


























District-Managed Turnaround Plar  itep 2 (TOP-2)

Explain the correlation between the School Improvement Plan (SIP, annual school plan) and this proposed
district-managed turnaround plan (TOP-2, 2-year district plan). Describe how the district and school leadership

team a

working together to implement the plans to improve the school.

Correlation between SIP and TOP-2:

Beverly Shores Elementary School’s School Improvement Plan is directly aligned to the TOP-2 and the three
domains:

1. Accountable and Shared Leadership
2. Standards-based Instruction and Learning (for student and adult learners)
3. Positive Culture and Environment.

Beverly Shores Elementary School, School Improvement Plan (SIP) Focus Areas include the following:
1.

Shared Leadership & Capacity Building: Through ongoing professional learning and shared
leadership opportunities, the administrative team will build the capacity of leaders, teachers, and
support staff to ensure consistent and fidelity of implementation. Teacher retention was identified as a
critical area of need because Beverly Shores started off the year with 17 instructional positions open at
the beginning of the last school year. Throughout the school year, there was high teacher turn over
whenever some of those positions were filled briefly. This resulted in the instructional and district
staff being pulled to cover classes, unable to do their own job duties supporting all students and
teachers to the full intent or purpose of their position. By increasing teacher retention, this will allow
students to have a more stable learning environment, establish stronger relationships among both
students and teachers, and increase academic achievement.

High Expectations & Standards-Based Instruction: With high expectations, teachers will plan and
deliver standards based instruction and authentic literacy and numeracy experiences. Instructional
blocks will utilize the gradual release of responsibility model with an explicit focus on creating
collaborative learning opportunities that incorporate reading, writing, thinking and discussing in every
lesson every day. This area of focus was identified as a critical area of need because the data shows a
decline in student test scores in Grades 3-5 ELA/Reading, Mathematics and 5th grade Science. This
area of focus will improve student achievement by ensuring teachers are planning lessons with the
district initiative of How We Teach, What We Teach, and using Authentic Literacy as their guideline.
Our school is committed to increasing student achievement throughout all grade levels and content
areas. By ensuring that all lessons are standards aligned, we will provide all students with
collaborative, hands on learning experiences resulting in student academic success.

Targeted Intervention and Acceleration: Within a multi-tiered system of support, teachers and
instructional support team will plan, deliver and monitor, targeted, data-driven instruction through
small group and individual interventions and acceleration for all underperforming students and
subgroups. This area of focus was identified as a critical area of need because after analyzing state and
district assessment across all grade levels, student achievement data was significantly below grade
level expectations. This area of focus will improve learning and success by ensuring all learning is
aligned to the full intent of the standards with evidence based strategies that support the students' in
their area of deficiency. All strategies are being provided to these students with fidelity. The students
will be monitored and tracked through student data points and analyzed to determine if progress is
being made by teacher collaboration in PLC's and collaborative planning. If students are not making
appropriate growth, the MTSS team selects a different research based strategy and the MTSS
Coordinator/Interventionist collects and tracks further detailed data.
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X The district shall ensure the district leadership team, which includes the superintendent and
district leadership, has an integral role in school improvement. This team may include those in
charge of curriculum, general and special education, student services, human resources,
professional development and other areas relevant to school improvement. The district leadership
team shall develop and implement the district-managed turnaround plan. The district shall
dedicate a position to lead the turnaround effort at the district level. The selected employee shall
report directly to the superintendent and support the principal.

wv The district shall ensure that instructional programs align to Florida’s Standards for English
Language Arts (ELA), mathematics, social studies and science. The district shall provide the
evidence that shows instructional programs to be effective with high-poverty, at-risk students
and how they are different from the previous programs. The district shall demonstrate alignment
of Florida’s Standards across grade levels to improve background knowledge in social studies,
science and the arts.

X The district shall prescribe and require progress monitoring assessments that are aligned to
Florida’s Standards in ELA, mathematics, social studies and science for all students. The district
shall ensure that its progress monitoring assessments are predictive of statewide assessment
outcomes and provide valid data to support intervention and acceleration for students.

In the box below, the district should provide information about its systems that support school leadership
teams to implement turnaround interventions, including the following: alignment and allocation of
support and resources, policies and practices, governance systems for review and monitoring. At a
minimum, the narrative shall address the following:

1. Describe the district leadership team and its role in implementing the DMT plan.

2. Explain how the district allows for flexibility in areas such as staffing, scheduling and
budgeting, to fully implement a comprehensive approach to substantially improve student
achievement outcomes.

3. Identify how the new or revised instructional programs align to Florida’s Standards for ELA,
mathematics, social studies and science; the research that shows it to be effective with high-
poverty, at-risk students; and how they are different from the previous programs.

4. Identify progress monitoring and summative assessments aligned to Florida’s Standards that
will be used in the school.

5. Based on the analysis of progress monitoring and summative assessment data, describe any
changes that will be implemented to provide continuous support for the school.

6. Explain the district’s allocation of supports and resources and how they align to the specific
needs of the school.

7. Identify and describe the district policies and practices that will need to be reviewed and
changed to support the school.

8. Describe the system that the district will put in place to review and monitor the effectiveness
of the support.
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Assurance 1: Narrative of District Capacity and Support

1. Describe the district leadership team and its role in implementing the DMT plan.

o The district leadership team includes three program specialists under the direction of the
Executive Director for Academic Services and Interventions. Daily targeted support is provided
to strengthen and establish core instruction, interventions, and leadership. Additionally,
monitoring and feedback is provided to gage and accelerate progress towards set goals. Senior
staff meet weekly along with the Academic Cabinet to monitor and support Beverly Shores ES.
The District Turnaround Team provides on-site support at minimum twice a week. Instructional
Reviews are conducted three times a year and an action plan is used to monitor and track
recommendations and actionable next steps from each formal Instructional Review.

2. Explain how the district allows for flexibility in areas such as staffing, scheduling and budgeting,
to fully implement a comprehensive approach to substantially improve student achievement
outcomes.

o The district provided an additional assistant principals even though the school did not meet the
enrollment numbers to receive an additional allocation. The district also provided a Curriculum
Resource Teachers to support curriculum alignment and instructional strategies and resources
school-wide. Academic Instructional Coaches are in place for standards based instructional
support in core content areas. An MTSS Coach and additional intervention resource teachers are
on staff to support targeted interventions. Potential Specialists along with Guidance Counselors
monitor and support EWS flags. A Dean was also provided by the district to allow instructional
leaders to focus on academic supports and not have to monitor and support behavior and discipline
throughout the instructional day. This staffing model is above and beyond the standard district
staffing in that schools of this size would normally be provided one assistant principal and one
instructional coach.

3. Identify how the new or revised instructional programs align to Florida’s Standards for ELA,
mathematics, social studies and science; the research that shows it to be effective with high-
poverty, at-risk students; and how they are different from the previous programs.

e The district leadership team is building capacity in instructional coaches on utilizing programs
aligned to Florida standards paired with best practices for supporting students who are at risk and
come from high-poverty. The instructional practices have changed more so than the
programs. The school follows the district scope and sequence and utilizes the district curriculum
blueprints. These tools and resources have proven to be effective for other schools with similar
demographics and also with schools district-wide. The school also uses the Leveled Literacy
Interventions (LLI) and the Systematic Instruction in Phonological Awareness, Phonics, and Sight
Words (SIPPS) Intervention to support the needs of students that are underperforming and in need
of additional support. Both programs are researched-based and effective at closing gaps and
increasing student grade level performance.

4. Identify progress monitoring and summative assessments aligned to Florida’s Standards that will
be used in the school.

e Learning walks and on-site monitoring support visits are used to monitor progress towards SIP
goals and proficiency in instructional best practices. Summative assessments aligned to Florida
Standards that will be used in schools consist of i-Ready for ELA and Math, district developed
Common Mini Assessments for ELA, Math, and Science and quarterly district developed
assessments, and a mid-year Lake Standards Assessment. iReady, utilized by schools nation-wide
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and listed as a state approved reading assessment for third grade promotion, is utilized as a
reading and math diagnostic. SIPPS and LLI screeners are also utilized to group students for
targeted skill based reading interventions. These assessments were created under the direction of
the Curriculum, Instruction, and Assessment Department to align to the standards and various item
types. These assessments have been added this year to provide an extra data set above and beyond
iReady.

Based on the analysis of progress monitoring and summative assessment data, describe any
changes that will be implemented to provide continuous support for the school.

Based on progress monitoring through learning walks, additional supports will be provided to
establish and/or strengthen systems with regard to interventions, implementation of best practices
such as establishing the purpose during core instruction, establishing and adhering to schedules,
tools to disseminate information school-wide. As it relates to summative assessment data, the
capacity of instructional coaches will be built to identify what skills are to be retaught whole
group versus standards to address in small group and skills to practice in stations. These multiple
sources of academic data, combined with quarterly Early Warning Signs (EWS) tracking within a
Multi-Tiered System of Supports (MTSS), assist with ongoing progress monitoring and problem
solving to support student achievement. Students will be grouped and regrouped every 4-8 weeks,
depending on intervention and program, to ensure that the interventions are working. At that time
students will continue in the intervention if needed, have the intervention modified to support their
identified need, or discontinue the intervention if they have met the outcome goal.

. Explain the district’s allocation of supports and resources and how they align to the specific needs
of the school.

D and F schools are allocated based on recommendations of Senior Staff, Academic Cabinet, and
the School Principal. The District Turnaround Team provides additional recommendations based
on strategies that have demonstrated success. D and F schools are always placed as priority in
determining access and opportunity to additional resources that may align to their SIP goals and
increase success.

Identify and describe the district policies and practices that will need to be reviewed and changed
to support the school.

An MOU was created to allow for up to three days of common planning in D and F schools.
Union language only allows for one day a week for common planning and two days if teachers are
paid or released early for the second day. Teachers are provided with additional stipends for
planning at D and F schools but the MOU eliminated the barrier for leadership to allow for more
time to ensure aligned instruction is planned and implemented.

. Describe the system that the district will put in place to review and monitor the effectiveness of
the support.

The district leadership team uses the School Improvement Plan and the school action plan to guide
support provided weekly to Beverly Shores "ementary. The support provided is documented and
communicated through the on-site monitoring support form which is debriefed with administrators
at the end of each visit. Additionally, the frequency of support is captured through the
dashboards. The dashboards indicate the date and support provided during each visit. Three times
a year, the school action plan is reviewed and revised as needed during instructional

reviews. These changes are developed from the Learning Walk data, on-site monitoring, and

information provided by the school-based leadership team. A school Progress Report is created to
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collect data trends and evaluate growth. A school Dashboard is utilized to align and monitor
ongoing support provided from various district departments.

X The district shall ensure the school has effective leaders and educators capable of improving
student achievement.

Leaders
™ The district leadership team, in collaboration with the school, shall develop an annual

professional development plan that provides ongoing tiered support to increase leadership and
educator quality.

X The district shall ensure the principal and assistant principal have a successful record in
leading a turnaround school and the qualifications to support the student population being served.

X The district shall ensure that the principal will be replaced, unless recommended for retention
in collaboration with the Department, upon entry into district-managed turnaround based upon
the individual’s turnaround record and degree of success, the length of time since turnaround
success, the degree of similarity in the student populations and any other factor that would
indicate the principal will have turnaround success with this school.

Educators
X The district shall ensure it has reviewed practices in hiring, recruitment, retention and
reassignment of instructional personnel with priority on student performance data.

X For districts with more than five schools, the district shall ensure that the percentage of
instructional personnel assigned to a Differentiated Accountability (DA) school with a rating of
either Unsatisfactory or Needs Improvement, based on the most recent three-year aggregated
state Value-added Model (VAM), is less than the district average. For districts with five or fewer
schools, the district shall ensure that the percentage of instructional personnel assigned to a DA
school with either a rating of Unsatisfactory or Needs Improvement, based on the most recent
three-year aggregated state VAM, is less than the state average.

& The district shall ensure the instructional staff who do not have a state VAM rating and who
do not show evidence of increasing student achievement are not rehired at the school.

X Pursuant to section 1012.2315(2)(a), F.S., the district must ensure that the percentage of
temporarily certified teachers, teachers in need of improvement or out-of-field teachers assigned
to the school is not higher than the district average.
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In the box below, the district must provide information about its systems to ensure the school has an
effective administrator capable of leading the turnaround efforts, including desired experience and
competencies, recruitment and retention incentives and operational flexibility. At a minimum, reply to
the following:

1. Has the principal been retained or replaced? Include the principal’s name and start date,
selection process and leadership experience.

2. Provide evidence that indicates the principal and assistant principal have a proven record of
success in turnaround schools and the qualifications to support the community served.

3. Will other members of the school leadership team be retained or replaced and when? Explain
the team’s turnaround experience.

4. Does the district offer incentives to attract and retain principals willing to lead a turnaround
school?

5. How does the district build the capacity of turnaround leaders?

6. What operational flexibility will be afforded to the principal, such as the degree of input in
selecting their school leadership team and instructional staff?

7. What actions will the district take regarding the school leadership team after the first year of
this plan if the school’s grade does not improve?

Assurance 2: N=rrative of School Capacity- Leaders

1.

The principal has been replaced for the 2019-20 school year. The new principal is Cindy
Christidis and her start date was July 3, 2019. Ms. Christidis has served as a principal and assistant
principal in Title I and Non-Title I elementary and secondary schools.

Ms. Christidis has a proven track record of success at all schools she has served in and school
grades ranging from A, B, and C over the course of her tenure. Prior to her selection to lead
Beverly Shores ES, herself and her leadership team improved the school grade of Treadway
Elementary from a C to B. Treadway is located in the same region as Beverly Shores ES and has
some similar challenges. Both schools have students that feed to the same middle school and high
school based on zoning and feeder patterns.

In transitioning to principal at Beverly Shores ES, Instructional Coaches from the Treadway
leadership teams were promoted to Assistant Principals based on their record of success to join
Ms. Christidis in leading the work at Beverly Shores ES. The former principal was transferred to
an assistant principal role at another school and the former assistant principal was also transferred
to another school. The Literacy Coach, Math Coach, Intervention Teacher, and Guidance Team
remained at the school. An additional assistant principal position was added to the school by the
district for the 2019-20 year to support turnaround efforts. An additional math coach, literacy
coach and intervention teacher were also added to the leadership team through UniSIG funding.
Many members of the leadership team that stayed on, outside of the principal and assistant
principal that were transferred, were also staff at the school when it improved from an F to a C and
also held the C grade for two years prior to the initial D grade in 2017-18. The team understands
the turnaround j  :ess and will be able to impl.  ent the Distr Manag |Tv  round P ler
the direction of the new principal.

The district provides a $3,000 incentive to principals and a $2000 incentive to assistant principals
in Title I schools, but does not offer a financial incentive to principals in D or F schools. The
ability to pick their leadership team and receive additional district supports and resources, such as
teacher allocations, administrators, technology, etc, are afforded to principals as an additional
incentive from the district.
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5.

Eacn region has an assignea kegional Executive Director (RED) that supports and develops
principals in schools throughout the region. The Regional Executive Director also has a team of
support staff that work directly with schools. As this schools is a high priority need, the RED will
provide weekly support, coaching, feedback, and monitoring to ensure the school leader’s capacity
is continuously built and developed to lead turnaround.

The principal retains all flexibility of hiring all staff as long as the DMTP Assurances are met. The
HR Department provides additional support in vetting and forwarding candidates to ensure highly
effective and effective teachers are available to the school to fill vacancies prior to the start of
school and if a vacancy arises during the school year.

Data will be reviewed on an ongoing basis and a determination will be made at the end of the year
with regard to the leadership team effectiveness in achieving the identified goals and increasing
student achievement. Leadership team members will be replaced or retained based on these data
trends and progress monitoring results.

1n the boX DeIOW, The AISIriCt MusT Include INIormation about 1ts systems 1o ensure me school has
effective educators capable of improving student achievement, including priority in hiring, recruitment
and retention incentives and professional development and coaching support provided by the district. At
a minimum, reply to the following:

A EQII]

1.

1. What is the process for filling vacancies at this school, specifically in the core content areas? Is
this school given priority in hiring? Is hiring completed at the district level so vacancies at
turnaround schools are filled before other schools are permitted to hire? Is there a MOU or
union agreement to this effect?

2. How does the district ensure students at this school are instructed by a certified instructional
personnel when unexpected vacancies arise?

3. Does the district offer bonuses and, if so, what are the qualifications and conditions (e.g.,
length of employment commitment, performance)? Is there a union agreement to this effect?

4. Does the district offer incentives to Highly Effective or Effective state VAM instructional
personnel to reduce turnover at turnaround schools?

1ce 2: Narrative-School Capacity- Educators

This school is provided priority in hiring and applicants are vetted and forwarded directly from the
HR Department to the principal to fill vacancies efficiently and effectively. The principal is
afforded the opportunity to hire and select staff. Staff selected outside of the district vetting are
then routed through a vetting process in HR and HR tracks VAM and other required data to ensure
school percentages are below district averages. An MOU is in place aligned to DA requirements.
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2. Instructional/Content Coaches or district staff provide core instruction when vacancies arise until
they are filled by a certified teacher.

3. All teachers receive a $750 bonus and an MOU was established along with TSSSA funding
utilized to provide teachers who are not eligible for the Teacher Supplemental Teacher Allocation
incentive and opportunity to earn an incentive. There is an MOU and the criteria are outlined
below.

Any eligible employee within the instructional bargaining unit, who did not qualify for the

"Supplemental Teacher Allocation," that is highly effective or effective on the state and or district,

three year aggregated VAM list, (including, but not limited to classroom teachers, resource teachers,

guidance counselors, coaches, or media specialists who are providing intervention or targeted support
to students) will receive a salary differential for working in a "DA" school as defined above.

Employer costs will be deducted from the amounts listed below.

e Highly Effective VAM: Up to $8,500
e Effective VAM: Up to $6,400

4. The state provides the incentive for highly effective and effective VAM teachers through the new
incentive option this year. The above criteria are how we utilize the additional TSSSA dollars to
recruit, retain, and incentives more teachers.

Assurance 2: Verification-School Capacity- Educators

In the box below, describe the specific actions the district has taken to recruit instructional personnel with
state VAM ratings of Highly Effective and Effective to this school. Describe how the district has reassigned
or non-renewed instructional personnel with state VAM ratings of Needs Improvement and Unsatisfactory
to a school not in DA and how the district filled any vacancies resulting from these reassignments with
certified instructional personnel.

What actions have been taken to recruit with state VAM ratings of Highly Effective and Effective to this
school?

1. Paid and unpaid job ads were posted on Teachers-Teachers.com, Indeed.com and our own
employment page. Additionally, an email blast went out to all certified teachers in Florida through
the teachers-teachers.com platform. An attractive announcement flyer was created and posted on
Facebook, twitter, Linked-In and the district website. Lastly, Human Resources hosted two virtual
job fairs in July to build awareness, interest and connect potential candidates directly to the
schools.

How many instructional personnel were reassigned or non-renewed due to state VAM ratings of Needs
Improvement and Unsatisfactory?

2. None, staff that were ineffective based on district evaluations were reassigned or non-renewed at
the end of the year last year. VAM data did not come out until after the new school year began, so
at that time the district already put procedures in place to not hire any new teachers to the school
who did not have existir ~ positive VAM ratings or district evaluation ratir —=. Once VAM were

e I fra were again reviewed. ..ecl tl owoutli | the current data.

Confirm that all reassigned instructional personnel were not reassigned to DA schools.
3. No one was reassigned to a DA school
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How did the district fill the vacancies? Have all vacancies been filled with certified instructional
personnel?

4. The vacancies at the schools were filled mainly through two sources. Internal transfers within the
district and the Indeed job ads. One fourth grade opening is still available at Beverly Shores
Elementary but is currently being supported through the instructional coach being assigned to the
class until a qualified applicant can be hired.

Fill out the table below to verify the most recent three-year aggregated state VAM classification data.

There are 62 teachers on staff at Beverly Shores Elementary School which include those with full and part
time daily classroom responsibilities and those that serve in instructional non-load bearing support roles. Of
the two teachers earning an UN rating, one is teaching 2" grade and the other is in a resource teacher co-teach
role this year. The second grade teacher has been assigned a coaching support plan to be implemented by the
assigned instructional coach and assistant principal. Of the four teachers earning a NI rating, two are in
resource teacher co-teach roles, one is teaching 2™ grade and one is teaching 4™ grade. These teachers have
also been assigned a coaching support plan to be implemented by the assigned instructional coach and assistant
principal. Coaches will model and co-teach during core instructional blocks and lead teachers through the
coaching cycle providing feedback and actionable next steps to build capacity. Coaches will also assist with
ongoing progress monitoring and student groupings for effectiveness.

The district has made consistent efforts to recruit and incentivize teachers. The district also ensure not to hire
new teachers who received a NI and US rating over the summer. The school is currently fully staffed and
being that VAM data were released during the week of pre planning, moving additional teachers due to VAM
would not be best for the school or students. We are required to begin school fully staffed and positions are
challenging to fill at this school. Couple that reality with a state-wide teacher shortage and we do not feel as
though we would have qualified individuals available to fill the three classroom vacancies and three co-teach
vacancies.

Teachers also returned to this school a week prior to pre-planning for a mini instructional focus “boot camp”
which allowed them to align for the year academically and build relationships socially as a team. Changing
staff after two weeks together is not a benefit. Instead, the additional coaching support and plan allow for us
to keep certified teachers in instructional positions and not have to place unqualified subs in front of students
while we hope that we fill vacancies. We experienced this last year, as mentioned in the plan narrative, and
know that certified teachers are always better for student achievement than subs. We also tried to involuntarily
transfer teachers last year, but unfortunately they chose to resign and apply in neighboring counties instead of
being transferred to another school unwillingly. Therefore, we submit our plan slightly above the district
aver: the NI category and fully committed to ensure the caj ity of the school, leade and teachers
it to be a t “focus “afi 1s ¢ the School Improvement P






