the CCSC Equity Working Group, compromised of staff, families, and students, started to discuss potential revisions to its teacher evaluation systems. The Equity Working Group’s goal is to include more specific evaluation metrics for teachers’ usage of culturally responsive instructional practices and usage of promising strategies shared in professional development opportunities. 

At KABCS, every teacher has a mid and end-of-year evaluation with specific components around teachers’ interactions with other staff, families, and students. This component allows supervisors to assess a teacher’s usage of culturally responsive strategies to communicate with various stakeholders from diverse backgrounds. During each evaluation, teachers are also asked to rate themselves on the school’s equity principals and then discuss their rating with the evaluating supervisor or coach. One teacher of color shared that the evaluations for the 2020-21 school year asked, “How have you incorporated culturally responsive teaching. Provide specific examples.” 

At BACPS, the school principal was invited to speak at a panel hosted by the Department on how to incorporate culturally responsive practices into Massachusetts teaching standards. As a result of learning from panel peers, BACPS developed a new teacher evaluation rubric to evaluate teachers on culturally responsive teaching. The rubric incorporates the strategies shared in the panel and DESE’s ten Teacher Focus Indicators (indicators). See Appendix D: Resources and Tools Shared by Charter Schools for the rubric and indicators. The BACPS principal shared that the indicators are also integrated into the school’s strategic plan and used to develop the school’s professional development calendar to ensure topics in teacher evaluation rubrics are also covered by the supports given to teachers throughout the year. 

[bookmark: _Toc115869456]Promising Strategies in charter schools
After focus groups were conducted with the three profiled schools, the Department distributed a second survey, the Department Case Study Snapshot Survey, to all charter school leaders in the Commonwealth. Below are brief charter school profiles and the promising strategies shared by the three school leaders who completed the survey. 

	Boston Collegiate Charter School (BCCS)

	Type of Charter
	Commonwealth 
	Location
	Boston

	Regional or Non-Regional
	Non-Regional
	Grade Span
	5-12

	Year Opened
	1998
	Year(s) Renewed
	2003, 2008, 2013, 2018

	Maximum Enrollment
	700
	Current Enrollment
	702[footnoteRef:2] [2:  This is the number as of October 15, 2022. Source: Profiles] 


	Mission Statement: 
The mission of Boston Collegiate Charter School is to prepare each student for college. 

	Promising Strategy- Recruitment and Retention Systems and Goals:
“We established as part of our Accountability Plan in our 2018-2023 charter the goal that we would move our staff demographics to better reflect our student population. Those involved in this process were our board, staff, and families involved in our DEI work. With 2018 as the baseline, we engaged in a rigorous data tracking system for each hiring season that broke down current staff and new hires by demographics so we could see how we were tracking over the hiring season. We implemented an Associate Teacher program to hire diverse talent. We conducted an equity audit of our hiring processes and implemented a new approach, which involved a video interview, and which also includes questions such as, "what role has your race played in where you are today?" to better understand candidate awareness of bias, privilege, etc. We meet weekly in a Human Capital meeting to discuss the hiring and retaining of staff, and particularly staff of color. Our DEI Director is a standing member of that meeting. In addition, we implemented a Multilingualism Stipend, whereby staff who speak languages spoken by more than 1% of our student population can get $1,000 extra in their pay. We also do exit interviews for all departing staff members and screen for whether aspects of our culture impacted departure, particularly for BIPOC staff.” – BBCS Executive Director 
See Appendix C: Resources and Tools Shared by Charter Schools for resources (Multilingualism Stipend Details and Sample Hiring Data Tracker) shared by BCCS. 












	Excel Academy Charter School (Excel) 

	Type of Charter
	Commonwealth
	Location
	Boston, Chelsea

	Regional or Non-Regional
	Regional
	Districts in Region
	Boston, Chelsea

	Year Opened
	2003
	Year(s) Renewed
	2008, 2013, 2018

	Maximum Enrollment
	1,400
	Current Enrollment
	1,365[footnoteRef:3] [3:  This is the number as of October 15, 2022. Source: Profiles] 


	Chartered Grade Span
	5-12
	Grade Span
	5-12

	Mission Statement: 
Excel Academy’s mission is to prepare students to succeed in high school and college, apply their learning to solve relevant problems, and engage productively in their communities.

	Promising Strategy- Professional Development Opportunities:
“Starting in August 2021, Excel is launching the Emerging Leaders Program. The Emerging Leaders Program aims to support Excel's commitment to creating an anti-racist, inclusive culture by cultivating a diverse pipeline of aspiring leaders. The ideal applicant is an individual who has worked at Excel for 2-4 years, has excelled in their current role, and is interested in pursuing additional leadership opportunities. Emerging Leaders will take on a meaningful, year-long leadership role at the school or network level while receiving support through mentorship, peer collaboration, and professional development. The Emerging Leaders Program will provide participants with increased recognition and compensation, new challenges, and opportunities for growth, and put them in a strong position for career and leadership opportunities as they become available.”- Excel Executive Director 
See Appendix C: Resources and Tools Shared by Charter Schools for resources (Overview of Emerging Leader Program) shared by Excel.





















	Helen Y. Davis Leadership Academy Charter Public School (DLA)

	Type of Charter
	Commonwealth
	Location
	Boston

	Regional or Non-Regional
	Non-Regional
	Grade Span
	6-8

	Year Opened
	2003
	Year(s) Renewed
	2008, 2013, 2018

	Maximum Enrollment
	216
	Current Enrollment
	138[footnoteRef:4] [4:  This is the number as of October 15, 2022. Source: Profiles] 


	Mission Statement: 
Our school develops high-achieving students of good character who use problem solving, communication, and interpersonal skills to inspire others and to catalyze educational, economic, and political advancement within their communities and the broader nation.

	Promising Strategy- Culturally Responsive and Inclusive Work Climate:
“Beginning in 2017, school leadership, including the Executive Director, Principal, and Assistant Principal designed and implemented the development of a culturally responsive and inclusive work climate that mirrors that of HBCU's (Historically Black Colleges and Universities). HBCU's have served as institutions of higher learning for people of color since the 1830's, and inherently create an environment of academic excellence, while simultaneously valuing the contributions and cultural values of the school community at large. Our HBCU culture is reflected in our emphasis on high academic achievement, the arts, and athletics, as well as our culturally responsive student and family events.” – DLA Executive Director 





[bookmark: _Toc115869457]Conclusion
One trend the case study team observed across all three profiled schools is that change in recruitment, retention, and professional development takes time. All school leaders shared that changes in their processes have taken two to three years and that there “is still much work to be done.” Some school leaders emphasized that changing these processes and systems is a collective process that “does not happen overnight but that is necessary to ensure equity exits in schools.” 

By conducting this case study and identifying promising strategies, the Department hopes to continue the statewide collaboration and conversation on how to increase recruitment and retention of culturally responsive educators of color. The Department understands all promising strategies including in this report may not be successful at or applicable to every school and in every district. By publishing this report, the Department’s goal is to disseminate promising strategies that have proven successful in a sample size of Commonwealth Charter Schools.

School leaders are encouraged to refer to the four themes and various promising strategies shared on a continuing basis to inform planning and conduct self-assessments of their school’s overall practices for 1) supporting all educators to become culturally responsive and 2) recruiting and retaining a culturally responsive staff that reflects the racial and ethnic diversity of its student population. 

At the end of every interview and focus group we asked participants to share, “What is one final piece of advice you would share with school leaders looking to improve their recruitment and retention of culturally responsive educators of color?” Below is their advice (interview and focus group participants are listed in the order they were interviewed by Department staff). 

BACPS School Leaders and Administrators 
· “You have to know your community and staff. There will need to be multiple methods to engage communities of color [in your school’s recruitment strategies]. If you are not intentional about your [recruitment and retention] practices, then you will divide your staff. You don’t want teachers of color to come in and feel tokenized. It will take years of practice and conversation, connecting with communities and local colleges, and pushing the envelope for partnership with local colleges [to recruit a comparable percentage of educators of color]. Understand recruitment might not always start with people in education programs but second career people instead. Build a strategic plan with measurable goals. Make sure educators of color have the power to impact the work in the community.”
· “Communication – open communication about where we currently are and making sure it’s open and fluid regularly. Create that safe space for adults to make mistakes and feel safe with sharing their thoughts and past experiences. Continue maintaining safe space once you start creating it with openness, having difficult conversations, and making difficult conversations part of the culture- making it a normal process of having difficult conversations. We are all people, and we can’t perfect all the time but we can still talk about things. We need to have solutions-based conversations.” 
· “Recruitment – you have to be creative. You got to look inside, if you already have folks in support roles [e.g., paraprofessionals, teacher assistants, etc.] and they are shining and connecting with staff, families, then recognize them and move them up the ranks. Not because they are people of color, but because they know the community.”  


BACPS White Teachers 
· “Listen to your teachers.”

BACPS Teachers of Color 
· “Learn when to recognize the need to give shout outs and affirm the good work and when to step back and see that something is not working.”
· “Work as a unit.” 
· “Keep your eyes, ears, and heart open to all needs”  
· “[Provide] supportive leadership”
· “Make people feel at home and comfortable. If you have the support of the leader then you don’t need anything else.”
· “Encourage staff to be solution driven when there is an issue” 

CCSC School Leaders and Administrators 
· “If you have mostly white staff right now, you need to start do the work [anti-racism and implicit bias training] with them. You can hire your few educators of color but if your white staff are not ready to have these difficult conversations on systemic racism and implicit bias and do the work, then it falls on the educators of color and it creates an unsafe environment for educators of color. I think it’s immoral and unethical to do this work if you’re not pushing white staff to talk about that work.” 
· “Review the decision-makers. It’s important that applicants don’t see a sea of white faces when they meet the hiring team.” 
· “If you are asking staff to be part of an interview process, then that has to compensated [monetarily] and acknowledged.”
· “Be willing to go outside of the ‘Ivy league schools’ and be willing to reach out to state colleges, HBCUs, and understand if you want to hire educators of color then you have to have the right structures and systems in place. Don’t limit who you think should be in leadership seats like that and give everyone the opportunity to teach AP classes or other opportunities for leadership.”  
· “Ask educators of color that remain at the school what school leadership can do better to retain them and ask educators of color who left the school what school leadership could have done better.” 
· “Make sure the space you’re creating for educators of color is a safe space and that they are intentional of not perpetuating the inherited racist systems in institutions and schools.”  

CCSC White Teachers 
· “[Have] community meetings – out of specific moments you build community in tiny moments. Helps to make education of our students feel more balanced across all teachers and students.”  

CCSC Teachers of Color 
· “Pay them their money. Show the appreciation – be able to put them in higher places, career elevation, leadership opportunities.”  
· “Create spaces for vulnerability – you cannot work with people if you don’t know who they are. Students need work with people who they know and feel comfortable with.” 
· “Have mentor programs to match all teachers with someone experienced. This will increase retention.”
· “Teach students about diverse race and identities even if that representative identity is not at the school.”   

KABCS School Leaders and Administrators 
· “You make it clear that you’re trying to make a place where Black and Brown people thrive. You’re not hiring them to fix children or the world. You’re hiring them because of the strengths they play and their skills and knowledge, but also the unwritten things they’ve accomplished. You have to name that the children see people who look like them and leaders that look like them and it’s a strength. If you create a powerful place where Black and Brown people thrive, then they will tell other Black and Brown people to work here. The referrals have been the most powerful [to increase recruitment].”  
· “Retention-people want to develop, and they want to know how to get to the next level. Make that clear- you have to explain how to go from a teacher to principal very clearly.”   
· “Pay people. Money talks. Tell them they will get the salary they deserve for all the work they are doing and give them the PD and support to become leaders “
· “Recruit from the communities the school serves, it is what our students and families want”  

KABCS White Teachers 
· “Don’t separate culturally responsive into a separate box. It has to live in everything because it’s the thing that will drop off if you don’t have time.”
· “You cannot be a good teacher if you are not a culturally responsive teacher.”  

KABCS Teachers of Color 
· “There’s no finish line to cultural responsiveness, it’s the continuation. You need to keep learning. There’s not ‘winning’ at anti-racism. It requires continual reflection and doing that reflection. “ 


[bookmark: _Toc115869458]Appendix A: Key Terms
The foundational resources for the definitions below are District Standards and Indicators (2019 revision), Multi-Tiered System of Support, Culturally Responsive and Sustaining Schools and Classrooms, and the Educator Effectiveness Guidebook for Inclusive Practice, unless otherwise noted.
All students: Given that some student groups have been historically underserved, and also that any student can be particularly “vulnerable” at any moment in time, it is important to consider practices and outcomes beyond the aggregate to ensure that all students are challenged and supported to learn and grow. The phrase “all” in this document refers to equity for and attention to students from all backgrounds and identities and experiences. These include but are not limited to all races and ethnicities, all genders and gender identities, all sexual orientations, all disabilities, all nationalities, all types of citizenship or immigration status, all religions, all family structures, all family housing situations, all medical/health needs, and all traumatic experiences.
Culturally proficient and culturally responsive: Culturally proficient policies and practices enable staff members and students to interact effectively in a culturally diverse environment in which students’ backgrounds, identities, strengths, and challenges are respected. Cultural responsiveness is an approach to viewing culture and identity as assets, including students’ race, ethnicity, or linguistic assets, among other characteristics. Culturally responsive policies and practices acknowledge and actively draw upon diverse backgrounds, identities, strengths, and challenges of administrators, students, staff, and community as a way to deepen connections between the school and its community.
Disaggregated student data and disaggregated educator data: Aggregate student and educator data that is broken down into smaller parts in order to learn about the performance, opportunities, and outcomes of specific student and educator groups populations; for example, schools, grade levels, and content areas. All data analysis described in this document should be conducted in accordance with all applicable laws pertaining to the confidentiality of student and educator data.
Equity: Educational equity means ensuring and adjusting resources based on need such that all students have access to the educational resources, opportunities, and rigor they need at the right moment in their education across race, gender, ethnicity, language, disability, sexual orientation, family background and/or family income to meet high expectations for cognitive, behavioral, and social-emotional growth and development.[footnoteRef:5]  [5:  Adapted from Leading for Equity: Opportunities for State Education Chiefs and the National Equity Project.] 

Inclusive: In an inclusive school, all organizational levels of the school recognize, support, and celebrate all students, families, and staff members to create a climate where all students, families, and staff feel equally valued and part of the school community. 
Student group and educator group: Any group of students or educators who share similar characteristics, such as racial or ethnic identification, gender identification, socioeconomic status, physical or learning disabilities, or language skills.[footnoteRef:6] This includes, but is not limited to, the groups of students for which the Department issues annual performance determinations.[footnoteRef:7]  [6:  Adapted from The Glossary of Education Reform. ]  [7:  American Indian or Alaska Native; Asian; African American or Black; Hispanic or Latino; Multi-race, non-Hispanic or Latino; Native Hawaiian or Pacific Islander; White; economically disadvantaged students; students with disabilities; current and former English learners (ELs); and high needs students (an unduplicated count of students who are economically disadvantaged, students with disabilities, and/or ELs and former ELs). ] 

Racial and Ethnic Diversity: While the Department values all types of diversity, in this context diversity refers to race and ethnicity. While Latinx and Hispanic can be considered cultural or linguistic categories rather than racial ones, for the purpose of this case study, Latinx is used as a racial category. Unless otherwise stated, the terms “people of color” or “students of color” refers to Latinx, African American, Asian, American Indian, Native Hawaiian, Pacific Islander, or multiracial individuals.
Educator Workforce: Teachers, administrators, and professional support personnel.
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	Baystate Academy Charter Public School (BACPS)

	Type of Charter
	Commonwealth
	Location
	Springfield

	Regional or Non-Regional
	Non-Regional
	Districts in Region
	N/A

	Year Opened
	2013
	Year(s) Renewed
	2018

	Maximum Enrollment
	560
	Current Enrollment
	456[footnoteRef:8] [8:  This is the number as of October 15, 2022. Source: Profiles] 


	Chartered Grade Span
	6-12
	Current Grade Span
	6-12

	Students on Waitlist
	0[footnoteRef:9] [9:  This is the number as of March 15, 2022. Source: Massachusetts Charter School Waitlist Initial Report for 2022-23] 

	Current Age of School
	8

	Mission Statement: 
Baystate Academy Charter Public School is a college preparatory school that provides challenging academic standards in professional health career settings in order to prepare 6th – 12th grade students in Springfield to be inspired leaders in the 21st century workforce. 


													
Source: Profiles and 2021-22 Race/Ethnicity and Gender Staffing Report  

	Community Charter School of Cambridge (CCSC)

	Type of Charter
	Commonwealth
	Location
	Cambridge

	Regional or Non-Regional
	Non-Regional
	Districts in Region
	N/A

	Year Opened
	2005
	Year(s) Renewed
	2010, 2015, 2020

	Maximum Enrollment
	420
	Current Enrollment
	288[footnoteRef:10]  [10:  This is the number as of October 15, 2022. Source: Profiles] 


	Chartered Grade Span
	6-12
	Current Grade Span
	6-12

	Students on Waitlist
	18[footnoteRef:11] [11:  This is the number as of March 15, 2022. Source: Massachusetts Charter School Waitlist Initial Report for 2022-23] 

	Current Age of School
	16

	Mission Statement: 
Community Charter School of Cambridge (CCSC) combines challenging academics with creative use of technology and real-world experience to prepare a diverse student body, grades 6-12, for post-secondary success and productive citizenship. CCSC students are excellent problem solvers and communicators who contribute to their community through internships and other field experiences.


      



Source: Profiles and 2021-22 Race/Ethnicity and Gender Staffing Report 










	KIPP Academy Boston Charter School (KABCS)

	Type of Charter
	Commonwealth
	Location
	Boston

	Regional or Non-Regional
	Non-Regional
	Districts in Region
	N/A

	Year Opened
	2012
	Year(s) Renewed
	2017

	Maximum Enrollment
	588
	Current Enrollment
	600[footnoteRef:12] [12:  This is the number as of October 15, 2022. Source: Profiles] 


	Chartered Grade Span
	K-8
	Current Grade Span
	K-8

	Students on Waitlist
	1, 232[footnoteRef:13] [13:  This is the number as of March 15, 2022. Source: Massachusetts Charter School Waitlist Initial Report for 2022-23] 

	Current Age of School
	9 years

	Mission Statement: 
The mission of KIPP Academy Boston Charter School is to create a school environment where students develop the academic skills, intellectual habits and character traits necessary to maximize their potential in high school, college and the world beyond.  





Source: Profiles and 2021-22 Race/Ethnicity and Gender Staffing Report 










[bookmark: _Toc115869460]Appendix C: Resources and Tools Shared by charter schools 
For a copy of the resources below please email Jacqueline Chavez, Jacqueline.g.chavez@mass.gov. 
[bookmark: _Toc115869251][bookmark: _Toc115869461]BACPS Resouces and tools shared
Department Focus Indicators used for teacher evaluations

Example of interview questions  
[image: Screenshot of BACPS example interview questions. For a PDF copy of these questions email jacqueline.g.chavez@mass.gov 

Welcome / Introductions
1. Welcome to Baystate Academy. We are happy to have you here today.
2. Interview those participating in this interview process. {Names, positions}
3. Explain the mission of BACPS and our core values.
4. Explain the interview process – how much time is allotted, the note-taking, question types,
and the opportunity for the applicant to ask questions at the end of the session.
Personal and Rapport Building Questions ( Add more if needed)
1. Tell the interview committee one fun fact about you. How do you think this fun fact has
shaped you?
2. Why Baystate? What about our model made you apply?
3. Describe to us what attracted you to a career in education? Who or what inspired you?
4. Walk us through your resume and your experiences as they related to education. What Tell
us about the most important experiences you’ve had that will highlight your fit for the role as
an educator at Baystate Academy.
Instructional Questions ( Add more if needed)
1. What is your definition of effective teaching andlearning? Provide some examples.
2. How would you incorporate authentic learning opportunities into your classroom?
3. How do your measure student success in your classroom?
4. If we were to walk into your classroom, what wouldan observer see and hear?
5. Describe your experiences with working with students and staff of diverse
backgrounds.
6. What characteristics do your think students want their teachers to possess? How
would you identify those characteristics?
7. How do you motivate your students to become active learners in your classroom?
8. How will you modify your teaching to help students who are struggling with the
content area, languages, or accessibility?
9. How do you ensure all students are learning in your classroom? What is your
definition of all students?
10. How do you ensure literacy is incorporated into your classroom daily
11. What experiences do have you had with co-teaching?
Relationship Building/ Classroom Culture ( Add more if needed)
1. How do you build relationships with students? Why is this important?
2. What is a positive classroom culture? How do you build a positive classroom?
3. What are some strategies you use to build relationships or find commonalities with students
with who you do not instantly connect within the learning environment?
Baystate Academy Interview Question List
4. What are some of the behavioral challenges you’ve faced in the classroom? How did you
overcome those challenges?
5. How do you or would you incorporate parents/guardians into students' education? Why do
you think this is important?
Cultural Competency and Awareness
1. How do you gauge your own cultural intelligence and awareness? Share an experience or
most recent learning.
2. Tell us about a time you took responsibility/accountability for an action that may have been
offensive to a student/colleague and how you did that.
3. Tell me about a time when you contributed to diversity and inclusion. What were the
circumstances at the time? What specific actions or steps did you take to handle the
situation? With whom did you interact? Share with us the outcome of that situation.
4. Talk about how you responded to a co-worker who made an insensitive or cultural remark.
Or Can you talk about a time you navigated tricky dynamics around race or other identities
in your work? What did you do?
5. Talk about a time that you successfully adapted to a culturally different environment

]






[image: Screenshot of sample interview questions.]
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Example of PD focused on staff feedback 
[image: Screenshot of CCSC sample PD. For a PDF copy email jacqueline.g.chavez@mass.gov

DRAFT FOR FEEDBACK (feedback form here)

Objective (Why): Stakeholders (staff, faculty, administrators) will craft proposals to improve CCSC’s practice in several areas.

What: The following working groups will be created in response to mid-year staff feedback (Insight surveys and Stay Conversations, linked in the footer of this document):
● Career Progression (Staff)
● Career Progression (Faculty)
● Instructional Planning for Student Growth
● Leadership (possibly split faculty/staff)
● Professional Development (Staff)
● Professional Development (Faculty)
● Workload (Staff)
● Workload (Faculty)
● maybe: Restorative Justice
● maybe: Staff Compensation
● maybe: enrichment and the arts at CCSC

Who: Staff will choose a group to join for the remainder of the school year. There will be no administrators participating in the Leadership group(s).

When: 
In a January 2021 survey, CCSC staff voted for 3 options: (1) groups meeting outside of PD time; (2) groups meeting during PD; (3) leaders continuing this work. Votes were weighted (3 points for “top choice” down to 1 point for “third choice”), and Option 2 won with 118 points (Option 1 earned 108 points and Option 3 had 49). 

Therefore, our proposed plan is that groups will meet for 20 to 30 minutes during regular Wednesday PD time, with the exception of weeks containing RJ Tiers 2-3 Training and CFGs.

Where: Groups will meet in Zoom breakout rooms while we are remote.

How: Groups will decide their own process, but are encouraged to use the following steps as a rough guide:
1. Read through / process notes from January PD working group meetings
2. Decide if more data (e.g. new questions, disaggregated data, student/family surveys, etc.) are necessary in order for proposals to be created
○ If so, create & implement a plan to capture these data
3. Begin to draft proposals, which should:
○ Include as much detail / logistics as possible
○ Include data-based justification
4. Admin & other applicable staff will give feedback and provide any additional background information relevant to draft proposals between meetings
5. Final proposals presented to staff in early June
6. Admin & other applicable leaders will respond, laying out planned changes during June PD

Note: If separate faculty/staff groups choose to combine meetings with the other group focused on the same topic -- either every week or occasionally -- they are welcome to do so. They are also encouraged to share notes so that they can see each other’s work.
]

Example of teacher evaluation 
[image: Screenshot of CCSC sample teacher evaluation rubric. ][image: Screenshot of CCSC sample teacher evaluation rubric. For a PDF copy email jacqueline.g.chavez@mass.gov 

Rubric includes sections for curriculum and planning, assessment, classroom climate, higher order thinking, targeted student support, student engagement, checking for understanding and feedback, advisory, engagement and collaboration, communication, and other professional responsibilities. ]

[image: ][image: Screenshot of sample teacher evaluation rubric.]

[image: Screenshot of sample teacher evaluation rubric.]
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Example of work culture and environment planning 
[image: Screenshot of KABCS sample work culture and environment planning. For a PDF copy email jacqueline.g.chavez@mass.gov

Disproportionately Strong and Safe Start
Vision: We exist to treat the exchange of knowledge as a tool of justice. This was true before COVID, it will be true during and after COVID 19. In the past 5 months, the pandemic - including the disease of white supremacy and systemic racism - has disproportionately impacted People of Color in health, schooling, and general well-being. Our response as a school will be disproportionately strong and revolutionarily safe. 
What must be true:
● We prioritize safety, recovery, and healing (belonging) - this will not happen overnight. We will commit whatever time and process it takes to emerge together. 
● Teaching and learning will be disproportionately strong - we did what we had to do during crisis learning - all of us should be proud of that. We are collectively raising the bar of what is possible to ensure opportunity gaps don’t continue to widen. 
● Team is how we get there - Our goal is to treat knowledge as an exchange of justice. Our goal is to be revolutionarily safe, and respond disproportionately strong. Team is how we get there. 
What we need to be mentally prepared for 
● A level of uncertainty that is seemingly unfathomable: The pandemic changes. The regulations change. The calls to action will change. We have to be ready as a team to stay nimble, think ahead, and stay focused on the goal.
● “All of the children are ours” - During COVID - and honestly just who we are - will be a group of people ready to step in to support any kid at any time. Grade level and content responsibilities are important. They will not, however, bind us to a lane of responsibility when we have to be ready to drive anywhere. 
● We will emerge - At some point, we will find a stable state. It might be this year, it might be next, but we will find consistency and normalcy. We have to know that moment will come to stay ready during the uncertainty. When we emerge, we will emerge together, and better. 
Focus:
● A culture of healing and emerging:  It is counter-cultural to our school to promote anything besides belonging. Every year we have gotten closer to our vision and still, we have walked slowly. This year we have an opportunity, nay, a responsibility to create a culture that will allow us to heal and emerge during and “after” COVID.  
● A learning response that is disproportionately strong: We lean on “Where are the Children?” to ensure the work is the right work, we know where kids are, and we respond accordingly. We have to figure out what impact COVID has had on learning, where to start, and how to adjust. We have to know the basics of who is logging on/present when, and leverage our relationships and partnerships with kids and families to figure out what’s beneath the data. 
● A school that is revolutionarily safe: Whether we are home, at school, or both, we will not sacrifice the safety of our kids, family and staff. We will be safe. 
● A future that is co-authored with families, kids, and community:  Families will be contacted every week by a staff member. Families will have decision making power in the most important aspects of our vision. While we are in the “recovery” stage, we will be planning for what comes “after” COVID. We cannot fulfill our vision of justice and equity without transformational relationships with families.


]










 
Example of leadership pipeline development and planning 
[image: Screenshot of KABCS sample work culture and environment planning. 

For KAB to be “The Temptations” we must be both keeping our best teachers and leaders as well as developing our emerging teachers and leaders. To fulfill our goals of Anti-Racism and DEI (i.e. to be about it rather than talk about it), this path of development must create equitable access to leadership to ensure our leaders and teachers reflect our students’ identities. 
Guiding Principles for Leader Development:
● There are multiple access points to leadership development that allow diverse leadership strengths to shine. 
● There is more than one type of leader.
● One does not need to be a leader at KAB to shape school vision or educate - teaching is and can be the final goal of educating. 
● Leaders are relentless about owning their development and greet any challenge and task with a “let’s do it” attitude. 
Formal and informal leadership paths: The emerging paths to school leadership at KAB are through Content Lead and Grade Level Chair positions. There are, however, paths to leadership outside of these roles such as teacher coaching and specific priority execution (ex: leading MCAS ramp-up). Assistant Principals and Deans may be developed as “ready next” Principals depending on career goals and school needs. 
Leadership Development Phases:
● Phase 1 (20%)- The first phase of development consists of crafting vision, goal setting, self-assessment, and leadership study. 
o Crafting vision:  Each leader will create a vision for the team that they are leading that includes what will be true about their team when success is realized. 
o Goal setting: Each leader will create specific goals aligned to their vision to hold themselves and their team accountable to results. 
o Self-assessment:  Using Myers-Briggs and/or StrengthsFinder leaders will assess personality and leadership strengths and areas for growth. 
o Leadership study:  Leaders will begin to drive their own development by reading texts on leadership to build a base of knowledge of leadership challenges, strategies, and lessons.  (ex: Leadership on the Line, Influencer, Crucial Conversations, The Ideal Team Player)
o Formal professional development: Leaders will have opportunities to get formal professional development (internally and/or externally) as it relates to the most important aspects of leading and coaching.
● Phase 2 (60%)-  The second phase of development consists of leadership coaching and practical application.
o Leadership coaching: Leaders have a school-site specific coach whose goal is their leadership development. Through O3s, observations, and goal accountability, Leader Coaches work to support Leaders as they develop critical competencies. 
o Practical application: Each leader manages a team and/or coaches teachers. The primary source of development will be through practical application of leading these teams. Leaders are fierce about their own reflection, direction, and learning as it relates to on-the-job development. Leader coaches support emerging leaders stay aligned to goals and leverage their strengths. 
● Phase 3 (20%)- The third phase of development consists of executing a stretch opportunity and reflection.
o Stretch opportunity - A stretch opportunity is a leadership project that is outside of the scope of the leader’s role and aligned to a school priority. The emerging leader designs, implements, and is accountable for the success of the opportunity.

]
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Example of Multilingualism Stipends 
[image: Screenshot of BCCS sample multilingualism stipends.  

Boston Collegiate Charter School Multilingualism Stipend Details, 2020-2021
Overview:
BCCS aims to welcome and support families of all cultural and linguistic backgrounds. To this end, we
created the multilingualism stipend to compensate staff members to translate and facilitate family
communications in our high-needs languages.
Who is eligible?
Any staff member at BCCS in any position is eligible. If a staff member is on a temporary contract (shorter
than one school year), the stipend will be prorated. Staff must sign up for and complete an oral
proficiency conversation with Alta by the designated date. Scores of an 8 or above will be considered
eligible for this stipend.
Staff members who pass a test may maintain their eligibility for 2 years without needing to re-test. They
will, however, need to re-indicate each year that they are interested in continuing in this role for the
year.
What languages are eligible and how are they determined?
Any language that is spoken by at least 1% of the BCCS community is considered an eligible language. In
addition, any language identified by our Director of ESL as a “high-needs” language, defined as the
primary language of an ELD-1 or ELD-2 student’s family.
As of 2020-2021, these languages include: Spanish, Haitian Creole, Cape Verdean Creole/Portuguese,
Somali, Amharic, and Mandarin Chinese
What is the process?
Interested staff members can sign up for more information by September 30, 2020. They will then be
connected with Alta, an impartial outside organization, to schedule a brief oral proficiency conversation.
All conversations must be scheduled and completed by October 15, 2020. Alta will send the results to
Boston Collegiate, and staff who have passed will be notified by October 31, 2020.
Stipends will be paid out in two installments: $500 by the end of Quarter 2 (end of January 2021) and
$500 by the end of Quarter 4 (June 18, 2021).
What are the expectations?
Staff members who earn this stipend will be referred to as “Eligible Interpreters.” They will be listed as
the first port-of-call for translation support for family phone calls, family-teacher conferences, and other
interactions. They will not be expected to translate in legal proceedings, such as suspension hearings,
written translation of legal documents, or other situations where a certified translator is required.
“Eligible Interpreters” can expect to spend 4-6 hours per month supporting this work.
--
Email to staff:
Dear staff,
We are delighted to offer a stipend for multilingualism again in the 2020-2021 school year. Staff
members can participate in an oral exam in one or more of the languages of our community that
represent at least 1% of the student body, or one of the languages of one of high-needs families
(Spanish, Haitian Creole, Cape Verdean Creole/Portuguese, Somali, Amharic, or Mandarin Chinese). An
impartial outside organization will conduct a brief oral proficiency conversation to affirm the
multilingualism in October 2020.
Any staff member in any position is eligible to sign up for the oral proficiency interview. A candidate who
demonstrates oral proficiency and who chooses to accept the $1,000 annual stipend for this
achievement will be expected to facilitate oral communication between Boston Collegiate families and
staff throughout the year. This multilingual staff will be expected to facilitate phone calls, family
conferences or informal conversations with families as needed. However, they will not be expected to
participate in legal proceedings such as suspension hearings, written translation of any legal documents,
or other situations where a certified translator is required. We estimate that this will be about 4-6 hours
per month.
If you are interested in scheduling an oral proficiency exam, please complete the Google Form.
If you received this stipend last year, you do not need to retake the test this year, but you do need to
re-state your interest in this role for this school year by completing the Google Form.
If you have any further questions, please do not hesitate to reach out.]







[bookmark: _Toc115869255][bookmark: _Toc115869465]Excel resources and tools shared 
Emerging Leader Program Overview
[image: Screenshot of Excel's emerging leader program overview. 

Screenshot of Excel’s Emerging Leaders Program Overview Table provides Vision, Program Goals, Program Design, Application process, Compensation and a description of each. ]
























[bookmark: _Toc115869466]Appendix D: Methodology 
[bookmark: _Toc115869257][bookmark: _Toc115869467]Research questions
To identify promising strategies for recruiting and retaining culturally responsive educators of color, the case study examined three research questions: 

1. What promising strategies are schools implementing to recruit culturally responsive educators of color?
2. What promising strategies are schools implementing to retain culturally responsive educators of color? 
3. How are schools supporting all educators to develop culturally responsive mindsets and instructional practices?

[bookmark: _Toc115869258][bookmark: _Toc115869468]data collection
A combination of quantitative and qualitative data collection tools were used to address the research questions. Below we briefly describe the overall group of participants and the different data collection methods.

DOCUMENT REVIEW
The three profiled schools submitted a variety of documents that outlined each school’s efforts to recruit and retain culturally responsive educators of color including, but not limited to, staff recruitment and retention plans, strategic plans (long-term goals, created often with input from staff, board, and stakeholders, ranging on topics from instruction, organizational viability, to governance), staff evaluation tools, professional development calendars and materials, and staff climate surveys. All documents as well as publicly available school demographic data, were thoroughly reviewed before each visit. 

WEB-BASED SURVEY
Two surveys were designed and administered. 
1) The Department Case Study Survey (see Appendix D) was distributed to all educators in the three profile schools to be completed between April 1-May 9, 2021. 
2) The Department Case Study Snapshot Survey (see Appendix D) was distributed to all charter school leaders in the Commonwealth to be completed between June 1-July 31, 2021. 

INTERVIEWS AND FOCUS GROUPS
At each school, the following one-hour interviews and one-hour focus groups were conducted virtually, via Zoom. During each interview and focus group one Department team member asked the questions and a second team member took notes. 

· School leader interview 
· Administrators overseeing recruitment and retention focus group 
· Teachers who self-identify as white focus group 
· Teachers who self-identify as people of color focus group 



DATA ANALYSIS
After the conclusion of interviews and focus groups, the notes from each school were organized by the corresponding four themes. Then, within each of these themes the notes were further separated into three categories: 1) promising strategies shared across all three schools; 2) unique strategies at each school; and 3) lessons learned and shared by participants. The evidence from the visits were corroborated with data from the Department Case Study Survey. The Survey was used to determine if the promising strategies shared in the focus groups and interviews aligned to the average rating survey participants gave their corresponding schools under each of the four themes. After having all the evidence and data organized, the promising strategies shared across all three schools were highlighted as the overarching trends in this report. The unique strategies shared are included as school specific examples in the report under each overarching trend; lessons learned are included where applicable. 

CASE STUDY PARTICIPATING SCHOOL
The three charter schools profiled, Baystate Academy Charter Public School (BACPS), Community Charter School of Cambridge (CCSC), and KIPP Academy Boston Charter School (KABCS) were selected because they have made progress over the past three to four years toward 1) employing a proportion of educators of color that is comparable to the proportion of students of color enrolled and 2) training all staff to be culturally responsive and because as a group these three schools reflect variety in geography, school size, grade level, length of operation, and school model (part of a network, etc.). 

Percentage Comparison of BACPS Student and Teacher Demographics 2021-22

Students	
African American	Asian	Hispanic 	White 	Native American 	Native Hawaiian, Pacific Islander	Multi-Race, Non-Hispanic	29.8	0.7	63.6	4.5999999999999996	0	0.4	0.9	School Staff	
African American	Asian	Hispanic 	White 	Native American 	Native Hawaiian, Pacific Islander	Multi-Race, Non-Hispanic	19.7	1.5	22.7	54.5	0	0	1.5	


Percentage Comparison of ccsc Student and Teacher Demographics 2021-22

Students	
African American	Asian	Hispanic 	White 	Native American 	Native Hawaiian, Pacific Islander	Multi-Race, Non-Hispanic	70.8	4.2	15.6	5.2	0.3	0	3.8	School Staff	[VALUE]

African American	Asian	Hispanic 	White 	Native American 	Native Hawaiian, Pacific Islander	Multi-Race, Non-Hispanic	15.6	4.5	16.399999999999999	62.9	0	0	0.7	


Percentage Comparison of KIPP Boston Student and Teacher Demographics 2021-22

Students	
African American	Asian	Hispanic 	White 	Native American 	Native Hawaiian, Pacific Islander	Multi-Race, Non-Hispanic	63.8	0	33.5	0.3	0.5	0.2	1.7	School Staff	
African American	Asian	Hispanic 	White 	Native American 	Native Hawaiian, Pacific Islander	Multi-Race, Non-Hispanic	36.1	4.4000000000000004	16.3	38.799999999999997	0	0.9	3.5	
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Welcome / Introductions
1. Welcome to Baystate Academy. We are happy to have you here today.
2. Interview those participating in this interview process. {Names, positions}
3. Explain the mission of BACPS and our core valucs.
4. Explain the interview process — how much time is allotted, the note-taking, question types,
and the opportunity for the applicant to ask questions at the end of the session.

Personal and Rapport Building Questions ( Add more if needed)

1. Tell the interview committee one fun fact about you. How do you think this fun fact has
shaped you?

2. Why Baystate? What about our model made you apply?

Describe to us what attracted you to a carcer in education? Who or what inspired you?

4. Walk us through your resume and your experiences as they related to education. What Tell
us about the most important experiences you've had that will highlight your fit for the role as
an educator at Baystate Academy.

»

Instructional Questions ( Add more if needed)
1. What is your definition of cffective teaching and learning? Provide some examples.

How would you incorporate authentic learning opportunitics into your classroom?
How do your measure student success in your classroom?

1If we were to walk into your classroom, what wouldan observer see and hear?

RAE I

Describe your experiences with working with students and saff of diverse

backgrounds.

6. What characteristics do your think students want their teachers to possess? How
would you identify those characteristics?
How do you motivate your students to become active learners in your classroom?

8. How will you modify your teaching to help students who are struggling with the
content area, languages, or accessibility?

9. How do you ensure all students arc learning in your classroom? What is your
definition of all students?

10. How do you ensure literacy is incorporated ino your classroom daily

11. What experiences do have you had with co-teaching?
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Relationship Building/ Classroom Culture ( Add more if needed)

1.
2.
. What are some strateg

How do you build relationships with students? Why is this important?
What is a positive classroom culture? How do you build a positive classroom?
s you use to build relationships or find commonalitics with students

with who you do not instantly connect within the learning environment?

Baystate Academy Interview Question List

. What are some of the behavioral challenges you've faced in the classroom? How did you

overcome those challenges?
How do you or would you incorporate parents/guardians into students' education? Why do
you think this is important?

Cultural Competency and Awareness

1.

5.

How do you gauge your own cultural intelligence and awareness? Share an experience or

most recent learning.

. “Tell us about a time you took responsibility/accountability for an action that may have been

offensive to a student/colleague and how you did that.

. Tell me about a time when you contributed to diversity and inclusion. What were the

circumstances at the time? What specific actions or steps did you take to handle the
ituation? With whom did you interact? Share with us the outcome of that situation.

Ik about how you responded to a co-worker who made an insensitive or cultural remark.

Or Can you talk about a time you navigated tricky dynamics around race or other identities
in your work? What did you do?
Talk about a time that you successfully adapted to a culturally different environment.
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& COMMUNITY Looking at Staff Feedback
CAMBRIDGE Next Steps after January PD 2021
c

DRAFT FOR FEEDBACK (feedback form here)

Objective (Why): Stakeholders (staff, aculty, administrators) will craft proposals to improve CCSC’s practice in
severlareas,

‘What: The following working groups will be created in response to mid-year staff feedback (Insight surveys and Stay
Conversations,linked in the footer of this document):

@ Career Progression (Staff)

Career Progression (Faculty)

Instructional Planning for Sfudent Growth
Leadership (possibly split faculty/staf)
Professional Development (Staff)
Professional Development (Faculty)
Workload (Staff)
Workload (Faculty)
maybe: Restorative Justice
maybe: Staff Compensation
maybe: enrichment and the arts at CCSC

‘Who: Staffwill choose  group to join for the remainder of the school yzar. There wil be no administrators
participating in the Leadership group(s).

When:

In aJanuary 2021 survey, CCSC staff voted for 3 options: (1) groups meeting outside of PD time; (2) groups meeting
during PD; (3) leaders continuing this work. Votes were weighted (3 points for “top choice" down to 1 point for "third.
choice"), and Option 2 won with 118 points (Option 1 carned 108 points and Option 3 had 49).

‘Therefore, our proposed plan s that groups will meet for 20 to 30 minutes during regular Wednesday PD time, with
the exception of weeks containing R} Tiers 2-3 Training and CFGs.

‘Where: Groups will meet in Zoom breakout rooms while we are remote.

Hows Groups willdecide their ovn process, but are encouraged to use the following seps as a ough gide:
1. Read through / process notes from January PD working group meetings
2. Decde if more data (s, new questons, disageregated data,student/family surveys, tc) are necessary in
order for proposals o be created
o Ifsocreate & mplement a plan to capturethesedata
3. Beginto draft proposals. which shoulds|
o Include as much detail/ logisicsas possible
5 Include dat-based jusification
4. Admin & other applcablesaffill gve feedback and provide any aditional background information
relevant o draf proposals between meings
5. Finalproposals presented o stafin ealy June
6. dmin . other applicable leaders will ezpond.aying outplanned changes during June PD

Note:If separate faculty/staff groups choose to combine meetings with the ofher group focused on the same.
topic - either every week or occasionally - they are welcome to do so. They are also encouraged to share notes
50 that they can sez each other’s work.

Data: Stay Convos & Staff Surveys; Teacher TNTP Survey Results
Notes from January PD session
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|2b. Higher Order Thinking: Ensures all students complete challenging tasks and/or respond to challenging questions.

The teacher consistently provides students
|with work that challenges them to advance
their thinking - work that is aligned to
major extemal assessments and the
department's vision document, that
requires students to justify their answers,
and that asks to students to apply
content/skills in new ways,

The teacher usually provides students with
challenging work - work that is aligned to
major extemal assessments and the
department's vision, that requires students
to justify their answers, and that asks to
students to apply contentiskills in new
ways,.

 The teacher sometimes, but inconsistently,
provides students with challenging work —
work that s aligned to major external
assessments and the department's vision,
that requires students to justify their
answers, and that asks to students to apply
content/skills in new ways,

The teacher fails to provide students with
challenging work — work that is aligned to
major external assessments and the
departments vision, that requires students
to justify their answers, and/or that asks to
students to apply content/skills in new.
ways.

|2¢. Targeted Student Support: Provides all

I students the supports (ex. assistance, materials, opy

portunities to practice) they need to achieve the objective of the lesson.

The teacher consistently provides students
wi idualized, data-driven supports —
such as accommodations and
modifications; graphic organizers,
reference sheets, word banks, and
sentence starters; language objectives;
teacher andior peer assistance  to help
them achieve the objective of the lesson.

The teacher usually provides students with
individualized, data-driven supports — such
as accommodations and modifications:
graphic organizers, reference sheets, word
banks, and sentence starters; language
objectives; teacher and/or peer assistance.
— to help them achieve the objective of the
lesson.

[The teacher sometimes, but inconsistently,
provides students with individualized
supports — such as accommodations and
modifications; graphic organizers,
reference sheets, word banks, and
sentence starters; language objectives;
teacher and/or peer assistance — to help
them achieve the objective of the lesson.

The teacher fails to provide students with
individualized supports — such as
accommodations and modifications;
graphic organizers, reference sheets, word
banks, and sentence starters; language
objectives; teacher and/or peer assistance
- to help them achieve the objective of the.
lesson.
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Exemplary

Proficient

Needs Improvement

Unsatisfactory

STANDARD 1: Curriculum, Planning, and

Assessment

[Promotes the learning and growth of all students through instructional practices that establish high expectations, create a disciplined, safe, and effective classroom environment,

and demonstrate cultural proficiency.

1a: Curriculum and Planning: Knows the subject matter well, has a good grasp of child

development and how students learn, and designs effective and rigorous standards-
based units of instruction consisting of well-structured lessons with measurable outcomes.

In all curriculum documents, teacher
demonstrates sound knowledge of subject
matter and plans units backwards with
measurable, accessible outcomes;
expectations targeted to students' abilty
levels; and challenging tasks requiring
higher-order thinking skils that enable
students to learn and apply the knowledge.
defined in state standards and other
national indicators.

Teacher demonstrates sound knowledge of
subject matter and student ability level, and
plans units backwards with measurable,
accessible outcomes that enable students
to learn and apply the knowledge defined in
state standards and other national
indicators.

Though teacher demonstrates sound
knowledge of subject matter, teacher is stil
learning how to plan for differentiated
student ability levels, and may not always
align curriculum to state and national
standards.

Teacher fails to demonstrate sound
knowledge of subject matter, differentiate
materials effectively for students with
learning needs and/or use standards based
objectives that are aligned with state and
national standards.

1b: Assessment: Uses a variety of informal

leaming experiences and improve future instruction.

and formal methods of assessments to measure student learning, growth, and understanding to develop differentiated and enhanced

Teacher uses an integrated,
comprehensive system of informal and
formal assessments, including common
interim assessments, to measure student
leaming, growth, and progress toward
achieving state/local standards and to
constantly adjust teaching practice and
enhance learning for each individual
student

Teacher designs and administers a variety
of informal and formal methods and
assessments, including common interim
assessments, to measure student leaming,
growth and progress toward achieving
stateflocal standards and to adjust teaching
practice to increase student learning.

Teacher may administer some informal
and/or formal assessments to measure
learning, but rarely measures student
progress toward achieving stateflocal
standards. Rarely adjusts practice or
modifies instruction based on findings.

Teacher administers only assessments
required by the school and/or measures
only point-in-time student achievement.
Makes few adjustments to practice based
on assessment.

STANDARD 2: Teaching All Students.

[Promotes the learning and growth of all students through instructional practices that promote higher order thinking and student engagement; provide targeted student support;
estabiish a disciplined, safe, and effective classroom environment; and provide students with high quality feedback.

2a: Classroom Climate: Ensures students consistently behave according to expectations. Effectively addresses misbehavior in a manner consistent with the Code of Conduct.

Creates a leaming environment that is safe,

‘supportive, and productive for all students.

The teacher consistently provides a model
leaming environment in which students'
behavior meets or exceeds schoolwide
expectations; misbehavior is rare and
effectively addressed in a manner
consistent with the Code of Conduct; and
the leaming environment is safe,
supportive, productive, and positive.

The teacher usually provides a learning
environment in which students behave
according to expectations; effectively
addresses misbehavior in a manner
consistent with the Code of Conduct; and
establishes a safe, supportive, and
productive learing environment.

[The teacher sometimes, but inconsistently,
provides a leaming environment in which
students behave according to expectations;
effectively addresses misbehavior in a
manner consistent with the Code of
Conduct; and establishes a safe,
supportive, and productive leaming
environment.

The teacher fails to provide a learning
environment in which students behave
according to expectations; does not
effectively addresses misbehavior in a
manner consistent with the Code of

| Conduct; andor does not establish a safe,
supportive, and productive leaming
environment.
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3b: Engagement and Collaboration: Teacher / advisor reaches out to families early in the school year (through phone calls or letters home), summarizing curriculum and ciass
policies and weicoming families to become active participants in their children's leaming. Throughout the year, teacher / advisor always communicates proactively and responds
promptly to communication from parents and guardians.

[Advisor makes and logs calls at every
required checkpoint by the deadiine.

[Advisor makes and logs calls at almost
every required checkpoint by the deadiine.

(Advisor makes and logs calls at 75% of
required checkpoint by the deadiine.

(Advisor makes and logs calls at less than
75% of required checkpoints by the
deadiine, or the logs do not have required
information.

3c: Communication: Communication with and about students and their families always demonstrates sensitivity to exceptionalities and awareness and respect of cultural

background and norms.

Communication with and about students
and their families always demonstrates
sensitivity to exceptionalities and
awareness and respect of cultural
background and norms.

Communication with and about students
and their families demonstrates sensitivity
to exceptionaliies and awareness and
respect of cultural background and norms.

‘Communication with and about students
and their families sometimes fals to
demonstrate sensitivity to exceptionalities
|and awareness and respect of cultural
background and norms.

Communication with and about students
and their families may failto be culturally
sensitive or effectively allow families to
understand and engage with their child's
educational program.
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Exemplary

Proficient

Needs Improvement

Unsatisfactory

|2d. Student Engagement: Creates a leaming environment in which students are more than just compliant — they are genuinely curious about the lesson content.

The teacher consistently creates a learning
environment in students are
genuinely curious about lesson content
one in which there is frequent student-
student discourse about course content.

The teacher usually creates a learning
environment in which students are
genuinely curious about lesson content -
by fostering content-based student
discussions; selecting course content and
assessments that are compelling and
relevant; using hooks, framing and other
micro-engagement strategies; and using
multimodal strategies and a range of
instructional formats.

[The teacher sometimes, but inconsistently,
creates a learning environment in which
students are genuinely curious about
lesson content -- by fostering content-
based student discussions; selecting
course content and assessments that are
compelling and relevant; using hooks,
framing and other micro-engagement
strategies; and using multimodal strategies
|and a range of instructional formats.

The teacher fails to create a learning
environment in which students are
genuinely curious about lesson content
The teacher fails to foster content-based
student discussions; select course content
and assessments that are compelling and
relevant; use hooks, framing and other
micro-engagement strategies; and/or use
multimodal strategies and a range of
instructional formats.

[2e. Checking for Understanding & Feedback: Checks the understanding of all students throughout the lesson. Provides all students with clear, targeted, and actionable

feedback.

The teacher consistently checks the
understanding of all students throughout
the lesson, adjusts instruction in the
moment based on these checks for
understanding, and provides students with
clear, targeted, and actionable feedback.

The teacher usually checks the
understanding of all students throughout
the lesson and provides students with

clear, targeted, and actionable feedback.

 The teacher sometimes, but inconsistently,
checks the understanding of all students
and provides students with clear, targeted,
|and actionable feedback.

The teacher fails to check the
understanding of all students andjor
provide students with clear, targeted, and
actionable feedback.

STANDARD 3: Family and Community Engagement
Teacher communicates with families of advisees proactively, keeps them engaged as equal partners in their child's progress in a culturally responsive manner, and teaches the
advisory curriculum while ensuring that each of her or his advisees are reaching their full

behavioral, academic, and extracurricular potential.

3a: Advisory: Through following schoolwide advisory norms, advisor meets objectives of
|grade-level goals, and Roundtable/SIEN preparation.

the advisory curriculum, including but not limi

ited to: academic and behavioral coaching,

[Each week, advisor executes the advisory
curriculum, sets rigorous goals with their
advisees, checks-in with each of their their
advisees, and encourages them to do their
best while sharing concerns with their
principal. All of the advisor's advisees have
complete binders and are prepared to
present at Roundtables/SIEN ahead of
deadiines, or the principal has advance
notice when binders will not be complete o
students will not be prepared to present
during RTS/SIEN.

| Advisor regularly executes the advisory
curriculum, sets rigorous goals with their
advisees, checks-in with each of their their
advisees, and encourages them to do their
best while sharing concerns with their
principal. Almost all of the advisor's
advisees have complete binders and are
prepared to present at Roundtables/SIEN
ahead of deadlines, or the principal has
‘advance notice when binders will not be
complete or students will not be prepared

to present during RTs.

[Advisor occasionally executes the advisory
curriculum, sets rigorous goals with their
advisees, checks-in with each of their their
advisees, and encourages them to do their
best while sharing concems with their
principal. More than 60% of the advisor's
advisees have complete binders and are.
prepared to present at Roundtables/SIEN
ahead of deadiines, or the principal has
advance notice when binders will not be
complete o students wil not be prepared
to present during RTs.

[Advisor rarely executes the advisory
curriculum, sets rigorous goals with their
advisees, checks-in with each of their the
advisees, and encourages them to do their
best while sharing concerns with their
principal. Less than 60% of the advisor's
advisees have complete binders and are.
prepared to present at Roundtables/SIEN
ahead of deadiines. The principal has no
notice when binders will not be complete or
students will not be prepared to present
during RTs.
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STANDARD 4: Professional Responsibilities
Teacher flfls assigned responsiiltes in 2 punciual fashion whil contributing o the development of a srong learning community by taking on leadership roles and supporting
students, colleagues and famiies, and continuously reflecting on and growing their own practice.

[4a: Rofloction: Engages wih the evaluation process by incorporating evaluators feedback into praciice, seting and aiming 1o meet SMART goals, and seeking out feedback (o

[mprove practice.

|Exemplary

Proficient

[Needs Improvement

Unsatisfactory

[Throughout the year,the teacher
|contrbutes to their own orowth by
|engaging thoughifull in the evaluation
rocess, seting and meeting SMART
|goals, and actvely siiciing feedback from
colicagues by way of observations,
|curiculum sharing, and professional
|development.

[Teacher consistenty and frequently
|contrbutes to their own growth by
|engaging in the evaluation process, setting
|and progressing towards SMART goals,
|and soliciting feedback by way of
|observations, curicuium sharing, and
professional development.

[Teacher sometimes, but inconsistenty.
|contrbutes to their own growth by
|engaging in the evaluation process, setting
|and progressing towards SMART goals,
|and solicting feedback by way of
|observatons, curiculum sharing, and
professional development.

[Teacher does not engage in the evaluation
process, set goals, and does not soicit
feedback

[4b. Toaching Basod Professional Rosponsibilities: Posis objecives and agendas; suomis lesson and unit plans on time; compies

ine takes attendance promptly and accurately, provides promt and qualty sub plans

With 5chool grading polices, posts HW on-

[With only rare exceptons, the teacher
fulfls thei teaching-based professional
responsioiies - posts objectives and
|agendas, submits lesson and unit plans on
time; meets grading poiices; posts
[homework on-in; takes attendance
[prompty and accurately: provides prompt
|and igh qualty sub pians.

[ Wit occasional exceplions, the teacher
fufls their teaching-based professional
responsibities  posis objectves and
|agendas, submits lesson and unit plans on
[tme; meets grading polices; posts
homework on-ne; takes atiendance
romptly and accurately; provides prompt
|and high qualty sub pians.

[The teacher does not consistently ufll two
lor more of thei teaching-based
professional responsibifes — posts
|objectives and agendas, submit lesson
|and unt pians on time: meets grading
poiicies; posts homework on-ine; takes
|atendance promply and accurately;
provides prompt and high qualty sub plans.

[The teacher consistentl fals to meet the
majoriy of thei teaching-based
professional responsiities — posts.
|objectives and agendas, submits lesson
|and unit pians on tme; meets grading
poiicies; posts homework on-ine: takes
|attendance prompty and accurately:
provides prompt and high qualty sub plans.

[4c. All Staff Professional Responsibiltes:

|haliways/common spaces; maintains dress, conduct, and interactions with colisagues, students and families are professional

 Responds promptl 1o e-mail s present, punctual, and actively engaged in meetings/PD; uses RADAR; maintains a presence in

[With only rare exceptons, the teacher
|consistently fufils their adcitonal
[professional responsibls - they respond
[prompy to emais; they attend, arrive on
time to, and actively partcipate in meetings.
|and professional development they use
[RADAR to enforce the Code of Gonduct,
they are present n halways and common
spaces when possible; In communication,
ress, and conduct, teacher s a model of
rofessionalism who contribues postvely
towards a pleasant working and learming
[environment

[With occasional exceplions, the teacher
s their additonal professional
responsibiltes - they respond promy to
|emails; they attend, arive on time to, and
|actvely partcipate in meetings and
professional development. hey use
[RADAR to enforce the Code of Conduct;
they are present in halways and common
|spaces when possible; In communicaton,
ress, and conduct, teacher is a model of
professionalism who contributes positvely
{towards a pleasant working and learning
|environment

[The teacher does not consistently ufll two
lof more of heir additona professional
responsibiltes - responding promty to
|email; attencing, amiving on time to, and
|actvely partcipating in meetings and
professional developmen; using RADAR to
|enforce the Code of Conduct being
present in haliways and common spaces

| when possible; in communication, ress.
|and conduct, being a model of
professionalism who contributes positvely
{towards a pleasant working and learming
|environment

[The teacher consistentl fals (o meet the
majorty of their addiional professional
responsiilies - responding prompty to
|email; attencing, amiing on time fo, and
|actvely partcipating in meetings and
professional development. using RADAR to
|enforce the Code of Conduct, being
present in haliways and common spaces

| when possiol; in communication, dress.
|and conduct, being a model of
professionalism who contributes positively
{towards a pleasant working and learming
|environment

4d: Going Above & Boyond: Aftends school events coaches orleads an extracurricuar aciiviy: volunteers 1o Cover dlasses; demonsirates kindness loward colleagues.

[Teacher frequently goes above and beyond
to support students and aduts in the CCSC
|community

[Teacher sometimes goes above and
beyond to support students andlor aduls in
he CCSC community
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Vision: We exist to treat the exchange of knowledge as a tool of justice. This was true before COVID, it will be true during
and after COVID 19. In the past 5 months, the pandemic - including the disease of white supremacy and systemic racism -
has disproportionately impacted People of Color in health, schooling, and general well-being. Our response as a school
will be disproportionately strong and revolutionarily safe.

What must be true:

We prioritize safety, recovery, and healing (belonging) - this will not happen overnight. We will commit whatever
time and process it takes to emerge together.

Teaching and learning will be disproportionately strong - we did what we had to do during crisis learning - all of
us should be proud of that. We are collectively raising the bar of what is possible to ensure opportunity gaps
don't continue to widen.

Team is how we get there - Our goal is to treat knowledge as an exchange of justice. Our goalis to be
revolutionarily safe, and respond disproportionately strong. Team is how we get there.

What we need to be mentally prepared for

Focus:

Alevel of uncertainty that is seemingly unfathomable: The pandemic changes. The regulations change. The calls
to action will change. We have to be ready as a team to stay nimble, think ahead, and stay focused on the goal.
“All of the children are ours” - During COVID - and honestly just who we are - will be a group of people ready to
step in to support any kid at any time. Grade level and content responsibilities are important. They will not,
however, bind us to a lane of responsibility when we have to be ready to drive anywhere.

We will emerge - At some point, we will find a stable state. It might be this year, it might be next, but we will find
consistency and normalcy. We have to know that moment will come to stay ready during the uncertainty. When
we emerge, we will emerge together, and better.

Aculture of healing and emerging: It is counter-cultural to our school to promote anything besides belonging.
Every year we have gotten closer to our vision and still, we have walked slowly. This year we have an
opportunity, nay, a responsibility to create a culture that will allow us to heal and emerge during and “after”
COVID.

Alearning response that is disproportionately strong: We lean on “Where are the Children?” to ensure the
workis the right work, we know where kids are, and we respond accordingly. We have to figure out what impact
COVID has had on learning, where to start, and how to adjust. We have to know the basics of who is logging
on/present when, and leverage our relationships and partnerships with kids and families to figure out what's
beneath the data.

Aschool that is revolutionarily safe: Whether we are home, at school, or both, we will not sacrifice the safety of
our kids, family and staff. We will be safe.

Afuture that is co-authored with families, kids, and community: Families will be contacted every week by a
staff member. Families will have decision making power in the most important aspects of our vision. While we
are in the “recovery” stage, we will be planning for what comes “after” COVID. We cannot fulfill our vision of
justice and equity without transformational relationships with families.
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Leader Development Plan

For KAB to be “The Temptations” we must be both keeping our best teachers and leaders as well as developing our
emerging teachers and leaders. To fulfil our goals of Anti-Racism and DEI (i. to be about it rather than talk about it),
this path of development must create equitable access to leadership to ensure our leaders and teachers reflect our
students’ identities.

Guiding Principles for Leader Development:

There are multiple access points to leadership development that allow diverse leadership strengths to shine.
There is more than one type of leader.

One does not need to be a leader at KAB to shape school vision or educate - teaching is and can be the final goal
of educating.

Leaders are relentless about owning their development and greet any challenge and task with a “let’s do it”
attitude.

Formal and informal leadership paths: The emerging paths to school leadership at KAB are through Content Lead and
Grade Level Chair positions. There are, however, paths to leadership outside of these roles such as teacher coaching and
specific priority execution (ex: leading MCAS ramp-up). Assistant Principals and Deans may be developed as “ready next”
Principals depending on career goals and school needs.

Leadership Development Phases:

Phase 1 (20%)- The first phase of development consists of crafting vision, goal setting, self-assessment, and.
leadership study.

o Crafting vision: Each leader will create a vision for the team that they are leading that includes what will
be true about their team when success is realized.

o Goal setting: Each leader will create specific goals aligned to their vision to hold themselves and their
team accountable to results.

o Self-assessment: Using Myers-Briggs and/or StrengthsFinder leaders will assess personality and
leadership strengths and areas for growth.

o Leadership study: Leaders will begin to drive their own development by reading texts on leadership to
build a base of knowledge of leadership challenges, strategies, and lessons. (ex: Leadership on the Line,
Influencer, Crucial Conversations, The ideal Team Player)

©  Formal professional development: Leaders will have opportunities to get formal professional
development (internally and/or externally) as it relates to the most important aspects of leading and
coaching.

Phase 2 (60%)-_The second phase of development consists of leadership coaching and practical application,

o Leadership coaching: Leaders have a school-site specific coach whose goal is their leadership
development. Through 03s, observations, and goal accountability, Leader Coaches work to support
Leaders as they develop critical competencies.

o Practical application: Each leader manages a team and/or coaches teachers. The primary source of
development will be through practical application of leading these teams. Leaders are fierce about their
own reflection, direction, and learning as it relates to on-the-job development. Leader coaches support
emerging leaders stay aligned to goals and leverage their strengths.

Phase 3 (20%)- The third phase of development consists of executing a stretch opportunity and reflection.

o Stretch opportunity - A stretch opportunity is a leadership project that is outside of the scope of the
leader’s role and aligned to a school priority. The emerging leader designs, implements, and is
accountable for the success of the opportunity.
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Overview:
BCCS aims to welcome and support families of all cultural and linguistic backgrounds. To this end, we
created the multilingualism stipend to compensate staff members to translate and facilitate family
communications in our high-needs languages.

Who is eligible?
Any staff member at BCCS in any position is eligible. If a staff member is on a temporary contract (shorter
than one school year), the stipend will be prorated. Staff must sign up for and complete an oral
proficiency conversation with Alta by the designated date. Scores of an & or above will be considered

ble for this stipend.

Staff members who pass a test may maintain their eligibility for 2 years without needing to re-test. They
will, however, need to re-indicate each year that they are interested in continuing in this role for the
year.

What languages are eligible and how are they determined?
Any language that is spoken by at least 1% of the BCCS community s considered an eligible language. In
addition, any language identified by our Director of ESL as a “high-needs” language, defined as the
primary language of an ELD-1 or ELD-2 student’s family.

As of 2020-2021, these languages include: Spanish, Haitian Creole, Cape Verdean Creole/Portuguese,
Somali, Amharic, and Mandarin Chinese

What is the process?
Interested staff members can sign up for more information by September 30, 2020. They will then be
connected with Alta, an impartial outside organization, to schedule a brief oral proficiency conversation.
All conversations must be scheduled and completed by October 15, 2020. Alta will send the results to
Boston Collegiate, and staff who have passed will be notified by October 31, 2020.

Stipends will be paid out in two installments: $500 by the end of Quarter 2 (end of January 2021) and
$500 by the end of Quarter 4 (June 18, 2021).

What are the expectations?
Staff members who earn this stipend will be referred to as “Eligible Interpreters.” They wil be listed as
the first port-of-call for translation support for family phone calls, family-teacher conferences, and other
interactions. They will not be expected to translate in legal proceedings, such as suspension hearings,
written translation of legal documents, or other situations where a certified translator is required.
“Eligible Interpreters” can expect to spend 4-6 hours per month supporting this work.
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or network level while receiving support through mentorship, peer collaboration, and professional development. The Emerging Leaders
Program will provide participants with increased recognition and compensation, new challenges, and opportunities for growth, and put them
in a strong position for career and leadership opportunities as they become available.

Program Goals o Create a diverse, deep, and strong pipeline of future Excel leaders by providing leadership-focused professional development,
mentorship, and coaching.

Program Design ®  Project Management: Each Emerging Leader will design and implement a network or school-based project that combines work related
to their current role as well as work related to a leadership role of interest. For example, a teacher interested in pursuing a role in
operations leadership might support the network with designing a simple and clear process for saving and retrieving school and
network-based documents in Google Drive. This project would involve soliciting feedback from staff, recommending a structure for
saving and filing documents, communicating the structure (and rationale) to staff, and motivating staff to adhere to it.

®  1:1 Mentorship from experienced and successful leaders from the Excel or surrounding educational community. BIPOC Emerging

‘The Emerging Leaders Program aims to support Excel’'s commitment to creating an anti-racist, inclusive culture by cultivating a diverse pipeline
of aspiring leaders. The ideal applicant is an individual who has worked at Excel for 2-4 years, has excelled in their current role, and is
interested in pursuing additional leadership opportunities. Emerging Leaders will take on a meaningful, year-long leadership role at the school

Leaders will be paired with a BIPOC mentor (f preferable).
® Monthly Professional Development using a competency-based, internally created leadership curriculum. PD will consist of a
combination of guest speakers/leaders, text-based discussions, project management support, and case studies. See pp 7-8 for a sample
PD agenda.
o Bi-weekly 1:1 Check-ins with the Program Director to track the progress of leadership goals.
‘Application Process © March 15-April 1t All interested candidates are invited to submit a written application. The application questions are:
©  In 500 words or less, please explain why you are interested in increasing your leadership impact at Excel. In your explanation,
please indicate which of the competencies listed below is your greatest leadership strength, using specific evidence of your
leadership at Excel. Then, identify a competency you would like to develop the most and explain why you need support in this
area.
o Please ask your direct supervisor and one other member of the Excel community to complete a brief recommendation that
identifies your greatest leadership strengths and biggest area in need of improvement.
o April 1st-April 15th: Interviews
o April 15th: Communication of Decisions

o Additional compensation commensurate with time investment





