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Letter from School Leader or Design Team  

 

DPS Board of Education, 

While Denver Discovery school has been through a tumultuous three years, the school is now working through 
these challenges with a renewed strength of identity and purpose. Through the spring of 2019, enrollment 
declined steeply, demographics shifted dramatically, and the majority of the staff turned over, amidst multiple 
leadership changes. When several staff and community members believed our school was in danger of closing 
due to low enrollment, Denver Discovery School community members organized to redesign the school. After 
meeting weekly for several months, our community determined Denver Discovery should implement a 
Community School Model. 

Over the summer of 2019, the community banded together to help with the selection and support of the new 
principal, Charmaine Keeton. Mrs. Keeton is DPS veteran who has led several successful turnaround efforts 
including at Hallett Fundamental and more recently, John Amesse Elementary School. She brings with her a 
unique/powerful brand of leadership that is centered on high accountability, high supports and a students-
first mentality. She has already transformed the staff culture at DDS including hiring more than 58% of the 
staff new to the school this year. The returning staff have been galvanized around common expectations for 
culture using the aforementioned Capturing Kids Hearts, which helps schools “create high-achieving centers of 
learning by strengthening students’ connectedness to others through enhancing healthy bonds with their 
teachers and establishing collaborative agreements of acceptable behavior.” We urge you to get to know our 
DDS students through one of our recruitment videos. 

In the 2019-20 school year, thus far we have intentionally focused on three of the six pillars of the Community 
School Model: 1. Strong & Proven Curriculum, 2. High Quality Teaching, and 3. Positive Behavior Practices. In 
terms of using a strong and proven curriculum, we have, for example, strategically selected Open Up 
Mathematics this year. Open Up focuses on engaging students in rigorous, meaningful standards-based, and 
project-based learning tasks. We have also opted into the middle school interim assessment pilot to make sure 
that we have just-in time standards-based data to better challenge our brilliant students and close opportunity 
gaps. In terms of ensuring high quality teaching we are instituting data analysis team meetings and curriculum 
planning sessions each Friday. These critical meetings are co-led by DDS teacher leaders with supporting 
protocols and coaching from our regional academic specialists.  

In terms of ensuring positive behavior practices, we have implemented school-wide behavior routines and 
expectations grounded in the Capturing Kids Hearts program and a positive behavior incentive system using 
Kickboard. We are in the process of implementing the two other Community School pillars: Inclusive 
Leadership and Community Support Services. Our Community School Coordinator has already begun to survey 
families and students to find out what their needs are. The initial survey findings indicated that students 
needed more support in math and homework help, so DDS now has an after school program focused on math 
tutoring.  

We believe that retaining our innovation status will help us achieve our vision of becoming an effective 
community school by utilizing our flexibilities to make community-based decisions that align with our goals 
and meet the needs of our students. This will help us to drive improvement in school performance as quickly 
as possible. Increased community involvement and increased school performance will in turn increase student 
enrollment. 

https://www.facebook.com/DenverDiscoverySchool/videos/vb.202727776588986/329064524369648/?type=2&theater
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The following Denver Discovery School Innovation Plan was developed with input from and has the support of 
our community including: students, parents, staff members, and community based organizations. Votes of 
support from Teachers, School Administrators, and the Community School Committee will be conducted on 
February 14, 2020. 

Thank you for your support of the Denver Discovery School community. 

Sincerely, 

 

 

Charmaine Keeton 

Principal 
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Innovation School Executive Summary 

 

Name of Proposed Innovation School  DENVER DISCOVERY SCHOOL 

Grade Configuration   6-8 

Model or Focus   Community School Model 

Region and Neighborhood  Near Northeast  

Primary Contact Charmaine Keeton, Principal 

720-424-4793 (w) 720-930-2258 (m) 
charmaine_keeton@dpsk12.org 

Executive Summary Narrative  

Denver Discovery School (DDS) is in the early stages of a transformative effort to become a high performing 
community school. DDS began as an innovation school in the 2014-2015 school year, gradually building out 
from one grade level to three grade levels - 6th, 7th, and 8th - in the 2016-2017 school year.  

Our Vision:  

Denver Discovery School students achieve personal and academic excellence and become lifelong learners and 
responsible leaders dedicated to improving their communities.  

Our Mission: Denver Discovery School develops and nurtures every student’s individual intellectual and social 
strengths through personalized learning and leadership opportunities. Through student-centered curriculum 
and inquiry-based instruction, we foster perseverance and intellectual curiosity so that our students are 
prepared to meet 21st century academic and personal demands.  

At Denver Discovery School, one of our most celebrated and critical attributes is our school culture. As a 
Community School, we believe that discovery, compassion, gratitude, collaboration, perseverance, and 
leadership matter just as much as mastery of academic content standards.  

Our Core Values: 

Discovery Compassion Gratitude Collaboration Perseverance Leadership 

We are filled 
with a sense of 
wonder. We 
are eager and 
enthusiastic to 
explore. 

We are a safe and 
caring community. 
We treat each other 
with kindness and 
commit to being of 
service to others.  

We appreciate what 
makes us each unique. 
We are thankful for 
those around us, for 
what we have, and who 
we are becoming. We 
celebrate our 
accomplishments. 

We listen to and 
value diverse 
opinions. We 
include everyone 
and work together 
to creatively solve 
problems. 

 

We strive to be our 
best and take risks 
even in the face of 
adversity. We take 
on increasingly 
rigorous challenges. 

 

With integrity, we 
walk beside each 
other, building 
agency, learning and 
inspiring one 
another to boldly 
make the world 
better. 
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Student Demographics  

Denver Discovery School is a Stapleton middle school serving the shared Park Hill/Stapleton MS boundary 
starting its sixth year. We currently serve 197 students, 6th through 8th grade. Of these students, 
approximately 61% qualify for free and reduced price lunch but it has significantly changed in 2019-20 school 
year. DDS saw a drastic change in student demographics going from 40% to 89% Students of Color and the FRL 
saw a large increase from 39% to 61%. Additionally, 23% of students are identified as English Language 
Learners, 13% are identified for special education, and 3% are identified as Gifted and Talented/Highly Gifted 
and Talented. Last year, 42% of DDS students had a daily attendance rate of 95%.  

FRL SPED ELL Hispanic/ 
Latino 

African 
American 

Pacific 
Islander 

White Minority 

60.6% 12.5% 23% 35.5% 48% 0 11% 89% 

 
Community School Model  

DDS is in the midst of a strategic “rediscovery” process to become a 
Community School as defined by the six pillars described in the National 
Education Association NEA Community Schools Toolkit. 

Strong Curriculum and Enrichments: Educators provide a rich and varied 
academic program allowing students to acquire both foundational and 
advanced knowledge and skills. Students learn with challenging, culturally 
relevant materials that address their personalized learning needs and 
expand their experience. They learn how to analyze and understand the 
unique experiences and perspectives of others. Through project-based 
learning, students respond to real-world questions through an extended inquiry process that involves peer 
collaboration, critical thinking, communication skills, and interdisciplinary learning. In addition, students are 
provided with as much as one-third more learning time, in which they experience arts, athletics, academic 
enrichments, and hands on experiential learning. Enrichments are provided by staff and/or community 
providers within the school day, through extended day or year, before or after school, weekends, and/or 
summers in school facilities and/or other community spaces. (Adapted from NEA Community Schools Pillar.) 

At DDS, we select challenging, culturally relevant, curricular materials that accelerate student learning to reach 
rigorous academic standards. Grade level teams will develop interdisciplinary projects that engage students in 
collaborative inquiry and project-based learning. Teachers will engage in collaborative professional 
development on culturally responsive practices and teaching the curriculum. In addition, DDS will provide 
students with expanded enrichments and electives to close opportunity and achievement gaps through 
innovative scheduling and partnering with community providers. 

High-quality Teaching: Teachers are knowledgeable about their content and skillful in their practice. 
Instructional time focuses on learning. Individual student needs are identified and learning opportunities are 
designed to address them. Higher order thinking skills are at the core of instruction so that all students acquire 
problem solving, critical thinking, and reasoning skills. Educators work collaboratively to plan lessons, analyze 

http://www.nea.org/communityschools
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student work, and adjust curriculum as required. Experienced educators work closely with novices as mentors, 
coaches, and “guides on the side,” sharing their knowledge and expertise. Together, educators identify the 
methods and approaches that work and change those that are not meeting student needs. (Adapted from NEA 
Community Schools Pillar.) 

At DDS, teachers plan and teach standards based lessons that are culturally responsive and differentiated to 
meet student learning needs. Teachers scaffold instruction through the gradual release model, introducing 
new material and providing time for guided and independent practice. Teachers participate in weekly 
collaborative planning meetings to unpack standards, analyze student data, identify learning gaps, and plan for 
instruction. Teachers work together to design interdisciplinary project-based learning experiences that are 
inquiry based and relevant to students. DDS teachers encourage students to question the world around them, 
give students opportunities to critique and construct their own opinions and interpretations, and engage in 
discussions about social justice and how to improve local and global communities.  

Inclusive Leadership: Parents, students, teachers, principals, and community partners have begun and will 
continue to build a culture of professional learning, collective trust, and shared responsibility through site-
based leadership teams. Collaborative leadership and practices help ensure that implementation is inclusive, 
creates shared ownership of the work, and is tailored to address local needs based on local assets. 
Collaborative planning, implementation, and oversight of the strategic plan are guided by a representative 
leadership team inclusive of families, community partners, school staff, youth, and other stakeholders from 
the school’s various constituencies. (Adapted from NEA Community Schools Pillar.) 

At DDS, a Community School Committee serves as the local decision-making body and includes community 
members, families, students, teachers, and leaders in collaborative input focused on building community 
consensus and advocacy for the school. Our School Leadership Team includes a Community School 
Coordinator, Senior Team Leads, Dean of Culture, Assistant Principal, and Principal and focuses on improving 
the efficiency and effectiveness of instructional, cultural, and operational systems to increase student 
achievement and school performance. As a Community School, DDS is interested in continuing to explore 
distributed leadership approaches that have been successful in schools serving similar students. 

Positive Behavior Practices: Community school educators emphasize positive relationships and interactions, 
and model these through their own behavior. Negative behaviors and truancy are acknowledged and 
addressed in ways that hold students accountable while showing them they are still valued members of the 
school community. Restorative discipline practices such as peer mediation, community service and post-
conflict resolution help students learn from their mistakes and foster positive, healthy school climates where 
respect and compassion are core principles. Zero-tolerance practices leading to suspension and expulsion are 
avoided, whenever possible. Staff members are trained in social emotional development, conflict resolution, 
restorative practices, bullying prevention, and trauma-informed care. (Adapted from NEA Community Schools 
Pillar.) 

At DDS, we have implemented school-wide behavior routines and expectations grounded in the Capturing Kids 
Hearts program and a positive behavior incentive system using Kickboard. Our school culture is galvanized 
around common expectations: strengthening students’ connectedness to others through enhancing healthy 
bonds with their teachers and establishing collaborative agreements of acceptable behavior. Ensuring that 
student voices are heard and validated is of utmost importance in our school’s success. Morning meetings are 
held in place of advisory classes on Friday mornings. These meetings celebrate school pride, recognition of 
students and staff who demonstrate the DDS core values, and bring light to other student, staff and school 
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celebrations throughout the year. We utilize restorative practices to help students close gaps and make 
corrections to their behavior through restorative dialogues, peace circles, and other restorative actions. DDS 
staff members use restorative practices to maximize the time all students are inside the classroom 
participating in their learning. 

Family and Community Partnerships: Community schools function as neighborhood hubs. Family and 
community engagement happens on a continuum— from partnering with parents to develop and promote a 
vision for student success, to offering courses, activities, and services for parents and community members, to 
creating structures and opportunities for shared leadership. Their engagement is on-going and extends 
beyond volunteerism to roles in decision-making, governance and advocacy. Staff members are trained in and 
demonstrate cultural competency, so they can build trusting relationships with families and community 
members who feel welcome, supported, and valued as essential partners. (Adapted from NEA Community 
Schools Pillar.) 

At DDS, families and community members are essential partners in our school. Family members are expected 
to volunteer and are provided with many different ways that they may contribute from supporting teachers 
and students in the classroom to preparing food and decorations for school community events. In addition, 
students, families, and community members participate in the Community School Committee providing input 
into school decisions and holding the school accountable for results. As a community school, DDS will partner 
with local resources to provide families with access to parent education, career counseling, food and clothing, 
and housing, health, and mental services. 

Community Support Services: Community schools take a whole child approach to supporting students’ 
education and life success. They pay explicit attention to students’ social and emotional development and 
provide and coordinate a range of on-site services and supports such as meals, health care, mental-health 
counseling, and other services before, during, and after school. These wraparound services are integrated into 
the fabric of the school. A dedicated staff member coordinates support programs, develops partnerships with 
community-based providers, and connects students and families with available services. (Adapted from NEA 
Community Schools Pillar.) 

At DDS, we have an integrated focus on the whole child that encompasses many new features such as: before 
and after school programs beyond the traditional extracurricular and athletic programs; learning opportunities 
for family and community members; and health and wellness services. Partnerships with community 
organizations and businesses broaden the educational and experiential scope of learning making the school a 
hub of community activity. DDS has created relationships with organizations such as the United Way and Boys 
and Girls Club and is working to establish partnerships with community based health and mental health 
services to provide wrap-around support to students and families.  

Innovation Status  

Retaining our innovation status will help us achieve our vision of becoming an effective community school by 
utilizing our flexibilities to make community-based decisions that align with our goals and meet the needs of 
our students. This will help us to drive improvement in school performance as quickly as possible.  
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Requested Flexibilities 

In order for the plan to be implemented effectively, the school design requires flexibilities in the following 
areas: 

 Flexibilities: Rationale 

Educational Program ● Curriculum: school determined, CSC approved  
● Assessments: school determined, aligned with curriculum 
● PD & Collaborative Planning: school determined, extended time 
● Professional Development: teachers & leaders may opt out of district PD 

when not aligned with the school needs or model and not mandatory 
● Student Promotion & Retention: school determined, no parent override 
● Student Schedules & Calendars: SLT or CSC determined 
● Wrap Around Services: community providers in school 
● Community Services: students out in the community 

Human Resources ● Unique job descriptions: e.g. Community Schools Coordinator 
● Hire non-licensed teachers for enrichment classes: core includes art, PE 
● Selection Process & Job Descriptions: aligned to school model 
● On Demand Hiring Timelines: not following district timeline 
● Limited Term Assignments: not required to accept limited term 

assignments 
● Staff Schedules & Calendars: SLT determined 
● Time/Responsibilities: extra time and leadership responsibilities 
● Evaluations: peer evaluators and community school indicators 

Budget ● Actuals v Averages: recoup difference in school discretionary budget 
● Financial Resources: apply for innovation / community school grants 
● School Funding: 501c3 and/or bank account for private funds 
● Additional Compensation: CSC determined stipends and incentives with 

support from DPS budget partner 

Leadership and 
Governance 

● SLT: school defined membership and responsibilities 
● CSC: school defined membership and responsibilities 
● Teacher & Student Schedules: annual approval by SLT 
● Teacher & Student Calendar: annual approval by CSC 
● Principal Selection: CSC recommends to Superintendent 
● Consensus decision-making model 

 Other ● District Services: opt out of district services or materials 
● Transportation: aligned with CSC determined start and end times 
● Transportation: buy a bus or contract charter for enrichments, etc in 

collaboration with DPS transportation. 
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Stakeholder Participation in the Process 

Last year, community members organized to “rediscover” Denver Discovery School to address declining 
enrollment and achievement. Over the course of several months, dozens of people showed support for our 
school and provided feedback on our school’s innovation plan. A committed group of approximately 30-50 
community members and parents met on a monthly basis January through May of 2019.  

Groups worked on specific issues: recruitment, finances, academics and curriculum, and wrap around services. 
There were several meetings with DPS Board members and central office leaders present who shared and 
listened to feedback. We have an active Collaborative School Committee who participated in the process. 
Parents were also a part of the School Principal Selection Advisory Committee to assist in hiring the new 
principal this year. There were many community meetings to help anchor DDS and give input. Our community 
has been highly involved with assisting in the writing of our innovation plan and overall school improvement.  

The clearest thing we heard through these community discussions was a desire for wrap-around supports for 
students and families. That feedback ultimately led to us adopting the Community School model. As a result, 
we hired a Community School Coordinator who has been instrumental in recruiting community partners to 
provide enrichment courses every Friday. Every student is involved in these enrichments which gives staff the 
time and space to plan and practice for teaching core content.  

DDS continues to work with staff, families and community members through our Community School 
Committee, which meets twice a month. Our first CSC meeting this school year was focused on updates on the 
SPF, the Community School Coordinator role, and developing an enrollment recruitment plan. Surveys have 
been an important source of information and every effort has been made to solicit feedback from students 
and families. Student responses to the survey resulted in the creation of a math after school tutoring program 
for the school. In addition, we hold many events for parents to attend: parent-teacher conferences, Black 
History Month celebration, concerts, ice cream socials and tea with teachers. There was also a night to 
educate the community on the SPF and answer questions about the school's rating. 

DDS is also collaborating with the DPS Family and Community Engagement (FACE) team. The FACE team called 
or met in-person with every DDS family to seek feedback on their experience at the school. FACE will complete 
a report on the findings from the interviews in December and then will continue to provide support to the 
school during the second semester. The CSC has also been engaged in the Innovation Renewal Planning 
process. In December & January, an overview of the key components of the Innovation Renewal Plan will be 
presented to the DDS community and input will be gathered and integrated into the plan. In January, families 
will receive an executive summary of the plan and the CSC will provide a letter of support. 

Teachers and staff have been engaged in the changing model throughout the process. In early October, DCTA 
and school leaders met with teachers to discuss the Community School model and SPF rating, and to engage 
teachers in plans for improvement. With a new leader experienced in school turnaround, the principal is 
focused on establishing urgency, while inspiring confidence, commitment, and engagement with staff. From 
October through December 2019, the entire staff has been engaged in the development of the Innovation 
Plan. All staff were invited to participate in optional weekly meetings on Tuesdays after school and input from 
each staff member has been gathered during weekly Friday professional development meetings. A complete 
draft of the plan will be provided to staff members for their review and a consent vote will take place in 
February, 2020 
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Expected Outcomes 

The innovation plan is designed to improve student academic performance, including subgroup performance, 
by providing students with: high quality curriculum; engaging enrichments in the arts, athletics, and 
academics; effective teachers; rigorous and culturally relevant instruction; targeted interventions; positive 
behavior supports and restorative practices; and whole child wrap-around supports for social, emotional, 
mental, and physical health and wellness. Community Schools have been found to result in: deeper 
engagement; greater overall academic success; lower rates of absenteeism; better work habits, grades, test 
scores, and behavior; and higher enrollment in advanced courses. 

The following goals will ensure high growth for students of all subgroups and will ultimately lead to strong 
catch-up and keep-up scores for students. As a result of our efforts, we will see students moving bands on 
CMAS from not meeting to meeting expectations over time.  

 

 Assessment/ 

Indicator 

Measure 18-19 

Baseline 

19-20 Targets 20-21 Targets 21-22 Targets 

CMAS ELA 

Status Overall 

 

% at or above 

grade level 

45.3% of 

students met 

or exceeded 

expectations 

on CMAS ELA. 

All groups of students 

will increase at least 

10% in the number of 

students 

meeting/exceeding on 

CMAS ELA. 

All groups of students 

will increase at least 

10% in the number of 

students 

meeting/exceeding on 

CMAS ELA. 

All groups of students 

will increase at least 10% 

in the number of 

students 

meeting/exceeding on 

CMAS ELA. 

CMAS Math 

Status 

 

% at or above 

grade level 

23.9% of 

students met 

or exceeded 

expectations 

on CMAS 

Math. 

All groups of students 

will increase at least 

10% in the number of 

students 

meeting/exceeding on 

CMAS Math.  

All groups of students 

will increase at least 

10% in the number of 

students 

meeting/exceeding on 

CMAS Math. 

All groups of students 

will increase at least 10% 

in the number of 

students 

meeting/exceeding on 

CMAS Math. 

CMAS ELA 

Growth Overall 

 

MGP 56 MGP 

on CMAS ELA. 

The median growth 

percentile on CMAS ELA 

will be 65+ for all 

groups of students. 

The median growth 

percentile on CMAS 

ELA will be 65+ for all 

groups of students. 

The median growth 

percentile on CMAS ELA 

will be 65+ for all groups 

of students. 

CMAS Math 

Growth 

 

MGP 33.5 MGP  

on CMAS 

Math. 

 The median growth 

percentile on CMAS 

Math will be 65+ for all 

groups of students. 

 The median growth 

percentile on CMAS 

Math will be 65+ for 

all groups of students. 

 The median growth 

percentile on CMAS 

Math will be 65+ for all 

groups of students. 

Student 

Behavior 

 

% of in-school 

and out of 

school 

suspensions 

23 OSS. The ISS and OSS 

numbers will decrease 

by 50% from the 

previous year. 

 The ISS and OSS 

numbers will decrease 

by 50% from the 

previous year. 

 The ISS and OSS 

numbers will decrease 

by 50% from the 

previous year. 

 



13 

 

Section I: Teaching  

Community Schools Pillar #2 High Quality Teaching:  

Teachers are knowledgeable about their content and skillful in their practice. Instructional time focuses on 
learning. Individual student needs are identified and learning opportunities are designed to address them. 
Higher order thinking skills are at the core of instruction so that all students acquire problem solving, critical 
thinking, and reasoning skills. Educators work collaboratively to plan lessons, analyze student work, and adjust 
curriculum as required. Experienced educators work closely with novices as mentors, coaches, and “guides on 
the side,” sharing their knowledge and expertise. Together, educators identify the methods and approaches 
that work and change those that are not meeting student needs. 

A. Teacher Recruitment, Hiring, and Retention 

Recruitment & Hiring 

DDS will utilize a rigorous and comprehensive screening process to ensure we select the highest-quality staff. 
The DDS personnel committee and leadership partners will create a hiring rubric that reflects the attributes 
and competencies that are aligned with the school innovation plan mission, vision, and educational program. 
This rubric will be used throughout the initial screening, interviews, and final selection process. The principal 
will work closely with DPS Human Resources as we create job profiles, post the positions and accept/screen 
applicants. Job descriptions, requirements and qualifications will be posted through multiple websites, career 
fairs, partner organizations (IBO), and professional networks (ACSD, CASE, CDE, etc.). DDS will hire teachers 
and school staff as needed throughout the year and will not be required to hire within the DPS hiring timeline. 
By not limiting ourselves to the DPS hiring timeline, we will have the flexibility to hire when we have known 
vacancies enabling us to be more proactive and finding the best candidates for DDS.  

Denver Discovery School will rely on the following selection process to select the best candidates: 

Stage 1: Application, resume and cover letter screening 

Stage 2: Initial 45 minute interview. 

Stage 3: Observation of candidate teaching a sample lesson preferable at DDS. If the teaching sample is done 
at DDS, student feedback will be included in the process.  

Stage 4: Verification of previous employment, professional and personal references. 

Stage 5: Offers of employment to the strongest candidates.  

At the time of the offer, DDS will share with candidates the school’s innovation plan to make sure candidates 
understand how innovation status and the community school model impact employment as well as teaching 
and learning. When an offer is made to a potential new employee, he or she will be fully informed of the 
terms of their contract in accordance with the DPS collective bargaining agreement and the School Innovation 
Plan. As a learning organization, DDS expects to refine the hiring and selection process each school year. 

Staff who are culturally competent are able to bridge connections between course content and student 
culture in a positive and inclusive manner. Students of all backgrounds, ethnicities, cultures, native languages, 
and learning preferences will be encouraged to attend Denver Discovery School. Every DDS team member will: 
know, understand, and work with families that come from different races, ethnicities, and linguistic 
backgrounds; expose students to role models from their own culture as well as those from other cultures; and 



14 

 

utilize student's cultures to help them learn the subjects and skills taught in school. All staff members will be 
trained to and participate in the Teacher Home Visit Program in order to build a comprehensive understanding 
of students and families. At times, some teachers will be required to attend CRE training from the district to 
make sure that they are meeting the needs of their students. The DDS interview process and evaluation rubric 
will screen for candidates that match this vision of cultural competency and our school mission. 

DDS will employ non-licensed personnel to provide instruction or supervision of children that is supplemental 
to the core academic program. All core content teachers will meet the federal requirements. Core content 
teachers (e.g. language arts, math, science, social studies, physical education, art, and music) will possess a 
valid Colorado license and subject matter competency for their assignment.  

Retention  

As teacher retention is an essential contributing factor to school and student success, our target retention rate 
will be 85%. DDS culture will emphasize lifelong learning and the relentless pursuit of excellence; therefore, 
the leadership of DDS will fully support the career goals of its faculty and staff. At the start of every school 
year, faculty and staff will meet individually with the school leaders to discuss their goals related to the school 
year and to their own professional growth. Each teacher leader will support teachers to develop an individual 
professional development plan, as part of the beginning of the year professional development, that describes 
a 3-year period and serves as a framework for the individual’s professional development and informs 
collective PD. As part of the plan, the leaders will seek to identify ways in which the school can support the 
staff member’s goals, whether by adjusting schedules and assignments or by participating in programs and 
opportunities offered by DPS, professional organizations or institutions of higher learning. In addition, 
teachers will have the opportunity to participate in a professional development unit (PDU’s) for extra pay (as 
defined through the school’s compensation philosophy not to be lower than in the Collective Bargaining 
Agreement) and learning and will have the opportunity to visit other schools to observe best practices. 
Teachers at DDS will have the opportunity to participate in and share their learning through DPS’s Teacher 
Leader Training, Empowering Excellent Educators, and Professional Content Knowledge initiatives. DDS staff 
members that participate in these trainings will have the opportunity to train other teacher leaders in the 
building; thus, developing capacity in others and an organizational ‘leadership pipeline’. Excellence in staff and 
faculty performance will be recognized and celebrated at monthly meetings where teams will share Interim 
assessment and data team SMART goal results with the entire faculty. Standardized test results will be 
published by grade level and posted to the school website where recognition will be given for excellent 
performance. 

B. Teacher Coaching  

The primary goals for teacher coaching within our building are to increase instructional efficiency and efficacy 
through a rigorous and collaborative culture. Specifically, we will use peer and administration facilitated 
coaching to ensure that teachers meet and exceed effectiveness criteria on the LEAP framework. DDS will be a 
true professional learning community. A goal for DDS will be that all teachers are progressing professionally 
towards being a leader in roles such as an instructional leader, instructional coach, or thriving towards their 
own ways of being a teacher-leader within the DDS or wider DPS community. 

Observation and Feedback Schedule: Senior Team Leads and administrative staff will provide at least two 
informal (partial) observations a year and two formal (full) observation a year. The observations will take place 
throughout the school year. Teachers will receive written feedback on the observation and will receive an in 
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person conversation about the observation. Additionally, teachers will receive regular coaching cycles. They 
will receive coaching at least twice a month and will be provided action steps that are documented in 
Whetstone. Additional components of the LEAP framework will be featured depending on our PD focus and 
assessed teacher needs. 

Senior Team Leads: STLs will receive a stipend for taking on leadership roles and have a reduced teaching load 
to have time to work with the teachers on their teams. STLs will also serve as LEAP observers, logging 
observations into Whetstone and may be responsible for the end-to-end LEAP process for the teachers on 
their team. STLs participate in weekly professional learning based on supporting teachers with backward 
planning lesson plans, data driven instruction, observation and feedback, and leading professional 
development. 

Teacher coaches will observe the classroom, script while there and then provide feedback. Teachers will also 
receive regular coaching and feedback on their instructional planning. As the school grows in size, each grade 
level will have a team specialist who will run the dedicated collaborative planning time. The team specialist 
will coordinate the project-based learning for the grade level projects that involve more than one content 
level. They will help the grade level team to determine which part of the project each core content is handling. 
They will work to make sure that grade levels are coordinated and prepared for the grade level Expos.  

Using flexibility of calendars, PD time during school hours, and time allotments for coaching, we will be able to 
be responsive and proactive through prioritized coaching moves. That is, if we find that large groups of 
teachers are in need of targeted PD, our flexible calendar will allow us to pivot. If certain teachers require 
greater coaching than others, we can shift our coaching loads to accommodate. Denver Discovery School will 
also provide differentiated professional development through providing opportunities for teachers to attend 
conferences and as the school rebuilds book clubs that teachers can participate in based on their interests. 

C. Teacher Evaluation  

Teachers will be evaluated using the DPS LEAP evaluation framework, which is consistent with SB-191 policy, 
and includes student growth data as measured on standardized assessments, leadership partners observations 
and student feedback. Additional indicators may be added to the evaluation rubric to align with the 
Community School model. While the principal will oversee all evaluations in the building, other evaluators as 
determined by the principal will have primary evaluation responsibilities for some personnel. The principal has 
the authority to identify, prepare, and designate school-based evaluators to conduct staff evaluations. All 
teachers will be evaluated at least twice annually. The principal will oversee all evaluations to ensure the 
appropriate standards are being used.  As necessary, the principal will identify a designated evaluator for each 
teacher in addition to the school principal. Evaluators will receive approved teacher evaluation training but 
will not be required to hold a state administrator license.     

Teachers will have at least 2 informal partial observations and 2 formal full observations. Formal full 
observations are recommended to last one class period (typically 45-60 minutes) and do not require advance 
notice or a pre-observation conference. Additionally all teachers may be videotaped within the classroom and 
the video will be used solely for professional development and coaching purposes. 

D. Professional Development  

Innovation Status supports the professional growth of DDS teachers by allowing the school to determine 
professional development topics and to add time for professional development and collaborative planning in 
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the school calendar and/or schedule. DDS may opt out of District PD that is not mandatory and is not aligned 
to the school’s innovation plan. Annually, in the Spring, the Community School Committee will adopt the 
professional development calendar and schedule for the following year. 

Some examples of PD aligned with the school mission, vision, and goals include: 

Project-Based Learning (PBL): All staff will participate in an onsite two day training prior to the start of school 
on crafting and implementing effective and rigorous project-based learning units in their classroom. Staff will 
receive support and resources to develop and implement PBL units in conjunction with school leadership.  

Capturing Kids Hearts: All staff will participate in an onsite two day training prior to the start of school on the 
practice of Capturing Kids Hearts. The primary focus of Capturing Kids’ Hearts is to develop healthy 
relationships between members of a school’s educational community and to teach effective skills that help 
participants: Develop self-managing classrooms and decrease discipline issues through innovative techniques 
such as a social contract. Develop students’ empathy for diverse cultures/backgrounds. As well as increase 
classroom attendance by building students’ motivation and helping them take responsibility for their actions 
and performance 

Culturally Responsive Practices: Staff will receive training prior to the start of school in Culturally Responsive 
Practices. Culturally responsive practices support the achievement of all students by providing effective 
teaching and learning in a “culturally supported, learner-centered context, whereby the strengths students 
bring to school are identified, nurtured, and utilized to promote student achievement” Richards, Brown, & 
Forde, 2006. Geneva Gay specifies that culturally responsive teaching uses “the cultural knowledge, prior 
experiences, frames of reference, and performance styles of ethnically diverse students to make learning 
encounters more relevant and effective for them” Gay, 2013. 

Trauma Informed Practices: Staff will receive training prior to the start of school in Trauma Informed Practices. 
To provide trauma-informed care to children, youth, and families involved with child welfare, professionals 
must understand the impact of trauma on child development and learn how to effectively minimize its effects 
without causing additional trauma. 

Equity Math Cohort: Denver Discovery School has been provided with grant money for the 2019-2020 school 
year to participate in a cohort around equity based practices in math classrooms. The cohort will focus around 
the book The Impact of Identity in K-8 Mathematics: Rethinking Equity-Based Practices. This book invites K–8 
teachers to reflect on their own and their students’ multiple identities. Rich possibilities for learning result 
when teachers draw on these identities to offer high-quality, equity-based teaching to all students. Reflecting 
on identity and re-envisioning learning and teaching through this lens especially benefits students who have 
been marginalized by race, class, ethnicity, or gender. The authors encourage teachers to reframe instruction 
by using five equity-based mathematics teaching practices: going deep with mathematics, leveraging multiple 
mathematical competencies, affirming mathematics learners’ identities, challenging spaces of marginality, 
drawing on multiple resources of knowledge.  

Ongoing Professional Development: The professional culture at Denver Discovery School will be a culture of 
collaboration, collegiality and excellence. Throughout the school year there will be weekly professional 
development scheduled and the goals for this work will be determined by the Instructional Leadership Team 
with guidance from the CSC. The leadership of Denver Discovery School will lead by example in how they 
interact with staff and faculty. A culture of excellence will be achieved through motivation and accountability. 
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Staff and faculty will be given as much autonomy as possible regarding the use of time and the selection of 
teams, tasks and techniques.  

Additionally, school leadership will build instructional capacity amongst faculty and improve student 
achievement by leading targeted professional development for one 60 minute session one afternoon each 
week. School leadership will determine instructional improvement needs based on observation, teacher self-
assessment, and student data reviewed regularly by the SLT. Periodically this time will be used for all staff to 
collaboratively score, analyze, and make instructional plans based upon interim data.  

On a monthly basis this professional development time will be used for staff to participate in committee 
meetings. All staff will be required to participate in one committee that best aligns with their personal and 
professional strengths, as part of their contracted time. Examples of committees include: 

Culture: Focus on school culture and pride. Will compile appropriate data around the culture of our 
school based on staff and student surveys. This committee will be focused on building school pride and 
ownership within our building. Activities to be coordinated by this committee will include spirit week, 
school pride activities, morning meeting, student dances, community get togethers, etc.  

Sunshine: Focus on staff support and appreciation. Will plan staff support activities as needed such as 
get well or celebratory cards and gifts, staff breakfast, staff outings and staff recognition within our 
building. This committee will focus on creating a positive culture among staff in the building.  

Equity: Focus on equity throughout all areas of DDS. Will collect data and reflect on the equity 
practices of all staff. This will include looking for equity in teacher lesson plans, facilitating PD time 
focused on equity in our school community, and leading staff in book studies focused on ensuring the 
most up to date pedagogy on equity in all classrooms and school spaces.  

Committees will be facilitated by the school leadership team and be aligned the school’s improvement efforts. 
Professional development will include an infusion of cultural competency tools within our PD plan, continual 
examination of disaggregated ‘gap data’, and subsequent planning and PD aimed to close gaps. 

Based on our innovation status we intend to maintain our flexibility with respect to district provided 
professional development. Our ELD teacher will participate in district PD to make sure we are meeting 
compliance checkmarks. For all other cases, it will be a case by case basis determined by the ILT and CSC team. 
Moreover, in collaboration with our network support team, we will enact short cycle continuous improvement 
to properly couple our teachers’ development needs in relation to our school wide goals and priorities.  

Planning for Instruction 

DDS teachers engage in both collaborative planning and self-directed planning to: develop rigorous, standards-
based lesson and unit plans, analyze student data to determine the effectiveness of instruction and concepts 
to re-teach in order to ensure mastery, and make adjustments to future lesson plans. 

Collaborative Planning times are structured meetings of groups of teachers (e.g. content or grade level teams) 
to analyze student data for determining instructional effectiveness and concepts for reteaching and to develop 
lesson and unit plans designed to ensure that students have the support that they need to meet or exceed 
grade level standards. 

During Self-Directed Planning times, teachers are expected to be: at school, engaged in lesson planning, 
preparing materials, and/or meeting with other teachers to analyze student data and plan instruction. Self-
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Directed Planning times are not time off for teachers to use for personal needs. If teachers are not engaged in 
instructional planning, personal leave time should be used. 

E. Pedagogy: Student Engagement and Mastery, and Instructional Strategies 

The DDS mission is to develop and nurture every student’s individual intellectual and social strengths through 
personalized learning and leadership opportunities. Through student-centered curriculum and inquiry-based 
instruction, we foster perseverance and intellectual curiosity so that our students are prepared to meet 21st 
century academic and personal demands.  

Inquiry-Based Instruction: Inquiry-based instruction that emphasizes the student's role in the learning process 
is central to the DDS mission. Rather than the teacher telling students what they need to know, students are 
encouraged to explore academic content, ask questions, investigate answers, try out solutions, and share 
ideas with one another. An inquiry-based approach develops the habits of mind that characterize a life-long 
learner, teaching students how to pose difficult questions and to build knowledge. Students are given 
opportunities to take ownership of their own learning, a skill necessary to succeed in college and in most 
professional settings. An inquiry-based approach supports students in making connections between academic 
content and their own lives, providing culturally responsive learning experiences. (Adapted from Center for 
Inspired Teaching, 2008.) Inquiry-based instruction does not preclude the need for direct instruction. 

Gradual Release Model: Teachers at DDS will scaffold instruction through the Gradual Release Model: “I do” or 
introduction to new material, “We do” or guided practice, and “You do” or independent practice for daily 
instruction. Personalized Learning principles and integration of technology will be infused into the 
independent practice component of daily lessons. During the independent practice period of lessons, teachers 
will be expected to provide support to small groups of students to ensure the differentiation necessary to 
meet the needs of diverse learners at Denver Discovery School. This will be the period in which instructional 
specialists (GT, SPED, Interventionist) will push into the classrooms and also offer targeted individual or small 
group support.  

Project-Based Learning: Our school is committed to the following definition of PBL that guides the rationale for 
all Education Programming discussed in this application. Project-Based Learning is an approach to teaching in 
which students respond to real-world questions or challenges through an extended inquiry process. It often 
involves peer collaboration, a strong emphasis on critical thinking and communication skills, and 
interdisciplinary learning. The DDS curriculum is teacher-designed and teachers are encouraged to craft cross-
curricular lessons and projects that integrate content standards and respond to student interests. When 
preparing for new learning, students build upon their prior experiences through an asset-based model. In PBL 
units, students respond to real world questions that are based on an inquiry model. Being able to experience 
education through this lens allows students to learn and personalize their learning so it supports high levels of 
engagement.  

Integrated Classrooms & Differentiation: DDS heterogeneously groups core classes to capitalize on the inquiry-
based model that leverages cooperative grouping and students varied interests and talents. This grouping of 
core classes will also allow us to operate efficiently despite low enrollment projections for the incoming 6th 
grade. Students that need additional support in Math and Literacy will receive support during an electives 
block. (An example of a student schedule is included in the Education Program section below.) The DDS Math 
trajectory will follow the trajectory outlined by the DDS Math Expectations document. All content will be 
delivered through a focus on differentiation both by providing students with appropriate scaffolds for 
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mastering rigorous content as well as extensions available for students who have demonstrated mastery of 
grade level standards.  

Social Justice: A social justice education is centered in democracy and the freedom to exercise one's full 
humanity. Conceptions of equity and democracy have always been practically and theoretically connected to 
the field of education, which is often perceived as the greatest human equalizer. Staff will learn about their 
students, community, cultures and families. Teachers will embrace students existing knowledge by 
implementing it into the curriculum, while building new knowledge alongside them. By using a backwards-
design framework centered in equity and inclusivity with regard to content area, teachers will think of where 
they want students to be by the end of the year, and work backwards to develop the assessments and 
activities that will accompany objective mastery. DDS teachers encourage students to question the world 
around them, give students opportunities to critique and construct their own opinions and interpretations, 
and engage in discussions about social justice and how to improve local and global communities.  

F. Culturally Responsive Education  

Culturally responsive teaching is a priority for DDS. Culturally responsive teaching uses “the cultural 
knowledge, prior experiences, frames of reference, and performance styles of ethnically diverse students to 
make learning encounters more relevant and effective for them” (Gay, 2013). A review by Morrison, Robbins, 
and Rose synthesizes the culturally relevant practices that teachers use to support their students in the 
following categories: modeling, scaffolding, and clarification of challenging curriculum; using student strengths 
as starting points’ and building on their funds of knowledge; investing and taking personal responsibility for 
students’ success; creating and nurturing cooperative environments; having high behavioral expectations; 
reshaping the prescribed curriculum; encouraging relationships among schools and communities; critical 
literacy; engaging students in social justice work; making explicit the power dynamics of mainstream society; 
and sharing power in the classroom. DDS has integrated culturally responsive teaching practices into the 
school’s Unified Improvement Plan. 

Major Improvement Strategy #2: CREATE AND SUSTAIN INSTRUCTIONAL SYSTEMS BASED ON CULTURALLY 
RESPONSIVE TEACHING. 

(Note: Major Improvement Strategies and root causes were developed as part of the 2019-2020 SPC 
improvement planning process and are referenced throughout the innovation plan, as they guide our holistic 
school vision and systems). 

Rationale: This major improvement strategy connects to two Root Causes - Root Cause 2: We have yet to 
establish and implement a comprehensive instructional system and Root Cause 3: Lack of culturally responsive 
training. DDS will create and build an instructional vision and expectations for DDS using data driven evidence. 
Beginning the year, we deem it essential that DDS create and develop an instructional vision along with 
instructional expectations. As a result of a clear and achievable academic vision, we expect to see high levels 
of student engagement, consistency across classrooms, deep levels of learning, and ultimately improve 
student academic outcomes. 

Key Implementation Benchmarks: 

● 100% of DDS teachers will plan and teach standard based lessons: with focus instructions, guided 
instruction, collaborative learning, independent practice and formative assessment  
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● 100% of DDS teachers will participate and follow a weekly data meeting task analysis protocol which 
includes pre-planning, unpacking standards, analyze exemplars, identifying gaps, and planning for 
reteach and evidence that reteach is happening  

Key Action Steps:  

● DDS Teachers will engage in a book study on “Culturally Responsive Teaching and The Brain: Promoting 
Authentic Engagement and Rigor Among Culturally and Linguistically Diverse Students” by Zaretta 
Hammond. 

● Teachers will have lesson plans posted in their classroom that have the following components: 
Standard, CLO, Do Now, Lesson Agenda, Intentional Questions, Formative Assessment of the CLO, 
Closure. 

● DDS Teachers will engage in backward planning sessions with Regional Instructional Partners and/or 
DDS Senior Team Leads weekly. 

● ALL DDS teachers will be trained in Project-Based Learning practices in order to improve instruction. 

● Use the culture and equity walk support tool in classroom walkthroughs to assess baseline culturally 
responsive learning environment indicators. 

● Use the mathematics rigor assessment tool in classroom walkthroughs to assess baseline level of 
potential of task and implementation of task.  

● Develop Regional Specialist Service Agreement in alignment with needs identified in baseline data 
collection of rigor walk and culture and equity walk (see specialist service agreement) 

● DDS Core Teachers (Math, ELA, Science, Social Studies) will develop common formative assessments in 
Illuminate to be administered between interim assessments. 

● DDS teachers will create, administer & analyze rigorous progress monitor tools by weekly, monthly and 
quarterly assessment in ELA, Math, Science, Social Studies, PE and Arts to align with grade level 
standards. 

● All DDS teachers and Teacher Leaders will engage in data (deep dive) meeting to analyze CMAS data. 

● DDS Teachers and Leaders will consistently monitor and post evidence of learning through the use of 
visual data trackers. (Standard Mastery Tracker) 

● DDS teachers and Teacher Leaders will engage in 6 weeks data coaching cycles for each content area, 
including Math, ELA Science & Social Studies. 

Section II: Leadership  

Community Schools Pillar #3 Inclusive Leadership:  

Parents, students, teachers, principals, and community partners will build a culture of professional learning, 
collective trust, and shared responsibility through site-based leadership teams. Collaborative leadership and 
practices help ensure that implementation is inclusive, creates shared ownership of the work, and is tailored 
to address local needs based on local assets. Collaborative planning, implementation, and oversight of the 
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strategic plan are guided by a representative leadership team inclusive of families, community partners, school 
staff, youth, and other stakeholders from the school’s various constituencies. 

A. Leadership Sustainability 

 

Leadership Team Capacity 

The leadership team at DDS has a track-record of leading improvement strategies.  

Charmain Keeton, Principal:  

Charmaine Keeton is an experienced educational leader with a track record of success increasing achievement 
in persistently low performing schools. In her eight years at Hallet Fundamental Academy, she led the school 
to increased school performance from red to green on the School Performance Framework. In two and a half 
years at John Amesse Elementary School, she took the school from a restart to a high yellow, approaching 
green rating. This school year marks Charmaine’s thirty-eighth year in Denver Public Schools in the field of 
education, and her twelfth year in school leadership. She officially retired five years ago. However, working on 
behalf of DPS students and families is her passion! So, when the DDS community asked her to come on board 
and help them with their redesign and school improvement work, Charmaine agreed to join the team. When 
not working, Charmaine loves traveling. Her friends and family call her the “Cruise Queen” because she has 
cruised to three different continents and has been on over 50 cruises! 

Link to Mrs. Keeton’s Resume: 
https://drive.google.com/file/d/17dlHAes6rFn1MLffTuanZhjGdWJZMUSF/view?usp=sharing  

Dawnyle Ashemu, Assistant Principal:  

Dawnyle Ashemu is a Colorado Native, a product of DPS, and a graduate from East High School. She earned a 
B.F.A. in Dance from Columbia College. Teaching is a second career for Dawnyle, as she was a professional 
dancer for 15 years. She started her dance career in Denver with Cleo Parker Robinson and has danced in 
Chicago, IL., with Deeply Rooted Productions, and ended in Las Vegas, NV., with Dick Foster Productions. 
Dawnyle began her teaching career in Las Vegas, initially to teach dance in high school. After student teaching 
in a kindergarten classroom, she fell in love with teaching. Dawnyle came back home in 2006 where she 
worked for the Cherry Creek School District for 11 years. She taught Kindergarten for eight years and 4th 
grade for two years. Dawnyle also worked in Aurora Public Schools as a Teacher Literacy Leader, where she 
taught 4th grade literacy and coached intermediate teachers. She is also versed in Culturally Responsive 
Education and building curricula looking through the lens of equity. Not only is Dawnyle a leader at DDS, but 
also a proud parent of two 8th grade girls. 

Link to Mrs. Ashemu’s Resume: https://drive.google.com/file/d/1PFL-
_bVFfpqIc0jJhu4FAxMiaPILtmzD/view?usp=sharing 

Our leadership team structure is supported by the Near Northeast Regional Network Team and our Regional 
Instructional Superintendent. Our principal and AP are supported in their work by the other members of the 
leadership team - three senior team leads and a dean of culture. Our senior team leads and regional network 
partners support teachers with data driven instruction, collaborative planning, and observations and feedback. 

https://drive.google.com/file/d/17dlHAes6rFn1MLffTuanZhjGdWJZMUSF/view?usp=sharing
https://drive.google.com/file/d/1PFL-_bVFfpqIc0jJhu4FAxMiaPILtmzD/view?usp=sharing
https://drive.google.com/file/d/1PFL-_bVFfpqIc0jJhu4FAxMiaPILtmzD/view?usp=sharing
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Leadership Succession Plan 

An essential part of succession planning at DDS is inclusive leadership focused on building the capacity of the 
internal leadership team. Through the School Leadership Team and other teacher leadership roles, DDS staff 
members learn the leadership systems and structures and take on shared responsibility for school leadership. 
In the event of a school leader vacancy, the school leader selection process will be overseen by the 
Community School Committee in consultation with the Regional Instructional Superintendent. The CSC will 
establish a hiring committee and that consists of parents, teachers, DDS non-teaching staff and community 
members who represent the diversity of DDS’ student population. The hiring committee will gather input from 
teachers, staff, parents and students to develop a list of competencies and skills of the new school leader that 
is consistent with the school’s vision, mission, values, and goals and the innovation plan. The hiring committee 
will work with the RIS to screen resumes from DPS’ principal pool and invite candidates in for an interview 
process. DDS internal candidates will be encouraged to apply. During the interview process, candidates will 
interview with the hiring committee and students and will participate in a performance task and a building 
walkthrough. The top three candidates will participate in a community forum so that all parents have the 
opportunity to meet and provide input on the finalists. The hiring committee will then make 
recommendations to the Superintendent on the final two candidates. The top two finalists will move on to a 
learning walk with the Regional Instructional Superintendent and a final interview with the Superintendent. 
The Superintendent will make the final decision between the two finalists. Should the Superintendent not 
select either of the top two candidates, the DDS CSC will recommend adjustments to the composition and/or 
process and will interview additional candidates. 

Community Schools Model and Inclusive Leadership:  
The DPS and DDS are committed to supporting DDS to become a high-quality community school with an 
inclusive leadership model as defined by the NEA Community Schools Model.  
 
To this end, Denver Discovery will participate in a Community School Collective Review Committee (CSCRC) to 
analyze the impact of the community schools model, including the prioritization and scope and sequence of 
implementing the pillars: 1) a strong and proven curriculum, 2) high-quality teaching, and 3) inclusive 
leadership (including the opportunity for distributed leadership) practices; 4) positive behavior practices 
(including restorative practices; 5) community and family partnerships; and 6) coordinated and integrated 
wraparound supports (community support services). The CSCRC is by MOU with the NEA, CEA, DCTA, and DPS 
composed of One (1) DCTA staff; and, One (1) DCTA leader; and One (1) Colorado Education Association 
leader; and One (1) Colorado Education Association staff; and One (1) Denver Discovery School administrator; 
and Two (2) DDS staff; and The Community School Coordinator (1); and Two (2) community members selected 
collaboratively by the DDS administration and staff. The CSCRC will continue for at least the life of the joint 
NEA/CEA micro grant for the community schools coordinator position.  
 
The CSCRC will utilize resources such as NEA Community Schools Toolkit as a guide to developing an effective 
scope and sequence for the strategic implementation of the community school pillars. The CSCRC may 
prioritize activities such as fact gathering around a distributed leadership model and/or other leadership 
models in order to continue to most effectively implement the community schools model as a whole. As 
teachers, students, and families experience the direct impact of school decisions everyday, the CSCRC will also 
review faculty and community (including CSC and SLT) feedback to ensure that all staff members are invested 
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and involved in the execution of the school’s vision and that all members of our DDS team feel valued and are 
efficacious in supporting the accelerated growth our students deserve.  
 
Learnings from the work of the CSCRC may be incorporated into the next innovation renewal.  

Collaboration and Dissemination of Best Practices 

DDS is committed to being a collaborative member of Denver Public Schools and, through network meetings 
and school visits, will both solicit and share best practices with respect to innovation status. Our instructional 
leadership team worked closely with our Regional Instructional Superintendent, Dr. Kevin King, our Instruction 
and Leadership Partner, Emily Holmes, and the Tiered Supports/School Improvement team to refine 
improvement plans over the course of the summer and fall. We have met at least weekly, more often 
biweekly, with them and are in close contact around planning and supports for DDS. The Near Northeast 
regional Culturally Responsive, Mathematics, and Literacy specialists all provide high-priority professional 
development, coaching, and co-observations for our leadership team and faculty.  

B. Organizational Structure  

Our team is currently structured in the following way with roles and responsibilities that align with our 

Community School model.  

Key Elements of Current Leadership Team Job Descriptions 

Principal: Builds, develops and empowers the school’s teachers to ensure all students engage in joyful, 
rigorous, and personalized learning and demonstrate high academic achievement. Drives a school-wide 
compelling vision of equity through strategic planning, change leadership and school improvement, and 
innovative practices. This vision is created and shared by the staff and community of the school. Recruits, 
selects, retains and grows a highly effective leadership team and staff with the input and consultation of the 
staff and community, developing a culture of continuous learning that maximizes staff and student morale 
and performance. Leads a positive, inclusive school community that supports the development of the Whole 
Child and meaningfully engages students, families and community members. Inspires others through values-
driven, reflective and resilient leadership with a focus on equity. Achieves school goals by driving results, 
maximizing resources and ensuring effective management of school systems and operations. 
 
Assistant Principal: Provides feedback and coaching to STLs and teachers to ensure culturally responsive 
teaching is occurring throughout the school. Utilizes the LEAP Framework to provide feedback to all 
educators in the building. Pulls from the ideals of Capturing Kids Hearts to create a school-wide culture 
system and ensures all teachers have completed the training and are held accountable to the tenants of the 
program. Builds the capacity of all teachers to ensure all students engage in joyful, rigorous, and 
personalized learning and demonstrate high academic achievement. 
 
Dean of Culture: Supervises the coordination of staff and faculty school events and celebrations. He 
developed a vision for DDS’ school culture and has created systems and processes that celebrate students 
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success. He also provides professional development to DDS staff on building positive relationships with 
students. 
 
Senior Team Leads:  
DDS Senior Team Leads (STL) are teachers who, as members of the Instructional Leadership Team, play a 
critical role in helping DDS students increase their academic achievement goals. DDS Senior Team Leads 
spend part of the day providing high-quality instruction in their own classrooms as teachers, and part of the 
day developing a team of teachers’ ability to deliver joyful, rigorous and personalized instruction that leads 
to high academic achievement. As an expert in their content area, Senior Team Leads facilitate collaborative 
team time and provide 1-on-1 observation and coaching to their peers. 
 
Community School Coordinator: Supports the Community School model at Denver Discovery School 
through family & community engagement, developing communication systems, and recruiting & managing 
partnerships & resources around school goals. Has multiple evening and weekend responsibilities, including 
a potential nontraditional schedule with hours as early as 7 am or late as 7 pm. Final schedule to be 
determined based on designated partner school needs. 

 
 
C. Leadership Coaching and Evaluation  

The school leader will be supervised and evaluated by a DPS Regional Instructional Superintendent (RIS) using 
the LEAD Framework and the innovation plan. In addition to coaching from the RIS, the DDS school leader will 
have an Executive Coach. The RIS and Executive Coach will support the school leader to align leadership 
development with the innovation plan vision, mission, and goals. The school leader will meet regularly with 
the RIS and with the Executive Coach to ensure a coaching cycle of data analysis, planning, observation, 
feedback, and action is implemented with consistency.  

D. Instructional Leadership Skills 

As part of the school redesign process, DDS has focused on developing the capacity of the Instructional 
Leadership Team (ILT) to increase teacher leaders’ involvement and ownership in the instructional leadership 
work, aligned with our innovation plan Community Schools model for inclusive leadership. The ILT will include 
all of the school leaders and teacher leaders who are responsible for observations, coaching, and feedback on 
instruction. The role of the ILT is to ensure that the vision for the innovation plan is reflected in classrooms, 
instructional systems, and structures across the school through increased collaboration and distributive 
leadership. Schools with strong ILTs are more effective at assessing the progress of teachers and students and 
making adjustments as needed. The ILT provides consistency across instructional leaders and supports 
teachers to focus on learning and growth. DDS has included the development of the capacity of the ILT as one 
of its three major improvement strategies in the school's Unified Improvement Plan (UIP) with key 
implementation benchmarks that outline instructional systems and structure to be implemented.  
 
Major Improvement Strategy #3: DEVELOP CAPACITY OF INSTRUCTIONAL LEADERSHIP TEAM 
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Rationale: This major improvement strategy connects to our SPC Improvement Plan’s Root Cause 2: We have 
yet to establish and implement a comprehensive instructional system. At DDS, we believe that an essential 
component to improved student achievement is effective shared leadership. Throughout the 19-20 school 
year, a priority for DDS will be to improve the effectiveness and efficiency of building leadership, including the 
Dean of Culture, the Counselor, the Senior Team Leads, and the Team Specialists. 
 
Key Implementation Benchmarks:  

● 100% of the ILT team will develop a team of teachers’ ability to deliver engaging, rigorous and 
personalized instructions through coaching cycles and observations. 

● 100% of the ILT will meet with Admin Team to receive timely, ongoing actionable feedback that leads 
to develop a team of teachers’ ability to deliver engaging, rigorous and personalized instructions 
through coaching cycles. 

● Key Actions:  
● ILT members will pre-plan observations/feedback meeting, modeling to facilitate the teacher 

identifying gap, name the gap and action step and then practice the action step, evidence that action 
step is implemented. 

● ILT members will use Gateway Skills (LE3, I1, I3, and I4) in the LEAP framework when giving bite-size 
feedback to teachers. 

● ILT members will provide teachers’ feedback in bite-sized, actionable and aligned to school 
instructional priorities. 

● Using trends in LEAP data, LEAD framework, observation tracker data and feedback, ILT members will 
draft scope and sequence for ILT PD. 

● DDS Senior Team Leads will be able to identify and write a high leverage, LE actionable actions steps, 
implementation of these actions steps will be measured by video, lesson plan and/or observations. 

E. Operational Leadership Skills 

The vision of our innovation plan will be reflected in our operational systems through our daily student 

schedule and year-long calendar as well as through our budgeting priorities and our community school 

committee inclusive decision making processes. DDS will continue to be compliant with all health and safety 

regulations. 

Enrollment Targets 

Through the “rediscovery” process DDS intends to increase the school enrollment to 300 or more students to 

ensure financial sustainability of the school and will maintain 90% of student enrollment targets. With the 

continued support from the Family and Community Engagement office and the marketing team, DDS will ramp 

up its recruitment efforts.    

 

 19-20 20-21 21-22 22-23 23-24 

6th 45 100 110 120 120 

7th 40 45 100 110 120 

8th 80 40 45 100 110 
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Total 165 185 250 330 350 

 

Facilities Needs 

In order to fully implement the Community School Model, the following challenges and needed supports are 

currently being discussed through planning conversations between our school and DPS leaders. The goal of 

financial support in the short term is to accelerate improvement and set the school on the path to 

sustainability.  

 Challenges to address District support provided Additional support needed 

Shared Campus  On our shared 
campus, it is 
challenging to 
implement the 
Community School 
model with fidelity.  

Monthly meetings to 
ensure there is 
communication between 
campuses.  

If we get to 350 students we have 
nowhere to put them because 
Swigert has been increasing in size 
and we have had to concede space 
to them (2 rooms this year). We 
need support navigating our space 
limitations and would prefer to 
locate into a separate location. 

F. School Culture Leadership Skills  

The innovation plan will be reflected in our school culture, inside the classroom, and outside the classroom, 
and in systems and structures across the school through a variety of means. School leaders will promote 
equity and high expectations for all students. Consistency is crucial to the success of DDS, the leadership team 
will provide oversight on how this consistency is happening throughout the school. Implementation of 
Capturing Kids Hearts, equity, and culturally responsive practices will guide the systems DDS puts in place. 
Some of these systems will include; a streamlined advisory period for all students, providing school materials 
such as binders and planners to ensure students have the mindset of a scholar at all times, the use of 
restorative practices will ensure open and honest communication and conflict resolution between all staff and 
students in the building, and consistent and clear high academic and professional expectations for all students 
and staff.  

Inside the classroom, the innovation plan will be reflected in the curriculum decision and instructional PD we 
are able to tailor for our teachers. In the systems and structures across the school and in general outside the 
classroom, the innovation plan will be reflected in our ability to be an adaptive and flexible leadership team as 
we drive at the highest leverage actions that will move all parts of our school forward as quickly as possible. 

DDS will define their cultural expectations for teachers and students using Capturing Kids Hearts, Restorative 
Practices, and school wide-systems and routines that we will seek to maintain for all students. This will be 
supported through the continued use of the DDS Core Values of Perseverance, Collaboration, Leadership, 
Gratitude, Discovery, Compassion.  

All of this will be progress monitored and continuously improved as strong school culture will be a major 
improvement strategy for DDS. This aligns with our innovation plan as it will allow DDS to be flexible with its 
use of time and leadership resources to make quick and nimble improvements to school culture. 
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Major Improvement Strategy #1: IMPROVE SCHOOL CULTURE FOR ALL STUDENTS AND STAFF 

Rationale: This major improvement strategy connects to our SPC Improvement Plan Root Cause1: Lack of 
Positive School Culture. At DDS, developing positive staff and student culture will be a priority. We will 
establish systems that celebrate students' academic success and develop character values. We will establish 
routines and expectations that make staff feel supported and celebrated as well. Additionally, improving 
consistency between classrooms and administrators to hold students accountable for their choices will be 
critical. 

Key Implementation Benchmarks: 

● 100% of DDS teachers will implement intentional strategies to drastically improve systems, culture, 
positive relationships with students, rituals and routines. 

● By Sept. 30, 2019 100% of DDS teacher will attend PD on the Effective and Distinguished LEAP 
Framework Indicators for LE1-LE 4, Positive Classroom Culture and Climate. 

● By Oct. 31, 2019, 80% of teachers will score effective on the LEAP Evaluation Tool on LE1- LE4 
indicators as measured by observations 

● By April 2020, 90% of teachers will score effective on the LEAP evaluation tool on LE: 1-4 indicators as 
measured by observations. 

● Monthly - 100% of DDS staff will increase community engagement to develop positive relationships 
with families and community through incorporation of intentional strategies. 

Key Action Steps:  

● Review and take baseline data of DDS, prioritize school-wide culture systems as measured by the 
School Systems Playbook. (DDS minute by minute) 

● DDS prioritize school-wide culture systems will score as effective as measured by the School Systems 
Playbook (DDS minute by minute) 

● DDS staff will attend PD on Restorative Approaches, De-escalation and Relationship Building Strategies.  
● DDS staff will attend PD on how to implement Capturing Kids Hearts to build authentic relationships to 

support the whole child. 
● DDS staff will attend PD on how to implement Kickboard to promote PBIS systems and build a positive 

school culture. 
● DDS will learn and/or review and implement Tier One Interventions to support students’ behaviors. 
● Reflect as a staff on implementation systems throughout the year using the final reflection to plan for 

the 2020/2021 school year 
● DDS will establish a Culture Team that consist of admin, Dean of Culture, Para II, Counselor, 2 teachers 

& 6 students to meet monthly. 
● Culture Team will develop a First 30 Days of School Plan and present on PDs for learning about and 

practicing PBIS expectations with students. 
● DDS staff will implement Kickboard to promote positive PBIS systems and build a positive school 

culture. 
● DDS staff and students will participate in 2 grade-level and 2 whole school meetings monthly. 
● DDS students will attend 6th-8th Grade Academy for learning about and practicing PBIS routines, rules, 

and expectations with students. 
● Every 6 weeks, there will be PBIS celebrations for students.  
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● Promote student and staff attendance by celebrating those who have met the monthly attendance 
goal between 95%-100%. 

● Create an orientation video for all new/transfer students to understand school wide instructional and 
PBIS expectations. 

● DDS staff will increase personal contact with family and community engagement to develop positive 
culture through incorporation of intentional strategies. 

● DDS staff will ensure learning tasks consistently demonstrate high expectations by facilitating student 
work analysis and backward planning for consistently rigorous standards-based rigorous tasks on a 
weekly basis  

● ILT will perform observation and feedback cycles on LEAs 1-4 with continuous coaching and support for 
the 1st six weeks of schools. ILT will then infuse other instructional look fors with a priority on I1-4 and 
rigorous tasks and implementation of tasks.  

 

Systems Highlighted Strengths 

Culture 
Systems 

● We have established school-wide behavior expectations and systems including an 
incentive system using Kickboard and Capturing Kids Hearts. Students receive points 
based on demonstrating the school’s core values and can apply those points to 
different rewards (field trips, lunches, prizes, school store, etc.). Students are 
learning the tools from Capturing Kids Hearts to self-regulate. Teachers are narrating 
positive behaviors and celebrating students on a consistent basis. 

● We have improved adult culture and have established systems to celebrate adults in 
the building (e.g. birthday cards, Fall Friends, staff culture club) 

● Improved student culture: students have school-wide jobs that rotate every few 
weeks (e.g. office assistant, birthday club, kickboard depot, etc.) 

● Improved student attendance and systems to support; student incentive system 

● Change in school schedule: On Fridays, students are in specials most of the day led 
by community partners which is a critical component of our Community School 
Model. With the shift in schedule, teachers have more time to plan, do PD and data 
teams during the school day 

● Hired a Community School Coordinator to support with wrap-around services 

Equity 
Practices 

● We have recruited a high number of staff of color this year (15 staff of color); 
interviews were conducted with equity and Culturally Responsive Teaching at the 
forefront. 
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Section III: Educational Program  

Community Schools Pillar #1 Strong Curriculum and Enrichments:  

Educators provide a rich and varied academic program allowing students to acquire both foundational and 
advanced knowledge and skills. Students learn with challenging, culturally relevant materials that address 
their personalized learning needs and expand their experience. They learn how to analyze and understand the 
unique experiences and perspectives of others. Through project-based learning, students respond to real-
world questions through an extended inquiry process that involves peer collaboration, critical thinking, 
communication skills, and interdisciplinary learning. In addition, students are provided with as much as one-
third more learning time, in which they experience arts, athletics, academic enrichments, and hands on 
experiential learning. Enrichments are provided by staff and/or community providers within the school day, 
through extended day or year, before or after school, weekends, and/or summers in school facilities and/or 
other community spaces. 

A. Curriculum  

The DDS mission is to develop and nurture every student’s individual intellectual and social strengths through 
personalized learning and leadership opportunities. Through student-centered curriculum and inquiry-based 
instruction, we foster perseverance and intellectual curiosity so that our students are prepared to meet 21st 
century academic and personal demands.  

Student-Centered Curriculum 

Student-centered learning puts students' interests first, acknowledging student voice as central to the learning 
experience. At DDS, realizing the first pillar of the community school model, a “strong and proven curriculum,” 
demands that we ground our instructional vision in research-backed methods like culturally responsive 
teaching. Closing the achievement gap in our community requires individualized, student-centered methods 
that empower learners to surmount the systemic challenges they encounter (Talbert-Johnson, 2004). Placing 
students first in curricular decisions is critical to establishing DDS as a school which serves as a culturally 
responsive hub within the community. 

8 Things to Look For in as Student-Centered Learning Environment (Liebtag, 2017) 

1. High degree of student engagement; challenge, enthusiasm, joy. 
2. Students know what they are learning and why. 
3. Blend of individual, collaborative team and large group work. 
4. Students use personalized technology to produce as well as consume. 
5. Students have some opportunity to work at their own pace and explore their own interests. 
6. Students are doing the bulk of the work and the talking. 
7. There are multiple forms of assessment, feedback and demonstrations of learning. 
8. Instruction, culture and environment reflect and include student and staff diversity. 

Personalized Learning 

The term personalized learning refers to a diverse variety of educational programs, learning experiences, 
instructional approaches, and academic-support strategies that are intended to address the distinct learning 
needs, interests, aspirations, or cultural backgrounds of individual students (EdGlossary.org). Personalized 
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learning has four key attributes: learner profiles, personal learning paths, competency-based progression, and 
flexible learning environments (Bill & Melinda Gates Foundation). 

Curriculum Development and Refinement Process 

DDS has begun to make strategic improvements to curriculum and will continue this process over the next 
three years. For example, we selected Open Up Mathematics this year. Open Up focuses on engaging students 
in rigorous, meaningful standards-based, and project-based learning tasks which align with our student-
centered curriculum focus. Open Up curriculum is rated as meets expectations by Ed Reports. We have also 
opted into the middle school interim assessment pilot to make sure that we have just-in time standards-based 
data to better challenge our brilliant students and close opportunity gaps. Teachers are using District 
curricular resources with the support of regional specialists and the middle school pilot formative interim data.  

DDS will conduct an annual process of curriculum mapping, backwards-design unit planning, and selection of 
supplemental curricular materials to help ensure that students are meeting the rigor of Common Core State 
Standards and Colorado Academic Standards. Each spring, a curriculum selection committee of DDS teachers 
and leaders, in consultation with outside experts, will review and select curricular materials that align to the 
standards and the learning needs of DDS students. This spring we are evaluating English Language Arts 
curricular materials. In science and social studies, we will continue to use district curriculum until a review and 
selection process is conducted. 

In order to support student-centered, inquiry-based learning, DDS teachers will work collaboratively to 
develop interdisciplinary units employing project-based learning strategies. We expect our repertoire of 
interdisciplinary units to evolve over time based upon student interests, cultural and linguistic backgrounds, 
formative and summative data, and development of teacher experience. Interdisciplinary projects allow 
students to dig deep into a topic and experience meaningful curricular connections, field trips and field 
experiences directly linked to the topic of each interdisciplinary unit, bringing in community experts to talk 
about and aid in projects, and a culminating demonstration of learning. The culminating projects are assessed 
through teacher-designed standards based rubrics that ensure that students meet or exceed standards while 
allowing staff to capture any concepts and skills that need re-teaching. Teachers will also receive additional 
professional development as needed to support them with implementing project-based learning. DDS will use 
resources from the Buck Institute of Education as well as support from DPS. 

B. Assessment  

DDS is a data-driven school that measures and evaluates academic progress on a consistent basis. Monitoring 
of each individual student, student cohorts, and school performance as a whole occur throughout the school 
year and at the end of each academic year. The culminating data informs annual planning goals and 
professional development focus. DDS follows the district calendar for state mandated assessments and district 
interim assessments. Data gathered is used to identify students who are performing below grade level or not 
making adequate academic progress.  

Diagnostic, formative or predictive assessments will be administered on at least a weekly basis in all classes. 
Ongoing formative assessments will include daily exit slips, analysis of student work samples, and rated 
performance on district and classroom designed performance assessment. Data teams will meet on a weekly 
basis. This will inform and direct teachers’ next instructional strategies and goal setting. During data team 
meetings, teachers will be able to identify gaps in student learning and determine how to best fill those gaps. 
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Teachers will also be able to analyze which instructional strategies are working well for students and which 
need to be adjusted or discarded altogether. Summative achievement data will be gathered at the end of the 
school year by the building Site Assessment Leader (SAL). These will include the state and district mandated 
assessments in reading, writing and math and the CMAS tests that will be administered annually. Incoming 
student data will be shared with teachers as new students prepare to enter the school. The sharing of data 
with students will facilitate annual student goal setting that will be tracked and monitored by the student and 
shared their caregivers each semester. This process will occur in individual meetings between either core 
subject teachers or advisory teachers. 

DDS is currently using the middle school network interims and through its innovation status reserves the right 
to shift this if necessary. The current interims align to the curriculum DDS uses and if the curriculum changes 
and DDS believes their needs to be a shift, DDS will use their waivers to change interims to align to their 
curriculum. 

Promotion, Retention, and Acceleration 

Consistent with the DPS promotion, retention, and acceleration policy DDS agrees that “grade retention or 
acceleration may increase the likelihood that students will succeed in meeting challenging academic 
expectations at the next grade level. Retention provides a second opportunity to master skills, while 
acceleration increases the likelihood that academic expectations will be challenging”. DDS MS promotion, 
retention and acceleration policies are consistent with the DPS IKE and IKE-R policies except that when 
necessary the school administration shall have final determination as to whether or not to retain a student as 
indicated in the waiver to Policy IKE and IKE-R. The DDS promotion, retention, and acceleration policies will 
ensure that students are prepared academically and emotionally to be successful in subsequent years of 
school and graduate ready for college and the workforce. 

C. Academic Intervention and Acceleration  

Data will be used to monitor student progress, identify students who are struggling and advanced 
academically, implement strategic interventions, adapt interventions to student performance, and identify 
students with learning challenges, disabilities, and acceleration needs.  

The Denver Discovery School RtI model will be based on the Colorado (CDE) Multi-tiered Model of Instruction 
and Intervention: 

● RtI starts with high quality instruction in every classroom. All students are taught the grade level 
standards and then teachers differentiate instruction based on the needs of the students. Students 
who need additional support are provided small group, differentiated instruction. 

● Achievement data drives all RtI decisions. Baseline data, at the start of the year, will include previous 
year CMAS, reading and writing diagnostics, and interim assessments.  

● iRegular progress monitoring is essential for the RtI process. 
● Data will inform re-grouping decisions every 6 weeks. 
● RtI is a tiered program: 

○ Tier 1 = instructional rigor, data-driven instruction and best practices in every classroom. This 
applies to 100% of students. 
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○ Tier 2 = small group interventions of moderate intensity to address learning or behavioral 
challenges for most at-risk students (5-15%). 

○ Tier 3 = individualized interventions for students (1-5%). 

There are no lines between the three levels as they are designed to be fluid. With all three tiers, teachers are 
constantly re-assessing students to determine whether interventions are successful or whether new strategies 
should be used. In order for RtI to truly be successful, there are six components to the model that must be in 
place: leadership, problem solving, curriculum and instruction, assessment and monitoring, positive school 
climate, and family/community. Should DDS fall short of student academic achievement expectations and 
goals, classroom or individual student level supports will be put in place for teachers. These supports will be 
triggered through teacher weekly data teams and observation feedback. Data gathered from district 
assessments will be used to identify students who are performing below grade level or not making adequate 
academic progress. To ensure that every DDS student has the support necessary to succeed, parents and 
students will agree to participate in interventions. This agreement will be part of the parent/student 
handbook and will be reviewed and signed by parents and students at the start of each school year. 

Gifted & Talented (GT) and Academically Advanced Students 

DDS serves GT and academically advanced students through a variety of avenues.  All GT students have 
Advanced Learning Plans (ALPs), which include measurable goals in each child’s area of academic strength and 
an affective needs goal. Students, parents, and teachers collaborate annually to design meaningful ALP goals 
to maximize student learning and engagement. Teachers provide support for students to work on ALP goals in 
the classroom, with regular progress monitoring meetings with the GT Teacher. Assessment data is reviewed 
throughout the year to equitably identify GT and academically advanced students. All students develop their 
social and emotional skills through team building activities in their advisory groups, as well as through positive 
behavior supports for students who demonstrate DDS’s Core Values: Leadership, Perseverance, Collaboration, 
Discovery, Compassion, and Gratitude. Many enrichment opportunities exist at DDS, including Project Lit Book 
Club, City Year After School Enrichment, and Destination Imagination. 

The GT Teacher meets regularly throughout the year with teachers to build capacity for differentiation for 
gifted and high achieving students. These one-and-one and grade level team meetings are tailored to the 
teacher’s and students’ needs. An essential piece of these consultations are supporting teachers in curriculum 
compacting and acceleration in the classroom so GT and academically advanced students have time to work 
on Advanced Learning Plan goals or extension projects within the class. 

Families of GT learners collaborate with students and teachers to design meaningful Advanced Learning Plan 
goals. Families are encouraged to openly communicate with the GT Teacher and classroom teacher to 
advocate for their child’s needs. Schoolwide, all families receive district communications regarding 
opportunities such as HGT Parent Information Nights and Family Advisory Meetings.  

D. English Language Acquisition  

DDS will continue to remain in compliance with the Consent Decree and provide all required supports to 

English Language Learners (ELLs). DDS is not planning to implement innovations in instructional strategies for 

ELLs. (See Appendix B Attestations)  
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E. Special Education Instruction  

DDS will continue to remain in compliance with all federal and state requirements related to special education 

and will continue to provide all required supports for special education students. DDS is not planning to 

implement innovations in instructional strategies for students with IEPs. (See Appendix B Attestations)  

F. School Calendar and Schedule  

By educating the whole child, we equip our students to navigate life’s challenges on their own while 
exemplifying our core values of leadership, collaboration, perseverance, compassion, gratitude, and discovery. 
A DDS student’s typical day involves core academics, electives and enrichments, social-emotional learning, and 
a multitude of after-school and community based offerings to close opportunity and achievement gaps. 

DDS determines the school calendar and schedule annually, and depending on the needs of the school and 
community, these may deviate from the District calendar and schedule including use of professional 
development days and assessment days. The school calendar is approved by the CSC with input from the staff 
and parents.  

The DDS school calendar and schedule will meet or exceed state and district requirements. Sample schedules 
and calendars are provided here to demonstrate how we might implement our Community Schools model. 
The actual schedules and calendars will be approved by the CSC annually no later than 60 days before the end 
of the school year. In 2019-2020, the total number of days of instruction was 175 days, with a daily 
operational time from 7:50 am to 2:50 pm. DDS students are currently in school 7 hours a day. This means that 
our students are receiving 73,500 minutes of education on a regular basis. A typical middle school student 
receives 70,672.50 minutes. Due to our innovation status, we are able to support our students with more 
time.  

 
As a community school, we are committed to providing extended learning opportunities during the school day 

and through after school opportunities with our community partners. Enrichments are currently provided on 

Fridays but could be restructured at the end of each school day as demonstrated on the following sample 

schedules. 

Sample Student Schedule  

7 hrs (420 mins) Period Student (Intervention) Student (ELD) Student (Advanced) 

15 minutes Adv Advisory Advisory Advisory 

45 minutes 1 Math Math Honors Math 

45 minutes 2 Science Science  Science 

45 minutes 3 Elective/Intervention Elective/Spanish Elective 

45 minutes 4 Social Studies Social Studies Social Studies 

45 minutes Lunch Lunch  Lunch  Lunch  
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45 minutes 5 Elective Elective Elective 

45 minutes 6 Reading ELD Advanced Reading 

45 minutes 7 English Language Arts English Language Arts Honors Lang Arts 

45 minutes 8 Enrichments Enrichments Enrichments 

 

Sample Teacher Schedule  

8 hrs (480 mins) Period Core  Electives ELD / Intervention 

15 minutes Before Greet Students Greet Students Greet Students 

15 minutes Adv Advisory Advisory Advisory 

45 minutes 1 Teach Core Team Plan Teach  

45 minutes 2 Teach Core Teach Elective Teach 

45 minutes 3 Individual Plan Teach Elective Teach  

45 minutes 4 Teach Core Teach Elective Individual Plan 

45 minutes Lunch Lunch  Lunch  Lunch  

45 minutes 5 Team Plan Teach Elective Team Plan 

45 minutes 6 Teach Core Teach Elective Teach  

45 minutes 7 Teach Core Individual Plan Teach 

45 minutes 8 Teach Enrichments or Interventions 

45 minutes After Prof Development  Prof Development  Prof Development  

 

Section IV: School Culture 

The following three Community Schools Pillars are addressed in the School Culture section. 

Community Schools Pillar #4 Positive Behavior Practices:  

Community school educators emphasize positive relationships and interactions, and model these through 
their own behavior. Disruptive behaviors and truancy are acknowledged and addressed in ways that hold 
students accountable while showing them they are still valued members of the school community. Restorative 
discipline practices such as peer mediation, community service and post-conflict resolution help students learn 
from their mistakes and foster positive, healthy school climates where respect and compassion are core 
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principles. Zero-tolerance practices leading to suspension and expulsion are avoided. Staff members are 
trained in social emotional development, conflict resolution, restorative practices, bullying prevention, and 
trauma-informed care. 

Community Schools Pillar #5 Family and Community Partnerships:  

Community schools function as neighborhood hubs. Family and community engagement happens on a 
continuum— from partnering with parents to develop and promote a vision for student success, to offering 
courses, activities, and services for parents and community members, to creating structures and opportunities 
for shared leadership. Their engagement is on-going and extends beyond volunteerism to roles in decision-
making, governance and advocacy. Staff members are trained in and demonstrate cultural competency, so 
they can build trusting relationships with families and community members who feel welcome, supported, 
and valued as essential partners. 

Community Schools Pillar #6 Community Support Services:  

Community schools take a whole child approach to supporting students’ education and life success. They pay 
explicit attention to students’ social and emotional development and provide and coordinate a range of on-
site services and supports such as meals, health care, mental-health counseling, and other services before, 
during, and after school. These wraparound services are integrated into the fabric of the school. A dedicated 
staff member coordinates support programs, develops partnerships with community-based providers, and 
connects students and families with available services.  

A. Parental Involvement  

At DDS we believe families, caregivers and community members are partners in creating dynamic, flexible 
community schools. Through Innovation Status, we will implement the Community Schools model, engaging 
parents in decision-making and advocacy with representatives on the Community School Committee. Family 
members are expected to volunteer and are provided with many different ways that they may contribute from 
supporting teachers and students in the classroom to preparing food and decorations for school community 
events. When families and educators work together, students are more engaged learners who earn higher 
grades and enroll in more challenging classes; student attendance and grade and school completion rates 
improve. As a community school, DDS will partner with local resources to provide families with access to 
parent education, career counseling, food and clothing, and housing, health, and mental services. The 
innovation status of DDS has allowed our campus to access and implement these programs and initiatives 
through flexibility in teacher contracts and budget allocations. 

DDS parents are involved in student achievement through participation in parent/teacher conferences, 
development of individual student academic plans, and community forums on school performance progress. 
In addition, parents will have access to student assignments and grades, updated weekly by teachers, in 
Parent Portal. Individual outreach will be made to parents of students who have a failing grade in any class. In 
addition, DDS will provide parents with resources and training on how to support academic growth and 
development as well as social emotional learning. 

Parent Teacher Home Visit (PTHV) Program: the goal is to build a strong and positive relationship between the 
family and the school. DDS teachers will participate in the program, which is conducted through the Office of 
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Family and Community Engagement (FACE). The staff who had not been previously trained all received 
training through a designated training through the Office of Family and Community Engagement. The first visit 
focuses on the family’s hopes and dreams for their child. By involving the parents and families, we create a 
better chance of success for students. Research indicates that home visits contribute to academic 
achievement. Visits must be documented, and teachers will be compensated for their time for visits outside of 
the school contract day.  

FACE: In partnership with the District office of Family and Community Engagement, DDS is working to build 
additional ways to engage our families. As an innovative school, we are going above and beyond the necessary 
requirements to support our community and to make sure that all family members have a voice. This is mainly 
done through our weekly community meetings where parents, staff, community members and other 
stakeholders are given the opportunity to be updated about happenings at DDS as well as voice their concerns 
or questions they have. These meetings also allow the space for continuous parent voice in decision making 
that takes place at DDS. Community meetings have already been taking place during the 2018-2019 school 
year and have shown an increase in involvement and participation of stakeholders in our redesign process. 
Implementing the community school model will add additional supports to this process by providing family 
and community supports and services within the DDS community.  

FoDDS (Friends of Denver Discovery School) our Parent Teacher Organization, school events, and volunteering. 
FoDDS will gather input from parents and share information about school culture, fundraising, and community 
engagement. The leadership partners will send out a weekly communication updating parents on upcoming 
school events and will coordinate parent volunteers for school activities at the direction of the school 
leadership team. In addition, parents will be asked to identify and contribute to student passion projects, 
community service and community-based learning opportunities. FoDDS meets bi-monthly to organize events 
to support staff as well as to provide opportunities for family events. Each fall, FoDDS begins the school year 
with an ice cream social where families and students are able to come together and meet as a community. 
Throughout the year FoDDS provides other opportunities for our families to engage in our community.  

CSC (Community School Committee) is another opportunity for parents and staff members to interact and be 
engaged in the education of our students. Parents are elected to be a part of the CSC and all parents are open 
to attending the meetings and to learn from the meetings. Currently, the CSC is working on discovering more 
ways to build engagement in the school and to provide more opportunities for all families to participate in the 
process. 

School Deets: DDS has a school app that translates all information into the preferred languages of the families. 
This allows all parents to participate and know what is happening on a regular basis. Through the school app 
parents will receive weekly updates about upcoming events and ways they can participate in their student’s 
education. 

Parent satisfaction is measured on the annual DPS survey and the CSC will use results to monitor satisfaction 
and identify ways to increase satisfaction to meet expectations on the School Performance Framework. 

B. Discipline  

DDS will follow the District’s Student Discipline policy and Discipline Procedures, (DPS Policies JK and JK-R). 
(See Appendix B Attestation)  

http://www.boarddocs.com/co/dpsk12/Board.nsf/Public?open&id=policies
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Denver Discovery School strives to provide an equity based education to its diverse student population. 
Focused on the whole child Denver Discovery School will implement the following components to support all 
teachers in effectively implementing the behavior systems and structures at DDS: 

Capturing Kids Hearts: All staff and building support persons will be trained in the implementation of 
Capturing Kids Hearts during a 2 day in house training this summer. The primary focus of Capturing Kids’ 
Hearts is to develop healthy relationships between members of a school’s educational community and to 
teach effective skills that help participants: 

● Develop self-managing classrooms and decrease discipline issues through innovative techniques such 
as a social contract 

● Decrease delinquent behaviors such as disruptive outbursts, violent acts, and drug use 

● Utilize the EXCEL Teaching Model™ and reinforce the role of emotional intelligence in teaching (E-
Engage X- Xplore C- Communicate E-Empower L-Launch) 

● Build classroom rapport and teamwork to create a safe, trusting learning environment 

● Develop students’ empathy for diverse cultures/backgrounds 

● Increase classroom attendance by building students’ motivation and helping them take responsibility 
for their actions and performance 

Community School Positive Behavior Practices: In community schools educators emphasize positive 
relationships and interactions, and model these through their own behavior. Behavior concerns and 
attendance/truancy issues are addressed in ways that hold students accountable while showing them they are 
valued members of the school community. Restorative practices are used to help students learn from their 
mistakes and foster positive, healthy school climates where respect and compassion are core principles. Zero-
tolerance practices leading to suspension and expulsion are avoided.  

Restorative Practices: DDS utilizes restorative practices to help students close gaps and make corrections to 
their behavior. The program is supported by restorative justice coordinators and teachers through restorative 
dialogues with students, peace circles, and other restorative practices as needs arise. All staff will be properly 
trained and supported by leadership to implement restorative practices within their curriculum and daily 
classroom routine. Staff will use restorative practices in order to maximize the time all students are inside the 
classroom participating in their learning.  

Universal Expectations: DDS has universal expectations for the start and end of classes as well as technology, 
use of student planners, whiteboard configurations, and expectations/behavior ladders for classrooms. We 
believe that preventing student misbehavior is best done through clear and consistent expectations. 

School-wide systems and routines: DDS has school wide systems and routines with minute by minute plans for 
multiple whole school activities in the DDS Playbook for Intervention and Next Steps. This includes entering 
school, passing periods, entering/exiting lunch/recess, leaving school, and plans for advisory on a day by day 
basis. 

Denver Discovery School will utilize progress monitoring of its major improvement strategy around 
culture/school wide systems and routines with the Regional Instructional Superintendent (RIS) to keep these 
elements on track. If they become off track, the school leader and RIS will work to action plan to close gaps 
and get back on track. This progress monitoring will help make sure that the school is moving in a positive 
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direction. The progress monitoring is done in multiple ways. There are student surveys that allows us to know 
how students feel about the building and if we are making progress. The last survey showed us that bullying 
had been reduced by 14%. There are staff surveys to help staff members share their next steps and what they 
need to support them. 

C. Classroom and School Management 

In terms of ensuring positive behavior practices, we have implemented school-wide behavior routines and 
expectations grounded in the Capturing Kids Hearts program and a positive behavior incentive system using 
Kickboard. Our school culture is galvanized around common expectations using the program Capturing Kids 
Hearts, which helps schools “create high-achieving centers of learning by strengthening students’ 
connectedness to others through enhancing healthy bonds with their teachers and establishing collaborative 
agreements of acceptable behavior.” A few other examples of program improvements include: 

● Whole child supports, including weekly community programming 

● Life skills and “lead worthy” classes weekly 

● Intervention for all students not performing at grade level, with a focus on reading this year; three 
interventionists serve 200 students 

● After school programs with targeted interventions in reading and writing, three days/week, in 
partnership with community based organizations 

● Specific focused enrichments for students and student leadership development opportunities 

● Exposure to experts and career, including a visit from a Colorado poet laureate 

● A positive behavior club: “bash” 

D. Student Investment  

At Denver Discovery School, student voice is one of our number one values. Students have been involved in 
several key decisions of our rediscovery process since March 2019. Some of these decisions include: 
participating in the transitional leader interview process, providing insight and proposals for the dress code 
policy for the 2019-2020 school year, completing student surveys on electives they would enjoy that will be 
incorporated into our Friday schedule, and advocating for the implementation of PBL curriculum. Ensuring 
that voices are heard and validated is of most importance in our school’s success. Morning meetings are held 
in place of the advisory period on Friday mornings. These meetings celebrate school pride, recognition of 
students and staff that show the DDS core values, and bring light to other student, staff, and school 
celebrations throughout the year. These meetings are to be student run and organized on a rotating schedule 
of advisory groups with a focus on community building activities. Continuous feedback from students around 
its efficacy will be collected monthly to ensure all voices are heard.  

Student Leadership: The students at DDS play a central role in maintaining a culture of high expectations and 
excellence. Students serve in a range of leadership roles including facilitation of morning meetings, supporting 
organizational skills mentioned above, and serving as internal experts in a variety of areas which can include: 
bike safety, conflict resolution and mediation, peer tutoring, and sharing of/peer tutoring in academic and 
creative interests and talents. Students have opportunities to lead projects in the project-based learning 
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portion of our instructional programming. The staff has prioritized engaging with students on a daily basis and 
knowing each student. This helps them learn about student strengths and interests and leverage leadership 
opportunities that are inclusive of everyone. Student voice is central to an evolving model of student 
leadership opportunities and systems. 

Student Involvement: Student leadership groups will be counted on to lead school tours, information sessions 
for prospective families, and serve as mentors during the initial transition into middle school for incoming 6th 
grade students. 7th graders and 8th graders will act as ‘Ambassadors’ to incoming students. Each new school 
year, incoming sixth graders will begin school three days prior to the official first day. During 6th grade 
academy 7th and 8th grade student ambassadors will talk about school culture, rituals, routines, and 
expectations. This will include a range of topics including organizational expectations, character, daily 
schedule, homework, projects, and morning meetings. Each incoming student will then be assigned a 7th or 
8th grade mentor who will support student onboarding. Student mentors will meet with their assigned 
mentee for a predetermined block of 20 minutes, three times per week to check in and offer support. DDS 
staff will guide student mentors in this endeavor. 

Student Council: DDS has a student council that supports with leadership and helps make decisions that 
support the school. Student council helps facilitate school activities such as spirit week and school dances. 
Students involved in student council are expected to model DDS core values at all times. 

Hiring: Students participate in the hiring process. When candidates are being interviewed for teaching 
positions, they are asked to teach and students are able to provide input on the candidates. Students also 
participate in the hiring process of school leaders. 

Attendance: At Denver Discovery School, daily attendance is one piece of our high expectations. Without daily 
attendance, students fall behind in numerous classes, making it hard to catch up upon return. This expectation 
is set from day one and support is in place to ensure students are both on time as well as present in each class 
every day. Doctors’ appointments are encouraged to take place after school, family trips to be planned around 
the school schedule, and a proactive mindset when a student is absolutely in need of missing school. This 
entails collecting work prior to being absent to ensure it is complete upon return.  

Attendance Contract: Students with 95% attendance or greater are recognized once a month at a monthly 
meeting. They also receive an attendance certificate and a DPS Dress Code Day. Students cannot have more 
than two unexcused tardies to class in order to receive the certificate and earn the reward of a DPS dress code 
day. At the end of the school year, students with 95% attendance or greater are presented with a certificate. 
Due to these types of incentives, accurate attendance records for each student are imperative which 
reinforces the first 3 minutes of class as sacred minutes to take attendance. 

Student Perception Surveys: Our goals are for students to recognize that their teachers are there to set and 
uphold the highest expectations for them and their learning. This may be reflected both /positively and 
negatively in the Student Perception Surveys. Those students who have a past of not having teachers who 
have pushed them may see this new level of rigor as a hardship and reflect this negatively in the survey. Once 
students understand this level of rigor and expectation and begin to see this as a value for their growth while 
at the same time recognize that their school is doing what is in their best interest to make learning rigorous 
yet relevant and engaging.  

Student Recruitment & Enrollment 
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Recruitment: DDS will increase outreach to Elementary Schools in the Greater Park Hill Stapleton Zone in order 
to create lasting relationships with these schools. Annually the school leader will develop enrollment priorities 
with the Office of Choice and Planning. Children of staff members will have a priority in the School Choice 
Enrollment priorities for the school. Both leadership and staff will work to create relationships with area 
elementary schools and their communities in order to inform and educate them about the program that will 
be offered at DDS. We will also utilize social media such as facebook, twitter and youtube in order to update 
and inform the public about the programs, activities and achievements of DDS. DDS will work closely with DPS 
district employees from the FACE and Choice departments to ensure the highest level of outreach and 
recruitment activities are reaching our targeted student population.  

Re-Enrollment Rate: For the 2019-2020 school year DDS aims to retain 80% of enrolled students. Moving 
forward into the 2020-2021 school year and beyond DDS aims to retain 90% of enrolled students. These 
targets will be achieved through continuous school to family communication and relationship building. DDS 
will also grow to offer a competitive and rigorous academic program in order to retain enrolled students.  

Community Meetings: Over the past two months DDS has held weekly community meetings to create a true 
community school partnership. These weekly meetings will continue to be held throughout the school year. 
Staff, students, parents, community members and all other interested parties are welcomed into DDS in order 
to receive information about the happenings of the whole school. This time is also used to gain valuable 
community input about concerns, celebrations or questions about DDS. These consistent transparent 
conversations allow parents and community to interact directly with school staff and leadership with the goal 
of fostering meaningful relationships.  

Community School Model 

In community schools, as in all schools, teachers teach and students learn—but this happens with an 
integrated focus on the whole child. This integrated approach encompasses many new features: before and 
after school programs beyond the traditional extracurricular and athletic programs; learning opportunities for 
family and community members; and health and wellness support. Partnerships with community 
organizations and businesses broaden the educational and experiential scope of learning making the school a 
hub of community activity. Schools are often based on the Sustainable Community Schools (SCS) model, which 
considers the needs of students and their families; services that are currently provided at the school; and the 
availability and capabilities of local provider agencies. 

Asset and Needs Assessment: An inclusive process which includes families, students, community members, 
partners and school staff who define “what we have” and “what we need.” Asset assessment articulates the 
strengths and capabilities available within the school, the community and by potential partners. Needs 
assessment defines specific issues, concerns, and deficits to be addressed. 

Wrap-Around Services: DDS has created relationships with many organizations such as the United Way, the 
NEA and many others in order to implement a community school model within DDS. One of the critical 
attributes of a community school is the offering of wrap-around services to all students, families and 
community members. Community schools around the nation have high success rates of increased student 
success, retention, graduation and parental involvement. Providing need based services to the whole family 
enables growth to continue once students leave school.  
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Section V: Governance and Waivers  

A. School Accountability Committee (SAC) or CSC 

Community School Committee (CSC) 

The DDS CSC will serve as the local decision-making body and accountability committee. The CSC will take the 
place of the Collaborative School Committee and will include the School Leadership Team. 

Decisions will be made by consensus of the CSC. In the event that the CSC does not reach consensus, the 
committee will vote and provide a recommendation to the school leader. The school leader will then make a 
decision that takes into consideration the input of CSC members and the school’s mission, vision, and student 
achievement goals. The CSC will advocate for the school within and along with the community. At the 
beginning of the school year, Denver Discovery School will hold an election to determine the parent and 
teacher representatives for the CSC. Community member and midyear vacancies will be appointed by the CSC. 

The CSC will consist of at least the following members: 

● 6 parents (parents will constitute the largest group on the CSC) 
● 5 teachers (teachers from the SLT will serve on the CSC) 
● 3 students (students will serve as non-voting members) 
● 1 support staff 
● 1 community member 
● 1 Principal or Designee 
● 1 Community School Coordinator 

In order to ensure teacher members are able to provide more consistency and are not attending multiple 
meetings each month, the teacher representatives will serve on both CSC and SLT, committing to one monthly 
meeting. Parent representatives will serve two year terms, staggered for consistency. Teacher representatives 
will serve one year terms and may be reelected in consecutive years for a duration according to the CSC 
Bylaws.  

To the extent practicable, each CSC will represent a cross-section of the school community that it represents in 
terms of sex, race, age, occupation, socioeconomic status, geographical location and other appropriate 
factors. Student representatives will each represent a grade level. 

The CSC will meet at least monthly and will have the following responsibilities: 

● School accountability 
● UIP / school improvement plans 
● Strategies for increasing enrollment 
● Strategies for parent engagement 
● Communication and reporting to families 
● School calendar & start/end times 
● Advise on budget prioritization (budget transparency - line item budget provided) 
● Input on principal development and evaluation 
● Principal selection  

School Leadership Team 
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The School Leadership Team will consist of at least the following members: 

● 1 school principal 
● 1 building DCTA representative 
● 1 teacher appointed by the principal  
● 3 teachers elected annually by faculty 

*At least one ILT teacher member will be included.  
 
SLT members will represent a cross section of the faculty including not more than one representative from 
each grade level, specials, department chairs or special service providers and will be elected annually by a 
majority of the faculty voting by secret ballot.  
 
The SLT will meet at least monthly (in addition to CSC meetings) and will have the following responsibilities: 

● Student schedule 
● Teacher schedule 
● PD plan and schedule 
● Other operational and professional functions* 
● Contingency plan for subs 
● Instructional plans 
● Prioritizing teacher work week 
● Identify and reduce non-essential work 
● Learning & observation cycles 

 
*Examples include: committee meetings, faculty/staff meetings, grade-level meetings, vertical team meetings, 
departmental meetings, planning with instructional personnel, data teams. 

To reduce redundancy, the SLT will review and collaborate on the following during CSC meetings: UIP, 
strategies for increasing enrollment, and communication and progress reporting to families. 

SLT decisions will be made by consensus. A consensus is either a unanimous decision or a majority decision 
that the entire SLT, including the dissenters, will support. In the event that the SLT does not reach consensus, 
the team will vote and provide a recommendation to the school leader. The school leader will then make a 
decision that takes into consideration the input of SLT members and the school’s mission, vision, and student 
achievement goals. The SLT will not refer decisions to the Instructional Superintendent.  

ILT SLT CSC 

All school leaders and teacher 
leaders who are responsible for 
observations, coaching, and 
feedback on instruction 

1 school principal 
1 building DCTA representative 
1 teacher appointed by the 
principal  
3 teachers elected annually by 
faculty 
*At least one ILT teacher member 
will be included 

6 parents (parents will constitute 
the largest group on the CSC) 
5 teachers (teachers from the SLT 
will serve on the CSC) 
3 students (students will serve as 
non-voting members) 
1 support staff 
1 community member 
1 Principal or Designee 
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1 Community School Coordinator 

Meets weekly, works together to 
provide instructional support to 
teachers, not decision-making 

Meets 1-3 times monthly in 
addition to CSC meetings, 
decisions made by consensus 

Meets quarterly, decisions made 
by consensus, if no consensus is 
reached principal makes decision 

● Coaching on instruction 
● Observations/feedback  
● Modeling to facilitate the 

teacher identifying gap 
● Name the gap and action step 

and then practice the action 
step with teacher  

● Gather evidence that action 
step is implemented (video, 
lesson plan or observation). 

● Use Gateway Skills (LE3, I1, I3, 
and I4) in the LEAP framework 
when giving bite-size 
actionable feedback to 
teachers 

● Using trends in LEAP data, 
LEAD framework, observation 
tracker data and feedback, 
draft scope and sequence for 
ILT PD 

● Meet with Admin Team to 
receive timely, ongoing, 
actionable feedback on 
coaching of teachers 

● Student schedule 
● Teacher schedule 
● PD plan and schedule 
● Other operational and 

professional functions 
● Contingency plan for subs 
● Instructional plans 
● Prioritizing teacher work week 
● Identify and reduce non-

essential work 
● Learning & observation cycles 
● Develops proposals for CSC 

 

● School accountability 
● UIP / school improvement 

plans 
● Strategies for increasing 

enrollment 
● Strategies for parent 

engagement 
● Communication and reporting 

to families 
● School calendar & start/end 

times 
● Advising on budget 

prioritization  
● Input on principal 

development and evaluation 
● Principal selection  

 

 

B. Oversight  

As previously noted, the Community School Committee, in consultation with the Regional Instructional 

Superintendent, will provide oversight and accountability for the school’s performance, both academic and 

operational, in alignment with the Innovation Plan. The CSC will communicate school performance and school 

improvement plans to parents/guardians and the broader school community. 

C. Employment Policies  

Denver Discovery School will follow district employment terms and policies as required by state statute, 
collective bargaining agreements, and district policy except for those explicitly waived as part of this 
Innovation plan. The staff and CSC team has identified the following school-based flexibilities required to 
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design and implement human resource policies and procedures that align with the vision, mission and 
education plan of the school. These flexibilities include: 

● Recruiting and hiring all staff, including teachers, administrators, and other support personnel, using 
practices that will ensure employee commitment to and alignment with the school‘s plan 

● Posting all vacant positions, recruiting and hiring all staff as the need arises, even if such need falls 
outside DPS’s standard hiring cycle and process 

● Not being required to receive limited term assignments of teachers by DPS 
● Creating non-traditional job descriptions, which may include adding roles and responsibilities to any 

job 
● Establishing the calendar, work year, work week, work day, job assignments, and teaching loads to 

align with the plan 
● Creating a governance and leadership structure that aligns with the needs of the school community 
● Partnering with community organizations, without licensed educators, to provide students more 

enrichment opportunities during the day 

Salary ranges and employment benefits for all employees, as well as any incentives or reward structures that 
are part of the compensation system are aligned and consistent with DPS. Stipends are provided as 
compensation for any work that is performed beyond the contract and will be paid at a rate determined 
annually by the school leader and CSC, with support from the DPS budget partner. There are no other 
modifications to employment benefits (such as health insurance and pension systems), and there are no 
modifications related to holidays and leave payouts. 

Such flexibilities will be limited only by federal law, the statutes, the Collective Bargaining Agreement 
provisions and District Board policies not waived through any future waiver process. 

As discussed in the On-Boarding section above teachers that are offered jobs at DDS, will be informed and 
provided with the school’s innovation plan to ensure understanding that DDS is an innovation school and that 
there are waivers in place for the school. In addition to providing access to the full innovation plan the 
leadership team will email teachers an email that states the following: 

Denver Discovery School is an Innovation School, as is aligned with Innovative status through the Denver Public 
Schools Board of Education and Colorado State Board of Education in accordance with The Innovation Schools 
Act of 2008, § 22-32.5-101, et seq., C.R.S. 

By allowing individual schools to waive certain Colorado statutes; provisions of the Denver Public 
Schools/Denver Classroom Teacher Association (“DPS / DCTA”) Collective Bargaining Agreement; and district 
policies, the Innovation Schools Act provides schools with additional autonomy and flexibility over budget, 
hiring and the school day and school year to build the type of positive school culture amongst staff, students, 
and community necessary for a successful school. 

The staff at Denver Discovery School have voted as a majority in favor of adopting Innovation Status. Therefore, 
the Innovation Plan will constitute the terms and conditions of your employment.  

D. Budget Narrative  

Denver Discovery School will operate budget and policies that align with our mission and District expectations.  

Expenses 
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DDS will incur the following additional expenses related to the implementation of this innovation plan: 

1. New Curricular Materials - DDS has begun to evaluate and select new curricular materials through an 
annual cycle. Intensive tiered support funding will be used to purchase new curricular materials. 

2. Professional Development - DDS will provide teachers with professional development on new 
curriculum and instructional approaches such as inquiry-based learning to support the implementation 
of the innovation plan. Intensive tiered support funding and reallocation of revenue such as savings 
from budgeting on actual versus average teacher salaries will be used to fund professional 
development and compensation for teacher time and/or responsibilities. 

3. Community Schools Coordinator - As part of the Community Schools model, DDS has hired a 
Community Schools Coordinator funded by the district and NEA.  

4. Community Based Organizations for Enrichments - DDS will continue to contract with Community 
Based Organizations to provide enrichments during the school day and after school to expand 
opportunities for DDS students. These enrichments are currently funded through a grant through the 
Denver Foundation. The school will pursue grants to continue funding and expand on the enrichments 
that are offered by the school. 

Revenue 

DDS will budget based on actual versus average teacher salaries and will recoup the difference in the school’s 
discretionary budget to support staffing and engaging with community partners to implement the innovation 
plan. Based on current staffing, our projected additional funding would be $94,000 due to budgeting on actual 
instead of average salaries.  

DDS uses the Student Based Budget provided by the district. As an innovation school, DDS reserves the right to 
opt out of District purchased materials and provided services based on the district budget flexibilities and 
redirect resources to school selected goods and services aligned with the school priorities. 

The CSC will advise on budgeting, staffing, and programming, based upon regular monitoring of data, in order 
to ensure sound operations. The school leader will provide the CSC with a line item budget to ensure budget 
transparency CSC oversight will ensure that all decisions are made with fidelity.  

DDS is currently not contracting for any outside services, but reserves the right to do so if such services are 
needed to implement the innovation plan.  

DDS receives additional DPS budgeting resources to support school culture and student achievement. DPS is a 
national leader of providing equitable resources to schools with the greatest needs. For example, DPS provides 
differentiated funding to DDS to support the following:  

● TLC budget support  

● Small school budget support  

● Increased funding based on the direct certified factor  

● Title 1 funding support  

● FRL budget weights  

● ELL budget weights  



46 

 

As an Intensively Tiered school for the 2019-20 school year, DDS is receiving tiered supports funding to 
support the school design and improvement strategies. Schools are able to determine the specific priorities for 
these funds in alignment with their major improvement strategies. DDS will receive support and sign-off on 
their budget from their Regional Instructional Superintendent as funds will be allocated through the budgeting 
process in February for implementing in the 2020-2021 school year. 

2019-20 2020-21 2021-22 2022-23 2023-24 

$ 440,000 $432,000 $432,000 $285,000 $110,000 

 

DDS will continue to fundraise through local community sponsors and by pursuing grants to fund the 

Community School model and the Innovation Plan. Two grants that DDS is currently interested in, due to the 

alignment with the DDS vision and mission, include: 

1. School Justice Partnership Innovation Grant proposal to be submitted by January 31, 2020. 

2. 21st Century Community Learning Centers Grant proposal to be submitted based on February 19, 2020 

RFA. 

 

By increasing student achievement, expanding enrichments, and implementing the Community School model, 

DDS will increase student enrollment which in turn will increase school funding to a level that will allow DDS to 

sustain the educational programming outlined in this innovation plan. 

  

https://coag.gov/office-sections/office-community-engagement/office-of-community-engagement-funding-partnerships/rfa-school-justice-partnership/
https://www.cde.state.co.us/21stcclc
https://www.cde.state.co.us/21stcclc/importantdates
https://www.cde.state.co.us/21stcclc/importantdates
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Section VI: Waivers 

 

WAIVER REQUESTS - DPS BOARD POLICIES 
School 
Proposal 

BDFH-R4: Collaborative School Committees Governance 

Policy 

There shall be at each school a Collaborative School Committee (CSC). 
Membership: 
 Each CSC shall consist of at least: 
  three parents or legal guardians of students enrolled in the school 
  one teacher who provides instruction at the school 
  the principal or the principal's designee 
  one person from the community 
  one adult member of an organization of parents, teachers and students recognized by the school 
The number of members of each CSC shall be determined by the principal.  If the CSC has more than the above-
described members, the CSC shall ensure that the number of parents elected to the committee exceeds the number of 
representatives from the group with the next highest representation. 
 A person may not serve more than one of the required membership roles on the CSC.  If, after making good-faith 
efforts, a principal or an organization of parents, teachers and students is unable to find a sufficient number of persons 
who are willing to serve on the CSC, the principal, with advice from the organization of parents, teachers and students, 
may establish an alternate membership plan for the CSC.  Such alternate plan shall reflect the required representation 
stated above as much as practicable. 
To the extent practicable, each CSC shall represent a cross-section of the school community that it represents in terms 
of sex, race, age, occupation, socioeconomic status, geographical location and other appropriate factors. 
Election of Members: 
Each school shall hold elections in the month of May for the following school year or within the first two weeks of 
school in order to appoint the parent/guardian and teacher members to the CSC.  The community member shall be 
appointed by the other members of the CSC. 
 If a vacancy arises on the CSC, the remaining members of the CSC shall fill the vacancy by majority vote. 
Duties: 
In accordance with state statute, the CSC shall: 
 1.  Act as the school accountability committee for the school. 
 2. Recommend to the principal priorities for spending school moneys. The principal shall consider the CSC’s 
recommendations regarding spending state, federal, local, or private grants and any other discretionary moneys and 
take them into account in formulating budget requests for presentation to the Board of Education, if the school is a 
District-run school, other than a charter school, or in creating the school budget if the school is a charter school. The 
CSC for a District-run school shall send a copy of its recommended spending priorities to the District Accountability 
Committee and the Board of Education. 
 3. Advise the principal, and if the school is a District run school, the Instructional Superintendent, concerning the 
preparation of a school improvement plan, and submit recommendations to the principal and the Instructional 
Superintendent, if applicable, concerning the contents of the school improvement plan. 
 4. Advise the Board of Education concerning the preparation of a school priority improvement or turnaround plan, if 
either is required, and submit recommendations to the Board of Education concerning the contents of the school 
priority improvement or turnaround plan, if either is required. 
 5. Provide input and recommendations on an advisory basis to the District Accountability Committee and the 
Instructional Superintendent concerning principal development plans for the principal and principal evaluations. 
 6. Increase the level of parent engagement in the school, especially the engagement of parents of students in the 
populations described in C.R.S. 22-11-401(1)(d). The committee's activities to increase parent engagement must 
include, but need not be limited to: 
 Publicizing opportunities to serve and soliciting parents to serve on the CSC. In soliciting parents to serve on the CSC, 
the CSC shall direct the outreach efforts to help ensure that the parents who serve on the CSC reflect the student 
populations that are significantly represented within the school; 
Assisting the District in implementing at the school the parent engagement policy adopted by the Board of Education; 
and 

http://web.lexisnexis.com/research/buttonTFLink?_m=88e81c7c0769592f015b763963fa6c62&_xfercite=%3ccite%20cc%3d%22USA%22%3e%3c%21%5bCDATA%5bC.R.S.%2022-11-402%5d%5d%3e%3c%2fcite%3e&_butType=4&_butStat=0&_butNum=10&_butInline=1&_butinfo=COCODE%2022-11-401&_fmtstr=FULL&docnum=1&_startdoc=1&wchp=dGLzVzk-zSkAz&_md5=334020f1c6f5c0e5831cc8e13f783062
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Assisting school personnel to increase parents' engagement with teachers, including but not limited to parents' 
engagement in creating students' READ plans, in creating individual career and academic plans, and in creating plans 
to address habitual truancy. 
The CSC will not: 
1.  participate in the day-to-day operations of the school; 
2.  be involved in issues relating to individuals (staff, students, or parents) within the school; or 
3.  be involved in personnel issues (the School Personnel Committee will stand alone according to the current 
DPS/DCTA contract). 
Meetings 
The CSC shall publicize and hold a public CSC meetings at least every quarter to discuss whether school leadership, 
personnel and infrastructure are advancing or impeding implementation of the school’s performance, improvement, 
priority improvement, or turnaround plan, whichever is applicable. 
If applicable, the CSC will publicize a public hearing to discuss strategies to include in a public school priority 
improvement or turnaround plan and to review a written public school priority improvement or turnaround plan. A 
member of the CSC is encouraged to attend the public hearing regarding the written priority improvement or 
turnaround plan 

Replacement 
Policy 

Community School Committee (CSC) 

The DDS CSC will serve as the local decision-making body and accountability committee. The CSC will take 
the place of the Collaborative School Committee and will include the School Leadership Team members. 

Decisions will be made by consensus of the CSC. In the event that the CSC does not reach consensus, the 
committee will vote and provide a recommendation to the school leader. The school leader will then make 
a decision that takes into consideration the input of CSC members and the school’s mission, vision, and 
student achievement goals. The CSC will advocate for the school within and along with the community. At 
the beginning of the school year, Denver Discovery School will hold an election to determine the parent 
and teacher representatives for the CSC. Community member and midyear vacancies will be appointed by 
the CSC. 

The CSC will consist of at least the following members: 

● 6 parents (parents will constitute the largest group on the CSC) 
● 5 teachers (teachers from the SLT will serve on the CSC) 
● 3 students (students will serve as non-voting members) 
● 1 support staff 
● 1 community member 
● 1 Principal or Designee 
● 1 Community School Coordinator 

In order to ensure teacher members are able to provide more consistency and are not attending multiple 
meetings each month, the teacher representatives will serve on both CSC and SLT, committing to one 
monthly meeting. Parent representatives will serve two year terms, staggered for consistency. Teacher 
representatives will serve one year terms and may be reelected in consecutive years for a duration 
according to the CSC Bylaws.  

To the extent practicable, each CSC will represent a cross-section of the school community that it 
represents in terms of sex, race, age, occupation, socioeconomic status, geographical location and other 
appropriate factors. Student representatives will each represent a grade level. 

The CSC will meet at least monthly and will have the following responsibilities: 

● School accountability 
● UIP / school improvement plans 
● Strategies for increasing enrollment 
● Strategies for parent engagement 
● Communication and reporting to families 
● School calendar & start/end times 
● Advise on budget prioritization (budget transparency - line item budget provided) 
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● Input on principal development and evaluation 
● Principal selection  

The CSC will not: 
1. Participate in the day-to-day operations of the school; 
2. Be involved in issues relating to individuals (staff, students, or parents) within the school;  
3. Be involved in personnel issues (the School Personnel Committee will stand alone according to 

the current DPS/DCTA contract). 
Meetings 
The CSC will publicize and hold public CSC meetings at least every quarter to discuss whether school 
leadership, personnel and infrastructure are advancing or impeding 
implementation of the school’s performance, improvement, priority improvement, or turnaround plan, 
whichever is applicable. If applicable, the CSC will publicize a public hearing to discuss strategies to include 
in the school priority improvement or turnaround plan and to review a written school priority 
improvement or turnaround plan. 

School 
Proposal 

KHBA: Sponsorship Programs  Governance / Budget 

Policy  

The district may maintain a corporate sponsorship program designed to provide a mutually beneficial relationship 
between the district and the business community. It is the goal of this program to achieve additional revenues to 
support district programs in a manner that will limit the commercial exposure associated with this program and 
comply with district policy KHB, Advertising in Schools/Revenue Enhancement. The program may also be used in 
school cafeterias related to the Food Services program.The Superintendent or his designee shall have the authority 
enter into sponsorship agreements.  Official sponsors will receive certain rights and opportunities that may include the 
right to be an exclusive provider of services or products for the period of time addressed by the sponsorship 
agreement.  All sponsorship agreements will allow the district to terminate the agreement at least on an annual basis 
if it is determined that it will have an adverse impact on implementation of curriculum or the educational experience 
of students. Revenue derived from the sponsorship program will be formally identified as consideration for advertising 
rights or as sponsorship revenues. Rights and benefits in addition to advertising may be granted to individual sponsors. 
The rights will become part of the negotiated sponsorship agreement. All sponsorship activities will comply with 
district policies. 

Replaceme
nt Policy 

The school has the authority to collect revenue directly from sponsorships, subject to District oversight 
through routine reporting to the Office of Budget. 
The School shall have the ability to request and secure school-based sponsorships independent of the 
district according to the following policies: 

1. The sponsorship must not compromise or show inconsistency with the beliefs, values of the 
district and school. 

2. The sponsorship will not alter any district owned resources unless permission is granted by the 
district. 

3. The sponsorship does not create a real or perceived conflict of interest with school administrators 
or staff. 

4. The sponsorship agreement will be reported to the district budget office at least 30 days before 
an agreement is to take effect. The budget office will have the ability to refuse the agreement 
only in situations where said agreement will adversely impact funding arrangements for other 
schools in the district more than it would benefit the School or because it would be in conflict 
with existing fund regulations (such as federal grants). 

5. The Innovation School may establish a 501c3 to apply for grants and support school-determined 
priorities. 

 
School 

Proposal 
IKE / IKE-R: Promotion, Retention and 
Acceleration of Students 

Educational Program: 
Promotion, Retention and Acceleration of Students 

Policy  

The Board of Education recognizes that high expectations and standards for student achievement are necessary to 
ensure that students are well prepared for the next level of their education. The Board believes that early 
identification of students who are not making adequate progress toward achieving standards and effective 
intervention are crucial. 
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 Definitions 
“Promotion” means the process of advancing a student to the next grade at the end of the current school year. 
“Retention” means the process of having a student repeat a grade. 
“Acceleration” means the process of moving a student ahead one or more grades. 
Individual Learning Plans 
Teachers shall assess the teaching and learning process on a continual basis and identify students early in the school 
year who are not making adequate progress toward achieving the District's academic standards. Teachers may choose 
to implement an individual learning plan for each student who is not making adequate progress toward achieving the 
District’s academic standards. 
 Promotion/Retention/Acceleration 
 Before considering whether to retain or accelerate a student, District staff shall consider and document each of the 
following factors: 
Academic skills; Maturity; Evidence of academic growth; Chronological age; Language proficiency; Special education 
status;  attendance record/truancy; Transiency; 
Previous grade retention or acceleration; and Likely success in completing the academic work at the next grade level. 
After considering and documenting the above factors, the principal shall make a recommendation whether to retain or 
accelerate the student, however, a student shall not be retained or accelerated unless the principal has made such a 
recommendation and the student’s parents/guardians agree with the recommendation. Retention and acceleration 
shall be used sparingly when special circumstances warrant, and retention due to social, emotional or physical 
immaturity shall be used on a very limited basis. A student’s parents may appeal a principal’s decision to retain or 
accelerate a student in accordance with regulations adopted by the Superintendent.  The procedure to retain a 
student in kindergarten, first, second, or third grade due to the student’s significant reading deficiency shall be in 
accordance with Board Policy ILBC, Superintendent Regulation ILBC-R, and applicable law. 

Replacement 
Policy 

Retention and promotion decisions for students performing below or above grade-level in core content 
areas will be made based on reading and math achievement levels as determined by performance on 
standardized assessments, interim assessment, and informal assessments. Conversations about student 
progress and concerns will take place throughout the school year. The principal, administrators, teacher(s), 
and parents will confer at least three months prior to the end of the school year about the student’s 
progress, with additional meetings at least every 6 weeks thereafter. Based on the student’s progress, an 
academic plan will be prepared and grade retention or promotion may be recommended to school 
leadership by any member of the school community.   

● If school leadership approves the grade retention or promotion of a student, the student will be 
retained or promoted. Parents will not have the ability to override the decision of school 
leadership. Parents will be made aware of this policy at orientation, or at the time of registration 
for all mid-year enrollees.  

● All retention and promotion decisions will be finalized by May 1st.  The school will regularly 
communicate student performance to parents/guardians. 

School 
Proposal 

GCF/GDF: Professional Staff Hiring Teaching: 
Human Resources Management: Hiring 

Policy  

Hiring 
There shall be no discrimination in the hiring process on the basis of genetic information, race, color, gender, sexual 
orientation, gender identity, transgender status, religion, national origin, ancestry, age, marital status, veteran status 
or disability. 
All candidates shall be considered on the basis of their merits, qualifications and the needs of the school district. For 
teaching and paraprofessional positions, the Board directs that recruitment procedures will give preference to 
candidates who meet the definition of highly qualified pursuant to the Elementary and Secondary Education Act. 
All interviewing and selection procedures shall ensure that the administrator directly responsible for the work of a 
staff member has an opportunity to aid in the selection and that, where applicable, the school principal has an 
opportunity to consent to the selection. 
The Superintendent shall have the authority to make employment decisions, including hiring, for all district 
employees, except for teaching personnel and school leaders. 
Nominations of teaching personnel and administrators shall be made at meetings of the Board of Education. The vote 
of a majority of the Board shall be necessary to approve the appointment of teachers and administrators in the school 
district. 
 Upon the hiring of any employee, information required by federal and state child support laws will be timely 
forwarded by the district to the appropriate state agency. 
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 Background checks 
 Prior to hiring any person, in accordance with state law the district shall conduct background checks with the 
Colorado Department of Education and previous employers regarding the applicant's fitness for employment. In all 
cases where credit information or reports are used in the hiring process, the district shall comply with the Fair Credit 
Reporting Act and applicable state law. 

Replaceme
nt Policy 

The Innovation School will follow District Policy GDF/GCF; however, the Innovation School will have 
autonomy to recruit staff and make offers to candidates outside of the traditional district hiring 
calendar.   

● The principal or his/her designee will work with the district Human Resources office to post 
teaching positions through the district website. The school will also engage in independent 
outreach efforts to recruit candidates outside of the centralized recruitment channels, but will 
require that any interested candidates apply through the district site. All eligible applications for 
posted teaching positions will be provided to the school principal for selection using locally-
designed processes.  

 
The principal or his/her designee will consider candidates from the direct placement process; however, the 
school shall not be required to select or accept teachers through limited term assignments or to alter the 
hiring schedule or selection process in a way that gives preference to direct placement teachers (with the 
exception of ADA placements) 
 
Teaching will be licensed according to State law, or the replacement policy for 22-63-201.  
 
The principal will consult with district HR staff and incorporate hiring best practices at the school level 
where it is found to be appropriate. Background checks will be administered using the existing systems 
and processes for the district. The School shall conduct reference checks. 

 

Collective Bargaining Agreement Articles Waivers 
WAIVER REQUESTS - DCTA COLLECTIVE BARGAINING AGREEMENT 

School 
Proposal 

Article 1-7: Definition of “School Year” 
Educational Program: 
Calendar & Schedule 

Policy 
The term "school year" as used in these Articles shall mean the officially adopted school calendar. 

Replacement 
Policy 

The term “school year” as used in these Articles shall mean the school calendar as it is established by the 
innovation school. This definition will include both an identification of days and a typical daily schedule. 

School 
Proposal 

Article 2-4-1: Waivers from Agreement 
Teaching: 
Waiver Request Procedure 

Policy 
Unless otherwise provided in this Agreement, requests for waivers from this Agreement shall be made by the Principal 
and the Association Representative to the Board of Education and the Association. 

Replacement 
Policy 

The school shall seek waivers from the Agreement through approval through the Innovation Schools Act. 

School 
Proposal 

Article 5-5: School Leadership Team 
Governance: 
Management 

Policy 

Each school will have a School Leadership Team (SLT) consisting of the principal, the association representative, a 
teacher appointed by the principal, and a minimum of 3 teacher representatives … elected annually by a majority of 
the faculty voting by secret ballot. 
The SLT will make decisions by consensus. A consensus is either a unanimous decision or a majority decision that the 
entire SLT, including the dissenters, will support. 
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Replacement 
Policy 

School Leadership Team 

The School Leadership Team will consist of at least the following members: 

● 1 school principal 
● 1 building DCTA representative 
● 1 teacher appointed by the principal  
● 3 teachers elected annually by faculty 

*At least one ILT teacher member will be included.  
 
SLT members will represent a cross section of the faculty including not more than one representative from 
each grade level, specials, department chairs or special service providers and will be elected annually by a 
majority of the faculty voting by secret ballot.  
 
The SLT will meet at least monthly (in addition to CSC meetings) and will have the following 
responsibilities: 

● Student schedule 
● Teacher schedule 
● PD plan and schedule 
● Other operational and professional functions* 
● Contingency plan for subs 
● Instructional plans 
● Prioritizing teacher work week 
● Identify and reduce non-essential work 
● Learning & observation cycles 

 
*Examples include: committee meetings, faculty/staff meetings, grade-level meetings, vertical team 
meetings, departmental meetings, planning with instructional personnel, data teams. 

To reduce redundancy, the SLT will review and collaborate on the following during CSC meetings: UIP, 
strategies for increasing enrollment, and communication and progress reporting to families. 

SLT decisions will be made by consensus. A consensus is either a unanimous decision or a majority decision 
that the entire SLT, including the dissenters, will support. In the event that the SLT does not reach 
consensus, the team will vote and provide a recommendation to the school leader. The school leader will 
then make a decision that takes into consideration the input of SLT members and the school’s mission, 
vision, and student achievement goals. The SLT will not refer decisions to the Instructional Superintendent.  

School 
Proposal 

Article 8: Professional Standards  
Sets Teacher Calendar, Work Year, Work Day, 
Class Size and Teaching Load 

Educational Program: 
Calendar & Schedule 

Article 
Summary 

Article 8 - Professional Standards 
School Leadership Team. Each school will have a School Leadership Team as described in 5-4. The SLT will be 
responsible for making decisions as noted in Article 8. Decisions may be made by the SLT to alter the length of the 
lunch period (Article 8-2) …only after conducting a confidential vote of the majority of the faculty. Changes will not be 
made to the length of the lunch period or secondary teaching load without a positive majority confidential vote of the 
faculty. Information about such changes will be sent to the Instructional Issues Council for tracking purposes. 
8-1 Contract year. The contract year shall be one hundred eighty-seven (187) days. If a teacher is required to extend 
his/her contract year…he or she shall be paid at their regular scheduled rate per day. Regular scheduled rate per day is 
the teacher’s salary divided by the number of days in the contract year. 
8-1-1 In addition to the one hundred eighty-four (187) days, newly hired teachers may be required to attend pre-
session orientation meetings and shall be paid in accordance with Article 29-5… 
8-1-2 …non student contact days shall include the equivalent of four and one half (4.5) full self-directed teacher 
planning days to be distributed in meaningful increments, and three (3) full professional days to be directed by the 
principal and one parent conference day. If the District continues the benchmark assessment program, three (3) or 
more days shall be set aside to grade and analyze data from benchmarks and other related assessments… 
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8-1-2-1 The assessment day will be used to administer, grade and analyze data from benchmarks and other related 
assessments. 
8-1-2-2 Schools may modify the daily schedule on the parent/teacher conference days. 
8-1-3 There is an expectation that teachers will attend beyond the contract year for professional development 
determined by the principal if: a. the program needs to be scheduled outside the contract year,  b. no programs will be 
scheduled for the last two weeks of June and the first two weeks of July, c. written notice is given ninety (90) days 
prior to the end of the school year, d. the educational reason is sound, e. teachers attending are paid in accordance 
with Article 32, f. adequate alternate opportunities are provided. 
8-1-4 Evening Meetings. Each teacher may be required to attend three (3) evening events approved by the SLT per 
school year, as part of the contracted time. 
8-1-5 Special Conditions of Employment. Any special conditions regarding the assignment of any teacher will be an 
addendum to the initial employment contract. 
8-2 Forty (40) Hour Work Week. The work week shall be forty (40) hours and shall include: 1. Lunch Periods…a 
minimum standard 45 minute daily lunch…duty free.  
8-2-1 The principal shall have authority to permit teachers to diverge from the regular school day. 
8-2-2 The District’s scheduled student school contact day will not be extended without applying the due process of 
collective bargaining. 
8-3 Planning Time.  
Each elementary/ECE/K-8 school teacher shall receive a minimum of three hundred (300) minutes of self-directed 
instructional planning time per week. Within the three-hundred-minutes per week, each teacher shall receive a 
minimum of forty (40) minutes of uninterrupted, self-directed instructional planning time per day scheduled during 
the student school contact day. If that is not possible, some of the uninterrupted block of forty (40) minutes may be 
scheduled outside the student contact day. 
For Secondary Teachers: Each secondary school teacher shall receive a minimum of three-hundred-forty-five (345) 
minutes of self-directed instructional planning time per week. Within the three-hundred-forty-five-minutes per week, 
each teacher shall receive a minimum of forty (40) minutes of uninterrupted, self-directed instructional planning time 
per day scheduled during the student school contact day. 
8-7 Non-Teaching Duties. 
8-7-1 Assignment of teachers to non-teaching duties not done by aides will be rotated so that no teachers will have 
the same assignment for more than four (4) consecutive semesters, unless the teacher agrees to such assignment.  

School’s 
Replacement 

Policy 

Provisions specified in Article 8 will not apply to the School. The school leader in consultation with the CSC 
will make decisions as described in the innovation plan.  

● The School has the authority to establish its own calendar and daily schedule, provided it meets 
or exceeds minimum statutory standards.  

● The School has the authority to establish class sizes and teaching loads that support the 
Innovation Plan, but shall follow district guidelines for enrollment of students.  

● The School has the authority to establish or replace any necessary committees that support the 
Innovation Plan.   

8-1-Contract Year: The contract year for teachers may be extended to include additional mandatory 
professional development days prior to the start of the school year. In addition, the contract year for some 
teachers may be extended to provide a summer school for students. Teachers will be compensated for 
additional days via a stipend that is determined by the principal in consultation with the CSC annually in 
the compensation philosophy. Non student contact days, planning days, assessment days, professional 
development days, will be determined by the CSC annually, as part of the adoption of the school calendar. 
Student school contact days may be extended to increase instructional time and the teacher work week 
may be extended beyond 40 hours, with input from the CSC, to include extended student time as well as 
additional collaborative planning and professional development time. Teachers will be compensated for 
additional time. 
8-2: The principal shall have authority to permit teachers to diverge from the regular school day. 
Mandatory evening meetings can be scheduled, as necessary, to implement the innovation plan (up to 3 
unpaid and 3 paid).  
8-3: Teachers will be given a minimum of 300 minutes of instructional planning time per week that 
includes self-directed planning time and structured collaborative planning time as determined annually by 
the CSC.  
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8-5: Class sizes are made available upon request to the school and are established at the discretion of the 
school leader with consultation from the CSC.  
8-7: Teachers will be assigned non-teaching duties, as necessary with the intent being to maximize the 
time that the most effective teachers spend teaching students. 

 

School 
Proposal 

Article 11: Complaints Against 
Teachers/Administrative Leave/Corrective 
Action 

Leadership: 
Human Resources Management 

Policy 

11-2 Administrative Leave. If a principal decides to place a teacher on administrative leave for…the principal or 
designee shall meet with the teacher to give specific allegation(s) and the basic reason why the administrative leave 
for investigation is necessary, when possible.  
11-2-1 The meeting shall take place at the end of the school day or whenever it is appropriate.11-2-2 The principal 
shall provide the teacher a copy of the administrative leave checklist and review it with the teacher. The teacher shall 
sign the form only as acknowledgement of receipt..11-2-3 At the teacher’s request a meeting will be held within three 
(3) school days...to give the teacher an opportunity to respond. The teacher may have Association representation at 
the meeting. 11-2-4…If an investigation must extend beyond seven (7) calendar days…the teacher and the Association 
will be notified by phone calls…[with]…the reasons for the extension and the expected date of completion…11-2-5  
During the investigation, the teacher…will… receive full pay. 11-2-6 Following completion…the principal or designee 
shall…share the results…and give the teacher an opportunity to respond…11-2-7 Administrative leave should be 
considered as an option to be used only when necessary to protect the students or staff or to conduct an appropriate 
investigation…There will be no record of the leave in a teacher's personnel file…11-2-8 The Agreement Review 
Committee (ARC) will review on an annual basis administrative leaves for the prior year to ensure that the above 
procedures have been implemented appropriately.  
11-3 Corrective Action. Before taking a corrective action against a teacher, the principal shall investigate the situation, 
meet with the teacher and give the teacher an opportunity to respond. 

Replacement 
Policy 

The school will follow the procedures outlined in Article 11 of the DCTA contract, except that: 
11-1: The school reserves the right to keep the identity of the complainant confidential. 

School 
Proposal 

Article 13-7 Hiring timelines 
Teaching: 
Human Resources Management: Hiring & Staff 
Assignments 

Article 
Summary 

13-7 Timelines. The Human Resources Department shall determine the start date of the open market staffing cycle as 
early as practicable after schools have submitted their staffing vacancies and needs…  
Key dates and activities: 
• Teachers verify consideration group…  
• Teacher requests for Intent to Vacate, Early Retirement Incentive, move to part time/job share, Extended Leave of 
Absence, and Return from Leave notice submitted.  
• Recommendation for non-renewal of probationary teachers. 
• In-Building Bidding and Reduction in Building Staff interviews conducted by Personnel Committees. (Articles 13-
10,13-15) 
• Schools report vacancies. (Article 13-17) Vacancies are posted. 
• Teachers apply to transfer for vacancies. (Article 13-18) 
• Schools review qualified applicants’ applications and resumes, schedule interviews, extend offers. Schools notify 
unsuccessful transfer applicants. (Articles 13-19, 13-20) 
• Assignment of unassigned non-probationary teachers. (Article 13-194) 
• End of open market staffing cycle. 

School’s 
Replacement 

Policy 

The innovation school will not adhere to the district staffing cycle.  
● It will post vacancies when they become open. The school will work with the district Human 

Resources office to post positions through the district website.  
● In addition to this posting, the school will engage in independent outreach efforts to recruit 

candidates outside of the centralized recruitment channels.  
● The school will consider all eligible applicants, including teachers who apply to transfer for 

vacancies, but will uphold district policy in requiring agreement from both principals for 
approving internal transfers after the district specified date. Transfers will not receive priority 
consideration. 
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● Teachers who leave the innovation school that has implemented annual or at-will contracts in 
order to return to a district school will be subject to the District policies for implementation of SB 
191 with regards to determining probationary or non-probationary status. 

School 
Proposal 

Article 13-8 Personnel Committee 
Teaching: 
Human Resources Management: Hiring & Staff 
Assignments 

Article 
Summary 

13-8 Personnel Committee. 
13-8-1 Each school shall establish a Personnel Committee to select candidates for vacancies and Reduction in Building 
Staff (RIBS) at the school building. 
13-8-2 The Personnel Committee will be composed of the principal and three (3) teachers chosen by a vote of the 
faculty, and may have no more than two (2) parent(s) as member(s) appointed by the Collaborative School Committee. 
13-8-3 Teacher members will be chosen by the faculty. 
13-8-4 The Personnel Committee will make decisions by consensus…  
13-8-5 The decision or results of the Personnel Committee shall not be grievable. The failure to comply with the 
procedure contained in this Article is subject to grievance… 
13-8-7 The Personnel Committee shall operate during the school year. Outside of the school year the principal may fill 
positions without consultation 

School’s 
Replacement 

Policy 

The school leader shall be responsible for hiring all staff and shall implement a hiring process that best 
meets the needs of the innovation school. A hiring committee specific to the position vacancy will be 
constructed by the principal in consultation with the CSC to provide input into hiring decisions. To the 
extent possible, the hiring committee shall include representatives from staffing areas that will be affected 
by the new hire. During school breaks, the principal can fill positions without attempting to consult the 
hiring committee or the school’s replacement for the personnel committee. In the case of principal 
selection, the CSC, in consultation with the Regional Instructional Superintendent, will determine the 
hiring committee and will oversee the process and make recommendations to the superintendent. 

School 
Proposal 

Article 14-1: Summer and Evening School 
Teaching: 
Human Resource Management: Hiring & Staff 
Assignments 

Policy 

14-1 Summer School and Evening School. Summer and evening school programs shall be provided flexibility of design 
and implementation following the guidelines set forth below. 
14-1-1 Staffing. The purpose of all staffing procedures is to find the most suitable candidates for the teaching positions 
needed to run the summer school. 
14-1-1-1 Summer school teaching positions shall be posted. 
14-1-1-2 Postings shall include the following basic components: descriptions of any teaching position that may be 
included in the summer school, and an explanation of the selection process. 
14-1-1-3 All teaching positions in summer school programs will be filled first by teachers currently in the District. 
14-1-2 Compensation. Teachers will be paid for summer and evening work as provided in Article 32 

Replacement 
Policy 

The Innovation School will fill summer school positions with its own teachers to the extent possible. 
Should additional teachers be necessary, the school will fill those positions with the best possible 
candidates, not necessarily teachers currently in the District. Teachers will be compensated for summer 
school time as determined in consultation with the CSC during the budgeting process. 

 
School 

Proposal 
Article 22 - Job Sharing and Half Time 

Teaching: 
Human Resource Management: Staff Assignments 

Policy 

Job sharing, or converting from a full-time employee to a half-time employee, may be requested by regularly assigned 
full-time equivalent teachers who wish to work only halftime. Procedures for assignment to a job sharing or half-time 
position will be available upon request from the Department of Human Resources.  
22-1-1 Application for a job sharing or half-time position must be made in writing to the Department of Human 
Resources by the published date.  
22-1-2 Teachers wishing to job share must find another teacher who also wishes to job share. 70 of 101 22-1-3 Job 
share and half-time assignments, when possible, shall be for one (1) year at a time. 
22-1-4 Salary, benefits, accrued service and other employment entitlements shall be half their usual value, as 
applicable.  
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22-1-5 To be effective, the job sharing or half-time assignments must be approved by the CSC at the school to which 
the teachers are assigned.  
22-2 Teachers will be notified of placement during the teacher staffing process.  

School’s 
Replacement 

Policy 

Job sharing, or converting from a full-time employee to a half-time employee, may be requested by 
regularly assigned full-time equivalent teachers who wish to work only half time. Teachers who wish to 
request job sharing or half-time positions shall submit their request in writing to the school’s leadership 
team. The leadership team in consultation with the CSC shall review and determine whether any requests 
for job sharing, or converting to half-time positions are approved or denied. All approved job sharing or 
half-time positions shall be for one (1) year at a time. 

CBA 
Article/Section 

Article 28: Extra Duty Compensation 
Teaching: 
Human Resources Management: Compensation 

Article 
Summary 

See Extra Duty Compensation schedule in Article 28 
Various tables that specify compensation levels for activities that include: substitute pay, hourly rates, activity salaries 
with steps and schedules. 

School’s 
Replacement 

Policy 

The School has the authority to determine its own compensation philosophy to provide school determined 
extra-duty pay, provided that the School submits a Compensation Philosophy to their CSC and HR for 
annual review ensuring sustainability, transparency and equity. 
 

● The School has the authority to establish its own compensation and provide stipends as necessary 
for all employees.   

● If the school establishes hourly or daily rates, those rates will meet or exceed the rates of pay set 
in the DPS/DCTA Collective Bargaining Agreement. 

 
The school leaders, in consultation with the CSC, will determine extra duty compensation for extended day 
and year as well as any new or additional roles and responsibilities and merit pay. School leadership will 
work with the DPS HR department to ensure that all necessary processes are followed in these areas and is 
consistent with the innovation plan.  
 
The Compensation Philosophy can be revised annually with school leadership developing school 
compensation replacement policy in collaboration with their HR partner. Upon revision, the CSC will 
review and provide feedback on the school compensation replacement policy. When changes are made, 
the school will submit its revised compensation replacement policy to the district (HR) for review and to 
ensure legal compliance. 

CBA 
Article/Section 

Article 7: Grievance Policy  Teaching:  
Human Resources Management 

Article 
Summary 

6 pages. Sections include: 1. Definitions, Purpose, Procedure (Level 1, Level 2, Level 3 Mediation/arbitration), Rights of 
teachers to representation, miscellaneous 

School’s 
Replacement 

Policy 

The grievance procedures follow those described in the DCTA Contract with the exception of waiving 
Level 3 Arbitration. The following procedures shall be followed when a grievance is pursued. 
 7- 1 Definitions. 

●  7- 1- 1 A “grievance” shall mean a written complaint by a teacher or teachers in the negotiating 
unit that there has been a violation, a misinterpretation, or inequitable application of any of the 
provisions of this Agreement or of an administrative procedure, practice, or written personnel 
policy that affects teachers. 

● 7- 1- 2 Grievances regarding a violation, a misrepresentation, or inequitable application of this 
Agreement may go to Level Two, upon the request of the Association. Unless provided otherwise 
in this Agreement, grievances regarding administrative procedures, practices and written 
personnel policies that affect teachers are grievable up to Level Two. 

● 7- 1- 3 The term “grievance” shall not apply to any matter as to which (1) the method of review is 
prescribed by law, (2) the Board is without authority to act, or (3) a grievance is specifically 
prohibited or limited by the terms of this Agreement. As an example, the term “grievance” shall 
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not apply to the dismissal of a non-probationary teacher, the review of which is prescribed by 
law. 

● 7- 1- 4 An “aggrieved person” is a teacher or teachers asserting a grievance. 
7- 2 Purpose. 

● The purpose of this grievance procedure is to secure equitable solutions at the lowest possible 
administrative level to problems that may arise. To this end, grievance proceedings will be kept 
informal and confidential and both parties will work toward a resolution to avoid litigation. 

7- 3 Procedure. 
● Since it is important that grievances be processed as rapidly as possible, the number of days 

indicated at each level is a maximum, and every effort should be made to expedite the process. 
The time limits specified may, however, be extended by mutual agreement. If a grievance is filed 
which might not be finally resolved at Level Two under the time limits set forth herein prior to the 
end of the school year, the time limits will be reduced so that the grievance procedure will be 
concluded prior to the end of the school year, or as soon thereafter as practicable. 

● Information. 
○ The Board agrees to make available to the aggrieved person and the aggrieved person’s 

representative, all pertinent information not privileged under law, in its possession or 
control, and which is relevant to the issues raised by the grievance. The  Association 
agrees to make available to the Board and its representatives, all pertinent information 
not privileged under law in its possession or control, and which is relevant to the issue 
raised by the grievant. 

● Timing. 
○ No grievance shall be recognized by the District or the Association unless it is presented 

at Level One within fifteen (15) school days after the aggrieved person knew, or should 
have known, of the act or condition on which the grievance is based. However, if the 
Association determines that a grievance affects a group of employees, the Association 
may submit an Association grievance in writing at Level Two. An Association grievance 
shall  not be recognized at Level Two unless it is filed with the Department of Human 
Resources within at least twenty (20) school days after the act or condition upon which it 
is based occurred. Grievances not timely presented will be considered as waived. 

●  7- 3- 1 Level One. A grievance first will be discussed with the aggrieved person's principal or 
immediate supervisor to attempt to resolve the matter informally, at which time the aggrieved 
person (1) may discuss the grievance personally, (2) may be accompanied by the Association's 
Representative, or (3) may request that the Association's Representative act on behalf of the 
aggrieved person. No written documentation of the grievance or administrative response will be 
required if the grievance is settled at Level One. 

●  7- 3- 2 If the aggrieved person is not satisfied with the results of the informal conference, the 
aggrieved person may then file a grievance in writing on the proper form with the principal or 
supervisor within seven (7) school days. The grievance must refer to the specific Articles of the 
Agreement and explain how they were violated and indicate the reason why the Level One 
decision is unsatisfactory. The grievant will use the Grievance Disposition Form to file the 
grievance. The principal and the grievant shall sign the Grievance Disposition Form. The principal 
shall also have the opportunity to provide comment related to the Level One process on the 
Grievance Disposition Form. No additions to this form may be made after it has been signed by 
the grievant and the principal. The grievant shall send a copy of the Grievance Disposition Form to 
the Department of Human Resources and the Association. The Department of Human Resources 
will assign a tracking number to the grievance and distribute copies of the Grievance Disposition 
Form to the Instructional Superintendent and the UniServ Director. All known documentation 
related to the grievance must be provided prior to the Level Two meeting. 

● 7- 3- 3 Level Two. The Human Resources designee or Instructional Superintendent will go to the 
school with the appropriate Association Representative and meet with the teacher and principal 
to attempt to facilitate a resolution. Such meeting will take place within seven (7) school days 
after receipt of the written grievance by the Department of Human Resources. If there is an 
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agreed-upon resolution to the grievance at this meeting, the resolution will be documented in 
writing and signed by both parties. The grievance will be closed and no continuation of said 
grievance will be allowed. If no resolution is reached, a District Representative will be responsible 
for providing a Level Two response on the merits of the grievance. The Level Two response will be 
forwarded to the DCTA for dissemination to the grievant. If the grievant is not satisfied with the 
response, the grievance response will be forwarded to the DCTA, Human Resources, Area Office 
and the principal. 

○ The grievance will concluded based on the decision made at Level Two and there will 
not be additional procedures for additional hearings or arbitration. 

● 7- 3- 4 Upon request by the Association, grievances concerning an administrative transfer, 
Reduction in Building Staff (RIBS) or the recommendation by a principal for non-renewal of a 
probationary teacher shall be subjected to an expedited grievance procedure. The Level Two 
meeting will take place within seven (7) school days. Grievances concerning the recommendation 
by a principal for non-renewal of a probationary teacher will not be processed beyond Level Two. 

7- 4 Rights of Teachers to Representation. 
● 7- 4- 1 Neither the District nor any member of the Association shall take reprisals affecting the 

employment status of any teacher, any party in interest, any Association Representative or any 
other participant in the grievance procedure by reason of such participation. 

● 7- 4- 2 All teachers who file a grievance shall do so with full knowledge and assurance that they 
will be represented solely by the Association and/or the Association's designee(s) at all levels and 
steps and proceedings of the grievance procedure, except that the aggrieved teacher may decline 
representation at Level One. 

○ 7- 4- 2- 1 No aggrieved teacher may be represented by a representative or officer of any 
teacher organization other than the Association. 

○ 7- 4- 2- 2 Level One representation will normally be provided by the Association’s 
building-level Grievance Representative and/or Association Representative. 

7- 5 Miscellaneous. 
● If the time limits for processing a grievance are not met by the administrator responding to the 

grievance, the grievance may be moved to the next level at  the request of the aggrieved, or upon 
request of the Association, the Superintendent or his designee will review with the responding 
administrator the reason why the time limits were not met and any extenuating circumstances 
therefore. The Department of Human Resources may take appropriate action on whether to grant 
the grievant’s requested remedy based on its review of the situation. 

● 7- 5- 1 If, in the judgment of the Association, a grievance affects a group of teachers in more than 
one (1) building, the Association may submit such grievance in writing directly to the Department 
of Human Resources, and the processing of such grievance may be commenced at Level Two. 

● 7- 5- 2 All written and printed matter relating to grievances will be filed separately from the 
central office personnel files of the participants. 

● 7- 5- 3 Necessary forms for filing, for serving notices, for making appeals, for making reports and 
recommendations and other necessary documents will be jointly prepared and distributed by the 
Department of Human Resources and the Association. 

● 7- 5- 6 The Agreement Review Committee shall monitor the number and types of grievances and 
the length of time such grievances take to be resolved. 

 

State Statute Waivers 
WAIVER REQUESTS – COLORADO STATE STATUTES 

School 
Proposal 

Colorado State Statutes: 
Section 22-9-106: Local Board Duties 
Concerning Performance Evaluation for 
Licensed Personnel 

Leadership: 
Human Resource Management: Teacher Evaluations 



59 

 

Policy 

(1.5) (a) A local board or board of cooperative services may adopt the state model performance evaluation system 
established by the rules promulgated by the state board pursuant to section 22-9-105.5 or may develop its own local 
licensed personnel evaluation system that complies with the requirements established pursuant to this section and 
the rules promulgated by the state board. If a school district or board of cooperative services develops its own local 
licensed personnel evaluation system, the local board or board of cooperative services or any interested party may 
submit to the department, or the department may solicit and collect, data related to said personnel evaluation system 
for review by the department. 
(4) (a) Except as provided in paragraph (b) of this subsection (4), no person shall be responsible for the evaluation of 
licensed personnel unless the person has a principal or administrator license issued pursuant to article 60.5 of this title 
or is a designee of a person with a principal or administrator license and has received education and training in 
evaluation skills approved by the department of education that will enable him or her to make fair, professional, and 
credible evaluations of the personnel whom he or she is responsible for evaluating. No person shall be issued a 
principal or administrator license or have a principal or administrator license renewed unless the state board 
determines that such person has received education and training approved by the department of education. 

Replacement 
Policy 

The School will implement the district licensed personnel evaluation system (LEAP) and may make 
modifications that comply with the requirements established in State law.   

● The School in consultation with the District LEAP team and HR partner shall have the ability to 
develop and implement a modified LEAP Framework as the tool for teacher evaluation and 
growth.  

● The principal has the authority to identify, prepare, and designate school-based evaluators to 
conduct staff evaluations. Principal designated evaluators of professional staff members may or 
may not possess an administrative certificate issued by CDE. All evaluators will receive approved 
training in evaluation skills by the district personnel or school’s principal. The school’s evaluation 
system will meet the standards of Colorado Senate Bill 10-191. 

● Evaluation instruments for all non-licensed evaluators who evaluate school staff including 
professional educators shall indicate on the evaluation whether or not the evaluator possesses an 
administrative certificate. The Superintendent or his/her designee shall review all evaluations 
conducted by non-licensed administrators when necessary and shall discuss with them procedure 
and form. 

● All teachers will receive at least two formal evaluations each year and will receive at least two 
informal partial observations and two formal full observations to generate an end-of-year LEAP 
score.  

● The school’s principal shall receive an annual evaluation by the Superintendent or his/her 
designee. 

School 
Proposal 

Section 22-32-109(1)(f): Local Board Duties 
Concerning Selection of Personnel and Pay 

Teaching: 
Human Resource Management: Staff Hiring, 
Compensation 

Policy 

22-32-109. Board of education - specific duties. (1) …each board of education shall have and perform the following 
specific duties: 
(f) (I) To employ all personnel required to maintain the operations and carry out the educational program of the 
district and to fix and order paid their compensation...A board of a district of innovation…may delegate the duty 
specified in this paragraph (f) to an innovation school 

Replacement 
Policy 

Pursuant to state law, the DPS board will delegate the duty specified in this paragraph to the innovation 
school.  

● The principal, in consultation with the CSC, will select classroom teachers directly.  The school 
shall utilize the negotiated salary structures for all positions that are part of a bargaining unit and 
shall also have the right to establish stipends and incentives that exceed the negotiated salary 
scales provided the school submits a replacement policy to their CSC and HR for annual review to 
ensure sustainability, transparency and equity.   

For all job descriptions, the Principal in consultation with the CSC and HR shall determine the rate of pay 
during the budget cycle each Spring for the following year. 

● The school will use support staff positions that have been established by the Board, when 
applicable. When unique support staff roles are needed to effectively implement the innovation 
plan, the School will establish new positions and create job descriptions for these roles.  The 
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school principal or his designee will consult with the district Human Resources department on the 
language of the job description. The job description will set forth the qualifications for the job, a 
detailed list of performance responsibilities and any required physical capabilities. The school 
shall also set the salary or hourly wage for the unique position in consultation from the district 
Human Resources department. The school may create, revise, or remove any unique job 
descriptions necessary to implement the school’s innovation plan. 

School 
Proposal 

Section 22-32-109(1)(g): Handling of Money 
Governance: 
Budget 

Policy 
(g) To require any employee or other person who may receive into his custody moneys which properly belong to the 
district to deliver such moneys to the treasurer of the district, or to deposit such moneys in a depository designated by 
the board; 

Replacement 
Policy 

The School has the authority to manage its receipt of money and will meet performance expectations 
provided by the District.   

● In accordance with the innovation plan, the school may receive moneys and deposit such moneys 
into a school account.  

● The School will establish an account to manage receipt of locally raised money and will have 
autonomy in making deposits in and withdrawals from the account when such actions are taken 
to further the academic achievement of students at the school.  

● The school will account for all moneys that it receives directly and will report to the DPS board by 
providing quarterly trial balances to their DPS budget partner. 

School 
Proposal 

Section 22-32-109(1)(n)(I): Schedule and 
Calendar 

Educational Program: 
Calendar and Schedule 

Policy 

(n) (I) To determine, prior to the end of a school year, the length of time which the schools of the district shall be in 
session during the next following school year, but in no event shall said schools be scheduled to have fewer than one 
thousand eighty hours of planned teacher-pupil instruction and teacher-pupil contact during the school year for 
secondary school pupils in high school, middle school, or junior high school or less than nine hundred ninety hours of 
such instruction and contact for elementary school pupils or fewer than four hundred fifty hours of such instruction 
for a half-day kindergarten program or fewer than nine hundred hours of such instruction for a full-day kindergarten 
program. In no case shall a school be in session for fewer than one hundred sixty days without the specific prior 
approval of the commissioner of education. In extraordinary circumstances, if it appears to the satisfaction of the 
commissioner that compliance with the provisions of this subparagraph (I) would require the scheduling of hours of 
instruction and contact at a time when pupil attendance will be low and the benefits to pupils of holding such hours of 
instruction will be minimal in relation to the cost thereof, the commissioner may waive the provisions of this 
subparagraph (I) upon application therefore by the board of education of the district. 

Replacement 
Policy 

The School has the authority to determine its own annual calendar and daily schedule, provided it meets 
or exceeds minimum statutory requirements. 

● School has the authority to determine the number of professional development days, days off, 
and late starts/early release days. 

● In accordance with the innovation plan, the school’s principal, in consultation with the CSC shall 
determine, prior to the end of a school year, the length of time the school will be in session 
during the next school year.  The school shall submit their calendar to the district in a timeframe 
as requested by the district in order to meet requirements for alignment with hiring/onboarding, 
transportation, facilities and other service provision.  

● The actual hours of teacher-pupil instruction and teacher-pupil contact shall meet or exceed the 
minimum hours set by the district and state for public instruction. 

School 
Proposal 

Section 22-32-109 (1)(n)(II)(A): Actual Hours 
of Teacher-Pupil Instruction and Contact 

Educational Program: 
Calendar and Schedule 

Policy 

(II) (A) The actual hours of teacher-pupil instruction and teacher-pupil contact specified in subparagraph (I) of this 
paragraph (n) may be reduced to no fewer than one thousand fifty-six hours for secondary school pupils, no fewer 
than nine hundred sixty eight hours for elementary school pupils, no fewer than four hundred thirty-five hours for 
half-day kindergarten pupils, or no fewer than eight hundred seventy hours for full-day kindergarten pupils, for 
parent-teacher conferences, staff in-service programs, and closing deemed by the board to be necessary for the 
health, safety, or welfare of students 



61 

 

Replacement 
Policy 

The School has the authority to determine teacher pupil contact, which will meet or exceed the minimum 
standards of the District and state. 

● In accordance with the innovation plan, the principal, in consultation with the CSC 
shall determine, prior to the end of a school year, the length of time the school will 
be in session during the next school year.  The school shall submit their calendar to 
the district in a timeframe as requested by the district in order to meet requirements 
for alignment with hiring/onboarding, transportation, facilities and other service 
provision. 

● The actual hours of teacher-pupil instruction and teacher-pupil contact shall meet or exceed the 
minimum hours set by the district and state for public instruction. 

School 
Proposal 

Section 22-32-109 (1)(n)(II)(B): School 
Calendar 

Educational Program: 
Calendar and Schedule 

Policy 

(B) Prior to the beginning of the school year, each district shall provide for the adoption of a district calendar which is 
applicable to all schools within the district…A copy of the calendar shall be provided to the parents or guardians of all 
children enrolled…Such calendar shall include the dates for all staff in-service programs…[The] school administration 
shall allow for public input from parents and teachers prior to scheduling …staff in-service programs. Any change in 
the calendar…shall be preceded by adequate and timely…of not less than thirty days. 

Replacement 
Policy 

The school has the authority to develop its own annual calendar that aligns with the Innovation Plan and 
that meets or exceeds the minimum standards of the District and state. 

● No later than 60 calendar days before the end of the school year, the principal in consultation 
with the CSC will determine the following year's school calendar and school day schedule that 
meets or exceeds district and state determinations of the length of time during which schools 
shall be in session during the next school year.  

● Input from parents and teachers will be sought prior to scheduling in-service programs and other 
non-student contact days. This calendar and schedule shall serve as the academic calendar and 
schedule for the school. All calendars shall include planned work dates for required staff in-
service programs. Any change in the calendar except for emergency closings or other unforeseen 
circumstances shall be preceded by adequate and timely notice of no less than 30 days.  

● A copy of the upcoming school-year calendar and school day schedule shall be provided to all 
parents/guardians of students who are currently enrolled. The approved upcoming school year 
calendar and school day hours will be placed on the school’s website prior to May 1 of the prior 
academic year and a copy shall be provided to the school’s Instructional Superintendent.   

● In no case shall changes to the schedule or calendar violate teacher rights provided in the 
replacement policy for Article 8 of the DCTA contract. 

School 
Proposal 

Section 22-32-109(1)(t): Determine 
Educational Program and Prescribe Textbooks 

Education Program 

Policy 
(t) To determine the educational programs to be carried on in the schools of the district and to prescribe the textbooks 
for any course of instruction or study in such programs; 

Replacement 
Policy 

The DPS Board authorizes the school to develop an educational program that aligns to the mission and 
vision of the school and enables the school to implement the innovation plan.  
The school’s curriculum will provide a program of instruction that enables students to meet or exceed the 
CCSS and CAS. The school will regularly evaluate its education program and make changes to curriculum 
content, instruction, and assessments.  

● Curriculum development will be carried out by school personnel, consistent with the school’s 
innovation plan, using all available resources, including replacement core instructional textbooks 
where textbook waivers are granted. 

● The school curriculum will provide a program of instruction that enables students to meet or 
exceed the CCSS and CAS. The school will regularly evaluate its education program and make 
changes to curriculum content, instruction, and assessments.  

● The district will evaluate the impact of the school’s education program as part of its 3 year review 
of the school’s innovation plan in addition to the annual UIP review by the CSC.  
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● Substantive interim changes decided by the school must be approved by District Staff. 

School 
Proposal 

Section 22-32-109(1)(aa): Adopt Content 
Standards and Plan for Implementation of 
Content Standards 

Education Program 

Policy 
(aa) To adopt content standards and a plan for implementation of such content standards pursuant to the provisions 
of section 22-7-407; 

Replacement 
Policy 

The DPS Board authorizes the school to develop an educational program that aligns to the mission and 
vision of the school and enables the school to implement the innovation plan.  
The school’s curriculum will provide a program of instruction that enables students to meet or exceed the 
CCSS and CAS. The school will regularly evaluate its education program and make changes to curriculum 
content, instruction, and assessments.  

● Curriculum development will be carried out by school personnel, consistent with the school’s 
innovation plan, using all available resources, including replacement core instructional textbooks 
where textbook waivers are granted. 

● The school curriculum will provide a program of instruction that enables students to meet or 
exceed the CCSS and CAS. The school will regularly evaluate its education program and make 
changes to curriculum content, instruction, and assessments.  

● The district will evaluate the impact of the school’s education program as part of its 3 year review 
of the school’s innovation plan in addition to the annual UIP review by the CSC.  

● Substantive interim changes must be approved by the Principal and District Staff. 

School 
Proposal 

Section 22-32-109(1)(jj): Identify Areas in 
which the Principal/s Require Training or 
Development 

Teaching: 
Human Resource Management: Professional 
Development 

Policy 

(jj) To identify any areas in which one or more of the principals of the schools of the school district require further 
training or development. The board of education shall contract for or otherwise assist the identified principals in 
participating in professional development programs to assist the identified principals in improving their skills in the 
identified areas. 

Replacement 
Policy 

In accordance with the innovation plan, the Principal will participate in district-provided coaching and 
professional development except when such coaching or professional development contradicts the 
successful implementation of the innovation plan and/or the mission /vision of the school.  
In determining the Principal’s PD and coaching schedule, the Instructional Superintendent will collaborate 
with the Principal to ensure that district PD and coaching supports the school leader and/or leadership 
team in implementing the goals of the innovation plan.  
 
The standard district offered professional development for members of the Professional Development 
team will be attended in the instances in which it supports the implementation of the innovation plan 
and/or the mission and vision of the school. District professional development for teachers, teacher 
leaders, and other instructional or operational leaders will be attended when the school’s principal 
determines that such professional development is in the best interest of the school to successfully 
implement the innovation plan. 

School 
Proposal 

22-32-110(1)(ee) Local Board Powers-Employ 
teachers' aides and other noncertificated 
personnel 

Teaching: 
Human Resource Management: Hiring Teacher Aides 

Policy 

(1) In addition to any other power granted to a board of education of a school district by law, each board of education 
of a school district shall have the following specific powers, to be exercised in its judgment: 
(ee) To employ on a voluntary or paid basis teachers' aides and other auxiliary, nonlicensed personnel to assist 
licensed personnel in the provision of services related to instruction or supervision of children and to provide 
compensation for such services rendered from any funds available for such purpose, notwithstanding the provisions of 
sections 

Replacement 
Policy 

The DPS board grants autonomy to the principal, in consultation with the CSC, to make staffing decisions 
consistent with waivers for district policies GCF and GDF. The school may employ non-licensed personnel 
to provide instruction or supervision of children that is supplemental to the core academic program. All 
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core content teachers shall meet the federal requirements. Core content teachers shall possess a valid 
Colorado license and subject matter competency for their assignment. 

School 
Proposal 

22-32-126: Employment and authority of 
principals 

Leadership: 
Management 

Policy 

(1) The board of education may employ through written contract public school principals who shall hold valid principal 
licenses or authorizations and who shall supervise the operation and management of the school and such property as 
the board shall determine necessary. 
(2) The principal shall assume the administrative responsibility and instructional leadership, under the supervision of 
the superintendent and in accordance with the rules and regulations of the board of education, for the planning, 
management, operation, and evaluation of the educational program of the schools to which he is assigned. 
(3) The principal shall submit recommendations to the superintendent regarding the appointment, assignment, 
promotion, transfer, and dismissal of all personnel assigned to the school under his supervision. 
(4) The principal shall perform such other duties as may be assigned by the superintendent pursuant to the rules and 
regulations of the board of education. 
(5) (a) The principal or the principal's designee shall communicate discipline information concerning any student 
enrolled in the school to any teacher who has direct contact with the student in the classroom and to any counselor 
who has direct contact with the student. Any teacher or counselor who receives information under this subsection (5) 
shall maintain the confidentiality of the information and does not have authority to communicate the information to 
any other person. 
(b) Each school district shall include in its discipline code adopted in accordance with section 22-32-110 (2)procedures 
to inform the student and the student's parent or guardian when disciplinary information is communicated and to 
provide a copy of the disciplinary information to the student and the student's parent or guardian. The discipline code 
shall also establish procedures to allow the student and the student's parent or guardian to challenge the accuracy of 
the disciplinary information. 

School’s 
Replacement 

Policy 

In the event of a change in leadership, the priority is maintaining building leadership that 
supports the mission and vision of the school and ensures that student achievement is 
supported. Members of the school community, including staff, parents and community 
members will be involved in the principal hiring process.  

● Principal candidates are provided to the CSC and superintendent or his/her designee 
from the district’s principal hiring pool using the LEAD in Denver evaluation process.  

● The CSC, in consultation with the district superintendent or his/her designee, will 
manage the principal selection process and the CSC shall recommend at least two 
final candidates to the superintendent for hiring.  

● The superintendent (or his/her representative) may redirect the CSC to continue the 
search for better qualified candidates should none of the proposed candidates meets 
his/her approval.  

● In the event that the principal position is vacant, the superintendent (or his/her 
representative) may appoint an interim principal until such a time that the above 
described hiring process results in a principal candidate that is agreeable to the CSC 
and the Superintendent or his/her designee.  

● Interviews and selection follow the DPS Human Resource hiring procedures. 

School 
Proposal 

Teacher Employment, Compensation and 
Dismissal Act of 1990 Section 22-63-
201: Employment - License Required – 
Exception 

Teaching: 
Human Resource Management: Hiring and Teacher 
Qualifications 

Policy 

(1) Except as otherwise provided in subsection (2) of this section, the board of a school district shall not enter into an 
employment contract with any person as a teacher, except in a junior college district or in an adult education program, 
unless such person holds an initial or a professional teacher's license or authorization issued pursuant to the 
provisions of article 60.5 of this title. 
(2) (a) The general assembly hereby recognizes that many persons with valuable professional expertise in areas other 
than teaching provide a great benefit to students through their experience and functional knowledge when hired by a 
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school district. To facilitate the employment of these persons and comply with the requirements of federal law, the 
general assembly has statutory provisions to create an alternative teacher license and alternative teacher programs to 
enable school districts to employ persons with expertise in professions other than teaching. These provisions enable a 
school district to employ a person with professional expertise in a particular subject area, while ensuring that the 
person receives the necessary training and develops the necessary skills to be a highly qualified teacher. The general 
assembly strongly encourages each school district to hire persons who hold alternative teacher licenses to provide a 
wide range of experience in teaching and functional subject matter knowledge for the benefit of the students enrolled 
in the school district. 
(b) A school district may hire a person who holds an alternative teacher license to teach as an alternative teacher 
pursuant to an alternative teacher contract as described in section 22-60.5-207. 
(3) The board of a school district may enter into an employment contract with any person to serve as an administrator 
based upon qualifications set by the board of the school district. Nothing in this article shall be construed to require 
that an administrator, as a condition of employment, possess any type of license or authorization issued pursuant to 
article 60.5 of this title. 

 

The school will employ licensed teachers for teaching of core content pursuant to state and federal law. 
Core content areas are considered as: Language Arts; Math; Science; Foreign language; Social Studies 
(Civics, Government, History, Geography, Economics); Arts. 
 
The school may employ non-licensed teachers for supplemental and enrichment instruction consistent 
with the innovation plan and the DPS board may enter into employment contracts with non-licensed 
teachers and/or administrators at the school as necessary to implement the school’s innovation plan. 
 

School 
Proposal 

Teacher Employment, Compensation and Dismissal 
Act of 1990 Section 22-63-206: Transfer of Teachers - 
Compensation 

Teaching: 
Human Resource Management: Direct Placement 
of Teachers 

Statute 
Description  

(1) A teacher may be transferred upon the recommendation of the chief administrative officer of a school district from 
one school, position, or grade level to another within the school district, if such transfer does not result in the 
assignment of the teacher to a position of employment for which he or she is not qualified by virtue of academic 
preparation and certification and if, during the then current school year, the amount of salary of such teacher is not 
reduced except as otherwise provided in subsections (2) and (3) of this section. There shall be no discrimination shown 
toward any teacher in the assignment or transfer of that teacher to a school, position, or grade because of sex, sexual 
orientation, marital status, race, creed, color, religion, national origin, ancestry, or membership or nonmembership in 
any group or organization. 
(2) Notwithstanding the provisions of subsection (1) of this section, a teacher who has been occupying an 
administrative position may be assigned to another position for which he or she is qualified if a vacancy exists in such 
position, and, if so assigned, with a salary corresponding to the position. If the school district has adopted a general 
salary schedule or a combination salary schedule and policy, the board may consider the years of service accumulated 
while the teacher was occupying the administrative position when the board determines where to place the teacher 
on the schedule for the assigned position. 
(3) Notwithstanding the provisions of subsection (1) of this section, the salary of a teacher who has received additional 
compensation for the performance of additional duties may be reduced if said teacher has been relieved of such 
additional duties. 
(4) A teacher may enter into an agreement for an economic work-learn program leave of absence with a board of 
education that shall not affect the teacher's employment status, position on the salary schedule if the school district 
has adopted a general salary schedule or combination salary schedule and policy, or insurance and retirement 
benefits. 
(5) Nothing in this section shall be construed as requiring a receiving school to involuntarily accept the transfer of a 
teacher. All transfers to positions at other schools of the school district shall require the consent of the receiving 
school 

School’s 
Replacement 

Policy 

The school may refuse limited term assignments, direct placements or mandatory transfers of teachers 
from the district. District teachers who are qualified for a vacant position at the school may apply for the 
position, and, if hired, will be compensated with a salary corresponding to the position and the years of 
service using the district salary schedule as a base. The school will accept transfers that are being placed 
under District compliance with the Americans with Disability Act (ADA). 

School 
Proposal 

Teacher Employment, Compensation and Dismissal 
Act of 1990 Section 22-63-401:Teachers Subject to 

Teaching: 
Human Resource Management: Compensation 

http://web.lexisnexis.com/research/buttonTFLink?_m=c75283abe8f7ffcc1cf9ca9f79561a7c&_xfercite=%3ccite%20cc%3d%22USA%22%3e%3c%21%5bCDATA%5bC.R.S.%2022-63-201%5d%5d%3e%3c%2fcite%3e&_butType=4&_butStat=0&_butNum=2&_butInline=1&_butinfo=COCODE%2022-60.5-207&_fmtstr=FULL&docnum=2&_startdoc=1&wchp=dGLzVzt-zSkAz&_md5=a6224901e219eb0033ebe0d8c6db66af
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Adopted Salary Schedule  
 

Policy 

(1) The board of a school district shall adopt by resolution a salary schedule that may be by job description and job 
definition, a teacher salary policy based on the level of performance demonstrated by each teacher, or a combination 
of the salary schedule and salary policy. Such salary schedule, salary policy, or combination schedule and policy shall 
be adopted in conjunction with or prior to the adoption of the budget for the following fiscal year. The schedule, 
policy, or combination schedule and policy shall remain in effect until changed or modified by the board. All teachers 
employed by the district shall be subject to such salary schedule, policy, or combination schedule and policy. 

Replacement 
Policy 

The School’s Principal, in consultation with the CSC, has the authority to develop a supplemental 
compensation system separate from district policies to reimburse employees for extra duty pay, and 
compensating employees based on school priorities including activities such as, but are not necessarily 
limited to additional time, additional responsibilities, coaching, tutoring, professional development or for 
performance incentive pay.  This flexibility will be granted provided the school leader submits a 
Compensation Philosophy annually to CSC and HR for review to ensure sustainability, transparency and 
equity. 

● Non-teaching staff will be compensated for any additional hours in accordance with Fair Labor 
Laws.  

School 
Proposal 

22-63-402. Services - disbursements 
Teaching: 
Human Resource Management: Teacher License 

Policy 

No order or warrant for the disbursement of school district moneys shall be drawn in favor of any person for services 
as a teacher, except for services performed for a junior college district or in an adult education program, unless the 
person holds a valid teacher's license or authorization from the department of education. Such license or authorization 
shall be duly registered in the administrative office of the school district wherein the services are to be rendered. A 
teacher shall hold a valid license or authorization during all periods of employment by a school district. A person who 
performs services as a teacher without possessing a valid teacher's license or authorization shall forfeit all claim to 
compensation out of school district moneys for the time during which services are performed without the license or 
authorization. 

Replacement 
Policy 

Pursuant to the waiver for 22-63-201, the school may employ either licensed or non-licensed teachers for 
non-core subject areas. All core subject area teachers will be licensed under the requirements of state law. 
School district moneys will be used to pay both licensed and non-licensed teachers hired to perform 
services consistent with the innovation plan.  
 
Prior to hiring any person, in accordance with state law the district shall conduct background checks. 

School 
Proposal 

22-7-1207:Advancement – decision – parental 
involvement 

Educational Program: 
Promotion, Retention and Acceleration of 
Students 

Policy 

(1) Within 45 days before the end of the school year prior to the student’s fourth grade year, a teacher finds that a 
student has a significant reading deficiency, personnel of the local education provider shall provide to the student’s 
parent the written notice… 
(a) except for students with disabilities substantially impacting their progress developing reading  skills; 
(b) the student is a student with limited English proficiency … and the deficiency is due primarily to the student’s 
language skills; 
(c) the student is completing a second school year at the same grade level. 
(2) Written notice to parents shall include: 
(a) notification of serious implications to a student entering fourth grade with a significant reading deficiency and a 
meeting request… 
(b)…work with the parents to schedule a meeting… 
(c) if the parent does not attend the meeting, the teacher and personnel of the local education provider will decide 
whether the student will advance to the next grade level in the next school year. 
(4) specific information that should be discussed with parents: serious implications of attending fourth grade without 
reading proficiency, importance of achieving reading proficiency by end of third grade, the student’s body of evidence 
and the likelihood that the student, despite having a significant reading deficiency, will be able to maintain adequate 
academic progress at eh next grade level, the increased level of intervention instruction the student will receive in the 
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next school year regardless of whether the student advances to the next grade level, the potential effects on the 
student if he or she does not advance to the next grade level,  
(b) …the parent, teacher, and other personnel shall decide whether the student will advance to the next grade level int 
eh next school year. If the parent, teacher and other personnel are not in agreement, the parent shall decide whether 
the student will advance to the next grade level unless otherwise specified in the policy adopted by the local education 
provider. 
(5) parents will be given written notification of the decision to retain or not retain the student… 
(6) …beginning in 2016-17…if the superintendent, or his or her designee, or the principal… does not approve the 
decision to advance the student, the student shall not advance to fourth grade in the next school year. … 
(7) Each local education provider shall … oral and written communications to a parent… in a language that the parent 
understands. 

Replacement 
Policy 

The school will follow the school’s replacement policy IKE/IKE-R regarding retention and promotion of 
students. Retention and promotion decisions for students performing below or above grade-level in core 
content areas will be made based on reading and math achievement levels as determined by performance 
on standardized assessments, interim assessments, and informal assessments. The principal, deans, 
teacher, and parents will confer at least three months prior to the end of the school year about the 
student’s progress, with additional meetings at least every 6 weeks thereafter. If students are making 
insufficient progress, an academic plan will be prepared and grade retention or promotion may be 
recommended to school leadership by the any member of the school community.   

● If school leadership approves the grade retention or promotion of a student, the student will be 
retained or promoted. Parents will not have the ability to override the decision of school 
leadership. Parents will be made aware of this policy at orientation, or at the time of registration 
for all mid-year enrollees.  

● All retention and promotion decisions will be finalized by May 1st.  The school will regularly 
communicate student performance to parents/guardians. 

 

School 
Proposal 

22-33-102(1) Definition of "Academic 
Year" 

Education Program: Calendar 

Policy 

As used in this article, unless the context otherwise requires: 
(1) "Academic year" means that portion of the school year during which the public schools are in regular session, 
beginning about the first week in September and ending about the first week in June of the next year, or that portion 
of the school year which constitutes the minimum period during which a pupil must be enrolled. 

Replacement 
Policy 

“Academic year” refers to the year as it is established by the innovation school’s developed academic 
calendar for the School. The calendar will be posted publicly by May 1st for the following school year. The 
school’s CSC will provide input into the calendar. 

 

Compensation Philosophy 

● The school will offer stipends for certain roles, responsibilities, and staff qualification guided by their compensation 
philosophy. The compensation philosophy can be revised annually with school leadership developing school compensation 
replacement policy in collaboration with their HR partner. Upon revision, the CSC will review and provide feedback on the 
school compensation replacement policy. When changes are made, the school will submit its revised compensation 
replacement policy to the district (HR) for review and to ensure legal compliance. 
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Appendix B: Attestations  

English Language Learner Attestation 

In order to effectively evaluate this Innovation plan, we are requiring each applicant to affirm their 

compliance with the Consent Decree and provide the required supports to English Language Learners. 

1. I understand that my school, regardless of program, model, or governance type, is required to 

continue to comply with Teacher Designation, Teacher Qualifications, School Designations, EL 

Identification and Placement processes, creation of an ELA PAC and ISA Team.   

_______CVK_______(Initial) 

2. I affirm that my school will continue to meet the needs of English Language Learners and will 

comply with the Consent Decree.   

________CVK_______(Initial) 

Electronic Signature*: /s/ Charmaine V. Keeton 

Date: 01/15/20 

*By typing his/her name into this document, the individual is certifying that he/she intends to sign the document 

and agrees to use electronic records for this transaction. 

Special Education Program Services Attestation 

In order to effectively evaluate this Innovation plan, we are requiring each applicant to affirm their 

compliance with all federal regulations related to special education services. 

  

1. I understand that my school, regardless of program, model, or governance type, is required to 

offer special education services aligned with each individual student’s IEP goals, services are age 

appropriate and are provided in the least restrictive environment possible, and a special education 

program that will continually support a continuum of supports for at least a mild to moderate student 

population (academic and social emotional).     

______CVK________(Initial) 

  

2. I affirm that my school will continue to meet the needs of special education students and will 

comply with all state and federal requirements (IDEA, FAPE, LRE, etc.)   

________CVK_______(Initial) 

Electronic Signature*: /s/ Charmaine V. Keeton 

Date: 01/15/20 

*By typing his/her name into this document, the individual is certifying that he/she intends to sign the document 

and agrees to use electronic records for this transaction.  
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Discipline Policy Attestation 

In order to effectively evaluate this Innovation plan, we are requiring each applicant to affirm their 

compliance with the District’s Discipline Policies JK and JK-R. 

  

1. I understand that my school, regardless of program or model, is required to remain in compliance 

with the District’s Discipline policies.   

______CVK________(Initial) 

  

Electronic Signature*: /s/ Charmaine V. Keeton 

Date: 01/15/20 

*By typing his/her name into this document, the individual is certifying that he/she intends to sign the document 

and agrees to use electronic records for this transaction. 

 

 


