#

A ANTS.GOV Grant Application Package
Opportunity Title: |Off‘3.ce of Elementary and Secondary Edocatior [OuSg!: ‘u‘
. . - - This electronic grants application is intended to
Offering Agency: - ant of -
g Agency IL'S' Department of Fducation l be used to apply for the specific Faderal funding
CFDA Number: 84.374 opportunity referenced here.
CFDA Description: Teacher Incentive Fund |

if the Federal funding opportunity listed is not
Oppertunity Number: ED-CRANTS-0E1412-001 the apportunity for which you want te apply,
ciose this application package by clicking on the

Competition ID: - -~ T
pet 84-374n2012-1 “Cancel” button at the top of this scresn. You
Opportunity Open Date: 05/14/2012 wilt then need to [ocate the correct Federal
. . funding opportunity, download its application
Oppoertunity Close Date: 07/27/2012 and then apply.

Agency Contact:

Miriam Tund

Frogram Officer
E-mail: TIF4@ED.gov
Frone: 202-205-5224

This opportunity is only open to organizations, applicants who are submitting grant applications on behalf of 2 company, state, local or
tribal government, academia, or other type of organization.

* Application Filing Name: INew Baver Public School Systen

Mandatcory Documents Move Form to Mandztory Documments for Submission
Cornplese Brplication for rederazl Assistance (SE-475.:

hova Farm to B2 Ahstract rm

Liete Project Narratlve atbtachkment Form
Budget YJarravive Attachment posm
Other Attachmenitzs Form } o
Optional Documents Maowe Fom to Cptional Documents for Submission

Bubmission List

Move Foer to
Dalete

instructions

@ Enter a name far the application in the Application Filing Name fieid.

- This application can he completed inits entirety offline; however, you wilt need to login to the Grants.gov website during the submission process.

- You can save your application at any time by clicking the "Save” button at the tcp of your screen.

- The "Save & Submit" button will not be functional until all reguired data fields i the application are completed and you clicked on the "Check Package for Errors” bution and
confirmed all data required data fields arc completed.

@ Open and complete all of the documents listed in the "Mandatory Decuments” box. Complete the SF-424 form first.

- Itis recommended that the SF-424 form be the first form completed for the appl'cation package. Data entered on the SF-424 will populate data fields in other mandatory and
optional forms and the user cannct enter data in these fields.,

- The forms listed in the "Mandatory Documents” bax and "Optional Documents” nay be predefined forms, such as SF-424, forms where a document needs to be attached,
such as the Project Nairative or a combination of both. "Mandatary Documents” are required far this appiication. "Optional Documents ' can be used to provide additional
support for this application or may be recquired for specific types of grant activity. Reference the aoplication package instructions for more information regarding "Optional
Documents”.

- To open and complete a form. siimply click on the form's name to select the iterr and tren zlick on the == button. This will move the dacument to the appropriate "Documents
for Subrnission” box and the form will be autormatically added to your application package. To view the form, scroll down the screen or select the form name and click on the
"Cpen Form” button to begin completing the required data fields. To remeve a form/document from the "Documents for Submission” Lox, click the document name to select it,
and then cligk the == button. This wilt return the farm/document ta the "Mandatory Documents” or "Cptional Documents” bos.

- All documents listed in the "Mandaiory Documenis” box rmust be moved to the "andatory Documents for Submission” box, When yzu open a required form, the fields which
must be completed are highlighted in yellow with a red border. Optional fizlds and compleiec fields are displayed in white. If you enter invalid or incomplate information in a
field. you will receive an erfor message.

@ Click the "Save & Submit” button to submit your application to Grants gov.

- Once you have properly completed all required documents and attached any required or optional documentation, save the completed application by clicking on the "Save”
button.

- Click on the "Check Package for Errors” button to ensure that you have completed all required cata fields, Carrect any errars or if none are found, save the application
package.

- The "Save & Submit” buttc will become active; click on the "Save & Submit” button to beg'n the application submission process.

- You will be taken to the applicant login page to enter your Grants gov username and password. Follow all onscreen instructions for submission.



OMB Number: 4040-(1004
Expiration Date: 03/31/2012

Application for Federal Assistance SF-424

* 1. Type of Submission: * 2. Type of Application; * {f Revision, select appropriate letter(s):

[_] Preapplication New l |
Application [ ] Continuation * Gther {Specify):

[ ] Changed/Corrected Application | [ ] Revision [ |

* 3. Date Received: 4. Applicant Identifier;

Completed by Grants.gov upan submission. | |

5a. Federal Entity ldentifier; 5t. Federal Award |dentifier;

State Use Only:

6. Date Received by State: l: 7. State Appfication Identifier; [ ]

B. APPLICANT INFORMATION:

" & Legal Name: |Ncw Haven, City of {Inc.) DBA ¥ew Haven Public School ysten |

* b. EmployerTaxpayer [dentification Number (EINTIN): * ¢. Organizational DUNS:

06-BCL1878 | Fawszsescccc-

d. Address:

* Strestt: 54 Meadow Strest |
Street2: [ ‘

" City: |b?cw Hawen —‘
Countyf/Parish: [ ) ]

* State: I CT: Connecticut A‘
Province: | |

- Country: [ USh: UNTTED STATES |

* Zip { Postal Code: |.;je_519—1';19 1

¢. Organizational Unit:

Bepartment Name: Bivision Mame:

Performa

2 Managenent | [

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

arth |

Prefix: [;Er * First Mame:

Iiddle MName:

|
" Last Name: |§§ill‘:i[‘.f?
Suffix: l

Title: [}“\ssi start Superintendent

Organizational Affiliation:

| . |

* Telephone Mumber: (2p3-591-2678 J Fax Number: (203-146-7107

— l

* Email: [r_:arth .harries@now- haven.kl2.ct.ous




Application for Federal Assistance SF-424

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

C: City or Township Government

Type of Applicant 2: Select Applicant Type:

-

Type of Applicant 3: Select Applicant Type:

* Other {specify}:

*10. Name of Federal Agency:

‘L’.S. Cepartment of Educaticn

i1. Catalog of Federal Domestic Assistance Number:

44,374

CFDA Titte:

Teacher Incentive rund

* 12_ Funding Cpportunity Number:

ED-GRENTS-0€1412-001

* Title:

Competition CFDAE Murkern #94.3744

Cffice of BElenentary and Ssoondavy Education (CESE; @

Teacher

Tnoentive Fund (TIF): TIF Cenerzl

t3. Competition ldentification Rumbaer:

EﬁfE?&AEOl?-l

Title:

14. Areas Affected by Project {Cities, Counties, States, etc.):

Eroas.pdf ‘ [

1 I Deleta Attachmeant l [ Wiew Attachment

* 15, Descriptive Title of Applicant's Project:

The Hew Baven Professicnal Educator Program-XNew EHaven Public Schools

Attach supporting documents as specified in agency instructions.

Add Adgachments l ]7 e I ] B




Application for Federal Assistance SF-424

i5. Congressional Districts OF:

* a. Applicant b. ProgramiProject

Atftach an additional list of Program/Project Congressional Districts if needed.

| I AddA_‘:tac}jment I ‘

17. Proposed Project:

a. Start Date: (107072022 *b. End Date: [C%/3C/2017

18. Estimated Funding ($):

* a. Federal | 53,403, 250, m:-|
*b. Applicant ﬁ— - a. 33]
‘¢ State | 9.01]
*d. Local | 2.09]
* . Other | 0.09]
*f, Program Income | 0.90]
» g TOTAL | 53,403, 250. 09

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

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

¢. Program is not covered by E. Q. 12372

* 20. Is the Applicant Delinguent On Any Federal Debt? (H "Yes,” provide explanation in attachment.)

[]es No

If "Yes”, provide explanation and attach

| IO 2l

21. "By signing this application, i certify {1) to the statements contained in the iist of certifications** and (2} that the statements
herein are true, complete and accurate to the best of my knowledge. | also provide the required assurances* and agree to
comply with any resulting terms if | accept an award. | am aware that any false, fictitious, or fraundulent statements ¢r claims may
subject me to criminal, civil, or administrative penalties. {11.5. Code, Title 218, Section 1001}

** | AGREE

** The list of cerifications and assurances, or an intemet site where you may obtain this list, is contained in the announcernent or agency
specific instructions.

Authorized Representative:

Prefix o | *First Name:  |[Reginald |
Middle Name: | [

* Last Name: [N.ayc _mm_“——l
Suffix: [ |

" Title: [Super_-: ntendent ]

* Telephong Number: |203--946 .qens | Fax Number: |:2.03__g4 6-7300

T Email |dr mayofnew-naven.klZ.cot.us

* Signature of Authorized Representative: Comateted by Grants.gav upar submission, | * Date Signed: lCompIetf.\‘:I by Grants gav Lzon submisson,




Survey on Ensuring Equal Opportunity For Applicants

OMB No. 1850-0014 Exp. 2/28/200%

Purpose:

The Federal government is committed to ensuring that al: qualified applicants, small or large, non-religious or
faith-based. have an equal opportunity to compete for Federal funding. In order for us to better understand
the population of applicants for Federal funds, we are asking nonprofit private organizations {not inchuding
private universities) to fill out this survey.

Upon receipt, the survey will be separated from the application. Information provided on the suirvey will not be
considerad in any way in making funding decisions and will not be included in the Federal grants database.
While your help in this data collection process is greatly appreciated, completion of this survey is veiuntary.

Instructions for Submitting the Survey

If you are applying using a hard copy application, please place the completed survey in an envelope labeled
“fpplicant Survey.” Seal the envelope and include it along with your zpplication package.  if you are applying
electronically, please submit this survey along with your application.

icant's {Organization} Name: |kew Haven, City ol (Inc.! 0834 New Haven Public School Syuten
Applicant's {Org t N I H City ol | B M E Publ School Syt

Applicant's DUNS Name: 1849825850000

Federal Program: |0t fice of Elcmentary and Scoondary Kdacation {CESE): Teachor Incentive Tand (TIF) :
¥

CFDA Number: |EM L3711

1. Has the applicant ever received a 5. Is the applicant a local affiliate of a
grant or contract from the Federal niational organization?
government?

[] Yes No
Yes [ ]No

) ) 6. How many full-time equivalent employees does
2. s the applicant a faith-based the applicant have? (Check only one box).
organization?

[] 3orFewer [] 15-50
[ ] Yes IX] No
(145 | ] 51-100
3. Is the applicant a secutar .
organization? [ ] 6-14 X] over 100
Yes [ ] No 7. What is the size of the applicant's

annual budget? (Check only cne box.)

4. Does the applicant have 501(c)(3) status? [ 1 Less Than $150,000

[ ] $150,000 - $299,999
[]Yes {x] No

[ ] $300,000 - $499,999

[ ] $500,000 - $999,899

[ ] $1,000,000 - $4,999,999

$5,000,000 or more



OMB Number: 4040-0007
Expiration Date: 06/30/2014

ASSURANCES - NON-CONSTRUCTICN PROGRAMS

Fublic reporting burden for this collection of information is estimated to average 15 minutes per response, including time for reviewing
instructions, searching existing data sources, gathering and maintaining the data needed, and completing and reviewing the collection of
information. Send comments regarding the burden estimate or any other aspect of this collection of information, including suggestions for
reducing this burden, to the Office of Management and Budget, Paperwork Reducticn Project (0348-0040), Washington, DC 20503.

PLEASE DO NOT RETURN YOUR COMPLETED FORM TO THE OFFICE OF MANAGEMENT AND BUDGET. SEND
IT TO THE ADDRESS PROVIDED BY THE SPONSORING AGENCY.

NOTE:

As the duly authorized representative of the applicant, | certify that the appiicant:

1.

If such is the case, you will be notified.

Has the legal authority to apply for Federal assistance
and the institutional, manageriaf and financial capability
{(including funds sufficient to pay the non-Federal share
of project cost) to ensure proper planning, management
and completion of the project described in this
application.

Will give the awarding agency, the Comptroller General
of the United States and, if appropriate, the State,
through any authorized representative, access to and
the right to examine all records, books, papers, or
documents related to the award; and will establish a
proper accounting system in accordance with generally
accepted accounting standards or agency directives,

Will establish safeguards tc prohibit employees from
using their positions for a purpose that constitutes or
presents the appearance of personal or crganizatioral
conflict of interest, or personal gain.

Wil initiate and complete the work within the applicable
time frame after receipt of approval of the awarding
agency.

Will comply with the Intergovernmental Personnel Act of
1970 (42 U.5.C. §84723-4763) relating to prescribed
standards for merit systems for programs funded under
one of the 19 statutes or regulations specified in
Appendix A of OPM's Standards for a Merit System of
Personnel Administration (5 C. F.R. 800, Subpart F).

Will comply with all Federal statutes relating to
nondiscrimination. These include but are not limited to:
(&} Title VI of the Civil Rights Act of 1964 (P.L. 88-3£2)
which prohibits discrimination on the basis of race, cotor
or national origin; {b) Title IX of the Education
Amendments of 1972, as amended (20 U.S.C.§§1681-
1683, and 1685-1886), which prohibits discrimination on
the basis of sex; {¢} Section 504 of the Rehabilitation

Previous Edition Usabfe

Authorized for LLocal Reproduction

Q)

Certain of these assurances may not be applicable to your project or program. If you have guestions, please contact the
awarding agency. Further, cerfain Federal awarding agencies may require applicants to certify to additional assurances.

Act of 1973, as amended (29 U.S.C. §794), which
prohibits discritnination on the basis of handicaps; (d)
the Age Discrimination Act of 1975, as amended (42 U,
S.C. §§6101-6107), which prohibits discrimination on
the basis of age; (e) the Drug Abuse Office and
Treatment Act of 1972 (P L. 92-255), as amended,
relating to nondiscrimination on the basis of drug
abuse; (f) the Comprehersive Alcohol Abuse and
Alcoholism Prevention, Treatment and Rehabilitation
Act of 1870 (P.L. 91-616), as amended, relating to
nondiscrimination on the basis of alcohol abuse or
alcohelism; (g) §8523 and 527 of the Public Health
Service Act of 1912 (42 U.S.C. §§290 dd-3 and 290
ee- 3), as amended, relating to confidentiality of alcohal
and drug abuse patient records; {h) Title VIl of the Civil
Rights Act of 1968 (42 U.5.C. §§3801 et seq.), as
amended, relating to nondiscrimination in the sale,
rental or financing of housing; (i) any other
nondiscrimination provisions in the specific statute(s)
under which application for Federal assistance is being
made; and, {j} the requirements of any other
nondiscrimination statute(s) which may apply to the
application.

Will comply, or has ailready complied, with the
requirements of Titles |l and 11f of the Uniform
Relocation Assistance and Reaf Property Acquisition
Policies Act of 1970 (P.L. 81-648) which provide for
fair and equitable treatment of persons displaced or
whose property is acquired as a result of Federal or
federally-assisted programs. These reguirements
apply to alil interests in real property acquired for
project purposes regardiess of Federal participation in
purchases.

Will comply, as applicable, with provisions of the
Hatch Act (5 U.8.C. §§1501-1508 and 7324-7328)
which limit the political activities of employees whose
principal employment activities are funded in whole
or in part with Federal funds.

Standard Form 4248 (Rev. 7-97}
Prescribed by OMB Circular A-102




9. Will comply, as applicable, with the provisions of the Davis-
Bacon Act (40 U.5.C. §8276a to 276a-7), the Copeland Act
(40 U.5.C. §276c and 18 U.5.C. §874), and the Coniract
Work Hours and Safety Standards Act (40 U.5.C. §§327-
333), regarding labor standards for federally-assisied
construction subagreements.

10. Will comply, if applicable, with flood insurance purchase
requirements of Section 102{a) of the Flood Disaster
Protection Act of 1973 (P.L. 93-234) which requires
recipients in a special flood hazard area to parlicipate in the
pregram and to purchase flood insurance if the total cost of
insurable construction and acquisition is $10,000 or more.

11.  Will comply with environmental standards which may be
prescribed pursuant to the following: (@) institution of
environmentat quality confrol measures under the National
Environmental Policy Act of 1969 (P.L. 91-190} and
Executive Order (EQ) 11514; {b) notification of violating
facilities pursuant to EO 11738; {c) protection of wetlands
pursuant to EQ 11990; {d) evaluation of flood hazards in
floodplains in accordance with EQ 11888, (e) assurance of
project consistency with the approved State management
program devefoped under the Coastal Zone Management
Act of 1972 (16 U.S.C. §§1451 et seq.); (f) conformity of
Federal actions to State (Clean Air) Implementation Plars
under Section 176(c} of the Clean Air Act of 1955, as
amended (42 U.S.C. §§7401 et seq.); (g} protection of
underground sources of drinking water under the Safe
Drinking Water Act of 1874, as amended (P.L. 93-523);
and, (h) protection of endangered species under the
Endangered Species Act of 1973, as amended (P.L. 93-
205).

12.

13.

14.

15

16.

18,

Will comply with the Wild and Scenic Rivers Act of
1968 (16 U.5.C. §81271 et seq.) related to protecting
compaonents or potential components of the national
wild and scenic rivers system.

Will assist the awarding agency in assuring compliance
with Section 106 of the Naticnal Historic Preservation
Act of 1866, as amended {16 U.S.C. §470), EO 11593
(identification and protection of historic properties), and
the Archaeological and Histeric Preservation Act of
1974 (16 U.S.C. §§469a-1 et seq.).

Will comply with P.L. 93-348 regarding the protection of
human subjects involved in research, development, and
related activities supported by this award of assistance.

Will comply with the Laboratory Animal Welfare Act of
1966 (P.L. 89-544, as amended, 7 U.S.C. §§2131 et
seq.} pertaining to the care, handling, and treatment of
warm blooded animals held for research, teaching, or
other activities supported by this award of assistance.

Will comply with the Lead-Based Paint Poisoning
Prevention Act (42 UW.5.C. §54801 et seq.) which
prehibits the use of lead-based paint in construction or
rehabilitation of residence structures.

Will cause to be performed the required financial and
comphiance audits in accardance with the Single Audit
Act Amendments of 1996 and OMB Circular No. A-133,
"Audits of States, Local Govarnments, and Non-Profit
Organizations.”

Will comply with all appficable requirements of all other
Federal laws, executive orders, regulations, and policies
governing this program.

+ SIGNATURE OF AUTHORIZED CERTIFYING OFFICIAL |

|Completed on supnissicn o Zrants.gov ‘

*TITLE

lSuperjn:endent |;

* APPLICANT ORGANIZATION

[Nezw Hawven, Cibty of {(Znoe.) DBA Hew deven Fubllo School Sys_on

* DATE SUBMITTED |
|

|Comp;ftcd o1 subrission bto Granbs.gowv l

Standard Form 4248 (Rev. 7-97) Back



CERTIFICATION REGARDING LOEBYING

Certiftcation for Contracts, Grants, Loans, and Cooperative Agreements

The undersigned certifies, to the best of his or her knowledge and belief, that:

{1) No Federal appropriated funds have been paid or will ba paid, by or on behalf of the undersigned, tc any
nerson for influencing or attempting to influence an officer or employee of an agency, a Member of
Congress, an officer or employee of Congress, or an employee of 2 Member of Congress in connection with
the awarding of any Federal contract, the making of any Federal grant, the making of any Federal loan, the
entering inte of any cooperative agreement, and the extension, continuation, renewal, amendment, or
medification of any Federal contract, grant, foan, or cooperative agreement.

{2) If any funds other than Federal appropriated funds have bean paid or will be paid tg any person for
influencing or attempting te influence an officer or ernployee of any agency, a Member of Congress, an
officer or employee of Congress, or an employee of a Merrber of Congress in connection with this Faderal
contract, grant, loan, or cooperative agreement, the undersigned shall complete and submit Standard
Form-LLL, "Disclosure of Lobbying Activities,” in accardance with its instructions.

{3) The undersigned shall reguire that the language of this certification be included in the award documents
for all subawards at all tiers {including subcontracts, subgrants, and contracts under grants, loans, and
cooperative agreemants) and that all subrecipients shall centify and disclese accordingly. This certification
is a material representation of fact upon which reliance was placed when this transaction was made or
entered into. Submission of this certification is a prerequisite for making or entering into this transaction
mposed by section 1352, title 31, U.S. Code. Any person who fails to file the required cerification shall be
subject to a civil penalty of not less than $10,00 0 and not more than $100,000 for each such failure.

Statement for Loan Guarantees and Loan Insurance
The undersigned states, to the best of his or her knowledge and belief, that:

if any funds have been paid or will be paid to any person for infivencing or attempting to influence ar. officer
or employee of any agency, a Member of Congress, an officer or employge of Congress, or an employee of
a Member of Congress in connection with this commitment providing for the United States to insure or
guarantee a loan, the undersigned shall complete and submit Standard Form-LLL, "Disclosure of Loobying
Activities,” in accordance with its instructions. Submigsion of this statement is a prerequisite for making or
entering into this transaction imposed by section 1352, title 31, U.S. Code. Any person who fails to fie the
requirad staterment shall be subjec t to a civil penalty of not less than $10,000 and not more than $100,000
for each such failure.

* APPLICANT'S ORGANIZATION

Hew Haven, City of (no.! DBA Hew Haven fubTio 3ckoal Syatem

*PRINTED MAME AND TITLE OF AUTHORIZED REPRESENTATIVE

Prefix: | * First Name: |[#uaizncd l Middle Name: |

* Last Name: |-‘-f=}”-1 | Suffix: -

* Title: l:lr.;:tr:"i rtoencdont

* SIGNATURE: [Coonletad or sunm

RG] Sk B ToANS | * DATE:

o Comoieled on osuzmlisslion ©o Granto. ooy




DISCLOSURE OF ILOBBYING ACTIVITIES
Approved by CMEB

Complete this form te disclose lobbying activities pursuant to 31 U.S.C.1352 0348-0046

1. * Type of Federal Action: 2. * Status of Federal Action: 3. * Report Type:
D a. contract |:| a. bid/offerfappiication a. initial fitrg
b grant b. initial award l:l b. material chznge

cooperative agraerment I:l <. post-award
loar:

(=
[]s
I:I e Ipar guarantce
[]r

loan iInsurarce

4. Name and Address of Reporting Entity:

Frime I:] SubAwardes

Narme I:UA ]

* Sireat 1 l - l Street 2 - __]
M |

* Stale )

Y l | “ | I

Congressional District, £ knowr:

5.1 Reporting E-** in No4 is Subswardse, Enter Names and Addrars o7 Prima!

6. " F-ederal Department!Agency: 7. * Federal Program Name/Description:

['c‘ Timpeir tmeni of Misnoalooos Toacher Tncentjve Tond

CFOA Number, if sooicabie: |>3 4374

8. Federal Action Number, if known. 9. Award Amount, if known.
‘ ) S | [1_n-;,'l

| 10. a. Name and Address of Lobbying Registrant:

Prafix 71 *First Name i [ Midaie Name L """_]
“Last Mame [\]__ | Suffue i

“Strest 1 ’ ‘ Strest2 | ‘
IR, |

" ity

sk

| State | _ ! B ‘ Z-'p| l
e ninoesticut

b. Individual Performing SeWiCES {(incfuding address ¥ ditferent from Mo, 10a)

Frafiz 1 *First Name [, et l Migdic Marmr

e i
RS

* Stregt 1 | | Skreet 2 | |

* Gy [ l State I i “_“_J Zip

41. Informasion requested through this form is authorized by fitle 31 U8 € section 1352, This disclosure of labbying activities is & material represertation of fact upon waich
reanee was placed by the ter above when the transaclion was mara or entered mta. This discizsure is required pursuant to 31 US.C. 1352, This infermaticn wll bo reported to
the Congress semi znnually and will be available for public inspection  Any persan wha fails to fle the reguired disclosure shall be subject o a civil penalty of not less than
$10 000 and not more than $100,000 for each such fature.

- signature: l-".::r.lp'.z-l’.a::. [ETERETE it o Granzs. gov l

Sr.
RRTRN 1

Title: Auperiot

. . Midgio Name:
Beaygimaalal

andant | Telephone No.: |203-526 3848 [Date: |c.—:.—..p_.-.e.-d an o

. ’ . Autherzed Tor Letal Reproduction
Federal Use Only: standard Form - LLE {Rev. 7-97)




OMB Control No. 1884-00C5 (Exp. 01/31/2011)

NOTICE TO ALL APPLICANTS

The purpose of this enclosure is to inform you about a new
prowvision in the Department of Education's General
Education Provisions Act {GEPA) that applies to applicants
for new grant awards under Department programs. This
provisian is Section 427 of GEPA, enacted as part of the
Improving America's Schools Act of 1994 (Public Law {P.L)
103-382).

To Whom Does This Provision Apply?

Section 427 of GEPA affects applicants for new grant
awards under this program. ALL APPLICANTS FOR
NEW AWARDS MUST INCLUDE INFORMATION IN
THEIR APPLICATIONS TO ADDRESS THIS NEW
PROVISION IN ORDER TC RECEIVE FUNDING UNDER
THIS PROGRAM.

{if this program is a State-formula grant program, a State
needs to provide this description only for projects or
activities that it carries out with funds reserved for State-level
uses. In addition, local school districts or other eligible
applicants that apply to the State for funding need to provide
this description in their applications to the State for funding.
The State would be responsible for ensuwring that the school
district or other local entity has submitted a sufficient

section 427 statement as described below.)

What Does This Provision Require?

Section 427 requires each applicant for funds (other than an
individual person) to include in its application a description
of the steps the applicant proposes to take to ensure
equitable access to, and participation in, its
Federally-assisted program for students, teachers, and
other program beneficiaries with special needs. This
provision allows applicants discretion in develeping the
required description. The statute highlights six types of
barriers that can impede equitable access or participation:
gender, race, national erigin, color, disability, or age.

Based on local circumstances, you should determine
whether these or other barriers may prevent your students,
teachers, etc. from such access or participation in, the
Federally-funded project or activity. The description in your
application of steps to be taken to overcome these barriers
need not be tengthy; you may provide a clear and succinct

description of how you plan to address those barriers that are
applicable to your circumstances. In addition, the information
may be provided in a singte narrative, or. if appropriate, may
be discussed in connection with refated topics in the
application.

Section 427 is not intended to duplicate the requirements of
civii rights statufes, but rather to ensure that, in designing
their projects, applicants for Federal funds address eqguity
concerns that may affect the ability of certain potential
bereficiaries to fully participate in the preject and to achieve
to kigh standards. Consistent with proegram reqguiremen®s and
its approved application, an applicant may use the Federal
funds awarded to it to eliminate barriers it identifies.

What are Examples of How an Applicant Might Satisfy the
Requirement of This Provision?

The following examples may help illustrate how an applicant
may comply with Section 427.

(1) An applicant that proposes to carry aut an adult literacy
preject serving, among others, adults with limited English
preficiency, might describe in its application how it intends to
distribute a brechure about the praposed project to such
potential participants in their native language.

{2) An zpplicant that proposes to develop instructional
matenals for classroom use might descride Row it will make
the materials avaifable on audio tape or in brailie for students
wh are blind.

{3) An epplicant that proposes to carry out a model science
precgram for secondary students and is concerned that girls
may be igss likely than boys to enroll in the course, might
ind cate how it intends to conduct "outrezch" efforts to girls.
to encourage their enrcliment.

Ve recognize that many applicanis may already be
irmplementing effective steps to ensure equity of
access and participation in their grant programs, and
we appreciate your cooperation in responding to the
requirements of this provision.

Estimated Burden Statement for GEPA Requiremnents

According to the Paperwork Reduction Act of 1895, no persons are required te respond to a collection of ‘nfoermation

unless such collection displays a valid OMB control number. The vatid QMB control pumber for this information coilection

is 1894-0005. The time required to complete this information collect’sn is estimated to average 1.5 hours per response,

including the time to review instructions, search existing data resources, gather the data needed, and complete and review
the information collection. If you bave any comments concerning the accuracy of the time estimate(s) cr suggesticns
for improving this form, please write to: U.S. Departmet of Education. 400 Manyland Avenue, S W, VWashington, D.C. '

20202-4537.

Optional - You may attach 1 file to this page.

NHDE TLY GEPA Assnrance .t
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SUPPLEMENTAL INFORMATION
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1. Project Director:
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Suffix:

L\Ir'_ Garth Harries

Address:

* Street1: |54 Meadow Streat

Street2: |

" Gity: |_\Iew Haven

County: r

B I |
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3. Human Subjects Research
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New Ilaven Public Schools

Application for Teacher Incentive Fund CDEFA 84.374A
July 26, 2012

Steps the New Haven proposes to take to ensure equitable access to, and participation in, 1t$
Federally-assisted program for students, teachers, and other program beneficiarizs with special
needs. This provision allows applicants discretion in developing the required description. 'The
statute highlights six types of barriers that can impede equitable access or partic:pation: gender,
race, national origin, color, disability, or age.

In this grant proposal, New Haven Public Schools, is applying tor federal assistance to devclop a
human capital management system to impact teachers. Participation in the program will be open
to all teachers in the district. Some componenis of the program will be only oper: 1o teachers
rated effective through the district’s performance cvaiuation system. These ratings are
conducted by multiple raters based upon factors that are not correlaled with gender, race,
national origin, color, disability, or age. Thus we do not expect ratings to be anything other than
randomly correlated with gender, race, national origin, color, disability, or age. However, in
order to ensure this critcrion is not a barrier to equitable participation in the program, evaluation
data will be monitored for any pattern that could lead to a disparate impacts related 1o gender,
race, national origin, color, disability, or age. [f patterns in the data arc detected, rater training
will be adjusted.



Project Abstract: New Haven Public Schools Professional Educator Program

[nvestment from the General Teacher Incentive Fund (TIF, CDFA 84.374A, Design
Model 1) competition in New Haven Public Schools (NHPS or New Haven) will be used to
develop the New Haven Professional Educator Program. NHPS is the sole applicant. NHPS is an
urban school district (LEA) with 20,703 students. The district manages 47 PK-12 schools, 46 of
which meet the federal definition of high needs with 50% or more free and reduced lunch
students. All 46 of the high needs schools will be served by the proposed human capital
management system (HCMS) and performance-based compensation system (PBCS).

Since launching its School Change Initiative in 2009, New Haven has developed and
implemented a nationally recognized reform effort in collaboration with the district’s teachers
and administrators. A central piliar of this collaborative strategy has been educator evaluation
and development systems, as well as a comprehensive trajectory of leadership development
programs. These systems sharc two focal points: {irst, an explicit emphasis on any educator’s
impact on student teamning and school organization; and second, a clear delineation of
professional competencics for both teachers and leaders. In addition, the district has alrcady
attracted teachers to turnaround schools through work place and financial incentives. Two years
of successful implementation show the viability and rigor of these programs both in jncreasing
the effectiveness of the educators and in improving student learning.

New Haven proposes to use TIF over five years to build from its current {foundation to
create a comprehensive and coherent career development program, with the following elements:

Individualized Evaluation and Coaching: Through TIF, NHPS will strengthen the

calibration of evaluators, broaden the resources and exemplars available as guides to good



instruction, and refine the student learning objective process to strengthen appropriatencss and
validity of goals.

Individualized Professional Learning: Through TiF, NHPS will strengthen the culture
and systems of professicnal learning by creating a cadre of expert teachers with clearly
designated skill areas, by expanding the opportunity for inter-visitation and peer-based learning,
and by improving the use of the data embedded in the districts new TalentEd Perform platform.

Differentiated Career Opportunities: Through TIF, NHPS will expand career
opportunities for strong and exemplary educators, positioning them to shape their fellow

competencies, as well as school leadership positions. NHPS will also strengthen its selection
point at the start of a teacher career, by applying educator evaluation and development systems to
pre-service candidates with student teaching assignments or intcfvicws in the district.

Differentiated Compensation: Through TIF, NHPS and the bargaining units will
explore and extend differentiation under the current and future contracts, tncluding for
differentiated career opportunities, for placemants in the highest need schools, and for sustained
and demonstrated excellence as a professional. The stakeholders are explicitly interested in
transforming the teacher salary schedule 1o onz based on effectiveness and the feasibility — along
with the — implications will be explored through the grant (Priority 5).

‘Consistent with New Haven’s dedication and rack-record of collaborative and persistent
reform, the governing board of the New Haven PEP Grant will be a Talent Council of three
administrators and three teachers with explicit shared decision-making in overseeing the grant. In
addition, the grant will strengthen talent organization and systems within the central office, asa

key point of coordination in a district ideally sized for a comprehensive HCMS system.



PROFESSIONAL EDUCATOR PROGRAM
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S A COHERENT AND COMPREHENSIVE HCMS
Investment from the General Teacher Inceniive Fund (CDFA 84.374A, Design Model 1

in year 3, with Design Model 2 in place before year 3} competition in New Haven Public Schools
will be used to develop the New Haven Public Schools Professional Educator Program, building
from a track record of collaboration with local bargaining units in building and two ycars of

implementation of a nationally recognized educator evaluation and development system.

NEW HAVEN'S VISION OF INSTRUCTIONAL IMPROVEMENT
Over the past three years New Haven has implemented a comprehensive, collaborative,

and persistent School Change Initiative, centercd in the goal of instructional improvement in all
the district’s 47 schools that will close the achievement gap with the state, cui the dropout rate in
half, and ensure that every student is ready and able to be successful in college and career. From
the outset of School Change, a central pillar has been a Talent Strategy, with the explicit vision
that, “Adults in the system will be managed as professionals to encourage collaberation,
empowerment, and responsibility for outcomes — and this will epable us to attract, develop, and
retain the highest caliber staff.”

The successful design and implementation of strategies consistent with this vision has
placed New Haven at the forefront of the national conversations on school reform broadly, and
on educator cvaluation and development specifically. These innovations were developed
collaboratively between district leadership and the New Haven Federation of Teachers (NHET)
and the School Administrators Association (SAA), and have been fully implemented 1n all 47
schools for the last two school years. The central features implemented thus far, as they relate to

instructional improvement, inctude:




¢ A clear emphasis on the relationship between professional competencies and professional
impact, represented in the twin emphasis on, first, the development and application of
powerful rubrics of professional competence (instructional practice for teachers,
leadership competencies for leaders) and second, on the tracking and professional
responsibiiity of educators for growth in student learning and, for school leaders, school
performance including culture and climate. This twin emphasis is at the heart of New
Haven’s multipie measurc ¢valuation process. which 1s designed for meaningful

developmental feedback for all teachers and for consequential carcer decisions (sce

sectons Bana ).
¢ Intensc focus on schools that have the greatest need to improve their performance
~ through a contractual turnaround process, that rebuilds school-level collaboration and
mstructional focus that rehires teachers in in turnaround schools through a mutual consent
rehiring process, and providing work rule flexibility and extra compensation for teachers
in turnaround schools.

Furthermore, the School Change initiative in New Haven embodies a core value of
collaboration, not for its own sake, bul for outcomes — so that the strengthening of the District
and our educators will be done with the District’s educators. This collaboration is reflected not
only in contract language strongly supported by ecducators, but is also reflecied in the regular
mteractions of collective responsibility for outcome i the district, through the districts Reform
Committee and other interactions (See Educator Involvement Section). This labor-management
collaboration and innovation has been recogntzed at the national level. The White House

recognized New Haven’s work ecarly in the process:
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New Haven, CT recently ratified a new four-year contract for their teachers, including a
new teacher evaluation system that considers student learning gains in the assessment of
teacher performance and that identifies and provides interventions for struggling teachers
through a peer-assistance and review program.’

In May 2012, Secretary of Education Duncan visited New Haven to reinforce his mterest
in learning from New Haven’s during his visit he said “New IHaven is at the forefront of tough-
minded collaboration, not collaboration around the status-quo, but collaboration around closing
the achievement gap.” Union leadership has also lauded New Haven’s work. In 2012, Randi
Weingarten, President of the American Federation of Teachers, wrotc about New Haven:

The ﬁrst-year results of New Haven's evaluation system, which focused both on teacher

practice and student learning and which provided genuine assistance and support for

teachers needing improvement, show a positive effect on teacher quality. While much of
the media attention was on the teachers who didn't make the grade, the real story was that
this collaboratively negotiated approach focused on continuous improvement for all
teachers in the district.®

This systemic change of instructional focus is beginning to work: in 2012 the proportion
of students who are proficient on the ELA Connecticut Mastery test (grades 3-8) was 65.5%,

which was 17.5 percentage points less than the state average of 84%, reflecting a steady decline

! White House {July 24, 2009). Fact Sheet on Race to the Top. Retrieved July 22, 2012 from:
http//www.whitehouse gov/the-press-office/fact-sheet-race-tep

% Alexandra Sanders, (May 30, 2012). “Education Secretary Arne Duncan discusses school reform at New Haven
roundtable; Connecticut approved for No Child Left Behind waiver”. New Haven Register. Retrieved July 22, 2012

from
http:ﬁwww‘nhregister.com;’articIes;‘2012,’05}30}news!new_haven/docafc58475597b1801865324.txt?viewm0de:
fullstory

¥ Randi Weingarten, {January 1, 2012)_ “Calling the Right Plays to Help Teachers Succeed”. Huffington Post.
Retrieved July 22, 2012 from: http://www.huffingtonpost.com/randi-weingarten/calling-the-right-plays-

t b_1210812.htm|




from 23 percentage points in 2008. In cach of the last three years, New Haven has doubled the
states ratc of grown on Mastery Tests overall, and the City has seen significant improvement in

graduation rates — but much work remains to be done,

AN HCMS SYSTEM LIKELY TO INCREASE THE NUMBER OF EFFECTIVE EDUCATORS
Investment by the Tecacher Incentive Fund (TIF) would enable transformartive change in

New Haven by translating these foundational efforts into a more comprehensive Professional
Educator Program, which will touch more aspects of each teacher’s professional life beyond the
annual evatuation process, and build the culture and systems of professional excellence in the

district. The_ Professional Educator Program will be a comprehensive human capital

management system that builds collaboration, empowerment, and responsibility for outcomes,
touching not only individualized evaluation systems aiready in place in New Haven, but also
individualized professional Jearning/development, targeted pre-service screening and sourcing
(including training, sclection, and placement), differentiated career opportunitics, and
differentiated compensation, with evaluation and development of both professional competencies
and student and school growth consistently al tae core.

Resources from T will be used to improve current syslems to prepare, select, hire,
place, retain and compensate effective educators. It will build capacity to provide career
differentiation and job-embedded professional development such as coaching, mentoring,
Instructional Rounds; it will decpen a culture of collaboration, empowerment and responsibility
for outcomes. While New Haven’s infrastructure is reinforced, the district will identify
strategies for reallocating resources within the district to sustain the Professional Educator
Program. The Professional Educator Program will increase the number of effective educators

and improve student outcomes through the leverage points described below
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.;éTHE RANGE OF HUMAN CAPITAL DECISION MAKING IMPACTED BY EDUCATOR EFFECTIVENESS
The Human Capital Management System that New Haven has built since 2009 is already

increasing the number of effective educators in our high needs schools, as evidenced by
instructional improvements, by separation from material numbers of low performing tcachers
and principals, and by the re-staffing of 10% of the district’s schools through contractually
enabled turnaround. This existing system provides an ideal foundation to construct and
strengthen additional components though the PEP program. This section provides an overview
of the current and future human capital decisior-making system, and the strong and
strengthening relationship to the core educator evaluation system.

NHPS agrees with the USDOE that the core of a Human Capital Management system
must be an effective evaluation system, and has invested in that developing and implementing
that engine over the last three years. The New Haven cvaluation and development systems for
both teachers and principals were developed through collaborative process, are rooted in an
annual professional feedback and conference process, and result in one of five annual summative
ratings (Exemplary, Strong, Effective, Developing, Needs Improvement) based on professional
competencies and student and school growth outcomes. The evaluation systems have
implemented for all teachers and principals in the district over the last two school years, and are
described in full in Section B; Professional Development, both through the embedded coaching
of the evaluation process and more generally through other coaching and professional learning
opportunitics, is described m full in Scction B and C respectively. The remainder of this section
deals with the other elements of the district’s current and proposcd Human Capital management
systems. With TIF support, New Haven can implement an immediate series of immediate

activitics during Year 1 (2012-13) of the project on the basis of existing bargaining agreements.

New Hiven School Change
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Refinement and deepening can happen for Year 2 (2013-2014). Additional future activities will
be the result of negotiations with the NHFT and SAA, which are scheduled to occur in the
summer of 2013 to create new contracts beginning Year 3 of the grant (2014-15).

Teacher Pre-Service (including teaching training, selection, and initial placement

and support): The district has already expanded bevond traditional routes to recruit and support
effective new teachers. One source for New Haven is Teach For America (TFA), with particular
emphasis on minority and shortage area hiring. The district also participates in several

innovative preparation programs with local colleges or universities that seck to place student

teachers and mtems, laking steps to mntegrate their university and school-based experiences.
New Haven Public Schools has also has an established teacher mentoring program — it is
required by the state, but New Haven has invested particular energy in effective implementation,
and in alignment of the mentoring process to the TEV AL competences and development process
in order to transition teachers from pre-service to in-service.

In order to strengthen the cffectiveness of teachers entering district classrooms, New
Haven will expand its efforts in selective sourcing from multiple educator preparation models
(alternative, lab, co-located and Professional Development Schools).. This selective sourcing will
be rooted in the TEVAL systcm, expanding the use of TEVAL competencies and effective
teachers to screcn and select candidates. First. New Haven will maximize the “pre-teaching”
experience of candidates within New Haven schools, and the rigor of screening conducted in that
“pre-teaching.” By ensuring placement with effective teachers, and by empowering those
educators and their managers to utilize the educator effectiveness evaluations as a screening tool,
the district will project educator evaluation into teacher pre-service — and enable carly and

strategic hiring of thosc pre-teachers who are rated highly on the educator evaluation system. To
' 7
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accomplish this New Haven will replicate its current work with Albertus Magnus College
(AMC), where students take their applied method courses as interns within New aven Public
Schools, and will screen those interns using the TEVAL competencics. [n addition, New Haven
will expand the University Lab programs for student teachers conducted by Southern
Connecticut State University {SCSU) and Quinnipiac University, again, cnsuring screening of
student teachers using the TEVAL framework, and building a system to deliver early offers to
students scoring highly as student teachers on the TEVAL rubric.
To support the strategic selection of tcachers, by the end of the grant period, the Talent
Office will have the capacity for strategic and accelerated teacher hiring. This will include
projecting how many new pdsitions are needed, and strategic hiring for the highest-needs schools
in the district (Peer Group C), which will enable early offers to highest potential teachers, as
identified through the Pre-Service work of the Talent Office.
Under the Professional Educator Program, New Haven will use the TalentEd system to
capture and utilize information about teacher effectiveness to:
e Ensure that the supervising teachers supporting student teacher arc cffective teachers
» Identify promising pre-service teachers and make job offers to thosc teachers early in the
hiring cycie.
» Provide feedback to teacher preparation programs based on the TEVAL ratings of new
teachers produced by those programs.
» Identify and increase strong teacher preparation programs identified by the effectiveness
of teachers produced by those programs and their district retention.

e Encourage effective and strong teachers to work in New Haven’s highest need schools.
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These multiple strategies, grounded in the TEVAL system, will incrcase the effectiveness of new
teachers hired into New Haven, with emphasis on the highest needs schools.

Teacher Differentiated Career Opportunities: Currently, career development for teachers

is ad hoc. Those teachers who are interested in school leadership can enter the leadership
development pipeline, described below. But otherwise, although teachers may tzke on different
forms of teaching roles, including different coaching and out-of-classroom roles, thosc roles are
not managed through connection {o educator effectiveness, and there is not material evolution of

teacher’s career through conscientious selection, targeted evaluation, and differentiated

compensation. 1Te systemns built through TIF and the PEP program will create meaningful
career differentiation, starting with the foundation of individualized development built in the
TEVAL system in order to focus on career differentiation opportunities for cffective teachers.

This career differentiation is intended to better utilize the skills of New Haven’s effective
teachers, to improve overall instruction, and fo increase teacher satisfaction leading to improved
retention of effective teachers. In Year 1 New Haven will work in collaboration with the Talent
Council (see the Project M'anagement Section) to:

a) Modify the existing TEVAL systems to encourage carger planning for strong and
exemplary teachers, to explicitly consider the ways to support the professional learning of
other teachers.

b) Ildentify additional FExpert Teacher roles for exemplary and strong teachers, with
extended duties, as enabled by the current language of the NHF'T contract (From NHFT
Contract, Appendix B section 3b: “Compensation Enhancements for Diffcrentiated Roles
and Other Activities. Compensation enbancements may be proposed in connection with

various roles, including but not limited to the peer assistant/evaluator. Such roles shall be
9




made available to those teachers who demonsirate the highest levels of validated

performance per the District’s evaluation system, irrespective of senjority. Enhancements

may also be offered in connection with other activities, including but not limited to
agreeing to teach in certain schools, such as reconstituted schools.”) Exemplary and
strong teachers would be cligible for these positions, with appropriate selection including
verification of instructional expertise and support from peer professionals. Supervisors
could make the final selections from the eligibie pool. This position will include extra
duties for teachers —including formal responsibility to support individual and professional
growth of teachers - and would include a stipend of up to $5,000. Duties for Expert

Teachers will depend on the particularly strong aspects of their practice, as identified by

the NIIPS instructional practice continuum of TEVAIL. These duties could include:

i) Curriculum/Assessment Specialist, with responsibility to support individual teacher
planning and disfrict curriculum and assessment design (lor teachers with strength in
planning and assessment dimensions of TEVAL).

ii) Instructional Delivery Specialist, with responsibility for supervising student teachers,
new teacher mentorship, and various ways of serving additional students (Summer
School, tutoring, distance learning) (for teachers with sirength in classroom
instruction dimensions of TEVAL).

ifi) Youth Development Specialist, with responsibility for supporting collcagues in youth
devclopment activities, including organizing advisory and de-cscalation of students
(for teachers with strength in supportive instruction and relationships of TEVAL).

Expert Teachers may also be designated as Instructional Coaches or as Instructional

Managers (IM). As an IM the Expert Teacher cvaluate, teachers who have are willing to be
. 10
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evatuated by their peers. The existing TEVAL system allows for [M, and through the
Professional Educator Program, New 1aven expects this practice this lo expand, reducing the
burden on administrators.

Teacher Differential Compensation: Another foundational component of the current
human capital system is the effort to attract effective teachers to turnaround schools. This
component supports active steps to improve the effectiveness of teachers in these schools
through selective placement and compensation. All teachers in turnaround schools re-apply for

their jobs, which resulted in the transfer of teachers who were not expected to effectively work

within the turnaround context. The district and the NHFT have already negotiated and
implemented differentiated compensation for educators who work n high-necds schools, and
turnaround schools, in particular (See Optional Attachment OA] and QAZ2).

NHPS will accelerate efforts 1o retain effective, sirong, and exemplary teachers through
compensation. The negotiations with the NHFT will occur the summer of 2013 <o be
implcmcnted in Year 3 of the grant (2014-15). The differentiated compensation budget for TIF
was created to allow for additional compensation of up to $1,000 for those rated Effective (2}, up
to $5,000 for those rated Strong (4) and up to $10,000 for Exemplary (5). This budget is
significant enough to be used to leverage changing the salary schedule, which would be
preferred, and these decisions will be discussed throughout Year 1 of the grant period. In
addition, New Haven will seck to expand the stipends (up to $3,000 per teacher) available to
effective teachers in the highest-needs schools in the district (Peer Group C, with the highest
percentages of mobility, special education, and ELL). This effort is targeted for implementation

in Year 2 of the grant, based on usc of the existing NHI'T contract language.

11
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Principal Pre-service (including leadership training, selection, and initial placement

and support): Since the launch of school change in 2009, the systems of pre-service and
leadership development have been a priority for the district. Leaders are recruited and developed
in several voluntary leadership pre-development programs, including Future Leaders (for
Exemplary classroom teachers; new coaches or team leaders), Emerging Leaders (for Exemplary
teacher-leaders or coaches ready for AP positions or residencies), the NHPS & Achievemnent
First Residency (an ARC Certification Program in partnership with the local high performing
charter school network, designed to accelerate future and exemplary leaders all the way to school
leadership positions), and High Potential Leaders (APs and other leaders ready for principal
positions). PEVAL competencies are used to select promising leaders for leadership
opportunities and pre-leadership training programs. The training provided focuses on the
Instructional Rounds process, described in Section C, where leaders in pre-development
programs collaboratively visit schools with experienced leaders to grow instructional and culture
feadership skills. These interns are included in leadership professional development, evaluated
using leadership framework, and can be used as instructional managers. The selection process
for principals and APs was adjusted in the spring of 2012 to focus intensely on demonstrated
competencies, including in an experiential interview process. During the summer 0f 2012, a
New Leader “Bootcamp” based on PEVAL competencies was provided to new principals,
including the opportunity to work with their new teams. New Haven has existing plans and
funding to work through the Connecticut Center for Schooi Change to use the New York City

Leadership Academy (NYCLA) model for to train coaches for newly hired leaders. A cohort

model is used currently for new leader training and support and for training and support for the

coaches.
12




As it develops a more comprehensive pre-service HCMS for leaders, New Haven will
build from its current trajectory for new leader development. For lcaders grown from within the
district, New Haven will use TEVAL and PEV AL evalualions to identify leadership program
candidates. When recruiting from outside the district, New Haven will screen for eftectiveness
and key emerging leadership competencics such as people management. By the end of the grant
period, the Talent Office will strengthen the new leader pipeline including activities such as:

1) Develop on-going tracking of all developing leaders, their competencies, and ‘deal

succession opportunities. This will include, by December of each year, a confidential fist of

those internal candidates with the highest potential to move into principa] positions.
2) Accelerate principal hiring schedule to attract higher caliber candidates, allow for more
?}ifectivc planning.

Principal Differentiated Career Opportunities: As with teachers, the career
development of principals in currently relative ad hoc: some may become central office
administrators, seme may be tapped for diserete projects, but the district has not taken a
systematic view to how to provide career opportunitics and additional opportunities for leverage
for the District’s strongest leaders. Under the PEP program, the district will focus on self-
censcious designation of mentor leaders, selected {rom among strong and exemplary teachers
and with clear differentiation in responsibility and additional compensation (up te $5,000). New
principals have and will continue to receive mentoring and support from these mentor principals,
with greater structure and focus. Principals will have designated responsibilities to support the
professional learning of colleagues such as mentoring new principals and Emerging Teacher
Leaders, and facilitating instructional rounds. These roles will be developed during Year 1 of the

grant and rolled out in Years 2-5.
13




Among Assistant Principals, NHPS will pursue career differentiation for those assistant
principals who are in long-term building management positions, and those who are on a
trajectory for a principal position. Career planning and differentiated development opportunilies
will begin this effort. In Year 2, Assistant Principals who are on an effective management track,
i.e. those who will remain in that role, will have carcer differcntiation opportunities in mentoring
other Assistant Principals in duties such as operations management, student discipline and parent
outreach. Those who are on the leadership track to become instructional lcaders will have carecr
diffcrentiation opportunities focused on training, coaching, and organizational management.
More formal differentiation of roles will be discussed in the throughout Year 1 and in SAA
negotiation of 2013. Additional meentorship responsibilities could come with stipends (as with
teachers and princi-pals) of up to $5,000. Ultimately, by the end of the grant period, some
assistant principals will be in the management track, with differcntial accountability related to
their actual role, whereas others will be in an instructional Jeadership éareer track, with clear and
individual 360 degree accountability.

Comprehensive human capital management of the school leader workforce will also build
from the existing progress in New Haven, including the PEVAL system and the extensive
network of leadership development programs. The capacity and strength of the Talent Office,
working in partership with the Directors of Instruction, will cnable individual carecr planning
for New Haven’s administrators. Ia addition t¢ managing data from the PEVAL process, the
Talent Office will use an assessment to map the administrator’s current leadership skill set,
including 360 feedback, and identify a pathway for growth within the New Haven lcadership
framework. This information will be used to pian for both new hiring to and development of the

lecader workforce.
14
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Principal Differential Compensation: Currently in New Haven, the salary scale for

principals is tied to the size and level of the school. Under the PEP program, in addition to the -
mentor principalship compensation described above, the district will focus on incentives for
effective leaders to work in higher needs (Tier [T and III) schools. New [aven has demonstrated
its ability to replace principals (the four who left after receiving low ratings) with high potential
internal and external candidates. New principals were supported with a new principal cohort,
focusing on development of leadership compelencies as well as logistical support for their

transition. Through negotiation with the SAA in 2013, effective leaders (rated Strong (4) or

Exemplary (5)) could receive bonuses of up to $5,000 for working_i.n high-nceds schools. This
seems to be a particularly important tool for increasing the equitable distribution of effective
educators given Milanowski et al’s findings (July 20, 2007) “...a principal with a reputation for
being supportive increases the likelihood of job aceeplance by over 19 percent (16.8542.43). To
get this effect with a higher base salary would require an increase of over $25,000...7
Performance incentive and retention tools for leaders will mirror those for teachers, and
will be negotiated in 2013, to be implemented in the 2014-15 school year. This is designed to
include differentiated compensation for strong and effective leaders. The current plahs envision

differentiated compensation of up to $10,000 for exemplary principals, and $5,000 for strong.

| WEIGHT GIVEN TO EDUCATOR EFFECTIVENESS
Over the last few years, New Haven has built the core engine of an evaluation and

development system — bul used it primarily only for separation decisions (described in section
B), and to encourage individual professional feedback and development (described in sections B
and C). Under the new PEP program, New Haven’s educator effectiveness will become a more

pervasive influence through the human capital management system. Effectiveness ratings will
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continue to be the determinant in retention decisions, and will become the major component for
career altcrnatives, compensation, and pre-service sclection. Being rated effective will be
necessary for additional duties and compensation in high needs schools. Being rated effective
will be a screening device for educator career differentiation. Effective ratings wil! be necessary
for receiving the performance/retention incentives to be negotiated in 2013. Effective ratings will
be associated with recruitment bonuses for hard to staff positions to be negotiated in 2013.
Performance evatuations will continue to be a central data source in identifying individual

professional learning opportunities.

FEASIBILITY OF HUMAN CAPITAL MANAGEMENT SYSTEM
New Haven has alrcady implemented a high quality evaluation system, as described in

section B. This foundation makes the rest of the human capital system highly feasible,
particularly with the investment of TIF resources to support the transition to a fully embedded
‘human capital management system. The implementation of both the cvaluation development
system and the planned human capital management system has been staged 1o build confidence
in the evaluation and development system, and to lead to the most effective implementation of
subscquent components of the human capital management system.

In order for educator evaluation to shape human capital system broadly, the district must
not only have a rigorous, valid, and reliable individual educator evaluation system — the district
must have the ability to efficiently extract and use information from that evaluation, both to
inform individual human capital management systems and to inform overall system and policy
development. The district took a key step in future integrating human capital management
systems by purchasing the TalentEd online platform for performance evaluations in January

2012. The platform was adopted in order to strcamline paperwork and tracking between
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teachers and instructional managers. More powerfully, the new platform will enable teaders to
engage in deeper analyses of teacher competencics across schools and across the system, to
targeting professional development and otherwise cnsure that district priorities reflect the actual
details of teacher evaluations. The district is already tracking student learning at the classroom
level in ways that can inform the HCMS, and the TalentEd Perform platform can be mapped to
the student growth data in SchooiNet and other sources, as described in Section B on Educator
Evaluations.

The commitment of district union and administrative leaders, the proposed governance

structure of the Professional Educator Program, the resources provided by New Ilaven, the
proposed implementation timeline and the TIF grant all further reinforce the feasibility of the
PEP program moving forward. The leadership at the district and union level has cemonstrated
its commifment to negotiating reforms to improve human capital systems in New Haven. A
proposed governance structure for the grant, the “Taleat Council,” builds off of the Reform
Council used to negotiate prior human capital innovations. A significant majority of the
members of the Talent Council are union appeinted signilying both their engagement and voice
in the process for developing the Professional Educater Program (see Mandatory Attachment
(MA) 3). The implementation timeline for the proposal provides time and support for the Talent
Council to learn about and prepare for the 2013 negotiations which will finalize the Profcssional
Fducator Program. The Professional Educator Program will improve the overall effectiveness

and equitable distribution of teachers in New Haven.

ECOMMITMENT CF NEW HAVEN LEADERSHIP
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New Haven’s commitment to talent development and a viable human capital
management system is demonstrated by the progress made so far in developing the evaluation
and development system. School system, union, and city leaders are not only committed — they
have already delivered on the idea that Talent is a core feature of school change, and have
followed that commitment with the persistence to design and delivery a model evaluation and
development system. Many of the hard battles have been fought, several of the key components
in a culture shift to using evaluation data do make decisions are working and student
achicvement is improving. Educators are also supportive and committed: Administration,
principals, and union leaders engage regularly in discussions about next steps, and educators
continue to express satisfaction with the progress as illustrated in Figure 1 below.

Figure 1: Response to the question “Overall, | am satisfied with the teacher evaluation

process

77 2010
52011
2012

% Agree or Strongly
Agree

This chart shows satisfaction with the evaluation systems has increased over time. By 2012 the

majority of teachers and three out of four administrators are satisfied with the teacher evatuation

system.,
18
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EADEQUACY OF FINANCIAL AND NON-FINANCIAL INCENTIVES
New Haven’s PEP system will use both financial and non-financial incentives that will be

adequate to build the culture and systems of cokerent human capital management. First, the non-
financial incentives are significant: the intrinsic reward of recognition from colleagues as an
expert teacher, as well as the ability to extend the profession in the areas of particular
competence, will be significant for many educations. The Super-Sub program wili significantly
increase the ability of expert teachers to free time to contribute to professional growth,

meaningfully reducing the obstacles to participation.

In addition to.the non-financial inppni'i\mq’ the financial inceniives are alson significant. for

a range of different differentiated compensation alternatives under PEP:
1) Compensation for extra duties for selected educators that have been rated effective.

a) For effective Principals, all extra dutics will be on-top of existing dutics. ¥or effective
Teachers, there will be two tracks of duties. First, will be extra duties on top of existing
dutics. Teachers in these roles will be called Lxpert Teacher.

b) A second group of teachers, called Emerging Leaders, whose extra duties temporarily (up
to three years) take them out of the classroom as they provide teacher leadership.

2) Bonuses for teachers and principals who are rated effective on the TEVAL and PEVAL
systems.
3) Compensation for effective and above educators who work in high-needs scheols (identified
as Peer group C schools with the highest mobility, Special education, and ELL populations).
For both teachers and leaders, the estimated size of these bonuses and stipends are
appropriate for the purposes of significantly increasing the effectiveness of the educator

workforce through recruitment and retention and increasing the cquitable distribution of effective
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educators. Proctor et al (2011) suggests incentives of $2,400 were adequate to marginally
increase recruitment of highly qualified teachers within context of a reformed human capital
system. Clotfcltér, Glennie, Ladd, and Vigdor’s (2006} had similar conctusion that a relatively
small bonus ($1,800 per year) for math, science, and special education teachers teaching in high
poverty or struggling schools reduced turnover by 12%. Rescarch on stipends for only student
growth does not show an effect (Springer, 2010), however, the research is limited on systems
that both reward and support teachers in their professional Jearning. New Ilaven is prepared to

continue to be a trailblazer.

B. RIGOROUS VALID, AND RELIABLE EDUCATO‘{ E‘JALUAT?ON SYSTEMS

The heart of New Haven’s HCMS is an educator evaluation system that includes both
professional competencies and student growth and individualized professiohal learning plans.
These education evaluation systems were designed for both teachers and principals/assistant
principals in 2009-10 and fully implemented in the 2010-11 and 2011-12 school years, each step
in collaboration with the NHFT and the SAA. The system is designed to be fair, developmental,
and consequential, providing high quality feedback to all educators and allowing struggling
teachers to receive the intensive support to improve, and fair decisions about those who cannot
improve and must separate from the school system. Two years of actual data from system-wide
implementation demonstrate that the system is achieving these goals. Through this nationally
recognized teacher cvaluation and development system, as well as through its recruitment and
selection, New Haven aims to ensure that there is an effective teacher is in every classroom. The

key design features of the evaluation systemns are iliustrated in Figure 2.
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Figure 2: Design Features of the New Haven Educator Evaluation Systems

Design Feature Summary
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To enable adults to be managed as professionals, in October 2009, New Haven and the
New Haven Federation of T'eachers (NHFT) signed a landmark teachers’ contract. The contract
was an important step in laying the groundwork for School Change. It established a new teacher
evaluation and development system (TEVAL) created collaboratively by New Haven and the
NHFT. The agreement also gave the district new flexibility to make significant changes in
staffing and structure at low-performing schools. The design of the TEVAL system was finalized

in 2009-10 school year and deployed throughout the district in 2010-11.

'| HIGH-QUALITY RUBRICS

The evaluation system in place in New haven since the 2010-2011 school year for all

educators in New Haven assigns a single annual summative rating, from among a 5 part of scale

spanning from exemplary to necds improvement. For both teachers and for principals, the
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evaluation synthesizes student learning outcomes (described below under growth) and observed
professional competencies, using high quality rubrics for both. The overall structure is
illustrated for teachers inkrror! Reference source not found., and is exactly the same for leaders with
the replacement of Leadership Practice for Teacher Insiructional Practice, and the incorporation
of school level growth in addition to school learnming outcomes:

Figure 3: Components of the Teacher Evaluation System

Teacher Evaluation and Development Focuses in 3 Areas

Measured By Materials

Growth in studen
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_____ -
on the following scale:

The instructional practice continuum applied to teachers, like the other parts of the
evaluation, was designed in deep partnership with committees of teachers. The framework
includes three steps of instruction in planning, classroom practice, and reflection, and in each
part of the process, the teacher is evaluated and coached on the clements of purposefulness,

supportiveness, and meaningfulness of the instruction. Within classroom practice, for example,
22

@IS

New Haven Schooi Uhange

I



there are 4 indicators under purposeful instruction, 3 indicators under supportive instruction, and
3 indicators under meaningful instruction, and there are 19 indicators overall: the teacher
instructional practice framework is backed by a detailed continuum that defines each clement in
greater detail, as well as observational frequency expected for any given component (see optional
appendix for detail). An area of further implementation throughout the TIF supported Talent
Office is to use the tracking of these individual component ratings to support individualized
professional development, including in identification of expert teachers with strengths in the

same component areas.

Similarly, principals have 5 domains of professional competency undergirding their
evaluation and development, synthesized from high quality rubrics gathered by the PEVAL
committee of administrators and teachers, and cach with sub-elements. These are as follows:

(1) Vision: Set clear direction for the school community; identify and address
strategic opportunitics and challenges; plan for and manage change

(2) Instructional Practice: Prioritize instruction énd student learning; si-apport good
curriculum, assesémcnt, and pedagogy (including infusing technology across the
curriculum); use data to inform instructional decisions

(3) Culture: create standards of excellence; build and maintain a focus on student
learning; engage familics and other stakeholders, and maintain stakeholder
commitment

(4) People Leadership: lead teams and delegate responsibility; develop instructional

and leadership talent; and effectively manage staff (i.c. TEVAL process)
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(5) Operational/Organizational Leadership: build effective organizational structures;
build effective organizational systems; maximize available resources, including
finances and time

The PEVAL and TEVAL process ensures that teachers and leaders are rated and receive
coaching and feedback across each aspect of the leadership competencies. For both teachers and
leaders, these frameworks not only form the basis of observations, but also provide structure to

pre-service development and leader professional development.

| STUDENT GROWTH MEASURES
Beyond professional competencies, the other aspect of evaluation is the demonstrated

impact on student learning (for tcachers) and student Jearning and school impact (for principals).
Importantly, all elements of student learning included in evaluation and development emphasize
growth — that is, the advancement of learning relative to peers with a similar academic history.
This is important because it enables some control for environmental factors, so that like students
- are compared to each other, and because it better reflects the actual contributions of individual
teachers over the course of the year.
Student learning growth is measured by the actual student progress for students taught by
a given teacher, relative to goals established at the beginning of the year by a teacher and an
Instructional Manager (IM) (i.c. a Student Learning Objective, or SLO, methodology). At the
goal setting conference each teacher, along with the IM, selects at Jeast two student-learning
measures and develops rigorous goals for eacl: measure. During the mid-year conference student
learning measures and progress are reviewed end adjusted as appropriate. Growtn level ratings
are assigned at the end-of-year conference for each goal based on student learning progress.

Teachers are responsible for bringing as much data as is feasible and appropriate to their goals to
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the mid-year and end-of-year conference. This methodology is designed both to allow for
flexibility in different classes and situations, and alsc to increase the degree to which teachers
take responsibility for the learning goals — and results — accomplished by their students.
Student-learning measures include both tested knowledge (state tests, district
assessments) and demonstrated skills {¢.g. student work/portfolios) and will vary depending on

content area, grade, and teacher. Student performance on the Connecticut Mastery Test (CMT)

should be included as a student learning measure for 1cachers who teach CMT-assessed subjects

in grades 4-8. A framework of relevant assessments by grade level and content area is included

in the Goal Setting Worksheet.

The TM assigns a student-learning growth rating based on review of the available interim

data and information discussed at the mid- and end-of-year conferences. Ratings are assigned

bascd on district-wide guidelines, using multiple years of student growth compared to academic

peers and across measures, in a system designed to capture clear and consistent trends in student

learning, and not year-to-year or instrument-to-instrument variation:
» Ixemplary (5): Consistent (i.e. 2 out of 3 vears) lop growth for students
e Strong (4): A preponderance of evidence points to above average learning growth,
o Effective (3): A preponderance of evidence reflects average student learning growth,
and/or mixed results
s Developing (2): A preponderance of evidence points to below average student learning,

o Needs Improvement (1): Consistent (1.e. 2 out of 3 years) low growth for students
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The goal setting guidance chart in Error! Reference source not found. shows the assessmenis

used in the process and further illustrates how teachers of non-standardized tested subjects

measure student growth.

Bilingual} {K-3)
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General Ed {inchuding

teacher and M selocied (2]

)
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« Teacher and IM selected {1+)

CMT {Reading. Mah, \WWrithg)

District-wide assessment aligned o guiding principles
Pertfolio-based assessment of 212 Century Competentcies
Teacher and IM selected (as needed)
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| Art, PE, Music, Tech Ed)

K12}

« Teacher and IM selected {2+)
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For principals, the goal setting process is the same, with principals setting goals with the

Director of Instruction who manages and coaches them, and APs setting goals with the Principals

who manage them. However, for principals and APs, the goal selting options include, in

addition to improvement in student learning, as reflected in summative growth in academic

performance, the ability to add additional goals whick: speak to school growth and improvement.

Typically, these measures are drawn from New Haven’s annual school learning environment

survey, recently implemented for the 3 time and including upward feedback for administration

each time. In this second category, specific feedback goals can be set to reinforce the leadership
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competencies described above, including to measure improvement in the five domains of the
survey (academic expectations, collaboration, communication, engagement, and safety &
respect), and/or to measure change in specific guestions in the survey, several of which provide
specific feedback on the principal (i.c. teachers asked their degree of agreement with the
statement “I feel supported by my principal”). See a sample learning environment survey in the
appendix. Furthermore, principals may sclect other school performance goals beyond
standardized assessments and climate surveys, including student retention and success indicators

and student, teacher and administrator attendance rates

Future plans under the Professional Educator Program are to strengthen the Student
Growth component of the evaluation system during implementation of the Professional Educator
Program include improving training on Student Learning Objectives. Objectives of this training
include maintaining cqual rigor across teaders and improving IM feedback to teachers. The
TalentEd system will be used to track goals to ensure rigor across the district. As discussed tn the
prior section Teacher Leaders will be used to provide timely feedback and suppost. Emerging
Teacher Leaders are expected to help with the validation of observation and growth measures
when there is a contested score. In addition, moving forward with the support of the TIF grant,
the district plans to develop more explicit upward feedback on all IM’s, so that a condition of
evaluating and coaching teachers is to be included in an annual feedback surveys of the specific
tcachers managed by any IM, whether principal, AP, or tcacher IM, on the quality of the of
evaluation and coaching provided.

The innovative Colorado Growth Model is currently provided as data to support the goal
setting process for both teachers and schools. This statistical tool uses longitudinal student

assessment data fo calculate valid and reliable measures of student growth relative to similar
27
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students. Data produced from the Colorado Growth Model is used in tiering and its use in the
student learning goal setting process can be expanded as teachers and leaders become more
comfortable with the calculation. New Haven is the only district in Connecticut that uses this

innovative methodology, which is also used in Colorado and at least thirteen other states.

HIGH QUALITY PLAN FOR EDUCATOR OBSERVATIONS, INCLUDING TEACHER AND PRINCPAL
SPECIFIC ELEMENTS
The centerpiece of conducting the evaluation and development process are required

regular, substantive and collegial discussions between a teacher and that teacher’s Instructional
Manager (IM), or between a principal and the Director of Instruction. The IM may be the
Principal, Assistant Principal, or other administrative leadership. In an innovative development,
the IM may also be a teacher in an out-of-class-oom role, when the individual teacher agrees to
have their evaluation in the hands of that person. 1o maintain the professional learning
orientation in the TEVAL, cach educator has a single manager who is responsibility for his or
her evaluation and development — those managers have been mapped to be sure that all educators
have someone who is evaluating and coaching them. The manager, at his or her discretion, can
bring other administrators into the process to gather as complete and accurate a sct of
information as possible and to provide a full range of support — but the professional conferences
~ must a}ways be between the manager and the educator.

Each conference includes discussions of professional goals and steps for teachers to
accomplish those goals. School leaders belicve the system has supported development. The goal
of these evaluation and development conferences is to provide comprehensive and constructive
feedback to each teacher, including all the elements of teacher evaluation, and to set a defined

plan of development opportunities for the teacher. The conferences anchor of the rest of the
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cvaluation and development process, and the foundation of the professional relationship between
teacher and IM. The ratings fof the three evaluation components are synthesized into a final
summative rating at the end of each year based on the matrix of performance provided below.
New Haven has already implemented two vears of evaluation calling for multiple
educator observations. Currently, at least 2 observations are conducted for all teachers, with at
lcast one required to inform each conference — with additional observations and validation for
teachers who are on the trajectory to be rated needs improvement (1) and exemplary (5). Rather

than an exclusive emphasis on formal observations, Instructional Managers have the authority to

conduct more frequent, informal observations. Teachers may request a formal classroom
observation for the classroom portion, if they prefer, though that would not preclude IMs from
making additional instructional rounds. Observations arc not limited to classroom observations,
but include diagnostic and planning sesstons, and other professtonal interactions that contribute
to learning and the school community.

If, through the goal setting process and carly ohscrvations, an IM belicves a teacher has
the potential to be rated either needs improvement (1) or exemplary (3) at the end of the year,
then they must notify the leacher and the central office. This kicks off an innovaiive validation
process, whereby mutually agreed third party validators accompany the IM for three subsequent
formal observations, including one announced and two unannounced. The ratings of the IM and
validator arc compared at the end qi’ the year, to assess the fairness and calibration of the IMs
ratings. Where there is a discrepancy, that discrepancy is accounted for 1n the final evaluation
rating assigned by the district and the positive and negative consequential decisions which follow

from the rating.
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Principal observations are conducted primarily by the Director of Instruction, though at
least two school visits a year. Curriculum Supervisors, consultants, and others who interact with
the principal may provide input through the Director of Instruction. The Learning Environment
surveys described above can also provide input on the leadership competencics, as can a wide
rangc of other qualitative information. Over the last several years, Cambridge Associates have
worked with the Curriculum Supervisors and the Directors of [nstruction to strengthen and
calibrate school observations and feedback mechanisms.

Future improvement of the system under the Professional Educator Program will include
improving inter-rater reliability and improving the process for validating ratings, including
training and using Teacher Leaders and Emerging Teacher Leaders as validators. This will build
capacity within the district to identify and measure excellence in teaching and leading. It will
also expand the number of possible validations, enabling validations to extend te strong and
developing ratings as needed. Future improvements to the leadership cvaluation system are
focused on differentiation of rubrics for the different roles consistent with the differentiated
carccr opportunities described earlicr. Also, New Haven will increase the role of Directors of
Instruction in Assistant Principal Evaluations, in order to ensure the rigor of those evaluations —
the distribution is similar to the distribution for principals.

Educator’s final ratings arc a combination of the three evaluation clements: Instructional
or 1.eadership Practice, Professional Vahies and Student Learning Growth. First, the IM arrives
at a rating that combines the Instructional Practice and Professional Values ratings based on
obscrvations of practice. The Instructional I.’ractices rating accounts for 80% of this
observational rating. As discussed above, the [M also assigns a Student Learming Growth rating

is arrived at through a process of conferences and goal setting. The final rating is assigned using
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the matrix in Figure 5 (this matrix is also used to arrive at final PEVAL ratings). The matrix
shows the intersection of these observation and growth components and how they translate to a
final rating. For example, a teacher with a Student Learning Growth rating of 5 (Hxemplary) and
a combined Instructional Practice/Professional Values rating of 3 (Effective) will receive a final
rating of 5 (Exemplary). In practice, the weight of the student learning growth varies by the
clarity and consistency of the student growth that a teacher or teader has produced, in some cases
accounting for more than 50%, and it is significant in all instances.

Figure 5: Matrix for Determination of Final TEVAL and PEVAL Ratings

The TEVAL and PEVAL systems are able to differentiate between teachers and identity
effective teachers and are tied to development, consequences, and continuous improvement.
Figure 6 below iliustrates the distribution of scores on the PEVAL in its first year of
implementation. The student growth component of the TEVAL system uses multiple years of
data for stﬁdcnts, this method was shown by Rockof and Speroni (20.09) to be a more rcliable
predictor of student growth. It shows that the system differentiatcd among teachers with 2%
scoring at the lowest level and 11% of principals scoring at the highest level. A similar

distribution was produced by the TEVAL system.
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Figure 6: Distribution of TEVAL and PEVAL scores in 2010
2010-11 Ratings
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The New Haven TEVAL and PEVAL systems are already rigorous enough to produce
censequences. High performing teachers are recognized: after the 2010-11 school year there
were 36 teachers validated as exemplary using the new teacher evaluation system. Teachers
identified as Needing Improvement and Developing receive intensive support. This support was
cffective at raising the performance of 39% of the teachers identified as Needing Improvement in
2010. Additionaity, low performing educators have been identified and separated. Teachers
who remain at the Needs Improvement (1) level for an entire vear can be separated at the end of
that year. Teachers who are at the Developing (2} level for two years can be separated at the end
of the second vear. The focus of the TEVAL system on talent development, rather than
punishment, is a core reason why these consequences can be applied on either side of the tenurc
line. After the 2010-11 school year, 34 teachers (including 16 tenured teachers) did not return.

Four principals did not return between the 2009-10 and 2010-11 school year (8% of the total
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principal workforce). I'inal consequential decisions are currently in process for the 2011-12
school year, but a comparable number of consequential decisions are expected; 17 needs
improvement teachers have already resigned under performance pressure through the course of
the year, at least one developing principal has separated from the district, and final evaluation

decisions are still pending.

EXPERIENCE MEASURING STUDENT GROWTH AND IMPLEMENATING EVALUATION
As described, the district 1s just completing the second vear of implementation of the

cvaluation system described in this section. As such, the district already has the capacity to

inform the student learning goal setting described above. In addition, the district has
implemented the Colorado growth modcl through the Center for Innovative Assessment to
‘provide growth mcasures both at the school and at the teacher level. Finally the Talent Office
will consolidate the administrative functions needéd o implement this grant, minimizing internal
administrative conflicts and maximizing the coordinztion of human capital development cfforts
in the distriet

C. PROFESSIONAL DEVELOPMENT SYSTEMS TO SUPPORT THE NEEDS OF TEACHERS AND
PRIMCIPALS IDENTIFIED THROUGH T-E EVALUATION PROCESS.

A primary focus of TIF grant activities in the Professional Educator Program will be to
refine and expand New Haven'’s current professional development systems to better meet the
needs of Teachers and Principals. This expansion will focus on three strategies: empowerment
through use of data, collaboration to improve practice, and the responsibility of educators to
improve their own practice.

New Haven uses the term Professional Learning, to imply the range of experiences that

can drive improve practice for an educator, ranging {rom formal training to informal interaction
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with peers in the teacher’s lounge. For purposes of the TIF application we will use the term
professional development, but reviewers should recognize that our goal in New laven is for that
term to indicate a wide breadth of profcssional experiences that requires an educator’s active role

in learning, rather than passive position of being developed.

CURRENT PROFESSIONAL DEVELOPMENT SYSTEMS
The TEVAL and PEVAL competences frameworks evaluation systems are the

centerpiece of New Haven’s current and futurc professional development systems. Through the
evaluation process, teachers and leaders must create individual development plans that drive
their professional development throughout the year. The PEVAL and TEVAL documents inclode
cxplicit focus, and therefore explicit discussior: with the manager, on both areas for development
and opportunities and resources to support that development. Resources for development can
include the manager themselves, through classroor observation and other coaching, but it can
also include other school resources (such as coaches, other teachers, and grade teams) and other
out-of-school resources (such as district-delivered PD and local training programs). All of New
Haven’s elementary-middle schools have at least one literacy coach, to provide support n
literacy instruction. Many schools also have mathematics coaches, to provide support in
mathematics instruction.

Formal professional time is a part of th: NHFT contract, allowing for three formal after-
school sessions a month. As a district, the New Haven provides six formal professional
development sessions a year for teachers within their content areas. Starting in 2010-2011, the
district has begun to systematically survey teachers fer their fecdback on training in each subject
area, and to utilize that data to strengthen the professional development. In addition, starting in

2009-10, the district organized six of the remaining professional development times as school-
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based Data Days, a practice borrowed from Achievement First to accomplish embedded
professional development and collaboration in the assessment of data, the diagnosis of student
need, and action plananing for the next instructional cycle.

Whenever possible, New Haven attempts to usc a cohort model of professional learning.
For example, a new principal cohort was formed from the four new principals hired to replace
those who left after receiving low ratings. T'eachers are regularly trained in new curriculum,
including common core, in cohotts.

In the area of leadership development the district has implemented a scaftold for

leadership program, stretching from teachers who have energy and attention to spend outside the
classroom to high potential assistant principals preparing to be school leaders. To support this
leadership development trajectory, the district has developed partnerships with innovative and
high-quality outside professional development providers. A key component of the leadership
development in the district is the practice of Instructional Rounds. Instructional Rounds use
inter-visitation between schools to collaboratively build instructional leadership skiils (City,
Elmore, Fairman & Teitel, 2009). This leadcrship development activity has been lead through
New Haven’s partnership with the Connecticut Center for School Change.

In the arca of teacher development, the district has a long standing a menrorship program
that is aligned with the TEVAL rubric. The mentoring program is based upon the state’s TEAM
(formerly BEST) program but uses locally developed tools to better support new teachers in the
New Haven environment. Teachers work with experienced mentor teachers, and goals
established through BEST are aligned to the TEVAL framework. In the future thesc Teacher
Leaders identified through their high ratings and strength within the TEVAL {ramework will

provide this support.
35

@ i sl

e =
New Haven School Chiange
PERC Py AT N RN



Teachers who are on track to receive Needs Improvement rating (1) receive focused
support. The district has.a track record of helping these teachers improve: in November 2010, 75
teachers were identificd as potentially receiving a Needs Improvement rating. These teachers
received a formal plan for improvement and 39% of them {inished the year with higher

evaluations, including 12 who were rated as Effective (3) or Strong (4) teachers.

TEVAL and PEV AL have the potential to generate significant data, including feedback
from teachers on both school P and district P, tracking of staff progress in different
competencies through the TalentEd platform, and tracking of educator retention and promotion
data. With the capacity of the Talent Office created by the Professional Educator Program, these
data will be used more sysiematically to evaluate professional development for iis effectiveness.
Data from the Talentlid program will be examined to understand if current efforts are meeting
the development needs of the district in a cost effective way.

The professional development system will focus on using effective teachers identified as
either Expert Teachers to collaborate with colleagucs to provide professional lcarning
opportunities, as described above in the HCMS section. Part of the Expert Teacher’s incremcntal
responsibility will be to embed support and coaching for other teachers, particularly teachers
rated less than effective (needs improvement and developing). To enable this work to be
embedded, the Professional Educator program will invest in creating a core substitutes,
tentatively named “Super Subs.” These full-time substitutes will be managed by the Talent
Office to frec teacher leaders and teachers needing support for joint professional learning

opportunities, with clear advance scheduling and lesson planming to maximize the Jearning in the
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Expert Teacher’s class while they are out, and maximize the impact of the Expert Teacher in
working with other teachers for that period.

A second component of the future professional development system is expansion of
Instructional Rounds. Working in partnership with the Connecticut Center for School Change,
New Haven will expand its capacity to conduct thesc activities by training members of the Talent
Office {o facilitate these activities. Instructional Rounds are structured inter-visitations between
schools for school leaders. They sharpen practice and collaboratively prompt reflection while

develop instructional managers through practice at critically and constructively viewing

instructional activities (City, et. al,, 2009). Central to the development of instructional and
_school leaders will be training and coaching as part of New Haven'’s on-going relationship with
the New York City Leadership Academy (NYCLA). Some Emerging Teacher Leaders and all

new principals will participate in training and coaching from NYCLA.

‘ USING DISAGGREGATED DATA TO IDENTIFY NEEDS
New Haven has the capacity to use disaggregated data to identify and respond to

problems. New Haven has been implementing Data Days for several years and New Haven has
been featured in state Data Team training videos. With the advent of the TEVAL and PEVAL
systems, employing data on student growth ir: the classroom in combination with observational
data educators have become accustomed to using disaggregaled data to inform their individual
professional growth.

In January 2012, these new evaluation systens migraied to an clectronic platform called
TalentEd. This electronic system provides teachers and leaders with expanded data (e.g. student
achievement, student growth, and teacher observations) to plan instructional needs and educator

strengths and weakness. Within the Professional Educator Program, Talentlid will manage and

37




consolidate information on individual skill needs. It is intended to help leaders identify specific
areas of need to make decisions about continued performance and professional development,

“discussed in the next section. The planned professional development under the TIF grant will
strengthen the ability of New Haven to build upon disaggregated data produced by TalentEd.
This will streamline efforts 1o develop individualized professional development plans and by
providing teachers with longitudinal data on their practice.

The Talent Office will employ Talent Associates with significant analytic capacity to
support directors of instruction, principals, and schools in disaggregating data to identity
professional learning needs and plan professional development activities. Data from Talentkd
will ecmpower leaders with evaluation data dashboards that will help leaders plan and manage
Professiona! Development within their schools and across the district. They will be better able to
identify common needs within schools and match those teachers with Teacher Leaders or other
training opportunities to meet those needs. This data will be used by the Talent Office to identify
capacity needs within the district and to prepare Teacher L.eaders and Emerging Teacher Lcaders

to meet those needs.

PROVIIEIJING PROFESSIONAL DEVELOPMENT iN AN INDIVIDUALIZED TIMELY WAY THROUGH
JOB-EMBEDDED OPPORTUNITIES
Job-embedded professional development (JEPD) is described as “Evaluating and solving

problems of praciice in order to improve a teacher’s practice, which 1s at the heart of JEPD, is
usually best accomplished through sustained collaboration in identifying and supporting the
implementation of evidence-based instructional practices™ (Coft, Coggshall, Dolan, and Powers,
2010). Examples of job-embedded professional development can include mentoring, coaching,

lesson study, and class visitations (Coft, et.al, 2010). New Haven already has in-place many
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JEPD structures including coaches in all clementary and middle schools and strong mentoring
programs for new teachers and principals. Many or all of these programs are expected to remain
in place during the implementation of the Professional Educator Program. Equally important, a
core value behind the Professional Educator Frogram, collaboration, is a hallmark of JEPD.

As noted earlier, for the past two years New Haven has implemented a system of
providing individualized professional development through the Individual Deveiopment Plans
created yearly during the evaluation processes. These individualized plans will continue.

However, under the Professional Educator Program, educators will have access to more

resources to meet their individualized needs. The development of Teacher Leaders. Emerging
Leaders and Principal Mentors are a central activity of the Professional Educator Program and
are ail aimed developing the capacity within the district for educators to collaborative work to
improve practice. Educators in these new roles will receive training on adult learning and
collaboration, and be expected to use those skills to support their collcagues. Building both the
culture and the systems for a shared responsibility to collaborate to inoprove practice 1s a key
cultural change to occur through the investment in the Professional Educator Program.

A two-pronged strategy will be employed to mect teacher provide professional
development in a timely and job-embedded manner. The first prong is within schools, where all
teachers will be expected to work with their colleagues to help identify instructional needs and
resources to meet those needs. Teacher Leaders, coaches and other IMs will be expected to
broker these necds with resources to help teachers improve their practice.

The second prong will be the Talent Office. The Talent Office will usc data from
Talentkd to quickly identify teacher needs and to match teachers with Teacher Leaders and other

resources to meet those needs. The Talent Office will be able to analyze TEVAL and PEVAL
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data to organize, manage and coordinate job-embedded professional development activities in a
{imely manner. A core valuc the Talent Office will manage the supports provided by ctfective
teachers who are identified for additional job-embedded professional develop through the
Teacher Leaders and Emerging Teacher Leader roles. These activities will include coaching,
mentoring, visitation, and observation of model lessons.

The work and roles of the existing literacy and math coaches in the district will be
revisited to ensure implementation of job-embedded professional development best practices.
These effective teachers will be a source professional support within the school buildings
providing timely profcssiohal development. The “Super Subs™ will be managed to free teachers

from classroom duties to allow for timely professional development within their own buildings.

PROVIDING PROFESSIONAL DEVELOPMENT THAT IS LIKELY TO IMPROVE INSTRUCTIONAL
AND LEADERSHIP PRACTICES
Currently, there is district level focused professional development for needs improvement

teachers on classroom management, as that is the issue struggling teachers have. During the
2011-12 school year, there was a strong correlation between those who attended training and
those who improved. Furthermore, there are a variety of school-based tools, as determined by
teacher and IM to be useful: frequent obscrvations and feedback from principais and coaches,
model lessons performed by coaches, release time to observe other leachers, and weekly
coaching on lesson plans.

The Talent Office will continue to calibrate the needs of New Haven’s teachcrs and
leaders with professional learning opportunities (aka. professional development). The heart of
the professional learning system described above is embedded coaching, both through managers

and through teacher and principal experts created through the PEP program. According to the
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research of Joyce and Showers (1987), only 25% of learners will transfer a new skill into
practice as a result of theory, demonstration, practice, and corrective feedback during traming —
but 90% will make the transfer when job-embedded coaching is included.

There is a wide raﬁgc of innovative interventions that improve student outcomes that will
be pursued by the Talent office. For example, tn the Arf and Science of Teaching, the authors
argue that there are three components are necessary for effective classroom pedagogy: (1)
sustained use of research-based effective instructional strategies; (2) ongoing use of effective

management strategies to promote a true community of learning within the classroom; and (3)

use ol effective classroom curriculum design strategles (Marzano, Frontier & Livingston. 2011).
Hattie (2007) conducted a meta-analysis of over 50,000 studies to understand the effect sizes in a
variety of education reforms. With regard to improved instruction, he found that the following

strategies affected student outcomes the most:

o tudentexpectations 209 | 305 144

8 Providing formative evaluation 8.1, 18 90
5 | Accelemton a1 | 24 .88
5] : Classroom behavioral_ - 160 ) 942 _ .80
8 Teackerclarity . ma | ma 18
9 Reciprocal teaching 38 53 14

oo Peedback 1287 . 2080 . 73

There are several opportunities that will be explored and provided by the Talent Office.

INVOLVEMENT OF EDUCATORS
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The Talent agenda in New Haven is a product of deep collaboration between the district,
the unions, and individual tcachers. The process launched in October 2009, when New Haven
NHFT agreed in the contract to provide recommendations to the Board on the creation of a new
tcacher evaluation process that included student growth as a significant factor, and which would
be both developmental and consequential. The contract also included provisions on turnaround
designed to attract teachers to the most difficult schools (work rule flexibility, new team-
building, and additional compensation) and the potential for differentiated teacher roles, selected
only on the basis of educator evaluation, inclucing for additional teaching leadership
responsibilities or difficult assignments. The contract was approved by an overwhelming margin,
842 to 39. The SAA contract, which followed, incorporated by reference the elements of the
NIIFT contract, acknowledging and accepting the impact of reform for school administrators.

After the contract ratification, teachers and administrators met In working groups
throughout 2009-10, and several committees continucusly to today, to crafl, monitor and refine
the key clements of the committee. The overarching steering committee has been the Reform
Committee of 3 teachers, 3 administrators, and 2 parents, with a non-voting chatr, that was
established by the NHFT contract and which is charged with providing input on overall reform,
with primary responsibility for recommending student performance metrics for use in
performance management systems. PEVAL and TEV AL committees, both of which included
teachers and principals, were established for the 2009-10 school years to design the details of the
evaluation process described in section B. The reform committee has assumed responsibility for
ongoing monitoring of PEVAL and TEVAL. In addition, a climate survey committee of parents,
teachers, and administrators designed the learning environment survey, and has continued to

meet 10 refine the swrvey and monitory the process.
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The Professional Educator Program is an outgrowth of ongoing discussions between
educators and the administration, particularly though the Reform Commitiee. Issues of
differentiated career opportunitics for educators, retention of high potentiaj educators, and
building a cohort of respected and acknowledged expert teachers have all emerged from Reform

Committee meetings.

EVIDENCE THAT EDUCATORS SUPPORT THE PROFESSIONAL EDUCATOR PROGRAM
The support of New Haven Educators is reflected in the bargaining agreements already

signed, the work alrcady underway, the support and invelvement letters provided for this grant,

and the commitment to continue to engage in the guestions of biuman capital management

through a formal Talent council. As described above, the 2009 NHFT contract alrcady includes
kcy elements of the PEP program, including the educator evaluation system, Teacher Expert’s
ar.awn from the ranks of strong and exemplary teachers, and compensation to be paid to teachers
in the hardest to serve schools. The letter of support from the NHFT, attached as a mandatory
attachment, reflects a willingness to rethink professional careers more broadly: as NHFT
president Dave Cicarclla writes in that letter, “We believe it is appropriate to impiement
differentiated career and compensation opportunities that are fair and celebrate the professional
educators who dedicate their life to the teaching craft and to student learning.”

The SAA support has been fully supportive for the implementation of School Change so
far, including for cducator evaluation and school turparound. This is reflected in their work in
designing, implementing, and in many cases leading the work of New Haven School Change
thus far — again, which has been fully implemented over the last two years. Their support for the
forward going PCBS is more limited, but they arc engaged. As the letter from the SAA

executive board indicates, they welcome the opportunily to participate in the Talent Council, and
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they explicitly acknowledge the district vision to support development, innovation. and
adaptation.

Both the NHET and the SAA have agreed to participate in the Talent Council, with the
explicit goal of shaping and implementing a comprehensive human capital management system
in New Haven. The Talent Council will serve as the governing board for the New Haven
Professional Educators Grant, and is a natural extension of the district’s successfu experience
with a citywide Reform Committee, and with Teacher and Administrator committees that created
TEVAL, PEVAL and the NHPS climate survey. The Talent Council will include 3 Teachers
selected by the NHFT and 3 School Administrators selected by the SAA, with the Assistant
Superintendent acting as the Superintendent’s non-voting designee and chair of the committee.
Ad hoc members may be involved, and sub-committees on specific topics will be created as
needed, with the approval of all groups. The Talent Council will make all decisions about grant
policy, inctuding financial disbursements.

The next contract negotiation will be summer of 2013, and will be informed by the work
of the Talent Council. At the bargaining table, New Haven’s teachers and adiministrators will
address and devciop explicit priorities for the Human Capital Management System
improvements described throughout this proposal, many of which will be implemented in 2014.

Please see Mandatory Attachment (MA) 3 for letters of support from NHET and SAA.

PROJECT MANAGEMENT

The center of the expanded professional learning program will be the establishment and
development of a Talent Officc within the District’s central office. The Talent Office will merge
and tightly couple current central office practices from human resources, recruiting, labor

relations, professional development, leadership development, cvaluation, and instruction
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(LElmore, 2000), which are currently dispersed through within at least three disparate parts of the
NHPS central office. The Talent Office’s guiding principles will be twofold: (1) to serve as New
Haven’s “lead learners” (in schools this factor’s impact on student outcomes was twice that of
any other) (Robinson et al., 2009) and (2) to sustain learning gains year aftcr year, schools must
have effcctive leaders and teachers (Kane & Staiger, 2008). The Talent Office will be charged
with guiding and implementing the continuous improvement of the TEVAL and PEVAL,
including both professional competency and student/school impact. Its statf members will the

use these tools to impact the effectiveness of educaters throughout their career continuum (pre-

service, sclection and placement, in-service, exiting and retention).

The Talent Office Director will report to Project Director and Assistant Superintendent
Garth Harries. The office will synthesize the various dimensions of the professional educators
program, ncluding evaluation and development functions, professional learning functions, and
carcer development functions including recru’ting. Specifically, the work of Gemma Joseph
Lumpkin, the current director of Leadership Development; Michelle Sherban-Kline, the current
leader of the TEVAL implementation (and insuring fidelity to the NHFT contract); and Donna
Aicllo, the current supervisor in the Office of Staff and Organizational Development will be
synthesized in through the Talent Office tcam. In addition, current and future staff responsible
for recruiting will be located within the taleﬁl office.

With this core in place, the Talent Office will add district capacity for management and
use of the TEVAL and PEVAL systems to inform teacher and Jeadership development. Ileven
new professional positions will be added through Talent Office: three Talent Associates, a Data

Analyst, six Super-Subs, and an administrative assistant position. With the corc cxisting team in
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place, described above, and the grant awarded, the will work to develop thoughtful job
descriptions for the additional members of the team: the Talent Office Director, Talent
Associates, the Super Subs, the administrator and the additional Junior recruiter.

Several roles are of particular note. First, the Talent Associates. Currently, principals are
supervised by one of the three district Directors of Instruction that will work with the Talent
Office. Each Director of Instruction oversees and network of approximately 15 schools. The
‘Talent office will add three Talent Associates that will work with the Directors of Instruction to:

1. Support the further use of TEVAL data to inform professional development
2. Work to improve identification and hiring of effective cducators
3. Manage the expanded duties and teacher ]eadefship activities in schools.

Tach Talent Associate will have designated arcas of expertise such as projecting and
responding to hiring nceds, scheduling and managing teacher collaborative time, working with
teacher preparers to identify talent and solidify connections with the TEVAL framework, and/or
central office professicnal development (e.g. common core, curriculum, mandatory bullying
training, ctc.). The administrative assistant will support these activities.

Second, the Talent Office will also include an additional data analyst. This posttion will
be charged with managing the newly implemented TalentEd system and extracting data from the
‘Talentkd system for use in organizing professional learning opportunities. The Data Analyst will
coordinate with the information technology office and support Instructional Directors and the
Principals as they work together to access data. Talent Office staff will identify & structure
through which it will reflect upon these data, identify options for improvement, test the options,

and implement mid-course corrections to the Human Capital Management System.
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Third, the Super-Subs will be full-time substitutes that are used to frec teacher leaders
and teachers for professional development activities. This is {further discussed in the Professional

Development in Section C above.

 SUFFICIENT HUMAN RESOURCES
By the second year of the grant, the Talent Office Team will be comprised of existing (10

FTE) and new (11 FTE) position, as described in the previous section. This, coupled with the
cadre of expert teachers and mentor principals whose work will be coordinated across the
system, is sufficient to build an effective culture and systems of human capital management.

Furthermore, New Haven will seek the shori-term-assistance of consullants to-assist-with-the

development and growth ol its current systems as shown in Figure 7:

Figure 7: Contractors Used to Support Implementation of the Professicnal Educator Program

EVALUATION: New Haven will contract with current evaluators from UCONN to strengthen reat time,
formative evaluation design, to pravide the Talent Office meaningful and neutrat 3rc party feedback

STRATEGIC BUDGET REPRIORITIZATION: New Haven will contract with a consultant with financial

management expertise to assist with identifying savings throughout the district budget in order to build
fiscal sustainability for the program.

PCBS CONSTRUCTION: Whether with the above consultant or with an alternate provide, New Haven will
contract for consultants to support PBCS development, which could include, but not be limited to cost

modei development and facilitated discussions about the potential stipend levels and/or salary schedule
reform.

PEER ENABLED LEARNING: NHPS will contract with a consultant or consultants to build the capacity of
Expert Teachers to influence aduit development, and tc build protocols and capacity for peer-enabied
inter-vistation between classrcoms and schools
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TEVAL AND PEVAL CALIBERATION: Calibration efforts will continue and expand as needed to strengthen
inter-rater reliability and improve feedback skills, likely with ReVision Learning Partnership, LLC and
Cambridge Associates respectively

TALENT TECHNOLOGY: New Haven will seek to strengthen the technology enabling evaluation and
coaching, including the creation of apps for its evaluation systems.

DEEPENING OF EVALUATION SYSTEMS: Additional materials for implementation of TEVAL and PEVAL
including, but not limited to individual 360 feedback survey costs (i.e., Val-Ed types of systems).

PROJECT OBIECTIVES AND PERFORMANCE MEASURES
Project objectives and performance measures mirror the strategic categories of intervention

within TIF:

Pre-Scrvice:

Improved alignment of 1. Alignmcflt within programs

preparation with New Haven 2. Number of graduates from program

teaching framework 3. Number of graduates with experience in NI1
Improved identification and 4. Number of graduates from above hire
training of leaders to mect 5. Systems {o identify effective trainee

New Iaven’s needs 6. Effectiveness of now hires

Selection and Placement

Entering the market early 7. Early and accurate projection of needs
8. Timing of vacancy announcements

9. Timing of hires
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Identifying talent

10.

Number of new hires trained in NI

11. Number of new hires with experience
Placing talent in needed 12. New Hires with experience in high need schools
schools 13. Early hircs in high needs schools
Transfers of effective teachers | 14. Transfers between schools
towards need 15. Transfers lcéding to increased pay
16. Transfers info and from high needs schools
In-Service T -
Improved training to meet 17. Satisfaction with fraining
mdividual needs 18. Consistency of growth in schools
Carcer differentiation Icading | 19. Satisfaction with c;arccr
to improved satisfaction 20. Improved retention
| Tdentification of leaders 21. Number of leaders identified
22. Satisfaction of leaders with training
23. New leaders placed in slots
24. Effectiveness of leaders

Exiting

Removal of in-cffective

teachers

25, Number of teachers identified as ineffective

26. Number of teacher who improved after initial identification
27. Number removed

28. Relationship of removal to school performance
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Retontion of cffective teachers | 29. Number of highly effective teachers retained

30. Distribution of effective teachers

“EFFECTIVE PROJECT EVALUATION PLAN
The Evaluation Plan for the Professional Educator Program is intended to support

program implementation, monitoring and understand ing of the ultimate program impact and
factors associated with that impact has three components:
s Internal performance metrics and program monitoring to ensure near-term goals of the
project are accomplished and to inform midcourse correction
« External monitoring and support of the TEVAL and PEVAL cvaluation systems. These
systems arc the keystone to the rest of the Professional Educator Program.
o FExternal evaluation of New I1aven’s School Change. This evaluation will conncet the
strategies for change with student achievement outcome goals.

The internal evaluation will be led by the Talent Office, which will create a management
system to monitor whether the activitics within the grant have been accomplished resulting in an
improved comprehensive human capital management system that improves educator
effectiveness throughout their career continuum. New Haven will monitor al} formative metrics
possible from the project objectives above, including alternate variables which may indicate
change.

An independent team of experts will examine the implementation of the proposed
program. The evaluation will examine changes within each dimension of NHPS’s human capital
management system (pre-scrvice, hiring, professional development, evaluation, retention, and

compensation} as a result of the proposed program and educators’ views of these changes. The
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process cvaluation will serve three purposes. First, 1t will monitor whether changes arc
implemented with fidelity to the proposal. Second, it will provide regular feedback to NHPS
about how personnel at the center ol the reforms—teachers and school leaders—view these
changes. Third, 1t will provide formative information for improvement of the program. The
evaluation team will meet a minimum of three times each vear with district leaders to provide
evaluative feedback (see Optional Attachment OA 9}.

RAND has been already been contracted 1o design an evaluation plan and reporting

system for the New Haven School Change reform to help gauge how well the reform effort is

meeting its goals and has agreed to include the Professional Educator Program in that evaluation.
This evaluation will focus on the overall reform effort and its outcomes, but atso includes focus
on cach of the School Changes Eftorts three main pillars, of which the Talent Agenda is one. The
RAND evaluation team has experience connecting reform efforts to student learning outcomes
{seec Opticnal Attachment (OA) 10).

The Talent Office team will track the Government Performance and Results Act (GPRA)

measures as listed in the TIF application.

A REALISTIC AND ACHIEVABLE TIMELINE
The proposed Professional Educator Program has components that will be implemented

immediately upon implementation of the grant (i.e. Year 1 or 20012-13), components that will be
implemented in gradually and not completely until Year 2 based on time needed to implement
effectively, and components that will be negotiated with the appropriate unions during the
normally scheduled negotiations in the summer of 2013. Compensation changes negotiated in the

summer 2013 will not be fully implemented until the 2014-15 school year (Year 3) as show in
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Figure 8. As with the implemcntation of the TEVAL and PEVAL systems, the year following

negotiations wili be spent developing, testing and piloting new systems.

Figure 8: Compensation components of the Professional Educator Program and

implementation Schedule

Tmmediate Phased

implementation implementation

over Year 1

Negotiated in the
summer of 2013,
implemented in 2014-

15 (Year 3)

1. Bonuses For Effective
Performunce

2a. Compensation ¥For lixtra
Duties (Principals and
Teacher Leaders)

b, ('_'."0mpéiis'atiun for
Emerging Teacher Leaders
3a. Boauses for Teachers
Working In High Needs
Schools
3a. Bonuses for Leaders
Workiog In High Needs

Schools
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The NIFT has already introduced an alternative compensation system in the current
contract language, targeted to additional responsibilities and particular assignments. Their letter
of support expresses an appetite to consider for wider professional and compensation
differentiation. A Talent Council with district, teacher and administrator representation wilt be
formed as part of this grant to provide governance to the development of the Professional
Educator Program, including decision-making about grant resources. See the section on
Educator Involvement for more detail.

The timeline for the project is year 1 1s in Figure 9:

Figure 9: Project Timeline

Year Task L.ead contact

12-13 Establish Talent Oflice Crarth Harries
Establish Talent Council; hold monthly meetings: Gaarth Harries

focus on shared values for negotiation

»  Budget analysis Garth [ larries
o Cantinued Calibration of TEVAL Michelle Sherman-Kline
» Continued Calibration of PEVAL Gemma Joseph Lumpkin
s Create apps for THVAL and PEVAL Gemime & Michelle
o Project management of PBCS creation Talent Office Director
""" TPilot Super Sub me%— hire 2 to be deploved into Thired by Takens Office
up to 12 schools for the .ﬁl.‘.ti‘,t Ve o the vear: focus on - Dircctor

scheduling of Professional Learning accordingly
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Hire remaining Super Subs in Spring Talent Office Direclor

3-14 school year Team

SUSTAINABILITY

As demonstrated throughout this proposal, New Haven has existing leadership
commitments to dramatically improve student performance and prepare New [aven public
school students to attend and succeed in college. Superintendent Mayo’s willingness to make the
changes needed over the past three years to realize this vision is remarkable. This commitment is
demonstrated through the significant time (human capital) and resources (financial capital})
needed to develop a vision for and implementing School Change. Furthermore the district has
secured philanthropic resources to support the reform efforts, and expects to continue to do so.

The district recognizes that a key component of sustainability is financial sustainability.
As part of the TIF grant, New laven will hirc outside support to analyzc current expenditures to
identify resources that can be reallocated in order to sustain Professional Educator Program,
assessing not only the existing salary scale, but also school structures, non-school spending, and
other sources of existing funds that can and should be re-directed to the priority ¢f @ human
capital management system, including differentiated compensation. New Haven will go through
its normal procurement processes to identily the appropriate consultant for these services,
drawing from preliminary conversations with ERS and the District Management Council. This
contractor will work with district in Year | to identify “low hanging fruit” that can easily be
reallocated to support the long term sustainability of the Professional Educator Program. In Year

2 the contractor will assist with implementation of these plans. The contractor will return in
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Year 4 to revisit and if appropriate assist with additional reallocation to sustain the program past
Year 5 of the grant.

To itlustrate the feasibility of long term fiscal sustainability, and to set targets for funding
to be reallocated through strategic budgeting cver the course of the grant, consider the following:
Total compensation for teachers in high needs schools in Year 3 (first year of full
implementation} is estimated to be $121,000,000. The estimated TIF funding for additional
compensation for addition responsibilities and extra dutics in Year 3 is approximately $431,000

which is 8% of total teacher compensation.

New Haven will work with the NHFT and SAA through the Talent Coﬁncil lo negotiate a
revised salary structure based on etfectiveness. The current teacher salary schedule is shown in
Error! Reference source not found. and it follows the traditional steps for increased experience and
lanes for increased education.

As reflected in the [etter of support from the NHFT, the starting peint for the negotiations
will be working to add 1o or replace the salary increases associated with increased education with
increases tied to cffectiveness ratings on the TEVAL. The Talent Council will examine the
technical issues implementing a new structure. They will examine the cost implications of the
new systern, impacts of the new system on current employees, voluntary methods of transferring
employees {rom one system to another. The goal for the system will to be to tie ali significant

increases to effectiveness.
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REQUIREMENT 1 — PERFORMANCE-BASED COMPENSATION FOR TEACHERS, PRINCIPALS, AND
- OTHER PERSONNEL
New Haven is proposing a Performance Based Compensation System (PBCS) that will fit

with Design Mode! 1. We emphasize, however, that based on exiting coniract language; we will

begin the TIF grant within Option 2, focused on career ladders. This system is called the

Professional Educator Program and it has three basic components (amounts given are estimates):

1. Bonuses for teachers and principals who are rated cffective on the TEVAL and PEVAL
systems. In the case of teachers, effective is defined as ratings of Effective (3) (up to a $1,000
bonus), Strong (4) (up to a $5,000 bonus), or Exemplary (5) (up to a $10,000 bonus). In the
case of principals, effective is defined as a rating of Strong (4), or Exemplary (5) (each rating
receives up to a $10,000 bonus). Educators will only' receive bonuscs for the year(s) they are
rated effective.

2. Compensation for extra duties for teachers and principals rated above effective (strong and
exernplary), and selected as Expert or Mentor Educators. These extra dutics are ntended to
utilize these effective educators to raise the effectiveness of other educators across the district
and provide carcer differentiation for effective educators.

a. For effective Principals, all extra duties will be on-top of existing dutics. For effective
Teachers, there will be two tracks of duties. First, will be extra duties on top of
existing duties. Teachers in these roles will be called Teacher Leaders. Principals and
Teachers performing these cxtra duties can be compensated up to $5,000. Not all
effective principals or teachers are expected to perform these cxtra duties. Educators
will be selected by the Tatent Office for these duties based upon services needed as

identified by the Talent Office, the skills and ability of educators to perform those
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services, and inferest in the educator in performing those services. It is anticipated
that 10% of eligible teachers and up to 50% of eligible principals will participate in
these extra duties in any one year.

b. Second will be teachers, called Emerging Teacher Leaders, whose extra dulies
temporarily take them out of the classroom as they provide teacher teadership. Pari
of the supporting tcacher feadership will be the development of a cohort of three to
six full-time substitutes (called Super-Subs) who will free teachers and Teacher

Leaders to participate in professional learning. Emerging Teacher Leaders will be

temporarily (up to three vears) moved out of the classroom to the Talent office to
serve provide teacher leadership throughout the school and will receive up to $5,000
stipends for additional duties beyond contractual duties. TII" grant funds will be used
to hire replacement teachers. The Talent Office will write job descriptions for the
Fmerging Teacher Leader positions. Job deseriptions will vary depending on nceds
for professional development as identified by the Talent Office. It is anticipated that
10 to 15 effective teachers will serve as Lmerging Teacher I.caders per vear.

3. Compensation for effective teachers and principals who working in high-needs schools
(tentatively identified as Peer Group C schools, or those schools with the highest percentages
of mobility, special education, and ELL learners). It is anticipated that eligible educators
participating working in Tier I schools will receive up to $5,000 bonuscs per year.

The proposed Professional Educator Program has components that will be implemented

-immediately upon implementation of the grant (i.e. Year 1 or 20012-13), components that will be

implemented in gradually and not completely until Year 2 based on time needed to implement

effectively, and components that will be negotiated with the appropriatc unions during the
57
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normally scheduled negotiations in the summer of 2013. Compensation changes negotiated in the
summer 2013 will not be fully implemented until the 2014-15 school ycar (Year 3). Figure 3
shows the relationship between compensation components of the Professional Educator Program

and timing of implementation.

REQUIREMENT 2 — INVOLVEMENT AND SUPPORT OF TEACHEﬁS AND PRINCIPALS
The New Haven Tederation of Teachers (NHFET) is the sole representative of teachers in

New Haven. The School Administrators Association {SAA) is the sole representative of
principals and assistant principals. The involvement of these organization representing teachers
and administrators in the design and on-going implementation of New Haven's Professional
Educator Program is indicated in threc ways. First, is their ecngagement in developing the core
components of School Change embodiced in the TEVAL, and PEVAL systems as well as the
tandmark NHFT contract, and the SAA contract which refercnced and accepted that NHFT
contract (see Optionai Attachment (OA) 1 and 2). Second is the engagement of the SAA and
NIIFT in the Talent Council which will be the governance committee for the grant. Talent
Council membership will be three Teachers appointed by the NHI'T, three administrators
appointed by the SAA, and one non-voting chair designated by the superintendent. Finally, see

Mandatory Attachment (MA) 3 for letters of support from the NHFT and SAA.

REQUIREMENT 3 — DOCUMENTATION OF HIGH-NEED SCHOOLS
Attachment 2 uscs the most recent data available 10 describe the 48 K-12 schools in New

Haven Public Schools (not including charter schools). These schools are the potential pool of
schools for participating in the New Haven Professtonal Fiducator Program. For the purpose of
TIF eligibility, high-needs schools are defined as having free and reduced lunch eligibility of

50% or more. Of the 47 potential schools, 46 have free and reduced proportions above 50%. The

58

i@ 1 =

Noew Haven School Change



one school that does not have frec and reduced lunch proportions above 50% is Worthington
Hooker School and New Haven will support the system there with local funds.

The proposed New Haven Professional Educator Program also includes bonuses for
cducators working in high-needs schools. For the purposc cligibility for the High Needs bonus,
these schools are defined by New Haven through its Tiering process, which, in addition to
classifying school performance, also identifics the peer group of each school based on the
mobility rate of students, the percentage of special education students, and the percentage of ELL

students. Schools in Peer Group C serve the mosi difficult population, and would be the target

for differentiated compensation.

REQUIREMENT & — USE OF TIF FUNDS TO SUPPORYT THE PBCS
‘The budget narrative details the usc of TIF funds for the New Ilaven Professional

Educator Program. All educators who receive TIF funds will be rated eftective or higher.

Funds will be used for the district wide improvements to systems and tools through the
Talent Office. Work will include coordinating and streamlining human capital systems,
improving the evaluation systems (TEVAL and PEVAL), building capacity for use of data in
providing professional development and other human capital decisions. Contractual support will
be provided to improve the PEVAL and TEV AL systems, identifying potential funds for the
sustainability of the program, technical support to PBCS reform development.

Funds will be used for performance based compensation and professional development.
The performance based compensation elements arc cutlines under requirement 1. Performance
based bonuses tied to evaluation ratings will be negotiated and impiemented 1 Year 3.

Teachers and leaders will be compensated for additional duties as Teacher Leaders,

Emerging Teacher Leaders, Principal mentors and additional duties in Tier ITf schools. Funds
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will be used to augment salaries for Teacher Leaders and principal mentors who take on extra
dutics. Funds will be used to augment salaries for Teaches extra duties working in Tier II1
schools and negotiated augmentation to principal salaries. Full salaries for replacement teachers
for Emerging Teacher Leaders will be paid. These additional duties include providing
professional development and mentoring to educators and improving LEA-wide systems and
tools. The total funding for additional responsibilities and leadership roles is less than 1/ 12" of
the total teacher salary cost of teachers in the 39 high needs schools described in Requirement 3.
TIF funds will be used for additional contractual professional development on
implementing the evaluation systems including inter-rater reliability, instructional rounds and

leadership development. TIF funds will be used for travel and supplies in implementation.

éREQUEREMENT 7 - LIMiTATION ON USING TIF FUNDS IN HIGH-NEED SCHOOLS SERVED BY
EXISTING TIF GRANTS
New Haven does not currently have a TIF grant. All of the additional compensation

described under Requirement 1 will be paid for using the TIF grant funds, with the exception of
additional compensation for educators working in Worthington IHooker Schooi. Bonuses paid to
effective cducators and compensation for extra duties for effective educators in Worthington
Hooker School will come from the New FHaven Public Schools general fund and not TII" grant

funds.
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Mandatory Attachments



Mandatory Attachment 1: Application Reference Chart



Application Reference Charts

Instructions: These charts are provided to help applicants ensure that their applications
address all of the priorities and requirements — as any application that does not do so is
ineligible for funding for the 2012 competitions. These charts will be used by Department
staff when screening applications.

Applicants should complete and include these charts as an attachment with their
application. Go to http://www2.ed.gov/pregrams/teacherincentive/applicant.him! to
download a Microsoft Word version of this template. Fill out the Word document and
submit it as a PDF attachment with your application.

Please indicate your eligibility classification
Instructions: Check the eligibility classification that applies to your application.

Applications from a single entity:
In the case of a single applicant that is an LEA, check this box.

_X___ LEA
Group Applications:

Group applications involve two or more eligible entities. In the case of a group application,
check the box that describes the eligibility classification of all of the applicants. Select only one
box.

2 or more LEAs

One or more SEAs and one or more LEAs

One or more nonprofit organizations and one or more LIAs (no SEA}

One or more nonprofit organizations and one or more LEAs and one or more SEAs
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Attachment 2: High Needs Documentation

The following table provides the most recent data to describe the schools in New Haven.

arnard Magnet School EtmiMs 3 52 2 537 74%

Beech Elm/Ms 3. A 3 2 456 68% X
Betsy
School ElmMs 1 B 49 2 475 B88% X
Bishop Woods EmMs 2 C 41 T 495 84% X
Brernan-Rogers Eim/Ms 3 B 49 2 330 88% X

~ Celentano Museum Academy  Elm/Ms 3...C 51 2 465 7% X
Clemente Leadership
Academy EimMs 3 C 44 0 574 84% X

_ Clinton Avenue School Elm/Ms. 2 c 46 2 530 93% X
Columbus Family Academy ElmiMs 2 C 38 2 460 85% X

' Conte West Hills Magnet

Schoo! Elm/Ms 2 A 56 2 560 78% X

coperative Arts &

Humanities High Schoal HS 2 A 83 1 £34 7% X
Davis Street Magnet School ~ ElmMs T A 4 T 468 81% X
Dixwell New Light High Transition
Schoal al 3 D 5) 0 31 94% X
Domus Academy ElmfMs _ N/A o 13 .0 48 902% X
Early Learning Centar Headstart 14 G 125 95% X

- EastRock Magnet School . Elm/Ms 2 & 46 3 400 93% X
Edgewood Magnet School Elm/Ms 1 A 33 2 437 T1% X
Engineering & Science

. University Magnet Schoct | EimMs 34 L 298 67% X
Fair Haven School ElmiMs 2 C 73 3 6881 53% X

' Helene Grant Head St Headstat 21 .0 218 9% X
High Schacl In The '
Community HS 3 B 37 0 243 B7% X
Hil Central Music Academmy ~ ElmMs 3 G &1 2 422 89% X
Hiill Regiocnal Caresr High
Schoai HS 2 A B8 3 G574 86% X
Hyde School of Health
Sciences and Sports
Medicine HS 2 B 23 L 199 78% X
James Hillhouse High School  HS 3 C 54 7 G058 B81% X
Jepson Magnet School (Prek-

8) Elm/Ms 2 B 48 2 550 78% X

CJohn C Dantels Magnet

+ School (Prek-8) £lm/Ms 2 B 52 2 516 78% X

f John S. Martinez Magnet

_School (K-8) Eim/Ms s ¢ 4 2 %25 9% X
King-Robinson Magnet
School (PreK-8) 2 A 51 2 550 88% X

Lincoln - Bassett School (K 2 ¢ 38 LS 398 9% X
Mauro-Sheridan Magnet 2 B 56 2 548  86% X



isif s

Schoot (Prek-8)
Metropolitan Business
Academy .
MicroSociety Magnet

. Nathan Hale Schocl (PreK-8)

New Haven Academy
New Horizons School For

Polly T. McCabe

: Riverside Education Academy
Ross / Woodward School
{Prek-8]

' Sound School
Strong Kindergarten

Troup Magnet School

Truman School

Wexler - Grant School (Prek-
)

Wilbur Cross High'School

Zigler Headstart

HS

Elm/Ms

ElmMs__

HS
Transition
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Transition
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Secretary Duncan, July 27, 28012

As you know, New Haven School Change and the coliaboration between the New Haven Public
Schools and the New Haven Federation of Teachers has been a national model. We have done
the difficult work of designing and implementing an evaluation and development sysiem for
teachers, principals, and central office staff system. Ve have engaged turnaround schools, and
we have sought to strengthen the schoot cliimates that our teachers and other stakeholders
experience.

In implementing New Haven School Change, we have crossed the conventional lines of conflict
in management-labor interactions, and operated more as partners in improving both student and
adult experience in the district. Coflaboration is neither simple nor easy. We do not always
agree. But with the New Haven Public Schools administration, we have proven again and again
not only that we can work together on behalf of students, but that we are stronger working
fogether.

The TIF grant will introduce the next chaplter of our collaboration. We are excited by the
potential for individualized professional learning for our teachers, in addition 1o the irdividualized
evaluation system we have already conducted, and we believe it is appropriate to implement
differentiated career and compensation opportunities that are fair and that celebrate the
professional educators who dedicate their life to their teaching craft and to studenrt learming.
Uttimately, if we are a union of professionals, both our management and our coniracts must
treat us as professionals — and our hope and expectation is that the Professional Learning
program funded by TIF will enable that movement.

Qur current contract, supporied overwhelmingly by the membership, includes language that
enables the district to create differentiated roles and salary enhancements for teachers in
collaboration with the NHFT. We support the TiF grant because it affords us the opportunity to
make good on those roles — and to make further change fong term that builds {o true
professional management of teachers. As we look forward to our next contract negotiation, we
know that both we and the district will look to solidify the strengths of the last contract, and {o
extend beyond those issues to move closer to our vision of a system where we attract, develop,
and retain the highest caliber educators.

We are eager to participate in the Talent Council as equal partners in directing and steering the
future of human capital management in the district. By focusing on building a cemprehensive
human capital management system with educator effectiveness at the core, as the New Haven
program does, we are confident we will not only improve the career of teachers, but alsc
strengthen student learning dramatically.

Sincerely,

(b)(6)

David Cicarella
President
New Haven Federation of Teachers



2 Hdens of Professionals

July 28, 2012

The Honorable Arne Duncan
Secretary of Education

1.8, Department of Education
400 Maryland Ave. S.W.
Washington, DC 20202

Dear Secretary Duncan:

On behalf the American Federation of Teachers (AFT), Iwrite to express our slrong
support for the New [{aven Public Schools” application for a U.S. Department of
Education Teacher Incentive Fund (TIF) award. This TIF proposal, which builds on the
groundbreaking 2009 contract in New Haven, Conn., will ensure the partnership
between the teachers’ union and the school district will continue to generate systemic
reform thal is good for students and fair to teachers.

Using the results from the high-quality evaluation system collaboratively developed by
the New Haven Federation of Teachers and New Haven Public Schools, this grant will
help create, implement and refine a comprehensive human capital system that supports
the career growth of effective educators and promotes student learning, The AFT
applauds this bold proposal.

The AT is pleased to supporl this TIF proposal and is proud to count New Haven as a
pariner in our ongeing work to provide educaters with the guidance and resources they
need to ensure their—and their students’—success.

I urge you to support their TIF application.

Qineereiyv

(b)(6)

Randi Weingartén
President
American Federation ol Teachers.
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STATE OF CONNECTICUT

STATE BOARD OF FpUCATION

July 26, 2012

Arne Duncan

Secretary of Education

U.S. Depariment of Education
600 Independence Ave
Washington, 12.C. 20597

Dear Secretary Duncan:

‘through numerous conversations and visits with district and school leaders and teachers in New Haven
Public Schools, I have been able to experience first-hand their commitment to teaching and leaming for
all students, 1 am proud to serve the students, teachers, and families in th; State of Connecticut as the
Commissioner of Education, and [ am pleased to write this letter of srtp )ut? for New Haven Public
Schools’ Teacher Incentive Fund grant application.

If approved, funds from this grant would be used to build upon the success of the nationally recognized
reform effort in New Haven in collaboration with the City’s teachers and administrators. Ultimately, this
grant will lead to increased effectiveness of educators and schools by allowing for greater
individualization and differentiation of the educator evaluation and development system currently in
place. This implementation will provide differentiated professional learning opportunities for educators
based upon the demonstrated professional competencies, the teaching and leading capabilities, and the
professional interests of New Haven Educators. Recently, Connecticut passed Senate Bill 458, a
landmark education reform bill, affecting early childhood education, school finance, and teacher and
school administrator qualification, evaluation, tenure, and termination. Key clements of the reform bill
were informed by the work occurring in New Haven. The New Haven example is emerging as a critical
reference point and is precedent-setting in our state and bevond.

Some of the elements that distinguish the development of New Haven Public Schools’ reform effort from
others in the nation are the capacity to individualize and differentiate teacher and leader evaluation and
coaching, professional learning, compensation, and career opportunities for the educators of New Haven.
These cfforts build the capacity necessary for success and have greatly strengthened the quality of the
reform effort overall, including the lessons learned  both poesitive and negative—from the past two years
of initial implementation in New Haven schools. The model that New Haven continucs to provide is one
of true collaboration and sustainability. Through these key levers, it is evident that these programs are
viable and rigorous, attesting to the fact that the New Haven Public Schools is ripe for sustaining its
reform cfforts—and for becoming a true leader in transforming the education fandscape in this state and
the country.

Thank you for your full and fair consideration of New Haven Public Schools” Teacher [ncentive Fund
grant application.

‘ym{:e?\‘;

Siu n vor
(,ozmutmut Commlssmuer of Education

P.0O. Box 2219 e Harttord, Connecticut 06145
A Equal Opportunity Emplover



OTFICE OF THE MAYOR

165 CHURCH STREET  NEw Havin o CONNECTICUT 06510

JOE DR TEEAN OV IR, it
A

Julv 27 2012

Arne [uncan

Seeretary of Lducation

LS. Department of Education
600 Independence Ave
Washington, D.C. 20597

. . A\I‘J?
Dear Seeretary Dungfan:

As the person responsible for appeinting my fellow New Haven Board of Education members and as the Mayar
of the Ciry of New Haven, T have worked closely with district and school leaders and teachers in New Haven
Public Schools. | have witnessed their dedication to collaboration and improving their practice te fead to better
educational vutcomes for the studenis of New Haven. As the Mayor of the City of New Haven, and 1 am honored
1w write this letter of support for New Haven Public Schools™ Teacher Incentive Fund grant application.

Weo al New |aven Public Schiools have a firm belief and cicar vision of creating a comprehensive and cohuerent
human capital management svstem to reach three goals, including: expanding on our ambiticus threc-pronged
approach to reform, extending reform 1o multiple levels within the district. and continuing our ongoing
collahoration and vision of reform 1o continue closing the achievement gap. Our students deserve a district that s
selferetlective, willing to grow prolessionally, and one that has the capacity to bring about transiormative change
for the Hives of s students. New Haven is a district that is ripe for exponential change at all levels and s wiilnig
1o UL what is best for students Hirst.

If their grant s supported, [ have ne deubt that New Haven Public Schools will create the sy stems and structures
necessary 1o continue to build upen the existing frameworks that lead to higher levels of studeni-learning.
Specificalty, this grant will help s create the Professional Educator Program, which will lead te systems. for
exampie, for greater levels of individualized and targeted professional development as indicated by the needs
presented in the professional competencies.

| am conpnitied o our ongoing collaboration and vision of reform in New llaven and support ihe future fiscal

sustainability of the Professional Educator Program. Thank you for your full and fair consideranion of New Haven
Public Schools” Teacher Incentive Fund grant application.

triely vours,

</

eStetano, It
af New | aven, Connecticut

Hew Haven
Mt pfu‘nu‘.‘ 203.946.8200 fux 203.946.7683
‘_ I | | P Sl rvabive impresson is the warke .:'.r" Rl Bonatt, o studont n'f" Dhares 51, Sedroal



State Capitol

Hartf § i .
SENATOR MARTIN M. LOONEY artford, Connecticur 06106-1591

Majority LEADER 132 Fort Lale Road
. Pt New Haven, Connecticur 06512
Eleventh Districe Home; 203-468-8829
"New Haven & Hamden Capitol: 860-240-8600
| 2tate of € Q.ﬂ?ﬂf[t t Toll-frce: 1-800-842-1420
SENATE www.SenatorLooney.cga.ct.gov
Jualy 25, 2012

Horm. Arne Duncan

Secretary of Education

U.8. Department of Education
600 Independence Ave
Washington, D.C. 20597

Dear Secretary Duncan:

Through numerous conversations and visits with district and school leaders and teachers in New Haven
Public Schools, I have been able to expertence first-hand their commitment to teaching and leaming for
all students. T am proud to represent the students, teachers, and famlics inn New ITaven and am plcased to
write this letter of support for New Haven Public Schools’ Teacher Incentive Fund grant app.ication.

School reform is difficult, and almost never happens collaboratively, however, in New Haven, it does.
Tve been proud of our City’s work in educatior, and have called on it to be an example for the state. [
support the Leaming Career Program in New Haven Public Schools, which secks to attract, develop, and
retain the best cducators both in the classroom and in leadership roles.

If approved, funds from this grant would be used to build upon the success of the nationally recognized
reform effort in New Haven in collaboration with the City’s teachers and administrators. Ultimately, this
grant will lead to increased eftectiveness of educators and schools by allowing for greater
individualization and differentiation of the educator evaluation and development system currently in
place. This implementation will provide differentiated professional learning opportunitics for cducators
based upon the demonstrated professional competencies, the teaching and leading capabilitics, and the
professional interests of New [faven Educators.

[ am an advocate for New Ifaven and for the vital mission of 1ts public schools. New llaven represents a
model for collaborative reform and accountability, T am committed to the future fiscal sustainability of
the changes proposed and suppert the reform efforts of New Haven Public Schools.

Thank you for your [ull and fair consideration of New Haven Public Schools’ Teacher Incentive Fund
grant application. '

Sinccrcly,

f?ﬁff{y@ - w;kk?fm

Martin M. Looney
Majority Leader




HOUSE OF REFRESENTATIVES
STATE CAPITCOL
HARTFORD, CONNECTICUT 06106-1591

REPRESENTATIVE ROLAND J. LEMAR MEMBER
NINETY-SIXTH ASSEMBLY DISTRICY FINANCE, REVENUE AND BONDING COMMITTEE
—_— PLANNING AND CEVELOPMENT COMMITTEE
LEGISLATIVE OFFICE BUILDING TRANSPORTATICN COMMITTEE
ROOM 40628

HARTFQRD, CT 06106-15814

CARITOL: €260) 240-3585
TOLL FREE: 800-842-B7G7
FAX: B3-240-0208
E-MAIL Reland. Lemar@ega.clgov

Arne Duncan

Secretary of Education

U.S. Department of Education
600 Independence Ave
Washington, D.C. 20597

Dear Sceretary Duncan:

Through numerous conversations and visits with district and school feaders and teachers in New
Haven Public Schools, T have been able to experience [irst-hand their commitment to teaching
and learning for all students. T am proud to represent the students, teachers, and families in New
Haven and am pleased to write this letter of support for New Haven Public Schools” Teacher
[ncentive Fund grant application.

School reform is difficult, and almost never happens collaboratively, however, in New Haven, it
does. I've been proud of our City’s work in education, and have called on 1t to be an example for
the state. I support the [.carning Career Program in New Haven Public Schools, which seeks to
atiract, develop, and retain the best educators both in the classroom and in leadership roles,

If approved, funds from this grant would be used to build upon the success of the nationally
recognized reform effort in New Haven in collaberation with the City’s teachers and
administrators. Ultimately, this grant will lead to increased effectivencss of educators and
schools by altowing for greater individualization ard differentiation of the educator evaluation
and development system currently in place. This implementation will provide differentiated
protessional leaming opportunities for cducators based upon the demonstrated professional
competencies, the teaching and leading capabilities, ard the professional interests of Now [laven
Educators.

I have supported New Haven, and will support the Learning Career Program. New Haven Public
Schools is a model program that creates potential for a new state and national model for

SERVING HAMDEN AND NEW HAVEN



education reform. I am committed to the future fiscal sustainability of the changes proposed and
support the reform efforts of New Haven Public Schools.

Thank you for your full and fair consideration of New Haven Public Schools’ Teacher Incentive
Fund grant application.

Sincerely,

Y-

Roland TLemar
Statc Representative



HOUSE OF REPRESENTATIVES
STATE CAPITOL
HARTFORD, CONNECTICUT 06106-1581

REPRESENTATIVE JUAN CANDELARIA DEPUTY MAJCRITY WHIP
NINETY FiFTH ASSEMBLY DISTRIGT
VICE CHAIRMAN
300 CAPITOL AVE STE 1804 ' HIGHER EDUCATION COMMITTEE
HARTFORD, CONNECTICUT 06106
MEMBER
CAPITOL: 860-240-8585 APPROPRIATIONS COMMITTEE
TOLL FREE: 1-800-842-8267 SELECT GOMMITTEE ON CHILDREN

FAX: 860-240-0208
E-MAIL: Juan.Candelariagdoga.cl gov

July 26,2012

Arne Duncan

Secrclary of Education

1.8, Department of Education
600 Independence Ave
Washington, 1D.C. 20587

Dear Secretary Duncan:

Through numerous conversations and visits with district and schovl leaders and teachers in New Haven Public
Schools, [ have been able to experience first-hand their commitment to teaching and learning for all students. L am
proud to represent the students, teachers, and families in New Ilaven and am pleased to write Lhis leiter of suppaort
for New Haven Public Schools® Teacher Incentive Fund grant application.

School reform is difficult, and almost never happens collaboratively, however, in New Haven, it does. I've been
proud of our City’s work in education, and have called on it to be an example for the state. [ support the Learning
Carecr Program in New Haven Public Schools, which secks fo aifzact, develop, and retain the best educators both in
the classroom and in leadership roles.

If approved, funds from this grant would be used to build upon the success of the nationally recognized relorm effort
in New Haven in collaboration with the City’s teachers and administrators. Ultimately, this grant will icad to
increased effectiveness of educators and schools by allowing for greater individualization and differentiation of the
edncator cvaluation and development system currently in place. This implementation will provide differentiated
professional learning opportunities for educators based upon the demonstrated professional compstencies, the
teaching and leading capabilities, and the professional interests of New Haven Educators.

1 have supporied New Haven, and will support the Learning Career Program. New Haven Public Schools is a model
program that creates potential for a new state and national model for education reform, T am commiticd to the future
fiscal sustainability of the changes proposed and support the reform cfforts of New Haven Public Schools.

Thank you for your full and fair consideration of New Haven Public Schools’ Teacher Incentive Fund grant
application.

Sincerely,

Juan Landelaria

Roown 1804 { Legislative Office Auilding | Hartford, CT 85198-1581 BG0-240-B504



Sitate of Connecticut

HOUSE OF REPRESENTATIVES

STATE CAPITOL
HARTFOQRD, CONNECTICUT 08106-1581

REPRESENTATIVE PATRIGIA A. DILLON

NINETY SECOND ASSEMBLY DISTRICT MEMBER
APPROPRIATIONS COMMITIEE

HIGHER EQUCATIONAND EMPLOYMENT
LEGISLATIVE OFFICE BUILDING ADVANCEMENT COMMITTER
ROOM 4019 JUDICIARY COMMITTEE
HARTFORD, CT 05106-1591
HOME: (203) 3687-6159
CAPITOL: (88D] 240-8585
TC1 | FREE: (B00) B42-8257
FAX: {8560 240-0067

E-MAIL. Palrdcia. Dilloni@cna.ct.gov

July 24, 2012

Arne Duncan

Secretary of Education

U.8. Department of Educatien
600 Independence Ave
Washingtan, D.C. 20597

Dear Secretary Duncan.

Through numerous conversations and visits with district and school leaders and teachers in New Haven
Public Schooals, | have been able to experience first-hand their commitment to teaching and learning for
all students. | am proud to represent the students, teachers, and families in New Haven and am pleased
to write this letter of support for New Haven Public Schools’ Teacher Incentive Fund grant application.

School reform is difficuit, and almost never happens coltaboratively, however, in New Haven, it does. I've
been proud of our Gity's work in education, and have called on it to be an example for the state. | support
the Learning Career Program in New Haven Public Schools, which seeks to attract, deveiop, and retain
the best educaters both in the classroom and in leadership roles.

If approved, funds from this grant would be used to build upon the success of the nationally recognized
reform effort in New Haven in collaboration with the City's teachers and administratars. Ultimately, this
grant will lead to increased effectiveness of educators and schools by aliowing for greater
individualization and differentiation of the educator evaiuation and development system currently in place.
This impiementation will provide differentiated professional learning opportunities for educaters based
upon the demonstrated professional competencies, the teaching and leading capabiities, and the
professional interests of New Haven Educators.

| have supported New Haven, and will support the Learning Career Program. New Haven Pubiic Schools
is a model program that creates potential for a new state and national modet for education reform. | am
committed to the future fiscal sustainability of the changes proposed and support the reform efforts of
New Haven Public Schools.

Thank you for your full and fair consideration of New Haven Public Schools’ Teacher Incentive Fund grant
application.

Sincerely,

Cortc i
Patricia A. Dillon SERVING NEW HAVEN
State Representative
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New Haven Promise

MAKING THE PROMISE OF COLLEGE A REALITY 203.776.0473

New Haven Promise {NHP}, évisionary scholarship and support program,

“pledges its support for the New Haven Public Schools’ 2012 Teacher

Incentive Fund (TIF) grant application. NHP is a unique community
partnership with significant investment by major city stakeholders — the
City of New Haven, Yale University, Yale-New Haven Hospital, Wells Fargo
Bank and The Community Foundation for Greater New Haven.

The mission of NHP is to improve the school district by complementing
and promoting New Haven School— the district reform initiative —
Jaunched in 2009. Although there are a number of Promise prograras
across the country, NHP is distinct in its support system to help as many
studenls take advantage of the Promise scholarship as possible and the
explicit agenda to support and evaluate School Change, the school
district’s reform initiative.

An important accountability measure for NHP and New Haven Scheol
Change is a comprehensive evalaation currently in design by RAND
Corporation. That evaluation’s purpose is to determine the success of the
goals of both programs. Educator effectiveness and the district's Talent
agenda will be an integral part cf the evaluation design. We agree with -
the District that it makes sense to align the RAND-designed evaluation
with the TIF grant, if necessary decpening the Talent component of the
evaluation to reflect the full range of measures under invesligation in the
TIF program. If New Haven wins the TIF grant, the Promise board will
waork with New Haven as needed to adjust the RAND-designed evaluation
to incorporate any additional elements of the New taven Talent program,
including differentiated compensation and career paths.

NP helps reinforce the values that make cities great. The TIF grant will
strengthen the fabric of New Haven by investing in youth committed to
their future and committed to the city. We pledge our support and hope
you will find our efforts worthy of your support.

'Thank you.

(b)(6)

Richard C. Levin
President, Yale University

- I
it ate Fisiter al

The Commurity Foundation for Greager New Haven

28 Lincoln Way New Haven, GT oes10
rwTe e have Rpromi .0,
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Mandatory Aitachment 4: Indirect Cost Agreement



STATE OF CONNECTICUT

DEPARTMENT OF EDUCATION

March 27, 2012

Dr. Reginald Mayo
Superintendent

New Haven Public Schools
54 Meadow Street

New Haven, CT 06519-1743

Dear Dr. Mayo:

The Connecticut State Department of Education (CSDE) has developed a process for determining maximum
allowable indirect cost rates for federal grant tunds. This process, which has been appreved by the federal
government, has been extended by the CSDE to state and private grants as well. The CSDE shall annuaily review and
approve, if appropriate, each local education agency (LEA) application for establishing both a maxintum restricted
and unrestricted indirect cost rate. Certain United States Department of Education (USDE) programs have a statutory
requirement prohibiting the use of federal funds to supplant non-federal funds. These programs require the use of the
restricted indirect cost rate, as referenced under 34CFR76,564-76.569. By statute the state “adult education” (SID
17030) program is not eligible for indirect charges. Therefore, this program shall not be allowed the use of the ED
114 budget line 940 (indirect costs}.

The application of an unresiricied indirect rate to programs outsice the above references nwst be consistent with the
specitic laws, regulations and requirements that govern these programs and are subject to audit.

Based upon the information you have provided, the CSDE, in accordance with the July. 2009 LEA Indirect Cost

Handbook, approves the following maximum allowable indirect cost rates for the period of July 1, 2012 through June
30, 2013.

Restricted rate Unrestricted rate
4.66% 10.73%

The authority of selecting an indirect cost rate {restricted, unrestricted, zero or no rate allowed) resides with the
CSDE. Attachiment A lists the selected indirect cost rates to be used with each federal, state or private program
granted to an LEA.

[ you should have any questions on any aspect of this process, please call David St Laurent at (850) 713-6646.

Sincerety

(b)(6)

Bruce Ellefsen, Thiet
Bureau of Fiscal Services
cc:  Brian Mahoney
Gary Pescosolido
Jeffery Lindgren
David St Laurent

Attachmernis
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GARTH HARRIES (b)(6)
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garth. hamesi@new-haven k12.ct.us

NEW HAVEN PUBLIC SCHOOLS, New Haven CT 2009 to present
Assistant Superintendent for Portfolio and Performance Management. Responsible for designing and
implementing New klaven’s School Change reform plan, including a nationally recognized model for
professional and consequential educator evaluation. Direct management responsibility for the district’s 47
schools, principal and teacher talent, and school accountability/performance management. Launched the
district’s Boost! wrap-around initiative. Since 2009 district standardized test scores have doubled the rate of
growth of Connecticut, and in first year of implementation graduation rate improved 2%.

NEW YORK CITY DEPARTMENT OF EDUCATION, New York, NY 2003 to 2009
Senior Coordinator for Special Education (Jan. 2009 to Julv 2009). Drafted recommendations to reform the
approach to Special Education in New York City. Member of Senior Leadership Team from 2005 to 2009,

Chief Executive for Portfolio Development (2007 to 2009). Devcloped portfolio planning functions for the
New York City schools. Program responsibility for new schools, charter schools, career and technical
education, and small lcamning communities. Led mayoral taskforce on carcer and technical education.
Managed school closure decision-making and implementation for 15 to 20 schools a year. In late 2008, led
significant district-wide cost-cutting and realignment mitiative.

Chief Executive (2005 to 2007) and Chief Operating Officer (2004 to 2005), Office of New Schools. Led new
school creation, a core pillar of New York City’s Children First reform, including the creation of 333 new
DOE schools and 63 new public charter schools. The four-year graduation rate for the first ciass of seniors in
new high schools was 76% in 2007, compared to 60% citywide and 35% in the comprehensive high schools
that had been replaced - and rigorous evaluations by MDRC have established substantial and sustained impact
for the small hieh school initiative. Supported the launch of the Autonomy Zone and the crection of School
Support Organizations, major steps in refocusing the relationship between schools and central office.

Project Manager, Office of the Chief of Staff (2003 to 2004). Led cross functional planning for school operning
in September 2004, Coordinated strategic planning for secondary school reform.

MCKINSEY & COMPANY, New York, NY 2000 to 2003 and Summer 1999
Engagement Manager. Managed teams of consultants and on-site contact with clients. Emphasis 1m financial
services, including retail banking, insurance, and private equity.

Nonprofit activities. Co-leader of the New York Office Nonprofit Leadersup Committee. Dirccted teams of
consultants in pro bono strategic planning for the Robin Heod Foundation’s grantees.

PHILADELPHIA EMPOWERMENT ZONE, Philadelphia, PA. Special Projects Coordinator 1897

PENNSYLVANIA DEMOCRATIC COORDINATED CAMPAIGN, Scranton, PA. Field Coardinator 1996

VAIL MOUNTAIN SCHOOL, Vail, CO. Teacher 19905-1996
STANFORD LAW SCHOOL, Stanford, CA Graduated 2000
Juris Doctor, graduated with distinction.

Activities: East Palo Alto Community Law Project (Board Member). Stanford Law Review. Task Foree

on the Mission of Stanford Law School (Dean’s appotatment). Student Liaison to the Faculty
Hiring Committee (elected). Co-founder, Shaking the Foundations Conference.
Summer 99: U.S. Dept. of Justice, Civil Rights Division, Housing and Civil Enforcement, Washington, DC.
Swmmer 98:  Brancart & Brancart, Pescadero, CA. Litigation of [ederal fair housing cases.

YALE UNIVERSITY, New tHaven, CT Graduated 1995
B.A. in Bthics, Politics and Economics, Summa Cum Laude.

Honors:  Pbi Beta Kappa (junior year). Heinz Feliow for Public Interest (summer 1994).

Activities: Men's Varsity Soccer (1991-1994). Ultimate Frisbee, North-cast regional champions (1995).

Broad Academy Fellow 2009 (executive training program for leadership n urban public cducation).
Weekend work at my wife’s organic farm in Ridgetield Counecticut.

May 2012
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Reginald Mayo, Ph.D
Superintendent of Schools
New Haven, Connecticut

Dr. Reginald Mayo, Superintendent of the New Haven Public Schools, is a seasoned leader whose 36 years as
an cducator have culminated in remarkable growth for the New Haven Public Schools.

Dr. Mayo was appointed Superintendent of New Haver: Public Schools in 1992 and has deveted most of his
professional career to the district. He started out in 1967 as a science teacher at Troup Middle School, and
subscquently chaired the mathematics and science department at Troup. In 1973, Dr. Mayo was appointed
Assistant Principal of Troup, then was promoted to principal of Jackie Robinson Middle School. In 1980, he
continued his professional development as a post-doctorate fellow at Yale University. In 1981, he was promoted
10 K-8 Director of Schools, and in 1984, Executive Director of School Operations, a post he retained unti! his
superintendency appointment tn 1992,

Through his leadership, New Haven became the first district in the State of Connecticut to crait a policy
effectively ending the practice of social promotion. New Haven’s retention policy, its mandatory summer
school and its Saturday Academies bave garnered national press attention and praise from key Icaders. The
summer school program has cmerged as one of the most successfal in the State of Connecticut.

At a time when the State of Connecticut is rocked by the school desegregation case known as Sheff vs. O’Neill,
Dr. Mayo’s school district has quietly and effectively built the largest interdistrict magnet program in the State
of Connecticut, with 1,300 suburban students cnrolled and a modcl program of urban-suburban exchange.

As many school districts are just coming to grips with the deterioration of neighborhood schools built decades
ago, Mayor John DeStefano Jr. has created one of the largest and most innovative school construction programs
in the country, administered through the Board of Education. To date, as a result of this program, the first phase
of the building program has resulted in renovations and reconstruction for 14 schools. Another six schools are
i: construction and 9 are in design. A new master plan completed in 2001 charts the rebuilding of every
remaining school in the district, with a budget excceding $1.1 billion.



The New Haven Public Schools also oversces an early childhood initiative that has expanded the quality and
quantity of child care available in the City of New Haven. The City’s school readiness program is one of the
most ambitious, with nearty 2,000 new child care slots created just in the past few years for children ages 3 and
4, The district also has the highest percentage of children attending preschool programs of the urban districts in
the State of Connecticut.

Dr. Mayo has created several other innovative programs to help families succeed with school. At school events,
he noted that grandparents often were the primary caregivers. As a grandparent confributing to his grandson’s
care, he sympathized. He asked his Social Development Department to look into the trend. The result was a
monthly forum for grandparents who are raising their grandchildren that has involved 1,000 grandparents.

Dr. Mayo is an effective advocate and champion who recently was honored by Dr. James Comer, founder of the
Yale University School Development Program, with an award for his “tireless work on behalf of America’s
children, especially the most disadvantaged.”

Educational Background:

Doctor of Philosophy, University of Connecticut

Post-Doctoral Study, Yale University School Development Program
Doctor of Education, Nova University, Fort Lauderdale, FL

Master of Science, Southern Connecticut State University

Bachelor of Science, Virginia Union University, Richmond, Virginia

Professional Activities

Member, Horace Mann League of the U.S.A.

Fellow for Calhoun College, Yale University

Fellow for Yale Bush Center

Student Advisor, Union Graduate School

Adjunct Professor, Southern Connecticut State University
Research Aftiliate, Yale Child Study Center

Awards
2009 Qutstanding Educator, National Council of Negro Women
2009 100 Influential Blacks in Connecticut, NAACP, State of CT
2009 Lifetime Achicvement Award, Holla Back Gospel Music Awards
2008 Philip Rawlins Award, Honorary Board Member, Special Olympics of CT
2007 Recipient of the Year, St. Jude Children’s Research Hospital, New Haven Chapter
2003 Educational Service Award, Bennett College National Alumnae Assoc.
2005 Leadership Award, Connecticut Martin Luther King, Jr., Holiday Corimission
2004 Connecticut Yankce Council, Boy Scouts of America “Good Scout Award”
2004 Seal of the City, New Haven Colony Historical Society
2004 Finalist, 2004 National Superintendent of the Year, American Assoc, of School Administrators
2003 Connecticut 2004 Superintendent of the Year, CT Association of Public School Supetintendents
2003 Thirman L. Milner Outstanding Civic Leadership Award, Greater New Haven NAACP
2003 Educational Leader of the Year, Southern CT State Univ. Department of Educational Leadership
2003 Casa Otonal, Man of the Year
2003 Farnham Neighborhood House, Community Leader Award
2002 The Gan School, Community I.cadership Award
2001 Community Service Award for Education, Greater New Haven Black History Committee
2000 Outstanding Superintendent Award, Neag School of Education Alumni Society
University of Connecticut
2000 “Rebuilding Urban Schools for the 21% Century,” presentation to 60" Annual Conference,

National School Boards Assoclation.




Awards (cont’d.)

1999
1999
1999
1599
1999
1998
1998
1998
1996
1993

American Association of School Administrators” Judge, Architectural Jury
Yale University School Development Program

Gateway Community College Foundation Man of the Year

Positive Image Award, Opportunities and Industrialization Center

Service Award, Connecticut Council of Boy Scouts of America

W.E.B. DuBois Service Award

Elm City Nation Qutstanding Achievement

Distinguished EducationalService, NAACP

Al Haray Service Award

Head Start Children and Families Service Award




Gemma Joseph Lumpkin is a dynamic leader with over 10 years experience in feadarship,
organizational and business development. Gemma received her Master’s of Business Administration from
Rensselacr Polytechnic Institute- Lally School of Management and Technology. Currently working as the
Exccutive Manager for Leadership Development in New Haven, CT Public Schools, Gemima is responsible for
the design and implementation of a comprehensive and sustainable Leadership Development System
{Pipeline) to strengthen caliber and quality of high-potential school leaders. Gemma manages, coordinates,

and integrates the district’s leadership development opportunities for existing school leaders.

What’s more, Gemma founded High Performance Education Group, which supports urban school
districts with services that emphasize school leadership in accountability and monitoring of academic progress
of students at the individual student, classroom and whole school levels. Gemma has alse served as Vice
President of Business Development and Director of Urban Technical Assistance for C'T Academy for Math,
Scicnce & Technology; Director of Public Affairs, Community Affairs Manager /TV Host and Reporter, and
Community Affairs Administrator for WTTC-TV Fox Affiliate in Hartford, C'1. In addition to Gemma’s
professional accomplishments, she has also volunteered her time for the following organizations: New Haven
Reads; Montessori School on Edgewood; Online Journalism Project; Government Affairs Commitice—
Greater New Haven Chamber of Commeree, United Way of the Capitol Area; Child Advecate-Hartford

Superior Court; and Minority Organ Donor Project-National Kidney Foundation of Connecticut.



Micheie M. Sherban-Kline, Ed.D.
(b)(6)

QUALIFICATIONS

Connecticut Intermediate Administrator and Supervisor Certificate

Conmnecticut Professional Educator Certificate with cndorsements in Biology, Chemistry,
Physics, and General Science

EMPLOYMENT
2010-present Assistant Principal, Assigned to Teacher Evaluation & Development,
New Haven Public Schools

2005-2010 Assistant Principal, Wilbur Cross Higb School, New Haven, CT
2002-2005 Administrative Intern, Wilbur Cross High School, New tlaven, CT

Responsibilities: supervision of Mathematics and Science departments,
coordination of testing — CAPT and SAT, development of master schedule

1988-2002 Science Teacher, Wilbur Cross High School, New Haven, CT

EDUCATION
Southern Connecticut State University, New Haven, CT
Doctor of Education, Educational Leadership, December 2010
Sixth Year Professional Diploma of Advanced Studies 1n Educational
Leadership, January 1999

Wesleyan University, Middlectown, CT
Master of Arts Liberal Studies, Concentration: Science, May 1997

University of Connecticut Health Center, Farmington, CT
Graduate Program in Biomedical Studies

Boston College, Chestnut Hill, MA
Bachelor of Science in Chemistry, May 1985



Donna L. Aiello

(b)(6)

Southern Connecticut State University
*  Cerdficarion: Administeators Cerdficare (092
* 6% Year Diploma Educational Teadership

Education

Leadership New Haven Public Schools — Office (Jf_StafF and Organizational Sept 2007 Present
Experience Development - Central Office Supcervisor

Responsibilities:

¢ Report directly to the Assistant Superintendent of Curriculum and
Instrucdon

*  Attend monthly state meetings and conferences

*  District Tmprovement Planning and member of the DIDT
Teacher Quality and Data Management Committee Co-Chair

*  School Improvement Planning and monitoring

*  Monitor and support Bullding Leadership Dara Teams

*  Conduct nceds assessment surveys for staff developrmenton a
regular basis

*  Meet regularly with Directors of Instruction, Personnel, Content
Supervisors, administrators and teachers <o identty disrrict training
needs

*  New reacher inducton and supnort; THVAL Needs Improvement

*  Furure Leaders and Aspiring Administrator Programs

*  Fstablish and manage district Professional Development Calendar

*  Coordinate student teacher/internship placements

°  Hvaluate professional development training and program
cttectiveness

*  Prepare reports and presentations to school and district personnel

*  District grant managing and writing

*  Manage ProTraxx CEU system

*  Review and approve district professiona development requests

*  Coordinate Paraprofessional training and highly qualified resting

*  District Iacilitator Teacher Education ard Mentoring Program,
TEAM

Office of Staff and Organizational Development  District Coach Sepi 2002 — June 2007
Beginning Teacher Induction and Support

Classroom Teacher Grades 2, 3, 4, 5; Ang 1992 —June 2002
Grade 6 Special Education Inclusion Model

Page T of |
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Connecticut Center for School Change

Andrew Lachman, Executive Director

The Center's Executive Director, Andrew Lachman, came to the Center after serving for 13 years as one
of the senior advisors on policy and program development and director of external affairs to former
superintendents Anthony J. Alvarado and Elaine Fink in Manhattan's Community School District 2. He
played a key role in that district's implementation of standards-based education reform. Mr. Lachman
assisted the superintendent in devetoping and managing innovative educational programs, professional
development initiatives for improving teaching and learning, and strategies for enhancing school
Jeadership. Mr. Lachman has overall responsibility for the Center and its operations and programs. He
authored the foreword to [nstructional Rounds: A Network Appreach to Improving Teaching and

Learning and articles in Kappan and JSD magazincs.



Biography
Patrick W. Flynn

Patrick W. Flynn, Founder and Executive Director of ReVision Learning
Partnership

During his 17 years of educational service, Patrick Flynn has worked as a
teacher, teacher leader, curriculum director and executive program director in K-
12 settings in over ten different states. As the Executive Director of High Schools
for Edison Schools and the Chief Academic Officer for Great Schools Workshop
in Sacramento, CA, Patrick worked with building and district administrations in
nine states to implement systemic high school reform.  Patrick currently leads
ReVision Learning Partnership, LLC, providing professional development and
support to districts and educational organizations in CT, NY, and LA and has
consulted on school improvement initiatives internationally in the United Arab
Emirates with the Abu Dhabi Education Council. As the Executive Directer of
ReVision Learning Partnership, Patrick has been working with New Haven Public
Schools on the implementation of its nationally recognized Teacher Evaluation
system. [n this role he has trained district’s administrators in calibration and
implementation of their teaching framework and rubric and continues to manage
the independent team of validators charged with providing inter-rater reliadility on
all classroom observations for Needs Improvement and Exemplary teachers
within the system. Patrick also works extensively with school districts in the
formation of frameworks for teaching and learning and provides on-going support
tc administrators in supervision and evaluation technigues through one-one
coaching and system wide professional development. He also serves as
Executive Director for the Connecticut Association of Supervision and Curriculum
Development (CASCD).

Patrick is also a proud husband of 15 years and tives in Colchester, CT with his
wife Shelly and his son Galen.

Linked-In:
http:/iwww.linkedin.com/myprofile?locale=en_US&goback="%2En mp_*1_"1&irk=

sSpm_pic




PATRICK W. FLYNN

[B16)

OVERVIEW

Advanced experience in school design and program implementation at both a local and nationai level with high
aptitude for facilitation of school reform as well as recruitment and training of teachers and principals.
Combination of theoretical and practical application of K-12 practice with exemplary skills in curriculum,
instruction and assessment.

EDUCATION/CERTIFICATIONS

Southern Connecticut State University, New Haven, CT
Initial Superintendent Certificate (093), projected May 2013

Connecticut licensure for employment as Superintendent of schools.

Intermediate Administrator’s Certificate (092), April 2005 - GPA 3.98

Connecticut licensure for employment as assistant principal, principal, staff developer, supervisor of Instruction,
curriculum coordinator, assistant superintendent of schools, department chairperson, and/or supervisor in special
subject areas. Concentration on organizational leadership.

M.S. Education, August 2002 - GPA 3.98

Concentration in elementary and middle level education to balance secondary level experience. Study included
methodologies and modalities associated with curriculum, instruction and assessment.

Western Connecticut State University, Danbury, CT
Connecticut Certification in History/Social Science 7 — 12 (026), May 1994

State certification in Social Sciences to allow professional application of Bachelor’s in American Studies.

B.A. American Studies, May 1991

Study of history and the arts in America including literature, music, government and other socio-cultural elements.

ADMINISTRATIVE/LEADERSHIP EXPERIENCE

ReVision Learning Partnership, LLC
Executive Director/OQwner, Junc 2011 — Present
Executive leadership, management of school improvement consulting group providing support services and program
development for school districts and educational organizations in CT, NY, and 1.4
+  Creation and delivery of teacher effectiveness and performunce evaluation model to support districts and schools
in transition to mew state and federal guidelines for teacher evaluation.
«  Content development for alternative route program for school leadership in partnership witk: Louisiana State
University and Advance Balon Rouge.
»  Management of teacher cffectiveness Validator Program supplying over 23 classroom observers for New Haven
Public Schools in support of new teacher cvaluation model.

Connecticut Association of Supervision and Curriculum Development
i.xecutive Director, Junc 2010 — Present
Leadership of Affiliate organization to International ASCD including management of volunteer Board supporting
State educational initiatives and professional development
+  Sponsorship and management of three state and regional conferences for over 750 CASCD members.



PATRICK W. FLYNN

Area Cooperative Educational Resource Center, North Haven, CT
Director of Professional Development and School Improvement, December 2008 — June 2011
Leadership and management of school improvement services for non-profit education service center supporting
greater New Haven, CT.
» Development of service contracts with International agency providing school improvement and professional
development services in United Arab Emirates.
< Development of school transformation program to support High School specific schooel reform from
comprehensive designs to Small Leamning Commuruty design.
»  Supervision of team of Educational Specialists and extemat consultants servicing district PD needs.
= Design and leadership of programs and services designed to improve administrative quality in areas of
supervision, culiure-climate, and teaching and leamning.
«  PD for principals and central office staff in instructional leadership and school improvement.
+  Coordination with the Bureau of School Improvement and the Bureau of District Accountability in the
implementation of pregramming for the Connecticut Accountability for Leaming Initiative (CALI).

State Education Resource Center, Middletown, CT
Consultant, December 2007 — December 2008
Facilitation, development and implementation of school improvement programming for non-profit arm of the
Connecticut State Department of Education.
+  Strategic and technical assistance for Needs Improvement Schools in over scven Connecticut Title | school

districts,
»  Program coordination for Vanguard Schools Best Practice Initiative for Connecticut State Department of
Fducation.

+  Professional development for teachers, principals, and central office in teaching and learning, school
improvement, curriculum and assessment.

»  Coordination with the Bureau of School Improvement and the Bureau of District Accountability m the
implementation of programming for the Connecticut Accountabrlity for Leaming Initiative {CALI).

Great School Workshop Inc., Sacramento, CA
Chief Academic Officer, July 2007 — December 2007
Development and implementation of academic programming for national educational reform organization.
- Strategic and technical assistance for schools in key arcas of school reform including teaching and learning,
rclationships, budget, scheduling, staffing, and school orgamzational design.
*  Leadership perlormance coaching for principals and administrative teams including school redesign teams.
+  Professional development for teachers, principals, and cemral office to support school and district office
transformation.
+  Product development for teacher performance coaching and high schoal advisory programs.

Edison Schools Inc., New York, NY
Director of Secondary Teaching and Learning, Deccmber, 2006 — July 2007
VP, Executive Director of High Scheols, January 2005 — December 2006
Oversight of the development and implementation of ail high school educational programs.
+  Collaboration with high school principals in concert with general managers/superintendents in meeting state
accountability goals in five states and the District of Columbia.
«  (uidance in progress towards meeting AYP goals in all Edison high schools.
- Direct oversight of all academic programs and coordination of all central support programs mehiding teacher
support and professional development, student management, student information and scheduling i Edison high
schools including mdirect oversight of those central staff guiding high school support programs.



PATRICK W. FLYNN

VP of Social Sciences/VP of High School Curriculum, October 2002 - January 2005
Director of Social Science, July 2001 — October 2002
National Curriculum Coordinator of Social Science 6-12, July 2000 — July 2001
Promotions during tenure in Curriculum and Instruction Department. Working collaboratively with curriculum
directors/VP’s and achievement VP s in various fumctional areas 1o improve teaching and learning.
»  Development of instructional support model for school personnel including on-going professional development in
curriculum and instruction
Development and implementation of professional development services in classroom management, multiple
intelligences, differentiated instruction, standards driven mstruction and aligning and embedding state standards.
-« Development of new teacher induction module designed to support novice teachers.
- Co-Facilitated the creation of strategic plan for low achieving high school in Chester, PA including complete
analysis of curriculum and instruction, state assessment data (PSSA and SAT-9), and teacher quality to assist in
the process of transitioning school into a successful school design.

Area Cooperative Education Services (ACES)
Wintergreen Interdistrict Magnet School ACES-Edison Partnership School Hamden, CT
Lead Teacher, August 1999 — July 2000
Member of K-8 Leadership Team developing and implementing important school initiatives.
e Assigned to Leadership Team and charged with cstablishing essential policy for school and strategies for
improving school environment.
«  Shared results of successfully implemented programs and activities for collaborative purposes.
Social Studies Curriculum Coordinator, Augusi 1999 — July 2000
Subject area specialist supporting classroom instruction in the area of social studies.
*  Provided support to staff members, including on-going professional development, in implementing Edison Social
Studies curriculum.
»  Received, recorded, and maintained inventory on K-8 social studies materials.

TEACHING EXPERIENCE

Area Cooperative Education Services

Wintergreen Interdistrict Magnet School, Hamden, CT

Social Studies Teacher, August 1999 - July 2000

Teacher on 7" and 8" grade House Team facilitating learning for 100 students.
«  Chairperson/Facilitator for the Commiitee on Discipline K-8 to establish policy for student management program.
«  Served as Lead Teacher for 7% /8™ grade House Team.
»  Facilitated House Team meetings for student data review and professional development.

Ledyard Board of Education
Ledyard Middle School, Ledyard, CT
Social Studies Teacher, January 1995 - June 1999
Teacher in 8" grade Cluster facilitating the learning for 125 Students.
e Committee member on fustructional Council from September 1997 - June 1999 leading district mitiative 10
improve the quality of teaching and learning.
«  Committec member on Professional Development Committee edyard [rom September 1995 to June 1999
working to design professional development programming for Ledyard Middie School.
«  Co-Creator and co-chairperson of Advisor/Advisee Commiitee trom September 1995 to June 1999 to develop
programming for student character



PATRICK W. FLYNN

RELATED EXPERIENCE
Leadership Committec Member — Edison Leadership Institute, September 2002 — July 2007

Original commitiee member for the development of the Edison Leadership Institute for school leaders including the
co-development and delivery of over 36 hours of workshops in curriculum and instruction, differentiation, teacher
efficacy, instructional planning, and educational leadership attributes.

Curriculum Consultant - Connecticut Historical Society, Hartford, CT, January 1999 - June 2000
Creation of lesson plans for on-line curriculum project. See sumple lessons on-line @

http://www cthistoryonline.org/classrm lessplan_menwom.htm]

http://www.cthistoryonline.org/classrm_lessplan family. html

Curriculum Consultant/Writer/Pilot - LEARN, Old Lyme, CT, July 1999 - May 2000
Research consultant, writer and pilot teacher for the Voices of Freedom Amistad Curriculum developed in a
collaborative between the Connecticut Historical Society and LEARN in an effort to increase awareness of this
significant event in American history.

AFFILIATED SCHOOLS

Collaboration and consultation in various capacities with each of the identified schools through Edison partnership
providing direct educational services 1o school in organizational leadership, curriculum, instruction and assessment,
Friendship Edison Collegiate Academy 9-12, Friendship Public Charter Schools, -

Washington, DC

Information about school available at htip:/fwww. friendshipedison arglour _schoolsicollegiate_overziew.asp

Renaissance Academy Charter School K-12, Phoenixville, PA
Information about school available at hitp:/iwww.rakl2.org/

Chicago International Charter School, Longwood Campus K-12, Chicago Charter School
Foundation, Chicago, IL
Information about school available at ittp:/fwww.cesfonline.org/cics/ci 2. htm

Charter School for Applied Technelogies, K-10, Buffalo, NY

PUBLICATIONS

Flynn, P. (2007). Finding our purpose: Renewing levels of personal efficacy in the clussroom. Inside the
Workshop, 1(2).

TRAININGS/WORKSHOPS/PROFESSIONAL DEVELOPMENT

List of Certifications from the Leadership for Learning Center for the Connecticut State Depariment of Education’s
Connecticut Accountability for Learning Initiative (CALI)

Common Formative Assessment, Certified April, 2008

Data Driven Decision Making and Data Teams, Certified May, 2008

List of trainings developed and delivered at various national and regional conferences for Edison Schools.
Efficacy and Student Achievement: Five Part Series to Improving Your Leadership, Independent contract,
2010

Planning for All Learners, Fall Edison Leadership Development Academy, 2006

SAT preparation and support: Developing a plan, Fricndship Edison Collegiate Academy, 2006



PATRICK W. FLYNN

Curriculum and instruction: Differentiafing instruction, Edison Leadership [nstitute, 2005

Developing instructional leaders: Using leadership rubrics to improve leadership capacity, Principals
Leadership Conference, 2004 Re-Designed, 2011

Curriculum and instruction: Creating a world-class education, Edison Leadership Institute, 2003, 2004
Creating a positive classroom environment, Summer Teaching Academy, 2002, 2003, 2004
Constructivism: Using performance based assessment, Summer Teaching Academy, 2001, 2002, 2003, 2004
Multiple intelligence theory: Classroom learning for ail, Summer Teaching Academy, 2001, 2002, 2003
Leadership styles: Becoming a curriculum leader, Achievement Academy, 2002, 2003, 2004

Unit planning: Using understanding by design, Achievement Academy, 2002, 2003, 2004

Aligning and embedding in social science, Achievement Academy, 2002, 2003, 2004

Building a future for our urban schools, Rutgers University Conference on Urban School Reform, 2002

PROFESSIONAL AFFILIATIONS

Adyvisory Board for LSU/Advance Innovation Education RLRP Program, Baton Rouge, LA
Advisory Board for Celebration of Teaching and Learning Conference, Ch-13 New York, NY
Association for Supervision and Curriculum Development - August 2000 - Present

NCSS — National Council for Social Studies - August 2000 - Present

Connecticut Education Asseciation - September 1993 - July 2000

AWARDS AND HONORS
Teacher of the Year Nominee, ACES - 1999 - 2000

Nominated for commitment to students, parents, and school staff for the ACES school sysiem including nine (9)
schools in greater New Haven area of Connecticut.



[®®

EDUCATION

Ph.D., Fconomics, University of Wisconsin—Madison, 1990
Dissertation: “Structural Estimation of the Impact of Uncmployment
Benefits on Job Search”
M.S., Economics, University of Wisconsin—NMadison, 1985
A.B., magna cum laude, Economics, Harvard University, 1980

SPECIALIZATION

Ph.D. Fields
Laber Economics, Econometrics, Economic Theory
Rescarch Interests
Education Evaluation, Long T'erm Care Health Services Research

EMPLOYMENT

Senior Economist, RAND, 2006-present.

Feonomist, RAND, 2002-2006.

Associate Professor of Economics, T John Eeinz TH School of Public Policy and
Management, Carnegic Mellon Umversity, 1997-2002.

Assistant Professor of Teonomics, H. John Heinz 11T School of Public Policy and
Management, Carnegie Mcllon University, 1988—1997.

PUBLISHED RESEARCH

Gottschalk P, Danziger S, Ingberg f. *Decomposing Changes in the Black White Earnings
Gap,” Research on Fconomic Ineguality, 1989, 1:311-326.

Engberg J, Gottschalk P, Wolf D. “A Random-Effects Logit Modcl of Work-Welfare
Transitions,” Journal of Econometrics, Jan 1990, 43: 63-75,

Engberg JB. *Employment Policy and Urban Feonomic Development,” Housing Policy Debate,
1996, 7: 695-714.

Shiffman S, Engberg IB, Paty JA, Perz WG, Gnys M, Kassel JD. Hickox M. “A Day at a Time:
Predicting Smoking Relapse from Daily Urge,” Journal of Abnormal Psychology, 1996, 106:
104-116.

Wholey ID, Feldman R, Christianson JB, Iingberg I. *“Scale and Scope Economics arong Health
Maintenance Organizations,” Journal of Health Economics, 1996, 15: 657-684.



John B. Engberg

Engberg ], Kim T. “Intra-urban Earnings Differences: Spatial Mismatch or Selective
Migration?” Korear: Journal of Policy Studies, 1996, 11: 105-127,

Babcock LC, Engberg JB. “A Dynamic Model of Collective Bargaining and Turnover in the
Public Sector,” Journal of Lahor Research, 1997, 18: 265-286.

Babcock LC, Engberg I, Glazer A. “Wages and Employment in Public Sector Unions,”

Economic Inguiry, 1997, 35: 532-543.

Wholey DR, Christianson JB, Engberg J, Bryce C. “HMO Market Structure and Performance:
1985 10 1995, Health Affairs, 1997, 16: 75-84.

Babcock L., Benedict ME, Engberg I. “Structural Change in Western Pennsylvania: How tHave
Dislocated and Non-dislocated Workers Fared?,” Journal of Urban Affairs, 1998, 20: 53-68.

Cohen I, Cork DD, Engberg 1, Tita G. “The Role of Drug Markets and Gangs in T.ocal Homicide
Rates,” Homicide Studies, 1998, 2: 241-2062.

Babcock 1., Engberg J. “Bargaining Unit Composition and the Returns to Education and
Tenure,” Industrial and Labor Relations Review, 1999, 52: 163-178.

Engberg J, Greenbaum R. “State Enterprise Zones and Local Housing Markets,” Journal of
Housing Research, 1999, 10: 163-187.

Bryce CL, Engberg JB, Wholey DR. “Comparing the Agreement among Alternative Models in
Evaluating HMO Efficiency,” Health Services Research, 2000, 35: 509-528.

Bondonio 13, Engberg J. “States’ Enterprise Zone Policies and Local Employment: What
[.essons Can Be Learned?” Regional Science and Urban Economics, 2000, 30: 519-549.

Greenbaum R, Engberg J. “An Evaluation of State Enterprise Zone Policies,” Policy Studies
Review, 2000, 17: 29-46.

Shiffman S , Balabanis MHH, Paty JA, Engberg J, Gwaltney CJ, Gnys M, Hickcox M. “Dynamic
Effects of Seli-efficacy on Smoking Lapse and Relapse,” Health Psychology, 2000, 19(4): 315-
323,

Greenbaum R, Engberg J. “An Lvaluation of State Interprise Zone Policies: Measuring the

Impact on Urban Housing Market Outcomes,” In Public Policies for Distressed Communities
Revisited, 33-64: ¥, Stevens Redburn and Terry I'. Buss, eds., Lexington Books, 2002

Engberg IB. “Variation in the Impact of Benetit Exhaustion on Unemployment Duration,” in
Search Theory and Unemployment: Theory, Empiricism, and Policy. C. Davidson and S.
Woodbury, eds., Kluwer Press, 2002.

Greenbaum R, Engberg J. “The Impact of State Enterprise Zones on Urban Manufacturing
Establishments.” Journal of Policy Analysis and Management, 2004, 23(2): 315-339.

Castle N, Engberg J. “Response Scales and Satisfaction Surveys for Elders,” The Gerontologist,
2004, 44(3): 358-367.

Engberg I, Wholey D, Feldman R, Christianson IB. “The Effect of Mergers on Firms” Costs:
Fvidence from the HMO Industry,” The Quarterly Review of Economics and Finance, 2004,
44(4): 574-600.



Joha B. Engberg

Zheng K, Padman R, Johnson M, Engberg J, Diamond H. “An Adoption Study of a Clinical
Reminder System in Ambulatory Care Using a Developmental Trajectory Approach,” MEDINF 0]
2004: Proceedings of Eleventh World Congress on Medical Informatics, 2004, 1115--1120.

Figucroa R, Harman J, Engberg J. “The Impact of Length of Stay for Inpatient Psychiatric
Treatment on Readmission Rate,” Psychiatric Services, 2004, 55(5): 560-565.

Tita G, Cohen J, Engberg J. “An Ecological Study of Gang Location: The Social Organization
of “Set Space,”” Social Problems, 2005, 52(2): 272-299.

Casile N, Fngberg I. “Staff Turnover and Quality of Carc in Nursing [omes,” Medical Care,
Jun 2005, 43(6): 616-626.

Babcock £, Engberg J, Greenbaum R. “Wage Spillovers in Public Sector Contract Negotiations:
The tmportance of Social Comparisons,” Regional Science and Urban Economics, 2005, 35(4):
395-416.

Castle N, Degenholtz H, Engberg I. “State Variability in Indicators of Quality of Care in Nursing
Facilities,” The Journals of Gerontology. 2005, 60(9): 1173-1179.

Castle N, Engbetg J. “Organizational Characteristics Associated with Staff Turnover In Nursing
Homes,” The Gerontologist, 20006, 46(1): 62-73.

Wholey DR, Engberg 1B, Bryce CL. “A Descriptive Analysis of Average Productivity Among
Flcalth Maintenance Organizations, 1985 to 2001, Health Care and Management Science, 2006,
0: 189-206.

Engberg J, Morral A. “Reducing Substance Use Improves Adolescenls’” School Attendance,”
Addiction, 2000, 101: 1741-1751.

Castle NG, Men A, Engberg I. “Downsizing in the Nursing Home Industry,” Health Care
" Management Review, Jul-Sep 2006, 31(3): 231-240.

Castle NG, Engberg J, Anderson R. “Job Satisfaction ol Nursing Home Administrators and
Tumover,” Medica! Care Research and Review, 2006, 64(2): 191-211.

Castle NG, Engberg J. “Nursing Home Deficiency Citations for Medication Use,” sournal of
Applied Gerontology, 2007, 26{2): 208-232.

Castle NG, Handler S, Engberg J, Sonon K. “Nursing Home Administrators” Opinions of the
Resident Salety Culture in Nursing Homes,” Health Care Management Review, Jan-Mar 2007,
32(1): 66-76.

Castle NG, Engberg J, Anderson R, Men A. “Job Satisfaction of Nurse Aides in Nursing Homes:
Intent to Leave and ‘Turnover,” Gerontologist, Apr 2007, 47(2): 193-204.

Castle NG, Fngberg J, Liu D. “Have Nursing Home Compare Quality Measure Scores Changed
Over Time in Response to Competition?” Quality & Safety in Health Care, Jun 2007, 16(3): 185-
191.

Castle NG, Engberg 1. “The Inlluence of Stalling Iactors on Quality of Care in Nursing
Homes.” Health Services Research, Oct 2007, 42(5): 1822-1847.



John B. Engberg

Castle NG, Engberg I, Men A. “Nursing Home Staff Turnover: Impact on Nursing Home
Compare Quality Mcasures,” The Gerontologist, Oct 2007, 47(5): 650-661.

Castle NG, Men A, Engberg J. “Variation in Use of Nursing 1lome Deficiecncy Citations,”
Journal for Healthcare Quality, Nov-Dec 2007, 29(6): 12-23.

Castle NG, Liu D, Engberg J. “The Association of Nursing Home Compare Quality Mcasures
with Market Competition and Occupancy Rates,” Journal for Healthcare Quality, Mar-Apr
2008, 30(2): 4-14.

Castle NG, Engberg J, Men A. “Nurse Aide Agency Staifing and Quality of Carc in Nursing
Iomes,” Medical Care Research and Review, Apr 2008, 65(2): 232-52.

Engberg I, Castle NG, McCaffrey D. “Physical Restraint Initiation in Nursing Homes and
Subsequent Resident Health,” The Gerontologist, 2008, 48(4): 442-452.

Castle NG, Engberg J. “Further Examination of the Influence of Caregiver Staffing Levels on
Nursing [Home Quality,” The Gerontologist, 2008, 48(4): 464-476.

Castle NG, Engberg 1. “The influence of agency staffing on quality of care in nursing homes,”
Journal of Aging & Social Policy, 2008, 20(4): 437-457.

Castle NG, Engberg I, Mendeloft J, Burns R. “A naticnal view of workplace injuries in nursing
homes,” Health Care Management Review, January/March 2009, 34(10): 92-103.

Castle NG, Engberg J. Lave JR. “Factors Associated with Increasing Nursing [Tome Closures,”
Health Services Research, June 2009, 44(3): 1088-1109.

Castle. N.G., Fngberg, ., “The Health Consequences of Using Physical Restraints 1o Nursing
Homes,” Medical Care, Nov 2009, 47(11), 1164-1173.

Patterson PD, Jones CB, Hubble MW, Carr M, Weaver MD, ingberg J, Castic N. “The

Longitudinal Study of Turnover and the Cost of Turnover in Emergency Medical Services.”
Prehospital Emergency Care, April 6, 2010,14(2):209-221.

Castle, NG, Engberg, J. "An Examination of Special Focus TFacility Nursing Homes," The
Gerontologist. 2010, 50(3), 400-407.

Castle, NG, Iingberg, J. "The Health Consequences for Nursing Home Residents of Relocation
Following Hurricane Katrina," Research on Aging, 2011 33(0) 661-687.

Yu 11, Scharf D, I'ngberg J, Schultz D. “The Effects of Arkansas Master Settlement Spending on
Disparities in Smoking,” American Journal of Public Health, 2012 102(4) 732-738..

Engberg J, Gill B, Zamarro G, Zimmer R. "Closing Schools in a Shrinking District: Do Student

Outcomes Depend on Which Schools are Closed?" Journal of Urban Economics, 2012 1:189-
203

Castle, N.G., Engberg, J., & Krackhardt, ID. Consistent assignment of nurse aides: Association
with turnover and absentceism. Journal of Aging and Social Policy (in press).



John B. Engberg

RAND REPORTS
Gill B, Engberg J. Student Achievement in the Pittsburgh Public Schools, RAND WR-204, 2004.

Farley D, Chinman M, D’Amico E, Dausey D, Engberg J, Hunter S, Shugarman 1., Sorbero M.
Evaluation of the Arkansas Tobacco Settlement Program: Progress from Program Inception to
2004, RAND TR-221, 2005.

Engberg I, Fitzmartin C, Gatune J, Karam R, DaVanzo J, Goldman C. Qatar Natioral
Education Data System: From Concept to Reality, RAND ET239-4003. (Restricted
Distribution), 2005.

Gill B, Engberg J. Pittshurgh Public Schools’ Data Systems: Opportunities for Analysis in
Support of Data-Driven Decisionmaking, RAND WR-281,2005.

Farley D, Chinman M, D’ Amico [, Dausey D, Engberg I, Hunter S, Lovejoy S, Schultz D,
Shugarman L. Evaluation of the Arkansas Tobacco Settlement Program. Program Advancement
in 2005, RAND WR-272-1, 2005.

(7ill B, Engberg J, Booker K. Assessing the Performance of Public Schools in Pitisburgh,
RAND WR-315, 2005.

Engberg J, Gill B, Estimating Graduation and Dropout Rates with Longitudinal Data: 4 Case
.Study in the Pittsburgh Public Schools, RAND WR-372,2006.

Ridgely MS, Engberg J, Greenberg M, Turner S, DeMartini C, Dembosky ). Justice, Treatment,
and Cost: An Evaluation of the Fiscal Impact of Allegheny County Mental Health Court, RAND
TR-439, 2007,

Farley D), Engberg J, Carroll B, Chinman M, D’ Amico E, Hunter S, Lovejoy S, Shugarman L.Yu
H, Kahan ). Evaluation of the Arkansas Tobacco Setilement Program. Progress During 2004
and 2005, RAND TR-397, 2007.

Schultz D, Dubowitz, T, Lovejoy S, Tharp-Taylor S, Yu H, Engberg 1. Fvaiuation of the
Arkansas Tobacco Settlement Program: Progress During 2006 and 2007, RAND TR-611, 2008.

Engberg J, Castle N, Hunter S, Steighner L, Maggio L. National Evaluation of the
Demonstration to Improve the Recruitment and Retention of the Direct Service Community

Workforce, RAND TR-699, 2009,

Schultz 13, Tharp-Tayloer S, Dubowitz T, Yu H, Lovejoy S, Phillips A, Engberg J. Evaluation of
the Arkansas Tobacco Settlement Program: Progress during 2008 and 2009. RAND TR-834,
2010.

Hamilton, LS, Engberg J, Steiner ES, Nelson CA, Yuan XK. Improving School Leudership
Through Support, Evaluation, and Incentives: The Pittsburgh Principal Incentive Program.
Santa Monica, CA: RAND Corporation, MG-1223-PP5, 2012.

Lh



John B. Engberg

NATIONAL BUREAU OF ECONOMIC RESEARCH WORKING PAPERS

Tngberg I, Epple D, Imbrogno J, Sieg I, Zimmer R. Estimation of Causal Effects in Experiments
with Multiple Sources of Noncompliance. NBER Working Paper No. 14842. 2009.

Davis B, Engberg I, Epple D, Sieg H, Zimmecr R. Evaluating the Gifted Program of an Urban
School District using a Modified Regression Discontinuity Design. NBER Working Paper No.
16414. 2010.

PROFESSIONAL POSITIONS AND ACTIVITIES

Adjunct Faculty, Department of Fealth Policy and Management, Graduate School of Public
Health, University of Pittsburgh, 2007-present.

Adjunct Faculty, Heinz School of Public Policy and Management, Carnegie Mellon University,
2002-2005.

Research Director, Carnegie Mellon Census Research Data Center, 1999-2000.

Post-Doctoral Fellow in Psychiatric Statistics, Statistics Department, Carnegie Mellon
University, and Western Psychiatric [nstitute and Clinic, University of Pittsburgh Medical
Center, 1994-96

Memberships (past and current): American Economics Association, Econometric Saciety,
American Statistical Association, American Real Estate and Urban Economics Association,
Association for Public Policy and Management, Regional Sciences Association Intcrnational,
Gerontological Society of America.

Affiliations: National Consortium on Violence Research (Consortium Member), University of
Pittsburgh Center for Resecarch on Health Care (Affiliated Faculty).

Referee: American Economic Review, Journal of Human Resources, Journal of Public
FEconomics, Economic Inguiry, Industrial and Labor Relations Review, Journal of Economic and
Business Statistics, Review of Fconomics and Statistics, Statistics in Medicine, Health
Psychology, Information Systems Research, Journal of Regional Studies, National Tax Journal,
Regional Science and Urban Economics, and Economics of Education Review.

Reviewer: National Science Foundation: Fconomics Section Geographical Sciences Scetion. US
Census Bureau.

Qutrcach: Developed and taught “Panel Data Analysis: Theory and Practical Applications,”™ a
five day seminar in advanced econometrics for practicing research economists. Sponsored by the
Economics Education and Research Consortium and the New Economics School, Moscow,
Russia. May, 1998; Pennsylvania Commission on Crime and Delinquency, Homeland Sceurity
Advisory Board Member, 2003.

Previcus Consulting: Dames & Moore, Allegheny County Department of Public Welfare, Fannie
Mae, Pittsburgh Press, Woodland Hills School District, USX, United Steel Workers, Western
Pennsylvania Allegheny Health System
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GABRIELLA C. GONZALEZ

(b)(8)
EDUCATION
2002 Ph.D. Sociology, Harvard University, Cambridge, MA
1998 M.A. Sociology, Harvard University, Cambridge, MA
1993 B.A. Cum Laude, Sociolegy, Harvard University, Cambridge, MA

RESEARCH INTERESTS

Disparities in educational opportunity and attainment, labor market access of youth, school-to-
work transitions, program evaluation, education reforms in the Middle East

PROFESSIONAL EXPERIENCE

2010-current  Social Scientist, RAND Corporation, Pittsburgh PA
Recent work includes the analysis of career decision-making of minority Air Force
cadets; studies in racial, ethnic, and immigrant disparities in education; design of
an evaluation system for New Haven Public School's K-12 education reform;
evaluating the early progress of the Pittsburgh Promise post-secondary education
scholarship system.

2002-2009 Associate Social Scientist, Pittsburgh, PA and RAND-Qatar Policy Institute (2003-
2007)
Previous work included evaluating the state role in promoting school leadership;
the development of an educational voucher system in the nation of Qatar;
analyzing education reforms in the Gulf Arab region; assisting with the
implementation of the student assessment system in Qatar; analyzing fertility
issues in Abu Dhabi, UAE.

PEER-REVIEWED JOURNAL ARTICLES

2011 Karoly, Lynn and Gabriella Gonzalez, “Early Care and Education for Children in
hmmigrant Families” Future of Children, v. 21, no.1 {(71-101).

2010 Constant, L., C. Goldman, G. Zellman, C. Augustine, T. Galama, G. Gonzalez,, CA.
Guarino, R. Karam, G. Ryan, H, Salem, “Premoting Quality and Variety Through the
Public Financing of Privately Operated Schools in Qatar,” fournal of School Choice, v. 4,
n.4, October (450-473).

2006 Santibafiez, L., G. Gonzalez, P. Morrison, and S. Carroll, “Methods for Gauging the
Target Populations that Community Colleges Serve.” Population Research and Policy
Review, Vol. 26, No. 1 (51-67).

PEER-REVIEWED REPORTS AND BOOKS

2011 Gonzalez, Gabriella, Robert Bozick, Shannah Tharp-Taylor, and Andrea Phillips,
Fulfilling The Pittsburgh Promise: Early Progress of Pittsburgh's Postsecondary

Gonrzalez- May 2012 1



2011

2009

2009

2009

2008

2008

2005

2004

Scholarship Program. Santa Monica, CA: RAND. MG-1139-TPP.

Weinick, Robin M., Beckjord, Ellen B., Farmer, Carrie M., Martin, Laurie T,, Giilen, Emily
M., Acosta, Joie, Fisher, Michael, P., Garnett, Jeffrey, Gonzalez, Gabriclla €, Helmus, Todd
C., Jaycox, Lisa, Reynolds, Kerry, A, Salcedo, Nicholas, Scharf, Deborah M. Programs
Addressing Psychological Health and Traumatic Brain Injury Among U.S. Servicemembers
and Their Femilies. Santa Monica, CA: RAND. TR-950-05D.

Augustine, Catherine, Gabriella Gonzalez, Gina lkemoto, Jennifer Russell, Gail Zellman,
Louay Constant, Jane Armstrong, Jacob W. Dembosky, Improving School Leadership: The
Promise of Cohesive Leadership Systems. Santa Menica, CA: RAND. MG-885-WF,

7ellman, Gail L, Gery Ryan, Rita Karam, Louay Constant, Htanine Salem, Gabriella
Gonzalez, Nate Orr, Charles A. Goldman, Hessa Al-Thani, and Kholode Al-Obaidli,
Implementation of the K-12 Education Reform in Qatar’s Schools, Santa Monica, CA:
RAND. MG-880-QATAR.

Guarino, Cassandra, Titus Galama, Louay Constant, Gabriclla Gonzalez, Jeffrey Tanner,
and Charles Goldman. Development of a Finance System to Support K-12 School Reform in
Qatar. Santa Monica, CA: RAND. MG-839-QATAR.

Gonzalez, Gabriella, Vinhuan Le, Markus Broer, Louis T. Mariano, Julie DaVanzo, Charles
Goldman, and Enrique Froemel. Lessons frem the Field: The Development of the Qatar
Student Assessment System {2002-2006). Santa Monica, CA: RAND. TR-620-QATAR.

Gonzalez, Gabriella, Lynn Karoly, Louay Constant, Hanine Salem, and Charlas Goldman.
Facing Human Capital Challenges of the 21st Century: Education and Labor Market
Initiotives in Lebanon, Oman, Qatar, and the United Arab Emirates. Santa Monica, CA:
RAND. MG-786-RC.

Gonzalez, Gabriella. Educational Attainment in Immigrant Families; Community Context
and Family Background. New York, NY: LFR Scholarly Publishing.

Santibafiez, Lucrecia, Gabriella Gonzalez, Peter Morrison, Steve Carroll. Effects of Budget
Limitations on the Los Angeles Community College District. Santa Monica, C/i: RAND. TR-
122-EDUL

BOOK CHAPTERS AND WORKING PAPERS

2011

2004

2003

Gonzalez- July 2012

Gonzalez, Gabriella, “Education and Employment in the Private Sector: Addressing
Skills Mismatch in the GCC,” Education and the Requirements of the GCC Lubor
Markets, Abu Dhabi, UAE: The Emirates Center for Strategic Studies and Research.

Gonzalez, G. “The Effects of Family Background, Iimmigration Status, and Social
Context on Latino Children’s Educational Attainment” in Raul Ybarra and Nancy
Lopez (eds.) Creating Alternative Discourses in the Education of Latinos. New York,
NY: Peter Lang Press.

Stecher, B., Hamilton, L., & G. Gonzalez. Working Smarter to Leave No Child Behind:
Practical Insights for School Leaders. Santa Monica, CA: RAND. WP-138-EDU



CONTRACTS, GRANTS, AND FELLOWSHIPS

2011 Principal investigator. Development of the Evaluation Design and Communication
Plan for New Have Promise und New Iiaven School Change Reform Program.
Community Foundation for a Greater New Haven. ($300,000 for 6 menths)

2010 Principal investigator. Evaluation of the Short-term Effectiveness of the Pittsburgh
Pramise. The Pittsburgh Promise ($280,000 for 10 months)

2007 Co-principal investigator. Evaluation of the Wallace Foundation’s Cohesive School
Leadership System Theory and The State Role in Promoting Principal Leaders. The
Wallace Foundation ($1.9 million for 18 months)

2007 Co-principal investigator. Assessment of the Feasibility and Assistance with the
Implementation of an Educational Voucher Program in the State of Qatar.
Supreme Education Council, Qatar ($1.4 million for 24 months)

2007 Principal investigator, Evaluating the Qatar Senior Schooling Certificate.
Evaluation Institute, Supreme Education Council, Qatar ($67,000 for 3 months)

2007 Co-principal investigator. Evaluation of the Academic Bridge Program Qatar
Foundation, Qatar ($397,000 for 7 months)

2000 Spencer Foundation Dissertation Fellowship for Research Related to Education
2000 American Educational Research Association Dissertation Writing Grant

2000 National Science Foundation Graduate Research Fellowship, Honorable Mention
INVITED FALKS

2012 Gonzalez, G. “Immigrants and mmigration: Issues Over the Horizon for

Pittsburgh,” presented at the Labor and Employment Relations Association
(LERA) of Southwestern Pennsylvania, Pittsburgh, PA, March

2010 Gonzalez, G. “Comprehensive Immigration Reform: What are the Issues and how
Does this Affect Pittsburgh?” roundtable discussant sponsored by Pittsburgh
Arca [ewish Committee (PA[C), Pittsburgh, PA, January

2009 Gonzalez, . “Millennium Development Goal 2: Discussion of Education Reform
Efforts in the Middle East” presented at Global Pittsburgh, Pittsburgh, PA,
November

2009 Gonzalez, G. “Sustaining and Scaling Up Initiatives to Promote Scheol

Leadership.” presented at The Wallace Foundation’s National Conference,
Education Leadership: An Agenda for School Improvement, Washington, D.C.
October

2009 Gonzalez, G. “Promoting Diversity in Corporations: A Review of RAND

Gonzalez- July 2012 3



Research.” presented at the Western Pennsylvania Diversity Initiative Annual
Diversity and Inclusion Conference, Pittsburgh, PA, October

OTHER EXPERIENCE

2012

2001-present

2009-present

2010

2009

2007

2005

2001, 2002

2000-2002

1996-2002

1993-1995

Gonezalez- July 2012

Adjunct Instructor, Education Policy Analysis
Heinz School of Management, Carnegie Mellon University, Pittsburgh, PA

Reviewer

Economics of Education

International Journal of Educational Research
International Migration Review

Sociological Perspectives

Condition of Education Statistics 2003

Execytive Committee Member, Board of Directors, Vibrant Pittsburgh, Pittsburgh,
PA. Goal of the Initiative is to spur economic development of the Pittsburgh
region by attracting, retaining, and preparing minority and immigrant talent in
the region

Program Chair, Division L, Section 7: International Peiicy and Politics, Annual
Meetings of the American Educational Research Association

Chair, Annual Meetings of the American Sociclogical Associaticn,
Referred Roundtable of the Section on the Sociology of Education

Chair, Annual Meetings of the American Educational Research Association
Panel Session, “The Impdct of Social and Cultural Capital on Educational
Cutcomes”

Discussant, Annual Meetings of the American Educational Research Association
Panel Session, "Role of Community Context on Education”

Discussent, Annual Meetings of the American Sociological Association,
Referred Roundtable of the Section on the Sociology of Education

Visiting Lecturer, Department of Sociology, Harvard University.
Lectured un the sociology of education in "Sociology 109: Schocling and
Society” and Cuban society in “Foreign Cultures 46: Caribbean Societies”

Instructor, Head Teaching Fellow, Teaching Fellow. Department of Sociclogy,
Harvard University. “Sociclogy 135: Immigration and Migration”(1996),
“Foreign Cultures 46: Caribbean Societies” (1967, 2001}, “Sociology 156:
Statistical Analysis for Sociology Concentrators” {1998), “Social Analysis 38:
Social Stratification” (1999), and “Sociology 109: Schooling and Society”
(2000), Social Analysis 54: American Society & Public Policy (2002)

Adjunct Professor, Division of Social Sciences, Universidad de Monterrey, Nuevo
Leon, Mexico. Courses includad United States history, United States



government
LANGUAGE SKILLS
Conversational Spanish
PROFESSIONAL MEMBERSHIPS

American Sociological Association

- Section on the Sociolegy of Education

- Section on Latino/a Sociclogy

- Section on Migration and Immigration

- Population Section
American Educational Research Association

- Sociology of Education special interest group
Sociology of Education Association

Gonzalez- July 2012
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Department of Educationat Leadership
Neag School of Education

249 Glenbrook Road Unit 2093
Stors, CT 06269-2003

Casey D. Cobb
Curriculum Vita

EDUCATION

PhD. Arizona State University 1998: Educational Leadership & Policy Studies
vy.s. University of Maine 1995: Educational Leadership
A.B. Harvard University 1989: Economics

EXPERIENCE

Head and Associate Professor, Department of Educational Leadership, Neag School of
Education, University of Connecticut. Director, Center for Education Policy Analysis. 2006-
currcnt.

Assistant Professor, Department of Educational Leadership, Neag School of Education,
University of Connecticut. 2003-2006.

Assistant Professor, Department of Education, University of New Hampshire. 1998-2003.
SELECT PUBLICATIONS

Editorships
Cobb, C. D., Bifulco, R., & Bell, C. (2009). Special Issue on “Informing the Future of School
Choice Policy.” Peabody Journal of Education, 84(2).

Books
Coladarei, 1., Cobb, C. D., Minium, E. W, & Clarkc, R. C. (2010, 2008, 2004). Fundamentals
of statistical reasoning in education. New York, NY: John Wilev/Josscy Bass.

Rallis, S. F., Rossman, G. B., Cobb, C. D, Reagan, T. G., & Kuntz, A. M. (2008). Leading
dynamic schools: How fo create and implement ethical policies. Thousand Oaks, CA: Corwin
Press.

Book Chapters
Cobb, C. D., Bifulco, R., & Bell, C. (forthcoming). Legally viable desegregation strategies: The
case of Connecticut. Looking to the Future. Durham, NC: University of North Carolina Press.

Cobb, C. D., & DeMitchell, T. A. (2006). Fundamental values and policy making. The Sage
encyclopedia of educational leadership and administration, Vol. 2, 776-772. Thousand Oaks,
CA: Sage Publicattons.



Cobb, C. D., & Rallis, S. F. (2005). Policies for a pluralistic society. In Language and cultural
diversity in U.S. schools, Osbom, T. A., (Ed.). Westport, CT: Praeger.

Joumal Articles

Bifulco, R., Cobb, C. D., & Bell, C. (2009). Can interdistrict choice boost student achievement?
The case of Connecticut’s interdistrict magnet school program. Educational Evaluation and
Policy Analysis, 31(4), 323-3435.

Cobb, C. D., & Glass, G. V (2009). School choice in a post-desegregation world. Peabody
Journal of Education, §4(2), 262-278.

Gort, M., De Jong, E. J., & Cobb, C. D. (2008). SEI with a conscience? Structural and
idcological context of sheltered English immersion in Massachusetts. Journal of Educational
Research and Policy Studies, 8(2), 41-67.

Cobb, C. D., & Rallis, 8. F. (2008). District responses to NCLB: Where is the justice?
Leadership and Policy in Schools, 7(2), 178-201.

Andrew, M, D, Cobb, C. D., & Giampictro, P. J. (2005). Verbal] ability and teacher
effectiveness. Journal of Teacher Education, 56(4), 343-354.

De Jong, E. J., Gort, M., Cobb, C. D. (2005). Bilingual education within the context of English-
only policies: Three districts” responses to Question 2 in Massachusetts. Educational Policy,
19(4), 595-620.

Cobb, C. ID. (2004). Looking across the states: Perspectives on school accountability.
Educational Foundations, 18(3-4}, 59-79.

Cobb, C. D. (2003). Geographic methods and policy: Using geographic information systcms to
mform education policy. Educational Research Quarterly, 27(1), 28-39.

Cobb, C. D., & Glass, G. V (2001). U.S. charter schools and ethnic segregation: Inspecting the
evidence. fnternational Journal of Lducational Reform, 10(4), 381-394.

Garn, G., & Cobb, C. D. (2001). A framework for understanding charter school accountability.
Education and Urban Society, 33(2), 113-128.

Cobb, C. D., & Mayer, J. D. (2000). Emotional intelligence: What the research says. Fducational
Leadership, 59(3), 14-18. [Reprinted in Duffy, K. G. (Ed.) Annual Editions: Psychology 02/03
(32nd Edition), pp.113-117. Guilford, CT: McGraw-Hill/Duskin].

Mayer, J. D., & Cobb, C. D. (2000). Educational policy on emotional intelligence: Does it make
sense? Educarional Psychology Review, 12(2), 163-1%3.



Cobb, C. D., & Glass, G. V (1999). Ethnic segregation in Arizona charter schools. Education
Policy Analysis Archives, 7(1). |On-line]. Available: http://epaa.asu.edu/epaa/v7nl.

SELECT PRESENTATIONS

Cobb, C. D., Bifulco, R., & Bell, C. (2009, April 2). Viable desegregation strategies: The case of
Connecticut. Paper presented at Looking to the Future: Legal and Policy Options for Racially
Integrated Education in the South and the Nation. Convened by the Center for Civil Rights at the
UNC School of Law, The Civil Rights Project/Proyecto Derechos Civiles at UCLA, and the
Education and Policy Evaluation Center at the University of Georgia. Chapel Hill, NC.

Cobb, C. D. (2009, March 25). School choice in a post-desegregation world. Invited presentation
at the Sidore Lecture Series. University of New Hampshire, Durham, NH.

Cobb, C. D. (2008 February). Voices from the field: The challenges of leading magnet schools.
Presentation at the Magnct Schools of America Legislative Advocacy & Leadership Conference,
Washington, DC.

Cobb, C. D., Rallis, S. F., Thompson, A. L., & Levitt, H. A. (2006). Doing the right thing:
Understanding districts’ responses 1o a court-ordered de facto policy. Paper presented at the
Annual Meeting of the American Educational Research Association, San Francisco, CA.

Gort, M., Cobb, C. D., & Delong, E. J. (2006). The shift from TBE to SEI in Massachusetts: An
examination of three pro-bilingual districts. Paper presented at the Annual Meeting of the
American Educational Research Association, San Francisco, CA.

Cobb, C. D., Gorl, M., & de Jong, E. J. (2005). The role of ideology in policy-making: Bilingual
philosophies in an English-only era. Paper presented at thc Annual Meeting of the American

Educational Rescarch Association, Montreal, Canada.

Policy & Research Reports

Donaldson, M., Mayer, A., Cobb, C. D., & Lemons, R. (2009). Iligh leverage policies.
University of Connecticut/Great Schools Partnership: Center for Education Policy Analysis.

Cobb, C. D., Bifulco, R., & Bell, C. (2008). Evaluation of Connecticui’s Interdisirict Magnet
Schools. Submitied to the Connecticut State Department of Education. University of
Connccticut: Center for Education Policy Analysis.

EVALUATION & RESEARCH MANAGEMENT

PI, Great Schools Partnership & the New England Secondary School Consortium Policy Review
project, 2009
Co-P1 & Research Director, NEA-sponsored CommPACT Schools Research Project, 2008-

3



Project Evaluator, History in Perspective professional development grant, Berwick School
District, 2008-2010

PI, Magnet Schools of America, 2007-2009 _

PIL, Evaluation of CSDE Bureau of Educational Equity Programs, 2006-2009

Co-P1, Evaluation of the CSDE Interventions in Districts Related to the Settlement Agreement in
P.J. et al. v. State of Connecticut et al., 2005

Program Evaluator, Smaller Learning Communtties Program, MSAD #60, 2003

Project Evaluator, History in Perspective professional development grant, 2001-2003; 2004-
External Evaluater, Comprehensive School Reform Demonstration grant, Noble High School,
2000-2001

Research Consultant, Project PATH, 2000-2005

Co-Evaluator, Maine NSF Statewide Systemic [nitiative, 1993, 1994, 1997

GRANTS

Principal Investigator, Great Schools Partnership Grant (2009) $53,397

Co-Principal Investigator, NEA Foundation Research Grant (2008-2012) $250,000

Magnet Schools of America (2007-2009) $15,000

Evaluation of CSDE Burcau of Educational Equity (2006-2008) $299,513

State of Connecticut SAELP II Grant (2005-2007) $54,000

Evaluation of the CSDE Interventions in Districts Related to the Settlement Agreement in P.J. et
al. v. State of Connecticut et al. (Rallis & Cobb, 2005} $143,046

HONORS
Invited Keynote, Sidore Lecture Series, 2009
[nvited Member, NEA Foundation Closing the Achievement Gaps Knowledge Group, 2008-
Magnet Schools of America’s Blue Ribbon Pancl on Leadership, 20067-

SERVICE ACTIVITIES

Editorial Board Education Policy Analysis Archives 2005-
Editorial Board The Professional Educator 2005-
Editortal Board Journal of Research in Rural Education 1999-
President NEERO 2064-2006
Institutional Review Board (IRB) Committee Member, UConn 2009-
Large Faculty Grant Social Sciences Review Panel 2009-
Director, UConn Center for Education Policy Analysis 2005-



MORGAEN L. DONALDSON

(b)(6)

EDUCATION

Harvard Graduate School of Education Cambridge, MA
Ed. D. in Administration, Planning, and Social Policy; June, 2008.

Ed. M. in Teaching and Curriculum; June, 1997,

Princeton University Princeton, NJ
A.B. cum laude in History; Concentration in American Studics; June, 1994.

EXPERIENCE
Assistant Professor, Department of Educational Leadership, Neag School of Education,
University of Connecticut; 2008-present.

Research Associate. Center for Policy Analysis, University of Connecticut; 2008-present.

Research Affiliate, Project on the Next Generation of Teachers (NGT), Harvard University,
2002-present.

Instructor, Harvard Graduate School of Education; Teachers Unions and School Improvement;
2008.

Teaching Fellow, Harvard Graduate School of Education. Courses taught: economics of
education (lead teaching feflow); intermediate statistics; and qualitative methods.

Project Director: Coalition of Essential Schools Mentor School Project; 2003-2004.
Founding Teacher: Boston Arts Academy, Boston Public Schools; 1998-2001.

HONORS

Spencer Foundation /INational Academy of Education Post-doctoral Fellowship: Scmifinalist;

2011.

Outstanding Article: “No Morc Valentines: Making Teacher Evaluation Matter” Best of
Educational Leadership, 2009-10.

American Association of University Women Dissertation Fellowship: 2007-2008.
Spencer Foundation Research Training Grant: 2003-2006.

Russell Davis Faculty Tribute Fellowship: Harvard Graduate School of Education; 2002-2003.




PUBLICATIONS
ARTICLES

™onaldson, M.L. & Donaldson, G.A. (2012). “Strengthening Teacher Evaluation: What District
.vaders Can Do.” Educational Leadership, 69(8), 78-82.

Donaldson, M.L. (2012). “The Promise of Older Novices: Do Older Entrants To Teaching
Remain In Low-Income Schools Longer Than Their Younger Counterparts?” Teachers College
Record, 114(10}.

Irizarry, J.G. & Donaldsen, M L. (2012). “Tcach for América: The Latinization of U.S. Schools
and the Critical Shortage of Latino/a Teachers.” American Educational Research Journal, 49(1),
155-194.

Donaldson, M.L., & Johnson, S.M. (2010). The Price of Misassignment: The Role of Teaching
Assignments in Teach for America Teachers' Exit from Low-Income Schools and the Teaching
Profession. Educational Evaluation and Policy Analysis, 32(2), 299-323.

Donaldson, M.L_, Cobb, C., & Mayer, A. (2010). Contested Terrain: Principal and Teacher
Leadership at Grove Street Elementary School. Journal of Cases in Educational Leadership,
13(2), 29-38.

Donaldson, M. L. (2010). No More Valentines: Making Tcacher Evaluation Matter.
Lducational Leadership, 67(8).

Donaldson, M.L. (2009). Into--and out of>-City Schools: The Retention of Teachers Prepared for
Urban Settings. Fquity & Excellence in Education, 42(3), 347-370.

Johnson, S., Donaldson, M.I.., Munger, M., Papay, J., & Qarilbash, E. (2009). Leading the
L.ocal: Teachers Union Presidents Chart Their Own Course. Peabody Journal of Education,
G4(3), 374-393.

Donaldson, M.L., Johnson, 8., Kirkpatrick, C., Marmell, W., Stecle, J., & Szczesiul, S. (2008).
Angling for Access, Bartering for Change: How Sccond-Stage Teachers Experience

Differentiated Roles in Schools. Teachers College Record, 110(5), 1088-1114.

Johnson, S.M. & Donaldson, M. L. (2007). Overcoming the obstacles to leadership.
Educational Leadership, 63(1).

Donaldson, M. [.. (2005). “The teaching caree:.” Harvard Educational Review, 75(3).
Johnson, S., Kardos, S., Kauffman, D., Liu, E., & Donaldson, M.L. (2004). The Support Gap:

New Teachers' Barly Expertences in High-Income and Low-Income Schools. Education Policy
Analysis Archives, {2(61).

Doncddron -- 2



Books

Johnson, S.:M. & the Project on the Next Generation of Teachers (Birkeland, S., Donaldson,
M.L., Kardos, S., Kauffman, D., Liu, E., & Peske, H.). (2004). Firders and Keepers: Helping
New Teachers Survive and Thrive in Our Schools. San Francisco, CA: Jossey-Bass.

INVITED BOOK CHAPTERS

Neutfeld, B, & Donaldson, M.L. (in press). “Ceaching for Instructional Improvement:
Conditions and Strategies that Matter.” In B. Kelly & D.¥. Perkins (eds.), The Cambridge
Handbook of Implementation Science for Educational Psvchology. Cambridge, UK: Cambridge
Unaversity Press.

Sheckley, B., Donaldson, M.L., Lemons, R. & Mayer, A. (2010). “An EdD Program Based on
Principles of How Adults Learm Best.” In A. Normore & G. Jean-Maric (cds.). Educational
Leadership Preparation: [nnovative and Interdisciplinary Approaches to the Ed.D and Graduate
Education. Palgrave-MacMillan,

Johnson, S.M. & Donaldson, M. L.. (2007). “Building a human resource system in the Boston
Public Schoofs.” In Paul Reville (Ed.), A Decade of Boston School Reform: Reflections and
Aspirations. Cambridge, MA: Harvard Education Press.

Johnson, S.M. & Doraldson, M. ... (2006). “How collective bargaining influences teacher
quality.” In Jane Hannaway and Andrew Rothcerham (Eds.) Collective Bargaining in Education:
Negotiating Change in Today’s Schools. Cambndge, MA: Harvard Education Press.

PUBLISHED REPORTS

Kolbe, T., Donaldson, M.L. & Rice, J.K. (2012). An Evaluation of Disparities in Instructional
Quality Across Connecticut School Districts. Storrs, C'1: Center for Education Policy Analysis.

Donaldson, M.L. (2011). Principals’ Approaches to Developing Teacher Quality
Constraints and Opportunities in Hiring, Assigning, Evaluating, and Developing Teachers.
Washington, DC: Center for American Progress.

- Donaldson, M L. with Peske, H. (2010). Supporting Effective Teaching Through Teacher
Evaluation: A Study of Teacher Evaluation in Five Charvter Schools. Washington, IDC: Center
tor American Progress.

Donaldson, M.L. (2009). So long, Lake Wobegon?: Using Teacher Evaluation to Raise Teacher
Quality. Washington, DC: Center for American Progress.

Donaldson, M.L., Mayer, A, Cobb, C., & Lemons, R. (2009). High Leverage Policy:
Transforming Secondary Schooling in Maine, New Hampshire, Rhode Island, and Vermont.
Storrs, CT: Center for Education Policy Analysis.

Johnson, S., Donaldson, M.L., Munger, M., Papay, J., & Qazitbash, E. (2007). Bevond the
Basics: Teachers Union Leaders Respond to Change. Washington, D.C.: Education Sector.
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Co-Principal Investigator. The School Organization and Science Achievement Project. Funded
by the National Science Foundation. (2011-2316). $3,000,000.
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{danaidron - 4



New taven TIF Grant Proposal: Professional Educators Guide

July 27,2012

Cptional Attachments List

bt e e b SRR T

fttashmant Aattzchment namsa

-
.=
G A

A8 FORTE IS D0 y
A D TAMT Eualnstion Letter




Optional Attachiment 1: NHFT contract



THE NEW HAVEN BOARD OF EDUCATION
and

THE NEW HAVEN FEDERATION OF TEACHERS,
LOCAL 933, AFT, AFL-CIO

JULY 1, 2010 — JUNE 30, 2014

{00291366.DOC Ver. 1}



TABLE OF CONTENTS Page

AN B L o 1
ARTICLE | RECOGNITICN, RIGHTS AND OBLIGATIONS OF THE PARTIES................ 1
SECTION 1. Exclusive Bargaining Representative.................oooooiiii i 1

S T ION S 2 o e e e e e e e 1
SECTION 5. Non-gisCrimination. ... oo e e e, 2

S T NS B8 .ot e e e e e e e, 2
ARTICLE Il GENERAL WORKING CONDITIOMNS Lo 2
SECTION 1. Fair Bisciplinary PoliCy ... 2
SECTION 2. School Year. .. e 3
SECTION 3. WOrk Day ...t 3
SECTION 4. LUNCh PerOUS Lo e e 4
SECTION 5. Class Sz oo 4
SECTION 6. Teaching LOad. ... ... e e 5
SECTION 7. Preparation Periods ... oo 5
SECTION 8. After School Meetings ..o 6
SECTION 9. SChOOl ViSHOTS . . oo e e B
SECTION 10. Teacher's Notice by Superintendent . ... .. e, 6
SECTION 11. Health and Safely........coooooo 7
SECTION 12. Non-teaching Buties . ... e, 7
SECTION 13 Early Dismissal..........oocoeooee oo 7
SECTION 14. Personal Property . ... e 8
SECTION 18, MalerialS ..o e e e 3
SECTION 16. Student Behavior. ... e, 8
ARTICLE il GRIEVANCE PROCEDURE .. oo oo 3
SECTION 1. Dl oo e e e, 8
SECTION 2. ProcedUres .o e e e 2]
SECTION 3. General ProvisioNns ..o 10
ARTICLE 1Y CONSGU LT ATION e e e e, 10
ARTICLE V FEDERATION RIGH TS e 11
SECTION 1. Use of School Facilities ..., 11
SECTION 2. Release TimMe .o e e e e 11
SECTION 3. General Provisions .o 12
SECTION 4. Dues, Services Fees and Other Deductions ..o, 12
SECTION 5. Materials and information. . 13
ARTICLE VI ABSENCES AND LEAVES OF ABSENCES ... 13
SECTION 1. SiCk LBAVE ..o 13
SECTION 2. MItitary LEAVE ..o e e 15
SECTION 3. Maternity Leave ... ... e e 15
SECTION 4. Sabbatical Leave . ... 17
SECTION 5. Federation LEaVE ... e, 18
SECTION 6. Miscellaneous Leaves .. e 18
SECTION 7. General Provisions ..., 19
SECTION 8. Court Appearances and Conventions ..., 19
ARTICLE VIl TRANSFERS AND PROMOTIONS e 20
SECTION 1. Voluntary Transfers ... e 20
SECTION 2. Involuntary Transfers ... .. 20

{00291366.D0C Ver. 1} i



SECTION 3. PromOtionS o e 21

SECTION 4. Improved Process for Intra-School Assignment._................ 22
ARTICLE VIIl PERSONNEL FILES AND EVALUATIONS ... 23
SECTION 1. Personnel FileS............coiiiiinieee e 23
SECTION 2. EVaAlUGLIONS ... et e, 23
ARTICLE IX STAFF DEVELOPMENT ... e e e 23
ARTICLE X TEACHER FACILITIES .. ..o e e e et et b 24
ARTICLE XI TEACHER PROTECTION ...t e e e 25
SECTION 1. NegliGENCE ...t 25
SECTION 2. AsSaUIE. ... oot ettt ems e e ee e e e eeaee e 25
ARTICLE Xl SALARIE S i e e e e e et e e et e e e e 26
SE CTIONS 0 it et ettt ettt et e e e e e eeaee e 26
SECTION 11. Pay for Travel. ... e 27
SECTION 12. Payroll ProcedUre . ... ..o ettt 28
SECTION 13. Detention Coverage ...........ccoo it 28
SECTION 14. Home Bound Compensation ... i 28
SECTION 15. SUMMEr SChOOL ... ..o e e 28
SECTION 18. Adult Education ... e 29
SECTION 17. Club AdVISOrS ... e 29
ARTICLE XIII BENEFIT PROGRAMS .. e 29
ARTICLE XIV CONFORMITY TO LAW AND SAVINGS CLAUSE.............coiiiiiie. 32
ARTICLE XV LAY OFFS . e 32
ARTICLE XVI MISCELLANEOUS L. . et 33
SECTION 1. Teacher DIreClony ... 33
SECTION 2. Sick Leave Statement ... 34
SECTION 3. Class INterruption .. e 34
SECTION 4. Media ServiCes. ... e 34
SECTIONS 510 . e 34
SECTION 11, PUpl Grades. e e 34
SECTION 12. Teaching Principal...... ..o 35
SECTION 13. Administrative Infern ..., 35
SECTION 14. Letters of Recommendation ... i 35
SECTION 15. SpecialistsS ..o 35
SECTION 18. Cancellation of SChools . 36
SE C T ON 17 e 36
SECTION 18. Residual Righis ... e 36
SECTION 19, Part-Time Teachers ... 36
SECTION 20. Job Sharming ... ..o e 36
ARTICLE XVHl COOPERATIVE EDUCATIONAL PLANNING......... .. 36
ARTICLE XVIII AMENDMENT TO THIS AGREEMENT ..., 37
ARTICLE XIX DURATION L. e 38
APPENDIX A New Haven Public Schools Teachers’ Salary ................................... 39
July 1, 2010 = June 30, 207171 e 39
July 1, 2011 —June 30, 2012 .o 40
July 1, 2012 —June 30, 2013 . 41
July 1, 2013 = June 30, 2014 o 42
APPENDIX B COACHES’ SALARY SCHEDULE 2010-2014 ..o 43
APPENDIX C HYDE PROJECT AGREEMENT ... 44
APPENDIX D SOUND SCHOOCL CONTRACT AGREEMENT ..o 47

{00291366.00C Ver. 1} ii



APPENDIX E City of New Haven Benefit Matrix ...
APPENDIX F Side Leiter to the 2006-2010 Contract and Amendment

to the 2010-2014 Contract Regarding Reforms.............coooiiiiiiiiee
APPENDIX G TURNARGOUND SCHOOLS ...

{00281366.00C Ver. 1} jii



PREAMBLE

SECTION 1. This Agreement is made and centered into as of this first day of July, 2010, by

" zween the New Haven Board of Education (hereinafter referred to as the Board) and the New

iwaven Federation of Teachers, Local 933, American Federation of Teachers, AFL-CIO (hereinafter
referred to as the Federation).

SECTION 2. The parties hereto recognize the benefits available to each hereunder, and the
proccdures and avenucs of communication established herein as a result of these good faith
ncgotiations between them; it being the aim of both the parties here to establish methods by which
the public educational system of the City of New Haven may continue to improve so as to meet the
needs of the total community. In furtherance of that aim, the parties hereto accept the provisions of
this Agreement as their collective and individual commitment actively, cooperatively and in good
faith to honor, support and scck to fulfill the obligations, commitments and representations made
herein. to the best of their respective abifities for the duration of this Agreement.

ARTICLE ¥
RECOGNITION, RIGHTS AND OBLIGATIONS OF THE PARTIES

- SECTION 1. Exclusive Bargaining Representative

Pursuant to Section 10-153 of the Connecticut General Statutes, the Board herchy recognizes
the Federation as the exclusive collective bargaining representative for all employees employed by
the Board in positions requiring a teaching or special services certificate (which employees shall
hercinaftter be referred to individually or collectively as "teacher” or “teachers”, [respectively], except
temporary substitutes). Such recognition is granted in accordance with the Certification of Results of
an clection held on November 21, 1967, executed by the Supervising Arbitrator, Walter Oberter. the
result of which clection is specified as "Election #1 (teachers).” Employces occupying positions
requiring an administrative or supervisory certificate (which employees shall hereinafter be referred
to individually or collcctively as “administrator” or “administrators”, respectively) shall be excluded
from the bargaining unit referred to herein. A teacher engaged in teaching in the adult education or
summer school program in a field in which s/he holds a teaching certificate issued by the State
Department of Education shall be represented by the Federation in the same manner and to the same
degree as any other ieacher, as defined herein.

SECTION 2. The Federation agrees to represent equally all members of the above delined
unit.

SECTION 3. Nothing in this Agreement shall in any way limit or contravene the authority of
the Board as provided in the General Statutes of Connecticut and the Charter of the City of New
Haven. The Board shall not, however, exercise any of its authority specified above so as to
contravene a specific provision of this Agreement. The Board will also not make any change in any
policy, rule or regulation affecting salaries or other conditions of ecmployment of teachers without
prior consultation or discussion with the Federation. The Federation may challenge the authority of
the Board to make a change in a policy, rule or regulation, by processing a gricvance in accordance
with the Grievance Procedure hereof.

SECTION 4. Any policy, rule or regulation of the Board, adopted prior to the eflective date
of this Agreement, which is in conflict with a specific provision or provisions of this Agreement,
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shall as of the effective date of this Agreement, be superseded and replaced by the applicable
provision or provisions of this Agreement with which it is in conflict. No provision of this
Agreement shall be construed or interpreted so as to apply retroactively.

SECTION 5. Non-discrimination

The parties agree to continue to follow the policy of not discriminating against any employee
on the basis of race, color, religious creed, age, sex, sexual oricntation, marital status, national origin,
ancestry, or present or past history of mental disorder, mental retardation, leaming disability or
physical disability, including, but not limited to, blindness, or membership or partnership in or
association with the activities of any employec organization or political party, or on account of
membership in a protected classification under Connecticut or Federal equal employment opportunity
statutes as they currently exist or as they may be amended from time to time.

SECTION 6. Despite references herein to the Board or the Federation as such, cach reserves
the right to act hereunder by committee or by designated representative {professional or lay, whether
or not a member). Lach party will provide to the other satisfactory evidence of authority so to act.

SECTION 7. During the term of this Agreement no member of the bargaining unit or
representative of the Federation shall engage in or participate in any refusal to work, mass
resignation, slowdown or strikc. Engaging in or participating in such activity shall constitute just
cause for discipling, including suspension and discharge. Any individual discharged or otherwise
disciplined for engaging or participating in such activity shall be entitled to arbitration in accordance
with the provisions set forth in Article [[I hereof but only on the issue of whether he engaged in or
participated in such activity, and the Arbitrators authoritv shall be so limited.

SECTION 8. Nothing contained herein to the contrary notwithstanding, bargaining unit
members shall be entitled to Family and Medical Leave as provided for by State and/or Federal
Family and Medical Leave laws, as applicable. Leaves provided for in this Agreement shall be
included in and shall not be in addition to the period(s) of family and medical leave required by such
laws.

ARTICLE If
GENERAL WORKING CONDITIONS

SECTION 1. Fair Disciplinary Policy
(a) No teacher shall be suspended except for just cause.

(b) Notification of suspension shall be giver to the teacher in writing with a copy to the
Federation. The reason for such discharge or suspension shall be stated therein.

(c) The teacher may, if s/he so desires, upon receipt of notification of suspension, file a
oricvance at the third step of the grievance procedure, provided in this Agreement. [f suspension is
found to be unjustified at any step of this procedare, the teacher's full pay and benefits shall be
restored for the full period of her/his suspension.
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SECTION 2. Scheol Year

(a) The work year of all teachers covered by this Agreement shall commence no earlier
than the Tuesday alter Labor Day, unless mutually agreed upon by the Board and the Federation, and
shall terminate no later than June 30 annually if possible under State Law. During such period there
shall be scheduled no more than one hundred cighty-two (182) regular teaching days where pupil
attendance is required. Similarly, during such period, teachers shall be required to report one day
prior to the pupils' first school day and shall be required to be in attendance one day after the last
scheduled day for pupil altendance but in no event more than one hundred eighty-six (186) scheduled
work days during such period. Teachers who were not employed by the Board during the previous
school year may, for orientation and briefing purposes, be required to report four (4) days prior to the
date upon which all other teachers are required to report. However, notwithstanding the foregoing,
the Board may schedule two non-teaching work days contiguous to the beginning or end of the work
year, provided the total length of the work year. including these two days, shall not exceed the
overall one hundred cighty-six (186) workday limit.

(b) The following days shall not be scheduled school days:

{1) Rosh Hashanah (first two dayvs)
{2) Yom Kippur

{3) Columbus ay

{4) Veterans® Day

{5) Thanksgiving Day and the day foellowing
(6} Christmas Eve

(7% Christmas Day

(8) New Year's Day

(9) Three Kings’ Day

(10) Martin Luther King's Birthday
(113 Lincoln's Birthday

(12) Washington's Birthday

(13) Good Friday

(14) Memorial Day

(b) A vearly calendar shall be discussed with the Federation prior to June | annually and
published.

SECTION 3. Work Day

(a) Classroom teachers and other teachers on the classroom teacher salary schedule shall
not be required to report carlier than fifteen (15) minutes before the start of their day's assignment,
except in the event of an emergency or unusual circumstance. Teachers may leave the building soon
after dismissal provided such teacher has not scheduled a parent and/or student conference or is not
scheduled for a faculty meeting or a discussion with the Principal or Department Head. Effective July
1, 2006, the workday for Flementary School teachers shall be extended by twenty (20) minutes of
instruction time and ten {10) minutes of preparation time from the 2005-2006 school year. Lifective
July 1, 2006, the workday for Middle School teachers and K-8 teachers who had a forty-five (45)
minute preparation period shall be extended by thirty (30} minutes from the 2005-2006 school year.
The workday for all other teachers not referenced herein shall remain the same as the 2005-2006
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school year. The length of the workday shall not be changed during the life of this Agreement
without the mutual consent of the parties.

(b) The Board may reorganize the schedule of hours so as to fit the requirements of the
System, but in so doing the provisiens of Section (a) hereof shall be followed. Any such changes in
the hourly schedule shail only be after notice to and discussion with the Federation in accordance
with the provisions herein. It is understood that advanced classes and special programs {e.g.,
preschool) may be scheduled at hours different from those for regular classes and programs.

SECTION 4. Lunch Periods

(a) Middle and Senior High School teachers shall be provided a duty free lunch period
not less than that provided for their students, but In no event less than thirty (30) minutes. Elementary
School teachers shall be given a lunch period consistent with the daily schedule effective in each
particular scheo! but such teachers must be prepared to receive students in their classroom at the
afternoon session. In the event the Board reduces the Iength of the lunch period at any particular
school, it shall also adjust the end of the teachers school day at that school by an equal amount of
me.

(h) Lunch duty at the Flementary Schools shall be on a voluntary basis and teachers who
voluntarily take this duty shall be paid in accordance with present practice. If several teachers
volunteer, the duty will be rotated around them. Teachers may leave the school building during their
lunch periods.

SECTION 5. Class Size

{(a) No class from Grades K-2 shall have more than twenty-six (26) pupils and no class
from Grades 3-12 shall have more than twenty-seven (27) pupils, provided that additional numbers
may be assigned to K-2 classes, if additional assistance is provided, but in no case in cxcess of
average past practice. The Board shall make a reasonable effort to lower Grades K-2 class size to no
more than twenty-five (25) pupils and Grades 3-12 class size to no more than twenty-six (26) pupils.

(b) Class size may exceed the stated maximum in special or experimental tcaching
situations (it is understood that special teaching situations would include chorale, band. etc.) physical
education classes shall not exceed 40 pupils.

(c) The ratio of at least onc (1) teacher for every thirty (30) pupils shall be maintained
and exceptions shall be made where special teaching programs prevail.

(d) Preference shall be given in the reduction of ¢lass size where it is determined by the
Board and Federation that there i1s a high ratio of disadvantaged or disruptive students, as those
students are identificd by school records and school system standards.

(©) Regardless of class size, no teacher in the departmentalized program shall be assigned

more than 125 students. This section, however, shall not require the cstablishment of a class of fewer
than 15 pupils.
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(H Where a particular number of student stations are provided, such as in laboratories,
tech cd, computer lab, art rooms, typing rooms, music rooms and similar situations, the number of
students assigned shall not exceed the number of student stations already provided,

() Special Education classes shall be administered according to Federal and State Laws.
In addition, the Board agrees to promptly make every reasonable and responsible effort to maintain
Special Education classes at the following levels:

{1y 10 full time students I teacher 1 aide
(2) 15 part time students I teacher | aide
(h) Counselors shall not be assigned more than the current student load assigned to

counselors of the same type and level during 1986-1987.

(1) Flementary music teachers shall not be assigned a teaching load greater than that in
effect for clementary music teachers during 1986-87.

SECTION 6. Teaching l.oad

(a) Teachers in departmentalized programs shall not generally be required to teach more
than two subjects net to make more than two teaching preparations daily. A subject is herein intended
to mean a distinet course of study within a broad classification. For example, Algebra, Trigonometry
and Geometry in the field of Mathematics shall be deemed separate subjects. However, this shall in
no way limit the institution of new teaching methods. Teachers in departmentalized programs who
arc assigned more than two subjects or more than two preparations daily shall be given two
additional preparation periods per week and such teachers shall be given preference in relief of
homeroom assignments. Teachers with lour (4) or more preparations per week shall be relieved from
all collateral assignment. This section shall not apply in experimental teaching situations, including
team leaching, contemporary issues, and general lectures. In these expected areas, agsignments
inconsistent with the foregoing criteria will be discussed with the Federation.

(b) No teacher shall teach in violation of the certification regulations of the State.

(©) Departmentalized teachers shall be scheduled for no more than five (3) teaching
periods per day.

(d) Teachers assigned to non-compensated extracurricular activities during the school
hours shall have such assignment considered as a teaching period

SECTION 7. Preparation Periods

(2) All teachers shall have a daily preparation period, except when the format of their
schedule (curriculum) requires scheduling which prohibits daily preparation periods. In such cases, at
least five (5) preparation periods shall be scheduled for such teacher per week. Teachers shall not be
assigned to any other duties during their preparation periods.

{b) All elementary teachers shall be provided with a minimum of five (5) preparation

periods of forty (40) minutes in duration per week for a total of two hundred (200) minutes per week.
In order to attain this goal, when scheduied by the Superintendent, or herthis designee, the regularly
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assigned teacher may be absent from the classroom to prepare during the period when regularly
assigned special teachers in art, music and physical education are present, providing instruction to the
pupils to whom the regularly assigned tcacher is normally assigned and providing such absence from
th classroom is agreeable to the principal.

(c) Teachers of split grades must be consulted prior to the scheduling of preparation
periods and the results of such consultation will be considered in determining schedules.

SECTION 8. After School Meetings

(a)  With the aim of continuing to improve communications and to utilize fully the
professional resources of the teaching profession, teachers are required to attend three (3) parent
conferences per year 1o be held after cach of the first three report cards, and are encouraged to attend
PTA and other parent group meetings.

(b) Teachers may be required to attend not more than three (3) faculty meetings per
month, of no more than one and one-half (1 1/2) hours in duration each. Such meetings will be held
on Monday, shall be called by an administrator and shall commence immediately upon school
dismissal. If Monday is a holiday, the faculty meeting may be scheduled on Tuesday of the same
week.

SECTTON 6. School Visitors

(a) The Board and the Federation agree that parcnts or guardians of students attending
the school are not only welcome to the New Haven Public Scheols but also shall be encouraged to
visit such schools. However, such visits should be conducted in such a way so as not to interrupt the
school educational program,

(by The procedure for visits of parcnts, guardians and/or others in a particular school
shall be established by the Area Director of Administration-Supervision and the Principal, in
accordance with the Superintendent's general policy.

SECTION 10. Teacher's Notice by Superintendent

(a) Any teacher requested to meet with the Superiniendent or her/his designee regarding
a disciplinary proceeding shall be given one (1) day's notice of the meeting, be informed in writing of
the reason{s) for which her/his presence 1s requested, and of her/his option to be accompanied by a
representative of the Federation. I an interview is not held in accordance with these conditions, no
part of it will be put in the teacher’s file or used in proceedings against her/him.

{b) Any complaints regarding a tcacher made to the administration by any parent. student
or other teacher or an administrator will be promptly called to such teacher’s atlention. The
administration shall inform the teacher of the name of the complainant. The teacher shall have the
opportunity to answer such complaint.

() No member of the Board of Education or the Administration shall orally present or
discuss at any public meeting of the Board of Educatior. any complaint or adverse criticism of any
teacher until after such adverse criticism or complaint has been discussed with the teacher/or
representative designated by the Federation.
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SECTION 11. Health and Safety

(a) The Board agrees to provide tor adequate facilitics and equipment necessary to
maintain a high standard of health and safety.

(b) School Administrators will arrange for the repair of malfunctioning cquipment both
in the educational process and in the maintenance of plant as soon as possible when reported by
teachers.

SECTION 12. Non-teaching Duties

(a) [t is agreed that the teacher's primary responsibility is to teach and to otherwise
supervise the children s/he teaches. Therefore, clerical assistance will be provided for teachers when
it 1s necessary and when the teacher indicates such need at least one (1) day prior to such time
assistance is needed.

(b) Elementary school teachers shall not be required to perform playground duty before
or after school or during the lunch recess, bus duty, scheol crossing duty or lunch duty.

(c) The practice of returning insurance monies by direct mail shall be instituted
immediately. However, where a child returns the envelope to the teacher, it shall be the responsibility
of that teacher to make arrangements within her/his classroom for collection of same.

(d) Teachers shall be responsible for the collection of milk and lunch money. Where the
teacher chooses not to collect same, s/he shall make arrangements for the collection of these monies
within the classroom,

(e) Teachers shalt not be required 1o correct standardized tests.
() The definition of the above duties as "non-teaching duties” shall not in any way be

deemed not to require teachers, as part of their regular assignments, to perform normal disciplinary
and supervisory functions in whatever portion of the school buildings that such is required. Such
discipline and supervision outside the classroom shall be exercised in a manner consistent with
administrative policy.

g) While a teacher™s primary responsibility is to teach, sthe is also required to discipline
the pupils of the school fairly and equitably.

(h) Assignment of non-tcaching duties shall be equitably distributed among teachers in
cach school. In accordance with the foregoing, building principals shall consider written teacher
requests concerning such assignments, provided the request is made before the end of the preceding
school year.

SECTION 13. Parly Dismissal

Classes will be dismissed by 1:00 p.m. on the days the following recesses commence:
Thanksgiving, Christmas and the February, April and June vacations.
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SECTION 14. Personal Property

The Board is not responsible for the loss of personal property due to negligence on the part of
the employee. Teachers will be cquitably compensated for damage to personal property resulting
from the performance of dutics within the scope of their employment.

SECTION 15. Materials

(a) Each teacher will be provided with the necessary materials, supplies and books with
which to adequately function in the classroom. The Board will make every reasonable effort to
provide at least one book per pupil per subject or its instructional equivalent.

(b) Supply lists will be made availabte for reference by teachers when received by the
building principal. Typically, that is expected to oceur by May of cach school year.

SECTION 16. Student Behavior

(a) The schools are cstablished for the benefit ol all students. The cducational purpose of
the schools is accomplished best in a climate of student behavior that is socially acceptable and
conducive to the learning and tcaching process. Behavior that disrupts this process or that infringes
upon the rights of other individuals will not be tolerated.

(b} ‘The Board reaffirms its support of the administrative and teaching staff in taking all
steps lawful and necessary to enforce and implement all Board policies and regulations pertaining to
control of student behavior. Important among these policies are those  the arcas of conduct,
suspensions, expulsions, and general learning climate as ouzlined in the Statement of Students' Rights
and Responsibilitics. The teachers will at all times follow and enforce the Directives of the
Superintendent and/or policics of the Board regarding these matters,

ARTICLE U]
GRIEVANCE PROCEDURE

The prompt, informal and contidentiat adjustment and scttlement of gricvances is encouraged
and therefore, the following procedure to accomplish these purposes is hereby established:

SECTION 1. Definition

(a) A grievance shall mean a complaint (1) by a teacher (hercinafter called "gricvant”)
that there has been a violation, misinterpretation or misapplication of a provision of this Agreement,
or of an established policy or practice, (2) or that there has been disparate treatment in the
administration of established policies or practices of the Board.

(b) As used in this Article, the term "grievant” shall mean (1) an individual grievant, (2)

a group of grievants having the same gricvance, (3) the Federation or the Board, respectively, when
cither files a grievance.
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SECTION 2. Procedures

STEP 1. A teacher and a Federation representative (if the teacher so desires) shall first
discuss the problem with the school official serving as the teacher's immediate administrative
superior.

STEP 2. If the matter is not satisfactorily adjusted within two calendar days™ after the last
discussion, the teacher, with the assistance of a Federation representative, shall submit a request in
writing within six (6) calendar days to such teacher's immediate administrative superior, for a
satisfactory adjustment. Such written grievance must be filed within thirty (30} calendar days
following the act or circumstances giving rise to the grievance. Such immediate superior may request
a meeting with the teacher and a Federation representative prior to making her/his decision, but in
any event must render her/his decision in writing, with copies to the tecacher and the Federation
within six (6) calendar days of the written submission to her/him by the teacher.

*In calculating the number of days, school vacations including the summer will be excluded.

STEP 3. Failing satisfactory settiement within such time limit the grievant may, with the
assistance of the Federation representative, within six (6) calendar days after receipt of the written
decision by her/his superior, appeal in writing to the Superintendent and such writing shall set forth
specifically the basis of the grievance. The Superintendent or her/his representative shall meet with
the teacher and a Federation representative within six (6) calendar days of receipt by her/him of such
appeal, and shall give her/his decision in writing to the teacher and the Federation within twelve (12}
calendar days of such meeting. Such decision shall include the specific justification for a denial of
the grievance.

STEP 4. 1f the gricvance remains unresolved after STEFP 3, the Federation, the grievant and
the Superintendent or her/his representative shall meet with a neutral party who shall act in the
capacity of a mediator in an effort to resolve the grievance. This step will be used only on a case by
case basis when the parties mutually so agree. All discussion at this step will be inadmissible in
arbitration.

STEP 5. Arbitration

(a) in the event a gricvance shal! not have been settled under the procedures above. the
grievant may proceed directly to arbitration, which shall be binding, subject to the limitation of the
statute.

{b) Notice of intention to request submission to arbitration must be in writing addressed

to the Superintendent of Schools, and submission to American Arbitration Association must be made
not later than ten (10) calendar days following the decision at Step or the expiration of the time limits
for making such decision, whichever shall first occur. A copy of such notice of intention to submit 1o
arbitration shall be sent 1o the Superintendent by Registered Mail, return receipt requested.

(c) The arbitrator shall hear and decide only one grievance in each case. S/he shall be
bound by and must comply with all terms of this Agreement. 8/he shall have no power to add to,
delete from, or modify in any way, any of the provisions of this Agreement. S/he shall have the
power to make appropriate compensatory awards. The decision of the arbitrator shall be binding
upen both partics and all teachers during the life of this Agreement, cxcept that such decision shall
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not usurp the functions or powers of the Board of Education as provided by statute. Fees and
expenses of the arbitrator shall be borne equally by both partics.

The Board will take quick action on solving grievances which concern irremediable
situations. The Board will agree to consider with the Federation the use of the new expedited
arbitration procedure of the American Arbitration Association as each casc arises.

SECTION 3. General Provisions

() Any grievance not initiated and/or appealed in accordance with the time hmits
specified herein shall be deemed waived by the grievant.

(b) Failure at any step of this procedure to communicate a decision within the specificd
time limits shall permit the grievant to proceed promptly to the next step. The time limits specified at
any step may be extended in any particular instance by agreernent between the Superintendent or
her/his designee and the Federation.

(¢) Meetings held under this procedure shall generally be conducted on non-school time
at a place which will afford a fair and reasonable opportunity for all persons proper to be present.
Persons proper to be present for the purpose of this Article are defined as the grievant, the
appropriate Federation and Board representatives and witnesses. Federation and Board counsel shall
be permitted at Step 4. 1f] at the option of the Board, hearings are held during school hours, persons
proper to be present shall be excused without loss of pay.

{d) A grievance arising from the action of an offictal above the rank of principal will first
be discussed with that official and if not resolved may be submiited to the Superintendent or her/his
designee and processed in accordance with Step 3 above.

(c) The Federation shall have the right to appeal from the disposition of a grievance of
any teacher or group of teachers at any step of this procedure in its own behalf.

(N Nothing in this Agreement shall be construed as compelling the Federation to submit
a grievance to arbitration.

(g No reprisals of any kind shall be taken by either party or by any member of the
administration against any participants in the gricvance procedure by reason of such participation.

(h) The Superintendent and/or the Board shall have the right to file a grievance in writing
with the Fedcration and such grievance shall thereafter be processed in accordance with Step 3 and
the following steps of the grievance procedure. In the cvent a grievance filed by the Superintendent
and/or the Board is submitted to arbitration, the Board shall pay the arbiirator's fees for such
arbitration.

ARTICLE 1V

CONSULTATION

SECTION 1. In order to promote better communications between the administration and the
representatives of the Federation, the partics will meet at least once a month during the school year
on matters of education policy and development, on any matters which are not covered by the
Agreement and on administration of the Agreement. Such consultation shall generally be attended
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only by employees of the Board of Education. However, if a particular matter to be discussed
requires the expertise of a non-employee, either party may request that such person be permitted to
attend the meeting. The parties shall exchange agenda indicating the matters they wish to discuss,
including the names and qualifications of non-employees they wish to have in attendance, no later
than seven (7) days prior to the scheduled meeting date.

SECTION 2. The principal or other head of cach school or her/his representatives and the
building steward's committee from the school shall consult at least once a month during the school
vear on matters of school policy and on the implementation of the Agreement. During September of
cach year, this principal and steward shall establish a regular meeting schedule.

ARTICLE V
FEDERATION RIGHTS

SECTION 1. Use of School Facilities

(a) One (1) bulletin board in cach school shall be reserved for the exclusive use of the
Federation for the posting of official Federation notices or announcements. Copies of any notice to
be posted shall be submitted to the Principal.

(b) The Federation may call meetings in gach schoot before or after school or during the
lunch hour whenever necessary, providing such meetings do not conflict with the other scheduled
activitics or prograrms.

(¢) The Federation shall have the right to place material in the mail boxes of teachers and
other professicnal cmploycees. Placement will be made by the authorized representative of the
Federation or her/his designee and such representative may use the public address system for
Federation announcements prior to and at the end of cach teaching day.

(d) The Federation President shall have access o a telephone in the School Building
which s/he shall use only during her/his non-teaching hours.

SECTION 2. Release Time

(a) The New Haven Federation will, during the tenure of the N.H.F.'T. as bargaining
representative, be permitted to select one officer to teach a reduced teaching load. Such officer shall
teach the equivalent of no more than ten (10) teaching periods per week which shall be scheduled
during the morning. In the event the selected ofTicer does not teach at a school that is
departmentalized, adjustment will be made between the Superintendent and the Federation. Such
officer granted such released time shall continue to accrue seniority for salary increments and all
other purposes in the same manner as if s/he conzinued in her/his former capacity.

(b} Each steward will be given access to a telephone.
(©) In the event any building stewarc: or Federation officer 1s the least senior staff

member in her/his school, s/he shall instead be considered the second least senior staff member for
purposes of myoluntary transfer from the building or layoff.
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SECTION 3. General Provisions

(a) The Board shall make available to the Federation information, statistics and records
which the Federation and the Board agree are relevant to negotiations and necessary to the proper
cnforcement of this Agreement.

(b) If the Superintendent or the Federation requests a meeting to disctiss matters of
cducational policy and development as well as matters relating to the implementation of this
Agreement, such a meeting shall be scheduled at a time mutually convenient to both parties.

(c) If the Principal ot a school or the designated Federation representative for that school
requests a meeting to discuss matters of school operation and questions relating to the
implementation of this Agreement, such a mecting shall be scheduled at a time mutually convenient
to both parties. School operations and policies shall be consistent with this Agreement, The
Federation shall inform the Principal of the name of its representatives for that school in writing.

(d) ‘The Board shall permit the President of the Federation or her/his designated
representative to visit the schools to investigate working conditions, teacher complaints or problems,
or for any other purpose relating to the terms and conditions of this Agreement. Upon the
representative’s arrival, s/he shalt notify the General Office of her/his presence. If conferences with
teachers are necessary, they shall be scheduled so as not to disrupt the teacher's class assignment.

(e) Whenever the parties mutually agree to schedule meetings during the workday, the
teachers required to attend shall suffer no loss of pay.

) The board will distribute a copy of the Board agenda of the Board's public meetings
to the Federation by the Friday prior to such public meeting by (1) mail or by (2) making such
agenda otherwise available. The Federation shall have an opportunity to speak on any item on such
agenda at such public meeting providing its written notice indicating its desire to speak is delivered
to the Superintendent’s office by Monday noon prior to such public meeting.

(2) The Federation will be given time for announcements during faculty meetings.
SECTTON 4. Dues, Services Fees and Other Deductions

(a) All bargaining unit cmployecs shall, as a condition of continucd employment join the
New Haven Federation of Teachers (NHET) or pay to the NHET a service representation fee equal to
the amount uniformly required of NHEF'T service representation fee payers 1o underwrite the costs of
collective bargaining, contract administration and grievance adjustment. The Board agrees to deduct
dues or service representation fecs from the salarics of members of the bargaining unit as authorized
by said members. Deductions are to be made from the second of each monthly check from September
to June. If dues are not deducted because of clerical error, cte., the Federation will notify the Board
and the proper deductions will be made from the next month's check. Said dues and service
representation fees are to be determined for cach bargaining unit member and specified in dollars by
the Federation and notification sent to the Board by August 15 for implementation by September [,
and by January 15 for implementation by February 1.
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() Income Protection Plan - [f a teacher desires to have deductions made for the
Teachers of Connecticut Group Income Protection Plan, s/he shall authorize deductions therefore in
writing and such authorization shall be honored by the Controller's office.

(c) Upon payment of any deduction by the Controlier to any organization or for any
purpose specified above, such payment shall relzase the controller, the City of New Haven and the
Board of I2ducation and the officers and agents thereof from all liabilities.

(d) If a teacher who is absent on account of sickness, leave of absence, or for any other
rcasons has no earnings due her/him for the month, no deductions will be made for that teacher for
that month. The Federation will arrange collection of dues for that month directly with the teacher.

(e) When a teacher does not have sufficient money due her/him after deductions have
been made for pension, social security, garnishments or any other deductions authorized by the
teacher or required by law, the Federation dues for that month will be collected by the Federation
directly from the teacher,

(N The New Haven Federation of Teachers shall hold the Board and the City harmless
against any and all claims, demands, liabilities, lawsuits, counsel fees, or other costs which may arise
out of, or be by reason of] actions taken against the Board as a result of administraticn of the
provisions of this section.

(g) Deductions may likewise be made upon proper authorization by the teacher for the
Teachers” Credit Unijon,

(h) Deductions will be made upon proper authorization by the teacher, with union dues
and transmitted to the union for forwarding to the Federation C.Q.P.E. TFund.

SECTION 2, Materials and Information

(a} The Beard agrees to give the Federation copics of the collective bargaining
agreement for cach member of the bargaining unit and a reasonable number for its own use. The
Board will also give to the Federation copies of applicable insurance contracts for distribution to each
covered teacher. The Board will provide copies of the collective bargaining agreement and copies of
applicable insurance contracts directly to new hires.

{b) Copies of all new policies approved by the Board of Education and all minutes of
Board meetings, including executive sessions, shall be sent to the Federation oftice.

ARTICLE VI
ABSENCES AND LEAVES OF ABSENCES

SECTION 1. Sick Leave

Sick leave 1s to be used only for the purposes of compensating a teacher who 15 unable to
attend her/his regular scheduled classes because of bona fide illness which requires her/him to stay
home.

{00291366.00C Ver. 1} 13



(a) So long as the teacher remains in the continuous service of the Board, s/he shall be
entitled to sick leave with full pay up to (15) working days for each year of employment, cumulative
from vear to year, up to a maximum of two hundred fifteen (215) working days.

(b) The Board and/or the Superintendent or her/his designated representative may request
a doctor's certificate to be presented by any teacher attesting to illness sufficient to keep the teacher
from work for five (5) consecutive days or more. If there exists any rcasonable doubt concerning the
teacher's illness, the Board or the Superintendent or her/his designee may require such teacher to
submit to an examination by an independent physician acceptable to the teacher and the Board at the
Board's expense.

() Upon retirement (pursuant to the State Teachers' Retirement Fund) or death (but not
upon resignation), a teacher will be paid for all accumulated sick days up to, but not to exceed,
sixty-four (64) days. Such pay for each day for which payment is going to be made shall be on a per
diem basis, pursuant to the salary agreement then in effect between the teacher and the Board.

(d) Membership in the sick leave bank is voluntary on the part of employces after tenure
is granted for four (4) vears of service completed in the New Haven School System. Each
participating emplovee contributes one (1) day cf sick leave per year.

(1) The Board of Education will cooperate in the establishment of & sick bank on
a voluntary basis.

(23 Each employee enrolling in the bank witl donate one (1) day of her/his sick
leave to the bank each year until the bank is built up to a maximum ot
approximately 1500 days. No more days will be added to this maximum until
the bank is depleted to approximately 750 days. The bank will be built up to
approximately 1500 again and the process repeated.

3) Additions will be made 1o the bank in September or October of cach school
year according to the above limitations.

{4 A person withdrawing from mermbership in the bank will not be able to
withdraw the contributed days.

(3 Withdrawals will be made from the bank according to the following schedule:
(i) 0-4 years, inclusive, a person is not cligible.
(ii) After the beginning of the 5th year through the 6th year a person must

be sick 55 consccutive days before s/he can draw on the bank.

() After the beginning of the 7th year a person must be out lorty (40)
consecutive days before s/he can withdraw.

(6) A person will not be ablc to withdraw days from the bank until her/his own
sick lecave is depleted. '
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(7) Persons withdrawing sick leave days from the bank will not have to replace
these days except as a regular contributing member to the bank.

(8) Maximum withdrawal per occurrence is 75 days.

{9) Sick feave means the leave the teacher has taken for that year plus her/his
accumulation.

SECTION 2. Military Lcave

Teachers leaving the system for the purpose of serving in the Armed Forces shall be entitled
to all rights and privileges afforded them pursuant to the Sclective Service Act of 1940, as amended,
and the Connecticut Statutes.

SECTION 3. Maternity leave

(a) A maternity leave of absence shall be granted to female teachers upon application in
accordance with the following procedure.

(b} In order that arrangements may be made to staff the school properly, a teacher who
becomes pregnant shall, as soon as possible, give notice to the Superintendent, such notice to be
accompanicd by a physician's statement indicating the cxpected date of birth, as well as the teacher's
requested date for the commencement of maternity leave if such is earlier than her physician's
recommendation. Thereafter, the teacher shall provide a physician's certificate if there 1s a change in
her condition which would change the physician's recommendation. The notice shall also contain the
date when the teachsr requests her maternity leave to terminate.

(c) Maternity leave shall commence on the date the teacher requests or on the date that
her physician states she is no longer able to work, whichever is carlicr. However, the Board may
require the leacher to commence said leave at ar earlier date il in the opinion of the Board she is not
able to satisfactorily perform her duties, in which event she will be considered disabled for purposes
of this section. If the teacher commences maternity leave on a date earlier than her disability she shall
subsequently supply the Board with a statement from her physician indicating when she was no
longer able to work.

{d) Maternity leave shall terminate on the date the teacher requests or on the date that her
physician states that she is no longer disabled, whichever is later. A teacher returning from maternity
leave shall provide the Superintendent with a physician's certificate attesting that she is fit to resume
her full duties. If the teacher returns from maternity lcave after her disability terminated, she shall
supply the Board with a physician's statement indicating when she was no longer disabled.

(e) Subject to the provision of this Section, a teacher may commence maternity leave
earlier than initially requested upon giving advance notice in writing to the Superintendent, as soon
as possible, but not less than two weeks prior to the changed date, and may extend said leave beyond
the termination date initially requested upon four weeks' advance notice in writing to the
Superintendent. Such notice shall, in either case, be waived in the case of emergency.

() The following conditions shall pertain during maternity leave:
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{1 Said teacher shall be eligible to receive accumulated sick leave pay during
that portion of the matcrnity leave in which she is disabled and unable to attend school. Teachers
claiming sick pay during maternity leave shall submit medical proof of such disability. 1f there exists
any reasonable doubt concerning the teacher's period of disability, the Board may require such
teacher to submit to an examination by an independent physician acceptable to the teacher and the
Board at the Board's expense.

(2) The Board shall maintain in effect on behalf of said teacher all insurance
benefits provided for in this Agreement for the period of disability or for a period of seven (7) weeks,
from the start of disability, whichever is longer. In the event a teacher works any part of a month
prior to commencing matemity leave, the Board will maintain such benefits in effect for the
remainder of the month. The Board will also maintain such benefits in effect for the entire month
during which the teacher either commences or terminates a period of paid disability resulting from
pregnancy. In the event that maternity leave terminates after the teacher has ended her period ot paid
disability, the Board will reinstate such benefits as of the first day of the following month except
when the return date is at the beginning of the school year, and the teacher has complied with the
notice requircments, in which case benefits will be reinstated as of September 1.

{3 Periods of paid maternity leave shall be included in calculating length of
service or employment. Any period of maternity leave taken under this Article shall be counted
towards elig:bility under the Federal Family and Medical Leave Act.

(2) The following conditions shall pertain upon the termination of maternity leave:

(H If maternity leave terminates during the school year, the teacher shall be
reinstated to her previous position or to an equivalent position for which she is qualified, provided
such reinstatement does not require the Board to vielate any other person's rights under Scction
10-151 of the General Statutes or this Agreemert.

(2) Maternity leave shall not interrupt continuity of service and such teacher shall
be reinstated with accumulated seniority, retirement, fringe benefits and other service credits,
including credits accumulated pursuant to subsection (3) above. In applying this provision to
service credits for pay purposcs., a full year's credit will be given for service of five (5) months or
longer within a school year.

(3) All teachers on maternity leave must apply for reinstatement within eighteen
(18} months of the date the leave commenced. Failure to do so shall be considered a resignation.

() it is understood that a maternity lecave dees not interrupt continuity of service for the
purpose of acquiring tenure, but periods of unpatd maternity leave shall be excluded in calculating
length of employment for purposes ol attaining tenure.

M Any teacher who has acquired tenure and is expecting a child or whose spouse is
expecting a child, or who has firm plans to adopt a child in the immediate future, upon request, may
be granted a long-term lcave for child rearing purposes. Such leave shall begin either at the start or at
the mid-point of the school year, and shall end cither one-half or one full school year later. The
request for such leave must be made at least thirty (30) days prior to its commencement and must
specify whether the request is for leave of one-half or ene full year. Such leave requests shall be
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granted except for compelling reasons. Leave under this paragraph may be granted to non-tenured
teachers in unusual circumstances at the discretion of the Superintendent.

SECTION 4. Sabbatical Leave

Sabbatical leave will be determined by the Board on the basis of the recommendation of the
Sabbatical Committce. Such recommendations will be made in accordance with the conditions
stipulated herein.

(a) No more than one per cent (1) of the bargaining unit will be granted a sabbatical
leave in each school vear.

(M Application for sabbatical leave shall be made on a form provided by the
Administration. Such application must be fully completed and all the information shall be supplied if
requested. The application shall, upon completicn, be submitted to the Director of Personnel and
Labor Relations who shall consider if such is intended to improve the New Haven School System
and shall be submitted to the Sabbatical Committee. ‘The Committee will review the application and
after consideration and discussion the Committce shall make recommendations, in writing (with
minority report, if desired) with accompanying reasons either to approve or disapprove application
for sabbatical leave and shall forward such to the Superintendent. The Superintendent, if s/he
approves the recommendation of the Committee, shall so indicate on the Committee's
recommendation, [f s/he disapproves the committee’s recommendation, s/he shall so indicate and
specify the reasons theretore in writing. After the Superintendent has acted on each application, upon
which the Committee makes a recommendation, the Committec's recommendation shall be
forwarded to the Board for final decision and disposition.

(€) After six (6) years of consecutive service, an applicant may submit an application to
the Superintendent no later than December 31 of that school year for sabbatical leave for the
following school year.

(d) Sabbatical leaves shall be awarded no later than March 1.
(€) Sabbatical leaves shall be reviewed and/or awarded in the following manner:

{n A committec composcd of three {3) administrators and three (3) appointed by
the Federation, plus the Superintendent or her/his designee, shall meet and consider all applications
on their merit.

2 Alter consideration by the Commiltee, the Superintendent shall make
recommendations with accompanying reasons cither to approve or disapprove applications for
sabbatical leaves and forward same to the Board for its action, with a copy to the applicant upon
request.

(H Remuneration to the teacher who has been awarded a sabbatical leave shall be
three-fourths (3/4) of her/his annual salary and all other benefits provided [or in this Agreement shall

accrue to the teacher. However, no sick leave shall accumulate during the leave.

{2) Sabbatical leave shall be granted for not more than the period of one (1) year and no
less than one full term (September-January: February-June).
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(h) Teachers on sabbatical leave will be credited with service in the system for the period
of the leave.

() Teachers who are awarded a sabbatical leave shall return to the system for at least
one (1) schoel year after the termination of the leave. Teachers who leave before the completion of
one such year shall be deemed unprofessional.

0 Sabbatical leaves are not to be granted if such are aimed at obtaining a Standard
Teaching Certificate or to obtain an additional certificaie in another arca of tecaching specialization;
preference will be given to applications which fall within the applicant’s major field of specialization,
or an arca designated as an cducational priority by the Board.

(k) Those awarded sabbatical leave will upon their return be required to submit to the
Board a detailed written report as to the scope of content of the program and application of such to
the New Haven School System.

SECTION 5. Federation Leave

(a) A teacher in the System who is an officer of the Federation or who is appointed to the
Federation staff shall upon written application filed with the Superintendent prior to July | of any
year be granted a leave of absence to commence the following September and to terminate on
September 1 of the succeeding year. Such leave shall be without pay and may be renewed for one
additional year, upon notice to the Superintendent by March 31 of the vear of the leave,

(b) Failure ol such person to notify the Board in writing of her/his intention to return to
work by March 31 of the year in which s/he is on leave, shall result in determination that such
teacher has resigned from the system. Any teacher on such leave of absence shall receive credit
toward annual salary increments on schedules appropriate to her/his rank.

(c) No more than two (2) teachers in the system shall be on such leave at any one time.

SECTION 6. Miscellaneous Leaves

(a) Personal leave without pay may be granied by the Superiniendent 1o meet serious
personal problems.

(b) Bereavement Leave - A leave of absence not to exceed {1ve (5) days immediately
following the date of death shall be granted to any teacher whose wife, husband, father, mother,
father-in-law, mother-in-law, brother, sister, brother-in-law, sister-in-law, child, grandparent, or
grandchild dies. Such leave shall be with pay.

(1) Time off to attend the funeral of aunts and uncles shall be granted. Such leave
shall be with pay not to exceed onc (1) day.

(2) In the event of the death of a New Haven teacher, the Superintendent shall
designate a delegation of teachers from the teacher's school to attend the funeral.
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(€) Personal Leave

(O Teachers will be allowed two (2} days off each year with pay to be used for
~al business. These days may be accumulated to four (4). 'The personal days provided herein
arv 10 be used to provide the teacher with necessary time off in order to fulfill bona fide personal
needs, such as the performance of legal, houscheld and other business which could rot otherwise be
legitimately performed during the teaching day. If it is determined that a teacher has misused her/his
personal leave, such misuse shall be deemed unprofessional and such teacher shall be subject to
reprimand.

(2) Whenever practicable, the request for the personal time off will be filed with
the principal at least forty-eight (48) hours prior Lo the time requested but in any event all
applications for such leave shall be in writing. Personal leaves shall not be requested as part of a
vacation or taken the day prior to a vacation or holiday or the day following a vacation or kohday. In
unusual circumstances where the provisions hereof cannot be met, the Superintendent may waive the
conditions hereof.

(d) Quarantine - There shall be no loss of salary or sick leave allowance when a teacher
is subject to quarantine by order of the Tealth Department for reasons other than a personal illness of
the teacher.

(e) Subject to the approval of the appropriate administrator, and subject to the
availability of funds, teachers may receive time off with pay for the purposc of attending teacher and
other professional conferences, or to visit other schools.

SECTION 7. General Provisions

(a) Teachers on leave with pay shall continue to receive all benetits provided by the
Board as stated in this Agrecement.

(b) Any teacher returning to full time employment in the New FHaven schools upon the
termination of any leave shall be returned to her/his tormer assignment, if available, or 10 her/his
previous grade assignment, if available and accumulated sick leave and seniority rights shall be
retained.

(©) Credit for time on such lcave will be granted for the purpose of the salary schedule
hercof, unless otherwise provided herein.

SECTION 8. Court Appearances and Conventions

(a) Teachers shall be allowed the necessary time off with pay to comply with subpoena
for court appearance when such tcacher is a party or a witness to an action, 'The teacher shall make
cvery cffort to arrange that the time s/he s required to spend in court shall accommodate her/his
wwaching schedule.

(b) Delegate to Annual Connecticut State AFL-CIO Convention - Two (2) delegates or

two (2) alternates - a maximum of two (2) people for the duration of the Convention but not to
cxceed three (3) days. Such time off will be paid time off.
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ARTICLE VII
TRANSFERS AND PROMOTIONS

SECTION . Voluntary Transfers

(a) Notice of all positions which become vacant shall be sent to each Federation building
representative for posting. Interested teachers shall apply for the position within ten (10) days.

(b) During the period from the end of the work year, notice of positions which become
vacant shall be handled in the following manner: each Friday, the Personnel Office shall make
available a current list of all vacancies. Teachers who come to the office or telephone shall be given
all information on the list. The teacher, shall at that time, indicate whether s/he is interested in a
particular vacancy.

{©) In deciding upon an application for a voluntary transfer, the Board will give priority
to the systemic requirements of the school systeim and will, thereafter, respect the following factors:
certification, seniority, expericnee and educational background.

(d) A complete seniority list shall be given to the Federation by the first payroll date in
October annually,

(e) Seniority is defined as the length of service of any teacher in the system.

9 Transtfers shall be effective at the commencement of the following school year except
where the adminmistration must make a transler to meet the staffing needs of the system.

SECTION 2. Involuntary Transters

Whenever it is necessary the Superintendent to Schools may transfer a teacher out of a
school if he/she believes it is in the best interest of the school system because of changes in the
school organization, such transfers wiil be handled as follows:

(a) {f there are teachers who wish to be transferred, the Board will give priority to the
instructional requirements of the school system and thereafter will give preference on the basis of
seniority, qualifications, convenience and wishes of the teacher applicant.

(b) {f teachers are to be trunslerred imvoluntarily, the Board will give priority to the
instructional requirements of the school system and thereafter they will be transferred on the basis of
juniority and qualifications.

(c) The Federation will be given a listing of all transfers covered by the provisions of this
Article upon request.

(d) Interschool assignment. The Superintendent or his/her designee will provide
notification in writing to the teachers of any changes in their school assignment, program, schedules,
assignment, grades, subjects or rooms for the following school year as soon as practicable, but, in
any cvent, no later than the close of school annually. However, it is understood that where special
conditions arisc changes in interschool assignment may be made to fulfill the assignments of a
particular situation. Such interschool assignments shall reflect the best interests of the school system.
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SECTION 3. Promotions

(a) Promotional positions are defined as follows: positions on the administrator-
/supervisory level, including but not limited to the positions of supervisor, assistant supervisor,
director, principal, assistant principal, department head, and hezad counsclor.

(b} All teachers are eligible to apply for placement on the promotional cligibility list
providing that (1) they submit to the office of the Director of Personnel and Labor Relations
certification from the State Education Department for the position or positions at the tume the
appointment becomes citective; (2) they have filed their college transcripts and completed
applications on forms prepared and supplied by the office of the Directors of Personnel and [.abor
Relations; and (3) they have submitted letters of recommendation from their current principal and
current director reccommending them for the position for which they have applied, or, if such letter is
not submitted, a letter indicating the reasons thercof.

(c) A teacher's name appearing on any list as of January 1 will remain on the Eligibility
List for a period of three (3) years unless the teacher chooses to withdraw it. At the end of the third
year, the teacher must reapply or her/his name shall be removed from the list. Any renewal must be
filed in writing on or before the commencement of the fourth year. In all cases, it shail be the
responsibility of the teacher to mect the forcgoing requircments.

() All teachers shall be permitted to apply for placement on more than onc Eligibility
List.

(e) When an available position occurs, the teacher on the current Eligibility List shall be
asked to supply the following information:

(1} Statement of teaching or educaticnal, administrative experience {verification
if required of all experience other than that obtained in the New Haven School System).

(2) Statement of reasons why the teacher considers himseli/herself it for the
position.

(3) Pertinent experience in fields related to the position for which the application
has been submitted.

4) If the aforementioned information is satisfactory, s/he may be required to
have an interview. The candidate for a school level position shall be interviewed by a committee of
the SPMT. The committee shall make recommendations to the Superintendent for a final selection.
A statement of reasons why the information is considered unsatisfactory will be given if the teacher
is not interviewed, and if such reason is requested by her/him,

() The Federation will receive copies of the Promotion Eligibility List semiannually.
The copies so provided shall also include a list of those who have notificd the administration of their

enroilment in planned programs as provided in Article X V1, Section 13, Administrative Interns,

() The position need not be filled trom within the New Haven School System. However,
tcachers applying [rom outside the system must meet the same conditions as specified above. If,
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however, two {2) teachers on the promotional eligibility list are equal in fitness and are the most fit of
those available for the position, the position shall be filled with the tcacher with the most seniority in
the New Haven School System.

(h) Posting of Vacancies

() All vacancies for promotional positions shall be publicized by posting on the
bulletin boards and publication in the Superinterdent's Bulletin at least twenty-five (25) days prior to
filling the vacancies. All posting shall include job description, salary and certification and other
necessary qualifications.

{2) If vacancies occur during the summer, they shall not be filled until the
qualified applicants have been notified by a letter of the vacancy, the job description and the
qualifications required and all other requirements have been met.

3) Upon filling a vacancy, the Federation shall be notified as to the position
filled, the person accepted, her/his seniority and certification.

4) The Board shall establish and maintain qualifications for similar positions.
(5 In the event a Head Coaching pesition is vacated, the Board shall consider
and review the qualifications of the Assistant Ccach in that sport betore considering the applications

of others.
SECTION 4. Improved Process for Intra-School Assignment

{(a) Notification in writing will be given to the tecachers of any changes in their programs,
schedules assignments.-grades, subject, or rooms, for the following school year as soon as
practicable, but in any event no later than one week before the close of school annually. Flowever, it
is understood that where special conditions artse changes in assignments may be made to fulfill the
assignments of a particular situation, in which event, written notice will be given to the teachers as
soon as practical after the change 1s made.

{b) Conferences should be held no later than June 15 between the appropriate
administrator and teacher in order to discuss such teacher's schedule for the forthcoming year.

(c) Before the end of each school year, time shall be devoted at a faculty conference in
cach elementary and middle school to a discussion of pupil and teacher assignment for the coming
year which shal! include discussion of plans, goals and needs for school programs.

(d) Building assignments, class assignments, and exemption from homeroom duties shali
be made as equitably as possible consistent with sound educational practices. Any teacher desiring to
have her/his assignment changed relative to homeroom, building and class assignment shall request
such change in writing to the principal, personnel director, and arca dircctor no later than March 1.
Programming Preference Sheets upon which such requests may be made shall be distributed to all
teachers prior to February 15, and their availability shall be announced. All Preference Sheets should
be returned no later than March 1 to the principal who shall include in her/his consideration the
tcacher's preparation, experience and seniority in preparing the Master Schedule.
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ARTICLE VIIl
PERSONNEI. FILES AND EVALUATIONS

SECTION 1. Personnel Files

(a) The teacher's "official personnel file” shall be made up of all of the documents and
other materials which are accumulated from the beginning of a teacher's scrvice in the New Haven
Public School System.

(b} Teachers shall have the right to inspect their own personnel files, to question or to
comment in writing or to reproduce any material therein, The Board agrees to continue its policy of
treating personne! files with the highest degree of confidence, to the extent permitted by law.

(c) Before any derogatory material is placed in a teacher's personnel hile, a copy will be
sent to the teacher and a meeting will be arranged to discuss the contents of such material providing
the teacher requests such a meeting in writing within ten (10) school days of receipt of the letter. The
teacher and a Federation representative will have an opporiunity to comment on the material prior to
inclusion in the file. No derogatory material which concerns an incident occurring more than one (1)
month previous to a file entry shall be put in a teacher's {ile. The teacher will have the right to answer
any material filed and her/his answer will be attached to the file copy.

(d) Teachers will have the right to inspect any personnel files which may be kept by
administrators in the individual schools. Administrators who keep such files shall notify teachers of
their existence.

(c) Administrators should enclose in the file information of a positive nature indicating
special compelencies, achievements, performances or contributions of an academic, professional or
clvic nature.,

SECTION Z. Evaluations

(a) Evaluations shall be signed by the evaluator and then a copy shall be given to the
tecacher and the original shall be signed by the teacher. A teacher shall be allowed to make a written
comment with respect to her/his evaluation and such shall be atiached 1o the evaluation form.

{b) Evaiuations which are not signed by the teacher to indicate that s‘he has had the
opportunity to read the evaluation shall be null end veid. Signature shall not be construed to mean
agreement with the evaluations.

(c) Pubiic address systems, clectronic equipment or any other monitoring or recording
devices, will not be used to observe the teacher.
ARTICLE 1X

STAFEF DEVELOPMENT

SECTION L. The Board and Federation agree that the joint efforts of tcachers and
administrators shall be directed towards the development of a meaningful staff development training
program. To accomplish this, committees of teachers in each school shall meet monthly with the
principal and administrators in each school to develop and determine methods to implement "staft
develoepment training programs” meaningful to the teachers of that school. All such mectings
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between teacher committees and administrators shall be held in the afternoon on released time when
such meetings can be worked into the schedule. The meeting may run up 1o one (1) hour unless
extended by mutual agreement.

SECTION 2. The meetings to implement the above programs will be scheduled by various
school committees referred to in Article TV of this Agrcement. Such mectings shail be held in the
afternoon on releascd time when such can be worked into the schedule.

SECTION 3. The usc of clectronic equipment and other types of teaching aides for in-service
training is encouraged. If particular teachers in the system are used as examples, then such will be
discussed with the individual teacher prior to actual use.

SECTION 4.

(a) There shall be a city-wide Staff Development Committee composed of three (3)
teachers appointed by the New Haven Federation of Teachers and three (3) teachers and/or
administrators appointed by the Superintendent.

(b) 'This committec shall be responsible for establishing a minimum of two (2) release
time staff development activities for the entire teaching staff.

SECTION 5. The Administration shall not schedule any other after school meeting during the
week of a stafl development session.
ARTICLE X
TEACHER FACILITIES

SECTION 1. The following facilitics shall be provided for teachers:
(a) A room containing proper equipment and supplies to aid the teacher in the
preparation of educational materials. Such equipment shall include a duplicating machine in good

working condition with auxiliary supplics.

(b) Spacc in cach school in which the teachers may safely store instructional materials
and supplies.

() Well lighted teacher rest rooms, amply supplicd with toilet paper, towels and soap.

() L.unchroom facilitics and a furnished faculty lounge separate from the students in
cach regular school building and an extension phone may be installed.

(c) A system whereby teachers can expeditiously communicate with the main office in
the event of an cmergency.

Where the facilities are not now availabig, and where providing same would not
require the redesign of a new or existing building, the administration of the school will work with the

teachers in providing such facilities.

{2) [f it is possible to arrange parking facilities for the teachers, the Board will do so.
Special consideration shall be given to the provision of parking facilities for itinerant personnel.
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Where parking problems exist, the Advisory Committee of that school shall consider and submit
recommendations for a solution of such problems. Problems that are system-wide may be given to a
study committee for investigation. The parties can devise mutually acceptable solutions.

(h) Teachers will be provided with individual mail boxes.
4} The Board agrees to form a joint committee with the Federation to approach the
Parking Commission to request parking facilities and/or permission for teachers where conditions

warrant.

() Al schools shall adhere to State and Board Policy with respect to smoking in the
schools.
ARTICLY XI
TEACHER PROTECTION

SECTION 1. Negligence

(a) The Board agrees to protect and save harmless any teachers from financial loss and
expense, including legal fees and costs, if any, arising out of any claim, demand, suit or judgment by
reason of alleged negligence or other act resulting in accidental bodily injury to or death of any
persons, providing that at the time of the accident resulting in such injury the teacher was acting in
the discharge of her/his duties within the scope of her/his employment, it being understood that the
Board's obligation hereunder is the same as that required in Section 10-235 of the General Statutes of
Connecticut.

(b) Teachers will immediately report incidents of personal or property damage to their
immediate supervisor.

(c) In cases of compensable personal injury (excluding assault covered in Section 2
hereof), the teacher may use her/his unused sick leave to make up the difference between the daily
Workers’ Compensation Benefit and her/his regular daily rate of pay, in which event the charge
against her/his accumulated sick leave account shall be prorated in accordance with the portion of the
total payment received daily which constitutes sick leave pay. All members ol the New Haven
Federation of Teachers bargaining unit who are absent from school and entitled to Workers’
Compensation will have their sick leave account reimbursed at the rate of two-thirds (2/3) of a day
for every day the teacher has been charged with her/his eligible sick days during the compensation
period. The reimbursement will occur as soon as the payroll office 1s notified that the teacher has
returned to work.

SLECTION 2. Assault

I{"a teacher while acting in the discharge of hershis duties within the scope of her/his
employment is assaulted, then:

(a) The teacher will report the incident to her/his immediate supervisor and the
authorities as soon as possible.

(b) A teacher shall receive her/his full salary during any absence from school resulting
from an injury due to an assault which results from her/his employment. Such teacher's sick leave
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shall not be reduced thereby. The total amount of monies received by such teacher from the Board, in
salary, and from the Workers® Compensation insurance carrier shall not be in excess of her/his
normal annual salary under this Agreement. In the event a teacher is on an extended absence
~-.:ting from an assault, s/he may be required to submit medical evidence from a licensed physician
indicating the reason for the extended absence.

{c) In the event a teacher is accused of assault or negligence resuiting from action by the
teacher while such teacher was acting in the discharge of her/his duties within the scope of her/his
employment, then the Board shall provide her/him legal counsel and defend her/him in any
procceding resulting therefrom.

(d) Liability for damages resulting from the ncgligence of a teacher acting in the
discharge of her/his dutics within the scope of her/his employment shall be assumed by the Board.
ARTICLE XII
SALARIES

SECTTON 1. Teachers with advanced degrees beyond the Bachelor’s will receive additional
compensation by reascn of such degrees or additional study as set forth in the salary schedule.
Teachers will be placed in the MA salary schedule if they have completed thirty (30) credits beyond
the Bachelor's Degree in a planned course of study with prior approval by the college and the Board.
Teachers will be placed in the 6th year salary schedule if they have completed thirty (30) credits
bevond the Master's Degree in a planned course of study with prior approval by the college and the
Board. Such approval must be in writing.

SECTION 2. Individual salaries will be adjusted to conform to the salary schedule upon
successiul completion of such graduate work as of September |, and as of February 1, for those who
complete such graduate work during the first semester of the institution s/he has attended.

SECTION 3. New teachers will be credited for their previous years of experience if such
mect the following requirements:

(a) If such previous experience is at a public or an acceptable private school;

{b) If such service 18 as a full-time tcacher; and

{c) Fuli-time college teaching experience,

SECTION 4. 1f such teaching service is for a term or more, it shall be credited as a full year
for salary purposes only. Intermittent or short term substitute service will not be credited as previous
teaching experience. A teacher hired during the first ten (10) school days of either term shall receive
credit for a full term of teaching service for salary purposes only.

SECTION 5. New teachers who participate in a state approved Aliernate Route to
Certification (ARC) program may receive up to five (3) years on the salary scale for years of service
in their prior professions. The Board in its sole discretion shall determine what credit, 1f any, should

be given and may determine what requirements will be corsidered.

SECTION 6. In the event that the Board determines thore is a shortage in a particular
specialty, it may coffer financial hiring incentives it deems appropriate to effectuate a hire. Such
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incentives shall be considered by the Board on a casc-by-case basis and may include but shall not be
limited to credited years of service or hiring bonuses. Any action taken by the Board under this
section shall not constitute a practice or precedent.

SECTION 7. Teaching service in the Peace Corps, Vista or Teachers Corps programs shall
be credited for salary purposes only up to a maximum of two {2) years, providing such 1s continuous
for at lcast a period of a term or more.

SECTION 8. On September | annually, teachers shall be slotted into the appropriate step of
the Salary Schedules annexed hereto on the basis of cach full year of credited service in the System.

SECTION 9. Specialists listed in the schedule below shall receive the following amounts
annually pursuant to the salary scale:

Physically Handicapped §300.00
Visually Handicapped 300.00
Mentally Retarded 300.00
Emotionally Handicapped 300.00
Neurologically Impaired 300.00
Psychological Fixaminer 400.00
Associate Social Worker 400.00
Speech and Hearing Therapists 400.00
Counselors 500.00
Reading Consultant 300.00
Certitied Social Worker 700.00
(a) Specialists hired after January 1, 1976, will not receive the amounts listed above. All

persons who were receiving the differentials prior to Januvary 1, 1976. shall continue to be paid the
same differential.

(b) Members of the teaching staftf whosc certification requires a 60 Credit Master’s will
be placed on the sixth year Salary Schedule. Members of the teaching staft who are receiving a
differential and whose certification requires a 60 Credit Master’s have the option to select the
cconomically higher alternative between the differential and the sixth year Salary Schedule, but not
both.

SECTION 10.
In the event a head coach or assistant coach starts the season and is injured, disabled or
becomes ill while in the act of performing her/his dutics as a coach, or is injured or disabled or

becomes it while s/he is traveling to or from her/his heme or te or from a scheduled trip, such coach
shall accrue the seasonal salary and bencfits as if the scason had been completed.

SECTION 11. Pay for Travel
The Board of Lducation shall continue 1o follow the policy applicable to all other employees

in the City of New Iaven with respect to pay for travel and reimbursement for conferences and
lodging expenses.
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SECTION 1Z. Payroll Procedure

(a) Each employee shall elect in writing at the time s/he executes her/his individual
salary agreement whether s/he wishes to be paid on a twenty-one (21) or twenty-six (26) paymenl
schedule. Such election cannot be changed for the duration of the annual salary agreement. Gross
salary payments shall be in equal amounts and made on alternate Fridays except if such days fall on a
holiday then payments shall be made on the previous day. In the cvent an employce fails to make the
election as specified above, s/he shall be paid on the twenty-one (21) payment schedule.

(b) Teachers on the twenty-six (26) payment schedule shall have the option of collecting
all summer checks on the last pay dale in June, provided said election is made at the time the
individual salary agreement is exccuted as indicated in paragraph (a) above.

() The Board will petition the State T'eacher's Retirement Board for permission to make
twenty (20) bi-weckly retirement deductions. The Federation will assume responsibility for all
shortages that may occur becausce of this procedure. The Federation will save and hold the Board
harmless with respect to any loss which may occur.

SECTION 13. Detention Coverage

Tt is recommended that the following procedurcs be follewed by the principals in the
secondary and middle schools when detention classes are established: The principal shall assign a
teacher to regularly covered detention classes and if a teacher shall be regularly assigned, that teacher
will be required to tcach one less period per day. shall have no homeroom assignment and will be
required to report for no more than six and three-quarters (6 3/4) consecutive hours per day.
However, a principal may arrange to handle detention classes in another manner.

SECTION 14. Ifome Bound Compensation

Homebound teachers shall be paid $28.62 per hour for the first one hundred fifty (150) hours
and $30.15 per hour therealter. Teachers shall be cerzified in the area in which they are requested to
teach. Such assignments are voluntary.

SECTION 15. Summer School

The Board shall determine annually whether a summer school is to be held. If such is held,
the following conditions will prevail:

(a) ‘Teachers from the previous year's summer school shall be given preference in
summer school positions in their certified area, if their evaluation shows satisfactory performance.

(b) Teachers from the previous year's regularly appointed teaching staff shall be given an
opportunity to fill any vacancics in their certificd arca which exist in the faculty of the summer
school. Seniority and qualifications for the particular vacancy shall determine who is chosen for the
vacancy.

(c) The regular teaching staff will be notified of vacancies in the summer school faculty

by May 1 of any year. Such notice shall be included in the Superintendent's Bulletin. Teachers
selected for summer school will be notified by June 1 annually.

{00291366.00C Ver. 1} 28



(d)y  Effective July 1, 2010 through June 30, 2014, teachers teaching in the summer school
shall be paid $23.69 per hour.

(c) A full summer school session shali be thirty (30) working days.
() Each workday shall consist of four (4) hours of work.

{g) New Haven teachers shall be given preference in summer school positions where the
New Haven teacher is cqual to or superior to all other applicants. The determination of relative
credentials shall be made by the appropriatc administrator.

SECTION 146, Adult ducation
Preference in (lling open positions in the Adult Education Program shall be given to

qualified teachers from the New Haven School System who apply for positions within their areas of
certification.

Effective July 1, 2010 through June 30, 2014, adult education teachers shall be paid $28.62
per hour for the first one hundred fifty (1530) hours and $30.15 per hour thereafter. Teachers shall be
certified in the arca in which they arc requested to teach. Such assignments are voluntary.

SECTION 17. Club Advisors

Annual stipends shall be paid to the following club advisors, according to the following

schedule:
(a) Cheerleading Advisors $5,395
{(b) Band Dircctors $5,395
(©) Yearhook Advisor $5,086
(d) Newspaper Advisor $3,086
(¢) [Literary Magazine Advisor $2,541
() Drama Club Advisors $2,696 per major production at

the Middle and High Schools

ARTICLE XIII
BENETTT PROGRAMS

SECTION 1.

(a) The Board shall cover all employees hired before the signing of this agreement and
scheduled to work twenty {20) hours per week or more and their eligible dependents under one of
three medical care program known as, “CP-2 PPO,” “BC-1 POE” and “CPCM.” Employces hired
after the signing of this agreement and scheduled to work twenty (20) hours per week or more and
their eligible dependents shall be covered by the Century Preferred Comp Mix Plan only. Employces
hired before the signing of this agreement may choose among the medical plans at the time of
enrollment and at the time of the annual open cnrollment. These plan summaries are outlined in
Appendix E to this Agreement. Complete plan documents shall be maintained in the City of New
Taven's Oftice of Medical Benefits.
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Each vear at the Board’s discretion, prior to July 1, the Board may hold a required re-
enrollment for all bargaining unit members and their eligible dependents. At this time all members
» -1l be required to re-enroll in their choice of the Board’s offered medical benefit plans pursuant to
the regulations prescribed by the Medical Benefits Office. Any individual not participating in this re-
enrollment will not be eligible for continuation of medical benefits until such time as they re-enroll
pursuant to this section. During the course of this Agrecment, the Board may require continuing
proof of spouse and/or dependent eligibility. New employees shall not be eligible for medical
benefits until such time as they provide documentation acceptable to the Medical Benefits Office.
Subscquent to re-enrollment or enrollment, any changes in dependent or spouse status must be
communicated to the Medical Benefits Olfice immediately upon such change taking place. The
Board reserves the right to recoup claims improperly paid.

(b) Employecs must contribute a percentage of the cost of her/his (and the cost of cligible
dependents) health and dental benefits based upon the quivalent Fully Underwritten rates in effect
at the time. Their contributions shall be made through weekly payroll deductions as follows:

CPCM BC-1 POE CP-2 PPO
7/1710-6/30/11 9% 16% 20%
T11-6/30/12 9.5% 16.5% 20.5%
7/1/12-6/30/13 10% 17% 21%
7/1/13-6/30/14 10.5% 17.5% 21.5%
(©) The payroll deductions specified above shall be implemented pursuant 1o a Section

125 pre-tax wage deduction plan in accordance with the applicable provisions of Section 125 of the
Internal Revenue Code (and in accordance with any amcndments to said provisions) so long as said
provisions allow for such a plan. Said plan will be designed to permit exclusion from taxable income
of the employees' share of health insurance premiums for those employees who complete and sign
the appropriate wage deduction form. The Board shall incur no obligation 1o engage in any form of
impact bargaining in the cvent that a change in law reduces or eliminates the tax-exempt status of the
employees™ insurance premium contributions. Neither the Federation nor any ecmplovee covered by
this Agreement shall make any claim or demand nor maintain any action against the Board or any if
its members or agents for taxes, penaltics, interest or other costs or loss arising trom the use of the
wage deduction form or from a change in law that may reduce or climinate the employces’ tax
benefits to be derived from this plan. Further, the parties agree that the health insurance benefits and
the administration of those benefits shall continue to be governed by the collective bargaining
Agreement and the carrier’s insurance plan,

(d) The Board shall also provide a Blue Cross Full Service Dental Plan for individual
employees and all eligible dependents, including Rider A (additional basic benefits), Rider B
(prosthetics), Rider C (periodontics), Rider D {orthodontia), and unmarried Dependent Child (19-24).

() Effective July 1, 1992 the Board shall provide Fifty-tive Thousand ($55,000) lifc
insurance upon the life of each teacher covered by this Agreement, and an equal amount ol accidental
death and dismemberment coverage shall be provided for cach teacher covered by this Agreement.
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() Teachers who retire may continue health insurance coverage at their own cxpense at
the group rate paid by the Board, so long as they make the necessary payment in a timely fashion.

{2) Teachers who retire pursuant to the Connecticut State Teachers Retirement Fund,
with twenty-five (25) years of teaching in the New tHaven Public Schools and are below age
«iuty-five (65) shall have the premiums of all health insurance benefits provided under this
rwgzicement at the time of retirement paid by the Board until they reach age sixty-five (65) or sooner
qualify for Medicare to the extent that such premiums do not exceed the amount of the group rate
paid for the teachers at the time of retirement. At age sixty-five (63), such teachers who are not
covered by Medicare, shall be provided, at Board cxpense, insurance benefits equivalent to those
provided by Medicare.

(h) On an annual basis, tcachers who have alternate health insurance coverage may
choose to waive the above listed health insurance and instead receive an additional lump sum
payment in the amount of $500 single / $1000 couple / $1500 family. Teachers who choose to
exercise this waiver must so inform the Personnel Department, in writing, by June 15 for the next
vear beginning July 1. Teachers who have waived, but wish no longer to waive, shall inform the
personnel office, in writing, by June 15 for the next vear beginning July 1. Waiver payments shall be
disbursed on the first pay period following June 1 and only to those Teachers still employed by the
Board on that date.

(1) Child and Dependent Care Reimbursement Program. The New [laven Board of
Education agrees to reduce the salary of teachers who authorize the same by a designated amount and
apply that amount to benefits under the Reimbursement Program for Child and Pependent Care
[xpenses. The teacher agrees to provide the Board with a qualifying Child and Dependent Care
expenses verification in order to be reimbursed. The amount reimbursed will be limited to the
amount authorized by the teacher to be deducted and is subject to the limitations and procedures
cstablished under the plan. (The total amount deducted may not exceed S5,000).

) Effective September 1, 1994, the Agreement will contain a description of the
Workers' Compensation preferred provider plan developed by the Board and approved by the
Workers' Compensation Commission in accordance with Connecticut General Statutes Section
31-279 et seq.

SECTION 2. The Board’s liability under this Article shall be to pay the premiums required
for coverage. Payments shall be in accordance with the conditions stated in the policy which all
teachers agree to be bound by.

PRESCRIPTION DRUG PLAN

Annual Maximum Co-Pays Unlimited
Tier 1 - Generic $3

Tier 2 - Listed Brand $20

Tier 3 - Non Listed Brand $33

Mail Order Co-Pays

90 Day Supply (Maintenance Medications)

Mandatory Mail Order for Maintenance Medications

Generic X co-pay
Brand 2x co-pay
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Generic Substitution

National Network

Emergencies

Non Participatine Pharmacies

Physician Dispensing

Mandatory
Avallable
Covered

Plan pays 80% of Anthem
Allowances

Prescriptions may be written

by participating or non
participating physicians

Step Therapy Mandatory
Precision RX Spectalty Pharmacy Mandatory

Tier 1: Generic Drugs refers to a prescription that is considered non-proprietary and is not
2 p F 10M-prop ¥

protected by a Trademark. It is required to meet the same bioequivalency test as the original

brand name drug.

Tier 2: Listed Brand Name Drugs - The term “listed brand name” refers to a brand name
prescription drug identitied as the formulary by the medical provider as a prescription drug
with a 2 Tier co-pay.

Tier 3: Non Listed Brand Name Drugs - The term “non listed brand name” refers to a brand
name prescription drug not identified on the formulary by the medical provider, Tier 3
copayment applies.

ARTICLE X1V
CONTORMITY TO LAW AND SAVINGS CILAUSE

[fany provision to this Agreement is or shall at any time be determined contrary to law by a
Court of competent jurisdiction, then such provision shall not be performed or enforced except to the
extent permitted by law and any substitute acticn shall be subject to apprepriate consultation and
negotiation with the Federation. [n the event that any provision of this Agreement 1s or shall at any
time be determined to be contrary to law by a Court ol competent jurisdiction, all other provisions of
this Agreement shall continue in effect.
LAYOEFES

SECTION L. If layoffs are carried ont, an affected member shall be offered the opportunity to
transfer to other positions, in the following order:

(a) First, to vacant positions for which s/he is certified.
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(b) Sccond, to a position occupied by a bargaining unit member not employed on
the date this Agreement is agreed upon, provided the teacher to be transferred is certified for such

position.
{c) Third, to any other position within the bargaining unit for which s/he is
certified.
(d) Teachers offered a transfer under one of the above orders of priority shall

have a right to ¢hoose in order of seniority, among poesitions available in the same order or priority.
An affected member's refusal to accept a proper offer to transfer under the above conditions shall
result in her/his loss of any further right to transfer.

SECTION 2. The provisions of this Article shall not be construed to permit layoffs or
transfers which would:

(a) Deprive any bargaining unit members ol tenure or other rights to continued
employment;

(b) Result in 2 non-tenured teacher displacing a tenured teacher;

(c) Result in the layoff or displacement of a more senior teacher in favor of a less senior

teacher unless said more senior teacher fails to possess the special qualifications required for the
position in question.

(d) Result in the assignment ol a teacher 10 a position which requires special
qualifications which such teacher does not possess.

SECTION 3. I[f any member of the bargaining unit is laid off due to elimination of position,
such member shall possess recall rights for a period of two (2) years following the end of the school
year in which the layolT occurs. Members on layolf with recall rights shall be recailed in order of
seniority to a vacant position for which they are certified belore any new employee is hired into such
position. If a laid-off member refuses recall to any such position, s/he shall be retained on the recall
list.

SECTION 4. In the cvent of elimination of positions, resulting in the layofT, transfer or
subscquent recall of members of the bargaining unit, the Board will discuss with the Federation the
special qualifications, if any, which are required of the affected positions before action is taken.

SECTION 5. The Board shall notify the Federation as soon as practicable of proposed
elimination of positions under special fund programs, The Federation will be given a list of all
layoffs, transfers and recalls resulting from this provision.

MISCELLANEOUS

SECTION 1. Teacher Directory
(a) Not later than December 1 of the school year, each teacher will be provided with a

manual giving the names and addresses of the steff. The Federation shall not hold the Board
responsible for any delays by the printer.

{00291366.DOC Ver. 1} ' 33



(b) As soon after October 15 as such information is available, but in no event later than
when it is submitted to the printer, the Board shall provide the Federation with all of the information
provided above and the seniority and degrec of the members of the staff.

SECTION 2. Sick Leave Statement

I'ach teacher will be provided, in October and March, with a statement of her/his
accumulated sick leave and personal leave.

SECTION 3. Class Interruption

To insure continuity of the learning process, classroom interruptions shall be himited to
important announcements once per day according to an established schedule, except for emergencies
affecting the health and safety of the occupants of the school.

SECTION 4. Media Services

Problems relating to media services will be submitted to the SPMT and its recommendations
shall be followed.

SECTION 5. The Federation shall discourage absentecism, tardiness and any action by its
members, individually or collectively, which shall not conform to the provisions hercin. or which
will detract from the professional status of one or more of its members, whether such action be of
moral, cthical or professional nature and further the Federation shall take all action it deems
necessary to fulfill its individual and collective professional obligation and commitment to the pupils
and the community.

SECTION 6. The Federation and the Board agree that this Agreement represents the
complete agreement between the parties concerning all conditions of employment and salaries of

teachers, for the duration of this Agreement.

SECTION 7. If individual contracts with teachers arc used in the System, such contracts shall
be consistent with the provisions of this Agreement.

SECTION 8. The Board and Federation shall comply with all State and Federal Laws
applicable.

SECTION 9. 'The term "tcacher” as used in this Agreement, except where otherwisce
indicated, is considered to apply to the regular professional certified employees referred to in the

Recognition provisions hereot.”

SECTION 10. Whenever written notice 1s required to be given herein, such notice shall be
given by letter to the last address of the person as contained in the files of the Board of Fducation.

SECTION 11. Pupil Grades

{(a) The grade given to a pupil for the completion of an assigned task pursuant to the
study of a required or elective subject in the curriculum taught by the teacher or an approved
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extracurricular activity under the supervision of the teacher is the teacher's indication of the quality of
performance by the pupil of this particular task.

(b} The teacher shall be considercd to be the expert in evaluating the pupil's work, and
the integrity of the teacher shall be respected in grading the work of the puptl.

(<) The grade given by the teacher shall rot be changed by another person. However, in
the event that the grade should be challenged by the pupil and/or her/his parent(s), and after
appropriate conference it appears that all factors involved in the performance of the pupil may not
have been known or taken into consideration by the teacher, the teacher has the prerogative and duty
1o adjust such grade in accordance with all factors involved.

(d) No minimum or maximum limitation shall be set on the number who pass or fail, but
cvery teacher witl be expected to give all possible assistance and encouragement to pupils whose
work may be below passing standards and to challenge those who may be finding the work too casy.

(©) All instruments of student evaluation shall be formulated by a city-wide committee of
equal numbers of tcachers, students, parents, and administrators, Two-thirds of the teachers shall be
appointed by the Federation.

SECTION 12. Teaching Principal

The Board and the Federation agree that no teacher shall act in the capacity ¢f an
administrator as a temporary employee unless compensated for the temporary substitution as an
administrator in charge of a school. This proviston shall not apply 1f there is anyone on the eligibility
list qualified to fill the vacant position.

SECTION 13. Admunistrative Intern

Admintsirative Interns shall be selected from those enrolled in a planned program leading to
certification. Maximum period of internship shall be a period of two (2) years unless in the judgment
of the appropriate administrator (a) no other qualified applicant is available or (b) removing the
incumbent intern would jeopardize the educational program.

SECTION 14. Letters of Recommendation

If an employce requests a letter of recommendation from the administrator or her/his
supervisor, and the administrator or her/his supervisor agrees to write one, a copy of such letter shall
be placed in her/his personal file upon the teacher’s request.

SECTION 13, Specialists

Although every teacher is considered a specialist in her/his own particular area of
competence, for the purpose of this Section, Specialists shall be defined as individuals whose general
conditions of employment vary from those of the regular classroom teacher in that their position 1s
affected by physical limitation or requires a different atmosphere within which they are required to
do their job; further specialized certification, mobility or skills specific to do their particular area of
instruction. Such Specialists’ condition will be rezulated as follows:
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(a) Where needed, clerical assistance will be provided when at least one day’s notice is
given stating such need.

(b) Work load shall not normally exceed that which would necessitate working more than
the regular number of hours.

(c) Adequate facilitics and materials will be provided when needed if they are properly
requisitioned.

SECTION 16. Cancellation of Schools

The Board will make every effort 1o notify radio stations WELIL, WNHC, WAVZ, WYBC,
and WPLR by 6:00 a.m. if schools arc to be closed due to inclement weather or other emergency
conditions.

SECTION t7. The Board atfirms its continuing policy ¢f compliance with legal requirements
as to the employment of substitutes, and additionally the Board shali not use substitutes in place of
ieachers solely for economic reasons. The Federation will be given a copy of the substitutes list
supplied to the state Board of Education in October of each year.

SECTION 18. Residual Rights

If the work of any teacher is used outside the school system, such will be used only with the
consent of the individual teacher.

SECTION 19. Part-Time Teachers

(a) Teachers who are permanently assigned to work twenty (20) hours or more shall be
paid a prorata amount based upon the appropriate step of the salary schedule. Such teachers shall
receive full insurance benefits and a prorata amount of sick days and personal days.

(b) Teachers who work nineteen (19) hours or less shall be paid the hourly rate specitied
in Scction 14 of Article XII and shall be entitled 1o no other benzlits.

SECTION 20. Job Sharing

The parties recognize the need o retain and attract quality teachers for the school system and
that job sharing represcnts an opportunity to increase the types and {lexibility of job offerings
available to teachers and is of assistance to the school svstem in attracting and retaining quality
tecachers as well as improving instruction. It is in the spirit of this understanding that the parties agree
that cooperative efforts should be made between the administration and teachers who request such a
job sharing arrangement. The final judgment on whether to grant a job sharing arrangement rests
solely with the administration.

ARTICLE XVII
COOPLRATIVE EDUCATIONAL PLANNING

SECTION 1. The Board and the Federation are dedicated to the principal of the continual
improvement of the total educational opportunitics for children of the New Haven School System. [n
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furtherance of this joint objcctive, the Federation and the Board agree to work toward planning
cducationally innovative programs geared to the specific nceds of the children of New Haven. The
implementation of any such programs shall be contingent upon the obtaining of Special Funds or
Cirants to finance the implementation of such programs.

SECTION 2. A city-wide committee shall be established to which all proposals for changes
in curriculum and all proposals for innovative programs shall be submitted for review and comment
before requests for funding are made. When feasible, such submissions shall be made prior to the
request for funding. This committee shall be composed of ten teachers, seven to be designated by the
Federation, and five administrators, not more than five such meetings for this committec shall be held
on relcased time. All proposals shall be implemented first on a trial basis, and final implementation
shall include careful consideration of the evaluation of participating teachers. Additionally, proposed
changes in school, grade or programmatic organization may be reviewed by this committee.

SECTION 3. In support of Cooperative Educational Planning, the parties hereto presently
support the concept of a Teacher Resource Center to be developed at any school and if stafted, shall
be staffed by a certified teacher. The Cooperative Educational Planning Commitiee shall develop in
discussions with the Superintendent the schedule the Resource Center will be opened, it being
understood that continued support for the Center will be dependent upon use by the teachers.

SECTION 4. An SPMT shall be established in each school to assist in determining and
implementing the educational goals for cach school. It is understood that as protessionals, teachers
should be encouraged and expected to participate in a process which will provide opportunities to
meaningfully discuss the methods and scope of the educational and programmatic plans for each
school and department. [n addition to assisting the determination of the educational goals, the SPMT
will also assist in the determination of the curriculum needs, budgetary needs and student
assignments for each school.

SECTION 3. The SPMT is a representative body consisting of teachers, administrators,
parents, and sometimes students. Each constituent group selects its representatives to serve on the
SPMT. The SPMT will make recommendations in matters pertaining to the budgetary,
programmatic, statfing and curricular nceds of the school.

AMENDMENT TO THIS AGREEMENT

SECTION 1. With regard to matters not covered by this Agreement, the Board agrees to
make no change in existing policy affecting mandatory subjects of bargaining without prior
censultation with the Federation.

SECTION 2. Negotiations with respect 1o changes in or additions to the provisions of this
contract (except matters relating to the salary schedule and/or the benefit provisions stated herein)
shall be initiated at the written request of either party. The negotiating committees shall meet (unless
otherwisc agreed) within four (4) days of the receipt of such request and shall continue to mect until
(1) the matters being negotiated have been resolved by agreement, or (2) an impasse has been
reached and mediation procedures under Section 10-153 of the General Statutes of Connecticut have
been invoked.
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ARTICLE XIX
DURATION

SECTION 1. The parties agree to negotiate in good faith in an effort to sccure a successor
agrcement in accordance with Public Act 76-403, and to commence such negotiations not later than
the first of November of the year preceding the termination of this Agreement, upon written request
of either party, filed two (2) weeks before the date negotiations are requested to commence.

SECTION 2. This Agreement shall become binding and effective as of July 1, 2010 and
shall remain in full force and effect until June 30, 2014,

SECTION 3. In the event that the Board and the Federation fail to secure a successor
Agreement as provided in Section 1 of this Article prior to the above expiration date of this
Agreement, the parties may mutually agree to extend this Agreement for any period of time provided
that any such Agreement rcached is retroactive to the expiration date of this agreement.

IN WITNESS WHIREQF, the partics hercunto have caused to be executed by their proper officers,
hercunto duly authorized and their seals affixed hereto as of the date and year first above written.

Wilness: NEW HAVEN FEDERATION OF TEACHLIRS
By:
Its President
Date:
Witness: NEW HAVEN BOARD O EDUCATION

By:

IDr. Reginald R. Mayo
Date:

Mayor John DeStefano
Date:
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APPENDIX A

New Haven Public Schools Teachers’ Salary

July 1, 2010 - June 30, 2011

STEP | BA | MA |6THYR | PHD
1 40,535 | 42.875] 45330 | 49,393
2| 42,174 | 44417 | 46,969 | 51,034
3 | 43,945 | 46,139 | 48,740 | 52,804
4 | 45948 | 48142 | 50,742 | 54,806
5 | 48,051 50244 | 52,846 | 56,910
6 | 50208 52,402 | 55,004 59,068
7 | 52,426 | 54619 | 57.221| 61,284
8 54,705 | 56,898 | 59,500 | 63,562
9 | 57.047| 59241 | 61,842 65906
10 | 59458 | 61,658 | 64252 68,334
11| 61,887 | 64,080 | 66,681 | 70,744 |
12 | 64,865 | 67,079 | 69,709 | 73,815
13 | 67,670 | 69,905 | 72,561 | 76,707
14 | 70564 | 72821 75505 | 79,692
145 | 73,782 | 76,049 | 78747 | 82,955
15 | 77,000 | 79276 | 81989 | 86217

Teachers with 30 or more years of teaching experience shall receive a $750 longevity added to their
salary.
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APPENDIX A

New Haven Public Schools Teachers’” Salary
July 1,2011 - June 30, 2012

6TH

STEP BA MA YR PHD
2 42174 | 44,4171 46,969 | 51,034

3 43,759 | 45,953 | 48,554 | 52,618

4 45,738 | 47,9321 50,532 | 54,596

5 47.830 | 50,023 52,625 | 56,689

6 49,982 | 52,176 54,778 | 58,842

7

3

9

52,193 | 54,386 | 56,988 | 61,051
54,466 | 56,659 | 59,261 | 63,323
56,801 | 58,995 | 61,596 | 65,660
10 | $59.205] 61,405 | 63,999 | 68.081
11| 61,632] 63,825 66,426 | 70,489
12 | 64,552 | 66,766 | 69396 | 73,502
13| 67375 | 69.610 72,266 | 76.412
14 | 70260 | 72,517 75201 | 79,388
145 | 73,630 | 75897 78,595 | 82,803
15 ] 77,000 | 79276 81,989 | 86,217
Max! | 78,100 | 80376 83,089 | 87,317

Teachers with 30 or more years of teaching experience shall receive a $750 longevity added to their
salary.
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APPENDIX A

New Haven Public Schools Teachers™ Salary
July 1, 2012 — June 30, 2013

6TH
STEP BA MA YR PHD

3 43,759 | 45953 | 48,554 | 52,618
4 45,535 | 47,729 50,329 | 54,593
5 | 47,616 | 49,809 52,411 | 56,475
6 49,761 | 51955 . 54,557 | 58,621
7
8

51,966 | $4.159 , 56,761 | 60,824
54,233 | 56,426 | 59,028 | 63,090
9 56,562 | 58,756 | 61,357 | 65421
10 | 58,959 | 61,159 | 63,753 | 67,835
11 | 61,383 | 63.576 | 66,177 | 70,240
12 | 64253 | 66,467 | 69,097 | 73,203
13 | 67,086 69321 | 71,9771 76,123
14 | 69,964 72221 | 74,905 | 79,092
145 | 73482 75749 | 78,447 | 82,655
15 | 77,000 | 79276 | 81,989 | 86217
Maxl | 78,100| 80,376 | 83,089 | 87317
Max2 | 79,300 | 81,576 | 84,289 | 88,517

Teachers with 30 or more years of teaching experience shall receive a $750 longevity added to their
salary.
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APPENDIX A

New Haven Public Schools Teachers” Salary
July 1, 2013 — June 30, 2014

6TH

STEP | BA | MA | YR | PHD
3 43,759 | 45,953 | 48,554 | 52,618

4 | 45357 | 47,551 | 50,151 | 54215

5 47,408 | 49,601 | 52203 | 56267

6 49,546 | 51,740 | 54342 | 58,406

7 51,745 | 53,938 | 56.540 | 60,603

8 54,006 | 56,199 | 58801 | 62,863
9 | 56329 | 58523 | 61,124 | 65,188
10| 58,7191 60,919 | 63,513 | 67,595
11| 61,141 ] 63334 | 65935 69,998
12 | 63,966 | 66,180 | 68,810 | 72,916
13 | 66,803 | 69,038 | 71,694 | 75,840
140 | 69676 | 71933 | 74,617 78,804
14.5 | 73,338 75,605 | 78,303 | 82,511
15.0 | 77,000 | 79276 | 81989 86,217
Max! | 78,100 | 80,376 | 83,089 87.317
Max2 | 79,300 | 81.576 | 84289 | 88,517
Max3 | 80,600 | 82,876 | 85,589 | 89,817

Teachers with 30 or more years of teaching experience shall receive a $750 longevity added to their
salary.
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APPENDIX B
COACHES’ SAT.ARY SCIHHEDULE

2010-2014
L 2 3 4
F'ootball/Basketball Head $4,679 $4,991 $5.202 $5,895
Football/Basketball Assistant $3,477 $3,686 $3,899 54,437
Baseball/Softball Track Head $4,794 $4.800 $5,011 $5.704
Baseball/Softball/Track Assistant $3.284 $3,495 $3,708 $4.205
Hockey 1lcad $4,359 $4,991 $5,202 $5,895
Hockey Assistant $3.511 $3.686 $3.899 $4,437
Soccer/Tennis/Volleyball Head $4.145 $4,340 $4.567 $3,704
Soccer/Tennis/Volleyball Assistant  $3,284 $3,495 $3.708 $4,195
Trainer/Football $2.459 $2.565 $2.671 $3.067
Spring Football Head $2.260 $2,260 $2.260 $2.5251
Spring Football Assistant $2,048 $2,048 $2,048 $2.338
Golt/Swimming Head $4.145 84,340 54,568 $5.704
Cross Country Head $4.461 $4,800 $5,001 $5.704
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APPENDIX C
HYDE PROJECT AGREEMENT

WHEREAS, the New Haven Board of Education (the "Board") desires to continue for the students ot
New Haven and surrounding towns a special magnet school modeled after the Hyde School of Bath,
Maine (the "Hyde School); and

WHEREAS, the Board and the New Haven Federation of Teachers, AFT (the "Federation™) desire to
set forth their agreements and understandings regarding said school;

NOW, THEREIORE, the parties hereby agree as fellows:

l. For the period from July 2010 through Junc 2014, the compensation and the
terms and conditions of emplovment of teachers who are employed to teach
full-time at the Flyde School (“teachers™) shall include the following:

a. Compensation - In addition to the salary as sct forth in the parties’ collective
bargaining agreement, teachers shall receive an annual stipend, which shall be
paid in ten (10) equal installments on the last day of each month from
September through June of cach school year.

For the 2010-2014 school years, said annual stipend shall be Thirteen
Thousand Five Hundred Twenty ($13,520.00) Dollars.

b. Summer In-Service Program - Summer training will take place either in Bath,
Mainc or at a sitc to be determined in Connecticut, for a period not to exceed
three (3) full weeks.

1. Each teacher shall be paid One Thousand (§1,000.00} Dollars for each
full week of tratning in which s/he participates.

2. The Board agrees to provide lodging and meals to teachers while in Maine,
and either to provide or to pay teachers’ travel expenses al the rate of $0.30
per mile for travel to and from Bath, Maine.

C. Work Day - The work day for teachers will be 8:00 am. - to 5:00 p.m.
d. Student/Parent/Teacher Programs - Teachers shall participate in activities

involving students and/or parents and/or other teachers and administrators one
(1) evening per month during the regular school year. In addition, Teachers
shall participate in school activitics on three (3) weekends during the regular
school year and one weekend every other year. These weekends shall consist
of the following:

Two (2) Family Weekends - every year. IFriday - 7:00 p.m. - 9:00 p.m.
Saturday - 9:00 a.m. - 12:00 Noon. No overnight stay.
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One (1) Faculty Retreat Weekend - every year. Friday - 7:00 p.m. - 9:00 p.m.
Saturday - 8:00 am. - 5:00 p.m.

This is an overnight retreat, however, teachers may opt not to stay ovemnight
at the retreat site. Teachers will be involved in planning the retreat.

One (1)} Parent Retreat Weekend - every two years. Friday - 7:00 p.m. - 9:00
p.m. Saturday - All day Sunday - 12:00 Noon

‘This is an overnight retreat. Teachers will be involved in planning the retreat.

All teachers will participate in the Advisory Groups which shall be held
during the regularly scheduled school day. Once teachers have completed the
mitial three-week training period, they will participate in a two-day statt
development session cach year during the summer. For the 1996-97 school
year the staff development session shall be one-day and will be held the day
before school is scheduled to open.

Athletics Programs - The Athletic Director shall be compensated as is the
practice in the comprehensive high schools and shall be released from one
teaching class per day. The person who {ills this position shall not be in the
extended day program.

Coaches for varsity athletics shall be compensated according to the salary
schedule in the contract negotiated between the Board and the NATET. When
a teacher is not coaching, s’'he may opt to participate in the extended day
program. If such option is exercised, the teacher shall be paid onc-third or
two-thirds of the stipend as the case may be.

Fxtended Day Program Teachers presently employed at the Tlyde School may
opt not to participate in the extended day program. If a teacher opts not to
participate in the extended day program, such teacher shall participate in all
other activities negotiated in this agreement and shall be paid the negotiated
hourly rate for the once per month neighborhood meetings, family weekends
and summer staff development. Such teachers shall be paid a stipend of Three
Hundred Dollars ($300.0€) for aticndance at the Faculty Retreat and Four
Hundred Dollars ($400.00) for attendance at the Parent Retreat.

Teaching Load - Teachers shall teach five (5) classes per day. In addition,
teachers shall fully participate in the Flyde School sports, performing arts,
community service and work-study programs. The parties shall work
cooperatively to resolve any disputes which may arisc under Section 6 of
Article Tl of the parties' collective bargaining agreement; provided that any
such disputes which cannot be resolved at the building level shall be referred
to the Labor-Management Committee below.

Preparation Periods and [unch - Fach teacher shall be provided with a
preparation period and a duty-free lunch period daily.

45



i Hyde School will have a functioning S.P.M.T. which will be composed of a
representative group of teachers, administrators and parents as per Board of
Education policy.

2. As part of their negotiations over a successor agreement to their current collective bargaining
agreement, the Board and the Federation shall negotiate concerning the compensation and
terms and conditions of employment of teachers for the period after June 30, 1999,

3 The Board and the Federation understand that the Hyde School pilot program will be a
voluntary one. Therefore, during the period from July, 1996 through June, 1999, the Board
and the Federation agrec that they shall participate in a Hyde-Project Labor-Management
Commitee (the "Committee”). The Committee shall meet monthly during said period so that
the parties may bring to one another's attention any concerns which they may have
concerning the school’s program. The Committee shall be composed of three (3)
representatives of each party.

4. The Board agrees that this agreement applies solely 1o the Hyde School and that the
compensation and the terms and conditions of employment sct forth herein may not be
applicd to any other school operated by the Board without prior negotiations with the
Federation.
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APPENDIX D
SOUND SCHOOL CONTRACT AGREEMENT

1. [n accordance with State Board of Education Regulations, Section 10-64-2, Vocational
Aquaculture Teachers at the Aquaculture Center of The Sound School shall be hired on a
twelve-month basis. For the purposes of description in this Appendix,
Agriculture/Aquaculture Teachers shall be those who:

A. Teach Agriculture/Aquaculture Science or Agriculture/Aquaculture Technology
courses.

B. Are certified or certifiable in Vocational Aquacuiture under Connecticut State Statute
10-145d-468, or hold a 041 Vocational Agriculture Certificate.

C. Have a minimum of three (3) years occupational experience in marine fisheries,
natural resources management, or agri/aquaculturc/marine trades related to their
assigned curriculum/instructional arcas.

D. Hold a valid grade-level appropriate Connecticut Teacher™s Certificate.

[l. For the period from July 1, 2010 through June 30, 2014, the compensation and the terms and

conditions of employment of Appendix [ Teachers who are employed to teach full-time at
the Aquaculture Center (the Teacher(s)) at The Sound School shall include the following:

A.

3.

{00291366.00C Ver. 1}

Compensation -- [n addition to the salary as set forth in the parties” collective
bargaining agreement, Teachers shall receive an annual stipend, which shall be paid
in ten equal installments on the last day of each month from September through June
of cach school year.

Effective July 1, 2010 through June 30, 2014 said annual stipend shall be Thirteen
Thousand Five [undred Twenty ($13,520.00) Dollars.
Teaching 1.0ad/Responsibilitics — As per the collective bargaining agreement, with

the additional stipulation that Teachers participating in the Appendix ) program will:

1. Participate in the FFA Advisory Program, which shall be held during the
regularly scheduled schoal day.

2. Creatc and/or update cquipment and supply inventory, as necded for
continucd operation of programs.

3. Develop [ndustry Applications and supporting associated skill-based
activities that reterence NOCTT standards.

4. Department Scope and Sequence Working Group: Will meet by department

with representatives of industry to review applicability of scope and sequence
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of Industry Applications identificd above in NOCTT Standards. Fncouraged
to develop and maintain current applicable industry contacts,

5. Extended Day Activities for Students:
a. T'F A subchapter involvement: Will take a lead or supporting role in
an FFA subchapter to conduct leadership activities, encouraged to
participate in a carcer development event (CDE).

Or

b. Directed Labs/Site Based SOE: Will take a lead or supporting role in
Directed Labs/Site Based SOE programs for students.

One-page Lxtended-Day forms to be submitted to Carcer Services office for
recording in student portfolios.

6. Perform SOKE site visitations of assigned FFA students with job placements.
One-page SOE Site Visitation forms to be submitted for student porttolios.

7. Perform recruiting on site, off site at sending insututions or at other locations,
and assist the admission process through contact of new students and/or
intcrvicws of prospective interested students.

8. Review student expectations with FFA Advisees during Vo-Ag Advisor
periods. Will submit signed student performance and expectations sheets.

9. Integrate Career Advisement and Agribusiness concepts into Vo-Ag
curriculum.
0. Participatc in the set-up and maintenance of labs, shops, and other

program/{acility equipment in their assigned curriculum/instructional arcas.

L. Participate in two (2) Vo Ag in-scrvice training mectings during the period
between July | and June 30 of every contract year.

Summer Program Compensation - Summer Programs will take place on site at the
Sound School or at a site to be determined by the Aquacuiture Program Coordinator,
for & period not to exceed four (4) full weeks.

i Each teacher shall be paid one thousand ($1,000.00) for each full week of
programming in which they participate.

i. No lodging and meal expenses will be provided to teachers under this
Appendix for the Summer Program.

Summer Program - In accordance with State Board of Education Regulations,

Section 10-64-2, Teachers in the Agricullure/Aquaculture program may, subject to
the approval of the Aquaculture I'rogram Coordinator, work up to twenty days over
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the summer (between the last day of school in June and the first day of schoot in the
fall), for the purposes of:

- Supervising of agricultural/aquacultural Supervised Occupational Experience
{SOF) Programs

- Staff development workshops/training

- Curriculum development

- Advising FT A mectings and activities

- Contacting/interviewing new students

- [dentification of job shadowing, internships and employment opportunitics

- Maintaining program and facility cquipment

- Set-up and maintenance of schooi laboratories and shop spaces

- Conducting teacher training in agricultural/aguacultural curriculum areas

Non-School FF'A and Vocationally—Related Activities — Teachers may, subject to the
approval of the Aquaculture Program Coordinator, participate in up to ten (10) days
of non-school-day FFA and vocationally-related training activities. These activities
shall cceur on weekends or school vacation days, and Teachers will be given
sufficient notice as to the dates of the activities. the activities may include, but are
not limited to:

1. State and regional Agriculture/Aquaculture competitions
ii. [T A Activitics/Carcer Development Events/Competitions
. SOFE Program activitics/projects

iv. Job site visits

V. Adult education/teacher training program instruction

vi. Overnight field trips/boat trips

Compensation: Paid hourly as based on New Haven’s Certified Teacher hourly rate.

The Board agrees that this Appendix 1) applies solely to the Agricuiture Center at The
Sound School and the compensation and the terms and conditions of employment set
forth herein may not be applied t¢ any other school operated by the Board without
prior negotiation with the Federation.

Accountability, reporting and Compliance — The employment description for teachers
of vocational Agriculture { Aquaculiure} acceplts certain compliance requirements for
State regulation. In order for the Vo Ag Center to remain in statutory compliance it is
necessary to take corrective action in providing all required documentation.

L [n the event that required materials and documentation are found to be
insufficient, a memo will be sent to the Appendix D Teacher by Career
Services.

2. [f the supporting documentation and materials supplied in response to such

memo still are not satisfactory, a memo with a copy to the Principal may be
sent.
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3. If after the first two attempts materials are still not satisfactory or arc
otherwise insufficient, the Teacher will meet with Career Servicces,
Aquaculture Center Coordinator and Principal.

4. In the event that the meeting with Carcer Services, Aquaculture Coordinator
and Principal does not result in a satisfactory submission of materials and
documentation, then a meeting shall be scheduled with the Director of
Personnel and F.abor Relations.

3. [F after the above referenced attempts to correct the insufficiencies do not
resolve the situation, then a letter may be placed in the Teacher’s personnel
folder.

6. After step 3, the Teacher may be removed from The Sound School Appendix

1> stipend.

Aquaculture Extended Day Program - Teachers enrolled in the program prior to July
I, 2006 may, at the beginning of cach school year covered by this contract, opt not to
participate in the program as here stated. Such decision shall be rendered in writing
to the Teacher’s administrator by May 1™ of the vear preceding each school vear in
question. Decisions to opt out shall not compromise the ability of the scheol to
operate the extended day program and in such instances seniority shall prevail. ‘The
workday for teachers who opt out of the program will be in accordance with the
Collective Bargaining Agreement. For those tcachers in the program, it is understood
that the required number of hours per week for the program is 11,25 hours, equating
to a 9 hour day, or its cquivalent. It is further understood that approved programs
may require flexibility of hours during the wecek 1o meet the program nceds and that
daily hours may vary provided approval is granted and provided the weekly hours are
maintained.
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APPENDIX F
Side I.etter to the 2006-2010 Contract and Amendment to
the 2010-2014 Contract Regarding Reforms

This Agreement is made this day of February, 2010 by and between The Board of
Education of the City of New IHaven (the Board) and The New Haven Federation of Teachers,
[Local 933, NHET, AFL-CIO (the NHI'T or Union} (collectively, the Partics).

WHEREAS the Board and Union have agreed on a statement of shared beliefs about the
need for and appropriate direction of reform in the New Haven public schools, a copy of which is
appended to and incorporated by reference in this document;

WIIEREAS the Parties belicve that a sharper focus and greater priority on student
performance is needed at all layers of the School District and that meaningtul reform requires
cffective action at all layers;

WHERIEAS the School District believes that school and central office administrators as
well as teachers are accountable for student and school performance, the District will ensure that
the administrator evaluation process reflects this belief;

WIIEREAS the Board and Union have engaged in extensive, collaborative discussions
regarding steps that could be taken by and between them to improve the education of District
students and to make District schools more cilective;

WIHIEREAS the Board and Union have agreed to impicment a number of these steps
during the 2009-10 school year through the creation and activities of scveral committees, an
agrcement that requires a side letter to the 2006-2010 contract,

WHEREAS the Parties have reached additional agreements which are to be included as
an amendment to their 2010-2014 collective bargaining agreement;

WHEREAS, the Board and Union agree that these steps can best be understood and
effectively implemented if they are collected and recited together in this single document, which
will serve both as a side letter to their current contract and an amendment to their successor
agreement;

NOW THEREFORE, the Board and Union agree as [ollows:

I. Transition Steps. The Parties agree that details regarding implementation of several of
their conceptual agreements must be developed through the work of joint committees,
and that these committees must perform this work promptly during the 2009-10 school
year so that agreements can be implemented by the 201011 school year.

a. Measurement ol Student Progress. One task of the Reform Committee (See
Paragraph 4, below) shall be 10 assess and recommend improved measures of

00291366 DOC Ver. 1} 58



{00291366.00C Ver. 1}

progress in student learning as well as measurement of environmental factors that
may impact student learning.

1i.

The first meeting of the Committee for this purpose shall be convened
prior to November 1, 2009.

The Administration shall provide technical assistance to the Commuttce
as requested.

The Committee shall make its initial recommendations to the Board no
later that January 15, 2010. A copy of these recommendations will be
provided to the Union. In addition, the Committee shall make a progress
report to the Superintendent and Union no later than November 15,
2009.

b. Use of Data on Student Progress in Teacher Evaluations. The Partics agree that

student progress should be a factor in teacher evaluation and that a joint
committee should assess and make recommendations on how progress in student
learning can best be incorporated in the teacher evaluation process.

11.

1ii.

v,

The Teacher Evaluation Committee constituted for the District
Improvement Plan, as adjusted, will undertake this task.

The Teacher Evaluation Committee will coordinate with the Reform
Committee, which s examining measurement of student progress in
order to be able promptly to utilize that committee’s recommendations.
The Committee shall make its initial recommendations io the Board
(with a copy to the Urion) ne later than March 13, 2010, in order to
implement any changes for the 2010-11 school year. Prior to that, the
Committee will communicate written progress reports to the Board (with
a copy to the Union) every month.

If the Union objects ta any of the Committee’s recommendations, the
Parties agree promptly to meet and confer {o try to resolve any
differences.

Peer Assistance and Review. [During the 2009-10 school year, the Partics will

work collaboratively to design a peer assistance and review program. [f the
Partics are unable to reach agreement on the details of such a program, either may
reject its use.

il.

1.

The Parties direct the Teacher Evaluation Committee to design a
program providing for peer review of teacher performance and for peer
assistance to tcachers in need of improvement.

'The Committee’s recommendations shall be prcsmtt,d to the Board and
the Union no later than February 15, 2010.

Ne later than April 1, 2010, the Partics shall meet and confer regarding
the availability of resources ‘o support the program and how the uscs
may best be focused to implement it during the 2010-11 school year.
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d. Differentiated Teacher Ratings. The Parties agree that it would benefit both the
District and teachers if teachers were evaluated using a more differentiated set of
summmative categories than the current choice of satisfactory/unsatisfactory.

i.  The Parties agree that the Teacher Evaluation Committce shall be
charged with the task of devising and recommending a teacher
evaluation process that results ir the differentiation of teachers and their
various strengths and weaknesses across at least 4 categories.

ii.  The Committee shall make its recommendations on this issue to the
Board with a copy to the Union no later than April 15, 2010,

2. Fair and Effective Teacher [ivaluation, Assistance and Dismissal. The Parties agrec that
it shall be appropriate for the Board to terminate as incompetent under the Connecticut
Teacher Tenure Act a tenured teacher who is: {(a) fairly evaluated, (b) timcly notified that
he or she has significant deficiencies in his or her teaching performance, (c) provided an
opportunity for appropriate assistance, and {d) who nevertheless fails successfully to
accomplish an appropriate improvement plan.  The Parties further agree that it a teacher
is notified of an unsatisfactory evaluation by November 1 of the school year, an
appropriate improvement plan need not fast longer than 120 calendar days in order to
provide the teacher with an adequate opportunity to improve, except when the teacher
experiences extraordinary obstacles beyond his or her control or demonstrates improved
performance which may, in the judgment of the Board and Union, warrant a second ycar
of improvement. This agreement is not intended to change the fact that evaluations and
their consequences are not subject Lo the grievance procedure of the contract.

3. Special Compensation. The Partics agree thal the Board will be permitted to propose a
midterm program of compensation cnhancements of two types, and that if it does so, the
Parties will bargain in good faith over such proposals. If no agreement is reached, the
issue(s) shall be resolved through interest arbitration. The two types of enhancements arc
as follows:

4. School-based bonuses recogniving substantial student progress. i such
enhancements are proposed, the parties will negotiate the criteria for delermining
substantial student progress, the amounts of such bonuses and how the
distribution of such bonuses would be determnined, including the possibility that
distribution would be determined by personnel in the designated schools. It such
bonuses are proposed, they must be made to schools in all tiers.

b. Compensation Enhancements for Differentiated Roles and Other Activitics.
Compensation enhancements may be proposed in connection with various roles,
including but not limited to the peer assistant/evaluator. Such roles shall be made
available to those 1gachers who demonstrate the highest levels of validated
performance per the District’s evaluation system, irrespective of scniority.
Enhancements may also be offered in connection with other activities, including
but not limited to agreeing to teach in certain schools, such as reconstituted
schools.

{00291366.DOC Ver. 1} 60



4. Work Rules and Variations in Different Schools.

a. Determination of School Tiers. The Board will consult with and consider any
recommmendations offered by the NHFT concerning the criteria used for defining
tiers and how schools are assigned to tiers. Although the allocation of schools to
tiers is recognized by the Parties to be a management right, the Partics
acknowledge the Union’s right to demand effects bargaining where that decision
has an impact on mandatory subjects of bargaining. '

b. Waiver of Work Rules in Tier I and 1T Schools. Schools in Tier 1 or Tier II may
seek to waive certain school work rules. [n order for such a waiver to be
effective, the following conditions must apply:

i.  The waiver must be approved by the teachers in the school. A waiver
will be considered approved by the teachers if the following occur:

1. 'The terms of the waiver are presented in writing to the teachers at
least five working days before a vote of the teachers is taken.

2. A secret ballot vote will be conducted by the NHFEFT Building
Representative and the Principal during a mandatory meeting of
teachers held during work time in the building.

3. During this meeting and prior to the vote, the Principal, a union
representative and any teachers who wish to do s0 may express
their views about the merits of the waiver. Upon request, teachers
may also receive time during the mecting to discuss the waiver
proposals without administrators present.

4. Seventy-five or more percent of the teachers voting must vote to
approve the waiver.

ii,  The school Principal must approve the waiver

iii.  The waiver is subject to review and denial by either the
Superintendent/designee or NHF'T, if it is determined by either that the
walver is not in the best inlerests of the students. If either party rejects
the waiver, that Party shall be required to explain at the next Board
meeting in public session how, in its view, the waiver would not be in
the best interest of students.

iv.  Work rules that may be waived are: Article [1, Sections 3-8, 12 and 13.

Board’s Right to Make Prograra Chanues In Tier 111 Schools. In Tier I schools,
the Board shall have the right to make programmatic changes and/or restructure
dutics and assignments during the existing workday that may impact work rules
and compensation provided that:

o]

i.  Any proposed changes shall first be discussed by the Reform Commitiee
or a school committee designated for such purpose by the Reform
Committee;
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ii.  Proposed changes to the current practice in either the # of hours worked
per day or the # of davs worked per vear shall be presented to the
teachers no later than March 15" of the prior school year for
implementation the [cllowing September:

1. lncreases in the amount of time required in a day and/or any
increases in the # of work days per year shall be compensated on a
pro-rata basis at the rate of the average salary of the impacted
teachers or other agreed upon benefit in lieu of compensation.

Program Tlexibility in Turnaround Schools. In any Tier [T schools that the Board
determines are to be reconstituted, the Board shall have a heightened degree of
flexibility in designing and changing instructional programs. These schools
shall be subject to Appendix A.

5. School Improvement and Continued Collaboration Regarding Reform.

a.

Joint Reform Committee. A joint “Reform Committee” shall be established for
the purpose of monitoring application of this Amendment, resolving
collaboratively any issucs that may arise in its implementation, and such other
tasks as may be assigned by this Document or by the Partics. The Committee
shall be composed of eight members, including 3 administrators appointed by the
Superintendent, 3 teachers appointed by the Union President, and 2 parents
appointed by the Superintendent (one of which is recommended by the Union
President). The Committee shall be chaired by the Superintendent/Designee, who
shall not have a vote.

School Climate Surveys. The Board intends to develop surveys to assess how
various stakeholders view schools and their leaders, and it agrees to consult with
and consider Union recommendations with respect to the design and
implementation of such surveys.

6. Coordination with the CBA. If this Amendmen: conflicts in any respect with the CBA,

the Parties intend this Amendment to control. The Board retains any management rights
not expressly limited by the provisions of this Amendment. The Parties retain all legal
rights not expressly limited by the provisions of this Agreement.

7. Duration. This agrecment shall take effect when signed by the parties. [t is intended to
remain in effect until termination of the contract currently being negotiated by the Partes.
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APPENDIX G
TURNAROUND SCHOOLS

Introduction: The New Haven Board of Education (NHBOE) and The New Haven Pederation
of Teachers, 1.ocal 933, (NHFT) agree that one of the approaches to achieving their mutual goal
of ensuring success for all students, and particularly those in low performing schools, is to create
“Turnaround Schools.” Turnaround Schools are those Tier 111 schools that arc identificd for
reconstitution and that require both additional supports and flexibility. These schools need to be
free to choose their staffs, develop new cultures of successful performance and learning, redesign
work rules, modify the length of the instructional day and year, scheduling, instruction programs
and pedagogy.

[t is expressly agreed that Turnaround Schools shall remain public schools within the
District and that employees shall maintain their representation by the New Haven I'ederation of
Teachers. In order to achieve flexibility, the Parties agree that Turnaround Schools must be free
from many Board regulations and policies and from many sections of the Parties” collective
bargaining agreement. Such schools may be designated for cperation by third party managers
and may be or have the characteristics of in-district charzer schools. To that end, the Parties
agree that the Board/Superintendent, through contracts with third party school operators, may
delegate its authority to manage and direct teachers in the operation of the school, consistent with
this Appendix and the Agreement of which it is a part.

[t is the intent of the Parties that tcachers and administrators in these schools will work
collaboratively to create effective learning envirenments for students. Teachers, other school
- staff and parents shall have a voice in designing programs and determining work rulcs that are
likely to be successful in such schools.

I. Status of NHBOE Employees Who Work in Turnaround Schosls: All teachers who
clect and are selected to work in Turnaround Schools shall maintain their {ull status as
members of the NITFT bargaining unit and as employees of the NHBOU.

A. Teachers shall continuc to receive the compensation set forth in Article XII, 1-12,
of the Partics collective bargaining agreement (the Agreement) and the benefits
set forth in Article XIII of the Agreement, subject to possible adjustment as sct
forth in 1V below.

B. Teachers will maintain their status under the Connecticut Teacher Retirement
System.

C. Teachers will continue to be subject to the rights, protections, obligations and
dutics applicable to certificated empleyee under Connecticut Law.

I3. Teachers will maintain and continue to accrue seniority as teachers within the
District.

E. When working in a school operated by a (hird party, teachers shall be subject to
the direction and management of the third party operator, consistent with this
Appendix and the Agreement of which it s a part.
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If. Assisnment and Transfer: Teachers shall work in Turnaround Schools on a voluntary
basis. When a school is designated as a Turnaround School. existing staff will be invited to
apply along with other staff, but the Principal shall have the authority to determine which
applicants will be accepted. After completing an initial two-year commitment to the
school, tcachers who request a transfer shall be transferred to other schools within the
District without penalty, except that no teacher who 1s on a plan of improvement may
transfer except with the permission of the Superintendent. After two years, standard
transfer rights will apply. Upon transfer to a regular school (non-Turnaround), teacher
compensatior: shall be what is paid at the regular school.

Teachers at a school to be reconstituted who are not sclected to statf the Turnaround School
shall be transferred to another District teaching position for which the teacher is certified.
No NHFT member shall be laid off as a direct result of the creation of Turnaround Schools.

IH. Working Conditions in Turnaround Schools

Turnaround Schools shall continue to follow state and federal laws and regulations. They
shall be exempt from many School Board regulations and District policies and shall
likewise be cxempt from many provisions of the Collective Bargaining Agreement.
Turnaround Schools shall strive for a model of collaboration and shared decision-making at
the school site.

A. As cxpressly sct forth below, certain provistons of the NHBORE-NHET Collective
Bargaining Agreement shall remain in full lorce and effect at all times during this
agrecment. In addition to those provisions referred to tn Section § above, the
following provisions of the Agreement, cannot be waived or in any way modificd
by the Board or the School, and shall continuc to apply with full foree to unit
members who work in Turnaround Schools.

»  Preamble

»  Article T (Recognition, Rights and Obligations of the Parties)

s Article II Sections 1(Fair Disciplinary Policy), and 16 (Student Behavior)

s Article I Scction 10(Teacher’s Notice by Superintendent)

» Article ITT (Grievance Procedure) — subject to Section B, below.,

» Article V (Federation Raghts)

s Article VI (Absences and Leaves of Absences)

s Article VIII (Personnel! Files and Evaluation)

e Article XI (Teacher Protection)

» Article XIV (Conformity to Law and Savings Clause)

o Article XV (Layolts)

s Article XVII Sections 1 & 2 {Cooperative Educational Planning)

¢ Article XiX (Duration)

¢ Appendices A, B & E, except that compensation is subject to adjustment as
specified in Section IV below.
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B. The foregoing Articles shall continue to be subject to the Grievance provisions of
the Agreement. All other matters shall not be subject to the contractual Gricvance
provisions and, instead, are subject to the Internal Appeals Process set forth
below.

C. The provisions of this Appendix are not intended to narrow or expand the rights
of the District or NHIT to be less or greater than that provided by law, except as
specifically set forth in this Appendix. Ifthere is a conflict between a specific
provision of this Appendix and legal requirements, all other non-conflicting
sections of this Appendix shall remain in full force and eftect.

IV. Work Year, Work Dav, Fite.

A. Prior to electing to work at a Turnaround School, teachers shall be informed of plans for
the school, including relevant information about working conditions and compensation.
Teachers shall sign an Election to Work Agreement, which sets forth the working
conditions at their school. The Election to Werk Agreement shall include the following
information:

e The vision and expected instructional program of the school.

s The hours of instruction and school day with expected degrees of {lexibility.

» The length of the school year and the school calendar.

s The expected length of time teachers may be required to be present in the
school outside the normal instructional day.

s The commitment to remain in the school for at least two years.

e Any compensation programs that apply to the particular school different from
the standard compensation schedule.

The Election to Work Agreement shall clearly state that teachers should expect year-to-
year, or even intra-year, flexibility in aspects of their duties and program not covered by
the agreement, including but not limited to timing/scheduling of faculty meetings to
respond to school conditions, and/or scheduling and manner of professional and staff
development.

B. Notwithstanding the provisions of this section, Turnaround Schools shall, at a minimum,
provide at least the number of student instructional days and the amount of instructional
minutes as other District schools.

C. The Partics agree that the initial Election to Work Agreement shall be created by school
teadcrship and shall be given to affected staff no later than March 15 of the previous
school year. Subscquent modifications shall be made in accordance with the following
procedure:

1. The terms of the proposed Agreement will be presented in writing to the teachers
at least five working days before a vote of the teachers Is taken.
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2. A sccret ballot vote will be conducted by the NHFT Building Representative and

the Principal during a mandatory meeting of teachers held during work time in the

building. Teachers unable to be present for the meeting may vote by absentee

ballot.

During this meeting and prior to the vote, the Principal, a union representative and

any teachers who wish to do so may express their views about the merits of the

proposed Agreement. Upon request, the tcachers will be afforded time to discuss

the Agreement without the presence of any administrators.

4. A decision fo accept the proposed agreement must be made by at least 2/3rds of
the teachers voting.

()

If the Glection to Work Agreement for an upcoming school year has not been approved by
March 15, the previous year’s Election to Work Agreement shall remain in place.

V. Governance of Turnaround Schools: Each Turnaround School shall be governed by the
Principal under the direction of the Superintendent and Board of Education or other
designated school leader (under the terms of an RFP or contract approved by the
Superintendent and Board of Education, which may not be inconsistent with the provisions
of this Agreement). In cach school, an Advisory Council, composed of teachers, parents
and community leaders, shall be created, and the AC shall make recommendations
regarding program, budget and changes to the Election to Work Agreement. For purposes
of hiring after the initial year, the School Planning Management Team shall provide input.
The Board and Superintendent shall retain their full legal authority to manage these schools
except to the extent such authority is expressly limited by this agreement.

VI. Collaborative Review: Review of all Turnaround Schools shall be provided by a Reform
Committee, the composition of which is defined in Paragraph 5 of the Side Letter to the
2006-2010 Contract and Amendment to <he 2010-2014 Contract Regarding Reforms. This
Committee shall review all Turnaround Schools and procedures, including selection of
school leaders, school performance, and operational procedures and practices both to
encourage success and to identify practices and approaches that should be duplicated or
avoided.

VII. Internal Appeals Process

A. The following internal appeals process shall be made available to teachers at cach
Turnaround School unless an alternative process has been adopted at the school
with the consent of the Reform Committee.

B. A complaint under the TAP is limited 10 allegations that the written terms of this
Appendix or of an Election to Work Agreement has been violated or misapplicd.

€. Every teacher in a Turnaround School shall receive a copy of the [AP.

. Every locally developed FAP shall provide that if a complaint cannot be
satisfactorily resolved at the school level, a final decision will be made jointly by
the Supcrintendent of Schools/designee and the President of the Union/designec.

E. A “day” for purposes of the timelines of this 1A is defined as any day of the
calendar year except Saturdays, Sundays, legal or school holidays. The time
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limits of this IAP are intentionally expedited to achieve early resolution, and are
expected to be adhered to by al! parties. Time limits may be extended or waived,
but only by mutual written agreement.

The steps of this TAP arc as follows:

| L]

tad

{00291366. DOC Ver. 1}

Informal meeting Between the Grievant and School Leader: Within five (5) days after
the aggrieved employee became aware (or should have become aware) of the
occurrence of the event(s) upon which the grievance complaint is based, the aggricved
employee must request an informal meeting with the school leader to discuss the matter
and attempt in good faith to resolve it. The meeting shall be conducted within five (5)
days of the request. A representative of the Union may be present upon the request of
the grievant.

Formal meeting Between the Grievant, School Leader and Other Relevant Individuals:

[f the grievance is not resolved within five (5) days of the informal meeting 1n Step 1,
the grievant may continue the process by filing a written grievance. The gricvance
shall state the relevant facts and identify the specific provisions of this document which
he or she [eels have been violated.  The School Leader shall convene a meeting to
review and discuss the gricvance within five (3) days of receipt of the written
grievance. The School Leader and gricvant shall invite to the meeting all individuals
who have relevant information or who are in a posttion to meaningfully contribute to
prompt resolution of the grievance. If the gricvance is not resolved, within five (5)
days of this meeting, the School Leader shall issuc a written declston regarding the
gricvance. If the grievance is denied, the School Leader shall explain in writing the {ull
reasons for the denijal.

Meeting With Superintendent/Designee ané Union President/Designee: Within five (5)

days of receiving a written denial from the School Leader, the gricvant may request a
meeting with the Superintendent/Designee and Union President/Designee. They will
hear the matter promptly. If they arc unable to resolve the grievance, they shall so
inform the grievant In writing within five (5) days ol the meeting and they shall at the
same time refer the matter to the two-member Alternate Claim Panel for final
resolution.

Submission to Alternate Claim Panel: The assigned members of the Joint Pancl shall
convene the parties to learn the facts and hear the parties’ contentions, and then shall
use their mutual best efforts to reach agreement upon the appropriate tinal decision. It
is anticipated that they will be able to do so. However, in the event that they are
deadlocked, the Superintendent/Designee and the Union President/Designee shall
designate one of the Pancl Members as the decision maker (and the other as an
advisor), based upon the principle of alternating between which of the parties will make
the designation. The designation will not be made until it js necessary to do so.

Joint Pancls: The Board and the Union shall each designate an equal number of retired
District employees to scrve as a pool of Joint Pancl members. Such appointments shall

o7



be made each March for the ensuing school year. The total number of such appointces
shall be determined by the patties each vear based con anticipated need, but shall not be
fewer than eight (four each). The Board and Union shall each make all reasonable
good faith efforts to select their designees on the basis of perceived school experience,
reputation for fzirness and judicious character. Such appointees shall then be divided
into two-member teams to serve together for the remainder of the schoo) year.
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AGREEMENT
BETWEEN
NEW HAVEN BOARD OF EDUCATION
AND
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OF NEW HAVEN, INC.

JULY 1, 2011-JUNE 30, 2014

SO0350283.D0OC Ver. 1}



TABLE OF CONTENTS

ARTICLE T - GENCIAL .ot ettt sttt e ma e sa e s bb s s an s ae e aen e e be e e 1
ARTICLE T - RECOZIITION 1ot ieeeeiietemeaerraeeeeaeacerasams e sb b sns s sme s aans s besmos e e sen s e b s 2
ARTICLE I - BOArd RIZHTS ... cei oo coe bbb et 2
ARTICLE IV - Professional Obligations and Working Rules. ... 2
ARTICLE V - PROMOTIONS c..ooeititivsive s eeaieeeeeriatseatsssessomsamasaessanensasssssasssssssssan s ann s sane s onsinesonesans 3
ARTICLE VI -Transfers and Assignments of AdmInmstrators ..., 4
ARTICLI VII - Evaluation Files of AAMIBISTIAOrS .ovv oottt 7
ARTICLE VIII - Supplics and Office Equipment ... 8
ARTICLE [X - AdIiniSIEATION ....o.ooviiiisereaeeeaeceeeee e ebiassiat st sseemmessseaemeemeassesssesrasssasesnsensee e s 8
ARTICLE X - Rights of ASSOCIAION. .c.tvviir ittt e 9
ARTICLE XI = PROTCHON ..ot eee e eeetseetesceeee e ammeamae e emscaasbas e sanen s snn e mencebesanenasa s aaeraeeeeanes 10
ARTICLE XII - BENETIt PIOZIAM «vt it iecies ettt 11
ARTICLE XIIT - Leaves of ADSCNCE ...oviiiiirinir e res it s 13
ARTICLE XIV - Consultation ProcedurC. ... e 18
ARTICLE XV - Payroll DedUCtionS ...t s 19
ARTICLE XV = SALATIES. 11vveiiritieieeeeitiet et sem e me e e sm e e st s s et n s s n e e e s iga a2 20
ARTICLE XVII - Gricvance and Arbitration Procedure...........cooo 2]
ARTICLE XVIIT - NO SEEKE oot em et nm e e esa s nee s 25
ARTICLE XIX - MISCCIANEOUS ..o otrerieeeeaeee e eoerees i e srmes s saiaessrme s smeeeenee s ba e a s e s s ssan e enseeesnee 25
ARTICLE XX - Larly Retirement/Regular Retirement... ..o 26
ARTICLE 3T - IIUFALION Lo ittt ee e iee e ettt s e se s sane s n e e eabacesb b s sm e an e a e se e s snns s e 28
ARTICLE XXIT = AZENCY ShOP woiiiiiieiiee i e 30
SCHEDULE A Administrative - Supervisory Salary Schedule ..., 31
SCHEDULE B Administrative - Supervisory Salary Schedule oo 33
SCHEDULE C Administrative - Supervisory Salary Schedule 35
SCHEDULE D Degree and Longevity Scales. ..o 37
SCHEDULE E-1 Lumenos High Deductible/HSA oo 38
SCHEDULE E-2 Century Preferred Comp/Mix plan....o i 42
SCHEDULE E-3 BlueCare POL (POE} .. oot 45

(OU350283. DO Ver 1}



SCHEDULE E-4 Century Preferred PPO

SCHEDULLE E-5 Prescription Plan .........

CCHEDULE F Application For The Early Retirement Incentive Plan ..o,

[00330283.00C Ver. 1}



AGREEMENT
THIS AGREEMENT IS MADE AND ENTERED INTO by and between the New Haven

i30ard of Education {hereinafler referred to as the "Boarc") and the School Administrators
Association of New Haven, Inc., (hereinafter referred to as the "Association”).

ARTICLE - General

Section 1

This Agreement is negotiated under Scction 10-153b through n of the General Statutes of
the State of Connecticut, as amended, in order:

(a) To fix for its term the salarics and all other conditions of employment provided
herein, and;

(b) To encourage and abet effective and harmonicus working relationships between
the Board and the Administrative Staff in order that the causc of public education may best be
served.

Seetion 2

The Board and the Association recognize the importaace of responsible participation by
the cntire professional staff in the education process, planning, development and growth. To this
end both parties agree to maintain communication to inform about programs, to guide in
development and to assist planning and growth either by committee, individual consultation or
designated representatives.

Section 3

This Agreement shall constitute the policy of ithe Board and the Association in the subject
arcas covered by the specilfic provisions of this Agreement for the duration of the Agreement
unless changed by the mutual consent of both parties. Previously adopted policies, rules or
regulations of the Board of Education in conflict with this Agreement are superseded by this
Agreement.

Section 4

The Board and the Association agree to continue their policies of not discriminating
against any bargaining unit member on the basis of his or her race, color, religious creed, age
sex, scxual orientation, marital status, national origin, ancestry or present or past history of
mental disorder, mental retardation, learning disability or physical disability, including, but not
limited to, blindness.
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ARTICLE IT - Recognition

The Board hereby recognizes the Association as the exclusive representative for purposes
of collcctive bargaining pursuant to Connecticut General Statutes, Section 10-153b-n, as
amended, for all certificd professional employees employed by the Board in positions requiring
an intermediate administrator or supervisor's certificate, or the equivalent thereof, and
Department Heads, but excluding the Superintendent of Schools, Assistant Superintendent of
Schools, the Director of Staff Placement, Evaluation, and Development, certified professional
employees who act for the Board of Education in negotiations with certified professional
personncl or are directly responsible to the Board for personnel relations or budget preparations
and all non-certified employees of the Board.

ARTICLE IIT - Board Rights

Section |

Nothing in this Agreement shall limit or contravene the authority of the Board as
provided in the General Statutes of Connecticut and Charter of the City of New Haven. The
Board shall not, however, exercise any of this authority so as to contravene a specific provision
of this Agreement.

ARTICLE IV - Professional Obligations and Working Rules

Section 1

The Board and the Assoctation recognize and agree that the administrators' responsibility
to their students and teachers and their profession generally entails the performance of dutics and
the expenditure of time beyond the normal working day, but that the administrators are entitled
to regular time and work schedules on which taey can ordinarily rely to the extent possible
throughout the school system. Therefore, in accordance with the above, the following schedules
are hereby adopied:

{(a) Daily Schedule - Personnel covered by the administrative supervisory's salary
schedule shall work at their assigned duties for at least eight (8) hours per day; a duty-iree lunch
period to be taken at a time agreed to by the Arca Director shall be provided.

(b) Yearly schedule - The work year of personnel covered by the administrative
supervisory stafl salary schedule shall be as {ollows:

1. Persons covered hereunder on a ten (10) month work year will be in the school (1)
week in advance of the date when all members of the staff arc required to be on duty, and shall at
the end of the year, remain available one (1) week after staff members have left at the close of
the school year. in the event the latter five (5) days fall in the new fiscal year, then said ten (10)
month administrators will be paid according to the previous salary schedule. Such persons shall
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be relieved from duty duting all school holidays and all scheduled school vacation periods,
provided, however, that the superintendent reserves the right, as the need of the school system
may require, to determine the period when such persons may take their holiday and vacation
time.

2. Persons on a twelve (12) month work year are required to be on duty at all times,
except for a period of four (4) weeks each year and two (2) of the following vacation periods, if
applicable, during the school year: one (1) week of the Christmas recess, one (1) week of the
winter recess, one (1) week of the spring recess. However, the Superintendent, in his sole
discretion, shall determine when a particular administrator shall be permitted to take vacation as
noted above. [lowever, each employee is entitled to 29 vacation days during the school year.

ARTICLL V - Promotions

Section 1

All vacancies in promotional positions caused by death, retirement, discharge or
resignation and all promotional pesitions hereafler created, when such positions are to be filled,
shall be filled pursuant to the following procedures, except as otherwise provided in Article VI,
Scction 2 of this Agreement. '

(a) Such vacancics shall be adequately publicized, including a notice in every school
(through Superintendent's Bulletin or otherwise) for at least ten (10) school days prior to the
filling of the vacancy.

(b) Information concerning salary and job descriptions shall be available in the office
of each school or may be obtained from the Director of Staff Placement, Evaluation and
Development. :

(c) Administrators who desire to apply for ary such vacancy which is a promotional
position for them shall apply in writing and file their applications within the ten day period
referred to in Section {(a) hereof with the Director of Staff Placement, Evaluation and
Development.

(d) Such vacancy shall be filled on the basis of fitness and qualifications lor the
vacant post, provided, however, that where two or more applicants in the New Haven School
System are substantially equal in fitness and qualifications, the applicant with seniority in the
New [laven Schoo! System shall be given prelerence.

(c) Promotional positions arc defined as follows: Positions paying a salary
differential and/or nositions on the administrative or supervisory level, including, but not limited
to, positions such as assistant superintendent, dircctor, supervisor, assistant supervisor, principal,
assistant principal, head counselor, houscmaster, and middie and high school department head.
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(H All vacancies (as defined above in the case of promotional positions) for special
project administrators shall also be filled pursuant to the procedures set forth in Section I above.

() Wherever a given job has certain state certification requirements, all future
appointees thereto shall be certified in supervision or administration by the Connecticut
Department of Education.

(h) Acting appointments to a vacant position shall, as a general rule, be effcctive no
longer than one (1) vear, provided, however, at the time of appointment there are no
administrators certified and qualified for such position who have applied therefor ot
administrators who would be available to fill such vacancy by virtue of their pesition on the
reappointment list, certification and gualifications.

(1) Preference shall be given to qualified administrators currently employed by the
Board over applicants of relatively equal qualifications {rom outside the bargaining unit.

() No administrator shall lose step upon promotion.
Section 2

When a new administrative position is created by the Board or a job description 1s
changed, a job description will be prepared by the Superintendent, and the job will be placed
("slotted") in a salary group which requires sirailar or comparable duties and responsibilitics and
shall then be presented to the Association. It the Asscciation believes that the position has not
been placed in the proper salary group ("slotted") by the Superintendent or belicves that a new
salary group should be created, it may request a meeting with the Superintendent or his
representatives to discuss the placement ("slotting™) of the job. If agreement is not reached
between the Superintendent and the Association, the Superintendent may make the position and
the placement effective, but the Association may process a grievance pursuant to Article XVII
{Tirievance and Arbitration). [f the Arbitrator [inds the placement ("slotting™) of the position by
the Superintendent to be inconsistent with the relative duties and responsibilitics, any placement
("slotting") or newly created group and salary subsequently arrived at by the Arbitrator which
requires higher pay than the original placemert ("slotting™) shall be retroactive to the date the
grievance claiming an improper slotting was filed.

ARTICEI. VI - Transiers and Assignments of Administrators

Scction 1. Voluntary [ranster

{(a) Administrators may apply for adminisirative positions which may become open
and which the Board intends to fill. All such applications must be filed in writing by the
interested administrator with the office of the Director of Staff Placement, Evaluation, and
Development by March 1, annually. No application can be made for a position in a higher paid
group.
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{(b) If the administrator wishes to be considered for more than one position, then the
administrator shall list his choice of schools and positions requested in the order of his
preference.

(€) In deciding upon an application for transfer to an open position, the
Superintendent will consider the qualifications, length of the administrator's service in the system
as an administrator, whether he has ever been in such position or similar position previously, and
if so, his performance when so assigned, the wishes of the administrative applicant, as well as the
availability of the position, the needs of the particular school and/or position, and the needs of
the system before making his award of the position to any person. No such transfer will be
approved if it impairs the right of any other administrator or former administrator then on the
reappointment list.

(d) No administrator shall lose step upon transter.

Section 2. Involuntary Administrative Transfers/Reclassifications

In the event of any change or reclassification by the Board in formulas for determining
position differcntials or of administrative/supervisory positions or in the event of any transfer or
reassignment, the administrator or administrators affected thereby shall be paid the salary called
for in the new position as long as it does not result in a reduction in pay, provided that in the
event of transfer or reassignment by reason of discontinuance of a position or on grounds of lack
of competence or proper qualifications to hold or carry out the duties of the former position, the
administrator or administrators affected thereby shall be paid the salary called {or in the new
position whether or not a reduction. The issue of competence or proper qualifications as
aforesaid shall be specifically subject to the grievance procedure provided in Article XVII of the
Agreement.

(a) Administrators involuntarily transferred, upon request, should be furnished with a
I stter to be placed in their personnel files and a copy for their personal files, stating the reason for
their transfer.

(b) An administrator involuntarily transferred to a new assignment to begin in
September may be paid a pro-rated amount of his ten (10) month annual base salary for one (1)
month's time for time spent to prepare for his new assignment during the summer. Such time
spent during the summer shall not be paid for by the Board unless the Superintendent gives his
prior written approval for the spending of such time.

Section 3. Reduction of Administrative Stafl/Elimunation of Position

It is understood that it is within the discretion of the Board of Education to reduce the
educational program, curriculum, and staff when economic, pupil enroltment decline, and other
justifiable reasons dictate.
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If, in the Board's opinion, it is necessary to reduce the administrative staff within
particular administrative classifications, it shall be on the basis of length of administrative
service within the New Haven Public School System, certification and qualifications.

In order to promote an orderly reduction in the administrative personnel, the following
procedure will be used.

(a) Any administrator relieved of his/her duties because of reduction of staff or
elimination of position shall be offered an administrative opening if one exists, in his/her
classification for which he/she is certified, qualified, and had previous experience in the City of
New Haven.

(b) If there is no existing administrative opening in his’her classification, the displaced
administrator shall be offered the position of an administrator who has the least scniority in
his/her present classiftcation.

(c) if there is no existing administrative opening in his/her classification and the
displaced administrator has the least seniority in his classification, he/she will be offered an
administrative opening, if one exists, in any other administrative classification for which he/she
is certified and qualified and in which he/she has had previous acceptabie experience.

(d) If there are no exasting administrative openings in any administrative
classifications, and the displaced administrator has the least seniority in his/her present
classification, but has administrative seniority over an administrator in another classification for
which the displaced administrator is certified and cualified and in which he/she has had previous
expericnce, the displaced administrator will be offered such position; provided, however, such
appointment docs not constitute a promotion.

(c) [f an administrator is relieved ol his/her duties because of a reduction in staft or
an climination of position and another adminmistrative position is not otherwise available as
aforesaid, he/she will be offered a teaching position for which he/she is certified.

(f) [f an administrator 1s relieved of his/her duties because of a reduction in staft or
an elimination of position and employed as a teacher, she/he will be given the experience credit
on the salary schedule according to the teacher contract for his/her administrative and tcaching
experiences both within and outside the school system, and shall retain all accumulated sick
leave.

() In the event an administrator is displaced to an administrative classification or
tcaching position with a salary schedule lower than that which the displaced administrator
previously enjoyed, such administrator's salary shall not be reduced more than one thousand
dollars (1,000} per year until the appropriate level on such salary schedule is reached.

(h) A displaced administrator who receives a position in another administrative

classification shall be paid on the same salary step lor such position as his/her previous
administrative position.
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(1) Any administrator who has been displaced as aforesaid shall be placed on a
reappointment list for three (3) years for his former administrative position or another simitar
administrative position of comparable pay and shall remain thereon until reappointed, provided
such administrator does not refuse a reappointment. Administrators shall be recalled to positions
for which they are certified and qualitied and in which they have previous acceptable experience,
according to their administrative seniority in the New laven Public School System. I a
reappoiniment is offered consistent with the above and is refused by the administrator, he/she
shall thereupon be removed from the reappointment list.

() ‘The classifications referred to above are as follows:
(1) FExceutive Directors
(2) Directors and/or Directors of Instruction
(3} High School Principals
(4 Middle School Principals, K-8 Principals, Supervisors (12 month)
(5) Elementary School Principals
(&) Assistant Principals
(7) Supervisors (10 month)
(8) Assistant Supervisor/Coordinators

mection 4

A 10-month principal assigned to more than one school shall be paid according to Group
E of the Administrative Supervisory Salary Schedule for the duration of such assignment. A
principal who is assigned to more than one school who subscquently 1s reassigned as a principal
of only one school shall be paid according to the appropriate salary group reflective of the stze of
the school and number of full-time teachers assigned to that school.

ARTICLE VII - Evaluation Files of Administrators

Section L

Izach administrator shall be evaluated at least once during cach year of this Agreement.
Administrators shall have the opportunity to review and discuss their evaluation with their
Supervisors and shall have the right to receive copies of their individual cvaluation reports if
they request such. The administrator shall acknowledge that he has read his evaluation report by
affixing his signature in the space provided for such purpose and such report shall then be placed
in his personnel file. A signature of an administrator only significs that he has read the report—
not that he agrees with its content

Section 2

The administrator shall have the right to answer any material filed in his personnel file
and such answer shall be attached 1o the file copy. Upon reasonable request, an administrator
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shall be allowed to examine his personnel file. He shail also be allowed to make one copy of any
material in his file upon reasonable notice and at his own expense.

Section 3

Any material in an administrator's personnci file shall be removed therefrom or modified
when it is deemed inaccurate, improper or unfair when determined by court order or arbitration
award.
Scction 4

Administrators shall comply with all directives of the Superintendent concerning the

evaluation of tenure and non-tenure teachers and shall evaluate such teachers when required by
such directives. Administrators shall sign ali evaluations in which they participate.

ARTICLE VIII - Supplies and Office Eguipment

section 1

The Board will insure that each administrative unit shall have all the office equipment
and supplies consistent with Board policy necessary to do the work required.

Section 2

The Board will take whatever steps are necessary to attain the goal of uniformity in all
records and reports.

Section 3
The Board of Lducation will provide sufficient clerical help to sec to it cach

administrator's office is properly run and maintained.

ARTICLE [X - Administration

Section |

The Board recognizes that the principal is charged with the responsibility of the
administration of the program within the building to which he 1s assigned and must make
decisions necessary to the proper operation and maintenance ol the building, provided such
decisions are in keeping with the policy of the Board of Education and the Administrative
regulations ol the Superintendent.
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Section 2

Principals shall be consulted regarding special and federal programs so that such
programs may be part of the overall school program in that building.

Section 3

The principal shall be in charge of all disciplinary problems of the school to which he is
assigned, but shall handle same in a manner consistent with Board policy and administrative
regulations of the Superintendent.

ARTICLIE X - Rights ot Association

Section 1

The Superintendent agrees to make available to the Association President a copy of the
Agenda ol the next public meeting of the Board of Education at least one (1) school day prior to
the Board's next public meeting.

In the event a public Board mecting 1s held during a school day, release time will be
provided for the President of the Association or his designated alternate to attend the meeting.

Section 2

In the event the Association feels it needs any public information from the Board so as to
allow the Association to better negotiate a successor to this Agreement or proccss any gricvance
or appeal, the Association will put such request in writing and send it to the Superintendent who
shall provide such information within one (1) week after receipt of such written request, unless
otherwise prohibited by law or court order.
Section 3

A copy of all master contracts between the Board ol FEducation and all organizations

having collective bargaining agreements with the Board of Education shall be made available to
the Association upon ratification of said contracts.

Section 4

The Board shall make available the minutes of all official Board meetings (other than
those taken in executive session), upon acceptance by Board action, to the President of the
Association.
Section 5

The Association President or his designee sha!l be allowed a maximum of three (3) days

release time per year as necessary to conduct Association business outside the district, providing
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reasonable notice is given to the Superintendent, and providing adequate coverage ol his/her
administrative dutics can be arranged.

ARTICLE XI - Protection

Section 1

In accordance with the Superintendent's Administrative Directives, all administrators
shall promptly report all incidents which occur in their schools or within their arca of
responsibility. Any administrator involved, or alleged to be involved, in the incident to be
reported shall not be required to make such report as aforesaid, but shall promptly delegate the
responsibility therefor to another administrator.

Sectien 2

The Board and the Superintendent shall comply with any reasonable request of the
administrator for information in his or the Board's possession not privileged under law and which
relates to any incident allegedly involving the administrator.

Section 3

(a) In accordance with the provisions of Section 13-235 of the General Statutes, the
Board shall protect and save harmless any administrator from financial loss and expense,
including legal fees and court costs, if any, arising out of any claim, demand, suit or judgment by
reason of alleged negligence or other act result'ng in accidental bodily injury to or death of any
person, or in accidental damage to or destruction of property within or without the school
huilding, or any other acts resulting in any injury, which acts are not wanton, reckless or
matlicious provided such administrator, at the time of the acts resulting in such injury, damage or
destruction, was acting in the discharge of his duties or within the scope of his cmployment ot
under the dircetion of the Board.

(b} I[ criminal proceedings are brought against an administrator alleging an assault
while acting in the scope of his employment, such administrator may request the Board to [urnish
legal counsel to defend him in such proceedings. If the Board does not provide such counsel, and
the administrator prevails (including a nolle or dismissal) in the proecedings, then the Board
shall reimburse the administrator a reasonable attornev's fee in defending the proceeding. The
Board shall have no obligation under this paragraph if the administrator is found guilty.

section 4

(a) Whenever an administrator is absent from school as result of personal injury,
compensable under the Connecticut Workers' Compensation Law, and caused by an assault
arising out of and in the course of his employment, he shall be paid his full salary for the period
of such abscnce for up to one calendar year without having such absence charged to the annual
sick leave or accumulated sick leave as long as he/she is receiving worker's compensation. Any
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amount of salary payable pursuant to this Section shall be reduced by the amount of any
Workers' Compensation award for temporary disability duc to the said assault injury for the
neriod for which such salary 1s paid. The Board shall have the right to have the administrator
~zd by a physician selected by the administrator from a list of at least four (4) physicians
designated by the Board for the purpose of eslablishing the length of time during which the
= T oinistrator is temporarily disabled from performing his duties. In the event there is no
adjudication under Workers' Compensation or no physician's examination by a physician
sclected from the aforesaid Board list, then the opinion of the administrator's own physician as to
the period of disability shall control.

(by  The Workers” Compensation Preferred Provider Program shali govern this
Scction were applicable.

Section 5

Notitfication of any complaint pertaining to an administrator which is received by the
Central Office shall be forwarded promptly to the admimstrator involved. An official complaint
must be in writing and the Superintendent shall make a determination as to the validity of the
complaint within six (6) weeks from the date of its receipt. If the complaint against the
administrator is determined by the Superintendent to be valid, the administrator against whom
the complaint was filed may file a grievance at Step 2 of the Gricvance Procedure in this
Agreement within the time limits therein specified.

ARTICLE XII - Benefit Program

Section 1. Accidenrt Benefits

(a) Whenever an administrator 1s absent from school as a result of a personal injury
oo crensable under the Workers' Compensation Law of Connecticut and caused by an accident
(other than an assault) arising out of and in the course of his employment, he may clect to charge
all or part of such absence during the period of temporary disability due to the accident to the
sick leave days to his credit under the Board's rules and regulations pertaining to sick feave, in
which event (a) he shall recewve the sick leave pay t¢ which he is entitled for the period so
charged to his sick leave credits less the amount of any Workers' Compensation award made for
temporary disability due to said mjury for any period for which such sick leave is paid, and (b)
his accumulated sick leave as of the last day worked prior to the said period of absence shall be
charged proportionately in the same ratio that the amount of his total daily sick leave bencfit less
his daily Workers' Compensation benefit bears to his total daily sick leave benefit. All members
ol the School Admimstrators Association of New [laven bargaining unit who arc absent froro
school and entitled to Workers' Compensation will have their sick leave account reimbursed at
the rate of two-thirds (2/3rds) of a day for every day the administrator has been charged with
histher eligible sick days during the compensation period. The reimbursement will occur as soon
as the payroll office is notified that the administrator has returned to work. In the absence of such
election, such administrator shall not receive his sick Icave payment during the period of his
absence for temporary disability due to the accident and hig sick leave credits shall not be
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reduced by reasons of any Workers' Compensation payments he may receive for temporary
disability due to the injury. Acceptance of sick leave payments (other than those made in
connection with injury due to an assault) for any period for which the administrator may be
entitled to recelve femporary disability payment under the Workers' Compensation Law shall
constitute an election to charge his absence for such period to the sick leave days to his credit.

(b) Employees shall receive workers’ compensation benefits pursuant to the City's
Workers” Compensation Preferred Provider Program in accordance with Connecticut General
Statutes § 31-279 et al.

Scction 2, Health Insurance Benefits

(a) ‘The Board shall cover all employees scheduled to work twenty (20) hours per
week or more and their eligible dependents under one of the following four medical care
programs, summaries of which are attached as Schedules E-1, E-2, E-3 and E-4 respectively:

1. Lumenos High Deductibie/TISA eligible plan (“HDHP™)
2. Century Preferred Comp/Mix plan (“CompMix™)

3. BlueCare POE (“POE™)

4. Century Preterred PPO (“PPO”)

Effective 2011-12, the Board shall pay 100% of the cost of the HDHP. Other than
applicable deductibles and co-payments provided for in the plan, the employees shall not
contribute towards the cost of the HDHP plan. Employees wishing to participate in either the
CompMix, POL or PPO, shall pay the ditference in cost between the plan selected and the
HIDEHIP.

For 2012-13, the Board shall pay an amount equal to its 2011-12 cost for the HEMP;;
employees selecting the HIDELP plan shall contribute towards the cost of said insurance the
difference between the 2011-12 cost and the 2012-13 cost for the HIDEHP up to 8%; provided,
however, to the extent the cost increase for 2012-13 over the 2011-12 cost exceeds 8%, the
Board shall nay that portion of the increase in cost which exceeds 8% (Example: 2011-12 cost
for FIDHP plan (single) - $6,660, 2012-13 cost $7,326 (10% increase) employee pays $532.80,
Board pays $6,793.20}. Employees selecting etther the CompMix, POE or PPO plan shall pay
the difference between the 2012-13 cost for the plan selected and the 2011-12 cost for the
IHIDIIP.

For 2013-14, the Board shall pay an amount egual to ts 2011-12 cost for the HDHP;
employces shall contribute toward the cost of the LIDHP plan the difference between the 2011-12
cost and the 2013-14 cost for the HDHP; provided, however, to the extent the cost increase for
2013-14 over the 2012-13 cost exceeds 8%, the Board shall pay that portion of the increase
which exceeds 8%. (Example: same assumptions as above pius cost increases 10% for 2013-14:
cruployee pays $1,118.88, Beard pays $6,939.72)

Employees selecting either the CompMix, POL or PTO plan shall pay the difference between the
2013-14 cost for the plan sclected and the 2G11-12 cost for the HIDHP plan.
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l:mployces may choose between the medical plans at the time of enrollment and at the time of
the City's annual open enrollment.

During the course of this agreement the Board may hold a one-time, required
reenrollment for all bargaining unit members and their eligible dependents. At this time all
members will be required to reenroll in their choice of the Board’s offered medical benefit plans
pursuant to the regulations prescribed by the Medical Bencfits Office. Any individual not
participating in this reenrollment will not be eligible for continuation of medical benefits until
such time as they reenroll pursuant to this section.

Prescription coverage shall be as stated on the attached Medical Benefits Matrix
(Schedule Ti-5).

(b) The Blue Cross Full Service Dental Plan for individual employee and all eligible
dependents, including Rider A (additional basic benefits), Rider B (prosthetics), Rider C
(periodontics), Rider DD (orthodontia), and unmarricd Dependent Child (19-24).

{c) The Board shall adopt and maintain an Internal Revenue Code Section 125 Pre-
Tax Premium Conversion Account, also known as a Retmbursement Account Plan {"RA Plan"),
for administrators for the purpose of enabling cligible Administrators to divert a portion of their
gross salaries, prior to reduction for federal income or social security taxes, by a minimum of
$100 to a maximum of $3,000 per Plan Year for [lealth Reimbursement, and by a minimum of
$500 to a maximum of $5,000 per Plan Year For Dependent Care, into an account from which,
during the course of the Plan Year, they can be reimbursed for Hlealth Care costs and Dependent
(Care costs they or their covered dependents incur which arve not covered by the Medical or
Dental Plans described in this Article, including, but not limited to, their sharc of the premium
costs for such Plans, The following provisions will apply:

1. Under no circumstances will the Board be required to contribute any
monics to the RA plan or to any account established pursuant thereto.

2. Each Administrator desiring to participate in the RA Plan must apply
for participation aud enroll by submitting completed forms provided by
the Board 30 days prior to July 1 ol each Plan Year in which he or she
desires to participate.

3. [lach Administrator accepted as a participant in the RA Plan must, 30
days prior to July 1, inform the Board in writing of the amount he/she
wishes to contribute to the Account during the Plan Year (a minimum of
$100 to a maximum of $3,000 per Plan Year for Iealth Reimbursement, a
minimum of $300 to a maximum of $5,000 per Plan Year for Dependent
Care), which shall be divided by the number of payroll periods scheduled
for the Plan year to determine the amount to be deducted from cach
paycheck during that Plan Year.
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4. As a condition precedent to the establishment of an account under the
RA Plan, the Administrator must submit to the RA Plan Administrator, on
torms approved by the Board, written authorization for the Board to
deduct from his or her salary, the amounts to be diverted to his or her RA
Plan Account, which shall be the same amount from cach paycheck issued
during the Plan Year.

5. If the employment of an Administrator terminates for any reason while
he or she is a participant in the RA Plan, the Administrator will be
permitted to withdraw the unencumbered balance from his or her RA Plan
Account.

6. Unexpended balances in each RA Account at the end of each plan vear
will be forfeited 1n accordance with legal requirements. The RA Plan will
be governed by the terms of the RA Plan description. It is intended that the
RA Plan shall be interpreted, whenever possible, to comply with such
terms of the Intemal Revenue Code. In the event the RA Plan
Administrator determines, before or during any Plan Year, that the RA
Plan may fail to satisfy any non-discrimination requirement imposed by
the Codc or limitation on benelits to certain participants, the RA Plan
Administrator shall take such action as he/she deems appropriate under
rules uniformly applicable to similarly situated participants. At this time,
the RA Plan as outlined meets all code requirements.

Section 3. Term Life Insurance

The Administrators shall receive term life insurance and accidental death and
dismemberment bencfits in the amount of two times the administrator's salary, rounded off to the
nearest $1,000.00 (inclusive of degree and longevity), so long as such administrator remains
cmployed by the Board in a position covered by this Agreement,

Each administrator is centitled to purchase term life insurance and accidental death and
dismemberment benefits in the amount of two times the administrator's salary, rounded off to the
nearest $1,000.00, at the rate paid by the Board of Education. This provision remains in effect as
long as the adnuinistrator 1s employed by the Board.

Section 4. Long-Term Disability Insurance

The Board shall provide a standard long-term disability coverage with payment to age
sixty-five (65) of sixty (60%) percent of the employee's normal gross carnings after a waiting
period of one hundred eighty (180) calendar days. The amount of benefits will be reduced by any
remuneration received during the benefit period from the employer, Workers® Compensation
benefits, Connecticut Teachers Retirement Fund Benelits, and primary social security offset
benefits. The provisions shall include coverage for disability due lo psychiatric 1llness.
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The long-term disability policy shall have a soctal security freeze provision so that the
beneficiary will realize any increases in any {urther social security benefit payments.

Section 5. Right to Chanee or Substitute Carricr

The Board may change or substitute insurance carriers or managed care organizations for
the above-refercnced health benefit program as long as the level of benefits are substantially
cquivalent to or better than the existing program. The "substantially equivalent to or better than”
standard shall be applied on a program-wide analysis and shall not be benefit specific.

ARTICLLE XIII - [eaves of Absence

Seetion 1 Sick Leave

(a) I. Upon the retirement or death of a member of the professional
administrative stzff, said member or his survivors shall be paid for accumulated sick leave days
up to, but not to exceed, the following limits:

10 month administrators: 64 days
|2 month administrators: 73 days

2. Upon retirement or death of an employee who 1s hired on or after July 1,
1994 or who becomes an administrator on or after July 1, 1994, said employee or his‘her
survivors shall be paid for accumulated sick leave as follows:

10 month administrators: 34% of ais/her accumulated sick leave
12 month admimstrators: 34% of ais/her accumulated sick leave

(b) . Administrators on a ten (10) month schedule shall be entitied to sixteen
(16) sick days each school year which may be accumulated to a total of two hundred fifteen
(215) days.

2. Employces who are hired on or after July 1, 1994 or who become
administrators on or after July 1, 1994 and who work a ten (10} month schedule shall be entitled
to sixteen {16) sick days each school year which may be accumulated to a total of one hundred
sixty (160) days.

3. Administrators on a twelve (12) month schedule shall be entitled to
nineteen (19) sick days cach school year which may be accurnulated to a total of two hundred
fifteen (215) days.

4. Employces who are hired on or afler July 1, 1994 or who become
administrators on or after July 1, 1994 and who work a iwelve (12) month schedule shall be
entitled to nineteen {19) sick days cach school year which may be accumulated to a total of one
hundred seventy (170) days.

{00330283.00C Ver. 1} 15



(c) In the event of absence of an administrator for illness in excess of five (5}
consecutive working days, the Superintendent may require an examination by an independent
physician, such examination to be at the Board's expense.

Section 2. Personal Leave

In addition to present or future Board policies authorizing absences or leaves of absences,
each administrator shall be entitled as of right to a maximum of two (2) days icave of abscnce
with pay cach year for personal, legal, business, houschold, or family matters which require
absence during the school hours. These days may be accumulated to four (4). Application for
such leave shall be made in writing and as far in advance as practicable and ordinarily at least
forty-cight (48) hours.

Section 3. Sabbatical Leave

Desiring to reward professional performance and encourage independent rescarch and
achievement, the Board hereby initiates the policy of sabbatical leave for administrators to be
granted upon the recommendation by the Superintendent [or approved scholarly programs
whether or not carried on in an academic institution subject to the following conditions:

(a) Request for sabbatical leave must be received by the Superintendent in writing in
such form as may be required by the Superintendent no fater than December 31 of the year
preceding the school year in which the sabbatical leave is requested.

(b) The administrator has completed at least seven (7) consceutive full school years
of service in the New Haven Schools.

(¢c) Administrators on sabbatical leave will be paid at three quarters of their annual
salary rate.

(d) The administrators shall agree to return to administrative employment in New
Haven for two (2) years in the event of a full year's leave. Upon such return, the administrator
shall be placed in the same or comparable administrative position in status and pay and on the
appropriate step in the salary schedule as though such administrator had not been on leave.

(e) No more than 2 % of the Administrative stafl will be granted a Sabbatical Leave
during any school year during the life of this Agreement.

(1) The administrator shall sign a ¢emand nole in an amount ¢qual to 3/4 of his/her
annual salary and made payable to the Board. The amount stated herein will be paid by the
Administrator if he/she fails to return to Administrative employment in New Haven tor two (2)
years.
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Section 4. Funeral Leave

(a) A leave of absence not to exceed five (3) days immediately following the date of
death shall be granted to any administrator whose wife, husband, father, mother, father-in-law,
mother-in-law, brother, sister, brother-in-law, sister-in-law, child (or grandparent) or grandchild
dies. Such leave shall be with pay and shall not be charged to the administrator's sick leave.

(b) Time off to attend the funeral of aunts, or uncles, (or grandchildren) shall be
granted. Such leave shall be with pay not to exceed onc (1) day and shall not be charged to the

administrator's sick leave.

section 5. Maternity Leave

(a) The Board will not deny reasonable request of an administrator for leave of
abscnce because of the administrator's pregnancy.

(b) Any administrator requesting such a lcave shall present to the Superintendent a
written statement from her attending physician indicating her present physical condition, the
expected date of childbirth, when it would be expected that the administrator's physical condition
would allow her to continue to work and any cother information relative to her physical condition
that the physician feels appropriate. If complications develop and the administrator is not able to
return to work when originally planned, the physician shall so indicate in a letter to the
Superintendent prior to the original date of expected return. Such additional notice shall contain
a date when the physician expects the administrator's physical condition to be such to allow her
to return to work.

(©) No leave ol absence shall be granted for pregnancy or maternity reasons unlcss
the above conditions are mel.

(d) Upon return to work from an authorized leave of absence for the reason of
pregnancy, the administrator shall be returned to the position she held prior to the leave, or a
comparable position it available. If such is not available, she will have the rights provided under
the [nvoluntary Transfer provisions (Article VI, Section 2) of this Agrcement.

Section 6. Jury Duty

(a) All administrators shall {ully utilize the exeraption from jury duty provided them
under Public Act 79-386 and if called for jury duty shall provide the Superintendent with
documentation of their effort to claim the exernption so that the Superintendent may take all
steps necessary to support the exemption.

(b  Any twelve (12) month administrator ordered to report for jury duty during July

or August shall receive a rate of pay equal to the difference between his professional salary and
the jury fee for each day he serves as a juror.
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Section 7. Conference Leave

The Board agrees that administrators should be encouraged to attend conferences,
seminars and conventions which do not detract from their ability to spend the required time to
perform their professional services to the satisfaction of the Board. All such leaves for these
purposes shall be approved prior to attendance by the Superintendent and, 1f approved, the
administrator's expenses will be paid by the then existing policy of the Board and City of New
Haven. Such leave shall be without loss of pay.

Section 8. Family and Medical Leave

Nothing contained herein to the contrary notwithstanding, Administrators shall be
entitled to Family and Medical Leave as provided for by State and/or Federal family and medical
leave laws, as applicable. All leaves provided for herein shal! be included in and shall not be in
addition to the period(s) of leave required by such laws.

ARTICLE XIV - Consultation Procedure

Section 1. Generally

In the event cither party to this Agreement wishes to propose that a change, addition,
modification, correction or deletion in this Agreement be made, the following procedure will be
adhered to:

(a) The party proposing the change, addition, modification, or deletion shall reduce
such to writing and mail it to the Superintendent or the President of the Administrators
Association, as the case may be, within a reasonable time.

{b) Thereafter, and within a two (2) week period, a meeting of representatives of all
the partics shall be held to discuss the matter. This time required may be waived upon mutual
agreement.

(c) If agreement is reached on the proposal, such will be reduced to writing and
referred to the Board and the Administrators Association for ratitication, with the
recommendation ol both partics.

(d) Any agreed upon and ratified change, addition, modification, or correction and/or
deletion to this Agreement shall become an addendum herete and become a part hereol.

{c) Nothing herein shall require either party hercof to agree lo any particular proposal

submitted pursuant hereto. The obligation of both parties 1s enly to discuss any proposal
submitted pursuant to this provision.

§00350283.D0C Ver. 1} 18



Section 2. Superintendent's Council

The Board agrees to the establishment of a Superintendents' Council, which will consist
of members of the Administrators Association, the Superintendent and his designees to meet
periodically, but at least once a month, to discuss problems facing school administration.
Members of the Board may attend any one or all of such Council meetings. This council is
designated to create a vehicle for the discussion of methods by which school administration and
policy may be implemented so as to provide for the continued improvement of the New Haven
School System. No more than five (3) persons shall represent either the Superintendent or the
Administrators Association in any such meeting.

ARTICLE XV - Payroll Deductions

Section |

In addition to thosc payroll deductions required by law, the following agencies are
¢ligible for payroll deductions:

(a) All requests for deductions must be in writing on approved, authorized forms,
cxecuted by the individual administrator.

(b) A list of the approved deductions arc as follows:
i The School Administrator Association of New Haven

2. Conncecticut Education Association

3. National Education Association

4, Washington National Insurance

5. New Haven Iducation Association

6. Military Service Time Retircment Fund

7. United Way

8. Tax Sheltered Annuity

9. Voluntary State Retirement Contract

10. Benetit Premium increases pursuant to Article XII, Scection 2{(¢)
11, Other deductions where possible

{c) Each of the Associations named in paragraph tb), subparagraphs (1), (2), (3). and
(5) above shall certify to the Board in writing the current rate of its membership ducs. Any
Association which shall change the rate of its membership dues shall give the Board thirty (30)
days writlen notice prior to the cffective date of such change.

(d) Deductions referred to in Secticn 1 above shall be made from any pay duc on the
first payday of each month. The Board shall not be required to honor for any month any
authorizations that are delivered to it later than onc (1) week prior to the distribution of payroll
from which deductions are to be made.
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{e) No later than September 30 of ¢ach year, the Board shall provide the
Admunistrators Association with a list of those employees who have voluntarily authorized the
Board in writing to deduct dues for any of the Associations named in paragraph (b) above. The
Board shall notify the Association monthly of any changes in said list. Any administrator
desiring to have the Board discontinue deductions he has previously authorized must notify the
Board, the Administrators' Association and the Association or group concerned in writing by
September 15 of each year for that school year's dues.

() - The amount of any deduction may be changed only once in any calendar year.

ARTICLE XVI - Salaries

Section 1

(a) Schedules A, B and C attached hercto reflect salary rates by which all
admintstrators shall be paid during the term of this Agreement as follows:

Effective 7/1/11 no general wage increase; no sicp movement
Effective 7/1/12 1.5% plus increment
Cifective 7/1/13 1.5% plus increment

In addition to the salary rates set forth for the respective classification on Salary
Schedules A, B and €, administrators shall receive additional stipends for their length of service
and advanced degrees (beyond the Master's Degree) in accordance with the degree and longevity
scale contained in Schedule 1D attached hereto.

(b) An administrator whose performance is less than satisfactory wil! not be moved to
the next higher step until he/she has attained satislactory performance. Upon attaining
satisfactory performance, he/she will receive payment for the withheld step, in addition to
payvment for whatever other step he/she is entitled under the terms of this Agreement.

(c) l:ach administrator shall elect in writing whether he/she wishes to be paid in
twenty-one (21) or twenty-six (26) cqual payments. Such clection cannot be changed for the
duration of the fiscal year. In the event an administrator fails to make an election as specified
above, he/she shall be paid in accordance with his/her previous payment clection.

(ad} Lffective upon the signing of this Agreement, bargaining unit members shall
administer the teacher reform side letter and memorandum of understanding. In consideration
for any additional duties associated with this provision, on each of July 1, 2012 and July 1, 2013,
bargaining unit members shall receive an additional 1% increasc in salaries. The wage schedules
attached as Schedules B and C reflect this additional compensation. All bargaining unit salaries
have been adjusted to reflect these increases, regardless of the level of responsibility for
overseeing the teacher reform agreements.
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The duties or the responsibilities of any position in the bargaining unit will not be altered
or increased without prior negotiations with the Association.

section 3

Any administrator on a ten {(10) month schedule, scheduled to work during the summer or
two months of recess shall receive a per diem rate (and not an hourly rate) calculated by dividing
his salary (according to the salary, degree and longevity schedules then in effect) by 194 and
multiplying the quotient by the number of days during which the required work was performed.

Section 4

Any member who is promoted will not take a decrease in pay, if the new postition begins
at a lower pay, but will be placed on such step as will represent an increase above his previous
position.
Scction 3

Any administrator who works in an administrative position in a higher salary group than
his/her regular salary group for more than seven (7) consecutive school days shall recelve,
retroactive to the first day of any such work, the pay of the higher salary group in which he/she 1s

working.

ARTICLE XVIIl - Grievance and Arbitration Procedure

Section 1 Purpose

The purpose of this procedure is to secure, at the lowest possible administration level,
gquitable solutions to problems which may arise affecting the welfare or working conditions of
administrators. Both parties agree that proceedings shalt be kept as confidential as appropriate.

Section 2. Definitions

{(a) A gricvance shall mean a complaint by an employee that (1) he has been trcated
unfairly or inequitably, or (2) there has been a violation, misinterpretation or misapplication of a
specific provision(s) of this Agreement or of established policy or practice.

(b) Administrator shall mean any certified professional cmployee member of this
bargaining unit and may include a group of administrators similarly affected by a grievance.

(c) When "days" are referred to in the time limits hereof, such shall mean school
days.
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Section 3. Time Limits

(a) Since it is important that grievances be processed as rapidly as possible, the
number of days indicated at cach step shall be considered as a maximum. The time limits
specified may, however, be extended by written agreement of the parties in interest.

(b) If an administrator does not file a grievance in writing within thirty (30) days after
he knew or should have known of the act or conditions on which the grievance is based, then the
grievance shall be considered to have been walved. '

() Failure by the aggrieved administrator at any level to appeal a gricvance to the
next level within the specified time limit shall be deemad to be acceptance of the decision

rendered at that level,

Section 4. Informal Procedure

(a) [£ an administrator feels that he may have a grievance, he shall first discuss the
matter with his immediate supervisor or other appropriate administrator in an cffort to resolve the
problem informally.

(b) If the administrator is nof satisfizd with such disposition of the matter, he shall
have the right to have the Association assist him in further efforts to resolve the problem

informally with his supervisor or other appropriate administrator.

Section 5. TFormal Procedure

Step [
I the aggrieved administrator is not satisfied with the disposition of his grievance on an

informal basis, he may file in writing a gricvance with the Association for referral to the
Superintendent of schools. Such filing must take place within the thirty (30) day period as set
forth in Section 3 (b) above.

() 'The Association shall, within five {5) days after receipt, refer the grievance to the
Superintendent, but prior to doing so, the Association shall provide an opportunity for the
agprieved administrator to meet with the appropriate committee to revicw the gricvance. .

(2) The Supcrintendent shall, within ten (10) days after receipt of the written
oricvance, meet with the aggrieved administrator and with representatives of the Association for
the purposc of resolving the gricvance. A full and accurate record of such hearing shall be kept.

3) The Superintendent shall, within five (5) days after the hearing, render his
decision and the reasons therefor in writing to the aggricved administrator with a copy to the
Association.

[O0350283.D0C Ver. 11

[~
I~



Step 2

If the aggrieved administrator is not satisfied with the disposition of his grievance at Step
1, he may, within three (3) days after the decision or within six (6) days after the hearing, file the
grievance again with the Association for appeal to the Board of Education.

{nH The Association shall, within three (3) days alier receipt, refer the appeal to the
Board of Education.

2) The Board of Education shall, within fifteen (15) days after receipt of the written
appeal, mect with the aggrieved administrators and with representatives of the Association for

the purpose of resolving the gricvance. A full and accurate record ol such hearing shall be kept.

(3) The Board shall, within fiftcen (15) days after such meeting, render its decision
and the rcasons therefor in writing to the aggrieved administrator with a copy to the Association.

Section 6 Arbitration

(a) If the aggricved administrator is not satisfied with the disposition of his grievance
at Step 2, he may, within three (3) days after the decision or within eighteen (18) days after the
Board meeting, request in writing to the President of the Asseciation that his grievance be
submitted to arbitration.

(b) The Association may, within five (5) days after receipt of such request. submit the
grievance to arbitration.

(¢) The chairman of the Board and the President of the Association shall, within five
(5) days after such written notice, jointly select an arbitrator who 1s an expericnced and impartial
person of recognized competence. If the parties arc unable to agree on an arbitrator within five
(5) days, the matter shall be submitted to the American Arbitration Association under the
Voluntary Labor Arbitration Rules of the American Arbitration Association.

(d) The arbitrator so selecled shall confer promptly with representatives of the Board
and the Association, shall review the record of prior hearings, and shall hold such further
hearings with the aggrieved administrator and other parties in interest as he shall deem requisite.

(¢} The arbitrator shall render his decision in writing to all parties in interest, sctting
forth his findings of fact, reasoning and conclusions on the issues submitted. The decision of the

arbitrator shall be final and binding upon all partics in intcrest to the extent permitted by law.

D The cost of the services of the arbitrator shall be borne equally by the Board and
the Association.
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Section 7

The Superintendent and/or the Board shall have the right to file a grievance in writing
with the Association, and such grievance shall thereafier be processed beginning with Step 2 of
the Grievance Procedure. The Association shall, on its own behalf, have the right to filc a
gricvance alleging a breach of this Agreement affecting the Association as a whole and shall
process said grievance beginning with Step 2 of the Gricvance Procedure.

Section §

All grievances must be submitted in writing pursuant 1o Step 1 above (or Step 2 if filed
by either the Board, the Superintendent, or the Association) within thirty (30) days of the date
upon which the occurrence giving rise to the grievance occurred. Tailure to [ile such grievance
within the time limits specificd herein shall be deemed a waiver of the grievance.

Section 9

Any arbitrator acting pursuant to this Agreement shall have power only to construe

specific provisions of this Agreement and shall have no authority to add to, delete from, or

modify 1n any way any provision of this Agreement.

Section 10 Representation

(a) No reprisals of any kind shall be taken by either party or by any member of the
Administration against any participant in the gricvance procedure by reason of such
participation.

(b} When an administrator is not represented by the Association, the Association shall
have the right to be present and to state its views at all stages of the procedure.

(c) In the event the Association shall not have elected to submit a grievance to
arbitration, the aggricved administrator may submit his grievance to arbitration independently by
following the procedure outlined above, in lieu of the Association provided, however, that in
such case, the costs for the scrvices of the arbitrator shall be borne by the aggrieved
administrator.

{d) The Association or the Board may, if it so desires, call upon the professional
services of any person it dcems necessary to assist the Association or the Board, respectively, at

any stage ol the procedure.

Section 11 Miscellaneous

(a) All documents, communications, and records dealing with the processing of 4
arievance shall be filed scparately from the personnel files of the participants.
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(b} Forms for filing and processing grievances and other nccessary documents, shall
be prepared by the Superintendent, with the approval of the Association, and be made available
to the Association as to facilitate operation of the gricvance procedure.

ARTICLE XVIII - No Strike

During the term of this Agreement, neither the Administrators Association or any officer
or representative thereof nor any administrator covered hereby shall engage in any strike, work
stoppage, slowdown, or refusal to work or mass resignation. Participation in such activity may
result in discipline or discharge to the person or persons involved and such shall not be subject to
the Grievance and Arbitration procedure hereol. Only the question of whether a particular
employee participated in any such activity as defined above may be submitted to the Grievance
and Arbitration Procedure hercof.

ARTICLE XIX - Miscellaneous

Section 1

The Administrators Association and the Board agree that this Agreement represents the
complete agreement between the parties concerning all conditions of employment and salaries of
administrators for the duration of this Agreement.

Section 2

This Agreement is deemed to be in compliance with all State and Federal laws (including
the Constitution of the United States and the Constitution of the State of Connecticut), and the
Board and the Association shall comply with all applicable State and Federal laws. If for any
reason & provision or provisions of this Agreenient are determined by a court of competent
jurisdiction to be in violation of any of said laws, ther that provision or those provisions shall be
automatically stricken from this Agreement, and the balance of this Agreement shall continue in
full force and effect.

Section 3

Whenever written notice 1s required to be given herein, such notice shall be given by
letter forwarded to the fast address of the person as contained in the files of the Board of
Education.
Section 4

{(a) Wherever "Superintendent” is used, it shall mean the Superintendent of Schools

of the City of New Ilaven or any administrator designated to act by the Superintendent in
accordance with the then effective administrative procedures of the system.
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(b) Wherever the term "he" or "she™ 1s used in this Agreement, it is intended to mean
either gender and is used for convenience only.

Section 5
The Board agrees to pay for all costs incurred in printing and distribution of this

Agreement.

ARTICLE XX - Early Retirement/Regular Retirement

section |

Any administrator who applies for, and receives, a full retirement allowance from the
State of Connecticut within five (5) years of his/her first cligibility for such full retirement
allowance, and who has been a teacher/administrator for at least ten (10) years in New Haven,
shall receive an early retirement benefit of $16,000.00.

Section 2

(a) Administrators who retire within five (5) years of their eligibility for a full
retirement allowance from the State of Connecticut shall have the premiums of all health
insurance benefits provided to active employees for the administrator and his/her enrolled
dependents paid for by the Board for a period of four {4) years to the extent that such premiums
do not exceed the amount of the group rate paid for the administrator at the time of retircment.

(b) Thereafter, the Board shall pay seventy-five (75 %) percent of the premium costs
of such medical coverage paid for the administrator and his/her enrolled dependents until such
administrator dies.

(¢) Notwithstanding Section 2(b) above, upon reaching age 63, or such other time as
a retiree or spouse becomes eligible for Medicare insurance coverage, the retiree and/or spouse
shall be required to apply for and utilize such coverage as primary coverage. The retirec or
spouse shall be responsible for all payments and costs related to the application and maintenance
of such benefits including, but not limited to, Medicare Parts A and B. The New Haven Board of
Education will then provide to the member the plan provided to active members of the
Administrators group, except that such plan shall have an exclusion for the portion of scrvices
covered under Medicarc.

Individuals who are not cligible for such Medicare coverage will be cligible to
continue lo receive the coverage described above in Scetion 2. For individuals who are not
eligible, the Board of Education may request the Medicare Statement of the individual and
spouse to demonstrate the lack of necessary quotas of coverage.
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Section 3

(a) In the event of the death of an administrator who has previously retired pursuant
to the early retirement provisions of this contract, or who would have qualified for such early
retirement benefits at the time of his/her death, the Board shall continue to pay the
medical/health insurance premiums for benefils then in effect for the surviving spouse of such
administrator for a period of five (5) years or until he/she sooner dies and for any dependent
children. The foregoing is contingent upon the unavailability of comparable benefits to the
surviving spousc or dependent children through their own employment at no cost to such
individuals.

(b)  Upon reaching age 65, or such other time as the surviving spouse becomes
eligible for Medicare insurance coverage, the surviving spouse shall be required to apply for
and utilize such coverage as primary coverage. The surviving spouse shall be responsible for
all payments and costs related to the application and maintenance of such benefits including,
but not limited to, Medicare Parts A and B. The New Haven Board of i‘ducation will then
provide to the surviving spousc the plan provided to active members of the Administrators
group, except that such plan shall have an exclusion for the portion of services covered undcer
Medicare.

Individuals who are not eligible for such Medicare coverage will be eligible to
receive the coverage as described in Section 3(a) above for the period of time described therein.
For individuals who are not eligible, the Board of Educatior: may request the Medicare
Statement of the individual and spouse to demonstrate the lack of necessary quotas of coverage.

Section 4

Notice of intention to retire under this plan skall be filed with the Superintendent's office
as of January 1st for retirement on June 30th of the same school year, as long as such retirement
oceurs on or before five (5) vears from the first eligibility for full retircment from the State of
Connecticut, and the applicant has been a teacher/administrator for at least ten (10) vears in New
[Taven.

Section 5

This article specifies only the minimum plan to be provided by the Board, and does not
preclude the Board from offering an improved plan at any tirae during the period of this contract.

Section 6
The partics have attempted to negotiate an Farly Retirement Incentive Plan that is in
compliance with federal age discrimination laws. However, in light of the complexity and flux

of interpretation of such laws, the partics agree to re-open negotiations in the event this Plan is or
becomes out of compliance with those laws.
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These negotiations shall be subject to mid-term bargaining under the Teacher Negotiation
Act, and shall be limited in scope to complying with such discrimination laws without impairing,
if possible, the substantive benefits previously negotiated.

Regular Retirement

Administrators who apply for and receive a full retirement allowance from the State of
Connecticut and who are not then or at any tine thereafter cligible for Medicare insurance
coverage, shall be chgible to participate in such medical insurance plan as the Board provides to
active employees including the varying premium cost sharing included therein. The cost sharing
payment associated with active medical coverage must be made each month in advance. Lack of
timely payment will result in the ternunation of such benefits.

Upon reaching age 65, or such other time as a retiree or spousc becomes cligible for
Medicare insurance coverage, the retiree andsor spouse shall be required 1o apply for and utilize
such coverage as primary coverage. The retiree or spouse shall be responsible for all payments
and costs related to the application and maintenance of such benefits including, but not limited
to, Medicare Parts A and B. The New Haven Board of Education will then provide to the
member of the plan provided to active members of the Administrators group, cxcept that such
plan shall have an exclusion for the portion of services covered under Medicare.

Individuals who are not cligible for such Medicare coverage will be eligible to continue
to receive the same coverage as active employees, including the varying premium cost sharing
included therein. For individuals who are not cligible, the Board of Education may request the
Medicare Statement of the individual and spouse to demonstrate the lack of necessary quotas of
coverage.

ARTICLE XXI - Duration

Soction 1

The parties agree to negotiate in good faith in an effort to secure a successor agrecment in
accordance with Section 10-153d of the Connecticut General Statutes, as amended.
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Section 2

This Agreement shall become effective July 1, 2011 and shall remain in full force and

gffect until June 30, 2014.

Ncw Haven Board of Education

Dr. Carlos Antonio Torre,
President
New Haven Board of Education

Date: Date:
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ARTICLE XXII - Agency Shop

Sectlion |

Within thirty (30) days after employment or the execution of this Agreement, whichever
is later, all members of the bargaining unit shall have the opportunity to join the Association and
execute an authorization permitting the deduction of union dues and assessments.

Section 2

Any member of the bargaining unit who has not joined the Association during such
period, or having joined, has not remained a member shall immediately execute an authorization
permitting deduction of a service fee which shall be no greater than the proportion of union dues
uniformly required of members to underwrite the costs of collective bargaining, contract
administration and gricvance adjustment. The Association shall be required to notify the school
Board sufficiently in advance of issuance of the first emplovee paychecks of the amount of such
service fee. It is understood that the payment of such sums shall not constitute an agreement to
become a member of the Association.

Section 3

In the cvent that a member of the bargaining unit docs not join the Association or pay the
required service fee by the thirtieth (30th} day as required, that member shall be terminated. The
Personnel Office shall institute the necessary procedures for termination provided the
Association has complied with the following:

(a) Sending written notice to the employee (copy to the Personnel Office) that he has
not fulfilled his obligations by the requisite date or reasonable period of time thereafter and that a
request for his termination was being made to the Board.

(b) By stating in the request for terimination that such request is in conformance with
the provisions of this Article, that the employee has not complied with his obligations and that it
is an officlal request of the Association.

(c) As a condition ol the elfectiveness of this Article, the Association agrees to
indemnify and save the Board harmless against any and all claims, demands. costs, suits or other
forms of liability and all court or administrative agency costs that may arise out of; or by reason
of, action taken by the Board for the purpose of complying with this Article.

Section 4

The Board shall deduct the service [ee from the salary of non-members of the Association
bi-weekly and remit the same to the Association treasurer,
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SCHEDULE A
ADMINISTRATIVE - SUPERVISORY SALARY SCHEDULE

JULY 1, 2011 - JUNE 30,2012

Effective fuly 1, 2011, each step on the salary schedule in effect on June 30, 2010 shall be frozen
Administrators not on maximum shall not advance on the salary schedule.
Group  Classification

Months

Step 1

Step 2

Step 3

A

CA

D

H

Coordinators
Assistant Supervisors

Elementary Principals
Assistant Principals

Coordinator

Elementary Principals (13 to 18
teachers assigned full-time to the
school)

Assistant Principal(s) assigned to

separate buildings

Elementary Principals (19 or more
teachers assigned full-time to the
school)

Supervisors

New Ilaven Academy Principal
Assistant Principals

Sound School Principal

tivde Leadership School Principal
Metropolitan Principal

Riverside High School Prineipal

Principals (Middle and Elementary
Schools)

Supervisors

K-8 Principals

Principals (Iligh Schools}
Hillhouse, Cross, Carcer, Cooperative

Arts High School Principals

Directors
Dircctors of Instruction

Exccutive Directors

[B0350283 £XOC Ver. |}

10

10

12

12

12

94,701

98,930

102,503

104,171

105,497

108.488

119,344

124,278

126,407

152,815

06,633

100,122

104,591

106,296

107,648

110,702

115,670

121,779

126,816

128,987

133,995

98,602

102,163

106,720

108,463

109,849

112,961

118,031

124,264

129,405

131,613

138,291



*The position of Department Head shall be eliminated from the bargaining unit through
attrition. The duties of the position shall be assigned 1o teachers on an acting as needed basis as
determined by the Superintendent. Administrators who arc currently in acting Department
Head capacitics shall be reassigned at the discretion of the Superintendent. Once reassigned,
their former acting duties shall be assigned to teachers on an acting and as needed basis. All of
the foregoing shall be subject to the terms of this agreement.
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Group

SCUEDUILLE B

ADMINISTRATIVE - SUPERVISORY SALARY SCHEDULE

JULY 1, 2012 - JUNE 30, 2013

Classification

Months

Step 1

Step 2

Step 3

CA

>

{D0350283.00C Ver. 1}

Coordinators
Assistant Supervisors

Elementary Principals
Assistant Principals

Coordinator

Elementary Principals (13 to 18
teachers assigned full-time to the
school)

Assistant Principal(s) assigned to

separate buildings

Elementary Principals (19 or more
teachers assigned full-time to the
school)

Supervisors

New Haven Academy Principal
Assistant Principals

Sound School Principal

Hyde Leadership School Principal
Metropolitan Principal

Riverside High School Principal

Principals (Middle and Elementary
Schools)

Supervisors

K-8 Principals

Principals (High Schools)

Hillhouse, Cross, Career, Cooperative

Arts 1ligh School Principals

Dircctors
Directors of [nstruction

Executive Directors

L
Lk

10

10

10

i2

97,069

101,403

105,066

106,775

108,134

111,200

116,193

127.385

129,567

99,049

102,625

107,206

108,933

110,339

113,470

124,823

129,986

132,212

137,345

101,067
104,717
109,394

111,175

112,595

115,785

120,982

127,371

132,640

134,903

141,748



*The position of Department Head shall be eliminated from the bargaining unit through
attrition. The dutics of the position shall be assigned to teachers on an acting as needed basis as
determined by the Superintendent. Administrators who are currently in acting Department
Head capacities shall be reassigned at the discretion of the Superintendent. Once rcassigned,
their former acting duties shall be assigned to teachers on an acting and as necded basis. All of
the foregoing shall be subject to the terms of this agreement.
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Group

SCHEDULE C
ADMINISTRATIVE, - SUPERVISORY SALARY SCHEDULE

JULY 1, 2013 - JUNE 30, 2014

Classification

Months

Step 1

Step 2

Step 3

CA

G

Ceordinators
Assistant Supervisors

Clementary Principals
Assistant Principals

Coordinator

Flementary Principals (13 to 18
teachers assigned full-time to the
school)

Assistant Principal(s) assigned to

separate buildings

Elementary Principals (19 or more
teachers assigned full-time to the
schoot)

Supervisors

New Haven Academy Principal
Assistant Principals

Sound School Principal

Hyde Leadership School Principal
Metropolitan Principal

Riverside High School Prineipal

Principals (Middle and Elementary
Schools)

Supervisors

K-8 Principals

Principals (High Schools)
Hillhouse, Cross, Career, Cooperative

Arts High School Principals

Dircctors
Directors of Instruction

Executive Directors

{00350283.120C Ver. 1}

10

10

10

12

10

12

12

12

99,495

103,938

107,692

109,445

110,838

113,980

119,098

130,570

132,806

139,539

101,525

105,191

109,886

111,677

113,008

116,306

121,526

127.944

135,517

140,778

103,594

107.335

112,129

113,954

115410

118,680

124,000

130,555

138,276

143,292



*The position of Department Head shall be eliminated from the bargaining unit through
attrition. The duties of the position shall be assigned 1o teachers on an acting as needed basis as
determined by the Superintendent. Administrators who are currently in acting Department
Head capacitics shall be reassigned at the discretion of the Superintendent. Once reassigned,
their former acting duties shall be assigned to teachers on an acting and as needed basis. All of
the foregoing shail be subject to the terms of this agreement.

(00350283.D0C Ver. 1} 36



SCHEDULE D
DEGREE AND LONGEVITY SCALES
EFFECTIVE JULY 1, 2001

Degree 0-14 Years 15-18 Years  19-25 Years Over 25
Master $ 00.00 $2,654.00 $2,774.00 $3,774.00
6th Year $1,995.00 $4,351.00 $4,559.00 $5.559.00
Doctor $2,798.00 $5.096.00 $5,216.00 $6,216.00
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SCHEDULE E-1
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SCHEDULE E-2

City of New Haven-Proposed plan

Century Preferred $20 Copayment, $1,000 [n-Network / $2,000 OQut-of-Network Annual

Deductible / 80-60% COINSURANCE

Century Preferred is a preferred provider organization (PPQ) plan.

| In-Network Out-of-Network
COST SHARE PRQY[SIONS Member pays: Member pays:
Annual Deductible (individual/ family) $1,000 /82,000 $2,000 / $4,000
Coinsurance 20% after deductible up to 40% after deductible
up to
Cotnsurance Maximum (individual/ family) $2.000 / §4 000 $4.000 / $8.000
Cost Share Maximum (ndividual/ family) $3,000 / $6,000 $6,000/ $12,000
Lifetime Maximum Unlimited Unlimited
PREVENTIVE CARE - Included are the preventive care services In-Network After Annual Out-of-Network
that meet the requirements of federal and state law, including Deductible After Annual
certain screeningys, immunizations and physician visits Member pays: Deductible
Member pays:
Well child care 40%
Pertodic, routine heaith examinations A%
Routine eye exams No Charge; Deductible waived 40%
Routine OB/GYN visils 40%
Mammography 40%
Hearing screening 40%
MEDICAL CARE
Office visits $20 Copayment, Deductible 40%
waived
Outpatient mental health & substance abusc $20 Copayment, 12eductible 40%
waived
OB/GYN care $20 Copayment, Deductible 40%
walved
Surgical fees of & Physician or Surgeon $20 Copayment, Deductibie 4(%%
waived
Maternity care $20 Copayment, Deductible 40%%
waived
Diagnostic lab and x-ray 20% 40%
High-cost outpatient diagnostic  prior mahorization required 575 Copayment per service,
The following are subject to copay: MRI, MRA, Deductible waived 40%
CA'T, CTA, PET, SPECT scans (Seenote)
Note: $375 Copayment Maximum per Member per Calendar Year
Allergy services
Office visits/testing $20 Copayment, Dechuctible 40%
Injections--30 visits in 3 years waived 40%
20%
HOSPITAL CARY — Prior authorization required
Semi-private room (GeneraliMedical Surgical/Maternity) 20% 40%
Inpatient mental health & substance abuse 20% 40%
Skilled nursing facility - up o 120 days per calendar year 20% 40%
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Rehabilitative services — up to 60 days per person per calendar year 20%% 40%

Qutpatient surgery — in a huspital 20% 40%

Ambulatory surgery - in other than a hospital setting $100 Copayment, Deductible 40%
waived

EMERGENCY CARE

Walk-in centers $20 Copayment, Deductible 40%
waived

Urgent care — at participaiing centers only $75 Copayment, Deductible Not Covered
waived

Emergency care — copayment waived if admitted 5100 (Jopaﬁ;ir;[)edualble S;gﬁ;jg?:{g:{:&

Ambulance 20% 2004

In-Network Alter Annual

Out-of-Network

Deductible After Annual
OTHER HEALTH CARE Member pays: Deductible
o Member pays:
Outpatient rehabilitztive services - Prior authorization required after the
first visit for PT and OT $20 Copayment, Deductible 40%
30 combined visit maxinnm for PL, O and ST per year. 20 vist maximun waived
| for Chiro, per year.
Durable medical equipment / Prosthetic deviees 50% 30%
Unlimited maximum per calendar year
Diabetic supplies, drugs & equipment 50% 50%
Diabetic drugs are covered at in-network bencfit level.
Infertility - prior authorization reguived 20% 40%

Some restrictions may apply

Home health care
200 vigits per member per colendar year

20%, Deductible waived

20%, Deductible
waived

PREVENTIVE CARE SCHEDULES
Well Child Care (including imnunizations)
+ 6Hexams, birth to age |

0 exams, ages | -5

+
¢ | exam every 2 years, ages 0 - 10
¢+ | cxam every vear, ages 11 - 21

Muanunography

¢ | basecline screening., ages 35-39

¢ Iscreening per vear, ages 40+

+ Additional exams when medically necessary

Notes To Benefit Descriptions

Adult Fxamy

¢ | cxam cvery 5 years, ages 22 29
+ ] exam every 3 years, ages 30 39
| exam every 2 years, ages 40 — 49

+
# .1 oxam cvery year, ages 50

| Vision Fxams: 1 exam every 2 calendar yvears

[ Hearing Fxams: | exam cvery 2 calendar years

| OB/GYN Exums: | exam per calendar year

¢ In situations where the member is responsible for obtaining the necessary prior authorization and fails to do so, benefits may

be reduced or denied.

¢+  Members must utilize participating Blue Quality Centers for Transplant hospitals to reecive benefits for Human Organ &
Tissuc Transplant services. This network of the finest medical transplant programs in the nation is available to membcers
who are candidates for an organ or hone marmow transplant. A nurse constltant trained in case management 15 dedicated Lo

managing members who require orean and/or tissue transplants.

¢ Members are responsible for the balance of charges billed by out-of-network providers afier payment for covered services
has been made by Anthem Blue Cross and Blue Shield according to the Comprehensive Scheduie of Professional Services.
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Please refer to the SpecialOifersididnthem brochure in vour enrollment kit for information on the discounts we offer on health-
related products and scrvices.

This does not constitute your health plan or insvrance policy. Tt is only a general deseription of the plan. The following arc
examnples of scrvices NOT covered by your Century Preferred Plan. Please refer to your Subseriber Agreement/Certificate of
Coverage/Summary Booklet for more details: Cosmetic surgeries and services; custodial care; genetic testing; hearing aids;
refractive cye surgery; services and supplies related to, as well as the performance of, sex change operations; surgical and non-
surgical services related to M) syndrome; travel expenses; vision therapy; services rendered prior to your contract cffective date
or rendered after yvour contract termination date; and workers' compensation.

This summary of benefits has been updated to comply with federal and state requirements, including applicable provisions of the
recenty enacted federal health care reform laws. As we receive additionad guidance and clarification on the new health care
reform laws from the LS. Department of Health and Tuman Services. Department of Labor and Internal Revenue Service, we
may be required to make additional changes to this summary of beneflis. ’

A product of Anthem Blue Cross and Blue Shield serving residents and businesses in the State of Connecticut.

CENTPRMX
NGF
Effective 1040111
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SCHEDULE E-3

City of New Haven-I*roposed
BlueCare POL,

BlucCare is a health maintenance organization (HMO) plan that features a primary care physician (PCP) who
works with you to coordinate your health care. PCYT referrals are not required to receive care from a specialist

provider.

COST SHARE PROVISIONS

Office Visit (dV) Copayment

In-Network
Member pays:

313 per visit

Specialist Visit (SV) Copayment

$25 per visit

Hospital (HSP) Copayment

$250 per admission

Urgent Care (UR) Copayment £75
Emergency Room (ER) Copayment — waived if admitied 5160
Qutpatient Surgery ((8) Copayment $200
Ambulatory Surgery (ASC) Copayment §100
Lifelime Maximuin Uniimited

PREVENTIVE CARE - Included are preventive care services that meet the requirements of federal

and state law, including certain screenings, immunizations and physician visits

Well child care

Birthto ]2 years No Charge
Al athers No Charge
Periodic, routine health examinations No Charge
Routine OB/GYN visits No Charge
Mammography No Charge
{earing screening No Charge

MEDICAL CARE

Offtce visits
PCP
Specialist

OV Copayment 7
SV Copayment

Qutpatient mental health & substance abuse - prior unthorization required

OV Copayment

OB/GYN care

SV Copayment

Surgical fees of a Physician or Surgeon

OV / SV Copayment®

Matermity care  initial visit subject to capayment, no charge thereafler

SV Copayment

Diagnostic lab and x-ray

No Charee

High-cost outpaticnt diagnoslic - prior authorization requived
The following are subject to copay: MBI MRA, CAT, CTA, PET, SPECT scans

§75 Copayment per service
$375 Copayment Maximum
per Member per Calendar
Year

Allergy services
Cffice visitstesting

Injections—380 visits in-3 years

SV Copayment
325 Copayment

HOSPITAL CARE — Prior authorization required

Semi-privatc room (GeneraliMedical/Surgical/Maternity)

HSP Copayment

Inpatient mental health & substance abuse

HSP Copayment

Skilled nursing facility — up io 120 days per calendar year

HSP Copayment

Rehabilitative services - up o 60 davs per person per calendar vear

No Charge

Outpatient surgery — in a hospitul

0S Copayment

Ambulatory surgery — in other than a_hospital setting

ASC Copayment

EMERGENCY CARE

Walk-in centers

OV Copayment

Urgent care  at participating centers only

UR Copayment
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Emergency care — copayment waived if admitted ER Copayment

Ambulance No Charge

OTHER HEALTH CARE In-Network
Member pays:

Qutpatient rehabilitative services - Prior authorization required after the first visit for PT and OT

30 combined visit maximum for PU, OT and ST per year. 20 visit maximum Jor Chiro. per year 5V Copayment

Durable medical equipment / Prosthetic devices

Llnlimited maximum per calendar year 50%

Diabetic supplies, dmgs and equipment 50%

Infertility services — prior authorization required

Some restrictions may apply Applicable Copayment

Home health care No Charge

2000 visits per member per calendar vear

PREVENTIVE CARE SCHEDULES

Well Child Care (including Adult Exams
immunizations) + ] exam cvery 5 years, ages 22 - 29
4 6 exams, birth to age 1 4 I cxam cvery 3 vears, ages 30 — 39
¢+  Oexams, ages ] -5 + | exam every 2 years, ages 40 — 49
¢+ | exam every 2 years, ages 6 10 ¢ | exam every year, ages 50+
¢ | exam every year, ages 11— 21
B Mammography I Vision Exams: 1 exam every 2 catendar years
¢ | baseline screening, ages 35 39 )
¢ 1 screening per year, ages 40+ Hearing Exams: ] exam per calendar vear
+  Additional exams when medically necessary

r(ﬁ/(! YN Exams: | exam per calendar year

Notes To Benebit Descriptions

+ lnsituations where the member is responsible for obtaining the necessary prior authorization and fails to do so, benefits may
be reduced or denied.

+  Inpatient Hospitel Per Admission Copay is waived if readmitted within 30 Jays for same diagnosis. Maximum of 3 copays
PEr PErSon per year.

¢  Members must wiltze participating Blue Quality Centers for Trazsplant hospitals (o receive benelits for Human Organ &
Tissue T'ransplant services. This network of the finest medical transplant programs in the nation is available to members
who are candidates for an organ or bone marrow transplant. A nurse consultanl trained in case management is dedicated to
managing members who require organ and/or tissue transplants,

* Copayment depends on i provider is PCP or Specialist

Please reler to the SpecialOffersiAnthem brochure in your enrollment kit for information on the discounts we offcr on health-
related products and services.

This does not constitute yvour health plan or inswrance policy. It is oncy a geaeral description of the plan. The following are
examples of services NOT covered by your BlueCare Health Plun. Please refer io your Subscriber Agreement/Certificate of
Coverage/Summary Booklet for more details: Cosmetic surgeries and services; custodial care: genetic testing; hearing aids;
refractive eye surgery, services wund supplies related to, as well as the performance of, sex change aperations; surgical and non-
surgical services related to TMJ syndrome; travel expenses; vision therapy; services readered prior to your contract effective
date or rendered after your contract lermination date; and workers ™ compensation.

This summary of benefits has been updated to comply with federal and state requirements, including applicable provisions of the
recently enacted federal health care reform laws. As we reczive additional guidance and elarification on the new health care
reform laws from the LS. Department of Health and Humarn Services, Department of Labor and Internal Revenue Service, we
may be required to make additiondl changes ra this summary of benefits.

A product of Anthem Blue Cross and Blue $hield serving residents and businesses in the State of Connecticut.

NGE
Effective T0/01710
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SCHEDULE E-4
CITY OF NEW HAVEN-PROPOSED PLAN
CENTURY PREFERRED $15/8250/8100/820:0

Century Preferred is a preferred provider organization (PPO) plan.

In-Network Out-of-Network
COST SHARE PROVISIONS Member pays: Member pays:
Office Visit {OV) Copayment $15 per visit Deductible & Coinsurance
Specialist Visit (SV) Copayment $25 per visit Deductible & Coinsurance
Hospital (HSP) Copayment $250 per admissien | Deductible & Coinsurance
Urgent Care {UR) Copayment $75 Not Covered
FEmergency Room (ER) Copayment  waived if admitted 5100 3100
Outpatient Surgery (08) Copayment $200 Deductible & Coinsurance
Ambulatory Surgery {ASC) Copayment $100 Deductible & Coinsurance
Calendar Year Deductible (individual:2-member fumily/3+ member family) $2000/54000
Coinsurance Not Appiicable 20% after deductible up to
Coinsurance Maximum (individual/2-member family/3 1 member famify’ $4000/58000
Cost Share Maximum findividual/2-member familv/'3 | member family) $6000/512,600
Lifetime Maximum Unlimited Unlimited

PREVENTIVE CARE - Included are the preventive care services that meet the requirements of federal and
state law, including certain screenings, immunizations and physician visits

Well child care No Charge
Pertodic, routine health examinations No Charge
Routine OB/GYN visits No Charge
Mammography No Charge
Hearing screening No Charge

Deductible & Coinsurance

MEDICAIL. CARE

Office visits
Primeary Care
Specialist

OV Copayment
3V Copayment

Qutpatient mental health & substance abuse - prior amthorization required

OV Copayment

(OB/GYN care

SV Copayment

Surgical fees of a Physician or Surgeon

QV/SV Copayment®

Maternity care  initiaf visit subject to copapment, no charge thereafier

SV Copayment

[Magnostic lab and x-ray

No Charge

High-cost outpatient diagniostic  prior authorization required
The foliowing are subject to copay: MRE, MRA, CAT, CI4. PET, SPECT scans
Note: $373 Copayment Meaximum per Member per Calendar Year

$75 Copayment per
SCIVICS
(See note)

Allergy services
Office visitsitesting
Injections 80 visits in 3 years

SV Copayment
$25 Copayment

Deductible & Coinsurance

HOSPITAL CARE — Prior authorization required

Semi-private room (General/Medical/SurgicaliMaternity)

115P Copayment

Inpatient mental health & substance abuse

HSP Copayment

Skilled nursing facility — up to 120 davs per calendar year

HSP Copayment

Rehabilitative services - up io 6f) days per person per calendar year

No Charge

Qutpatient surgery - in a hospital

0OS Copayment

Ambulatory surgery - in other than a hospital setting

ASC Copayment

Deductible & Comnsurance

EMERGENCY CARE

Walk-in centers

OV Copayment

Deductible & Coinsurance

Urgent care — at participating ceiters only

UR Copayment

Not Covered
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Emergency care - copayment waived if admitied ER Copayment ER Copayment
Ambulance No Charge No Charge
In-Network Qut-of-Network

OTHER HEALTH CARE Member pays: Member pays:
Qutpatient rchabilitative services - Prior anthorization required ofter the first

visit for PT and OT SV Copayment Deductible & Coinsurance
30 combined visit maximum for PT, O and ST per calendar year. 2} visit maximum
Jor Chiro. per calendar year

Durable medical equipment / Prosthetic devices 50%

Unlimited maximwm per calendar year Deductible & 50%
Diabetic supplies, drugs & equipment 30% Coinsurance
Diabetic drigs are covered al in-network benefit level

Infertility services — prior authorization required Applicable Deductible & Consurance
Some resirictions may apply Copayment .

IHome health care No Charge $50 Deductible &
200 visits per nember per calendar year 20 % Coinsurance

PREVENTIVE CARE SCHEDULES

Well Child Care (including impunizations) Adulf Exams

+ 6 cxams, birth to age | 4+ 1 exam every 5 years, ages 22 - 29

+ OGexams,ages -5 + 1 exam every 3 years, ages 30 - 39

+ 1 exam every 2 years, ages 6 - 10 ¢ 1 exam every 2 years, ages 40 - 49

+ | exam every year, ages 11 -21 + | exam every year, ages 50~

Manmmography | Vision Exams: | exam gvery 2 calendar years |
+ | baseline sereening, ages 35-39
¢ lscreening per year, ayges 40+ | Hlearing Exams: | exam every 2 calendar ycars ‘
¢ Additional exams when medically necessary o )

| OB/GYN Exams: | exam per calendar year ]

Notes To Benefit Descriptions

¢ In situations where the member is responsible for obtaining the necessary prior authorization and Fails o do so. benelits may

be reduced or denided.

+ Inpaticnt Hospital Per Admission Copay is walved if readmitzed within 30 days for same diagnosis. Maximum of 3 copays

PEF DETSON put ¥Car,

4 Members must utilize participating Blue Quality Centers for Transplant hospitals (o receive benefits for Human Organ &
Tissue Transplant services. 'This nerwork of the 1inest medical transplant programs in the pation 15 available W members
who arc candidates for an orgun or bone marrow transplant, A nurse consuitant trained in case management ks dedicated to

managing members who require organ and/or tissue ransplanis.

+  Members are responsible for the balance of charges billed by out-of-network providurs after payment for covered services
has been made by Anthem Blue Cross and Blue Shield according to the Comprehensive Schedule of Professional Services,

* Copayment deperds on if the provider is a PCP ar Specialist

Please reier to the SpecialQffersiuiAnthen brochure in your enrollment kit for information on the discounts we offer on health-

related products and services.

Thés does not constitute vour heulih plan or insurance policy. It is only o general description of the plan. The Jollowing we
examples of services NOT covered by your Century Preferred Plan. Please refer to your Subscriber Agreement/Certificate of
CoverugesSummary Booklet for more details: Cosmetic surgeries and services; custodiol care; genetic testing; hearing atds;
refractive eve surgery; services and supplies related to, as well as the performance of sex change operations: swrgical and non-
surgical services relatzd to TMT syndrome; travel expenses; vision therapy; services rendered prior (o your contract effective
date or rendered after your contract teymination date; and workers’ compensation.
This summary of benefits has been updated fo comply with federal and state requirements, including applicable provisions of the
recently enacted federal health care reform laws. Ay we receive additional guidance and clarification on the new health care
reform laws from the U.S. Department of Health and Human Services, Department of Labor and Internal Revenue Service, we

may be required to make additional chunges to this summary of benefits,

A product of Anthem Blue Cross and Blue Shield serving residents and businesses s the State of Connecticut.

NCF
Effective 1070114
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SCHEDULE E-3

City of New Haven 3 Tier Managed Drug
21 Copayment Tier T Drugs
525 Copayment Tier 2 Drugs
$40 Copayment Tier 3 Drugs
Unlimited Annual Maximum

Description of Benefits
You Pay:

Tier 1 Tier 1 drugs have the lowest copavment. This tier will contain low costor | $10
preferred medications that may be generic, single source brand drugs, or
multi-source brand drugs. Tier 1 copayment applics.

| Tier 2 Tier 2 drugs will have a higher copayment than those in Tier 1. This $25
tier will contain preferred medications that may be generic, single
. source, or multi-source brand drugs. Tier 2 copayment applies.

Tier 3 Tier 3 drugs will have a higher copayment than those on Tier 2. This $40
tier will contain non-preferred 2nd high cost medications. This tier
will include medications considered gencric, single source, or multi-
source brand drugs. Tier 3 copayment applies.

Plan Pays:

[ Unlimited

l Annual Maximum Per member per calendar year

How To Use The 3-Tier Managed Prescription Drog Program

The 3-Tier Managed Preseription Drug Program incorporates different levels of copayments for three types of
prescription drugs as defined in the chart above. The formulary lists genzrics and brand-name drugs that have been
selected for their quality, safety and cost-effectiveness. These preferved drugs have lower member copayments than
non-preferred drugs (but may not have a lower overail cost in all instances). You minimize your copayments when
you usc preferred generic prescriptions and preferred brand-name prescriptions. You'll still have coverage for non-
preferred generic and brand-name drugs, but at a higher cost share. Talk to your provider about using preferred
generic drugs or preferred brand-name drugs included on the formulary. Youll have lower copayments when you
use these drugs.

= You will be respensible for ene copayment when purchasing a 30-day supply of prescription drugs Irom a
participating retail pharmacy.

»  You'll be respensible for one or lwe copayments when purchasing a 3¥-day to 90-day supply of maintenance
drugs through the mail-order program,

Generic Substitution: Prescriptions may be filled with tae generic equivalent when available.

»  When you purchzse a preferred generic drug at a participating pharmacy, you'll only be responsible for a Tier 1
copayment.

e When a generic equivalent is available and you obtain a preferred or non-preferred brand-name drug, you will
be responsible for the applicable Tier copayment plus the difference in cost between the generic and preferred
or non-preferred brand-name drug. This provision applies unless your provider obtains Prior Authorization.
When Prior Autharization 1s obtained (at the discretion of Anthem Blue Cross and Blue Shield), you will be
responsible only for the applicable Tier copaynmert.

Connection (Concurrent Drog Utilization Review)
Connection works with the retail pharmacy’s standard guidelines to provide a second Jevel of guality and safety
checks. The process, which is provided on-line as part of the electronic claims filing process, helps promote access
to safe, appropriate, cost-cffective medications for members. Connection involves a series of rules or guidelines,
which identify potential medication therapy issues and deliver a messags to the pharmacy by computer before the
medication is dispensed. The process alerts the pharmacist of potential 1ssues such as drug-to-drug interactions,
refills requested too close together, incorrect dosing or drug duplications.
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Step therapy
Step therapy means that you may need to use one medication before benefits for the use of ancther medication ¢an
be authorized.

Prior Authorizatien
A limited number of medications require review and benefit approval before coverage of the medication is
authorized.

Pharmacy Programs

Mandatory Mail Order

If you are taking a Prescription Drug that is considered a Maintenance Medication, you may obtain an initial 30 day
supply and up to two subsequent 30 day prescription renewals of the same Maintenance Medication at your local
Retail Pharmacy. You must then begin using Our Mail Service Pharmacy to purchase Maintenance Medications, If
you are nol sure whether the Prescription Drug you are taking is considered a Maintenance Medication, please
contact Customer Service at the number on the back of your ID zard or check our website at www.anthem.com for
more information. Ordering Maintenance Medications through Our Mail Service Pharmacy eliminates the need for
monthly trips to the pharmacy.

‘The $10 Tier 1 /825 Tier 2 /$40 Tier 3 copayment and Unlimited annual maximuni apply. When ordering a 31-day
to 90-day supply, copayments will apply as follows: $10 Tier 1 /850 Tier 2 /380 Tier 3.

Mandatory Specialty Drug Program

‘The Precision Rx program offers certain specialty medications and discase specific care coordination to help promote
quality, safety and clinincal effectiveness for certain conditions and diseases such as cancer, hepatitis C, HIV/AIDS,
infertility, muttiple schlerosis and morc.

National Pharmacy Network

Members also have aceess to a network of more than 65,000 retal) pharmacies throughoul the country. Members
may call

1-800-962-8192, or go to www,wellpointnextrx.com, to locate a participating pharmacy when raveling outside the
state.

Non-participating Pharmacies

Members who fill prescriptions at a non-participating pharmacy are responsible for payment at the time the presenption is
filled. Members must submit claims to Anthem Blue Cross and Blue Shield for reimbursement, and payment will be sent to
the member. Members who use non-participating pharmacics will pay 20% ol the in-network allowance, plus the difference
between Anthem Blue Cross and Blue Shield’s payment and the pharmacist’s actual charge. There is not a reimbursement
for out of network under the Bluecare plan.

Points to Remember

s Anthem Blue Cross and Blue Shield will provide coverage or preseription drugs dispensed by a participating
pharmacy when prescription drugs are deemed medically necessary based on specific criteria and dispensed pursuant to
aprescription issued by a participating physician or by a non-participating physician, subject to copayment.

s Anthem Blue Cross and Blue Shield will not be liable for any injury, claim or judgment resulting from the dispensing
of any drug covered by this plan. Anthemn Blue Cross and Blue Shicld will niot provide benefits for any drug prescribed
or dispensed in a manner contrary to normal medical practice.

o  Anthem Blue Cross and Blue Shield reserves the right to apply quantity limits to specified drugs as listed on the
formulary. I a member requires a greater supply, the member’s provider can follow the prior authorization process.

Prescription Drug Eligibility
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Eligible preseription drug benefits are limited to injectable insulin and those drugs, biologicals, and compounded
preseriptions that are required to be dispensed only according to a written prescription, and included in the United States
Pharmacopoeia, National Formulary, er Accepted Dental Remedics and New Drugs, and which, by law, are required to bear
the legend: “Caution—Federal Law prohibits dispensing without a prescription” or which are specifically approved by the
Plan,

Limits and Exclusions

Benefits are limited to no more than a 30-day sapply for covered drugs purchased at a retail pharmacy, and no
mare than a 90-day supply for covered drugs purchased by mail order. All prescriptions are subject to the quantity
limitations imposed by state and federal statutes.

This drug rider does not provide drugs dispensed by other than a licensed, retail pharmacy or our mail-order
service; uny drug not vequired for the treatment or prevention of iiness or injury: vaccines or allergenic extracts;
devices and appliances; needles and syringes that are not prescribed by a provider for the administration of a
covered drug; prescriptions dispensed in a hospital or skilled nursing fucility, over-the-counter or non-legend
drugs; antibacterial soaps/detergents, shampoos, toorhpastes/sels and mouthwashes/rinse.

Benefits for prescription birth control ave covered for most groups. However, such coverage is optional if your
group is self-insured or a bona fide refigious organization. Check with vour benefits administraior.

This is not a legal contract. It is only a general description of the $10 Tiev 1 /825 Tier 2 /340 Tier 3 3-Tier Managed
Prescription Drug Program with an unlimited annual maximum.
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SCHEDULL, F

NEW HAVEN PUBLIC SCHOOL DISTRICT
NEW HAVEN., CONNECTICUT

APPLICATION FOR THE EARLY RETIREMENT INCENTIVE PLAN

Name:

School:

Age as of Junc 30,20

Length of service as an
administrator/teacher in
Connecticut as of June 30,20 @
Length of service as an
admimstrator/teacher in
New Haven as of June 30, 20 -

WAIVER

By my application to participate in the Early Retircment Incentive Plan, 1 agree to waive
my right to file any claim against the New Haven Public School District ("Board") and/or Local
3.8 American Federation of School Administrators Association ("Assoctation") that in the
establishment or implementation of this Plan either party (or both parties) has discriminated
against me on the basis of my age in violation of state or federal Jaw, including the Age
Discrimination in Employment Act, or has violated any of my other rights, including those
arising under state or federal constitutional provisions, statutes, regulations, or case law.
Furthermore, T waive my right under application to file any grievance relating to the matier of
this Plan under the existing collective bargaining agreement.

I understand that [ have had a period of at least forty-five (45) days to consider the
Board's offcr of carly retirement benefits under this Plan as set forth in Article XX, [ further
understand that this waiver 1s revocable for a period of seven (7} days [ollowing the date upon
which I sign it, but that this waiver shall thereafter be irrevocable. Finally, [ have been advised to
consult an attorney prior to signing this application.

Stgnature: Date:
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RESIGNATION

[ hereby submit my resignation as an Administrator in the New Haven Public School
District effective | conlingent upon the approval of my application for this
Plan by the Board.

Signature: _ o Daie-

THI: TERMS OF THE EARLY RETIREMENT INCENTIVE PLAN ARE FOUND IN
ARTICLE XX OF THE 2001-2004 ADMINISTRATORS' CONTRACT AND SHOULD BE
READ CAREFULLY BEFORE SIGNING. THIS 'ORM SHOULD BE PREPARED IN
TRIPLICATLE WITH ONI: COPY TO THE ADMINISTRATOR, THE SECOND COPY TO
THE BOARD, AND Tilg THIRD COPY TO THE ASSOCIATION.
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Optional Attachment 3: TEVAL Conference I'orm
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Optional Attachment 4: TEVAL Performance Framework
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Optional Attachment 7: TEVAL Teachers and Administrators guide



Context: New Haven School Change

New Haven Public Schools have been making steady strides in student learning, but as
a system we must grow from incremental to exponential gains to meet the needs of all
of our children, ir: all of our schools and classrooms. The system has established
dramatic performance goals: eliminating the gap in performance between student in
New Haven and students in the rest of the state, cutting the drop-out rate in half, and
ensuring that every graduating student can be successful in college.

In order to accomplish this transformation, we need to transform the way we work as a
school system. Students must learn through meaningful and coherent experiences in
individual classrooms, among different classrooms, and in the rest of their lives.
Schools must consistently be centers for learning, where teams of adults take collective
responsibility for students, working separately and together to move students from
where ever they start to the highest levels of learning, collaborating without fault. And
the district and schools must act to support development, innovation, and adaptation,
both by schools and by individuals.

The district is pursuing three strategies toward this vision. We are working to create a
portfolio of schools, where each school will be organized and supported on its own
unique path to success. We are connecting with the community, aligning the work of
the district and schools as closely as possible with the other adults who work on behalf
of students, including parents and community organizations. And finally, we are
focused on talent, ensuring that adults in the system are managed as professionals to
encourage collaboration, empowerment, and responsibility for outcomes. The materials
that follow are a component of this talent work, alongside parallel evaluation and
development of principals and other staff.

[ Sections Included in This Guide

- Introduction to Teacher Evaluation and Development in NHDPS

- Key Elements of NFPS Teacher livaluation and Development Process

- How is the teacher evaluation and development system different than what
NHPS had in the past?

- What does the process look like over the course of a year?

- Measuring Growth in Student Learning

- How will the final teacher ratings to be determined?

- What do the teacher ratings mean? What happens after a teacher receives a
rating?

- What is the role of the 3 party Validator?
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Introduction to Teacher Evaluation and Development Process in NHPS

In October 2009, New Haven Public Schools (NHPS) and the New Haven Federation of
Teachers (NFIFT) agreed to provide recommendations to the Board of Education on the
teacher evaluation process, including how to use student learning growth in the
evaluation of teachers. This work was guided by the core motivation of recognizing the
professionalism of teaching, including the importance of performance based
professional evaluation, and respect for professional voice in the school and district
decision-making.

The resulting Teacher Evaluation and Development Process re-crafts evaluation and
development to enable deep individualized development for teachers, ensuring that
development is aligned to student learning goals, enabling job embedded and
professional development and coaching for all teachers, and providing for
consequential recognition of both outstanding and poor performance. The Teacher
Evaluation and Development Process endeavors to shift the national paradigm of
thinking on teacher evaluation to one in which both administrators and teachers
approach individual and team-based development as the highest priority to achiceve
student learning goals.

Key Elements in the NHPS Teacher Evaluation and D__tgyelopment Process: —‘

Evaluation and Development Conferences
The centerpiece of the evaluation and development system are regular,
substantive and collegial discussior.s between a teacher and that teacher’s
Instructional Manager. The goal of these evaluation and development
conferences is to provide comprehensive and constructive feedback to each
teacher, including all the elements of teacher evaluation, and to set a defined
plan of development opportunities for the teacher. The conferences will be the
anchor of the rest of the evaluation and development process, and the foundation
of the professional relationship between teacher and Instructional Manager.

Instructional Managers
To ensure consistency in the Teacher Evaluation and Development Process, each
teacher should have a single Instructional Manager who is accountable for his or
her evaluation and development. The manager, at his or her discretion, will be
able to bring other administrators info the process to gather as complete and
accurate a set of information as possible and to provide a full range of support.

Shift from Formal to Informal Frequent Observations
Rather than the former emphasis on formal observations, instructional managers
will shift toward more frequent informal observations called instructional
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rounds. Teachers may request a formal classroom observation if they prefer,
though that would not preclude managers from making additional instructional
rounds. Observations also are not limited to classroom observations, but include
diagnostic and planning sessions, and other professional interactions that
contribute to learning and the school community.

Domains of Evaluation and Development for Teachers
In order to ensure the most accurate and complete understanding of each
teacher’s performance, multiple domains of professional work are included.
These domains include: student learning; domains of instructional practice; and
professional values, Each of these is described in further detail in the following
sections, as well as in the detailed performance continuums.

Student Learning: The first element of teacher evaluation and development is
demonstrated impact on student learning. Importantly, all elements of student
learning included in teacher evaluation and development will emphasize growth
- that is, the advancement of learning relative to peers with a similar academic
history. This is important because it enables some control for environmental
factors, so that like students are compared to each other, and because it better
reflects the actual contributions of individual teachers over the course of the year

Domuains of Instructional Practice: [nstruction should be purposeful, supportive of
student learning, and meaningtful. To that end, the Teacher Evaluation and
Development Process will include evaluation of teachers in the areas of planning
and preparation, classroom practice, and reflection and use of data, assessed
through formal and informal classroom observations, and collegial diagnostic
sessions such as data teams.

Professional Values: The Professional Values Framework measures seven key
competencies which will be measured primarily by observations of different
kinds. These competencies include: collaboration and collegiality, self-
improvement, reliability, high expectations, respect, responsiveness and
outrcach, and professionalism and judgment.

| How is the teacher evaluation and development system different than what NHPS
had in the past?

o All teachers will be evaluated every year. There are no cycles in the new system.

e All teachers will be assigned one Instructional Manager (IM) who is responsible
for the evaluation and development of the teacher. The IM may be the Principal,
Assistant Principal, or other administrative leadership
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» The new evaluation and development system will have three components:
1) Growth in student learning, measured *both* by growth measures on
standardized test scores where appropriate, and by academic goals set by
teachers in collaboration with their Instructional Manager.

2) Teacher instructional practice ir: the domains of planning and preparation,
classroom practice, and retlection; and

3) Teacher professional values addressing a set of characteristics including
professionalism, collegiality, and high expectations for student learning,.

» At the end of each ycar, all teachers will be assigned a rating that indicates their
level of performance on a five-point scale based on the three above mentioned
components: 5) Exemplary, 4) Strong, 3) Etfeclive, 2) Developing, 1) Needs
[mprovement

What does the process look like over the course of a ye-:;r?

The evaluation and development process will have several important components that
occur throughout the year.

1)

2)

3)

4)

August 2010

All teachers will have at least 3 conferences per year: a goal-setting
conference, a mid-year conference, and an end-of-year conference (see
below for description).

New teachers or teachers in need of improvement will have at least one
additional mid-year conference, for a minimum of four conferences per
year.

Teachers will be observed regularly in the normal course of professional
interactions in the school. Minimally, for cach mid-year and end-of-year
conference, at least one full class observation or three instructional rounds
should occur. Teachers who are identified as likely to receive a “needs
improvement” rating will have three additional observations conducted
jointly with a 3* party validator; exemplary teachers have two additional
observations conducted jointly with the validator. In addition, the
instructional manager may observe and/or participate in planning,
meetings and other professional responsibilities.

In the course of normal professional interactions, including instructional
rounds, IM’s will provide feedback through whatever mechanism they find
most convenient, including verbal, written, or email. Feedback should
include observation of practice and, if appropriate, a suggestion for
improvement. If a teacher is likely to be a 1 or a 2, then a significant portion



of the feedback should be in writing, available for review at the midyear or
end-of-year conference.

Goal Setting Conference:

» Ideally in Scptember, and at least by Oct. 31st, the IM will mect with every

teacher in their portfolio to set goals for the school year. This includes at least
two goals for the growth in student learning, as measured by assessments or
tests. The teacher and the Instructional Manager should agree to these goals
jointly. Teachers and IMs will also develop areas of focus for their own teaching,
drawing from the Instructional Practice and/or Professional Values frameworks.
The pair will develop a teacher development plan for the year that discusscs
how, what, when, and who will provide development opportunities for the
teacher.

Professional Interaction and Data Gathering:

e Throughout the year, IMs will regularly visit the classroom of every teacher and

provide on-going situational feedback about what has been observed. That
feedback should be based on the [nstructional Practice and Professional Values
Performance Continuums. The IM may also offer feedback based on document
reviews and observations in various school settings, including data teams and
other professional settings. Feedback will be given to teachers regularly by the
[M, in whatever format is most convenient and conducive to the professional
relationship.

Mid-year Conference:

August 2010

Ideally by the end of January, and at least by March 15t, a mid-year conference
between the IM and teacher will occur. As discussed, some teachers will have
more conferences, as needed.

The conference discussion will be driven by the Teacher Conference Form. To
encourage self-reflection, teachers are encouraged to complete the Teacher
Evaluation and Development Conference Form as a reflection tool, and provide a
copy to the [M at least 2 days before the conference. Similarly, the administrator
is encouraged to provide a copy of their version of the form before the meceting,.
During the mid-year conference, the instructional manager and the teacher will
review the student learning goals set in the early fall and discuss progress
towards accomplishing these goals, for both students and teacher. The teacher
and IM will discuss the teacher’s instructional practice and professional values,
based on the appropriate performance continuum. They may also reassess the
teacher’s arca of professional focus and development plan, making adjustments
as needed.

ot



* During the mid-year conference, IM’s should inform teachers of the range of
ratings they are likely to receive, based on the current data and collegial
conversations that have occurred prior to the mid-year conference.

Professional Interaction and Data Gathering:

* Again after the midyear conference, the IM’s will continue to regularly visit the
classroom of teacher’s in their portfolio and provide on-going situational
feedback about what has been observed. Data and feedback will also be
collected through document reviews and observations of professional meetings
and planning sessions.

End of Year Conference:

» Before the end of the school year, an End of Year conference between the IM and
the teacher will occur. In this conference, the IM and the teacher will review the
final student learning results for students in the teacher’s class(cs), and the
teacher’s summative level of performance based on the Student Growth
Outcomes, Instructional Practice, and Professional Values.

e Again, teachers are encouraged to self-assess and provide copies to the manager,
and the IM is encouraged to provide copies of their final feedback to the teacher
in advance of the meeting,.

¢ Based on multiple sources of data, collegial conferences, observations of teacher
practice and professional values, student achicvement data, and documents
reviews, the IM will give the teacher a final summative rating for the year using
the Tenchier Donfuation and Development Conference Form.

» Incases where the IM requires standardized test data to complete the evaluation
of a teacher’s performance (e.g. CMT scores, CAPT scores), then the end of year
rating will be considered tenfative pending the growth scores of the
standardized tests. A final summative rating would be confirmed in the goal
setting conference the next year.

Measuring Growth in Student Learning

The first element of teacher evaluation and development is demonstrated impact on
student learning. Importantly, all elements of student learning included in teacher
evaluation and development will emphasize growth - that is, the advancement of
learning relative to peers. This is important because it better reflects both the fearning
that occurred over the course of the year and the actual contributions of individual
teachers.

Student learning growth is measured by the actual student progress relative to goals
established at the beginning of the year by a teacher and the IM. At the goal setting
conference each teacher, along with the IM, selects at least two student learning
August 2010



measures and develops rigorous goals for each measure (see the Goal Setting;
Worksheet for examples). During the mid-year conference student learning measures
and progress are reviewed and adjusted as appropriate. Growth level ratings are
assigned at the end-of-year conference for each goal based on student learning progress.
Teachers are responsible for bringing as much data as is feasible and appropriate to
their goals to the mid-ycar and end-of-year conference.

Student learning measures can include both tested knowledge (state tests, district
assessments) and demonstrated skills (e.g. student work/ portfolios) and will vary
depending on content area, grade, and teacher. Student performance on the CMT
should be included as a student learning measure for teachers who teach CMT-assessed
subjects in grades 4-8. A framework of relevant assessments by grade level and content
area is included in the Goal Setting Worksheet.

The IM will assign a student learning growth rating based on review of the data and
information discussed at the mid- and end-of-year conferences. Ratings should be
assigned based on district-wide guidelines, specifically:

- Exemplary {Ex-5): Consistent (i.e. 2 out of 3 years) top growth for students ina
teacher’s class, relative to academic peers and across learning measurces

- Strong (St-4): A preponderance of evidence points to above average learning growth,
across years and measures

- liffective (Ef-3): A preponderance of evidence reflects average student learning
growth, and/or mixed results over time and across assessments

- Developing (Dv-2): A prependerance of evidence points to below average student

learning, across years and measures
- Needs Improvement (NI-1): Consistent (i.e. 2 out of 3 years) low growth for students
in a teacher’s class, relative to academic peers and across learning measures

How will the final teacher ratings to be determined? o

‘t'eachers in the NHPS are assessed based on an evaluation system that includes three
evaluation components: student learning outcomes, instructional practice, and
professional values. The ratings for the three evaluation components are synthesized
into a final summative rating at the end of each year based on the matrix of
performance provided below:

Student Learning Outcomes: Growth in stuclent learning (i.e., growth on state, district, or
other assessments) and attainment of academic goals that are rigorous and aligned to
standards
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Teacher Instructional Practice: Tnstructional Manager judgments of observed teacher
performance in the domains of Planning and Preparation, Classroom Practice, and
Reflection and Use of Data

Teacher Professional Values: Instructional Manager judgments of observed teacher
behavior that address a set of characteristics inciuding professionalism, collegiality and
high expectations for students.

Assessment of Teacher Performance (Summative) Matrix

1
1 1
2 j
3 1
4 2%
5 3%

Note: Instructional Practices will make up 80 percent of the combined Instructional
Practices and Professional Values rating. Professional Value will account for 20 percent.

*Ratings with this degree of mismatch should be the subject of focused policy review,
outside the context of the specific teacher’s evaluation, to determine why such a
mismatch is eccurring and what, if anything, needs to be corrected. The individual
ratings themselves will also be reviewed to ensure that the given rating in these
situations is fair and accurate based on the preponderance of evidence shared by the
Instructional Manager and teacher. Individual ratings may be adjusted for unfairness
or inconsistency.

. What do the teacher ratings mean? What happens after a teacher receives a rating?

Teachers receiving an Exemplary (5) rating:

« Teachers receiving a final summative rating of a five are considered to be models
of exemplary teaching, and should be sources of inspiration and replication in
the district. These teachers are eligible for teacher leadership positions, including
modeling and sharing of best practices, supporting other teachers, and leading
professional learning communities

»  Teachers on track to receive an “exemplary” rating must be notified by October
31st and will be observed twice by an external 31 party ex-teacher as part of the
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validation process to ensure fairness and accuracy of the Instructional Manager’s
judgment

Teachers receiving a Strong (4) or Effective (3) rating:
- Incollaboration with their M, teachers will develop a Professional Development
Plan with the intent of developing skills that improve those teacher practices to
the point that they reach the highest level of the rating scale (a 5 rating)

Teachers receiving a Developing (2) rating;

* Should receive targeted and focused development opportunities, designed to
ensure they reach the effective stage as quickly as possible.

+ Although a developing rating may be entirely appropriate at points in a teacher’s
career, including as a new teacher or working with a substantially new grade
level, teachers should not remain developing indefinitely. At the discretion of
the IM, a tenured teacher rated developing for two years can be treated as a
needs improvement (1) in the third year

Teachers receiving a Needs Improvement (1) rating:

»  Will receive immediate and intense development opportunities, including a
written Intensive Plan for Improvement and frequent support sessions. The goal
of that development is to improve the practice of the teacher and the learning of
students in their class.

* Should be notified of the likelthood they will be rated needs improvement by the
end of October. [f teachers do not improve sufficiently after that notification,
even with intense development and support opportunities, they will be subject to
sanctions at the end of that school year, including termination.

- Will be observed by an external ex-teacher, a 3t Pa rty Validator, as part of the
validation process to ensure fairness and accuracy of the instructional manager’s
judgment. Teachers in need of improvement will have three additional
observations conducted jointly with the validator. The validator will also assess
the plan of improvement to be sure it is reasonable and sufficient.

‘ What is the role of the 3 party Validator? _j

To ensure the fairness and accuracy of the IM’s judgment, a 3+ party Validator will visit
the classrooms of teachers rated as Needs Improvement or Exemplary and observe the
teacher with the IM on several occasions, both formally and informally.

* Validators are used as a norming mechanism to validate Instructional Manager
judgments for teachers rated as needs improvement or as exemplary
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Teachers rated needs improvement will receive 3 additional observations for
teachers by a Validator. Teachers rated Exemplary will receive 2 additional
observations

Validators will be former teachers who have demonstrated effectiveness in the
classroom and are not currently affiliated with the district

The NHPS and NHFT will issue a joint contract to hire Validators. Validators
will be selected by the contractor in consultation with the district and the union,
pending funding

If the IM and 34 party Validator disagree on the teacher rating, the appeal for
judgment will be determined by the Assistant Superintendent in collaboration
with the President of the NHFT
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Dear Members of the School Community,

We are pleased to present the third annual School
Learning Environment Survey Report. This report
‘telis you what members of the school community
said about the learning environment at your
school. This information will continue to support
dialogue on how to make the school a better place
far learning — an important step in improving our
schools. Thank you to all parents, students,
teachers and staff who participated this year and to
all of you who work year-round to improve student
learning.

'Dr. Reginald Mayo, Superintendent

|

2009-10 Score out of 10 2010-1% Score out of 10

OCverall (All Categories) 6.5
Acaderﬁ'i;"é;ped;;g;ﬁm ................................ 72 __________
. boratlon ....... e 64
Eomr;.r;'.'.u.t-lnication ) ) 68 ..........
Engagemém .................................... 55 ......
Safe't;,";;\espect ................. - . -

School Learning
Environment Survey
2011-2012 Report

Principal:
. " Enroliment:

What does this mean?

This survey report tells you how parents,
students, teachers, and staff at your school
feel about important aspects of the school
learning environment. Detailed feedback can
ke found ‘n the questien-by-question results
that follow. The informaticn on this pageis a
summary of results for your school. Summary
scores represent the aggregate of participant
responses to individual survey guestions,
where 10 is strong agreement with the
satisfaction statement, 7.5 is agreement, 5 is
neither agreement nor disagreement, 2.5 15

disagreement, and a 0 is strong disagreement.

Year-to-year change in school performance is
shown with an arrow.

7.4 7.3
79 1.8 ”
............................... 74 w76w
7.5 7.1
72 - 7.1
.................... - . WGS

2011-12 Score out of 10

. Michael Croceo
~ School Type: - Elementary/Middle School
549

Score

8-10

Students % Parents Teachers
. L e
o Change from R Change from . Chansedirom 2011 12
20:1-12 Score 2011 12 3coie i 201112 Scare )
| st fuar List Year Lost e Score
Overall {All Categories) 7.5 f‘i‘- 8.3 ' 6.1 -ﬂ— 4.8
Academic Expectations 8.2 . 35 » 6.9 f \ 6.3
Collaboration 8.4 D 3.1 1L 6.4 - 3.6
Communication 7.3 ™ B.5 2 5.4 -, 4.7
Engagement 71 /I_n\' 6.0 n,- 5.8
6.4 A 8.2 = 5.9 = 3.4

Safety & Respect

2011-12 LES Survey Report

Satisfaction Level

Highly Satisfied

Satisfied

Mixed
Satisfaction

Dissatisfied

Highly
Dissatisfied

Staff

Chage from iast

FeaiT

Fage 1



1= NEW HAVEN PUBLIC SCHOOLS
School Learning Environment Survey

P

‘Bamard Environmental Studies

Who took the survey at your school?
Your School {2010-11) Your School (2011-12) % Points
Change from
Percent (%) Count i#] Percent (%} Count (#) Last Year
Students 93.5% 187 92.2% 188 -1.3
Parents 35.2% 144 28.0% 117 -1.2
Teachers 55.4% 31 82.4% 42 27.0
Staff 29.7% 11 23.1% & -6.7

How do survey response rates at your school compare to the District overali?

Cistrict Overall {2011-132) Yaur School (2011-12) % Points
Difference from

Perecent (94) Count {#) Percent {%) Count (#} District !

i

Students 87.0% 9453 92.2% 188 5.2 :
Parents 33.0% 5571 28.0% 117 -5.0
Teachers 81.0% 1397 82.4% 42 1.4

Staff 54.0% 493 23.1% 6 -30.9

For more information about survey methodolegy and other survey results, go to

http://www.nhps.net

2011-12 LES Survey Report Page 2



@ns  NEW HAVEN PUBLIC SCHOOLS
School Learning Environment Survey
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How your School Community Answered Key Survey Questions:

Percent of .iu:i¢ ° who agreed or strongly agreed that: 2009-10 2010-11 2015-12

501 97 There is at least onz adult in this school that knows me well. 77.5% 76.5% R0.3%

501 _02 | feel safe at my school. 61.8% 70.1% 72.8%

SC6 02 My teacher{s) beiieve | am capable of learning. 50.1% a5 7% £8.8%

S06_05 My teacher{s) inspire me to want to learn. 72.3% 78.6% 71.8%

301 05 1care abeut this schoal. 62.8% 71.1% 99.0%

511 08 | am treated fairly in this school. 48.4% 62.0% 59.0%

501 0% Overall | feo! pood about this school. 59.2% 59.5% 63.8%
Percent of parents who agreed or strongly agreed that: 2009-10 2010-11 20131-12

My school communicaens well with me. 77.2% 26.8% #3.8%

Adults at this school challenge my child to do better.* 76.7% 88.9% 94.8%

| feel welcome at my child’s school. 91.8% 96.5% 97 4%

oo O Wy chitd is safe ot schoot 77.6% G0.1% 87.2%

p14 01  Overall, | am satisfied with my child's education at this school.** N/A N/A 38.6%

Pi4 02  Qverall, | would recommend this school to other parents. 77.0% BE. 7 D0.4%
: P | Percent of teachers who agreed or strongly agreed that: 2009-10 2010-11 2011-12

Té2 G2 Wy schoot has high academic expectations for all students. 58.8% B3.9% #3.3%

Administrators invite teachers to play a meaningful role in setting goals and
making decisions for this school.

T05_03 23.5% 61.3% 61.9%

. administrators encovrage celisberation among teachers to increase student o . .
TOS OB - 57.6% 90.3% 85.7%,

‘earning.

T11 01 Order and discipline are consistently maintained at my school. 5.9% 25.8% 21.4%

713 01 twauld recommend this school to friends and colleagues. 29.4% ARG% 33.3%
Percent of staff who agreed or strongly agreed that: 2009-10* 2010-11 2011-12
My schoal has high academic expectations for all students. MSA 60,95 0B.7%

Administrators invite service and suppart staff to play a meaningful role ‘n

5505 03 . - “ i N/A 63.6% 33.3%
- setting goals and making decisions for this school.

$509 0o Order and discipline are consistently maintained at my schoal. N/ A 6363 333%

5511 01 | would recommend this school to friends and colleagues. N/A 81.8% 66.7%

= 2009-10 and 2010-11 Question read: The schoal has high academic expectations far my chifd.
**Cuestion not asked in pravious years.
*erstaff survey ot administered in 2009- 14

2011-12 LES Survey Report Page 3



NEW HAVEN PUBLIC SCHOOLS

School Learning
Environment Survey
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502_02

502 0%

s02 06

0617

S06_04

511 05

2203

$11_06

07 08

Teachers encourage me to be successful in schosl

1 need to work hard to get good grades at my school.
ny schoct helps me develep chsllenging academic
g0ils.

someone at my school helps me understand the
requirements that | nead to be promoted.

Ny teacher{s) hotfave | am capabie of learning.

My teacher(s) are excited about the subjects they
teach.

Ny teacher(sh insoire me 1o wang o learm,
Textbooks and classroom materials are appropriate,
up ta date, and in good condition.

Srizcerts whe get good grades in my school are

respectan by other studants.

Computer technolopy and lab equipment are up to
date and in good condition.

Orarais, | el gnnd atout this school.

507 07 A%

EAENI

mly aarenss, famiiyicarcgiver thinks schoolis

important.

2011-12 LES Student Survey, Question by Guestion Results

Your School's

Survey Results:

Strongly

Brrrma
53.2%
70.7%
29.8%
46.8%
65.4%
33.5%
38.8%
34.0%
14.9%
48.9%
18.7%

&

27.7%

Question-by-Question

B

25.6%

25.0%

45.7%

35.6%

23.4%

34.0%

33.0%

30.9%

20.2%

35.1%

44, 1%

23]

[l

50.0%

19.1%

Barnard Environmentai Studies
Principal:  Michael Crocco
school Type: Elementary/Middle School
Enrollment: 545

Strong!
Bigg o= ey

. @E{;;‘z\{'}\-m/.‘

0.4% 3.2% 1.6%
2.7% 0.5% 1.1%
16.0% 3.2% 5.3%
11.2% 3.2% 3.2%
8.0% 0.53% 2T
20.7% 8.0% 3.7%
17.0% £.9% 4.35%
20.7% 7.4% 6.9%
33.0% 16.0% 16.0%
13.3% 0.5% 2.1%
21.8% 9.0% 5.3%
“ E Failing
19.1% 1.1% 2.1%
Strov -

oy iHgggres

4.8%
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$11 04

50104

503_03

S03 04

My parents, family/caregiver helps me to
be successful in school.

sriegdents encourage each other to be
sucgessiul in schoal.

Vo mveliable to vou are teachers and o vy

aduits 2t your school to tald ghoull
An academic problem you are having in class?
A problem with another student or students?

Somgthing alse thatls botharing you?

Communication

| Fava a voice in classroom and/or schoal decisions.

My school provides information about clubs, sports,
and other non-academic activities.

Engagement

Cfonbwzlcome in my school

There is at least one adult in this school that knows
me well.

Thore are activities and programs atf my schoot that |
Ik forward 1o,

My school has an active student councit that makes a
positive difference in the school.

| cara ahaut this school

1 like to go to schoal.

sieel geod ahout My futura,

20r11-12 LES Student Survey, Question by Question Results

Asrap

70.7%

12.8%

Always
Aorntinbie

25.0%

33.5%

27.7%

223%

50.C%

40.4%

20.7%

23.4%

19.7%

74.5%

22.3%

36.7%

32.4%

52.7%

26.6%

34.6%

37.8%

e graa

ror Disagree

6.9%

Unavailabla

34.0%

27.7%

27.7%

Wity foros

gz PR e m
TFT LFIR T

26.6%

11.2%

25.0%

22.3%

29.3%

53%

Disggres

8.5%

3.2%

6.9%

5.9%

12.2%

5.0%

5.9%

1.1%

SgronTh
Uisagrao

1.6%

15.1%

Mever
Awvsiable

3.7%

8.0%

16.5%

Strongly

feanTron

5.9%

3.2%

3.7%

4.3%

9.6%

9.6%
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S04_02

566 03

$06_06

L
K
I

a7

506_08

507 01

507 02

50162

501 06

S08_03

568 D4

508 01

There is at least one adult ir: this school that ! trust.

£ =
50.0%

How strongly do yeu agrae with "2 foliowing

~rmtomna—tt ghost your ter T ers?
My teacher(s) are rolz modals,

Teachers give me extra helg when | need it

My teachar(s) connect what i 3m learning to life
outside of the classroom.

My teacher(s} have control of classroom behavior.

SR oy H
St T

Approximeately how oiten durlng TH
her{siz

vaar hasfhavs oy U 2} yoartor

Complete an ossay or groiact asing muldple sources of
information?

Participate in hands-on activities, projects, or science
experiments?

Safety & Respect

ooty schoal

My opinions are respected in this schaol.

Wy teacnecist respects ma

Teachers in my school trea: students with respect.

Studonts ot my school trast teachers with respect.
Y

Adults at my school treat each other with respect.

Stedents st my schogl trast ather stodents with

rospect.

Sresar I

gabor i o

iorts ar my school

Students threaten cthar stu

2011-12 LES Student Survey, Question by Question Results

27.1%

28.2%

Bmrg

6.4%

5.3%

40.4%

36.2%

8.5%

56.4%

5.0%

Sdost Meyer

12.8%

Auran

23.9%

Grres

23.9%
30.3%
36.2%

21.3%

O

]

1
[

15.4%

5.0%

43.4%

29.8%

T

25.8%

34.6%

Bimiinmy Agras

nor Disagres

9.6%

Mgagras

6.4%

Beither Agrea

nor Disagres
22.3%
14.4%
18.1%

25.5%

17.6%

26.1%

et oy b

Pty
gy

iﬁé;zxsa$*?°
19.1%
18.6%
29.3%
15.4%
30.3%

Lome ol vt

B Rl

30.3%

Disagras

Hisagree

4.3%

17.6%

Tl e e

4.8%

5.9%

25.0%

0.0%

16.5%

15.1%

Strongly

PR S -
i TRE

9.0%
5.3%

2.5%

12.8%

Srronghy
Disagre:

$.8%

5.0%

1.6%

[Pagel



" Your School's Question-b\"(:at;é's'tion Survey Results

$09_02 Students bully other students at my schoal.

L
o
[+
<
[¥¥]

02 Students get into physical fights at my scheol

509 04 Teachers often shout at students.
S8 05 Stugents aring alcohol or iegal drugs to school

S09_06 There is gang activity in my school.

The-a is inapproprists physical contact or gestures

amaoag studants,

The schaal is safe and accepting regarding race,
gender, sexual orientation and disabilities.

o gispuran 0 the

fyaur sehon’?

S10 01 | kave hean bollied at schoo Ais vear.
510 07 | have bullied someane at school this year.
SiG 0
; g
EXaRe 11
$U1 01 Urder and disciphre are cansisienty maintained,
511_02 My schoolis kept clean.

501 0 Stedents know and fellow sthool rules.

There is a persan or program in my school that helps
511 47 .
- students learn to resolve conflicts.

511 08 1am treated fairly in this schoot,

The presence and actions of disciplinary staff help to

109 .
SH_ promote a safe and respectful environment.

2011-12 LES Student Survey, Question by Question Results

11.2%

11.2%

11.2%

85.1%

77.5%

39.9%

28.2%

b

)]

25.0%

13.8%

T8.7%

Stror v

Ik
[y
(%]
==

11.7%

9.1%

44.1%

27.0%

35.1%

Rargly

18.1%

13.8%

19.1%

20.1%

14.4%

19.1%

13.8%

75.0%

86.2%

30.8%

31.9%

37.2%

33.5%

22.3%

3.7%

6.4%

15.7%

15.4%

26.6%

31.9%

38.5%

19.7%

21.8%

21.8%

Barnard Environmental Studies

PV Abmost
S Abways
22.9% 18.1%
27 1% 14.4%
19.7% 27.7%
1.1% 0.0%

0.5% 1.1%

11.2% 10.1%
13.8% 28.7%

7.4% A4.8%

14.9% 9.6%

15.0% 10.2%

3.2% 2.1%

5.0 10, 1%

2.7% 3.2%
[Page]
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|
NEW HAVEN PUBLIC SCHOOLS § Your School's Barnard Environmental Studies
School L : . Question-by-Question
chool Learnin ;
J Survey Results: ' Principal:  Michael Crocco

Environment Surve - . _
o S y { Parents/Guardians ! School Type: Elementary/Middle School

Enrollment: 549

s o L S

Academic Expectations

How strongly do you agree with the following

. . i Strongly Neither Agree o Strongly
statements about the academic environment in Agree . Disagree .
o Agree nor Disagree Disagree
your chifd’s school?
©01 0t The schoci environment supperts learning. 53.8% 37.6% 1.7% 0.8% 0.0%
PO1_02 Good teaching is important at this school. 62.6% 32.2% 4.3% 0.9% 0.0%
Poi_G3 Adults at this sthool challenge my child to do better. 26.0% 38.8% 4.3% 0.5 0.0%
P01 04 |am aware of the educational goals for my child. 60.9% 37.4% 0.0% 1.7% 0.0%
By civid i3 learning what ne o sha aeeds to knaw
POt 05 suocecd Inater graces of sfter graduating frem high 50.8% 38.6% R.8% 1.8 0.0%
schent
P01 06 My child receives extra help when needed. 48.2% 39.5% 7.9% 2.6% 1.8%
How strongly do you agree with the following Strongly Meither Agree ] Strangly
- Agree ) Disagree .
statements about your child’s schoal? Agree nor Disagree Disagree
e arm satisfied with oy child’s 56.1% 32 3% Q.8 1.B% 0.8
soucation at this schoeok
0 I, I would merd this school to othe
pra oz o orallwosErecom s schootto other 51.8% 38.6% 6.1% 1.8% 1.8%
- parents.
- e . Neither
How satisfied are you with the following about Very . . . . Very
. i L Satisfied Satisfied nor  Dissatisfied . o
your child’s school this year? Satisfied Dissatisfied

Dissatisfied

Cansatistiod with the texthooks and classroom . . - .
RO 47. 6% 33.0% 13.9% 4.3 0.5%

s vlabe sy child.
| amn satisfied with the techng! and other .
pog o3 - oSHed Wl noogy _ 51.3% 35.0% 9.4% 4.3% 0.0%
- instructional resources avzitable to my child.
o013 4o Cass s 39.7% 40.5% 784 12.3% (0%
Number of assigned support staff (guidance X .
o1y gp Numberof assigned support staff (g 41.6% 36.3% 15.9% 4.4% 1.8%
- counselors, social workers, etc...).
) _ gefers schoot and afier-sehcol programs and ” - mor o - o
Lz 03 ; 3.9% 33 3% 12.3% 7 3.5%

activitias,

2011 12 LFS Parent/Guardian Survey, Question by Question Results Page 8



Your School's Question-by-Question Survey Results

Collaboration

How strongly do you agree with the following
statements about your gbility to work with
vour child’s school ?

The schoo! offers ma many ways 1o be invelved in my

POS 02

chiid’s education.
POS_05 The schoel administration is available to parents.

PO 06 Tke schoal administration is open to parent
ool s
- suggestions.
The school administration zddresses and follows

PO5_07 .
—"" through on student issues.

There is gt least ane zduit 2t the school that my child

P05 02

trusts and can go to for halp with a schocl probiem.

Communication

" How strongly do you agree with the following
statements about communication from your
child’s school?

POZ 0% My school communicatas wel with me.

My child’s teacher(s) give helpful comments on
homework, class work, and tests.

e teaches(sl/schocl tells me about my chilid's
gragemic progross, chailerges and successes,

The teacher{s}/schoot contact me when they have
concerns about my child,

. ived information about what your chilid s
po3_Gy -
- stichaing inschool 7
Been invited to a program, performance, or other
gvent at your child’s school?

PO3_02

How often do you get involved at the school in
the following ways?

Communicating with rmy chizd's teacher(s}, whether in

- aorsar, by phare, of by emall, ar some atherway,

How strongly do you agree with the following
statements about your gbility to work with

vour child’s school ?

Thers iy 3 clear vision for how parents can be involved

PG GR L
- at this school,

2011-12 LES Parent/Guardian Survey, Question by Question Results

Strongly
Agree

54.7%
46.9%
37.1%

35.3%

73.0%

Strongly
Agree

44 4%

55.6%

L

he
ar
&

50.9%

Several times
a month

53.8%

52.6%

Several times
a month

58.6%

Strongly
Agree

48.7%

Agree

38.5%

36.3%

31.0%

32.8%

18.3%

Agree

39 3%

34.2%

30.59%

33.6%

Cnce a month

26.5%

24.1%

month

28.4%

Agree

Once a

Neither Agree
nor Disagree

3.4%
15.0%
27.6%

24.1%

8.7%

Neither Agree
nor Disagree

3%

7.7%
4.3%

12.1%

Cnce or twice
a school year

15.4%

16.4%

Once or twice
a school year

5.6%

MNeither Agree
nor Disagree

L20%

Barnard Environmental Studies

Disagree

2.6%

0.9%

4.3%

4.3%

G.0%

Disagree

’3 ,"10 (3

2.6%

Neyer

[
et

ees

6.0%

Never

2.6%

Disagree

I
=]
el
o

Strongly
Disagree

0.9%

0.9%

0.0%

Strongly
Disagree

0.9%
Don't know
2.6%

0.9%

E)on't know

Strongly
Disagree

0.9%

Page 9



Your School's Quesfiéh-b%duéstion Survey Resuits

P11 01
P1i_02

P11 03

P11 04

POB U1

POB_03

Pre 04

POB_05

P13 01
P13 02
P13 a3
P13 04

213 05

Your child’s grincipal.
Your chitd’s assistant principal.
Your chifd’s teacher(s).

Office and support staff.

Engagement

How often do you get invelved at the school in
the following ways?

; Going w0 meetings at the schoal

Helping out at your child’s school.

Several times
a menth

28.8%

16.5%

How strongly do you agree with the following
statements about vour gbility to work with
vour child’s school?

Hfechweicoma in my child’s schaol,

The school makes it easy for me 1o attend
meetings.

How strongly do you agree with the following
statements about student engagement in your
child’s schoct?

Wy child lkes to g0 to school.

The academic class work is interesting to my
chitd.

e scheci offers projects, trips, z2nd ather kands-on
frarning opsortunitios that inforest my chiad.

The arts, gym, and other activitics help to engage my
chitd in school.

The following are important for me to attend
meetings and events at school:

Having meatings ar different times of the day.
Having a translater.

Havirg childcara.

Having transportation.

Having appropriaze parking.

2011-12 LES Parent/Guardian Survey, Question by Question Results

Strongly
Agree

Strongly
Agree

o8.4%

23.9%
L]

04 7%

£2.9%

Strongly
Agree

=
()]
()]
Pt
P

22.3%

34,23

N

29.8%

in
4
o
N

~ Barnard Environmental Studies

31.0% 9.5%
33.6% 15.5%
12.0% 3.4%
35.5% &.1%
Once a Once or twice
month a school year
Zd 8% 38.5%
20.0% 29.6%
Neither Agree
Agree .
nor Disagree
27.4% 2.6%
35.23% 12.9%
Neither
Agree  Agree nor Disagree
Disagree
22.2% 3.4%
33.9% 10.4% 1.7%
31.0% 0.9%
30.2% 0.0%
Neither Agree
Agres . &
nor Disagree
37.1% 14.7%
20.5% 47.3%
29.8% 32.5%
23.7% 40.4%
34.8% 12.6%

2.6%
0.0%
0.0%

6.1%

Never

2.4%

28.7%

Disagree

o
[
et

1.7%

Strongly
Disagree

0.9%

0.0%

0.0%

0.0%

Disagree

LT
VM

(0.0%
1.7%
0.9%

1.8%

Don't know

6%

5.2%

Strongly
Disagree

0.9%

Don't know

0.0%

0.0%

Strongly
Disagree

R
6.3%

.oy
1A

4.4%

Page 10



PO7_01

PO7_02

PO8_01
PO8_02
PO8_03
PO8_04
508_25

POS_06

PUG 01
P09 04

PO 05

PGI_06

P0O9_08

P1D_07
P10 02

£10_03

The sehoel is sestive to

Safety & Respect-School

How strongly do you agree with the following
statements about overall respect at your
child’s school?

Aduits at this school freat stigents with respect.
Students at this school treat teachers with respect.

Parants at this school reat leathars with respect.
p

How strongly do you agree that the following
people treat parents with_respect:

Tha security staff

The office staff

The support staff | guidance counselors, social worker,

et
The teachers

The schoo! administraticn (arincizal and
assistant princizals).

The students

How strongly d?ybu agree with the following o

staternents about the envirgnment of your
child’s school?

Wy chiid is safe at scanal,
My child’s school is clean.
iscipling is enforced fairly 21 ny child’s school,

Order and discipline are consistently maintained at
this school.

wgarding race,

aendar, sexual oriantation and disazilities.

The school helps students learn to resclve conflicts.

How strongly do you agree that the following
are problems at your child's school?

Students throsten nther sludonts.
Students bully other stucents.
Thaied

priate physicsl conzact ar gosturas

=

I

SETalelyeh
armong studenrts.

2011-17 LES Parent/Guardian Survey, Question by Question Results

Strongly
Agree

50.4%

31.6%

39.3%

Strongly
Agree

44.0%

43.1%

fu
o
)
B

64.7%
52.6%
30.2%

Strongly
Agree

47.9%

51.3%

30.8%

34.2%

51.7%

40.5%

Almast
Never

Neither Agree
Agree .
nor Disagree
40.2% 6.0%
39.3% 20.5%
£1.9% 18.8%
Meither Agree
Agree .
nor Disagree
43.1% 12.1%
40.5% 9.5%
37.4% 15.7%
31.0% 3.4%
38.8% 8.6%
54.8% 21.6%
Neither Agree
Agree .
nor Disagree
39.3% 6.8%
39.3% 5.1%
41.0% 17.9%
40.2% 16.2%
37.1% 9.5%
33.6% 22.4%
Some of the
Rarely .
Time
Z28.0% 30.8%
31.2% 32.1%
29.5% 18.1%

Disagree

3.4%

6.0%

0.0%

Disagree

3.59%
6.0%
0.59%

0.8%

Bisagree

3.4%

Strongly
Disagree

0.0%

2.6%

0.0%

Strongly
Disagree

0.0%
0.9%
0.9%
0.0%
0.0%
0.9%

Strongly
Disagree

1./%
0.9%
2.6%

1.7%

0.9%

Almost
Always

1.9%
5.5%

2.5%

Page 11



NEW HAVEN PUBLIC SCHOOLS |

School Learning
Environment Survey

Tz _h2

T02_03

-]
i
o
o

T03_04

T03 06

153 97

TO3_08

T3 LG

T13 01

Question-by-Question

DT

Academic Expectations

How much do you agree with the following
statements about the pverall climate in your
school?

Ny schoei has high scaderic axgectations for all

students,
The quality of teaching at this school is a high priority.

The learning needs of children ara a top priority at this

school.

How much do you agree with the fellowing
statements about insfructional practice in your
schock?

reachars ‘n this school set nigh standards for student
acacdamic wors in their cassas,

My school has clear measures of progress for student
learning throughout the year.

Teachers in this schoaol use student data te improve
instructional decisions.

Curriculum, instruction, and assessment are aligned
within and across the grade levels at this school.

Furctional madarn irstrucyional tachinclegy is readily

avaahie for my use.

My instructional materials are in good condition.

| iava the materials | need to teach my classes.

This school makes it a priority to help students
develop challenging learning goals.

This schoot makes it 2 priority to halg students find

“ng hest ways to achieve meir iearning,

1 would recommend this school to friends and
colleagues.

2011-12 LES Teacher Survey, Question by Question Results

Survey Results:

LRI £ 540 4

Strongly
Agree

26.2%
35.7%
23.8%

Strengly
Agree

28.6%

38.1%

14.5%

4.8%

Agree

57.1%

54.8%

47.0%

38.1%

e

3]
[~
=5

52.4%

42.9%

45.2%

28.6%

Principal:  Michael Croceo
school Type:  Elementary/Middle Schoo!
Enrollment: 549

IS e !
0.5% T.1% 0.0%
5.5% 0.0% 0.0%
7.1% 19.0% 2.4%

Meither Agree . Strongly

nor Disagree Disagree Disagree
2.4% 2.4% 0.0%
2.4% 4.8% 0.0%
2.4% 1.8%, 0.0%
9.5% 16.7% 0.0%
9.5% 23.8% 20.2%
14.3% 14.3% 2.4%
14.3% 19.0% 11.9%
28.6% 7.1% 2.4%
26.2% 11.9% 2.4%
38.1% 16.7% 11.9%

Page 12



Collaboration and Support

Ho ou ith the followin
w much do you agree with the following Strongly Neither Agree Strongly

statements about feadership practices in youy Agree . Disagree .
hool? Agree nor Disagree Disagree
school?

The administrative team has confidence in the
fos gy |Caeminstrative tes “ ' 11.9% 42.9% 21.49% 9.5% 14.3%
=77 expertise of the t2achers.

Administrators let staff know what is expected of

T05_Q2 16.7% 54.8% 16.7% 9.5% 2.4%
— them.
Administrators invite teachers to play a meaningful
T05 03 role in setting goals and making decisions for this 16.7% 45.2% 21.4% 7.1% 9.55%

schooi.

The administrative tearn visits classrooms to obscrve
Tos_04 . . _ 11.9% 54.8% 23.8% 9.5% 0.0%
the quality of teaching at this school.

Agministrators give me regular and helpful feedback

TO5 0% out my tasching 14.3% 26.2% 42.9% 11.8% 4. 8%
- An2out my t2aihing.
Administrators encourage collaboration amon
05_06 _ s _ & 31.0% 54.8% 11.9% 0.0% 2.4%
=7 teachers to increase student learning.
schnol administratars concuct sepervisicn and
105 07 serformance avaluations constructivaly and 16.7% 57.1% 14.3% 7% 4.8%
recgertully.
The schoal administration provides for effective -
T0S_08 P 14.3% 31.0% 33.3% 9.5% 11.9%

communication and positive relationships.

The schoot administration works cooparatively with ~ _ . o
05 08 : 4 19.0% 54.8% 11.9% 7.1% 7.1%

SRrcts,

The school administration works eratively with
T05. 10 - st coop ywt 21.4% 45.2% 19.0% 7.1% 7.1%

students.

Tha schonl administration works cogparatively with

[ERS- T . 21.L% £9.2% 19.0% 9.5% 4 8%
heocaimnmunity.
T05_12 The principal ensures the school runs smoothly. 19.0% 33.3% 23.8% 11.9% 11.9%
sdmiristrators are open Lo construslive
Tos 1z CIMIPISALOs 78 QRer Lo Eorst 11.9% 31.0% 26.2% 19.0% 11.9%
! PERARALE,
School administrators encourage career development
T05_14 , . P 19.0% 52.4% 11.9% 7.1% 9.5%
=7 and growth for staff.
105 15 | trust the pringinal. 21.48% 33.3% 14.3% 14 3% 167
How much do you agree with the followin .
¥ & i g_ Strongly MNeither Agree . Strongiy
statements about the support vou recgive in Apgresa . Disagres .
hool? Agree nor Disagree Disagree
your school?
Tk nno | feel supporied by my rincipal. 26.2% 31.0% 21.4% 9.5% 11.9%
TOs_02 [feel supported by my assistant principak(s). 16.7% 31.0% 28.6% 11.8% 11.9%
T06_G3 | feel supportad by cther t2ac Fers at my schocl. 33.7% 50.0% 14.3% 0.0% 0.0%

2011-12 LES Teacher Survey, Question by Question Results Page 13



How much do you agree with the following
statements about the professiong! community

in your school?
o 0 Teachers in my school work together to improve their
o7 o . .
R instructional practice.

The professional development | received this year
T07 02 provided me with teaching strategies to better meet
the needs of my students.

| have adequate access io my classracm pricr @0 start
of the schoal yaar,

New teachers receive the support and professional
development they need to be successful.
To7 0% External consuitarts traat me with rospect.

External consultants provide constructive feedback
and help to improve instruction.

“07_07 Ir: this schoo! teachers learn from each other.

Interaction amang teachers in this school is
constructive and professionat.

Ta7 08 Teacharsin this schogl trust eacn othar.

1 am professionally respected and supported by the
school leadership team.

Communication

How much do you agree with the following
staternents about the gvergh climete in your
school?

To2 01 Therais a cleer vision for tis school.

How much do you agres with the following
statements about the professional community
in your school?

In my school there is apen and honest communication

T2 04 . .
- on important school issues.
Thinking about communication practices , how
often during this school year have you .
e e Raceived information fram a pareat that could impact
Tod T , .
=77 astudent's l2arning?
Been able to have a conversation with a parent when
T08_02
= necessary?
na o Communicated with students about taiy prograssin
18893 class?
] communicated with parents about their children's
TO8 04 )
progress in class? )
sent home information ar how parents can help
I8 35

stugents fearn at home?

2(ri1-12 LES Teacher Survey, Question by Juestion Results

Strongly
Agrae

31.0%

11.8%

16.7%

9.5%

19.0%

Strongly
Agree

23.8%

Strongly
Agree

7.1%

Very Often

16.7%

31.0%

54.3%

26.2%

B
oo
oo
3%

Agree

54.8%

35.7%

35.7%

33.3%

50.0%
42.9%
40.5%

50.0%

Agree

52.4%

Agree

33.3%

Often

61.9%

Barnard Environmental Studies

Neither Agree
nor Disagree

7.1%

21.4%

21.4%

28.6%

21.4%
40.5%
11.5%
21.4%
28.6%

16.7%

Meither Agree
nor Disagree

Meither Agree
nor Disagree

21.4%

Rarely

10.5%

7.1%

7.1%

11.9%

26.2%

Disagree

7.1%

23.8%

16.7%

20.2%

2.4%

Disagree

%

Disagree

26.2%

Never

4.8%

0.0%

)
o
R

0.0%

2.4%

Strongly
Disagree

0.0%

7.1%

9.5%

2.4%

4 8%

Strongly
Disagree

DAL

Strongly
Disagree

11.9%

Page 14



Your School's Question-by-Question Survey Results Barnard Environmentaf Studies

Very Often Often Rarely Never
08 06 Sent |:.|arents written information on what you are 28.6% 38.1% 26.9% 7 19
- teaching and what students arz expected to learn?
Engagement
Based on your experiences during the current
school year, how much do you agreg with the Strongly Neither Agree . Strongiy
. Agree R Disagree .
following statements about the engagement of Agresn nor Disagree Disagree

parents in your schooel?

Teachers ard administrators in my school use

TO9 01 information from garents to improve instructional 7.1% 38.1% 40.5% 4.5% 4.8%
nracticoes ardd meet studen? leariing reads.
My school communicates effectively with parents
109 02 eehane ywine 14.3% 28.6% 26.2% 19.0% 11.9%
C0¢ 03 Parents a?t Y schf:-c,i .a[--:. avan tha OP;ZI':,‘-FT‘.'JﬂiT\!‘ .to 93,85 50 59 16.7% o ow
- hocarse invcheed in classraom and school furciions.
How much do yeu agree with the following .
. strongly Meither Agres . Strongly
statements about student zngagement in your Agree _ Disagree .
school? Agrea nor Disagrez Disagree
Yy sehool offers a variety of activitizs to keep .
[ i coamad ’ <P 14.3% 57.1% 7.1% 19.0% 2.4%
sludents orgagac
My schaol offers a variety of courses to keep students
T04_02 en‘igaged ) P 11.5% 35.7% 21.4% 26.2% 4.8%
ToA 03 Sicdents are angagad in thal cassos. 4.8% 50.0% 21.4% 2LA% 2.4%
Students at my school are irterested in learning new
TOR 04 Lol Y & 14.3% 50.0% 19.0% 7.1% 9.5%
wAy senool faspivas alove of lcaring. 3.5% 42.9% 21.0% 1% Ry
- _ e - Soes Not
This year, what percentage of your students 0% - 25% 26% - 50% 51% - 75% 75% - 100% Apet
had at least one parent attend parent-teacher PRty
T10_01 conferences? 78.0% 0.0% 0.0% 9.8% 12.2%
1 Safety & Respect
How much do you agree with the followin )
Y B . . & Strongly Meither Agree . Strongly
statemaonts about the pverall climate in your Agree K Disazrae .
hool? - Agree nor Disagree Disagree
schogl?
roz 26 The school enviranmeant is corducive o iearing. 715 35.7% 26.2% 15.7%% i4.3%
How strengly do you agree with the following Strongly Asree Meither Agres Disagree Strongly
statements about you and your school? Agree i nor Disagree Disagree
Ti: v Order snd disciphine are consistently maintained, 2.4% 19.0% 26.2% 26.2% 26.2%

201%-12 LES Teacher Survey, Question by Question Results Page 15



" Your School's Question-by-Question Survey Results

T11 02

Ti1 .03

T11 04

TLL 05

T11 06

Til 10

rz_n

T12 02

12 03

T12_04

"1z 07

G oificors h

L can get the help | need 2t my school to address
student behavior and discipline problems.

i feel safe at my schooh

Adults at my school treat students with respect.

Studants at my school treat feachars with respect.

Parents treat teachers at this school with respect.

Therais a N ar a program in my schocl

that helas studenis resolva confiicts.
My school is kept clean.
Jha presonco and actions of schoo: resource

eariing anvironmant.

s and raspectful

TG opronnioto o osat

The schaol is safe and accepting regarding
race, gender, sexual orientaticn, and
disabilities.

How often are the following statements true
about your school?

Studants aqe atten thraatened at my schoal

Students are often bullied at my school.

Garg activity s a probier in my school
Crirmne is a problem at my school.

Vialenea s a areclem st my schocl

students’ use of alcohol and illegal drugs in
school is a problermn at my school.

"here is inanpropriate chysical contact and gesteres

among students atmy schaal,

2011 12 LES Teacher Survey, Question by Guestion Results

7.1%

14.3%

21.4%

0.0%

4.8%

16.7%

28.6%

Almost

Never

4.8%

2.4%

ab. 7%

40.5%

19.0%

31.0%

47.6%

57.1%

16.7%

50.0%

50.0%

54.8%

16.7%

£7.6%

Rarely

23.8%

14.3%

26.2%

31.0%

31.0%

26.2%

16.7%

26.2%

21.4%

14.3%

23.8%

31.0%

28.6%

14.3%

33.3%

14.3%

Some of the

Time

42.9%

21.4%

26.2%

2.4%

Z8.5%

Barnard Environmental Studies

19.0%

4.8%

4.8%

35.7%

9.5%

M
I

11.9%

14.3%

4.8%

16.7%

0.0%

31.0%

16.7%

11.9%

2.4%

23.8%

4.8%

0.0%

2.4%

28.6%

7.1%

Almost
Alwavys

9.5%

9.5%

0.0%

2.4%

Page 16



School Learning
Environment Survey

B

How much do you agree with the following
statements about the overall climate in your

3507 07

5502_03

5507 04

5502_05

§505_01

$505_02

oLt

Academic Expectations

school?

Ny scheel Bas high acadamic ex
¥ =)

studants,

The guality of teaching at this school is a high

priority.

Tha legrming needs of children are a top priority at

this schoch

T'he school environment supports and encourages

learning.

How much do you agres with the following
statzrments about instructional practice in

your school?

e
20k

Tenchers and administrators celebrate

lesining success at this schoel

How much do you agree with the following

statement?

Pwou'd recommend this sonoal to friends and

coslongues,

Collaboration and Support

How much do you agree with the following

ations for alt

statements about leadership practizes in

your school?

The sdministrative team has confidence in the

cxpertisg of the stafi.

Administrators let service and support staff know
what is expected of them.

Administrators ivite sarvice and suppert staif to
piay a meaningful role in sets

decisions for this school.

Administrators give me regular and helpful
feedback about my teaching.

school administrators conduct stpervision and

~cafiily.

arforrmancs avaluations constructively and

2011-12 Staff Survey, Question by Question Results

ing poals and making

Your 5chool's

Question-by-Question

Survey Results:

Staff

Strongl
Bl Agree

Agree
16.7% 50.0%
16.7% 33.3%
15.7% 33.3%
16.7% 50.0%

Strongiy
Agree

Agree
16.7% 50.0%

Strongly
Agre
Agree gree
16.7% 50.0%
Strongly Asree

Bgrap
0.0% 33.3%
0.0% 33.3%
C.0% 33.3%
0.0% 33.3%
0.0% 16.7%

Principak
Schoel Type:

Enrollment: 549

H

Neither
Ligrae nor
Disagrae

16.7%

33.3%

16.7%

0.0%

Meither
Agree nor
Disagree

i6.7%
Neithar

Agrea nor
{Heagree

16.7%

33.3%

333%

33.3%

Disagree

16.7%

0.0%

33.3%

16.7%

Disagree

16.7%

Disagres

16.7%

Disagree

0.0%

16.7%

0.0%

Michael Crocco
Elementary/Middle School

Strongly
Disagrea

0.0%

16.7%

0.0%

16.7%

Strongly
Disagree

0.0%

strongly
Disagres

0.0%

Strongiy

Disagree

L
05
(V%)
e

16.7%

33.3%

33.3%

33.3%

Don't Know

Don't Know

G.0%

Don'i Know

0.0%

Don't Xnow

0.0%

0.0%

0.0%

0.0%

Page 17



505 06
$505_07
550508
$505_09
$%05 10

$505_11

4506_01

5507 01
5507_02
5507 03

SS07_04

ity
e
&
i
s

$S08_01

5508 02

The school administration provides for effective
communication and pasitive relationships.

The school administration works cooperatively
with parents.

The schoal administration works ccoparatively
with students.

The school administration works cooperatively
with the community,

The principal ensures the schoai runs smoothiy.

School administratars encourage career
development and growth for staff.

How much do you agree with tha following
statements about the support you receive in
your school?

| feal supported by staff 2t my schoaol,

How much do you agree with the following
statements about the prefassional
community ir your school?

[ this school staff learn from 2ach other.
Interaction among teachers in this school is
constructive and professional.

Staff in this school trust cach clher.

1 am professionally respected and supported by
the school leadership team.

Communication

How much do you agre= with the following
statamentis about the overali climate in your
school?

Thare is 2 clear vision for this schoch

Based oh your experiences during the
current school year, how much do you agree
with the following siatements about the
engagament of parents in your school?

My scheal communicates effoctivaly with parents
when students mishahaun,

Parents at my school are given the opportunity {0
hecome involved in classroom and school
functions.

2011-12 Staff Survey, Question by Juestion Results

Strongly
Agree

3.0%
0.0%
0.0%
0.0%
16.7%

0.0%

Strongly
Agree

0.0%

Strongiy

Agree
0.0%
0.0%
3.0%

0.0%

Strongly
Agreoe

15.7%

Strongly
Agroa

0.0%

0.0%

Agree

33.3%

33.3%

32.3%

33.3%

16.7%

16.7%

Agree

33.3%

Neithar
Agree nor
Disagree

16.7%

33.3%
33.3%

16.7%
0.0%

16.7%

Neither
fgree nor
Disagree

33.3%

MNeither
Agree nor
Disagree

16.7%
16.7%
16.7%

16.7%

Meither
Agree nor
Disagree

16.7%

Neithar
Agree nor
Disagres

33.3%

33.3%

Barnard Enviranmental Studies

Strongi
Disagree . gy Don't Know
Disagree
16.7% 33.3% 0.0%
16.7% 16.7% 0.0%
16.7% 16.7% 0.0%
0.0% 16.7% 0.0%
16.7% 33.3% 3.0%
16.7% 50.0% 0.0%
. Strongly ,
Disagr== . Don't Know
Disagree
16.7% 16.7% 0.0%
Srrongl
Disagree A &Y Don't Xnow
Disagree
33.3% 0.0% 0.0%
16.7% 33.3% 0.0%
33.3% 33.3% 0.0%
16.7% 16.7% 0.0%
Strongl
Disagree T Y Don't know
Disagreae
0.0% OOD/[\ Uru' i
. Stronzhy
Disagree . Don't Know
Disagree
16.7% 16.7% 005
16.7% 16.7% 0.0%
Page 12



Your School's Question-by-Question Survey Results Barnard Environmental Studies

} Engagement
How much do you agree with the fellowing Neither
. Strongly ] Strongly \
statements about student engagement in Agree Agree nor Disagres . Don'{ Know
Agree . Disagres
your school? Disagree
My schoo offers a varisty of activities to k
sspa o3 008 3 variety of acuvities to eep 16.7% 50.0% 33.3% 0.0% 0.0% 0.0%
students engaged.
My school offer: riety of courses to kee
ss04 02 7 s 8 variety of courses P 16.7% 33.3% 33.3% 16.7% 0.0% 0.0%
students engaged.
$504_03 Students are angaged in their ciasses. 16.7% 16.7% 50.0% 0.0% 16.7% 0.0%
Students at my school are interested in learnin
Ss0a_pa °ridents atmy schoolsre interested in fearning 16.7% 33.3% 0.0% 33.3% 16.7% 0.0%
new things.
5804 05 My school inspires 2 lpva of learning. 16.7% 16.7% 33.3% 16.7% 16.7% 0.0%
% Safety & Respect
How strongly do you agree with the Neither
. Strongly . Strongly
fellowing statemeants about you and your Agroe Agree nor  Disagree . Bon't Know
Agree _ Disagree
school? Disagree

o Order and discipline are cons.slontly maintainas ¢t oy i ..
5508 01 my school 0.0% 33.3% 16.7% 1I6.7% 33.3% 0.0%

| can get the hetp | need at my schoeol to address

o %) 2 0, o
550902 student behavior and discipline problems. 0.0% 16.7% 33.3% 16.7% 33.3% 0.0%
5504073 |lealsafn atmy schocl. 0.0% 33.3% 33.3% 0.0% 23.3% 0.0%
$S09 04 Parents treat staff at this schoaol with respect. 0.0% 33.3% 16.7% 16.7% 33.3% 0.0%
5500 Dh Aduits atay scheol Lreat students with respect. 0.0% 0.0% 16.7% 33.3% 0.0% 0.0
$509_06 Students at my schaol treat staff with respect. 0.0% 16.7% 16.7% 33.3% 33.3% 0.0%
The aresenes and actions o7 school rescurce
3800 07 officers help o sremote 2 safo and rasnaciful 0.0% 33.3% 16.7% Ee 3303 5.0%
2arning covirarinent.
There is a person or a program in my school that
50908\ e dzms rmlvepmfﬂicts ¥ 0.0% 33.3% 16.7% 16.7% 16.7% 0.0%
The school is sensitiva To ssues regarding race, ) } . .
Gs0g_ng |1 SCNRNIS SERSI f Sss [ERITCINS 0.0% 16.7% 33.3% 0.0% 16.7% 0.0%
- paader, sexud! origntation, and disanilities,
How strongly do you agres that the Almost Some of Almost
Y Rarely Cftzn Bon't Know
following are preblems =t your school? Never the Time o Always
5510 01 Students in my school arz often threatened. 0.0% 0.0% 50.0% 26.7% 16.7% .0%:
$510_02 Studentsin my school are often bullied 0.0% 0.0% 66.7% 16.7% 16.7% 0.0%
S ts' use of sleohol and illegal drugs |
Gs1o gy Srudentsuse of alconolund flegal drugs in 16.7% 16.7% 16.7% 0.0% 50.0% 0.0%
=77 school is a problem at my schoaol.
$510_04 Gang activity is a problem in my school. 16.7% 0.0% 33.3% 0.0% 50.0% 0.0%

2011-12 Staff Survey, Question by Question Results Page 19



5510 65 Crime is a problem at my school.
5510 06 Violence is a problem at my schoal.
$510_07 My schoalis kept clean,

There is inappropriate physical contact and

§510_08 gestures among students at my school.

2011-12 Staff Survey, Question by Question Resuits

Mever

16.7%
16.7%
0.0%

16.7%

0.0%
0.0%
0.0%

16.7%

Some of
the Time
16.7%
16.7%
0.0%

16.7%

Often

16.7%
16.7%
33.3%

_16.7%

almost
Always

50.0%
33.3%
66.7%

15.7%

Barnard Environmental Studies

Dorn't Know
0.0%
0.0%
0.0%
0.0%
Page 20
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Evaluation Plan Summary New Haven Public Schools Professional Educator
Program

Morgaen Donaldson

Cascy ). Cobb

Center for Education Policy Analysis
Neag School of Education
University of Connecticut

Storrs, CT 06269-3003

860.486.6278

An independent team of experts will examine the implementation of the proposed
program. The evaluation will examine changes within each dimension of NHPS’s hutnan
capital managem.ent system (pre-service, hiring, professional development, evaluation,
retention, and compensation) as a result of the proposed program and educators’ views of
these changes. The process evaluation will serve three purposes. First, it will monitor
whether changes are implemented with fidelity to the proposal. Sccond, it will provide
regular feedback to NHPS about how persoanel at the center of the reforms—itcachers
and school leaders -view these changes. Third, it will provide {ormative information for
improvement of the program.

The following cvaluation questions will be posed in relation to cach dimension of the
human capital management system:

1. Have NFPS’s human capital practices changed?
To what degree is educator effectiveness considered in human capital decisions?
To what degree have human capital practices provided targeted support to high-
need schools?

2. How do educators view specific changes to NEIPS s human capital practices?
p g pital p

Qutcomes will include:

e Data on key changes to human capital elements as measured by analyscs of policy
documents, sccondary data, educator surveys, and interviews.

o Data on the ways in which educator effectivencss is considered in human capital
decisions as measured by analyses of policy documents, secondary data, educator
surveys, and interviews.

e Attitudes ol educators towards key changes to human capital clements as measured
by analyses of educator surveys and intervicws.

Data sources include: interviews with Talent Office personnel, observations of key
meetings with educators, individual and greup interviews with samples of school leaders
and tcachers, surveys of all school leaders and teachers, secondary data collected by
NHPS (¢.g., application databanks), and key documents related to the proposed changes.
Data collection/analysis protocols will be developed by the evaluation team. They will
aim to elucidate the nature and extent of the structural changes to NIIPS human capital
policics and practices and the attitudes of ecducators towards these changes. Survey
disseminaticn will oceur in spring and interviews will occur in fall/winter of each year of



the project. Targeted data collection will occur immediately after a specific change is
tmplemented in order to inform ongoing practices.

“he evaluation leam will meet a minimum of three times each year with district leaders to
provide evaluative fecdback. Evaluation reports will be wriiten at the end of each project
year and delivered to district leaders and the sponsor. A final report will be produced at
the end of ycar 5.
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GABRIELLA €. GONZALZZ 457G T AVENLE TEL 412.6B3.2300 X 4426

SOMIIAL SCIENTIST AUITF &k TaxX 412 £B3.2800
FITSBURGH, PA ggonzal@rond.omg
1521325435

july 23, 2012

Garth Harries

Assistant Superintendent, Porifolio and Performance Management
New Haven Public Schools

54 Meadow Sireej

New Haven, CT 06519

To Whom it May Concern:

[ am writing this lefter in support of New Haven Public Schocls' application to the Teacher
Incentive Fund grant opportunity.

In March 2012, RAND Corporation was commissioned to work with the district fo design an
external evaluation plan for the New Haven School Change reform that includes both process
and outcome components. Within that design we are arficulcting specific methods to evaluate
the validity and quality of the Teacher Evaluation and Development System {TEVAL}, Principal
Evaluation and Development System {PEVAL). and Central Office Evaluation and Development
System {CEVAL). The evaluation design also includes metrics to measure whether the TEVAL,
PEVAL, and CEVAL are supporiing the diskrict in meeting the School Change reform’s intended
goals.

The design of a mulii-pronged evaluation, alongside with a timeline for reporting results to the
community, will be delivered o the disirict and the New Haven Promise Board in September,
2012, It is our understanding that the New Haven Promise Board plans to retain a research

RANL RESCARCH AREAS . . - . H
organization to implement the design over the coming years.

EEINHIN

In the event that the New Haven Public Schools are awarded a TIF grant, the evaluation design
can be modified easily to incorporate any new initictives that are implemented. Although it
may not be possible to disentangle the causcl impact of each component, we expect that the
combination of process and outcome measures will enable the district, the New Haven Pramise
Board and other interested parties to investigate the role played by staff performance
evaluation reform, compensation reform and other componerts of the reforms.

Sincerely,
(b)(6)

Galprielld C. Gonzalez, PR.D.
Prbigef Leader

i RLEANE

REFRESEMIATIVE QEFICE
BURET I S

wevew rand. 0 CRIFCTIVE ARA- 725 =57075E SOLUTICNG
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Budget Narrative for School Change: Professional Educator Program
Submitted us 2 TIF Grant

1. Personnel

by

New Haven Public Schools

Role

FTE

Year 1

Year2

Year3

Year 4

Yearh

Talent Office Director who witl staff
memberswho are focused on Human
Resources, Prafessional Deveiopment,
3nd Leadership Develapmeant will work
togetherin a cross-functional
environment, The satary isroughly
eguivalent to a senior staf position.

130,000

$ 135,200

$ 140,608

S 145,232

152,082

Data Analyst who will manage the newly
implemented TalentEd systern and
extracting data frem the TalentEd system
for use in arganizing professional
learning oppottunities.

110,500

S 114,400

S 118,976

& 123,735

128,684

Talent Associateswho will work with the
Directors of Instrudtian - see page S0 for
an explanation of their rale. $75,000
expected annual salary

275,300

$ 234,000

$ 243,360

4 253,094

263,218

Juniar recrditer to -ecruit effective
teachers, The salary usedisequivalent to
the current Juniar Recruster.

60,000

5 52,400

4 64,856

4  £7,452

70,192

super subsfulltime substitutesthat are
used to free teacher leaders and teachers
for professianal development activities.
In year 1, 3will be hired. All 6will be
hired by year 2. Salary usedisthe New
Haven average teacher sglary.

4 360,000

% 274,400

$ 389,376

404,951

Adrrinistrative Assistant st 550,000 per
year.

180,000 '

50,030

R4

52,000

S 54,080

56,243

U

L P

58,493

TOTAL

L |

755,000

S 785,200

S B16,608

S 843,272

i

883,243

A significant priority of the HCMS and PBCS in New Haven is the creation of differentiated carcer
and compensation opportunities. The following scenario assumes that there are 2,001 teachers in 47

schools (and therefore, there are 47 principals) along with 47 assistant principals in New tHaven
Public Schools. In later ycars, New Haven may consider adding other personnel at the discretion of

the Talent Council, which includes another three teachers, two administrators and a non-voting
central office facilitator. Furthermore, while we used z stipend structure to estimate future costs, the

contract negotiations during the summer of 2013 are an opportunity to adjust the current cducator
salary schedule, linking it to educator effectiveness directly. The estimated costs of this change would
be roughly cquivalent to the estimated costs of additional stipends, based on research on progressive
systems, such as Denver Public Schools” ProComp.
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2. Fringe Benefits

Fringe Benefits for New [laven personnel are budgeted at 40% of salary. The most significant
component of the fringe benefit cost is healthcare. Fringe benefits also inctude pension contributions, life
and disability insurance and mandatory federal and state benefits. The following table provides the
annual fringe benefit costs.

Fringe % S®E80 $ 11447500 S 2,858,883 $ 2973239 % 3002168

3. Travel

The following travel costs include the costs for three people to attend the annual TIF directors meeting.
New Haven also plans to send select Talent Office staff to conferences — or other districts - to gather
morc information for mid-course corrections to the program.

Topic Year 1 Year2 [Year3 Year 4 Years
TIF Annual Grante= Meeting: meals, transportation + 4 nights hotel 5 1800(% 1,872 8% 19478 20258 3,100
TIF Annual Grante= Meeting: meals, transportation + 4 nights hotel S 1,500 % L872|% 19475 2,025|% z108
TIF Annual Grantez Meeting: meals, transportation + 4 night:s hotel 5 1,800 (% 1,872 5 1,947 |8 2025( 6 7106
TIF Topical Meeting: meals, transportation + 2nights hotal 5 1,5c0|% 1560 % Ls22|8 168785 1,755
TIF Topical Meeting: meals, transportation + 2 nights hotel S LEoo|S LS50S 1,622|S 1,687 | % L755
National Talent Development Conference: meals, transportatior +2
nights hotel $ 1500(¢ 156008 1,622(%5 1,687 | % 1,755
MNational Talent Developrment Conference: meals, transportation +2
nights hotel $ 1,500|$ 1,5604% 1,622(% 1,687 |S 1,758
National Talent Develepment Conference: meals, transportation + 2
nights hotel $ 1,5001% 15508 L5228 Leg7[ S 1,755
Conference feeson average = 5800 (x 3people) S 24005 2,496 |5 2556 | S 2700] S 2,808
) TOTALl § 15,300 | $15,912 | $16,54% | $ 17,210 1 $ 17,899

2-5assume a 4% cost of living increase eachyear — { ?

4. Equipment

Equipment is defined as tangible, non-expendable, personal property having a useful life of three years
and an acquisition cost of $1,000 or more per unit. Equipment is anticipated to have a three year life, and
accordingly will be required only in the first and fourth years of the Project.

Year ] _ Number | Cost per Total
of items unit

Laptop Computers and specialized software:
Laptop computers ar¢ necessary to supply the
needs of 13 new employees; laptops will be
necessary given the high mobility of all Program

staff 13 $2,000 | $26,000

Observation camera: These will allow personnel
to record observations [or meetings with
educators and for inter-rater reliability trainings.

25 $500 | $12,500




Tablets: In order to provide program effective i
leachers with the ability to conduct observations '
in classrooms inconspicuously, tablets {such as

I ivads) will be provided.

140 $500 | 570,000
Total Equipment Year 1 _ ' $108,500
Year 4 Number | Cost per Total
of iterns unit

Laptop Computers and specialized software:
Replacement costs for laptop computers are
necessary for the Talent Office staff; laptops will
be necessary given the high mobility of all

p staff

rogram st 13| $2,000 | $26,000
Observation camera: Replacement costs to allow
personnel o have the continued ability to record
obscrvations for mectings with educators and for
inter-rater reliability trainings. 5 $500 | $12,500

Tablets: Replacement costs of tablets in order to
provide program staff with the continued ability
to cenduct cbservations in classrooms
incanspicuously, tablets (such as iPads) will be
provided.

140 $300 | $70,000
Total Equipment Year 4 $108,500

5. Supplies

Standard office supplies (paper, pens, staples, folders, eic.) are necessary for the smooth operation of the
Talent Office — especially as it adds staff. This category also includes printing and third-party duplication
cOosts.

supplies § 10000 $ 5000 $ 2500 8§ 255 5 2657

6. Contractual
There are several shorl-lerm areas of need that New Haven will seek the assistance of outside contractors,
includimng:



Contractar year 1 year2 year3 yeard years

EVALUATION: New Haven will contract with current
evaluators from UCONN to strengthen real tirme,
formative evatuation design, to provide the Talent Office
meaningful and neutral 3rd party feedback & 100,000 | % 100,000 S 100,000 S 100,000 5 100,000

STRATEGIC BUDGET REPRIGRITIZATION: New Haven will
contract with a consultant with finandal management

expertise to assist with identifying savings throughout
the district budget in arder to build fiscal sustainability
for the program, S 175000 | 5 200,000{ 5 - 5 200,000 5 -

FCBS CONSTRUCTION: Whether with the above
consultant srwith an alterante provide, New Haven will
contract for consulizntste suppart PRCS developrnent,
which could include, but net be lirmitad ta cost model
develepment and facilitated discussions about the

atential stipend levels and/or salary schedule reform.
P P / i S 250,000 |5 125000[S% S00005$ S0,000(S 25,000

PEER ENABLED LEARNING: NHPS will contract with a
consultant or consultantsto build the capacity of Expert
Teacharsto influence adult development, and to build
protecolsand capacity for peer-enabled intervistation
between dassraoms and schools $ 27500018 175000|$ 75000} %  S0,000[3 25000

TEVAL AND PEVAL CALIBERATION: Caliberation efforts
will continue and expand asneeded to strengthen inter-
rater reliability and improve feedback skills, likely with
Revisian Learning Partnership, LLC and Cambridge
Associates respecdively 5 200,000 | 5 109,000

i
1
i

50,000 | & -

TALENT TECHNOLCGY: New Haven will seck to strengthen
the techrology enabling evaliation and coaching,

including the creation of appsforits evaluation systems.
g PP Y 5 1wooco|s Sa000|s 25000 % - 5 -

DEEPING OF EVALUATION SYSTEMS: Additional materials
forimplementation of TEVAL and PEVAL including, but
not limited to individualized 380 feedback survey costs
{i.e., Val-Ed types of systems). 3 14,40 | & 144005 14,4005 14400 |5 14,400

TOTAL] 5 1,114,460 | 5 764,400 | $ 234,400 | § 464,40C | & 154,400

7. Other

New Haven does not have costs that could be categorized as other.

10. Indirect Costs
New Haven has an established indircet cost rate from the U.8. Department of Education. The rate is
4.66% of the total of salaries and benefits. Only the salary and benefit costs of employees of New Haven

were included in the calculation.

indirectcosts . __,$_ _ 873 %



Nen-Federal Budget Narrative for Professional Educator Program
Submitted as a TIF Grant

8. Personnel

New Haven Public Schools

by

Title

Armount of
time

Salary

12-13

13-14

14-15

15-18

16-17

Garth Harries, Assistant Superintendent,
will oversee the Talent Cffice. He will
spend 1/3 of histime o this.

0.33

(b)(4)

The HR Director will spend 3/4 of thair
time working ta tightly couple New
Haven's hirihg spectrurto its educater
eff ectiveness work.

0.75

One current recruiter will work with the
newly hired recruiter.

Two processing derks will work to enter
data asneeded.

The grievence will wark withthe talent
tearn to integrate TEVAL and PEVAL data
inte the grievance process.

The Professignal Developrment Directar
will work to use TEVAL and PEVAL data
into targeted professional learning.

Twso derkswill support the departmant.

The Leadership Directer wilf werk to
tightly couple the PEVAL datainta
targeted professional learning for
loaders.

There isone technolopy expert who will
work with staff to use TalentEd
efficently.

The TEVAL directar will spend all of her
time working on Integrating TEVAL data
into HCMS decisions.

The three directors of instruction wiii
work 50% of theirtime onthls
integratian.

0.9

The Assistant Superintandent cf
Curriculur will spend 2% on leadirg the
staff through the integration procass.

0.9

The IT department will werk ta establish
the Falent Offlce.

current Tier {1l teacher salaries - up to
10% of salaryfor

0.]

TOTAL

9. Fringe Benefits




Fringe Benefits for New Haven personuel are budgeted at 40% of salary. The most significant
component of the fringe benefit cost is healthcare. Fringe benchits also include pension contributions, life
and disability insurance and mandatory federal and state benefits. The following table provides the
annual fringe benefit costs.

1213 1314 415 | 1516 16-17
R TN
10. Travel

The following travel costs include the costs for three people to attend professional conferences that they
were scheduled to attend without the TIF opportunity.

National Talent Development Conference: meals, transportation +2 |(b)(4)
nights hotel
National Talent Devetopment Conference: meals, transpertation +2

nights hotel

National Talent Development Conference: meals, transportation +2
nights hotel
Conference fees on average = 5800 (x 3peopla)

TOTAL

11. Equipment

Equipment is defined as tangible, non-expendable, personal property baving a uscful life of three years
and an acquisition cost of $1,000 or more per unit. Equipment is anticipated to have a three year Iife, and
accordingly will be required only in the first and fourth years of the Project. '

Year 1 Number | Cost per Total
of items unit
Laptop Computers and specialized software: (b)(4)

Laptop computers are necessary to supply the
needs of 13 new employees; laptops will be
necessary given the high mobility of all Program

taf]
staff 12

Total Equipment Year 1

[ Year 4 - Number | Cost per Total
of items unit

Laptop Computers and specialized software: (b)(4)
Replacement costs for laptop computers are
necessary for the Talent Office staff; laptops will
be necessary given the high mobility of all

taff
Program staf 12

Total Equipment Year 4




12. Supplies

iandard office supplics (paper, pens, staples, folders, etc.} are necessary for the smooth operation of a
district. Below are the estimated costs to be spent by these individuals as the Talent Office is migrated.
This category also includes printing and third-party duplication costs.

supplies % '_"iwg,_goo $ ”'5,0_00 $ 2,500 & 2575 S 2,652

13. Contractual
There are several that New Haven already receives outside assistance from outside contractors, including:

Contractor yearl year2 year3 year 4 years

Prormise Surnmative - RAND - evaluation desigh $ 500,000 % 25000015 250,000 S 250,000 | $ 25,000

Cambridge {PEVAL)

Buck Foundation -germma’s salary [ 140K); 4teacher
resident leaders; leadership develapment; NYC

Leadership Coaching & 620,000 3% 570,000 $ 520,000 % 470,000 | § 420,000
Talent Ed Technology S 80,000| ¢ soo000|$ sgo000|$ BOO00| S 80,000
Buck Foundation - Achievernent First around leadership

development; instructional rounds; Schlecty Center S 300,000

First Niagra: leadership development ¢ 500000} % soo000]$ Soo000f 8 250,000 | 6 250,000

Revivion learning; evaluation of PD

Computing with grewth; Damien Betebenner at the
Natignal Center forthe Improvement Assessmeant 5 30,000 % 30000[% 3000035 33,0005 30,000

ToTALl $ 2,080,000 | $1,430,000 | $1,380,000 | $1,080,000 [ § 805,000

14. Other

New Haven does not have costs that could be categerized as other.

10. Indireet Costs
New Haven has an established indirect cost rate from the U.S. Department of Education. The rate is
4.66% of the total of salaries and benefits. Only the salary and benefif costs of employces of New Haven
were included in the calculation.

| s 13_14 s _1___5_-;_6' 61
| 1,057,113 $ 1,083,405

.S
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Name of Institution/Organization Applicants requesting funding for only one year
Yew Haven, City of {Tno,) 5BA Kew Haven lubl-oo School Syslenm should comglete the colurn under "Project Year
1." Applicants requesting funding for mulii-year
grants should complete all applicabie columns.
Please read all instructions before completing
farm.

SECTION B - BUDGET SUMMARY
NON-FEDERAL FUNDS

Project Year 1 Project Year 2 Project Year 3 Project Year 4 Project Year § Total

Budget Categories i ) (c) () (e) M

. Personnel (b)(4)

—

. Fringe Benefits

- Travel

RS I TS B 8

. Equipment

5. Supplies

6. Contractual

7. Construction

8. Qther

9. Total Direct Costs
{lines 1-8}

10. Indirect Costs

11. Training Stipends

12. Total Costs
{lines 2-11} r r

T T T

SECTION C - BUDGET NARRATIVE (see instructions)

ED Form No, 524



