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Delaware Equity Plan Stakeholder Engagement

Root Cause Analysis Protocol
District Leaders Meeting — Collette Center — 1/22/15

PARTICIPANTS:

On January 22, 2015, a group of 16 District Leaders convened for a 120 minute facilitated discussion on a data review
and root cause analysis of educator inequity.

The Delaware Department of Education collected sign-in information with the intention of engaging the same stakeholders
in a potential strategies and solutions protocol at a later date. The attendants at this session were:

NAME

TITLE

DISTRICT/SCHOOL/ORG.

Fara Zimmerman
Scott Lykens
Hugh Broomall
Chris Smith
Dusty Blakey
Lori Duerr
Stephanie Smith
Victoria Gehrt
Susan Bunting
Celeste Bunting
Kim Doherty
John Ewald
Lincoln Hohler
Brenda Wynder
Darren Guido

Deputy Superintendent
Assistant Superintendent
Deputy Superintendent
Human Resources
Superintendent
Assistant Superintendent
Human Resources
Superintendent
Superintendent

Human Resources
Human Resources
Superintendent
Assistant Superintendent
Chief Academic Officer
Supervisor of Instruction

Christina School District

Caesar Rodney School District

Red Clay Consolidated School District
Red Clay Consolidated School District
Colonial School District

Colonial School District

Seaford School District

New Castle County Vo-Tech District
Indian River School District

Indian River School District
Brandywine School District

Laurel School District

Brandywine School District

Lake Forest School District

Capital School District
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SESSION INFORMATION:

During the session, an overview of the plan was presented to the group by Atnre Alleyne (DDOE TLEU) and Ellen
Sherratt (Center on Great Teachers and Leaders). Next, statewide data related to educator equity gaps was presented by
Meg Nipson (Harvard Strategic Data Project). The group then broke out into smaller groups and was presented with their
district/school level equity gap data. Participants then completed a graphic organizer (adapted from the Center on Great
Teachers and Leaders — Root Cause Analysis Workbook) asking them first to specify the challenges to be addressed, and
then identify root causes for one of the challenges they identified. Finally, the whole group engaged in a facilitated
discussion on the data, challenges, and root causes led by Ellen Sherratt and Judy Ennis (Center on Great Teachers and
Leaders). The note taker for the meeting was Maria Stecker (DDOE TLEU).

SESSION SUMMARY:

A summary of the types of equity gaps, root causes and sub-causes identified during the whole group facilitated
discussion can be found on page 4 of this document. A summary of the challenges and root causes identified by breakout
groups on.the graphic organizer can be found beginning on page 5 of this document.

The top root causes that emerged in the conversation were:.

School Leadership
Teacher Preparation
Inequitable Funding
Climate

9o 0 RS

Career Pathways
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Participants disagreed over the following: .

There were disagreements and questions related to the district-specific data given to small-groups. At the core of this

was the districts questioning the validity of the data and whether it was a reflection of their local context.

Any additional reflections or notes:

There was some confusion and hesitation over the district-specific data presented. Based on this feedback, the DDOE

will be revising the protocol and presenting only the state-level data in future protocols.
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Whole Group Facilitated Discussion Notes
ROOT CAUSES AND SUB-CAUSES.:

School Leadership
o TURNOVER - Leader turnover leads to uncertainty and unrest among staff
o TRAINING AND PREP - Redefining the role of being a school leader
o SCHOOL CLIMATE - Teaching staff has a negative perception of climate and buy-in to leadership style

* Funding Allocation/Resources
o NEW NEEDS NOT FUNDED - Changing demographics are not matched by resouces

* Teacher Preparation
o TRAINING - Insufficient preparation to work with ELL and other at-risk populations
o PARTNERSHIP - Lack of collaboration between districts and IHEs

o LOCATION - Disparities between resources upstate and downstate

* Climate

o UNSAFE ENVIROMENTS — Teachers don’'t want to go or stay at high needs schools in Wilmington because
of the unsafe environment and crime in the area

* Career Pathways

o PULLING EFFECTIVE TEACHERS — Gaps are caused by pulling effective teachers out of the classroom to
become administrators or instructional leaders
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Teacher Equity Root Cause Worksheet (adapted from CGTL Root Cause Analysis Workbook)
Step 1: Specify the Challenge to Be Addressed

Instructions

Reflect on the equitable-access challenges in your district and state. Discuss a list of such challenges in your group based on the data provide to
you. Then highlight the one challenge that seems to represent the greatest disparity or seems to be the most immediate and pressing,

Tips
*  Specify the problem in terms of a particular problematic equity outcome. For example:
*  “There is higher teacher ‘churn’ in high-need schoals as compared with non-high need schoals,”
* “In some of our district schoals, low-performing students are more likely than high-performing students to be assigned a novice

teacher.”

* The specified problem may relate to equitable access at the classroom, school, or district level; and it may relate to access to effective
teachers (e.g., teachers who meet a minimum standard of effectiveness) or access to the most outstanding teachers.

List one most pressing equity challenge after your brainstorm:
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Step 2: Identify Root Causes

Instructions

Brainstorm the root causes of the challenge identified in Step 1—that is, the reasons why this problematic equity outcome may have occurred.
After you've written down one explanation for the problematic equity outcome, ask yourself why. Write down a passible reason {even if you don’t
knaw far sure). Keep asking why until you seem to have exhausted the possible causes for the identified problem.

Tips

*  Focus on system challenges, not symptoms. For example, the tendency of early-career teachers to move from inner-city to suburban
schools after a few years is a symptom, while a lack of strang preparation ar leadership in certain inner-city schools is a systems challenge.
Also, the high percentages of teachers of students with disabilities who leave teaching for work in the private sector is a symptom, while

unmanageable caseloads for these teachers is a systems chollenge.

List the root causes and the sub-causes of the challenge you selected above:
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Teacher Equity Root Cause Worksheet (adapted from CGTL Root Cause Analysis Workbook)
Step 1: Specify the Challenge to Be Addressed

Instructions

Reflect on the equitable-access challenges in your district and state, Discuss a list of such challenges in your group based on the data provide t
you. Then highlight the one challenge that seems to represent the greatest disparity or seems to be the most immediate and pressing.

Tips
» Specify the problem in terms of a particular problematic equity cutcome, For example:
+  “There is higher teacher 'churn’ in high-need schools as compared with non-high need schools.”

*  “In some of our district schools, low-performing students are more likely than high-performing students to be assigned a novice
teacher.”

= The specified problem may relate to equitable access at the classroom, school, or district level; and it may relate to access to effective
teachers (e.g., teachers who meet a minimum standard of effectiveness) or access to the most outstanding teachers,

List one most pressing equity challenge after your brainstorm:
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Step 2: Identify Root Causes

Instructions

Brainstorm the root causes of the challenge identified in Step 1-—that is, the reasans why this problematic equity outcome may have occurred.
After you've written down one explanation for the problematic equity outcome, ask yourself why. Write down a possible reason (even if you don't
know for sure). Keep asking why until you seem to have exhausted the possible causes for the identified problem.

Tips
* Focus on system challenges, not symptoms. For example, the tendency of early-career teachers to move frem inner-city to suburban
schools after a few years is a symptom, while a lack of strong preparation or leadership in certain inner-city schools is a systems challenge.

Also, the high percentages of teachers of students with disabilities who leave teaching for work in the private sector Is a symptom, while
unmanageable caseloads for these teachers is a systems challenge. _ {f{xﬂ
Y V.

List the root causes and the sub-causes of the challenge you selected above: *i OI/D tghl Ve b
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Teacher Equity Root Cause Worksheet (adapted from CGTL Root Cause Analysis Workbook)
Step 1: Specify the Challenge to Be Addressed

Instructions

Reflect on the equitable-access challenges in your district and state, Discuss a list of such challenges in your group based on the data provide to
you. Then highlight the one challenge that seems to represent the greatest disparity or seems to be the most immediate and pressing.

Tips
* Specify the problem in terms of a particular problematic equity outcome. For example;
*  “There is higher teacher ‘churn’ in high-need schools as compared with non-high need schools.”

*  “In some of our district schools, low-performing students are more likely than high-performing students to be assigned a novice
teacher.”

= The specified problem may relate to equitable access at the classroom, school, or district level; and it may relate to access to effective
teachers (e.g., teachers who meet a minimum standard of effectiveness) ar access to the most outstanding teachers,

List one most pressing equity challenge after your brainstorm:
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Teacher Equity Root Cause Worksheet (adapted from CGTL Root Cause Analysis Workbook)
Step 1: Specify the Challenge to Be Addressed

Instructions

Reflect on the equitable-access challenges in your district and state. Discuss a list of such challenges in your group based on the data provide to
you. Then highlight the one challenge that seems to represent the greatest disparity or seems to be the most immediate and pressing.

Tips
» Specify the problem in terms of a particular problematic equity outcome. For example:
*  “There is higher teacher "churn’ in high-need schools as compared with non-high need schools.”

*  “In some of our district schools, low-performing students are mare likely than high-performing students to be assigned a novice
teacher.”

= The specified problem may relate to equitable access at the classroom, school, or district level; and it may relate to access to effective
teachers (e.g., teachers who meet a minimum standard of effectiveness) or access to the most outstanding teachers.

List one most pressing equity challenge after your brainstorm:
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Step 2: Identify Root Causes

Instructions

Brainstorm the root causes of the challenge identified in Step 1—that is, the reasons why this preblematic equity outcome may have occurred.
After you've written down one explanation for the problematic equity outcome, ask yourself why. Write down a possible reason (even if you don't
know for sure). Keep asking why until you seem to have exhausted the possible causes for the identified preblem.

Tips

* Focus on system challenges, not symptoms. For example, the tendency of early-career teachers to move from inner-city to suburban
schools after a few years is a symptom, while a lack of strong preparation or leadership in certain inner-city schools is a systems chollenge.
Also, the high percentages of teachers of students with disabilities who leave teaching for work in the private sector is a symptom, while
unmanageable caseloads for these teachers is a systems chaflenge.

List the root causes and the sub-causes of the challenge you selected above:

S

hMMﬁIMt = _%?c;-

Delaware. Stakeholder. Root Cause Analysis — Chiefs. Protocol (1/22/15) 12



Teacher Equity Root Cause Worksheet (adapted from CGTL Root Cause Analysis Workbook)
Step 1: Specify the Challenge to Be Addressed

Instructions

Reflect an the equitable-access challenges in your district and state. Discuss a list of such challenges in your group based on the data provide to
you. Then highlight the one challenge that seems to represent the greatest disparity or seems to be the most immediate and pressing.

Tips
* Specify the preblem in terms of a particular problematic equity outcome. For example:
«  “There is higher teacher ‘churn’ in high-need schoals as compared with non-high need schools.”

« “In some of our district schoals, low-performing students are mare likely than high-performing students to be assigned a novice
teacher.”

* The specified problem may relate to equitable access at the classroom, school, or district level; and it may relate to access to effective
teachers (e.g., teachers who meet a minimum standard of effectiveness) or access to the most outstanding teachers.

List one most pressing equity challenge after your brainstorm:
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Step 2: Identify Root Causes

Instructions

Brainstorm the reot causes of the challenge identified in Step 1 —that is, the reasons why this problematic equity outcome may have occurred,

After you've written down one explanation for the problematic equity cutcome, ask yourself why. Write down a possible reason (even if you don't

know far sure). Keep asking why until you seem to have exhausted the possible causes for the identified problem.

Tips
* Focus on system challenges, not symptoms, For example, the tendency of early-career teachers to move from inner-city to suburban

schools after a few years Is a symptom, while a lack of strong preparation or leadership in certain inner-city schools is a systems challenge.

Also, the high percentages of teachers of students with disabilities who leave teaching for work in the private sector is a symptom, while
unmanageable caseloads for these teachers is a systems challenge,

List the root causes and the sub-causes of the challenge you selected above:
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Teacher Equity Root Cause Worksheet (adapted from CGTL Root Cause Analysis Workbook)
Step 1: Specify the Challenge to Be Addressed

Instructions

Reflect on the equitable-access challenges in your district and state. Discuss a list of such challenges in your group based an the data provide to
you. Then highlight the one challenge that seems to represent the greatest disparity or seems to be the most immediate and pressing.
Tips
* Specify the problem in terms of a particular problematic equity cutcome. For example:
*  “There is higher teacher ‘churn’ in high-need schools as compared with non-high need schools.”

* “In some of our district schools, low-performing students are more likely than high-performing students to be assigned a novice
teacher.”

* The specified problem may relate to equitable access at the classroom, school, or district level; and it may relate to access to effective
teachers (e.g., teachers who meet a minimum standard of effectiveness) or access to the most outstanding teachers,

List one most pressing equity challenge after your brainstorm:
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Delaware Equity Plan Stakeholder Engagement

Root Cause Analysis Protocol
Delaware Principals Advisory Group (D-PAG) — Townsend Building — 2/9/15

PARTICIPANTS:
On February 9, 2015, a group of 11 Delaware principals convened for a 75 minute facilitated discussion on a data review
and root cause analysis of educator inequity.

The Delaware Department of Education collected sign-in information with the intention of engaging the same stakeholders
in a potential solutions and strategies protocol at a later date. The attendants at this session were:

NAME

TITLE - SCHOOL

LEA

Matthew Donovan
John Filicicchia

Principal — Middletown High School
Principal — Lake Forest High School

Appoquinimink
Lake Forest

Shan Green Principal — Dover Central Middle School Capital

Yulonda Murray Principal — Maple Lane Elementary School Brandywine

Ige Purnell Principal — McCullough Middle School Colonial

David Santore Principal — Dover Air Force Base Middle School Caesar Rodney
David Hudson Principal — Long Neck Elementary School Indian River
Aaron Selekman Principal — H.B. du Pont Middle School Red Clay

Steve Norman Principal — Positive Outcomes Charter School Positive Outcomes
Nick Manolakos Headmaster — Odyssey Charter School Odyssey

Denise Parks Assistant Headmaster — Odyssey Charter School Odyssey
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SESSION INFORMATION:

During the session, an overview of the plan was presented to the group. by Christopher Ruszkowski (DDOE TLEU). Next,
statewide data related to educator equity gaps was presented by Atnre Alleyne (DDOE TLEU). The group then broke out
into pairs and completed a graphic organizer (adapted from the Center on Great Teachers and Leaders — Root Cause
Analysis Workbook) asking them first to specify the challenges to be addressed, and then identify root causes for one of
the challenges they identified. DDOE TLEU team members listened in and helped guide the breakout groups, when
needed. Finally, the whole group engaged in a facilitated discussion. on the data, challenges, and root causes led by
Christopher Ruszkowski. The note taker for the meeting was Maria Stecker (DDOE TLEU).

SESSION SUMMARY:

A summary of the root cause categories and sub-causes identified during the whole group facilitated discussion can be
found on page 3 of this document. A summary of the challenges and root causes identified by breakout groups on the
graphic organizer can be found beginning on page 4 of this document.

The top root causes categories/priorities that emerged in the conversation were:

1. Teacher preparation programs not aligned to skills needed for high-needs schools
2. Inequitable funding/lack of resources

3. School leadership turnover

4. Physical plant

Participants disagreed over the following:

Some participants expressed disagreement over the measure used for teacher effectiveness.
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Whole Group Facilitated Discussion Notes

ROOT CAUSES CATEGORIES AND SUB-CAUSES:

@]

School Leadership

TURNOVER - Leader turnover creates inconsistency and contributes to negative school climate (2)

* Funding/Resources

O

RESOUCES - High needs schools do not have the resources they need to support students (mental health,
behavioral health, etc.) (3)

* Climate/Geography

O

O
O
O

GEOGRAPHY - Educators live in different areas than the high-needs schools
STRESS LEVEL/EFFORT - It is easier to achieve a high teaching rating in a low-needs school
PARENTAL SUPPORT - Less support for school, students, and teachers

PHYSICAL PLANT - Building in high-needs schools not as nice/not as many physical resources as those in
low-needs schools (2)

 Compensation

@]

SAME PAY, MORE STRESS - For the same job and pay, a teacher has more stress in a high-needs school

« Teacher Prep

[}

PREP PROGRAMS - Preparation do not prepare teachers with the skills to teach in a high-needs school (3)

« Professional Development

O

PROFESSIONAL DEVELOPMENT - PD is not aligned with giving teachers tool for high-needs
environments

* Policy and Conditions

(@]
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»” 'l‘e;lcln_-.)liquity Root Cause Worksheet (adapted from L.JG'I‘L Root Cause Analysis Workbook)

Step 1: Specify the Challenge to Be Addressed

Instructions

Reflect on the equitable-access challenges in your district and state, Discuss a list of such challenges in your group based on the data provide to
you. Then highlight the one challenge that seems to be the most immediate and pressing.

Tips
* Specify the problem in terms of a particular problematic equity outcome. For example:
* “There is higher teacher ‘churn’ in high-need schools as compared with non-high need schools.”
*  “In some of our district schools, low-performing students are more likely than high-performing students to be assigned a novice

teacher.”
* The specified problem may relate to equitable access at the classroom, school, or district level; and it may relate to access to effective
teachers [e.g., teachers who meet a minimum standard of effectiveness) or access to the most outstanding teachers.

List one most pressing equity challenge after your brainstorm:
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Teache. Equity Root Cause Worksheet (adapted from .GTL Root Cause Analysis Workbook) |

Step 1: Specify the Challenge to Be Addressed o—
“'\
Instructions =

Reflect on the equitable-access challenges in your district and state. Discuss a list of such challenges in your group based on the data provide ta
you. Then highlight the one challenge that seems to be the most immediate and pressing.

Tips
* Specify the problem in terms of a particular problematic equity outcome. For example:
* “There is higher teacher ‘churn’ in high-need schools as compared with non-high need schools.”

*  "Insome of our district schools, low-perferming students are more likely than high-perfarming students to be assigned a novice
teacher.”

* The specified problem may relate to equitable access at the classream, school, or district level; and it may relate to access to effective
teachers {e.g., teachers who meet a minimum standard of effectiveness) or access to the mast outstanding teachers.

List one most pressing equity challenge after your brainstorm:
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Teache. Equity Root Cause Worksheet (adapted from GTL Root Cause Analysis Workbook) ¢

Step 1: Specify the Challenge to Be Addressed [
Instructions '

Reflect on the equitable-access challenges in your district and state. Discuss a list of such challenges in your group based on the data provide to
you. Then highlight the one challenge that seems to be the most immediate and pressing.
Tips
* Specify the problem in terms of a particular problematic equity outcome. For example:
* "“There is higher teacher ‘churn’ in high-need schools as compared with non-high need schools.”

* "In some of our district schools, low-performing students are more likely than high-performing students to be assigned a novice
teacher.”

* The specified problem may relate to equitable access at the classroom, school, or district level; and it may relate to access to effective
teachers (e.g., teachers who meet a minimum standard of effectiveness} or access to the most outstanding teachers,

List one most pressing equity challenge after your brainstorm:
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Step 2: Identify Root Causes
Instructions

Brainstorm the root causes of the challenge identified in Step 1—that is, the reasons why this problematic equity outcome may have occurred.
After you've written down one explanation for the problematic equity outcome, ask yourself why. Write down a possible reason (even if you don
know for sure). Keep asking why until you seem to have exhausted the possible causes for the identified problem.

Tips
* Focus on system challenges, not symptoms, For example, the tendency of early-career teachers to move from inner-city to suburban

schools after a few years Is a symptom, while a lack of strong preparation or leadership in certain inner-city schools is a systems challenge,
Also, the high percentages of teachers of students with disabilities who leave teaching for work in the private sector is a symptom, while

unmanageable caseloads for these teachers is a systems challenge.

List the root causes and the sub-causes of the challenge you selected above:
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Teacher Equity Root Cause Worksheet (adapted from CGTL Root Cause Analysis Workbook)

Step 1: Specify the Challenge to Be Addressed

Instructions

Reflect on the equitable-access challenges in your district and state. Discuss a list of such challenges in your group based on the data provide to
you. Then highlight the one challenge that seems to be the most immediate and pressing.

Tips
* Specify the problem in terms of a particular problematic equity outcome. For example:

* “There is higher teacher ‘churn’ in high-need schools as compared with non-high need schools.”

* "Insome of our district schools, low-performing students are more likely than high-performing students to be assigned a novice
teacher.”

* The specified problem may relate to equitable access at the classroom, school, or district level; and it may relate to access to effective
teachers (e.g., teachers who meet a minimum standard of effectiveness) or access to the most outstanding teachers,
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Step'2: Identify Root Causes
Instructions

Brainstorm the root causes of the challenge identified in Step 1—that is, the reasons why this problematic equity outcome may have occurred.
After you've written down one explanation for the problematic equity outcome, ask yourself why. Write down a possible reason (even if you don
know for sure). Keep asking why until you seem to have exhausted the possible causes for the identified problem.

Tips

* Focus on system challenges, not symptoms, For example, the tendency of early-career teachers to move from inner- city to suburban
schools after a few years is a symptom, while a lack of strong preparation or leadership in certain inner-city schools is a systems challenge.
Also, the high percentages of teachers of students with disabilities wha leave teaching for work in the private sectar is a symptom, whi

unmanageable caseloads for these teachers is a systems challenge. - dﬂw\(}&l‘\’ q{} [\/m\
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Teache. i{quity Root Cause Worksheet (adapted from wuTL Root Cause Analysis Workbook)

Step 1: Specify the Challenge to Be Addressed

Instructions

Reflect on the equitable-access challenges in your district and state, Discuss a list of such challenges in your group based on the data provide to
you. Then highlight the one challenge that seems to be the most inmediate and pressing.

Tips
* Specify the problem in terms of a particular problematic equity outcome. For example:

*  “There is higher teacher ‘churn’ in high-need schools as compared with non-high need schools.”

*  “In some of our district schools, low-performing students are more likely than high-performing students to be assigned a novice
teacher.”

* The specified problem may relate to equitable access at the classroom, school, or district level; and it may relate to access to effective
teachers (e.g., teachers who meet a minimum standard of effectiveness) or access to the most outstanding teachers.

List one most pressing equity challenge after your brainstorm:

04
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Brainstorm the root causes of the challenge identified in Step 1—that is, the reasons why this problematic equity outcome may have occurred,
After you've written down one explanation for the problematic equity outcome, ask yourself why. Write down a possible reason (even if you don
know for sure). Keep asking why until you seem to have exhausted the possible causes for the identified problem.

Tips

* Focus on system challenges, not symptoms. For example, the tendency of early-career teachers to move from Inner-city to suburban
schools after a few years is a symptom, while a lack of strong preparation or leadership in certain inner-city schoals is a systems challenge
Also, the high percentages of teachers of students with disabilities who leave teaching for work in the private sector is a symptorn, while
unmanageable caseloads for these teachers is a systems cholfenge.

List the root causes and the sub-causes of the challenge you selected above:
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Teache. fiquity Root Cause Worksheet (adapted from wuTL Root Cause Analysis Workbook)

Step 1: Specify the Challenge to Be Addressed

Instructions

Reflect on the equitable-access challenges in your district and state. Discuss a list of such challenges in your group based on the data provide to
you. Then highlight the one challenge that seems to be the most immediate and pressing.

Tips
*  Specify the problem in terms of a particular problematic equity outcome, For example:
*  "There is higher teacher ‘churn’ in high-need schools as compared with non-high need schools.”
“In some of our district schools, low-performing students are more likely than high-performing students to be assigned a novice

teacher.”
* The specified problem may relate to equitable access at the classroom, school, or district level; and it may relate to access to effective
teachers (e.g., teachers who meet a minimum standard of effectiveness) or access to the most outstanding teachers.

List one most pressing equity challenge after your brainstorm:
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Step 2: Identify Root Causes -

Instructions e
b

Brainstarm the root causes of the challenge identified in Step 1—that is, the reasons why this problematic equity cutcome may have occurred.
After you've written down one explanation for the problematic equity outcome, ask yourself why. Write down a possible reasen (even if you don
know for sure). Keep asking why until you seem to have exhausted the possible causes for the identified problem.

Tips

* Focus on system challenges, not symptoms. For example, the tendency of early-career teachers to move from inner-city to suburban
schools after a few years is a symptom, while a lack of strong preparation or leadership in certain inner-city schools is a systems challenge.
Also, the high percentages of teachers of students with disabilities who leave teaching for work in the private sector is a symptom, while
unmanageable caseloads for these teachers is a systems cholfenge.

List the root causes and the sub-causes of the challenge you selected above:
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Teache. Equity Root Cause Worksheet (adapted from «GTL Root Cause Analysis Workboolk)

Step 1: Specify the Challenge to Be Addressed

Instructions

Reflect on the equitable-access challenges in your district and state. Discuss a list of such challenges in your group based on the data provide to
you. Then highlight the one challenge that seems to be the most immediate and pressing.

Tips
* Specify the problem in terms of a particular problematic equity outcome. For example:
* “There is higher teacher ‘churn’ in high-need schools as compared with non-high need schools.”
* "In some of our district schoals, low-performing students are more likely than high-performing students to be assigned a novice

teacher.”

* The specified preblem may relate to equitable access at the classroom, school, or district level; and it may relate to access to effective
teachers (e.g., teachers who meet a minimum standard of effectiveness) or access to the most outstanding teachers.

List one most pressing equity challenge after your brainstorm:
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Step 2: ldentify Root Causes
Instructions

Brainstorm the root causes of the challenge identified in Step 1—that is, the reasons why this problematic equity outcome may have occurred.
After you've written down one explanation for the problematic equity outcome, ask yourself why. Write down a possible reason (even if you don
know for sure). Keep asking why until you seem to have exhausted the possible causes for the identified problem,

Tips

* Focus on system challenges, not symptoms. For example, the tendency of early-career teachers to move from inner-city to suburban
schools after a few years is a symptom, while a lack of strong preparation or leadership in certain inner-city schoals is a systems challenge
Also, the high percentages of teachers of students with disabilities who leave teaching for work in the private sector is a symptom, while

unmanageable caseloads for these teachers is a systems chollenge.

List the root causes and the sub-causes of the challenge you selected above:
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Step 2: Identify Root Causes
Instructions

Brainstorm the root causes of the challenge identified in Step 1—that is, the reasons why this problematic equity outcome may have occurred.
After you've written down one explanation for the problematic equity outcome, ask yourself why. Write down a possible reason {even if you don
know for sure). Keep asking why until you seem to have exhausted the possible causes for the identified problem.

s i grgeaned ;é.”w’écfé cheld” ~ Aive ireppedfive sy

* Focus on system challenges,’not symptoms. For example, the tendency of early-career teachers to move frof fnner-city to suburban
schools after a few years is a symptom, while a lack of strong preparation or leadership in certain inner-city schoels is a systems challenge
Also, the high percentages of teachers of students with disabilities who leave teaching for work in the private sector is a symptom, while
unmanageable caseloads for these teachers is a systems challenge. » }I,‘ P Aggy S

A

List the root causes and the sub-causes of the challenge you selected above: /
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Delaware Equity Plan Stakeholder Engagement

Root Cause Analysis Protocol

PARTICIPANTS:

Delaware Talent Cooperative Educators — Collette Center — 2/18/15

On February 18, 2015, a group of 13 educators for the Delaware Talent Cooperative convened for a 90 minute facilitated
discussion on a data review and root cause analysis of educator inequity.

The Delaware Department of Education collected sign-in information with the intention of engaging the same stakeholders
in a potential solutions and strategies protocol at a later date. The attendants at this session were:

NAME

SCHOOL

GRADE LEVEL TAUGHT

James Bailey
Shani Benson
Lane Carter
Anthony Davis
Jodi DaCosta
Liza Giaccone
Karen Hammer
Charles Hoard
Alexis Huttie
Angela Johnson
Christiane Schulze
Faye Unger
Brad Whitenight
David Rose

Dover High School
South Dover Elementary
Dover High School
EastSide Charter School
Harlan Elementary
Dover High School
Dover High School
Howard High School
South Dover Elementary
Laurel Intermediate
South Dover Elementary
South Dover Elementary
Dover High School
Positive Outcomes Charter School

Attendance Paraprofessional; 11™ and 12" Grades
3" Grade

HS ELA

6™ Grade

Guidance Counselor

Nurse

Guidance Counselor

HS Building Automation Systems
3" Grade

5" Grade Social Studies

3" Grade

Nurse

Music Teacher

Special Education; 7" — 12" Grades

Delaware Stakeholder Root Cause Analysis — Delaware Talent Cooperative Educators (2/18/15)



SESSION INFORMATION:

During the session, an overview of the plan was presented to the group by Shanna Ricketts (Harvard Strategic Data
Project).. Next, statewide data related to educator equity gaps was. presented by Doug Gagnon (Harvard Strategic Data
Project). The group then broke out into smaller groups and completed a graphic organizer (adapted from the Center on
Great Teachers and Leaders — Root Cause Analysis Workbook) asking them first to specify the challenges to be
addressed, and then identify root causes for one of the challenges they identified. DDOE TLEU team members listened in
and helped guide the breakout groups, when needed. Finally, the whole group engaged in a facilitated discussion on the
data, challenges, and root causes led by Shanna Rickets (Harvard Strategic Data Project), Rebecca Marshall (DDOE
TLEU), and Maria Stecker (DDOE TLEU). The note taker for the meeting was Maria Stecker (DDOE TLEU).

SESSION SUMMARY:

A summary of the root cause categories and sub-causes identified during the whole group facilitated discussion can be
found on pages 3-4 of this document. A summary. of the challenges and root causes identified by breakout groups on the
graphic organizer can be found on beginning on page 5 of this document.

The top root causes categories/priorities that emerged in the conversation were:

1. Poor school leadership and turnover creates a negative school culture and a lack of buy-in among staff (poor
leaders do not engage staff in collective decision making)

2. There is a lack of resources in high need schools to meet the holistic needs of students.

3. Late hiring timelines and lower pay put Delaware at a disadvantage compared to surrounding states

4. Federal loan repayment programs. attract educators to high need schools who leave either the profession or the
school as soon as their loans are repaid

5. The negative perception of teaching as a profession and safety in high need schools fails to attract potentially

great educators to both the profession and working in the neediest schools

Delaware Stakeholder Root Cause Analysis — Delaware Talent Cooperative Educators (2/18/15) 2



Whole Group Facilitated Discussion Notes

ROOT CAUSES CATEGORIES AND SUB-CAUSES:

* School Leadership

o POOR LEADERSHIP IN CLASS PLANNING/PLACEMENT - Classes are not planned in a way that best
meets the new teachers needs; Instead, they are just filling a gap.

o PRINCIPAL TURNOVER CREATES NEGATIVE CULTURE - Principal turnover (possibly due to constant
scrutiny/spotlight) causes upheaval, leads to feelings of uncertainty, and creates no incentives for great
teachers to stay. This also creates a negative, gossipy environment that does not encourage collaboration.

)

o TOP DOWN MANAGEMENT STYLE — A top down management style contributes to a lack of transparency
and does not encourage buy-in and collaboration among staff and does not produce the best outcome for
students. Shared decision making would be key to changing this. (3)

o PRINCIPAL BIAS — A negative culture is created when the Principal shows bias in the areas of educator
evaluation as it is a subjective system.

* Mentoring, Coaching, Professional Development, & On-going Supports

o LACK OF CLASSROOM MANAGEMENT SKILLS — Teachers in many HN schools are not receiving support
in classroom management leading to lost instructional time.

* Hiring/Recruitment

o LATE HIRING TIMELINES — Late hiring timelines puts Delaware at a disadvantage compared to other
states. (2)

Delaware Stakeholder Root Cause Analysis — Delaware Talent Cooperative Educators (2/18/15) 3



 Compensation/Incentives/Career Pathways

o LOWER PAYING THAN OTHER STATES — In general, the best teachers go to Maryland, Pennsylvania,
and New Jersey because they can get higher pay.

o LOWER PAY IN HN SCHOOLS AND DISTRICTS — There are lower starting and retaining salaries in high
need schools and districts, which do not attract the highest quality candidates.

o FEDERAL LOAN REPAYMENT — Federal loan repayment programs attract educators to high need schools
who leave either the profession or the school as soon as their loans are repaid. (2)

Teacher Preparation

o PREPARATION NOT ALIGNED - Teachers are not coming into the classroom prepared to meet the needs
of students in high need schools.

Resources

o RESOURCES FOR HOLISTIC NEEDS - Due to the antiquated funding formula, there is a lack of resources
necessary to meet the holistic needs of the child. (3)

Perception of Teaching

o NEGATIVE PERCEPTION OF TEACHING — In general, teaching is not a respected profession that attracts
the best and the brightest. The inability to attract teachers to high needs schools compounds the problem
for those students. (2)

Climate/Geography

o MORE STRESSFUL - It is more challenging to teach in high need school, which leads to teacher burnout
and turnover.

o PERCEPTIONS OF SAFETY — Negative/unsafe perceptions of the school and surrounding area prohibit
attracting some high quality teachers to the school. (2)

Delaware Stakeholder Root Cause Analysis — Delaware Talent Cooperative Educators (2/18/15) 4



Teacher Equity Root Cause Worksheet (adapted from CGTL Root Cause Analysis Workbook)

Step 1: Specify the Challenge to Be Addressed

Instructions

Reflect on the equitable-access challenges in your district and state. Discuss a list of such challenges in your group based on the data provide to
you. Then highlight the one challenge that seems to be the most immediate and pressing,

Delaware Equity Gaps and Challenges Identified in the Data:

« Teacher Experience - Schools that serve a large percent of low income and/or minority students are more likely to have a larger share of
first year teachers. Additionally, on average, lower achieving students are placed with less experienced teachers — between and within

schools,
+ Teacher Turnover ~ Teacher turnover varies considerable across school districts in Delaware. There is higher teacher turnover in schools

that serve higher percentages of low income and/or minority students. Additionally, teachers are less likely to transfer into high-need

schools from non-high-need schools,
* Teacher Effectiveness - The proportion of low income and/or minarity students in a school is related to the student growth component of

teacher evaluations. Schools with high percentages of low-income and/er minority students are more likely to have teachers who receive
“Unsatisfactory” ratings on the student growth component of their teacher evaluations.

List one most pressing equity challenge after your brainstorm:
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Step 2: Identify Root Causes

Instructions

Brainstorm the root causes of the challenge identified in Step 1—that is, the reasons why this problematic equity outcome may have occurred.
After you've written down one explanation for the problematic equity outcome, ask yourself why. Write down a possible reason {even if you don”
know for sure). Keep asking why until you seem to have exhausted the possible causes for the identified problem.

Tips:

* Trytoexplore many root causes. For example, root causes for higher teacher turnover In high-needs schools could be due to a lack of epportunity for career
advancement, poor school leadership, lack of geographic proximity to heme and other amenities, and many others.

" After naming root causes, dig deep into the sub-causes. For example, if poor school leadership is a root cause, turnover in leadership, lack of quality leader
prepzration programs, and negative school culture could be sub-causes,

sList the root causes and the sub—cau;as of the challenge you selected aboyg 2 o L1
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Teacher Equity Root Cause Worksheet (adapted from ¢GTL Root Cause Analysis Workbook)
Step 1: Specify the Challenge to Be Addressed

Instructions

Reflect on the equitable-access challenges in your district and state. Discuss a list of such challenges in your group based on the data provide to
you. Then highlight the one challenge that seems to be the most immediate and pressing.

Delaware Equity Gaps and Challenges Identified In the Data:

+ Teacher Experience - Schools that serve a large percent of low income and/or minaority students are more likely to have a larger share of

first year teachers. Additiocnally, on average, lower achieving students are placed with less experienced teachers — between and within
schoals.

* Teacher Turnover - Teacher turnover varies considerable across school districts in Delaware. There is higher teacher turnover in schools
that serve higher percentages of low income and/or minority students. Additionally, teachers are less likely to transfer into high-need
schoals from non-high-need schoals,

* Teacher Effectiveness - The proportion of low income and/or minority students in a school is related to the student growth component of
teacher evaluations. Schools with high percentages of low-income and/or minority students are more likely to have teachers who receive
“Unsatisfactory” ratings on the student growth component of their teacher evaluations.

List one most pressing equity challenge after your brainstorm:
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Teacher Equity Root Cause Worksheet (adapted from CGTL Root Cause Analysis Workbook)
Step 1: Specify the Challenge to Be Addressed

Instructions

Reflect on the equitable-access challenges in your district and state. Discuss a list of such challenges in your group based on the data provide to
you. Then highlight the one challenge that seems to be the most immediate and pressing,

Delaware Equity Gaps and Challenges Identified in the Data:

eacher Experience - Schools that serve a large percent of low income and/or minarity students are more likely to have a larger share of

first year teachers. Additicnally, on average, lower achieving students are placed with less experienced teachers - between and within

schools.

Teacher Turnover — Teacher turnover varies considerable across school districts in Delaware. There is higher teacher turnaver in schools

that serve higher percentages of low income and/or minority students. Additionally, teachers are less likely to transfer into hlgh need

schools from non-high-need schools. & (LOuse » ST t Aor oifer ta.dbr ., S(on | (¢aclat }\
C Teacher Effectiveness - The proportion of low income and/or minority$tudents in a school is related to the student growth component of

teacher evaluations. Schools with high percentages of low-income and/or minority students are more likely to have teachers who receive

“Unsatisfactory” ratings on the student growth component of their teacher evaluaﬂons %
O b fadr wluahen. pachcio Or unsaf
ist one most pressing equity challenge after your brainstorm: 6 W W rated Schs & f

beca aﬁyrfénmﬁw

; f

\ : :}[ d—ﬁ-‘t&e ook Loe padl
|.Mf_ d&‘ ﬁCi&M 1128 (e yid:(ul-als
20 txﬂdﬂ_Sﬁf—*@fuﬂ) U

Delaware. Stakeholder Root Cause Analysis — Delaware Talent Cooperative Educators. (2/18/15) o C ‘ a2 le’,q m wi_,t_, \1

tacker 0t 4 hugt de




Step 2: Identify Root Causes

Instructions

Brainstorm the root causes of the challenge identified in Step 1—that Is, the reasons why this problematic equity outcome may have occurred.
After you've written down one explanation for the problematic equity outcome, ask yourself why. Write down a possible reason (even if you don”
know for sure), Keep asking why until you seem to have exhausted the possible causes for the identified problem.

Tips:
*  Tryto explore many root causes. For example, root causes for kigher teacher turnover in high-needs schools could be due to a lack of epportunity for career
advancement, poor school leadership, lack of geographic proximity to home and other amenities, and many others. cﬂﬂ/_y witm mu. ’
*  After naming roct causes, dig deep into the sub-causes. For example, if poor school leadership is a root cause, turnover in leadership, lack of quality leage m{,
preparation programs, and negative school culture could be sub-causes, Q W ’ ww fb
ﬁﬂk.l k

+ List the root causes and the sub-causes of the challenge you selected above:e
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Step 2: ldentify Root Causes

Instructions

Braistorm (e 1008 cadses 0 the (b enge Wenllied i Step L —thatis, the reastns

oW ‘0t sdte] Seep esking why antil vou seem o have exhousted the possible cagses for the denty!

Tips:

. Y IS SAZOTE MATY MO0t autes FOf ceamiie TDOT CaLS0S PO0 MR 12T L A awed N RS fends sthec s
2SENLEMCN, 2007 5NOC CRTCTINE, ‘SN G ROCRTEDNL 213 By 10 NOME 370 TN IMENTIeS. INT Mty Sty

B OATeY naT Q008 LAVHES A OUCD TS IRC LD Cutes . B Cxatroie, f DOOr Sihedl €a3detin ) £ 1 TS0% Cautd Y tnaves ift ig
SHEITTALEN SFERTIME, NI IS W 1IN0 Cuilufe COuw-d B 14D Causes

List the root causes ard the sub-causes of the challenge you selected above:

why this problematic eguity culionie
A'ter you've witlen dowr une expglanalion 'or the prodlematic equty gateome, sk yoursel’ why Wite down 3 poss

el problem

may hdve owsatred

Toud B Ot 33l & CoDbrtnty O L3 ee”

Sle feason (ever ' you don't

L

) PYP0R Y ML
o WS SN
WYY |,

Foxcd—t

Do

=3

<
i

1

~IAPATIUT

FONOV 0714

ff\ SEReE

(-

]
Wl

\

"n
5
!

1%

Ve

7

et

PR

¥

L

")

Vg ot v
. %ﬂ s
Yo

Fen W) WYY
s g7 U P

[

-
wur

wap o e MO0 STTYIOA P g | -

y

MY
W ),"M?)%M!}t

rmm;l

%
WY o

K29

L1

¢UPA|

&,

3{)0?

Y

)

i)

)

5122

)

\ ,m J,UH ¢

£
e

R et

3

'g,mpmt’
cec /ol 24t

t
&

\I"S.

Delaware. Stakeholder Root Cause Analysis — Delaware Talent Coop ucators. (2:‘1 8/15)

T &

AP @B QNQ‘;SQ} AT YIS o «

12



Teacher Equity Root Cause Worksheet (adapted from CGTL Root Cause Analysis Workbook)

Step 1: Specify the Challenge to Be Addressed

Instructions

Reflect on the equitable-access challenges in your district and state. Discuss a list of such challenges in your group based on the data provide to
you. Then highlight the one challenge that seems to be the most immediate and pressing.

Delaware Equity Gaps and Challenges Identified in the Data:
*+ Teacher Experience - Schools that serve a large percent of low income and/or minarity students are more likely to have a larger share of

first year teachers. Additionally, on average, lower achieving students are placed with less experienced teachers — between and within

schools.

* Teacher Turnover - Teacher turnover varies considerable across school districts in Delaware. There is higher teacher turnover in schools
that serve higher percentages of low income and/or minority students. Additionally, teachers are less likely to transfer into high-need
schools from non-high-need schools.

+ Teacher Effectiveness - The proportion of low income and/or minority students in a school is related to the student growth component of
teacher evaluations. Schools with high percentages of low-income and/or minority students are more likely to have teachers who receive
“Unsatisfactory” ratings on the student growth component of their teacher evaluations.

List one most pressing equity challenge after your brainstorm: PPy TS AL
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Teacher Equity Root Cause Worksheet (adapted from <GTL Root Cause Analysis Workbook)
Step 1: Specify the Challenge to Be Addressed

Instructions

Reflect on the equitable-access challenges in your district and state. Discuss a list of such challenges in your group based on the data provide to
you. Then highlight the one challenge that seems to be the most immediate and pressing.

Delaware Equity Gaps and Challenges Identified in the Data:

+ / Teacher Experience - Schools that serve a large percent of low income and/or minority students are more likely to have a larger share of
first year teachers. Additionally, on average, lower achieving students are placed with less experienced teachers — between and within
schools.

* Teacher Turnover - Teacher turnover varies considerable across school districts in Delaware. There is higher teacher turnover in schools
that serve higher percentages of low income and/or minority students. Additionally, teachers are less likely to transfer into high-need
schools fram non-high-need schools.

+ Teacher Effectiveness - The proportion of low income and/or minority students in a school is related to the student growth component of
teacher evaluations. Schools with high percentages of low-income and/or minerity students are more likely to have teachers who receive
“Unsatisfactory” ratings on the student growth component of their teacher evaluations.

List one most pressing equity challenge after your brainstorm:

—
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Step 2: Identify Root Causes

Instructions

Brainstorm the root causes of the challenge identified in Step 1—that is, the reasons why this problematic equity outcome may have occurred.
After you've written down one explanation for the problematic equity outcome, ask yourself why, Write down a possible reason (even if you don”
know for sure). Keep asking why until you seem to have exhausted the possible causes for the identified problem.

Tips:

*  Try to explore many root causes, For example, roct causes for higher teacher turnover in high-needs schools could be due to a lack of opportunity for career
advancement, poor scheol leadership, lack of geographic proximity to hame and other amenities, and many others.

*  After naming root causes, dig deep into the sub-causes, For example, if poor schocl leadership |5 a root cause, turnover in leadership, lack of qua'lty leader
preparation programs, and negative school culture could ke sub-causes.

List the root causes and the sub-causes of the challenge you selected above:
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Delaware Equity Plan Stakeholder Engagement

Root Cause Analysis Protocol
Charter Forum — Community Education Building — 3/11/15

PARTICIPANTS:

On March 11, 2015, a group of seven Delaware charter school administrators and one education foundation
representative convened for a 120 minute facilitated discussion on a data review and root cause analysis of educator
inequity.

The Delaware Department of Education collected sign-in information with the intention of engaging the same stakeholders
in a potential solutions and strategies protocol at a later date. The attendants at this session were:

NAME TITLE CHARTER SCHOOL/ORG.
Kendra Giardiniere Tutor Corps Director Great Oaks

Sally Maldonado Head of School Kuumba Academy

Tricia Hunter Crafton School Leader The Delaware MET

Martin Rayala Chief Academic Officer Design-Lab High School
Catherine Balsley Head of School Campus Community

Liz Hoyt Research Associate Rodel Foundation of Delaware
Margie Lopez Waite Head of School ASPIRA Academy

Salome Thomas-EL Head of School Thomas Edison Charter School

Delaware Stakeholder Root Cause Analysis — Charter Leaders Protocol (3/11/15) 1



SESSION INFORMATION:

During the session, an overview of the plan was presented to the group. by Christopher Ruszkowski (DDOE TLEU). Next,
statewide data related to educator equity gaps was presented by Doug Gagnon (Harvard. Strategic Data Project). The
group then broke out into pairs and completed a graphic organizer (adapted from the Center on Great Teachers and
Leaders — Root Cause Analysis Workbook) asking them first to specify the challenges to be addressed, and then identify
root causes for one of the challenges they identified. DDOE TLEU team members listened in and helped guide the
breakout groups, when needed. Finally, the whole group engaged in a facilitated discussion on the data, challenges, and
root causes led by Maria Stecker (DDOE TLEU). The note taker for the meeting was Maria Stecker.

SESSION SUMMARY:

A summary of the root cause categories and sub-causes identified during the whole group facilitated discussion can be
found on pages 4-5 of this document. A summary of the challenges and root causes identified by breakout groups on the
graphic organizer can be found beginning on page 6 of this document.

The top root causes categories/priorities that emerged in the conversation were:

1. Ineffective/unaligned professional development

2. Lack of cultural competency/mindset needed to be effective among teachers in a high-needs environment; no
strategic recruitment or hiring practices aimed at getting teachers with the right cultural competencies/mindset into
these schools

3. School leadership does not provide the coaching and empower teachers to feel invested and be effective.

4. School preparation and internship programs are not teaching the skills needed in high-needs schools; additionally,

internship/student teaching programs are not long enough to assess whether the environment is a mutual fit

.Delaware Stakeholder Root Cause Analysis — Charter Leaders Protocol (3/11/15)



Participants asked questions about or suggested the following:
» Concern that we are not considering the gender gap (especially as it related to STEM)
* Desire to see charter schools included in the data and pulled out separately
* For the plan, request that DDOE creates and think through ideas for how to make some strategies specifically for

charter schools

Participants disagreed over the following:
One school leader expressed that in her school, teacher experience was not a good indicator of effectiveness with
students. She has found her newer, less experiences teachers have a more flexible mindset and are adapting better to

teaching the CCSS.

Delaware Stakeholder Root Cause Analysis — Charter Leaders Protocol (3/11/15)



Whole Group Facilitated Discussion Notes
ROOT CAUSES CATEGORIES AND SUB-CAUSES:

e School Leadership

o LEADERSHIP UNABLE TO COACH TEACHERS — Some school leaders are not providing high quality
feedback and coaching to their teachers so they can improve their practice (2)

o LEADERSHIP DOES NOT EMPOWER TEACHERS — Teachers are not empowered and do not feel
ownership over their ability to positively impact their school (2)

* Mentoring, Coaching, Professional Development, & On-going Supports

o PROFESSIONAL DEVELOPMENT NOT EFFECTIVE/ALIGNED - Professional development opportunities
provided for teachers are not focused or targeted to their needs around serving high-needs students and

improving their practice (3)

o MENTORSHIP PROGRAMS NOT EFFECTIVE/ALIGNED — Mentees are not receiving high quality
mentorship or programming that is aligned to their needs in a high-need school

* Hiring/Recruitment

o MINDSET OF TEACHERS NOT ALIGNED — Some teachers in high needs school do not really believe that
all students (including low-income and minority) can succeed and learn

o NO STRATEGIC RECRUITMENT/PLACEMENT FOR HIGN-NEED ENVIRONMENTS; LACK OF
CULTURAL COMPETENCY- No focus on getting the right candidates into high needs schools (those that
would be most effective with these populations of students and their families; those with cultural competency
and/or whose demographic backgrounds match their students (3)

Delaware Stakeholder Root Cause Analysis — Charter Leaders Protocol (3/11/15) 4



o HIRING PRACTICES NOT RIGOROUS - Some hiring processes in charter schools are not rigorous enough
to determine the best fit for the schools and students (do not get at assessing grit, resiliency, and fit for the
profession)

e Teacher Preparation

o PREPARATION NOT ALIGNED — Teachers are not coming into the classroom or other pathways (including
alternative routes and student teaching) prepared to meet the needs of students in high need schools.

o INTERNSHIP PROGRAMS DON'T PROVIDE ENOUGH EXPOSURE - Student teaching and internship
programs do not provide prospective educators enough exposure to assess whether the candidate is a
mutual fit for a high-needs environment (2)

* Resources

o LACK OF WRAP AROUND SERVICES - Students and their families do not have the services they need

o LACK OF OPPORTINITIES/PHYSICAL RESOURCES - Students in high school environments do not have
access to newer technologies or for field trips. Instead, these funds are used for educator salaries.

* Climate/Geography
o LACK OF PARENTAL SUPPORT — Parents do not trust and build relationships with new teachers

o LACK OF COLLABORATIVE CULTURE - Teachers in some high needs schools go into “survival mode”
and create a closed door culture

Delaware Stakeholder Root Cause Analysis — Charter Leaders Protocol (3/11/15)



Teacher Equity Root Cause Worksheet (adapted from CGTL Root Cause Analysis Workbook)

Step 1: Specify the Challenge to Be Addressed

Instructions

Reflect on the equitable-access challenges in your district and state. Discuss a list of such challenges in your group based on the data provide to
you. Then highlight the one challenge that seems to be the most immediate and pressing.

Delaware Equity Gaps and Challenges Identified in the Data:

* Teacher Experience - Schools that serve a large percent of low income and/or minority students are more likely to have a larger share of
first year teachers. Additionally, on average, lower achieving students are placed with less experienced teachers — between and within

schools.
* Teacher Turnover ~ Teacher turnover varies considerable across school! districts in Delaware. There is higher teacher turnover in schools

that serve higher percentages of low income and/or minerity students. Additionally, teachers are less likely to transfer into high-need

£, schools from non-high-need schools,
b Teacher Effectiveness - The proportion of low income and/or minority students in a school is related to the student growth component of

teacher evaluations. Schools with high percentages of low-income and/or minority students are mare likely to have teachers who receive
“Unsatisfactory” ratings on the student growth component of their teacher evaluations.

List one most pressing equity challenge after your brainstorm:
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Step 2: Identify Root Causes //// A(C;‘b q"yg

Instructions

Brainstorm the root causes of the challenge identified in Step 1—that is, the reasons why this problematic equity cutcome may have occurred.
After you've written down one explanation for the problematic equity outcome, ask yourself why. Write down a possible reason {even if you don't
know for sure). Keep asking why until you seem to have exhausted the possible causes for the identified problem.

Tips:

*  Try to explore many root causes. For example, root causes for higher teacher turnover in high-needs schools could be due to a lack of apportunity for career
advancement, poor school leadership, lack of geographic proxmity to hame and other amenities, and many others,

*  After naming root causes, d'g deep into the sub-causes. For examgle, if poer school leadership is a root cause, turnover in leadership, lack of gquality leader
preparatian programs, and negative schoel culture could be sub-causes.

List the root causes and the sub-causes of the challenge you selected above:
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Teacher Equity Root Cause Worksheet (adapted from CGTL Root Cause Analysis Workbook)

Step 1: Specify the Challenge to Be Addressed
Instructions

Reflect on the equitable-access challenges in your district and state. Discuss a list of such challenges in your group based on the data provide to
you. Then highlight the one challenge that seems to be the most immediate and pressing.

Delaware Equity Gaps and Challenges Identified in the Data:

* Teacher Experience - Schools that serve a large percent of low income and/or minority students are more likely to have a larger share of
first year teachers. Additionally, on average, lower achieving students are placed with less experienced teachers — between and within
schools,

* Teacher Turnover - Teacher turnover varies considerable across school districts in Delaware. There is higher teacher turnover in schools
that serve higher percentages of low income and/or minoritystudents, Additionally, teachers are less likely to transfer into high-need
schoals from non-high-need schools.

* Teacher Effectiveness - The proportion of low income and/or minority students in a school is related to the student growth compaonent of
teacher evaluations. Schools with high percentages of low-income and/or minority students are more likely to have teachers whu recewe
“Unsatisfactory” ratings on the student growth component of their teacher evaluations.

List one most pressing equity challenge after your brainstorm:
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Step 2: Identify Root Causes (/))/ “

Instructions ////%7

Brainstorm the root causes of the challenge identified in Step 1—that is, the reasons why this problematic equity outcome may have occurred.
After you've written down one explanation for the problematic equity outcome, ask yourself why. Write down a possible reason {even if you don't
know for sure). Keep asking why until you seem to have exhausted the possible causes for the identified problem.

Tips:

*  Try to explore many root causes. For example, root causes for higher teacher turnover in high-needs schools could be due to a lack of opportunity for career
advancement, peor school leadership, lack of geographic proximity to hame and other amenities, and many others,

*  After naming root causes, dig deep into the sub-causes. For example, if poor schocl leadership is a reot cause, turnover in leadersh Ip, lack of quality leader
preparation programs, and negative schoel culture cou'd be sub-causes.

List the root causes and the sub-causes of the challenge you selected above:
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Teacher Equity Root Cause Worksheet (adapted from CGTL Root Cause Analysis Workbook)
Step 1: Specify the Challenge to Be Addressed

Instructions C‘A H'- 7

Reflect on the equitable-access challenges in your district and state, Discuss a list of such challenges in your group based on the data provide to
you. Then highlight the one challenge that seems to be the most immediate and pressing.

Delaware Equity Gaps and Challenges Identified in the Data:

+ Teacher Experience - Schools that serve a large percent of low income and/or minority students are more likely to have a larger share of
first year teachers. Additionally, on average, lower achieving students are placed with less experienced teachers - between and within

als

* Teacher Turnover ~Jeacher turnover varies considerable across school districts in Delaware. There is highe cher turnover in schoals
that serve higher pgfcentages of low income and/or minority students. Additionally, teachers are less likely to transfer into high-need
choals from nern-high-need schaools.
* Teacher Effectiveness - The proportion of low income and/or minority students in a schoal is related to the student growth component of
teacher evaluations. Schools with high percentages of low-income and/or minority students are more likely to have teachers who receive

“Unsatisfactory” rat’iggf_gn_l.ha_smdem_gmmh component of their  teachereyaluations.

List one most pressing equity challenge after your brainstorm:
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Step 2: Identify Root Causes // St Q,_

Instructions %‘)7 g_

Brainstorm the root causes of the challenge identified in Step 1—that is, the reasons why this problematic equity outcome may have occurred,
After you've written down one explanation for the problematic equity outcome, ask yourself why. Write down a possible reason (even if you don't
know for sure). Keep asking why until you seem to have exhausted the possible causes for the identified problem.

Tips:

®  Try to explere many root causes. For example, roct causes for higher teacher turnover in high-needs schools could be due to a lack of oppertunity for career

advancement, poor school leadership, lack of geographic proximity to home and other amenities, and many cthers.

After naming root causes, dig deep into the sub-causes. For example, if poor school lzadership is a root cause, turnover in leadership, lack of quality leader
greparation programs, and negative schoo! culture could be sub-causes.

List the root causes and the sub-causes of the challenge you sefected-abave:
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Delaware Equity Plan Stakeholder Engagement

Root Cause Analysis Protocol
Data Analysis Working Group — Collette — 3/18/15

PARTICIPANTS:
On March 18, 2015, a group of three Delaware district data analysts convened for a 60-minute facilitated discussion on a
data review and root cause analysis of educator inequity.

The Delaware Department of Education collected sign-in information with the intention of engaging the same stakeholders
in a potential solutions and strategies protocol at a later date. The attendants at this session were:

NAME TITLE SCHOOL DISTRICT

Supervisor of Assessment and
Accountability

Ken Hutchins Data Analyst Capital School District
Hope Moffett Data Specialist Colonial School District

Duncan Smith Seaford School District

Delaware Stakeholder Root Cause Analysis — Data Analyst Working Group Protocol (3/18/15) 1



SESSION INFORMATION:

During the session, an overview of the plan was presented to the group by Christopher Ruszkowski (DDOE TLEU). Next,
statewide data related to educator equity gaps was presented by Doug Gagnon (Harvard Strategic Data Project). The
group then broke out and completed a graphic organizer (adapted from the Center on Great Teachers and Leaders —
Root Cause Analysis Workbook) asking them first to specify the challenges to be addressed, and then identify root causes
for one of the challenges they identified. DDOE TLEU team members listened in and helped guide the breakout groups,
when needed. Finally, the whole group engaged in a facilitated discussion on the data, challenges, and root causes led
by Christopher Ruszkowski. The note taker for the meeting was Maria Stecker (DDOE TLEU).

SESSION SUMMARY:

A summary of the root cause categories and sub-causes identified during the whole group facilitated discussion can be
found on pages 4-5 of this document. A summary. of the challenges and root causes identified by breakout groups on the
graphic organizer can be found beginning on page 6 of this document.

The top root causes categories/priorities that emerged in the conversation were:

1. Lack of strategic class assignment / too much teacher leverage
2. Teacher burnout caused by lack of/misaligned preparation, mentoring, professional development and
student/leadership turnover

3. Lack of a high-quality hiring pool

.Delaware Stakeholder Root Cause Analysis — Data Analyst Working Group Protocol (3/18/15) 2



Participants asked questions about or suggested the following:
* Suggested that we look at deciles instead of quartiles because the range of schools without those buckets is so
large (eg. highest LI quartile between 48%-100% LlI)
* Would be interesting to look at whether the teacher experience matters for students who are advanced/proficient

vs. basic/below basic.
¢ For turnover, would be interesting to look at changes in class assignments within a school.

* Grouping of teacher effectiveness into “exceeds” and “unsatisfactory” — if those teachers were to move to or from a
high needs school, those teachers who are satisfactory may have a different outcome (moving closer to either
“exceeds” or “unsatisfactory”) — in-group comparisons may be a more powerful way of looking at this than across-

group comparisons

Delaware Stakeholder Root Cause Analysis — Data Analyst Working Group Protocol (3/18/15)



Whole Group Facilitated Discussion Notes
ROOT CAUSES CATEGORIES AND SUB-CAUSES:

e School Leadership
o LEADERSHIP TURNOVER - Turnover creates instability and changing direction, mission, and values

o CLASS ASSIGNMENT - Class assignment is made based on adult needs instead of student needs — not
strategic

o TEACHER LEVERAGE - School leadership allows some teachers to leverage their power to influence class
assignments and put other teachers through a “hazing process”

o CULTURE - If the leader does not exhibit strong leadership skills, then a negative culture develops and
there can be varying expectations and stability for students, staff, and performance

* Mentoring, Coaching, Professional Development, & On-going Supports

o BURNOUT - Teachers burnout because they are not prepared with the skills (planning, discipline, etc.) and
supports (PD, mentoring) to be successful

* Hiring/Recruitment

o MINDSET MISALIGNMENT - Not all teachers in high need school share the mindset that all students can
learn

o FEW HIGH QUALITY CANDIDATES - There is a low number of high quality candidates available — and
most of them prefer going to non-high-needs schools

Delaware Stakeholder Root Cause Analysis — Data Analyst Working Group Protocol (3/18/15)



e Teacher Preparation

o BURNOUT - Teachers burnout because they are not prepared with the skills to be successful in a high-
needs school

* Climate/Geography

o SCHOOL LOCATION — The school location and perception of safety dissuade educators from teaching
there

o STUDENT TURNOVER - High student turnover within a school creates instability and makes it difficult to
build a consistent culture; there is also not thoughtful class planning for these new students to ease the
burden one teachers

o LACK OF PARENTAL SUPPORT — Teachers do not feel the same support from some parents in high-
needs environments

Delaware Stakeholder Root Cause Analysis — Data Analyst Working Group Protocol (3/18/15)



Teacher Equity Root Cause Worksheet (adapted from CGTL Root Cause Analysis Workbook)

Step 1: Specify the Challenge to Be Addressed

Instructions

Reflect on the equitable-access challenges in your district and state. Discuss a list of such challenges in your group based on the data provide to
you. Then highlight the one challenge that seems to be the most immediate and pressing.

Delaware Equity Gaps and Challenges Identified in the Data:

. Cl‘“eacher Experlen; Schools that serve a large percent of low income and/or minority students are more likely to have a larger share of
rst year teachers. Additionally, on average, lower achieving students are placed with less experienced teachers — between and within
schools.
*+ Teacher Turnover — Teacher turnover varies considerable across school districts in Delaware. There is higher teacher turnover in schools
that serve higher percentages of low income and/or minority students, Additionally, teachers are less likely to transfer into high-need

schools from non-high-need schoals.

« Teacher Effectiveness - The proportion of low income and/or minarity students in a school is related to Measure A on their teacher
evaluations. Schools with high percentages of low-income and/or minority students are more likely to have teachers who earn
“Unsatisfactory” ratings on the Measure A of their teacher evaluations

List ane most pressing equity challenge after your brainstorm:
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Step 2: Identify Root Causes

Instructions

Brainstorm the root causes of the challenge identified in Step 1—that is, the reasons why this problematic equity outcome may have occurred.
After you've written down one explanation for the problematic equity outcome, ask yourself why. Write down a possible reason {even if you don‘t
know for sure}. Keep asking why until you seem to have exhausted the possible causes for the identified problem.

Tips:

*  Trylo explore many root causes, For example, root causes for higher teacker turnover in high-needs schools could be due to a lack of opportunity for career
advancement, poer schoel leadership, lack of geographic proximity to home and cther amenities, and many cthers.

*  After naming root causes, dig deep Into the sub-causes. For example, i poor school leadership is a root cause, turncver in leadership, lack of quality leader
preparation programs, and negative scheol culture could be sub-czuses.

List the root causes and the sub-causes of the challenge you selected above:
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Teacher Equity Root Cause Worksheet (adapted from CGTL Root Cause Analysis Workbook)

Step 1: Specify the Challenge to Be Addressed
Instructions

Reflect on the equitable-access challenges in your district and state, Discuss a list of such challenges in your group based on the data provide to
you. Then highlight the one challenge that seems to be the most immediate and pressing,

Delaware Equity Gaps and Challenges identified in the Data:

*  Teacher Experience - Schools that serve a large percent of low income and/or minority students are more likely to have a larger share of
first year teachers. Additionally, on average, lower ac hieving students are placed with less experienced teachers ~ between and within

sch
ﬁﬁm Teacher turnover varies considerable across school districts in Delaware. There is higher teacher turnover in schools
that serve higher percentages of low income and/or minority students, Additionally, teachers are less likely to transfer into high-need
schools from non-high-need schools.
* Teacher Effectiveness - The proportion of low Income and/or minority students in a school is related to Measure A on their teacher
evaluations. Schools with high percentages of low-income and/or minority students are more likely to have teachers who earn
“Unsatisfactory” ratings on the Measure A of their teacher evaluations

List one most pressing equity challenge after your brainstorm:
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Step 2: Identify Root Causes e o 4
A

Instructions

Brainstorm the root causes of the challenge identified in Step 1—that is, the reasons why this prablematic equity outcome may have occurred.
After you've written down one explanation for the problematic equity outcome, ask yourself why, Write down a possible reason (even if you don't
know for sure). Keep asking why until you seem to have exhausted the possible causes for the identified problem.

Tips:

*  Try to explore many root causes, For example, root causes for higher teacher turnover in high-needs schools could be due to a lack of cpportunity for career
advancement, poor schoel leadership, lack of gecgraphic proximity te home and other amenities, and many others.

" After naming root causes, dig deep into the sub-causes. For example, If poor school leadership is a root cause, turnaver in leadership, lack of quality leader
preparation programs, and negative school culture could be sub-causes.

List the root causes and the sub-causes of the challenge you selected above:
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Feacher Equity Root Cause Worksheet (adapted from CGTL Root Cause Analysis Workbook)

Step 1: Specify the Challenge to Be Addressed
Instructions

Reflect on the equitable-access challenges in your district and state, Discuss a list of such challenges in your group based on the data provide to
you. Then highlight the one challerge that seems 10 be the most immediate and pressing,

Delaware Equity Gaps and Challenges Identified In the Data:

first year teachers. Additionally, on average, lower achieving students are placed with less experienced teachers - between and within
schools.

* Teacher Turnover — Teacher turnover varies considerable across school districts in Delaware. There is higher teacher turnover in schools
that serve higher percentages of low income and/or minority students. Additionally, teachers are less likely to transfer into high-need

A:high-need schools,

@ proportion of low income and/or minority students in a school is related to Measure A on their teacher

igh percentages of low-income and/or minerity students are more likely to have teachers who earn

On the Measure A of their teacher evaluations
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Step 2: Identify Root Causes

Instructions

Brainstorm the rot causes of the challenge identified in Step 1—that is, the reasons why this problematic equity outcame may have occureed.
After you've written down one explanation for the problematic equity outcome, ask yourself why, Write down a possible reason (even if you don't

know for sure). Keep asking until you seem to have exhausted the possible causes for entified problem,

Tips:
' Trytoexplore many root causes. For example, root causes lor higher teacher turnover in high needs scheols could be due to 2 lack of epportunity for career
advancement, peor school leadership, lack of geographic proximity to home and other amenities, and many othears.

* After naming root causes, dig deep into the sub causes. For example, If poor school 'eadership is a root cause, turnover in leadership, lack of quality laader
preparation programs, and negative school culture could be sub-causes.

List the root causes and the sub-causes of the challenge you selected above:
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Delaware Equity Plan Stakeholder Engagement

Root Cause Analysis Protocol
Chiefs Meeting — Collette Center — 3/26/15

PARTICIPANTS:

On March 26, 2015, a group of 46 district leaders (including superintendents) convened for a 90 minute facilitated
discussion on a data review and root cause analysis of educator inequity.

The Delaware Department of Education collected sign-in information with the intention of engaging the same stakeholders
in a potential solutions and strategies protocol at a later date. The attendants at this session were:

NAME TITLE DISTRICT
Matthew Burrows Superintendent Appoquinimink
Jeff Klein Research and Evaluation Coordinator Appoquinimink
Mark Holodick Superintendent Brandywine
Julie Schmidt Supervisor, Accountability Brandywine
Lincoln Hohler Assistant Superintendent for Academic Affairs Brandywine
Cora Scott Director of PK-12 Curriculum and Instruction Brandywine
Scott Lykens Director of Instruction Caesar Rodney
lllegible lllegible Caesar Rodney
Michael Kelley Director of Curriculum and Instruction Cape Henlopen
Donna Kolakowski Supervisor of Elementary Education Cape Henlopen
lllegible lllegible Cape Henlopen
Michael Thomas Superintendent Capital

Ken Hutchins Data Analyst Capital

lllegible lllegible Capital

Delaware Stakeholder Root Cause Analysis — Chiefs Protocol (3/26/15) 1



Sandra Spangler
lllegible
Freeman Williams
Josette Tucker
Philip. Keefer
Fara Zimmerman
Shawn Larrimore
Susan Bunting
Jay Owens
LouAnn Hudson
lllegible

lllegible

lllegible

Shawn Larrimore
Phyllis Kohel
lllegible

lllegible

lllegible

Jason Peel
Deborah Zych
lllegible

Gerri Marshall
Merv Daugherty
Joanna Adams
Deborah Wicks
lllegible

Kevin Dickerson
Heath Chasanov
Donna Hall

Assistant Superintendent for Academic Services

lllegible

Superintendent

Senior Director, Human Resources
Supervisor, Grants and Testing

Deputy Superintendent, Chief Academic Officer

Chief Academic Officer
Superintendent

Director of Compliance and Accountability

Director of Curriculum and Instruction
lllegible

lllegible

Illegible

Superintendent

Superintendent

lllegible

lllegible

lllegible

Principal

Superintendent

Illegible

Supervisor, Research and Evaluation
Superintendent

Director of Administrative Services
Superintendent

lllegible

Director of Support Services
Superintendent

Director of Curriculum and Instruction

Capital

Capital

Christina

Christina.

Christina.

Christina.

Delmar

Indian River

Indian River

Indian River

Lake Forest

Lake Forest

Lake Forest

Laurel

Milford

Milford

New Castle County Vo-Tech
New Castle County Vo-Tech
POLYTECH High School
POLYTECH School District
POLYTECH School District
Red Clay

Red Clay

Seaford.

Smyrna

Smyrna

Sussex Tech

Woodbridge

Woodbridge

.Delaware Stakeholder Root Cause Analysis — Chiefs Protocol (3/26/15)



SESSION INFORMATION:

During the session, an overview of the plan was presented to the group. by Christopher Ruszkowski (DDOE TLEU). Next,
statewide data related to educator equity gaps was presented by Rebecca Marshall (DDOE TLEU). The group then broke
out into smaller groups and completed a graphic organizer (adapted from the Center on Great Teachers and Leaders —
Root Cause Analysis Workbook) asking them first to specify the challenges to be addressed, and then identify root causes
for one of the challenges they identified. DDOE TLEU team members listened in and helped guide the breakout groups,
when needed. . Finally, the whole group engaged in a facilitated discussion on the data, challenges, and root causes led
by Christopher Ruszkowski (DDOE TLEU). The note taker for the meeting was Maria Stecker (DDOE TLEU).

SESSION SUMMARY:

A summary of the challenges and root causes identified by breakout groups on the graphic organizer can be found
beginning on page 4 of this document.

The top root causes categories/priorities that emerged in the conversation were:

Inadequate teacher preparation, readiness, and exposure to high-need schools
Lack of support structures causing burnout (working conditions)

Poor school leadership

Lack of mental and social health services

Lack of cultural competency

o e B R S

Lower pay

.Delaware Stakeholder Root Cause Analysis — Chiefs Protocol (3/26/15) 3
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teacher Equity Root Cause Worksheet (adapted from CGTL Root Cause Analysis Workbook)
tep 1: Specify the Challenge to Be Addressed

Instructions

Reflect on the equitable-access challenges in your district and state. Discuss a list of such challenges in your group based on the data provide to
you. Then highlight the one chalfenge that seems to be the most immediate and pressing.

Delaware Equity Gaps and Challenges Identified in the Data:

*  Teacher Experience - Schools that serve a large percent of low income and/or minority students are more likely to have a larger share of

first year teachers. Additionally, on average, lower achieving students are placed with less experienced teachers — between and within
schools,

Teacher Turnover — Teacher lurnover varies considerable across school districts in Delaware. There is higher teacher turnover in schoals

that serve higher percentages of low income and/or minority students. Additionally, teachers are less likely to transfer into high-need
schools from non-high-need scheols.

Teacher Effectiveness - The proportion of low income and/or minority students in a school is related to Measure A on their teacher
evaluations. Schoals with high percentages of low-income andfar minority students are more likely to have teachers who earn
“Unsatisfactory” ratings an the Measure A of their teacher evaluations.

List one most pressing equity challenge after your brainstorm:
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CMSot M e
Step 2: ldentify Root Causes {u/ypﬁ/ ?F‘T ¢ CZA"L"{W":AM
Instructions ﬁ M (T ""‘/‘{( W /Z -

Brainstorm the root causes of the challenge identified in Step 1—that is, the reasons why this problematic equity outcome may have occurred.
After you've written down one explanation for the problematic equity outcome, ask yourself why. Write doWn a posstbte reasoi {even If you don’t
know for sure), Keep asking why until you seem to have exhausted the possible causes for the identified problem.

Tips:

®  Trylo explore many (0ot causes. For example, root causes for higher teacher turnever in high-needs schools could be due te a fack of opoortunity for career
advancement, poor schoo! leadership, lack of gecgraphic proximity to heme and cthar amenities, and many others.

*  After naming root causes, diz deep Into the sub-causes. For example, If poer school leadership is a reot cause, turover in leadership, lack of guslity leader
oreparzton programs, and negative schocl culture coud be sub-causes.

List the root causes and the sub-causes of the challenge you selected above:
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Teacher Equity Root Cause Worksheet (adapted from CGTL Root Cause Analysis Workbook)
Step 1: Specify the Challenge to Be Addressed

Instructions

Reflect on the equitable-access challenges in your district and state, Discuss a list of such challenges in your group based on the data provide to
you, Then highlight the one challenge that seems to be the most immediate and pressing.

i L

Delaware Equity Gaps and Challenges Identified In the Data:

-
-~

———
* Teacher Experience - Schools that serve a large percent of low income and/or minority students are more likely to have a larger share of
first year teachers. Additigballv, on average, lower achieving students are placed with less experienced teachers — between and within

sthools. "
* Teacher Turnover — Teacher turnover varies considerable across school districts in Delaware. There is higher teacher turnover in schoals

that serve higher percentages of low income and/or minority students. Additionally, teachers are less likely to transfer into high-need

schools from non-high-need schools.
* Teacher Effectiveness - The proportion af low income and/for minority students in a schoal is related to Measure A on their teacher

evaluations. Schoals with high percentages of low-income and/ar minority students are more likely to have teachers who earn
"Unsatisfactory” ratings on the Measure A of their teacher evaluations.

List one most pressing equity challenge after your brainstorm:
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Step 2: Idenlify Root Causes

Instructions

Brainstorm the root causes of the challenge identified in Step 1—that is, the reasons why this problematic equity cutcome may have occurred.
Aiter you've written down one explanation for the problematic equity outcome, ask yourself why. Write down a possible reason (even If you don't
know for sure). Keep asking why until you seem to have exhausted the possible causes for the identified problem,

Tips:

" Tryto explore many root causes. For example, oot causes for higher teacker turnover In high-needs schools could be due Lo a lack of opportunity for career
aavancament, poor scheol leadership, lack of zeographic proximity te home znd other amenities, and many athers

*  After naming root causes, dig deep Into the sub-causes. For example, f poor school lzadership ks & root cause, turnover in leacership, lack of quality leader

oreparstion progras, and negative schoel culture cou'd be sub-causes,
,—r@ e - g v
List the root causes and the sub-causes of the challenge you selected above: e €)X %_Kl%
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[eacher Equily Root Cause Worksheet (adapted from CGTL Root Cause Analysis Workbook)
step 1: Specify the Challenge to Be Addressed

Instructions

Reflect en the equitable-access challenges in your district and state. Discuss a list of such challenges in your group based on the data provide 1o
you. Then highlight the one challenge that seems to be the most immediate and pressing.

Delaware Equity Gaps and Challenges Identified in the Data:

*+ Teacher Experience - Schools that serve a large percent of low income and/or minority students are more likely to have a larger share of
first year teachers. Additienally, on average, lower achieving students are placed with less experienced teachers — between and within

chools.

//’%‘ eacher Turnover - Teacher turnover varies considerable across school districts in Delaware. There is higher teacher turnover in schools
that serve higher percentages of low income and/or minerity students. Additionally, teachers are less likely to transfer into high-need
schools from non-high-need schools.

«  Teacher Effectiveness - The propartion of low income and/ar minority students in a school is related to Measure A on their teacher

evaluations, Schocls with high percentages of low-income and/or minority students are more likely to have teachers who earn
“Unsatisfactory” ratings on the Measure A of their teacher evaluations.

List one most pressing equity challenge after your brainstorm:
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Step 2: ldentify Root Causes

Instructions

Brainstorm the root causes of the challenge identified in Step 1—that is, the reasons why this problematic equity cutcome may have occurred.
After you've written down one explanation for the problematic equity outcome, ask yourself why. Write down a possible reason (even if you don't
know for sure). Keep asking why until you seem to have exhausted the possible causes for the identified problem.

Tips:

*  Tryto explore many root causes. For example, root causes for higher teazher turtover in kigh-needs schools cou'd be due to 3 lack of opportunity for career
acvancement, osoor scheol leadership, lack of geographic proximity to mome and other amenities, ane many others,

®  After naming reot causes, dig deep into the sub-causes, For example, if poor schoel leadership is 3 root cause, turnover i leadership, lack of quality leader
preoaration programs, and negative schocl culture could be sub-causes.

List the root causes and the sub-causes of the challenge you selected above:
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Feacher Equity Root Cause Worksheet (adapted from CGTL Root Cause Analysis Workbook])
step 1: Specily the Challenge to Be Addressed

Instructions

Reflect on the equitable-access challenges in your district and state, Discuss a list of such challenges in your group based on the data provide to
you. Then highlight the one chalfenge that seems to be the most immediate and pressing.

Delaware Equity Gaps and Challenges Identified in the Data:

*  Teacher Experience - Schools that serve a large percent of low income and/or minority students are more likely to have a larger share of
first year teachers. Additionally, on average, lower achieving students are placed with less experienced teachers — between and within

——

schools, T
*  Teacher Turnover - Te her turnover varies considerable across school districts in Delaware. There is higher teacher turnover in schoals

that serve higher pefcentages of low income and/or minority students. Additionally, teachers are less likely to transfer into high-need
schools from non-high-need schools.

* Teacher Effectiveness - The proportion of low income and/or minority students in a school is related to Measure A on their teacher
evaluations. Schools with high percentages of low-income and/cr minority students are more likely to have teachers who earn
“Unsatisfactory” ratings on the Measure A of their teacher evaluations.

List one most pressing equity challenge after your brainstorm:
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Teacher Equity Root Cause Worksheet (adapted from CGTL Root Cause Analysis Workbook)
Step 1: Specify the Challenge to Be Addressed

Instructions

Reflect on the equitable-access challenges in your district and state. Discuss a list of such challenges in your group based on the data provide to
you. Then highlight the one challenge that seems to be the most immediate and pressing.

Delaware Equity Gaps and Challenges Identified In the Data:

* Teacher Experience - Schools that serve a large percent of low income and/or minority students are mare likely to have a larger share of
first year teachers, Additionally, on average, lower achieving students are placed with less experienced teachers - between and within
_§.Ch003$~.__ B

v Teacher Turnover ~ Jeacher turnover varies considerable across school districts in Delaware. There is higher teacher turnaver in schools

\thamweh{gher_ rcentages of low income and/or minority students. Additionally, teachers are less likely to transfer into high-need
schools from non-high-need schools,

* Teacher Effectiveness - The proportion of low income and/or minority students In a school is related to Measure A en their teacher
evaluations. Schools with high percentages of low-income and/or minority students are mare likely to have teachers who eamn

“Unsatisfactory” ratings on the Measure A of their teacher evaluations.

List one most pressing equity challenge after your brainstorm:
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Step 2: Ideniify Root Causes
Instructions

Brainstorm the root causes of the challenge identified in Step 1—that s, the reasons why this problematic equity cutcome may have occurred.
After you've written down one explanation for the problematic equity outcome, ask yourself why. Write down a possible reason {even if you don't
know for sure). Keep asking why until you seem to have exhausted the possible causes for the identified problem.

Tips:

Try to explore many root causes. For examgle, root causes for higher teacher turnover i1 high-needs scheols could be due to 2 lack f opaoriun'ty for career
agvancement, poar school leacership, lack of geographic proximity to homs and other amen ties, and many others.

After naming roct causes, dig deep Into the sub-causes, For example, if poor school leadership Is a root cause, turnover 'n leadership, lack of quality leader
preparation programs, and regative school culture could be sub-causes,

_List the root causes and the sub-causes of the challenge you selected above:

f'_,'lf"lﬂl'-\ 5: 3‘-—“‘ ui.il‘ L:ﬂ \'l‘h;_‘ Squ"’L’ +-.I¢t,,w!'l.

< | | (peatleslp -
. Sdhosl e P i =¥,
! - . lacl ¢t abucie aal facoy

7 i & § - . -
-2 TJCr(.t_.f]ﬁu'-k ot ]{;"_J-' Pl Copil Scheol - doabd viw gem &

o+

¢ Paese Qeds ¢

. " 1 | I v 'y b LF ) . 7 ?_ull ,hf{';ﬁ, 5
2 ||L'.{‘3 ot Yt Aletks Qe helie~ krdd - hok 'u..m\h..,] Foo W i C i o
[ ih - 5
- -k ot H,t.}’ net o I C:L';{r./:_ Mﬂi\ LLe
" [ : ¢ ¥
f J . ‘j(f -J-fg LLV’ \ \ e‘:j.«-q#.a.'. |
| ko i - o | M - RESS ) : I
4: b:“’t Cv}‘r {’6‘37, +'o Rhﬂ hljﬂ Sﬂ'f f"{‘(:’l\’_!"(r‘. f]r‘ “r S'.':'(_-'l;
F & ] L ] f‘ {
Ly fftul " h.!ﬁ-lﬁ d t”‘*)J i. il-:.*Y-'(f- y adediv'e
I o o . uu'!li‘
5 / L o § e[ 2 2 L8 WA & Acan pard = Schws! .
av- o - J J.A ; B e iR Ol
Shdiat #7atheng  Ep

y . ] _ .
- Shacksd  mhan ged e

Delaware Stakeholder Root Cause Analysis — Chiefs Protocol (3/26/15) 12



feacher Equity Root Cause Worksheet (adapted from CGTL Root Cause Analysis Workbook)
Step 1: Specify the Challenge to Be Addressed

Instructions

Refiect on the equitable-access challenges in your district and state. Discuss a list of such challenges in your group based on the data provide to
you. Then highlight the one challenge that seems to be the most immediate and pressing.

Delaware Equity Gaps and Challenges Identified in the Data:

* Teacher Experience - Schools that serve a large percent of low income and/or minority students are more likely to have a larger share of
first year teachers, Additionally, on average, lower achieving students are placed with less experienced teachers — between and within

.. schools.
{ . )Teacher Turnover — Teacher turnover varies considerable across school districts in Delaware. There is higher teacher turnover in schoals

that serve higher percentages of low income and/or minority students, Additionally, teachers are less likely to transfer into high-need
schools fram non-high-need schools.

Teacher Effectiveness - The propartion of low income and/or minority students in a schoal is related to Measure A on their teacher
evaluations. Schools with high percentages of low-income and/or minority students are more likely to have teachers who earn
"Unsatisfactory” ratings on the Measure A of their teacher evaluations,

List one most pressing equity challenge after your brainstorm:
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Step 2: Identify Root Causes
Instructions

Brainstorm the root causes of the challenge identified in Step 1—that is, the reasons why this problematic equity outcome may have occurred.

After you've written down one explanation for the prablematic equity outcome, ask yourself why. Write down a possible reason (even if you don't

know for sure). Keep asking why until you seem to have exhausted the possible causes for the identified problem.

Tips:

Try to explore many roct causes. For example, root causes for higher teacher turnover in high-needs schoo's could be due to a lack of oppartunity for career
sdvenzement, poor schaol leadership, lack of geograshic preximity to home ard other amenities, and many others.

After naming root causes, dig deep into the sub-causes, For example, if poer school leadership is a root cause, turnover in leadership, lack of quality lezde’
preparation programs, and negative scheol culture could be sub-causes,
Vg (ol ™

5 }.(1:5
List the root causes and the sub-causes of the challenge you selected above: I
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Teacher Equity Root Cause Worksheet (adapted from CGTL Root Cause Analysis Workbook)
Step 1: Specify the Challenge to Be Addressed

Instructions

Reflect on the equitable-access challenges in your district and state, Discuss a list of such challenges in your group based on the data provide to
you. Then highlight the one chaffenge that seems to be the most immediate and pressing.

Delaware Equity Gaps and Challenges Identified in the Data:

*  Teacher Experience - Schools that serve a large percent of low income and/or minority students are more likely to have a larger share of
first year teachers, Additionally, on average, lower achieving students are placed with less experienced teachers — between and within
schools.

C'-"'-Teacher Turnover = Jeacher turnover varies considerable across school districts in Delaware. There is higher teacher turnover in schools
that serve higher percentages of low income and/or minority students. Additionally, teachers are less likely to transfer into high-need
schools from non-high-need schoals.

* Teacher Effectiveness - The propartion of low income and/or minority students in a school is related to Measure A on their teacher

evaluations. Schools with high percentages of low-income and/er minority students are more likely to have teachers who earn
“Unsatisfactory” ratings on the Measure A of their teacher evaluations,

List one most pressing equity challenge after your brainstorm:
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Teacher Equity Root Cause Worksheet (adapted from CGTL Root Cause Analysis Workbook)
Step 1: Specify the Challenge to Be Addressed

Instructions

Reflect on the equitable-access challenges in your district and state. Discuss a list of such challenges in your group based on the data provide to
you. Then highlight the one chollenge that seems to be the most immediate and pressing,

Delaware Equity Gaps and Challenges Identified in the Data:

Teacher Experience - Schools that serve a large percent of low income and/or minority students are more likely to have a larger share of
first year teachers. Additionally, on average, lower achieving students are placed with less experienced teachers — between and within

schools.
Teacher Turnover - Teacher turnover varies considerable across school districts in Delaware. There is higher teacher turnover in schoals

that serve higher percentages of low income and/or minority students. Additionally, teachers are less likely to transfer into high-need

6ols from non-high-= schools.
Teacher Effectiveness - The progortion of low incame and/ar minority students in a school is related to Measure A on their teacher

evaluations. Schools with high petcentages of low-income and/or minerity students are more likely to have teachers who earn

“Unsatisfactory” ratings on the Mgasure A of their teacher evaluations.

List one most pr Uity challenge after your brainstorm:

Delaware Stakeholder. Root Cause Analysis. — Chiefs. Protocol (3/26/15) 16



Step 2: Identify Root Causes

Instructions

Brainstorm the root causes of the challenge identified in Step 1—that is, the reasons why this problematic equity outcome may have occurred,
After you've written down one explanation for the problematic equity outcome, ask yourself why. Write down a possible reason (even if you don't
know for sure), Keep asking why until you seem to have exhausted the possible causes for the identified problem.

Tips:

¥ Trytoexplere mary root causes. For example, rool causes for nigher teacher turrover in ign-needs schools cou'd be due to 3 lack of epporlunity for career
advancement, poor school leadership, lack of geographic preximity to home and other amenities, and many otkers.

*  After naming root causes, dig deep into the sub-causes. For example, if poor schoo! Izadeship is 3 root cause, turnover in lzadership, lack of qua ity leadsr
preparation programs, and negative schoo! culture could be sub-rauzes.

List the root causes and the sub-causes of the challenge you selected above:

Top S Reasons
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Feacher Equity Root Cause Worksheet (adapted from CGTL Root Cause Analysis Workbaook)
Step 1: Specify the Challenge to Be Addressed

Instructions

Reflect on the equitable-access challenges in your district and state, Discuss a list of such challenges in your group based on the data provide to
you. Then highlight the one challenge that seems to be the most immediate and pressing,

Delaware Equity Gaps and Challenges Identified in the Data:

*+ Teacher Experience - Schools that serve a large percent of low income and/or minarity students are more likely to have a larger share of

first year teachers. Additionally, on average, lower achieving students are placed with less experienced teachers — between and within
schools.

Teacher Turnover — Teacher turnover varies considerable across schoel districts in Delaware. There is higher teacher turnover in schools
that serve higher percentages of low income and/or minority students. Additionally, teachers are less likely to transfer into high-need
schools from non-high-need schools.

* Teacher Effectiveness - The proportion of low income and/or minarity students in a schoel is related to Measure A on their teacher
evaluations. Schools with high percentages of low-income and/or minority students are mare likely to have teachers who earn
“Unsatisfactory” ratings on the Measure A of their teacher evaluations,
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Teacher Equity Root Cause Worksheet (adapted from CGTL Root Cause Analysis Workboaok)

Step 1: Specify the Challenge to Be Addressed

Instructions
Reflect on the equitable-access challenges in your district and state. Discuss a list of such challenges in your group based on the data provide to
you. Then highlight the one challenge that seems to be the most immediate and pressing.

D iawar\'q Equity Gaps and Challenges Identifled In the Data:

/ . Tedcher Experience - Schools that serve a large percent of low income and/or minority students are more likely ta have a larger share of
ﬁrst, year teachers. Additionally, on average, lower achieving students are placed with less experienced teachers - between and within

schgols.
Teacher Turnover — Teacher turnover varies considerable across school districts in Delaware. There is higher teacher turnover in schools

tha serve, igher percentages of low income and/or minority students. Additionally, teachers are less likely to transfer into high-need

scheols fr m non-high-need schools.
herkffectiveness - The proportion of low income and/or minority students in a school is related to Measure A on their teacher

ions. Schools with high percentages of low-income and/or minority students are more likely to have teachers who earn

atisfactory” ratings on the Measure A of their teacher evaluations.

List one most pressing equity challenge after your brainstorm:

19
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Step 2: Identifv Root Causes

Instructions

Brainsterm the root causes of the challenge identified in Step 1—that is, the reasons why this problematic equity outcome may have occurred.
After you've written down one explanation for the problematic equity outcome, ask yourself why. Write down a possible reason (even if you den't
know for sure), Keep asking why until you seem to have exhausted the possible causes for the identified problem.

Tips:

®  Tryto explore many rcot causes. For example, root causes for higher teacher curnovar in high-reeds schoo's could be due Lo a lack of opportunlty for career

sdvancement, peor schoo! leadership, lack of geograghic proximity te home and cther amenities, and many cthers,

After naming root causes, d g deep into the sub-causes. For examole, if poor school leaderzh p is a roct couse, turnover in leadership, lack of quality lezder
preparation programs, and negative scrcol culture could be sub-czuses.

List the root causes and the sub-causes of the challenge you selected above:
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Teacher Equity Root Cause Worksheet (adapted from CGTL Root Cause Analysis Workbook)
Step 1: Specily the Challenge to Be Addressed

Instructions

Reflect on the equitable-access challenges in your district and state. Discuss a list of such challenges in your group based on the data provide to
you. Then highlight the one chollenge that seems to be the most immediate and pressing.

Delaware Equity Gaps and Challenges |dentified in the Data:

*  Teacher Experience - Schools that serve a large percent of low income and/or minerity students are more likely to have a larger share of

first year teachers. Additionally, on average, lower achieving students are placed with less experienced teachers — between and within
schools.

*  Teacher Turnover — Teacher turnover varies considerahle across school districts in Delaware. There is higher teacher turnover in schools

that serve higher percentages of low income and/or minority students. Additionally, teachers are less likely to transfer into high-need
schoals from non-high-need schoels.

gl Tgé’é'her Effectiveness - The proportion of law income and/or minority students in a school is related to Measure A on their teacher

—

List one most pressing equity challenge after your brainstorm:
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Step 2: Identify Root Causes

Instructions

Brainstorm the root causes of the challenge identified in Step 1—that is, the reasons why this problematic equity outcome may have occurred,
After you've written down one explanation for the problematic equity outcome, ask yourself why, Write down a possible reason (even if you don't
knaw for sure), Keep asking why until you seem to have exhausted the possible causes for the Identified problem.

Tips:

*  Try tcexplore many roct causes. For example, roct causes for higher teaches turnover i» high-needs schools cou'd be due 1o a lack of apportunity for career
advancement, poor school leacership, lack of geographic praximity to home and other amenities, znd many others,

*  After naming root causes, dig deep Into the sub-causes. For example, if poor schoe! Ieadership is a root cause, turnover In leadership, lack of guality leader
preparation programs, and negative schoo! culture could be sub-causes.

List the root causes and the sub-causes of the challenge you selected above:

Delaware. Stakeholder Root Cause Analysis — Chiefs. Protocol (3/26/15) 22



Delaware Equity Plan Stakeholder Engagement

Root Cause Analysis Protocol
Delaware Talent Cooperative Educators — Townsend Building — 3/28/15

PARTICIPANTS:
On March 28, 2015, a group of 4 Delaware Talent Cooperative educators convened for a 60 minute facilitated discussion
on a data review and root cause analysis of educator inequity.

The Delaware Department of Education collected sign-in information with the intention of engaging the same stakeholders
in a potential solutions and strategies protocol at a later date. The attendants at this session were:

NAME TITLE SCHOOL
Rhonda Carter 5" Grade Teacher Prestige Academy
Henrietta O'Neill 5" Grade Teacher Harlan Elementary
Kristen Ruhnke 6-8" Grade Teacher Reach Academy
Kait Messina Kindergarten Teacher Kuumba Academy

SESSION INFORMATION:

During the session, an overview of the plan and statewide data related to educator equity gaps was presented to the
group by Maria Stecker (DDOE TLEU). Finally, the whole group engaged in a facilitated discussion on the data,
challenges, and root causes. The note taker for the meeting was Maria Stecker. Notes were captured for all participants
on one intake form.

Delaware Stakeholder Root Cause Analysis — DTC Educators (3/28/15) 1



SESSION SUMMARY:
A summary of the challenges and root causes. identified can be found beginning on page 4 of this document.

The top root causes categories/priorities that emerged in the conversation were:

Culture and climate
School leadership (lack of discipline support)
Lack of stability

B e Mo

Lack of mental, social, health services, and special education supports

.Delaware Stakeholder Root Cause Analysis — DTC Educators (3/28/15)



Instructions d (/ 2 )

Brainstorm the root causes of the challenge identified in Step 1—that is, the reasons why this problematic equity outcome may have occurred,
After you've written down one explanation for the problematic equity outcome, ask yourself why. Write down a possible reason {even if you don't
know for sure). Keep asking why until you seem to have exhausted the possible causes for the identified problem.

Tips:

*  Tryloexp'ore many root causes. For example, root causes for higher teacher tumover in high-needs schocls could be due to a lack of oppartun'ty for career
advancement, poor schoo leadersnip, lack of geographic prox mity to home and other amenities, and many others.

*  After naming roct causes, dig deep into the sub-causes. For example, if poor school leadership is a root cause, turnover in leadership, lack of quality leader
preparation programs, and negative school cu'ture cou d be sub-causes.

List the root causes and the sub-causes of the challenge you selected above: -
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2/88
tep 2: Identify Root Causes CP ~ OP gj- 2

Instructions C 2_/ 2 )

Brainstorm the root causes of the challenge identified in Step 1—that is, the reasons why this problematic equity outcpome may have occurred,
After you've written down one explanation for the problematic equity outcome, ask yourself why. Write down a possible reason (even if you don’t
know for sure), Keep asking why until you seem to have exhausted the possible causes for the identified problem.

Tips:

®  Try to explore many roct czuses, For example, root causes for higher teacher turnover in high-needs schools could be due o a lack of ooportunity for career

advancement, poor school leadership, lack of geograghic proximity te heme and other amenities, and many others.

*  After naming root causes, dig deep into the sub-causes. For example, if poor schoal leadarship Is a root cause, turnover in lzadership, lack of quality leader
préparal’on programs, and negative school culture could be sub-causas.

List the root causes and the sub-causes of the challenge you selected above:
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Delaware Equity Plan Stakeholder Engagement

Root Cause Analysis Protocol
Licensure, Certification, and Compensation Subcommittee — Capital School District Offices — 4/1/15

PARTICIPANTS:

On April 1, 2015, a group of 15 members of the Professional Standards Board’s Licensure, Certification, and
Compensation Subcommittee convened for a 90 minute facilitated discussion on a data review and root cause analysis of
educator inequity.

The Delaware Department of Education collected sign-in information with the intention of engaging the same stakeholders
in a potential solutions and strategies protocol at a later date. The attendants at this session were:

NAME NAME NAME

Barbara VanDornick Angeline Rivello Diane Albanese

Jill Cole Tammy Croce Maria Degnats
Karen Kleinschmidt Frank Livoy Charlie Michels
Kate Scantelbury Cora Scott Stephanie Smith
Katie Geiszler Chris Kenton Donna Lee Mitchell

Delaware Stakeholder Engagement Root Cause Analysis Protocol - LCCC 4/1/15 1



SESSION INFORMATION:

During the session, an overview of the plan was presented to the group by Maria Stecker (DDOE TLEU). Next, statewide
data related to educator equity gaps was presented by Rebecca Marshall (DDOE TLEU). The group then broke out into
pairs and completed a graphic organizer (adapted from the Center on Great Teachers and Leaders — Root Cause
Analysis Workbook) asking them first to specify the challenges to be addressed, and then identify root causes for one of
the challenges they identified. DDOE TLEU team members listened in and helped guide the breakout groups, when
needed. Finally, the whole group engaged in a facilitated discussion on the data, challenges, and root causes led by
Maria Stecker. The note taker for the meeting was Maria Stecker.

SESSION SUMMARY:

A summary of the root cause categories and sub-causes identified during the whole group facilitated discussion can be
found on pages 3-4 of this document. A summary of the challenges and root causes identified by breakout groups on the
graphic organizer can be found beginning on page 5 of this document.

The top root causes categories/priorities that emerged in the conversation were:

1. Climate
2. Resources and support

3. School leadership

Participants asked questions about or suggested the following:
» There was a concern expressed over the use of the new low-income measure
* There was several questions about the omission of charters from the data

Delaware Stakeholder Engagement Root Cause Analysis Protocol - LCCC 4/1/15



Whole Group Facilitated Discussion Notes

ROOT CAUSES CATEGORIES AND SUB-CAUSES:

* Teacher turnover
o Pay
o admin turnover
o Climate (internal)
o Disillusioned, pressure, grass is greener
* Teacher turnover
o Extra/hard work — ability, time, etc.
o Collective bargaining agreements allow teachers to transfer based on seniority
o Cultural competence
o Leadership — vision, inspiration, consistency
o Community connectedness- family and community leaders; family/school feel
* Teacher effectiveness
o Collective bargaining agreement
o School leadership
o Not all teachers may fit into that type of situation — assessing the qualities (passion and willingness)
o Ed prep programs
o Right role models
* Teacher turnover
o Lack of teaching and learning resources (library, school supplies)
Parental support
Poverty — higher stress
Pressure to increase scores
Lack of commitment by LEA and teachers (want to see multi-year contracts offered to teachers)

e 9 g
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e Teacher turnover
o Inability to report discipline problems (cited for disciplining more types of children than other — based on
race)
o Inconsistency — priority schools made an attempt for consistency and referendum didn’t pass
o Lack of autonomy in classroom — everything dictated and measured based on some standards
o Significant medical problems in teachers (depression, medication)
* Teacher experience
o What structures could districts put in place to (high teaching load in first year)
o Extra teaching support needed (co-teacher)
o Principals and districts need to identify needs — not one size fits all
o TFAis not high on list of needs, but they do start to prepare teachers to go into that school
o Hiring lag — not knowing they are going to be working in that high need area (more targeted)
* Teacher experience
o Code and policy restrictions
o Inability to have flexibility to reduce loads (master and new teachers)
o Leadership accountability
o Guarding the front door — partnership

Delaware Stakeholder Engagement Root Cause Analysis Protocol - LCCC 4/1/15



Teacher Equity Root Cause Worksheet (adapted from CGTL Root Cause Analysis Workbook)
Step 1: Specify the Challenge to Be Addressed

Instructions

Reflect on the equitable-access challenges in your district and state. Discuss a list of such challenges in your group based on the data provide to
you. Then highlight the one challenge that seems to be the most immediate and pressing.

Delaware Equity Gaps and Challenges Identified in the Data:

» Teacher Experience - Schools that serve a large percent of low income and/or minority students are more likely to have a larger share of
first year teachers. Additionally, on average, lower achieving students are placed with less expenenced teachers between and wit hin

/-~sdmnls.__.._ - e = TG ‘\
+ Teacher Turnover — Teacher turnover va ries considerabi across school districts in Delaware. There is higher teacher turnover in schools

that serve higher percentages of low income and/or minrity students. Additienally, teachers are less likely to transfer into high-need

schools fram non-high-need schools, ——— —_—

- Effectiveness = The proportion of low income and/or minority students in a school is related to Measure A on their teacher

evaluations. Schools with high percentages of low-income andfor minority students are more likely to have teachers who earn

"Unsatisfactory” ratings on the Measure A of their teacher evaluations.

List one most pressing equity challenge after your brainstorm:
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Step 2: Identify Root Causes
Instructions

Brainstorm the root causes of the challenge identified in Step 1—that is, the reasons why this problematic equity outcome may have occurred.
After you've written down one explanation for the problematic equity outcome, ask yourself why. Write down a passible reason (even if you don’t
know for sure). Keep asking why until you seem ta have exhausted the possible causes for the identified problem.

Tips:
*  Tryte explore many root causes, For example, roct causes for higher teachar turnover in high-nzeds schools could be due to a lack of opportunity for career
advancement, poor scheol leadership, lack of geographic proximity to nome and other armenities, and many others,

After naming root causes, dig deep ‘nto the sub-causes. For example, if poor schocl leadership is a root cause, turnover in leadership, lack of quality leader
preparaticn programs, and negative school culture cou'd be sub-cavses,

List the root causes and the sub-causes of the challenge you selected above:
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Teacher Equity Root Cause Worksheet (adapted from CGTL Root Cause Analysis Workbook)

Step 1: Specify the Challenge to Be Addressed
Instructions

Reflect on the equitable-access challenges in your district and state. Discuss a list of such challenges in your group based on the data provide to
you. Then highlight the one challenge that seems to be the most immediate and pressing,

Delaware Equity Gaps and Challenges Identified in the Data:

*  Teacher Experience - Schools that serve a large percent of low income and/or minority students are more likely to have a larger share of
first year teachers. Additionally, on average, lower achieving students are placed with less experienced teachers — between and within

_schools. ™
*  Teacher ‘l'urnomar'_,--Lr Teacher turnover varies considerable across school districts in Delaware. Thereis higher teacher turnover in schools
that serve higher percentages of low income and/or minority students. Additionally, teachers are less likely to transfer into high-need
schools from non-high-need schools.
* Teacher Effectiveness - The proportion of low income and/or minority students in a school is related to Measure A on their teacher

evaluations. Schools with high percentages of low-income and/or minority students are more likely to have teachers who earn
"Unsatisfactory” ratings on the Measure A of their teacher evaluations.

List one most pressing equity challenge after your brainstorm:
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Step 2: Identify Root Causes

Instructions

Brainstorm the root causes of the challenge identified in Step 1—that is, the reasons why this problematic equity outcome may have occurred.
After you've written down one explanation for the problematic equity outcome, ask yourself why. Write down a possible reason {even If you don’t
know for surej. Keep asking why until you seem to have exhausted the passible causes for the identified problem.

Tips:
®  Try to explore many roct causes, For example, roct causes for higher teacher turnover i= high-needs schoels could be due te a lack of oppartunity for career
advancement, poor school leaderzhip, lack of geographic praximity to home and ot er amenities, ané many others,

*  Aftar naming root cavses, dig deep into the sub.causes, For example, if poor schoo' leadership is a root cause, turnover In leadership, lack of quality leader
preparation programs, and negative school culture could be sub-causes.

List the root causes and the sub-causes of the challenge you selected above:
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Teacher Equity Root Cause Worksheet (adapted frem CGTL Root Cause Analysis Workbook)
Step 1: Specify the Challenge to Be Addressed

Instructions

Reflect on the equitable-access challenges in your district and state. Discuss a list of such challenges in your group based on the data provide to
you. Then highlight the one challenge that seems to be the most immediate and pressing.

Delaware Equity Gaps and Challenges Identified in the Data:

Teacher Experience - Schools that serve a large percent of low income and/or minority students are more likely to have a larger share of

first year teachers. Additionally, on average, lower achieving students are placed with less experienced teachers — between and within
Tschools, T

Teacher Turnover —Fdacher turnover varies considerable across school districts in Delaware. There is higher teacher turnover in schools

that serve higher percentages of low income and/or minority students. Additionally, teachers are less likely to transfer into high-need

schools from non-high-need schools.

Teacher Effectiveness - The proportion of low income and/or minority students in a schoal is related to Measure A on their teacher

evaluations. Schools with high percentages of low-income and/or minority students are more likely to have teachers who earn

"Unsatisfactory” ratings on the Measure A of their teacher evaluations.

List one most pressing equity challenge after your brainstorm:
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Step 2: Identify Root Causes

Instructions

Brainstorm the root causes of the challenge identified in Step 1—that is, the reasons why this problematic equity outcome may have occurred.
After you've written down one explanation for the problematic equity outcome, ask yourself why, Write down a possible reason (even if you don’t
know far sure). Keep asking why until you seem to have exhausted the possible causes for the identified problem.

Tips:

" Teytoaxplore many root causes. For example, root causes far higher teacher turnover in high-reeds schools could be due to a lack of opportunity for career
advarcement, pocr schoal leadership, lack of geegraphic proximity to heme and ether amenities, and many others,

®  After naming root causes, dig deep into the sub-causes. For example, if poor scheol leadership is a roct cause, turnover in leadership, lack of quality leader
preparation programs, and negative school culture could be sub-causes,

List the root causes and the sub-causes of the challenge you selected above:
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Teacher Equity Root Cause Worksheet (adapted from CGTL Root Cause Analysis Workbook) \ QC C
Step 1: Specify the Challenge to Be Addressed

Instructions

Reflect on the equitable-access challenges in your district and state. Discuss a list of such challenges in your group based on the data provide to
you. Then highlight the one challenge that seems to be the most immediate and pressing.

Delaware Equity Gaps and Challenges Identlfied in the Data:

* Teacher Experience - Schools that serve a large percent of low income and/or minarity students are more likely to have a larger share of
first year teachers. Additionally, on average, lower achieving students are placed with less experienced teachers — between and within

schaols,
* Teacher Turnover — Teacher turnover varies considerable across school districts in Delaware. There is higher teacher turnover in schools

that serve higher percentages of low income and/or minority students. Additionally, teachers are less likely to transfer into high-need

schools from non-high-need schools,
« Teacher Effectiveness - The proportion of low income and/or minority students in a school is related to Measure A on their teacher

evaluations. Schools with high percentages of low-income and/or minority students are more likely to have teachers who earn
“Unsatisfactory” ratings on the Measure A of their teacher evaluations.

List one most pressing equity challenge after your brainstorm:
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Teacher Equity Root Cause Worksheet (adapted from CGTL Root Cause Analysis Workbook)

Step 1: Specify the Challenge to Be Addressed
Instructions

Reflect on the equitable-access challenges in your district and state, Discuss a list of such challenges in your group based on the data provide to
you. Then highlight the one challenge that seems to be the most immediate and pressing.

Delaware Equity Gaps and Challenges Identified in the Data:

* Teacher Experience - Schools that serve a large percent of low income and/or minority students are more likely te have a larger share of

first year teachers, Additionally, on average, lower achieving students are placed with less experienced teachers — between and within
schools.

» Teacher Turnover — Teacher turnover varies considerable across schoo! districts in Delaware. There is higher teacher turnover in schools

that serve higher percentages of low income and/or minority students, Additionally, teachers are less likely to transfer into high-need
schoals from non-high-need schools.

» Teacher Effectiveness - The proportion of low income and/or minority students in a school is related to Measure A on their teacher
evaluations. Schools with high percentages of low-income and/or minority students are more likely to have teachers who earn
“Unsatisfactory” ratings on the Measure A of their teacher evaluations.

List one most pressing equity challenge after your brainstorm:
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Teacher Equity Root Cause Worksheet (adapted from CGTL Root Cause Analysis Workbook)
Step 1: Specify the Challenge to Be Addressed

Instructions

Reflect on the equitable-access challenges in your district and state. Biscuss a list of such challenges in your group based on the data provide to
you. Then highlight the one challenge that seems to be the most immediate and pressing,

Delaware Equity Gaps and Challenges Identified in the Data:

» Teacher Experience - Schools that serve a large percent of low income and/or minority students are more likely to have a larger share of
first year teachers. Additionally, on average, lower achieving students are placed with less experienced teachers - between and within

s,
. ﬂ@eacher turnover varies considerable across school districts in Delaware. There is higher teacher turnover in schools
that serve higherpercentages of low income and/or minority students. Additionally, teachers are less likely to transfer into high-need
schools from non-high-need schools,

« Teacher Effectiveness - The proportion of low income and/or minority students in a school is related to Measure A on their teacher
avaluations. Schools with high percentages of low-income and/or minority students are more likely to have teachers who earn

“Unsatisfactory” ratings on the Measure A of their teacher evaluations,
Lo Cases

List one most pressing equity challenge after your brainstorm: _ AJ, @A-qm‘@b
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Teacher Equity Root Cause Worksheet (adapted from CGTL Root Cause Analysis Workbook)
Step 1: Specify the Challenge to Be Addressed

Instructions

Reflect on the equitable-access challenges in your district and state, Discuss a list of such challenges in your group based on the data provide to
you. Then highlight the one challenge that seems to be the most immediate and pressing,

Delaware Equity Gaps and Challenges Identified in the Data:

*+ Teacher Experience - Schools that serve a large percent of low income and/or minority students are more likely to have a larger share of
first year teachers. Additionally, on average, lower achieving students are placed with less experienced teachers — between and within
schools.

+ Teacher Turnover — Teacher turnover varies considerable across school districts in Delaware. There is higher teacher turnover in schools
that serve higher percentages of low income and/or minority students. Additionally, teachers are less likely to transfer into high-need
schools from non-high-need schools.

% Teacher Effectiveness =Fhe proportion of low income and/or minority students in a school is related to Measure A on their teacher
evaluations. Schools with high percentages of low-income and/or minority students are more likely to have teachers who earn
“Unsatisfactory” ratings on the Measure A of their teacher evaluations.

List one most pressing equity challenge after your brainstorm:
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Step 2: Identify Root Causes

Instructions

Brainstorm the root causes of the challenge identified in Step 1—that is, the reasons why this problematic equity outcome may have occurred.
After you've written down ane explanation for the problematic equity outcome, ask yourself why. Write down a possible reason {even if you don’t
know for sure). Keep asking why until you seem to have exhausted the possible causes for the identified problem.

Tips:

®  Tryto explore many root causes, For example, root causes for higher teacker turnover in high-needs schools could be due to & lack of eppartunity for career
advancement, poor schocol leaderzhip, lack of geograph'c proximizy to home and other amenities, and many cthers.

*  After naming root cavses, dig deep into the sub-causes, For example, if poor school leadership is a root cause, turraver in leadership, lack of quality leader
preparztion programs, and negetive school culture could be sub-causes,

List the root causes and the sub-causes of the challenge you selected above:
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Delaware Equity Plan Stakeholder Engagement

PARTICIPANTS:

Root Cause Analysis Protocol
Wilmington Education Think Tank — City Council Building — 4/10/15

On April 10, 2015, a group of ten Wilmington civic and community leaders convened for a 90 minute facilitated discussion
on a data review and root cause analysis of educator inequity. This think tank convenes every other week for the purpose
of discussing and having a voice in public education in Wilmington.

The Delaware Department of Education collected sign-in information with the intention of engaging the same stakeholders
in a potential solutions and strategies protocol at a later date. The attendants at this session were:

NAME ORGANIZATION

Merv Daugherty Red Clay Consolidated School District
Maurice Pritchett Pritchett & Associates

Joe Garcia City Council

Shannon Griffin
Rourke Moore
Nnamdi Chukwuocha
Jacqueline Jenkins
Raye Jones Avery
Theo Gregory
Elizabeth Lockman

ACLU-Delaware

Mayor’s Office

City Councilman

Mayor’s Office

Christina Cultural Arts Center
City Council President
Wilmington Education Think Tank




SESSION INFORMATION:

During the session, an overview of the plan was presented to the group by Shana Young (DDOE). Next, statewide data
related to educator equity gaps was presented by Douglas Gagnon (Harvard Strategic Data Project). The group held a
large-group facilitated discussion on the data, challenges, and root causes led by Maria Stecker (DDOE). The note taker
for the meeting was Maria Stecker.

SESSION SUMMARY:

A summary of the root cause categories and sub-causes identified during the whole group facilitated discussion can be
found on pages 4-5 of this document.

The top root causes categories/priorities that emerged in the conversation were:

Weak school leadership
Teacher preparation alignment
Cultural competency

Lack of holistic support for teachers and students

P b RO o

Lack of incentives

Participants asked questions about or suggested the following:
* Participants suggested DDOE track teacher preparation and how it related to retention and effectiveness
* Suggested we consider PK-2 and the root causes that may exist in early childhood education
* Suggested all applicants take a cultural competency test




Whole Group Facilitated Discussion Notes
ROOT CAUSES CATEGORIES AND SUB-CAUSES:

What are the Root Causes of Teacher Experience Gaps:
* Parent request factor (weak school leadership)
* If I'm a new teacher, lower likelihood | will be placed in a non HN school
* Fewer openings in non-high-needs schools, so we get more new teachers in HN schools
* Part of the issue could be VT process
* More experienced teachers are not applying to be part of HN schools
* Antiquated deployment of teachers (highly effective teachers could teach multiple classes)
* Philosophy of baptism by fire — giving inexperienced teachers the classes
* Trying not to concentrate one classroom with so many students, do homogenous grouping, etc.
¢ Decision making not collaborative
* Partnering experienced and inexperienced teachers in classes (strategy)
* Longer student teaching is needed to have students understand the climate and culture
* Lack of cultural competency among staff
* Teacher preparation — exposure to HN schools
* Inadequate number of PD days & quality of training

What are the Root Causes of Teacher Turnover Gaps:

* Ed prep, student teaching, training and PD — not aligned or effective for HN schools

* School leadership — weak and lack of commitment

» Services available for teachers — lack of emotional support for teachers

* Teachers are playing the role of parent, social worker, etc. (need wrap around services) .

* Teachers don’t want to go to schools where they may be labeled ineffective if they don’t feel the teachers have the
supports

* Mindset that labeling a school is going to get a better result (has the exact opposite effect on teachers — teacher
morale and demoralization, turnover, etc)




* Lack of incentives: different need and student challenges, but are we willing to provide financial incentives, student
loan forgiveness

* Leaders are not Harvard, 4.0, etc - need to be careful with selecting leading: shift of paradigm around leadership
and teacher qualities: should be broadened

* Fear for safety (within and outside), working conditions around the building

* Keep you because of your ability to manage a classroom, not your ability to teach them

What are the Root Causes of Teacher Effectiveness Gaps:

¢ Classroom management - training

* Lack of trauma informed teachers

* Parental engagement (related to cultural competency — cannot relate to parents)

¢ Cultural competency — did not get it sufficiently

* Lack of teacher support

* Professional development

* Training focuses on content competency, but not effectiveness (empathy and caring)

* Keep you because of your ability to manage a classroom, not your ability to teach them — placement of less
effective teachers

+« Comparison of charters to TPS — how often teachers are being evaluated and how often they receive immediate
feedback allowing them to correct and tailor their practice

* People have a tendency to take care of their own — bring it into the building (lack of cultural competency)

* Compounding effect of turnover and access to experienced teachers

* Protection of teacher unions

* Tool they use to evaluate needs work (DPAS) — not highlighting and identifying the most effective teachers: never
developed to look at teacher termination, only to keep teacher there - must have an honest system to remove
ineffective educators (disagreement here — some feel you need to be able to label and remove ineffective teachers,
others feel that you should be using evaluation systems only for conversation and improvement — bad teachers will
leave on their own)




Delaware Equity Plan Stakeholder Engagement

Root Cause Analysis Protocol
P-20 Council — Buena Vista Conference Center — 4/13/15

PARTICIPANTS:

On April 13, 2015, a group of 15 members of the P-20 Council convened for a 60 minute facilitated discussion on a data
review and root cause analysis of educator inequity.

The Delaware Department of Education collected sign-in information with the intention of engaging the same stakeholders
in a potential solutions and strategies protocol at a later date. The attendants at this session were:

NAME

ORGANIZATION

Kimberly Sudler
Rhonda Ringer
Michael Watson
Terri Quinn Gray
Donna Johnson
Kendall Massett
Susan Perry-Manning
Melissa Hopkins
Katherine Cherry
Liz Hoyt

Kim Joyce
Frederika Jenner
Steven Yeatman

Delaware State University

Delaware Department of Technology and Implementation
DDOE

Delaware State Board of Education
Delaware State Board of Education
Delaware Charter Schools Network

Office of Early Learning

Rodel Foundation of Delaware

GAECC

Rodel Foundation of Delaware

Delaware Technical and Community College
Delaware State Education Association
DSCYF

Delaware Stakeholder Engagement Root Cause Analysis - P-20 Council (4/13/15)



Fran Riddle Wesley College
Peggy Bottorf University of Delaware.

SESSION INFORMATION:

During the session, an overview of the plan was presented to the group by Christoper Ruszkowski (DDOE TLEU).  Next,
statewide data related to educator equity gaps was presented by Douglas Gagnon (Harvard Strategic Data Project). The
group then broke out into pairs and completed a graphic organizer (adapted from the Center on Great Teachers and
Leaders — Root Cause Analysis Workbook) asking them first to specify the challenges to be addressed, and then identify
root causes for one of the challenges they identified. DDOE TLEU team members listened in and helped guide the
breakout groups, when needed. Finally, the whole group engaged in a facilitated discussion on the data, challenges, and
root causes led by Christopher. The note taker for the meeting was Maria Stecker.

SESSION SUMMARY:

A summary of the challenges and root causes identified by breakout groups on the graphic organizer can be found
beginning on page 3 of this document.

The top root causes categories/priorities that emerged in the conversation were:

Teacher preparation. alignment
Lack of incentives to teach in low income schools/lack of career incentives or pathways
School leadership and leadership turnover

School leadership

Pr b b B 2

Inequitable resources

.Delaware Stakeholder Engagement Root Cause Analysis - P-20 Council (4/13/15)
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I'eacher Equity Root Cause Worksheet (adapted from CGTL Root Cause Analysis Workbook)

Step 1: Specify the Challenge to Be Addressed

Instructions

Reflect on the equitable-access challenges in your district and state. Discuss a list of such challenges in your group based on the data provide to
you. Then highlight the one challenge that seems to be the most immediate and pressing.

Delaware Equity Gaps and Challenges Identified In the Data:

et ——

—_— = - = - . _"-*\\

~% Teacher Experience - Schools that serve a large percent of low income and/or mlnoritv students are more likely to have a larger share o

.

f
first year teachers. Additionally, on average. lower achsewng students are placed with less experienced teachers between and within )
schools. s o - e —
Teacher Turnover ~ Teacher turnover varies considerablyacross school districts in Delaware. There is higher teacher turnover in schools
that serve higher percentages of low income and/or minority students, Additionally, teachers are less likely to transfer inte high-need
schools from non-high-need schools.

Teacher Effectiveness - The proportion of low income and/or minarity students in a school is related to Measure A on their teacher

evaluations. Schools with high percentages of low-income and/or minority students are more likely to have teachers who earn
“Unsatisfactory” ratings on the Measure A of their teacher evaluations.

List one most pressing equity challenge after your brainstorm:

Delaware Stakeholder Engagement Root Cause Analysis - P-20 Council (4/13/15) 3
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Step 2: Identify Root Causes

Instructions

Brainstorm the root causes of the challenge identified in Step 1—that is, the reasons why this problematic equity outcome may have occurred.
After you've written down one explanation for the problematic equity outcome, ask yourself why. Write down a possible reason {even if you don't
know for sure). Keep asking why until you seem to have exhausted the possible causes for the identified problem.

Tips:

*  Trytoexplore many roct causes, For example, roct causes for higher teacher turnover in high-needs schools could be due to & lack of cppartunity for career
acvarcement, pocr school leadership, lack of geograph'c proximity to home and cther amenities, and many others.

*  After naming roct causes, dig deep into the sub-causes. For example, If peor school leadership Is a root cause, turnover in leadarship, lack of quality leader
preparation programs, and negative school culture could be sub-causes.

p.

N

List the root causes and the sub-causes of the challenge you selected above: N
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step 2: Identify Root Causes ? C (
Instructions

Brainstorm the root causes of the challenge identified in Step 1—that is, the reasons why this problematic equity outcome may have occurred.
After you've written down one explanation for the prablematic equity outcome, ask yourself why. Write down a possible reason (even if you don't
knaw for sure). Keep asking why until you seem to have exhausted the possible causes for the identified problem.

Tips:

" Trytoexplore many root causes. For example, root causes for higher teacher turnover in high-needs schools could be due to a lack of opportunity for career
advancement, poor schoal leaderstip, lack of geographic proxmity to heme and other amen'ties, and many others,

' After naming root causes, dig deep into the sus-causes. For example, if poor schoel leadership |5 a root cause, turnover in leadership, lack of quality leader
preparation programs, and negative school culture could be sub-causes,

List the root causes and the sub-causes of the challenge you selected above: . _ :\?
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leacher Equity Root Cause Worksheet (adapted from CGTL Root Cause Analysis Workbook)

Step 1: Specify the Challenge to Be Addressed
Instructions

Reflect on the equitable-access challenges In your district and state. Discuss a list of such challenges in your group based on the data provide to
you, Then highlight the one challenge that seems to be the most immediate and pressing.

Delaware Equity Gaps and Challenges Identified in the Data:

* Teacher Experience - Schools that serve a large percent of low income and/or minority students are more likely to have a larger share of

first year teachers. Additionally, on average, lower achieving students are placed with less experienced teachers — between and within
schools,

* Teacher Turnover — Teacher turnover varies considerable across school districts in Delaware. There is higher teacher turnover in schools
that serve higher percentages of low income and/or minority students. Additionally, teachers are less likely to transfer into high-need
schoals from non-high-need schools.

« Teacher Effectiveness - The proportion of low income and/or minority students in a school is related to Measure A on their teacher
evaluations. Schools with high percentages of low-income and/or minority students are more likely to have teachers who earn
“Unsatisfactory” ratings on the Measure A of their teacher evaluations.

List one most pressing equity challenge after your brainstorm:

= )
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Step 2: Identify Root Causes

Instructions

Brainstorm the root causes of the challenge identified in Step 1—that is, the reasons why this problematic equity outcome may have occurred.
After you've written down one explanation for the problematic equity outcome, ask yourself why, Write down a passible reason (even if you don't
know for sure). Keep asking why until you seem to have exhausted the possible causes for the identified problem.

Tips:

List the root causes and the sub-causes of the challenge you selected above:

*  Trytc explore many root causes. For example, root causes for Righer teacher turnover in high-needs schools could be due to a lack of opportunlty for career
advancement, peor school leadership, lack of geographic proximity to home and other amenities, and many others.

" After naming root causes, dig deep Into the sub-causes. For example, if poor school leadership is a roct cause, turncver in leadership, lack of quality leader
preparaticn programs, and negative schoel cu'ture cou'd be sub-causes.
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Delaware Equity Plan Stakeholder Engagement

Root Cause Analysis Protocol
Teaching and Learning Cadre — Collette Center — 4/14/15

PARTICIPANTS:
On April 13, 2015, a group of six district and DDOE curriculum and instructional specialists convened for a 60 minute
facilitated discussion on a data review and root cause analysis of educator inequity.

The Delaware Department of Education collected sign-in information with the intention of engaging the same stakeholders
in a potential solutions and strategies protocol at a later date. The attendants at this session were:

NAME TITLE DISTRICT/ORG

Kelley N Brake Grasso Instructional Supervisor of Special Education Red Clay

Ichelle Kutch Supervisor of Curriculum and Instruction Brandywine

Michelle Wyatt Curriculum Specialist Christina

Jessica Jackson Director Delaware Teachers Center
Sarah Celestin Education Associate DDOE

Terry Richard Education Associate DDOE

SESSION INFORMATION:

During the session, an overview of the plan was presented to the group by Maria Stecker (DDOE TLEU). Next, statewide
data related to educator equity gaps was presented by Douglas Gagnon (Harvard Strategic Data Project). The group then
broke out into pairs and completed a graphic organizer (adapted from the Center on Great Teachers and Leaders — Root
Cause Analysis Workbook) asking them first to specify the challenges to be addressed, and then identify root causes for
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one of the challenges they identified. DDOE TLEU team members listened in and helped guide the breakout groups,
when needed. Finally, the whole group engaged in a facilitated discussion on the data, challenges, and root causes led
by Maria. The note taker for the meeting was Maria Stecker.

SESSION SUMMARY:

A summary of the root cause categories and sub-causes identified during the whole group facilitated discussion can be
found on page 3 of this document. A summary of the challenges and root causes identified by breakout groups on the
graphic organizer can be found beginning on page 4 of this document.

The top root causes categories/priorities that emerged in the conversation were:

1. Teacher preparation alignment
2. Union contracts

3. School leadership and senior teaching with too much “clout”

Participants asked questions about or suggested the following:
» Participants requested that the DDOE dig deeper and look into equitable access for special education and English
language learners
* Suggest we look at Red Clay who created a 15-point rubric to ensure that access is equitable for teachers
* Suggested we look at turnover with respect to salary and the correlation with different RTI models

Participants disagreed over the following:
Some participants believe that Measure A is influenced by many factors beyond a teachers control

Delaware Stakeholder Engagement Root Cause Analysis Protocol - T&L Cadre (4/14/14)



Whole Group Facilitated Discussion Notes
ROOT CAUSES CATEGORIES AND SUB-CAUSES:

1. Turnover
a. Union contracts — hindrances in placement
b. School choice
c. Feeder patterns and student assignments
d. Teacher assignments within tracked classes
e. School leadership
2. Effectiveness
a. Professional development
b. Teacher preparation (teachers not familiar with co-teaching)

c. Teaching rating systems leads teachers to not want to teach high needs students (teachers
looking out for themselves)

d. More experienced teachers hold more clout (placement trends) have say over what goes on
in building — have admins ear (happens at secondary level)
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Teacher Equity Root Cause Worksheet (adapted from CGTL Root Cause Analysis Workbook)

Step 1: Specify the Challenge to Be Addressed
Instructions

Reflect on the equitable-access challenges in your district and state. Discuss a list of such challenges in your group based on the data provide to
you. Then highlight the one challenge that seems to be the most immediate and pressing.

Delaware Equity Gaps and Challenges Identified in the Data: ;j
_,"'/ I ‘ e
*- Teacher Experience - Schools that serve a large percent of low income and/or minority students are more likely to have a larger share of
- first year teachers. Additionally, on average, lower achieving students are placed with less experienced teachers — between and within F—"-( =
schools.
* Teacher Turnover - Teacher turnover varies considerable across school districts in Delaware. There is higher teacher turnover in schools ?
that serve higher percentages of low income and/or minority students. Additionally, teachers are less likely to transfer into high-need p
sghoolsgtm -need schools,
( Tea Effectiveness } The proportion of low income and/or minority students in a school is related to Measure A on their teacher
& “Schools with high percentages of low-income and/or minority students are more likely to have teachers who earn {

“Unsatisfactory” ratings on the Measure A of their teacher evaluations.

List one most pressing equity challenge after your brainstorm:
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Teacher Equity Root Cause Worksheet (adapted from CGTL Root Cause Analysis Workbook)

Step 1: Specify the Challenge to Be Addressed
Instructions

Reflect an the equitable-access challenges in your district and state. Discuss a list of such challenges in your group based on the data provide to
you. Then highlight the one challenge that seems to be the most immediate and pressing,

Delaware Equity Gaps and Challenges ldentified in the Data:

* Teacher Experience - Schools that serve a large percent of low income and/or minority students are more likely to have a larger share of
first year teachers. Additionally, cn average, lower achieving students are placed with less experienced teachers — between and within
schools.

* Teacher Turnover ~ Teacher turnover varies considerable across school districts in Delaware. There is higher teacher turnover in schools
that serve higher percentages of low income and/or minority students. Additionally, teachers are less likely to transfer into high-need

~schools from non-high-need schools,

+ Teacher Effectiveness > The proportion of low income and/ar minority students in a school is related to Measure A on their teacher

~evaluations, Schaols with high percentages of low-income and/or minority students are more likely to have teachers who earn

"Unsatisfactory” ratings on the Measure A of their teacher evaluations,

List one most pressing equity challenge after your brainstorm:
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Step 2: Identify Root Causes

Instructions

Brainstorm the root causes of the challenge identified in Step 1-~that is, the reasons why this prablematic equity outcorme may have occurred,
After you've written down one explanation for the problematic equity outcome, ask yourself why. Write down a possible reason (even if you don’t
know for sure). Keep asking why until you seem to have exhausted the possible causes for the identified problem,

Tips: ~
*  Tryto explore many root causes. For examgle, root causes for higher teacher turnover In high-needs schools could be due to a lack of oppertunity for career
advancement, paor scheol leadership, 'ack of geographic proximity to home and other amenities, and many others. —E

*  After naming root causes, cig deep inta the sub-causes, For example, if poor school leadership is a roct cause, turnaver in leadership, lack of quality leader
preparation programs, and negative school culture could be sub-causes,

List the root causes and the sub-causes of the challenge you selected above:
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Teacher Equity Root Cause Worksheet (adapted from CGTL Root Cause Analysis Workbook)
Step 1: Specify the Challenge to Be Addressed

Instructions

Reflect on the equitable-access challenges in your district and state. Discuss a list of such challenges in your group based on the data provide to
you. Then highlight the one challenge that seems to be the most immediate and pressing.

Delaware Equity Gaps and Challenges Identified in the Data:

* Teacher Experience - Schools that serve a large percent of low income and/or minority students are more likely to have a larger share of

first year teachers. Additionally, on average, lower achieving students are placed with less experienced teachers — between and within
schools,

* Teacher Turnover — Teacher turnover varies considerable across school districts in Delaware. There is higher teacher turnaver in schools

that serve higher percentages of low income and/or minority students, Additionally, teachers are less likely to transfer into high-need
schools from non-high-need schools.

* Teacher Effectiveness - The proportion of low income and/or minority students in a school is related to Measure A on their teacher
evaluations. Schools with high percentages of low-income and/or minority students are more likely to have teachers who earn
“Unsatisfactory” ratings on the Measure A of their teacher evaluations.

List one most pressing equity challenge after your brainstorm:
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Step 2: Identify Root Causes

Instructions

Brainstorm the root causes of the challenge identified in Step 1—that is, the reasons why this problematic equity outcome may have occurred.
After you've written down one explanation for the problematic equity outcome, ask yourself why, Write down a possible reason (even if you don’t
know for sure). Keep asking why until you seem to have exhausted the possible causes for the identified problem.

Tips —
" Tryto explore many root causes. For example, root causes for higher teacher turnover in high-needs schools could e due to a lack of opportunity for career
advancement, peor school leadership, lack of geographic proximity to heme and other amenities, and many cthers. —~
" After naming root causes, dig desp into the sub-causes. For example, if poor schocl lezdership Is a root cause, turnover in leadership, lack of qualily 'eader
preparaticn programs, and negative schocl cu'ture cou'd be sub-causes. ("}
List the root causes and the sub-causes of the challenge you selected above: _ 2
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Delaware Equity Plan Stakeholder Engagement

Root Cause Analysis Protocol
DSEA Educators — DSEA Offices in Dover — 4/28/15

PARTICIPANTS:

On April 28, 2015, a group of eight Delaware State Education Association (DSEA) educators and employees convened for
a 180 minute facilitated discussion on a data review, root cause analysis of educator inequity, and potential strategy
generation session. This group was formed with support from DSEA. Please note that the potential strategy generation
notes can be found with the other strategy session notes.

The Delaware Department of Education collected sign-in information. The attendants at this session were:

NAME DISTRICT/ORGANIZATION
Domenico Zaffora Woodbridge/DSEA

Jesse Parsley Miford

Paula Brown Red Clay

Jackie Kook Christina

Mike Matthews Red Clay

Stephanie Ingram Colonial

Deb Stevens DSEA

Frederika Jenner DSEA
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SESSION INFORMATION:

During the session, an overview of the plan was presented to the group by Shana Young and Angeline Rivello (DDOE).
Next, statewide data related to educator equity gaps was presented by Doug Gagnon (Harvard Strategic Data Project).
The group then broke out into pairs and completed a graphic organizer (adapted from the Center on Great Teachers and
Leaders — Root Cause Analysis Workbook) asking them first to specify the challenges to be addressed, and then identify
root causes for one of the challenges they identified. . In some cases, DDOE TLEU team members listened in and helped
guide the breakout groups, when needed. This portion of the activity was abbreviated as participants would also be
completing a strategy protocol. Finally, the whole group engaged in a facilitated discussion on the data, challenges, and
root causes led by Maria Stecker (DDOE TLEU). The note taker for the meeting was Maria Stecker.

SESSION SUMMARY:

A summary of the challenges and root causes identified by breakout groups on the graphic organizer can be found
beginning on page 4 of this document. A summary of the root cause categories and sub-causes identified during the
whole group facilitated discussion can be found beginning on page 5 of this document.

The top root causes categories/priorities that emerged in the conversation were:

1. Improving school climate and working conditions
2. Improving school leadership and decreasing school leader turnover

3. Improving induction and mentoring

.Delaware Stakeholder Engagement Root Cause Analysis Protocol - DSEA 4/28/15



Participants asked questions about or suggested the following:
* One participant suggested that the DDOE look at the correlation between Measure A and teacher experience
* Participants asked the DDOE remain mindful that some state-led initiatives aimed at high-need schools may also
contribute to teacher turnover and widen educator equity gaps
* One participant suggested adding the number of teachers rated “Exceeds” on Measure A to the school profiles

page

Participants disagreed over the following:
* There was some disagreement between members of the use of Measure A as a measure of effectiveness
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Whole Group Facilitated Discussion Notes

ROOT CAUSES CATEGORIES AND SUB-CAUSES:

@]

Tracking — homogeneous grouping/more needy children are placed with the newer teacher
(paradigm/culture shift; need shuffling of students); large groups of special education
teachers are grouped together; worse in the elementary side; have teachers on constant
rotational basis — (note: particular case for special education students)

Overwhelmed — many trainings - turnover

School climate — student, colleague, or admin created

Working conditions — stress, lack of support, health issues created by cleanliness of building
Lack of discipline, student assaults

Lack of quality mentoring/support due to lack of experienced teachers within a building —
need for veteran teacher leader

New teachers teaching the wrong students — your best teacher should be placed with the
neediest students (trial-by-fire)

Principal churn and high teacher turnover have majorly negative impacts

Lack of strong school leadership and attraction of strong leaders to high needs schools
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leacher Equity Root Cause Worksheet (adapted from CGTL Root Cause Analysis Workbook)
Step 1: Specify the Challenge to Be Addressed

Instructions

Reflect on the equitable-access challenges in your district and state. Discuss a list of such challenges in your group based on the data provide to
you. Then highlight the one chalfenge that seems to be the most immediate and pressing,

Delawara_;_q_u_[tyﬂgggs and Challenges Identified in the Data:

* Teacher Experience &hoois that serve a large percent of low income and/or minority students are more likely to have a larger share of

) r teachers. Additionally, on average, lower achieving students are placed with less experienced teachers — between and within
schoals.

* Teacher Turnover — Teacher turnover varies considerable across school districts in Delaware. There is higher teacher turnover in schools
that serve higher percentages of low income and/or minority students. Additionally, teachers are less likely to transfer into high-need

schoals from non-high-need schools.
* Teacher Effectiveness - The proportion of low income and/er minority students in a school is related to Measure A on their teacher

evaluations. Scheols with high percentages of low-income and/or minarity students are more likely to have teachers who earn
“Unsatisfactory” ratings on the Measure A of their teacher evaluations.

List one most pressing equity challenge after your brainstorm:
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Step 2: Identify Root Causes

Instructions

Brainstorm the root causes of the challenge identified in Step 1—that is, the reasons why this problematic equity outcome may have occurred,
After you've written down one explanation for the problematic equity outcome, ask yourself why. Write down a possible reason (even if you don’t
know for sure). Keep asking why until you seem to have exhausted the possible causes for the identified problem.

Tips:
*  Tryto explore many root causes. For example, root causes for higher teacher turnover in high-needs schools could be due to a lack of cpportunity for carser
advancement, poar school leadership, fack of geographlc proximity to home and other amenities, and many others.

*  After naming roct causes, dig deep into the sub-causes. For example, if poor schoo! l2adership Is a root cause, turnover in leadership, lack of quallty leader
preparztion programs, and negative school culture could Be sub-causes,

List the root causes and the sub-causes of the challenge you selected above:
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Teacher Equity Root Cause Worksheet (adapted from CGTL Root Cause Analysis Workbook)
Step 1: Specify the Challenge to Be Addressed

Instructions

Reflect on the equitable-access challenges in your district and state. Discuss a list of such challenges in your group based on the data provide to
you. Then highlight the one challenge that seems to be the most immediate and pressing.

Delaware Equity Gaps and Challenges Identified in the Data:

+ Teacher Experience - Schools that serve a large percent of low income and/or minority students are more likely to have a larger share of
first year teachers. Additionally, on average, lower achieving students are placed with less experienced teachers — between and within
schools.

+  Teacher Turnover - Teacher turnover varies cansiderable across school districts in Delaware. There is higher teacher turnover in schools
that serve higher percentages of low income and/or minority students. Additionally, teachers are less likely to transfer into high-need
schools from non-high-need schools.

+ Teacher Effectiveness - The proportion of low income and/or minerity students in a school is related to Measure A on their teacher

evaluations. Schools with high percentages of low-income and/or minority students are more likely te have teachers who earn
“Unsatisfactory” ratings on the Measure A of their teacher evaluations.

List one most pressing equity challenge after your brainstorm:

teacher turmover
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Step 2: Identify Root Causes

Instructions

Brainstorm the root causes of the challenge identified in Step 1-—that is, the reasons why this problematic equity outcome may have occurred.
After you've written down one explanation for the problematic equity outcome, ask yourself why. Write down a possible reason (even if you don't
know for sure). Keep asking why until you seem to have exhausted the possible causes for the identified problem,

Tips:

*  Tryto explere many root causes. For example, rool causes for higher teacher turnover in high-needs schools could be due to a lack of opportunity for career
advancement, poor school leadarship, fack of geographic proximity to homs and other ameanlties, and many others,

*  After naming root causes, dig deep nto the subh-causes, For examp'e, if poor school leadership is a root cause, turnover in leadership, lack of quality 'eader
preparat on programs, and negative school culture could be sub-causes,

List the root causes and the sub-causes of the challenge you selected above:
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leacher Equity Root Cause Worksheet (adapted from CGTL Root Cause Analysis Workbook)

Step 1: Specify the Challenge to Be Addressed
Instructions

Reflect on the equitable-access challenges in your district and state. Discuss a list of such challenges in your group based on the data provide to
you, Then highlight the one challenge that seems to be the most immediate and pressing.

Delaware Equity Gaps and Challenges Identified in the Data:

« Teacher Experience - Schools that serve a large percent of low income and/or minority students are more likely to have a larger share of
first year teachers. Additionally, on average, lower achieving students are placed with less experienced teachers ~ between and within
schoals.

« Teacher Turnover — Teacher turnover varies considerable across school districts in Delaware. There is higher teacher turnover in schools
that serve higher percentages of low income and/or minority students. Additionally, teachers are less likely to transfer into high-need
schools from non-high-need schoals.

+ Teacher Effectiveness - The praportion of low income and/or minority students in a school is related to Measure A on their teacher
evaluations. Schools with high percentages of low-income and/or minority students are mare likely to have teachers who earn

"_Unsatisfactory" ratings on the Measure A of their teacher evaluations. f

List one most pressing equity challenge after your brainstorm:
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Delaware Equity Plan Stakeholder Engagement

Root Cause Analysis Protocol
Parent Advocacy Council for Education (PACE) — Christina Cultural Arts Center — 5/2/15

PARTICIPANTS:
On May 2, 2015, a group of nine Delaware parents convened for a 120-minute facilitated discussion on a data review and
root cause analysis of educator inequity.

The Delaware Department of Education collected sign-in information with the intention of engaging the same stakeholders
in a potential solutions and strategies protocol at a later date. The attendants at this session were:

NAME

Marsha Saunders

Althea Smith-Tucker

Francine Oates

Donchel Powell

Marsha Carter

Mary Pickering

Kendra Brown

Lynne Howard (PACE Organizer)
Raye Jones Avery (PACE Organizer)




SESSION INFORMATION:

During the session, an overview of the plan was presented to the group by Christopher Ruszkowski (DDOE TLEU). Next,
statewide data related to educator equity gaps was presented by Atnre Alleyne (DDOE TLEU). The group engaged in a
discussion throughout the event and notes were taken by Maria Stecker (DDOE TLEU).

SESSION SUMMARY:

The top root causes categories/priorities that emerged in the conversation were:

1.

Losing a lot of great teachers to other states because of compensation and passive recruitment (compared to other
states actively recruiting)

Lack of financial incentives

. Teacher effectiveness is highly tied to teacher preparation

Need to have the “passion” (mindset) and cultural competency

Participants asked questions about or suggested the following:

Questions about the high number of teachers “leaving Delaware schools” and the implications for the state
Need to have an exit survey

Believe DDOE should be pushing the Co-Op (belief in performance-based differentiated compensation)
Parent surveys to bring accountability to the forefront — and bring this into the parent evaluation system

Publicly publish the data to help the public/parents hold them accountable



Participants disagreed over the following:

* Push back against Teach for America — some felt that they are intentionally placing new teachers with the neediest
kids exacerbating the experience gap
* Forced transfers — placing the most experienced teachers with the neediest kids (teachers should go to a non-high-

need school before moving to a high-need school)



