



































Inspection Visit Conducted by RMC Research on behalf of the SUNY Charter Schools Instizute

increase, which would be awarded to all teachers based on the rubrics jointly assessed by the
teachers and the principal and student performance. Teachers in the proficient and distinguished
categories would most likely benefit. This bonus would be for returning teachers only. At the
time of the visit, the teachers did not know whether there would be a salary bonus or increase.
Some hoped that there would be some additional remuneration but did not know the eligibility
requirements for such potential monies. The principal told the team that the plan for the cost of
living increase and the merit bonus was not fully developed and had not been discussed with
teachers at that time,

The inspection team recognized that establishing school routines and rituals took time and
observed that, under the leadership of the principal, Henry Johnson had developed many positive
features which have the potential to support the growth and development of the Henry Johnson
academic program. The principal informed team members that closer supervision of teaching
and learning to promote instructional consistency throughout the school would be her next step.

Atr-Risk Students

Henry Johnson had developed a plan to provide support for at-risk students. In the classrooms,
students were grouped by ability in English language arts and mathematics to differentiate
instruction. In addition, teachers and educational assistants provided tutoring using the SRA
Early Reader program. Accelerated Math was also used for struggling students, who were
assigned reinforcement exercises and were then reassessed to determine proficiency. Henry
Johnson had eight students with Individualized Education Programs (IEP’s). The special
education teacher pushed into the classrooms and pulled out students with IEP’s, as well as other
at-risk students, for direct instruction. Students for whom the service was mandated received
counseling and other related services, such as speech instruction. A reading tutor was hired in
April, 2009 and had begun to work with identified at-risk students. There were three students
identified as English language learners (ELLs) in the school: two in kindergarten and one in first
grade. There was no certified English as a second language (ESL) teacher on staff at the time of
the visit. The kindergarten students were supported through the routine classroom program. The
first grade student received additional instruction in the classroom and also joined a small group
of special education and other at-risk students working with the special education teacher.

Students at risk were identified at Henry Johnson through clearly defined procedures. The
instructional support team (IST), conducted by the special education teacher and counselor, met
monthly. The special education teacher planned an agenda for each meeting based on names
submitted to her by classroom teachers. Classroom teachers and the dean of students were
invited to the meeting to discuss the needs of each student and developed a plan for behavioral
and/or academic improvement. If, in fact, students were not successful as a result of plans
developed, they might ultimately be referred for special education services. Additionally, Henry
Johnson was moving toward full implementation of the Response to Intervention (Rtl) model.
Four teachers were undergoing training at the time of the visit. The inspection team concluded
that the needs of the at-risk students at Henry Johnson were being met.

Stuudent Order and Discipline

A system for managing discipline had been established and implemented in each classroom
throughout the school. This system was modeled after the behavior system at Milwaukee
College Prep. Every class on each grade level used a similar color-coded behavior management
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system which enabled the students to know when they were not behaving appropriately. A
parent reported that “the color system was teaching his child to self correct.” Another parent
Yeported that the staff “paid attention to the small stuff.”

All teachers continued to be involved in the Proactivity program for character education based on
the Milwaukee College Prep model. Students were called “scholars.” They continued to identify
a virtue each month and recount various slogans and chants, poems and values throughout the
school. The students recited a declaration of excellence and Proactivity continued to be
celebrated at whole school assemblies.

The dean of students was a very visible presence in the school. He was observed meeting buses
in the moming and greeting students upon arrival. He was in and out of classrooms, supporting
teachers and working with students. There were clearly defined reward mechanisms and
consequences for student behavior. There was strong evidence to suggest that the policies related
to discipline and establishing a positive culture at Henry Johnson had been internalized by all
staff and students and were consistently applied across the school.

Professional Development

There was a professional development plan at Henry Johnson. Staff reported for one week of
training in August and new staff members were provided with an additional week of orientation
and professional development. The topics for these sessions included: revisiting the school’s
mission and vision; developing the school culture; training on Rubicon Atlas curriculum
mapping; effective use of curriculum programs and materials; continuing support for the co-
teaching model; a review of school routines, including classroom management and school
discipline; and grade-level curriculum meetings. There were two full days devoted to
professional development during the school year. During those sessions, the Teaching
Taxonomy developed by Uncommon Schools was presented to staff members. Additionally,
teachers reviewed and revised the report card template, updated the curriculum maps and
organized materials. Time was allotted monthly during staff meetings to continue training on
such topics as Teaching Taxonomy techniques. There were off-site opportunities for teachers,
including visits to Milwaukee College Prep, to learn more about the programs and strategies
being replicated at Henry Johnson, as well as local workshops for Rtl training and sessions
hosted by Uncommon Schools on the Teaching Taxonomy. Teachers who attended the off-site
professional development sessions provided turnkey training to their colleagues. Henry Johnson
had also provided differentiated training for specific cohorts of staff. During one of the
professional development days, for example, educational assistants received training to
implement the SRA Early Reading Tutoring program. The teacher who was identified to
become the reading teacher in 2009-10 was being provided with additional training at a local
reading and writing institute. New teachers were provided with mentors in addition to the
targeted week of training in August. The team noted that the principal was examining strategies
to provide professional development to staff based on student achievement data. However, at the
time of the visit, there was no evidence that the professional development provided was linked to
observations of teachers’ practices or that training in child development principles or early
childhood instructional techniques was offered. This was the second year of operation for Henry
Johnson and a system to evaluate the effectiveness of the professional development program had
not yet been developed.
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Mission and Kev Design Elements

The mission of Henry Johnson was known and understood by all staff. Teachers, students and
parents interviewed were all able to articulate the mission of the school. The key design
elements, including English language arts and mathematics instructional blocks, were included in
the daily schedules and the focus on building character was implemented primarily through the
Proactivity program embedded in the school day as well. Rituals and routines were observed to
have been established to teach and reinforce the concepts embodied in the Proactivity program.
Although the principal was hired after the charter was written and submitted, she was the chief
advocate and was responsible for ensuring that the school’s mission and the foundational
elements were fully embraced by all school constituents. The principal reported that when she
was first hired during the planning year, she visited Milwaukee College Prep three to four times
to “soak in the culture” in order to know and understand what she needed to replicate at Henry
Johnson. Subsequently, she has returned to Milwaukee and taken staff members with her so that
they would have the benefit of seeing the model firsthand. Other staff members, who had not yet
had the opportunity to visit the model school, received consistent turnkey training from the
principal and from teachers who had visited. This training and the resulting implementation of a
consistent system throughout the school yielded a culture of cohesion and common purpose.

Parents and Students

Parents expressed approval of the organization of and the educational program at Henry Johnson.
Parents interviewed expressed that the school was meeting their expectations. They indicated
that they were impressed with the teachers, who cared about the children and who addressed
issues immediately. They cited the Proactivity assemblies and awards as a reason for feeling that
their children were safe in the school. They expressed their views that the “learning was
advanced for the ages of the kids” and that the structure of the day “did not leave a lot of down
time.” Parents cited the three hours of English language arts instruction as a strong factor in their
satisfaction with the school. They felt that the behavior management system was having a
positive impact on their children. The parents were unanimous in articulating that the principal
was very caring. Students interviewed clearly understood their grade appropriate academic goals
and expressed that they appreciated the discipline management system as well,

Oreanizational Capaciry

The daily operations at Henry Johnson were well organized. The dean of students greeted
students every day as they arrived on buses at approximately 7:30 a.m. Students were supervised
by staff members as they ate breakfast and at 8:00 a.m. they were brought to their classrooms to
begin the day’s work. The school building had been renovated for Henry Johnson, and the
principal reported that she had had some input into the design and the selection of furniture.
School scheduling provided time for block instruction in English language arts and mathematics.
Also built into the schedule was time for the full staff to meet on Wednesdays and for grade level
groups to plan on Fridays.

As noted previously, the school had created a staffing structure during the English language arts
and mathematics blocks which had the potential to provide maximum academic support for
students. There was a part-time librarian who worked at the school two days a week to help
students check books in and out and to assist them accessing the internet on the computers in the
library. At the time of the visit, team members observed that staffing was ample to meet the
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needs of the instructional program for students in kindergarten through second grade. The
school, as originally planned, was to include an assistant principal in its organizational structure.
*When the principal was hired, she sought approval from the board of trustees to eliminate that
position and to add a dean of discipline. However, it was anticipated by the principal that, as the
school increased to fourth grade, additional staff would have to be added such as an assistant
principal or director of curriculum. The school was also planning to hire a full-time librarian, an
intervention teacher for mathematics and a reading teacher/literacy coach in the 2009-10 school
year.

'The principal viewed her role as “overseeing” the curriculum, the instruction and all things
“related to academics.” She provided teachers with the resources to run programs and involved
teachers in most decision making. Material and personnel resources were sufficient for Henry
Johnson to achieve its goals. The dean managed the discipline and supported teachers in the area
of classroom management. The roles of each were clearly defined and were articulated by
teachers and staff members. The dean and six of the nine teachers for the school’s first year of
operation were brought to Henry Johnson by the principal from her former school. Three
additional teachers were successfully recruited. At the end of the first year, one teacher was not
invited to return and, at the time of the visit, two teachers were identified by the principal as
under consideration for removal but no decision had yet been made. The principal documented
for the team the support that had been provided for the teachers and articulated a plan for making
the appropriate decision about whether or not to invite them to return. The inspection team
concurred with the principal’s assessment of the teachers’ vulnerabilities.

At the time of the visit, there were 191 students enrolled. The principal reported that there was a
waiting list of students for entrance into kindergarten and a few openings in first and second
grade. However, she indicated that the student enrollment was close to the anticipated number
for the 2008-09 school year.

All evidence suggested that Henry Johnson had established a school structure and organization
that supported its academic program.

Board Oversighit

At the time of the visit, the board of trustees consisted of six members. One of the six now lived
in New York City and participated in board meetings by telephone as a non-voting member.
One of the board members was a parent representative. The trustees interviewed indicated that
the board used to meet once a month but had recently begun to meet every other month. One of
the trustees described the committee structure, including a two-member finance committee,
which provided supervision and support of the business manager and the financial issues for the
school. Other committees reported were a fundraising committee and a building committee
which, at the time of the visit, was examining whether or not there was enough space to expand
to fourth grade in the current building.

The board received a data package with information about various aspects of the school from the
principal several days before the next scheduled meeting. Information included MAP
assessment results and enrollment numbers. However, the board indicated that they hadn’t seen
Terra Nova data since fall 2008 and were not sure that the gains on those and the interim
assessments were satisfactory. They told the inspection team that they would be “looking at
other diagnostics at the next board meeting and that they wanted predictive assessments.” To
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that end, the trustees shared their desire to engage an outside educational consultant group to be
an “extra set of eyes” for the board, to spend a week looking at data and “checking on the
educational leader” to ensure that the development of the school’s academic program was
moving i the “right direction.” The consultants would give the board the ability to provide
educational oversight. Trustees also reported that they were searching for prospective members
with educational backgrounds to provide additional internal capacity for oversight of the school’s
instructional program. In addition, the trustees expressed a desire to hire an outside auditor to
check the school’s financial internal controls and to check bank reconciliations in order to
prevent any irregularities. The trustees appeared to be clear about their roles and responsibilities
to provide oversight to the school and to leave the development of the instructional program to
the school leader.

The board members indicated that they evaluated the principal and the business manager.

During the first year of operations at Henry Johnson, the principal’s performance was rated
based on her ability to provide a “smooth” opening of school, meeting attendance and
recruitment goals, school culture, conveying information to the board, external relations and
gains on the Terra Nova and the MAP scores for first grade. The outcome of the evaluation
determined whether the principal would receive merit pay in addition to her salary. The trustees
acknowledged that the opening of Henry Johnson was “very seamless” but that after the first
year, there were minimal amounts of data. The trustees present reported that, in the second year
of operation, the board was interested in using more data as criteria for the principal’s evaluation.
The board president was taking the lead in the process of developing a new set of measurable
standards through which to hold the principal accountable. Trustees reported that she planned to
gather information about evaluations systems used at other charter schools to incorporate into the
new standards for the evaluations of Henry Johnson’s leaders.

The inspection team concluded that the board of trustees understood its responsibilities for
oversight of the school and, where it did not have the internal capacity to provide that
supervision directly, had a plan to expand its own capabilities in the areas needed.

Governance

The trustees interviewed were aware of the challenges in starting a new school for students
whose academic achievements were not yet measured on standardized New York state
assessments. They clearly articulated specific priorities to ensure that leaders, both instructional
and financial, were provided with sufficient support and direction and that they understood
unmistakably how to achieve them. '

The trustees reported that there was a conflict of interest policy in place. One member of the
board who worked for the New York Charter Schools Association indicated that, although there
has not yet been a situation which would create a conflict, he was prepared to recuse himself
from discussions or voting should one arise.

The trustees conducted regular open meetings, but parents did not regularly attend. The trustees
reported that they had no direct contact with parents and received information through the parent
representative on the board. At the time of the visit, the only issue brought to the board involved
coordinating the dismissal and busing schedules. The board directed the principal to correct the
situation. The members concluded that, since enrollment and retention were high, parents were
largely satisfied.
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Board meetings were conducted regularly and minutes were available to the inspection team.

While the board did not modify any new policies, it regularly approved contracts, budgets, salary
"and benefits, personnel issues and other appropriate actions.

Evidence suggested that the board of trustees had implemented and maintained appropriate
policies, systems and processes consistent with their roles and responsibilities.
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4. Methodology

The inspection of Henry Johnson Charter School was conducted on May 13 and 14, 2009 by an
independent team of experienced educators from RMC Research, New York, New York. The
team was comprised of the following individuals:

Sandra Kase, Ed.D. (Team Leader) is an educational consultant currently providing
regular services for RMC Research. Dr. Kase began her career in the New York City
public schools as a teacher, staff developer and district administrator. She served as
principal of the Claremont Community School for 14 years before moving to the New
York City Board of Education as an Assistant to the Chancellor for School Improvement
and later Supervising Superintendent of the Chancellor’s District. During that time Dr.
Kase focused on improving the lowest performing schools in the city and creating high
quality new schools designed to provide rigorous educational opportunities for
traditionally underperforming students. During 2003, Dr. Kase worked with the
incoming Chancellor and his staff to support the transition to the newly created
Department of Education. In March 2004 she began to work in Peekskill, New York to
support the efforts of the superintendent to raise the academic achievement of the
students in that community. Dr. Kase has developed a wide array of programs, including:
gifted and talented programs designed to provide opportunities for underserved students;
courses at museums such as the American Museum of Natural History; university based
programs for K-12 students; and extended day and year programs which blended cultural
experiences with demanding learning standards to raise the academic levels of all
participants. Dr. Kase holds a Doctor of Education Degree in Educational Leadership,
Administration and Policy from Fordham University.

Janice M. Imundi is a Research Associate for RMC Research. She also serves as a
member of the Adolescent Literacy Team for the New York Comprehensive Center
(NYCC), a USED contracted project of RMC Research. Currently, she is working with
the New York State Education Department to review the English Language Arts
Standards. Hew career of over 30 years in education was spent working with students in
the New York City public schools. Ms. Imundi was a teacher in a junior high school, an
assistant principal in both an elementary and middle school, and a principal in a middle
school. During her career, Ms. Imundi also served as an Adjunct Professor in the School
of Education at Mercy College and at Long Island University. Prior to joining RMC, she
worked with aspiring principals and first year principals as a mentor with New Visions for
Public Schools and the New York City Leadership Academy. Ms. Imundi holds a Masters
Degree in Secondary Education and a Professional Diploma in Administration and
Supervision.

Ellen Rosenbaum is a Research Associate for RMC Research. With over 33 years of
experience in the New York City schools, Ms. Rosenbaum has served as an elementary
school teacher, teacher trainer and district administrator. As the Director of School
Improvement for Community School District 8 in New York City, she worked with
school leaders to use data to inform instruction and to develop school reform initiatives.
Ms. Rosenbaum holds a Master’s Degree in Education and a Professional Diploma in
Schootl District Administration.
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e Andrea. Hoffman is an educational consultant currently providing ongoing services for

RMC Research. Ms. Hoffman served as a teacher, staff developer, literacy coach and

) academic intervention specialist for many years. She has also served as a consultant to
provide support to administrators, librarians and teachers to facilitate the alignment of
instruction taking place in school libraries with literacy implementation throughout the
schools. Additionally, Ms. Hoffman works in the New York City Department of
Education’s Peer Observation and Evaluation Program for RMC Research to conduct
observations of teachers in need of improvement and to create individualized professional
development plans. Ms. Hoffman has had specialized training in literacy and holds a
Masters Degree in Elementary Education.

The team used the Qualitative Educational Benchmarks (QEB), a subset of the State University
Charter Renewal Benchmarks, as the guides for its evaluation. In addition, the team relied on a
set of framework questions to structure the Benchmark Analysis section of this document. Prior
to the two-day visit, the team reviewed the school’s documents, including its annual
Accountability Plan Progress Report and reports from previous site visits by the Charter Schools
Institute or other entities, such as the New York State Education Department.

During the visit, the team used a triangulated approach to collect data, including observing
classes, interviewing school administrators, board of trustees members, teachers, staff, parents
and students and reviewing student work, curriculum and other school documents, such as board
minutes, teacher evaluations, assessment data, school policies and school organization
documents to understand the efforts the school is making to achieve its academic and
organizational goals. Notes were taken by each team member during each of the activities noted
above.

In order to analyze the data and generate conclusions, the team reviewed and examined the notes
taken by each of the team members during classroom observations, interviews or while
reviewing relevant documents for information and for data collection reliability. Team members
analyzed data for patterns, correlated evidence gathered with the Renewal Benchmarks and
grouped data into relevant categories. All data were verified through multiple sources.
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