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In addition, our four-year, on-time graduation rate (89.2%) continues to fall behind the state rate 

of 92.3%.8  Moreover, research has demonstrated the connection between a positive school climate 

and positive impacts on student performance on assessments and increased grade point average.9,10 

In our most recent Panorama survey in Spring 2021, only 65% of students reported a positive 

school climate, 44% are engaged at school, and 54% have a positive sense of belonging.  

Gap 2 – Diverse Workforce: Research shows that teachers of color have a positive impact on 

the academic performance of students of color which includes increased graduation rates and 

improved reading and math scores.11 Sadly, our workforce is not reflective of our students with 

only 11% teachers of color in our schools yet 62% of our students are students of color – a 51% 

gap. Over the past three years, our division has made a concerted effort to recruit a workforce that 

reflects the diversity of our students. In the 2017-18 school year, 13% of new hires were teachers 

of color but our intentional recruitment efforts have increased that to 24% of new hires for the 

2020-21 school year. Research demonstrates that a diverse workforce can positively impact teacher 

retention as teachers of color are less likely to feel fatigued, isolated, and frustrated, which can 

contribute to them leaving the teaching profession, if they are not the sole or one of a few teachers 

of color in their school.12 Despite our positive gains, there is opportunity to make a greater impact. 

Gap 3 – Access to Effective Educators (Requirement 6): For nearly 10 years, teacher turnover 

rates across the state have been above 10%.13 While the Virginia Department of Education does 

not formally collect information on why teachers decide to leave, national data indicates that poor 

teaching conditions, lack of administrative support, low salaries, and the pressures of school 

accountability systems are to blame.14 Our teacher turnover rate jumped from 11% to 14% over 

the past year. For our beginning teachers, the turnover rate has increased over the last five years 

from 17% in 2016-17 to our current rate of 23%. Out-of-field teachers account for 4.4% of our 
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workforce which outpaces the state rate of 3%.15 Our state continues to face a shortage of highly 

effective educators entering and remaining in the classroom and it is predicted that the COVID-19 

pandemic will continue to impact this shortage.16 For the 2020-21 school year, only 11% of our 

teachers were rated as exemplary (highly effective). Educators in our schools recognize this as 

well as only 44% reported that our division retains high-quality, experienced educators in our 

schools. As a small division, career ladder opportunities for teachers are limited to the principal 

track, working in the central office, or serving as a grade level or department chair, which can 

contribute to highly effective teachers leaving our division. Further, in the past four years, 13 of 

our 19 principal and assistant principal positions have turned over and based on the 2021 Panorama 

survey, only 68% of teachers reported favorable perceptions of school leadership’s effectiveness.  

Gap 4 – Fragmented HCMS Infrastructure: Our current HCMS helps inform a variety of 

human capital management decisions such as preparation, recruitment, hiring, placement, 

retention, dismissal, compensation, professional development, tenure, and promotion. However, 

we use a myriad of databases, including TalentEd (hiring), Navelon (compensation), ProLearning 

(professional development), Powerschool (student academic data), AS400 (financial), Filebound 

(personnel), and Central Square (HR), that are disjointed and make timely and informed decision-

making a challenge. Teachers, principals, assistant principals, and division leaders have access to 

these databases which provide information at a variety of levels, including teacher, school, and 

division to foster data-based decision making; however, the reports are not linked or automated. 

For example, for division leaders to use information on teacher vacancies and student 

demographics to make decisions on teacher placement and recruitment to ensure that our staff is 

more reflective of our diverse student population, multiple reports must be exported from different 

systems and merged in Google sheets or Excel.  
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Federal: All four WPS elementary schools qualify for Title I funding which supports a variety 

of services in our schools including additional teachers and support staff, extra time for instruction, 

a myriad of teaching materials, parent engagement activities, smaller classes, and training for staff 

(Requirement 9). REACH will leverage Title I and II funding to supplement the professional 

development, mentoring, and coaching provided through TSL. Federal funding is also used to fund 

Content Specialists and a Diversity and Equity Coordinator who will support TSL strategies.  

State: Teacher and principal evaluations are aligned to the Virginia Board of Education’s 

performance standards and evaluation criteria for educator evaluation systems. In 2010, the state 

embarked on a statewide initiative to revise the uniform performance standards and evaluation 

criteria for teachers and principals. This new initiative required that teacher and principal 

evaluations be consistent with the performance standards included in the state’s Guidelines for 

Uniform Performance Standards and Evaluation and that local school boards develop procedures 

for evaluating instructional personnel that address student academic progress. Discussed in A(3), 

we will use these standards to inform our PBCS and identify our most effective teachers to serve 

as Multi-Classroom Leaders. Further, in 2021, the Virginia Board of Education revised its teacher 

performance standards and evaluation criteria to add a standard on culturally responsive teaching 

and equitable practices. Aligned with our existing commitment to equity, in Year 1, we will layer 

in culturally responsive practices into our educator evaluation observation tool.   

Local: Teachers and principals in our schools participate in Professional Learning Communities 

(PLCs) to review data and make instructional adjustments. PLCs meet at least weekly to refine 

instructional practices, ensure horizontal and vertical alignment, and link instructional practices to 

the Virginia Standards of Learning (SOL). PLCs will be used as a mechanism for teacher-driven 

professional development and peer coaching for REACH. In 2021, WPS launched the Empower 
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2025 Strategic Plan. A key facet of the plan is implementing Empowered Learning as the 

prevailing teaching and learning approach for the daily experiences with students and creating a 

score card for students to self-assess where they are in developing skills and dispositions. 

Empowered Learning is rooted in a student experience where intrinsic motivation of our young 

people is fostered. An essential aspect involves supporting teachers through the design of engaging 

opportunities that empower our students to develop essential skills of: Critical Thinking, 

Collaboration and Leadership, Creative Thinking, Communication, and Cultural Citizenship. 

These strategies are interwoven through our curriculum planning, execution, and assessment and 

will be embedded in REACH professional learning, mentoring, and coaching.   

(3) Part of a comprehensive effort to improve teaching and learning. Structures that support 

student achievement and WPS in meeting Absolute Priority 1 and Requirement 1 include:  

Alignment to Virginia Standards of Learning (SOL): Today’s economy requires people to be 

critical thinkers, excellent communicators, collaborators, and community-minded citizens. Our K-

12 educational experience aligns with the Profile of a Virginia Graduate and prepares students to 

become life-ready graduates by: 1) achieving and applying appropriate academic and technical 

knowledge; 2) attaining and demonstrating productive workplace skills, qualities, and behaviors; 

3) aligning knowledge, skills, and personal interests with career opportunities; and 4) building 

connections and value for interactions with diverse communities. Our Department of Curriculum 

and Instruction is committed to providing students a personalized learning approach based on a 

rigorous curriculum aligned to the SOLs which establish minimum expectations of what students 

should know and be able to do at the end of each grade or a course such as, English, mathematics, 

science, history, and social studies. Students in grades 3-12 take on average 2-4 SOL tests annually 

depending on grade level and courses taken during the academic year. Results from these tests are 
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then used to determine if students are meeting expectations for achievement in English, science, 

mathematics, social studies, and history. Moreover, SOL assessments provide a means for 

measuring achievement gaps between student subgroups and determining the progress of divisions 

in closing achievement gaps. Results from SOL tests are included in the Virginia School Quality 

Profiles and provide information on the proficiency level of students.  

Instructional Model: In 2021, WPS launched the Empower 2025 Strategic Plan using 

Empowered Learning as the prevailing teaching and learning approach for the daily experiences 

with students. This instructional model will incorporate project-based learning experiences with 

intentional invitations for students to investigate, share and celebrate differences, while engaging 

in community challenges and presenting findings to authentic community audiences. Personalized 

learning will be defined and corresponding instructional practices developed. Students will have 

the opportunity to provide input into the criteria for success for knowledge, skills, and dispositions 

mastery. Using the MCL model through REACH will increase students’ access to our most 

effective teachers across all subjects and grade levels with access to excellent teaching.   

State School Quality Indicators: In 2015, Virginia passed a law to repeal its A-F school rating 

system. Beginning in 2018-19, the Virginia Board of Education revised the accreditation standards 

for schools in an effort to provide a more comprehensive view of school quality while encouraging 

continuous improvement and placing emphasis on closing achievement gaps. Our elementary, 

intermediate and middle schools are evaluated annually on: overall proficiency and growth in (1) 

ELA; (2) math; (3) science; achievement gaps among student groups in (4) English and (5) math; 

and (6) absenteeism. Our high school is evaluated on the above indicators plus: (7) graduation and 

completion; (8) dropout rate; and (9) college, career, and civic readiness. Each indicator is then 

rated (Table 5) and schools develop a multi-year plan to support continuous improvement. 
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The summative point total results in an overall rating: Exemplary (35-40), Proficient (26-34), 

Developing (20-25), and Not Proficient (10-19). However, if the teacher or principal has an 

unacceptable rating on two or more of the performance standards, they will receive an overall 

rating of “not proficient.” If the teacher or principal has three or more “developing” ratings, they 

will be rated as “not proficient.” When performance does not meet the expectations established by 

the school, the teacher or principal may be placed on a Performance Improvement Plan designed 

to support them in addressing areas of concern through targeted supervision and resources. The 

Plan is developed between the evaluator and teacher or principal and assistance may include 

professional peer or supervisor support; conferences, classes, and workshops on specific topics; 

and/or other resources to be identified. Prior to the evaluator making a final recommendation, the 

evaluator meets with the teacher or principal to review progress made on the Plan according to the 

timeline. If little or no improvement has been achieved, they are rated “not proficient” and may be 

dismissed. If not dismissed, a new Plan is developed and the cycle is repeated.  

(4) Design will address the needs. Our comprehensive needs assessment identified the key gaps 

that REACH will address in our schools: limited academic achievement, lack of access to a diverse 

workforce, lack of access to effective teachers, and fragmented HCMS infrastructure. With support 

from our educators (nearly 70% agree that we should pursue TSL) (Requirement 3) and to address 

these gaps, WPS will upgrade our existing HCMS through three key activities (Requirement 1).  

Develop: Activities will focus on recruiting a diverse workforce and retaining teachers in their 

first three years of teaching. (1) In Year 1, we will upgrade our current HCMS and ensure that our 

existing systems (i.e., TalentEd, Navelon, ProLearning, Powerschool, AS400, Filebound, and 

Central Square), are linked into one platform to streamline and inform human capital decisions 

such as hiring and placement. REACH will contract with a developer to build or purchase and 
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modify an interface to triangulate the data for ease of use, decision-making, and real-time data. 

Staff across the division will then be trained on the use of real-time data to inform decision-making 

and instruction. (2) A Diversity Recruitment Specialist will be hired to lead diversity recruitment 

efforts aligned with our division’s vision to be an inclusive community that empowers all students 

to thrive and existing commitment to equity detailed in our equity framework (Competitive 

Priority 2a). We will review and redesign our recruitment and application process to be more 

attractive to candidates from diverse backgrounds and establish affinity groups bringing together 

employees with similar backgrounds or interests. We will enhance our partnership with 

Shenandoah University and Virginia State University (VSU), a historically black university, to 

expand diversity recruitment through participation in annual on-campus recruitment fairs and 

hosting teacher education majors on our campus quarterly. Representatives from VSU’s Career 

Services Department will work with our HR staff to identify potential avenues for attracting and 

retaining diverse applicants for jobs within our division. The Handley Trust will provide financial 

support for our “Grow Your Own” program in collaboration with VSU to cultivate diverse teacher 

pipelines wherein we will host students at our schools so that they can experience our community 

and culture first hand as a place for possible future employment. We will continue to partner with 

VSU for an annual “Summer Experience” for WPS Teach for Tomorrow students on the college 

campus. Moreover, we will continue to partner with Shenandoah University and Opportunity 

Scholars’ Teach for Success program, which recruits young people from the Winchester 

community who desire a career in education but may not feel that they have the financial resources 

to attend college and connect them with career opportunities in our division. In partnership with 

our HR Department, Diversity and Equity Coordinator, and Family Empowerment Coordinator, 

we will enhance our educator recruitment through branding and an online presence reflective of 
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our commitment to equity and recruit educators who more closely mirror our diverse student 

population. For example, we recently created a video promo highlighting a current teacher whose 

family came from Mexico as an immigrant to the US, attended WPS as a student, and has now 

returned to teach our ESOL students in our Spanish-immersion elementary school. Through the 

Winchester Education Foundation, we will provide “Come Back to Teach” grants to encourage 

our diverse WPS students to return to WPS for employment. We will continue to partner with 

Participate, an organization that specializes in diversity recruitment, to recruit native Spanish-

speaking teachers to our division. A signing bonus of will be provided to teachers in hard-

to-staff subject areas as determined by the critical shortage teaching endorsement areas defined by 

our state such as: special education (greatest need), mathematics grades 6-12, CTE, secondary 

science, foreign language, secondary English, and secondary history and social sciences. Our 

REACH Project Director will work closely with our HR Department annually to compare the 

vacancies in our schools to the hard-to-staff subject areas. Teachers receiving a signing bonus will 

be required to sign a three-year commitment to remain in our division. (3) We will design and 

implement a new, standardized mentoring program for beginning teachers (i.e., first three years of 

teaching) and teachers new to our division (Competitive Priority 1a). Building on prior 

initiatives, we will redesign, formalize, and standardize our Beginning Teacher Mentors program 

to support educators new to the profession as they build their skills and serve our highest-need 

students. Mentors currently provide intensive, weekly support to their mentee during their first 

year of teaching with a gradual decrease of support by the end of the third year; conduct classroom 

observations; participate in the evaluation process of their mentee; and support their mentee in 

implementing classroom strategies. A Beginning Teacher Specialist will be hired to oversee the 

program, identify potential Beginning Teacher Mentors, match mentors with mentees, and revise 
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the program to ensure mentees are provided intensive, weekly support through their third year.  

Engage: (1) A teacher-driven professional development framework providing opportunity for 

teacher voice and choice related to goals for student engagement and belonging will be 

implemented in our target schools (Competitive Priority 1d). Teachers will work with their 

principal to select professional development informed by the results from their annual educator 

evaluations. Locally-funded Math and Instructional Specialists will work across the division and 

locally-funded Instructional Coaches in each school will provide professional learning and 

ongoing coaching and support for teachers aligned with their needs as identified in their educator 

evaluations. Teachers will continue to participate annually in six days of preservice learning prior 

to the beginning of the school year and six professional learning days throughout the year to 

include topics such as project-based learning, personalized learning, content specific, empowering 

families, equity and culturally responsive practices, technology, PBIS in the classroom, and 

content and curriculum. (2) While teachers in their first three years of teaching will be provided a 

Beginning Teacher Mentor, to continue supporting our teachers and fostering a culture of lifelong 

learning, peer coaching will be implemented for all teachers in grades K-12 (Competitive Priority 

1a). Our most effective teachers will work closely with their peers in providing feedback and 

modeling in evidence-based instructional practices, such as the Diane Sweeney’s student-centered 

coaching model and Jim Knight’s instructional coaching model that assists educators with setting 

improvement goals that have a positive impact on students.21 Peer coaches will work with their 

peers in a non-evaluative capacity and create a robust culture of coaching within their buildings. 

(3) We will partner with external organizations, such as the National Association of Secondary 

School Principals (NASSP) and Gallup, to implement a practice-based framework to design and 

develop an executive coaching structure for school leaders (Competitive Priority 1d). For 
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example, NASSP’s Building Ranks framework is rooted in two domains, building culture and 

leading learning, and focuses on a holistic approach to leadership.22 Executive coaching will be 

individualized based on school leader evaluations and will focus on preparing and empowering 

our leaders to lead innovative practices in their buildings and provide accurate and authentic 

formative evaluations of teachers in their buildings. School leaders will participate in an annual 

summer symposium and receive coaching throughout the year from peers and division leaders.  

Invest: (1) While educator feedback and our division culture does not support traditional PBC 

where educators are provided a bonus or stipend based solely on student academic performance, 

the vast majority (92%) agree that teachers should receive compensation for taking on leadership 

roles due to additional responsibilities related to those roles and 63% are interested in expanding 

their reach through alternate career paths. As such, for our teacher PBC, we will create leadership 

opportunities for educators including Multi-Classroom Leaders, Beginning Teacher Mentors, and 

Peer Coaches with increased opportunities for compensation for taking on extra responsibilities. 

Teachers who have a track record of success based on student academic achievement data and are 

rated Exemplary will be selected by their principal and division leaders for these leadership roles.  

At the heart of REACH, we will create an Opportunity Culture using the innovative Multi-

Classroom Leaders model, developed by OpportunityCulture.org (©2012-18 Public Impact)23 

where teachers with a record of high-growth student learning and leadership competencies, known 

as MCLs, teach part of the time and lead small, 

collaborative teams of no more than eight team 

teachers in the same grade or subject as seen in 

Figure 2.24 A MCL will be paired with a digital 

facilitator, who will supervise students completing 
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improve access to effective educators in our seven high-need schools (Requirement 10). Appendix 

A includes our detailed logic model which displays inputs, research-based activities, short-term 

outcomes, and long-term outcomes. Short-term outcomes include: (1) increased use of HCMS and 

evaluation rating for decision making (Absolute Priority 1); (2) improved teacher and school 

leader effectiveness (Competitive Priority 1); (3) improved teacher and school leader 

effectiveness in improving student growth; (4) increased teacher and school leader diversity 

(Competitive Priority 2); (5) increased career paths and leadership opportunities for teachers; (6) 

improved teacher-leader relationships; and (7) improved teacher perceptions of school leadership’s 

effectiveness. Long-term outcomes include: (1) improved school climate, (2) increased student 

engagement; (3) increased student sense of belonging; (4) improved student achievement; (5) 

increased teacher and school leader retention; and (6) increased access to effective educators.   

(2) Review of the literature, plan for implementation, and use of methodological tools. 

REACH is based on evidence-based strategies to ensure that our division is able to improve student 

achievement and teacher and school leader outcomes in our high-need schools (Requirement 10).  

Develop (HCMS, Diversity Recruitment, BT Program): Decades of research have shown that 

teacher effectiveness is the most impactful influence on student learning gains.27 It is estimated 

that if low-income students had consistent access to effective teachers, the achievement gap 

between low-income students and their peers would close in nearly four years.28 However, research 

demonstrate that low-income and students of color are less likely to be assigned to top-performing 

teachers in their schools.29 Studies have also shown that a diverse workforce benefits all students 

as they are exposed to multiple perspectives which may lead to improved critical-thinking skills.30 

Evidence-based strategies, including partnerships with institutions of higher education and data-

based decision making, can help districts recruit, select, hire, onboard, and retain teachers of 
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color.31 Once teachers are hired, then leaders face the challenges related to teacher retention. A 

recent study found favorable results for pairing a beginning teacher with a mentor that has the 

same or a similar position in the district. Beginning teachers were more likely to report their 

instruction had improved and they felt a sense of community in their school.32  

Engage (Teacher PD, Peer and Leader Coaching): Recently, teacher “voice and choice” has 

become an area of interest nationwide to ensure that teachers feel supported and have the 

opportunity to chart their own course of professional learning. An approach that emphasizes “voice 

and choice” supports a culture that encourages teachers to decide how they consume knowledge 

and put that knowledge into practice.33 It is not surprising that teachers are taking charge of their 

own professional learning as mentoring or coaching may not be readily available after they are 

past their beginning teacher years. A survey conducted by the Gates Foundation found that 51% 

of U.S. teachers reported receiving no coaching and only 12% received weekly coaching.34   

Invest (Leadership Roles, PBCS): Rather than provide compensation to teachers solely for 

annual growth in student achievement, WPS is following current research and educator feedback 

to instead reward effective teachers for taking on additional leadership responsibilities and 

expanding their reach. For the past ten years, research has demonstrated a lack of effects for 

awarding teams of teachers for improving student test scores which is consistent with other studies 

that looked at providing bonuses for individual or school-wide growth.35,36, 37 Moreover, studies 

have suggested that providing bonuses based on student academic achievement solely may actually 

decrease achievement as school culture may be negatively impacted with teachers focused on 

teaching to the test resulting in Black and Hispanic students exhibiting smaller achievement gains 

when compared to White students.38,39 In a recent 2020 meta-analysis of 37 studies, of which 26 

studies were conducted in the U.S., a positive and statistically significant (0.043 standard 
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deviation) effect of teacher merit pay on student test scores was found among the U.S. studies.40 

While the researchers concluded that the results suggest that merit pay could improve student test 

scores, they cautioned that attention should be paid to program design and implementation.41 Given 

these findings, we will forgo the traditional approach of PBC only based on student growth and 

instead implement the evidence-based Opportunity Culture Multi-Classroom Leadership (MCL) 

model in our schools to improve student achievement and teacher and school leader outcomes. 

Research demonstrates the positive impact the MCL model has on academic achievement. A 

rigorous, evaluation study conducted by the Brookings Institution and the American Institutes for 

Research for the National Center for Analysis of Longitudinal Data in Education Research in 2018 

examined 14 Opportunity Culture models in three districts and included over 15,000 students. 

Before participating in a MCL model, teachers were on average at the 50th percentile in student 

learning gains. After participating in a MCL model, student learning gains increased in math (75th 

– 85th percentile) and reading (66th – 72nd percentile).42 Overall, the average effect size was 0.092 

for impact of the MCL model on student achievement.43 Moreover, research from Public Impact 

on an analysis of state test data suggests that by the 4th year of implementation, Opportunity Culture 

Schools are over 50% more likely than non-Opportunity Culture schools to have schoolwide high 

growth.44 In addition to the positive gains in student academic achievement, the MCL model 

allows for on-the-job professional learning that includes: active learning, focus on content 

knowledge, coherence with other learning activities occurring in the building, longer duration, and 

collective participation of teachers in the same building, subject, or grade.45,46 Implementation of 

a MCL model also allows principals to adopt a more manageable, distributed leadership model in 

their schools where principals focus on managing the teacher-leaders in the schools rather than all 

teachers in the building.47 Appropriate methodological tools to ensure successful achievement of 
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improve their effectiveness to increase the likelihood they will earn an incentive or new career 

pathway. REACH’s theory of change connects opportunities for teachers to take on leadership 

roles and commensurate increases in compensation with improved student academic performance, 

improved school climate, and increased student engagement and feelings of belonging.  

Formative Evaluation: The formative evaluation will provide ongoing feedback on project 

implementation that will support the project team in making mid-course corrections and will 

answer the following questions: (1) To what extent are schools implementing REACH with 

fidelity? (2) What factors facilitate implementation and what key challenges need to be addressed? 

(3) What changes need to be made to strengthen and improve the program? Measuring fidelity of 

implementation of the program will be critical, as research has shown that higher fidelity of 

implementation of a program is linked to better program outcomes.49 We will collect fidelity of 

implementation data from multiple sources (e.g., program records, teacher surveys, PD logs) and 

use the data to assess the extent to which program activities are being implemented as planned and 

on schedule. Each school’s fidelity index will be created with input from school staff and program 

stakeholders to ensure that each school’s index reflects their unique needs and contexts. Each 

fidelity index will be comprised of indicators that align with the program components and 

strategies identified in our logic model with minimum thresholds for determining “adequate” 

fidelity. For each program component, fidelity scores will be computed based on student-, teacher- 

and/or school-level indicators of implementation (e.g., number of teacher PD hours; number of 

mentoring hours for new teachers) to give us a comprehensive assessment of the implementation 

of each component. Component fidelity scores will be summed to compute an overall school 

fidelity score, and school fidelity scores will be combined to determine an overall program score.  

Summative Evaluation. Our summative evaluation will enable us to determine the project’s 
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short-, mid-, and long-term outcomes and will answer the following questions: What effect does 

REACH have on (1) increasing the diversity of teachers; (2) the effectiveness of school leadership; 

(3) school climate; (4) students’ engagement and feelings of belonging in school; and (5) student 

academic achievement. As outlined in our performance measures, we will use surveys, HCMS 

data, and standardized test scores to assess progress on achieving program outcomes. To assess 

the long-term impact of the program on student achievement we will use a comparative, short, 

interrupted time series (CSITS) research design to assess program impact on school-level 

standardized achievement scores in math, reading, and science.50 We will use five years of pre-

intervention data (2016-19 and 2021; no data were collected in 2020) and three years of post-

intervention data (2022-24) to compare students in WPS schools to 35 matched comparison 

schools from other VA divisions that do not implement the program. Impact will be measured as 

the extent of deviation, or difference, from the pattern of performance in the years prior to program 

implementation. Data will be analyzed using 3-level hierarchical linear modeling over time (level 

1) on grades (level 2) nested in schools (level 3).  

Methods and Data Analysis: Quantitative data sources include annual student and teacher 

school climate surveys; student standardized test scores; teacher turnover and retention rates; 

teacher effectiveness ratings; and teacher demographics. Qualitative data sources will include 

interviews, focus groups, and open-ended survey questions. Interviews with key school- and 

division leaders, including the project advisor, principals, and Management Team will assess their 

role in building awareness, communicating goals, promoting effective communication strategies, 

supporting implementation of the program, and will gauge their perceived outcomes of the 

program, including its effects on teaching and their own effectiveness as school leaders. Teacher 

focus groups will be conducted to assess general reactions to the program, identify areas of concern 
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of other initiatives in our division, including a 2019 U.S. Department of Education, Education 

Innovation and Research (EIR) Early-Phase grant, to ensure that the objectives of our project are 

achieved on time and within budget. Resumes and job descriptions for key personnel are included 

in Appendix B. (1) Project Advisor (PA): Our Director of Human Resource, , 

will serve as our Project Advisor and oversee the REACH Management Team.  holds a 

Doctor of Education in Organizational Leadership and a Master’s in Education in Administration, 

over 35 years of education and leadership experience, and experience serving as a Project Director 

for a School Violence Prevention Program (SVPP) Grant through the Department of Justice. (2) 

REACH Management Team (MGT): Meeting monthly, our Director of Human Resources will 

oversee the Management Team (MGT) that will include the Superintendent, REACH Project 

Director (PD), Director of Finance, Diversity and Equity Coordinator, Directors of Elementary 

and Secondary Instruction, and Division Specialists. This team has extensive experience leading 

other federal (EIR, SVPP), state (VA Extended School Year), and local foundation (Handley 

Trust) grant programs and will provide project direction, operations management, fidelity of 

implementation, and fiscal accountability. (3) Project Director (PD): A full-time, grant-funded 

master’s level Project Director will be responsible for directing all aspects of REACH, including 

programmatic and fiscal management, communication with the program office, timely reporting, 

coordination of professional learning with staff, adherence to the project timeline and milestones, 

collaboration with the evaluator, schools, and partners, and participation on the Management 

Team. (4) Data Analyst (DA): We will hire one full-time Data Analyst to provide professional 

development on using data to inform peer coaching and beginning teacher mentoring, ensure fiscal 

accountability through budget management, maintain accurate reporting to comply with federal 

requirements and local policies, manage the student and teacher data, and engage in tasks related 
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to the educator contracts, compensation, employee databases, stipend structures, and report 

development for our schools. (5) Diversity Recruitment Specialist (DRS): A full-time Diversity 

Recruitment Specialist will be hired in the HR Department to lead diversity recruitment efforts 

including expanding our Grow Your Own Program, Come Back to Teach Grants, and partnerships 

with HBCUs and local institutes of higher education. (6) Beginning Teacher Specialist (BTS): 

A full-time, master’s level Beginning Teacher Specialist will be hired to work closely with our HR 

Department, division leaders, and school principals to redesign, formalize, standardize, and lead 

our Beginning Teacher Mentor program, targeting teachers in their first three years of teaching. 

The BTS will be responsible for recruiting teachers to serve as mentors, providing PD in mentoring 

best practices, monitoring progress towards meeting program goals, and matching mentors with 

beginning teacher mentees in their target schools. (7) Multi-Classroom Leader Specialist 

(MCLS): A full-time, master’s level Multi-Classroom Leader Specialist will lead MCL training 

efforts and provide ongoing coaching, support, and feedback to the MCLs and educators in each 

school around implementing an Opportunity Culture. The MCLS will preferably have experience 

in implementation of the Opportunity Culture MCL model. (8) MCL Digital Learning Facilitator 

(DLF): To ensure the MCL model is implemented with fidelity, we will hire a full-time MCL 

Digital Learning Facilitator at each school to be placed on each team with a MCL and Team Reach 

Teachers. Facilitators will serve a key role in supporting the MCL and Team Reach Teachers by 

supervising students completing digital, online learning and assessments. (9) Diversity and 

Equity Coordinator: Our division’s Diversity and Equity Coordinator will further our 

commitment and efforts around diversity and equity and will support our diversity recruitment 

strategies in collaboration with the grant-funded Diversity Recruitment Specialist. (10) Division 

Specialists: Locally-funded Math and Instructional Specialists across the division will provide 
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implementation of a coaching structure for school leaders; (7) creation of leadership opportunities 

for teachers with compensation for taking on additional responsibilities through a sustainable 

Opportunity Culture Multi-Classroom Leader Model that extends the reach of our most effective 

teachers to 100-700% more students and ensures that students who would not otherwise have 

access to an effective teacher’s standards and methods now has access;52 (8) refining the process 

for selecting department chairs and grade level leads to base selection on a track record of student 

success; and (9) providing PBC for principals and assistant principals based on student 

achievement, SEL indicators, and leadership. Successful implementation of our key activities and 

system improvement will lead to successful achievement of our outcomes and improvements 

across our seven high-need schools including: (1) increased use of HCMS and evaluation rating 

for decision making (Absolute Priority 1); (2) improved teacher and school leader effectiveness 

(Competitive Priority 1); (3) improved teacher and school leader effectiveness in improving 

student growth; (4) increased teacher and school leader diversity (Competitive Priority 2); (5) 

increased career paths and leadership opportunities for teachers; (6) improved teacher-leader 

relationships; (7) improved teacher perceptions of school leadership’s effectiveness; (8) improved 

school climate, (9) increased student engagement; (10) increased student sense of belonging; (11) 

improved student academic achievement; (12) increased teacher and school leader retention; and 

(13) increased access to effective educators. Our evaluation team will provide ongoing feedback 

so we are able to monitor implementation, make adjustments, and determine the most successful 

strategies for improving student achievement and increasing access to effective educators.   

(2) Build local capacity to provide, improve, or expand services. REACH will target all seven 

high-need schools in our division to increase outcomes for students, teacher and school leader 

retention, and access to effective educators. By implementing a variety of financial and non-

 

PR/Award # S374A210003

Page e52









Winchester Public Schools: Narrative   Page 39 of 40 
 

digital learning facilitators into a teacher-leader/team model 

Professional Development Practices will continue through mentoring, coaching, and PLCs 

PBC for Peer Coaches and BT 

Mentors 

Existing local stipends will be reallocated to the structure 

established through REACH to fund Coaches and Mentors 

PBC for Hard-to-Staff Subjects Title II funds can be used to continue this strategy  

PBC for Leadership Roles Title I funds and reallocation of local stipends for educators 

PBC for Principals/APs If effective, reallocate staffing funds into the HR budget 

Management Structures Structures are built-in to division to ensure components continue 

HCMS Sustained by consolidating existing systems and subscriptions  

Diversity Recruitment Embedded once partnerships are forged and materials updated 

 

Commitment of Partners: Letters of support from our partners are included in Appendix C and 

include: (1) Public Impact to provide professional learning and support as we plan, implement, 

refine, and sustain an Opportunity Culture model in our seven high-need schools. (2) Virginia 

State University to consult with our recruitment staff to suggest potential avenues for attracting 

and retaining diverse applicants, bring students to visit WPS schools each summer, and partner 

with our division for an annual “Summer Experience” for WPS Teach for Tomorrow students; (3) 

Shenandoah University and the Division of Education and Leadership will continue to partner 

for the Opportunity Scholars’ Teach for Success program, which recruits young people from the 

Winchester community who desire a career in education but may not feel that they have the 

financial resources to attend college and connect them with career opportunities in our division 

and engage in conversations with our division to develop a teacher residency program in our high-

need schools for our MCL model. (4) Winchester Education Foundation will provide “Come 

Back to Teach” grants to encourage former WPS students to return to the division and work in a 
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professionally-certified capacity. (5) Society for HR Management will offer ongoing support and 

consultation as we upgrade our HCMS and offer insight and coaching on strategies to expand 

diversity recruitment. (6) Winchester Chamber of Commerce will provide professional learning 

around diversity, supporting recruitment efforts, linking resources, and advertising career 

opportunities. (7) Winchester City Manager will collaborate on workforce development 

strategies, including diversity recruitment, branding and online presence, and building 

partnerships; (8) EdEquityVA will share resources to support multilingual students, racially 

marginalized students, students with disabilities, LGBTQ+ students, and equitable school 

discipline and provide ongoing support and training. (9) Handley Trust will provide financial 

resources to support our “Grow Your Own” program in collaboration with VSU; and (10) 

Opportunity Scholars will implement the Teach for Success program including high school 

academic preparation, student employment and teaching experience, and financial assistance.  

Support from Teachers and Leaders: The commitment from our teachers and leaders is critical 

to long-term success. Appendix C includes a MOU demonstrating the commitment of our 

principals to launch, implement and sustain REACH. Appendix D documents the matching 

commitment from our division and support for sustainability (Requirement 3). WPS will provide 

matching contributions, using in-kind and division-funded resources including seven instructional 

coaches, two specialists, and time and effort of our Management Team. We will provide facilities 

for grant staff offices and MCL model classrooms and redirect software to support the HCMS 

including TalentEd, Panorama Survey, and benchmark testing software. We will continue to 

support diversity through recruitment, educator support, leadership stipends, and Grow Your Own 

and Participate programs. Appendix F is a summary of our educator survey results (Requirement 

3) showing vast support of our TSL program to expand the REACH of our effective educators.   
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