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Video 4: Supporting Comprehensive Design Work

Minneapolis Public Schools
Comprehensive District Design



• Draft Climate Framework & Timeline
• Teacher of Color Recruitment & Retention
• Teacher Equity Plan
• Accountability Systems
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In this video, we will cover: 



Draft Climate Framework* 
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The direct learning relationship 
and outcomes in the classroom

ACADEMICS

*The Climate Framework Steering Committee 
will finalize these areas April, 2020. The areas 
and the descriptors offered here are suggestions

The supportive and caring ways 
we treat each other and work 

together
HUMAN RESOURCES

Our authentic inclusion of 
families and community

OFFICE OF THE CHIEF OF STAFF

Whole-person considerations 
for well being

SPECIAL EDUCATION

Learning and common 
environments conducive to 
quality services and safety

OPERATIONS

Virtual and physical sense that 
“I belong here.”

“I feel safe.” 
“I feel heard and seen.” 

EQUITY and SEL



Climate Framework Timeline
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Identifying Our Beliefs 
and Expectations

Board Deliverables:
● Statements
● Summative 

Metrics
● PD Modules
● Board Report

Planning for Our 
Transitions

Board Deliverables:
● Community 

Transition 
Support Plans

● Implementation & 
Process Metrics

● Board Report 

Building Up Our 
Communities

Board Deliverables:
● Community 

Transition 
Support 
Outcomes

● Implementation & 
Process Metrics

● Board Report 

Sustaining Our Beliefs and 
Community Practices

Board Deliverables:
● Positive Climate Index 

with Targets
● Board Report



Climate Framework - Committee/Task Forces/Work Groups
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Steering 

Committee

Task Forces 

for Each 

Climate 

Element

Work Groups 

at School and 

Department 

Levels

Steering Committee
● An oversight body of P1 Task 

Forces and P2 Work Group 
Deliverables

● Report to Superintendent
● Minimum commitment 

through Phase 2

Task Forces
● P1 design teams 

comprised of experts in 
the climate element area

● Provide recommended 
Belief Statements and 
summative metrics to 
Steering Committee

● Formal duty complete for 
phase 1  at the end of June 
- members may assist with 
next level work groups 
and feedback

Work Groups
● Local teams charged with 

Phase 2 and Phase 3 
planning and 
implementation to:

○ Achieve the vision of 
belief statements 
within their 
communities

○ Deliver smooth 
transitions of school 
communities through 
the stages of 
bridging, welcoming, 
and building.

P1 P2



Teacher of Color Recruitment and Retention
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Minneapolis Public Schools is committed to recruiting, hiring, and supporting teachers 

of color.

This commitment was strengthened following the HR Equity and Diversity Impact 

Assessment (EDIA), which identified multiple areas for improvement around how 

teachers of color are hired and retained.

Although efforts were already underway to recruit and retain teachers of color, we 

have implemented several additional strategies following the EDIA report.



Teacher of Color Recruitment and Retention

7

Recruitment efforts include:

Development and expansion of our Grow Your Own initiatives including:

● Continuing our Special Education Teacher Residency

● Launching a new high school to teaching pathway

● Submitting an application to the Professional Educator Standards and Licensing Board 

(PELSB) to allow MPS to become its own licensing provider

Deepened recruitment strategies and resources including:

● Increasing recruitment budget

● Adding an additional Recruitment Coordinator

● Ensuring robust recruitment efforts both regionally and nationally (at HBCUs, tribal 

colleges, etc.) where we can more effectively recruit teachers of color

● Training for school leaders and hiring managers on overcoming bias in hiring



Teacher of Color Recruitment and Retention
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Recruitment and Retention efforts include addressing contractual barriers during 

teacher negotiations, including:

● Shortening Interview and Select from two rounds to one, accelerating the 

timeline for hiring external teachers

● Adding language around teacher layoffs that protects teachers at racially isolated 

schools with high concentrations of poverty which tend to be harder to staff and 

which employ more teachers of color on average

● Providing a retirement incentive to protect newer teachers, who tend to be more 

diverse on average, from layoffs



Teacher of Color Recruitment and Retention
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Retention efforts include:

● Expanding onboarding and mentoring for new teachers

● Creating a new Staff Ombudsperson position to provide confidential support to 

staff

● Partnering with our Accountability, Research, and Equity division to:

○ Establish affinity groups for MPS teachers of color

○ Support and train school leaders 

○ Ensure welcoming school environments through culture and climate 

committee work 



Teacher Equity Plan - Equitable Access
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MPS is committed to designing and implementing an equitable access plan, beginning in school year 

2019-20, that will analyze which students have equitable access to high-quality instruction and 

generate action steps to address disparities in equitable access if and where they exist.

The implementation of this plan is also a requirement of the Federal “Every Student Succeeds Act” 

(ESSA) and the Minnesota World’s Best Workforce Legislation. 

Specifically, MPS is focused on three critical factors that impact access to high-quality education:

Factor Response 

Which students attend which schools CDD and Placement Protocols

Which students are assigned to which teachers 
within a school 

Equity in Scheduling

Which teachers teach in which schools Strategic Staffing Support



Teacher Equity Plan - Equitable Access
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Beginning this spring, HR will support school leaders with a plan to ensure that all 

students have access to the highest-quality teachers.

Equity in scheduling:

School leaders have significant discretion to assign staff in their buildings and 

schedule students according to need. 

The Associate Superintendents and HR will partner to ensure equity is a critical 

consideration when building master schedules and that students are placed 

intentionally according to their needs. 



Teacher Equity Plan - Equitable Access
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Beginning this spring, HR will support school leaders with a plan to ensure that all 

students have access to the highest-quality teachers.

Strategic Staffing Support:

HR is also investing in the new staffing positions (HR Consultant, Specialist and 

Recruiter) that will provide targeted support a small portfolio of our highest need 

and hardest to staff schools to ensure that every vacant position is:

1. Staffed in a timely manner

2. Filled strategically by someone who is a high-quality candidate and long-term fit 

for the school



Accountability Systems Related to the CDD 
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● Focus Area 1: Academics

○ More equitable access to a well-rounded education
○ Improved achievement in literacy and mathematics
○ Improved access and participation in advanced coursework and world 

languages
○ Improved graduation rates across schools and student groups
○ Percent of benchmarks met

* The Accountability, Research and Equity Division will develop Key Performance 
Indicators (KPIs) for each of the goals of the CDD that will be measured quarterly and 
annually. 



Accountability Systems Related to the CDD 
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● Focus Area 2: Equity 

○ Reduction in achievement and engagement disparities 
○ More equitable student access to high quality teachers
○ Improved hiring and retention rates of teachers of color
○ More opportunities for students to learn in integrated learning environments 

(by both race and economics)
○ Reduction of RIS  (86%) and high poverty schools (80%)
○ Improved school and district climate
○ Percent of benchmarks met

*The Accountability, Research and Equity Division will develop Key Performance 
Indicators (KPIs) for each of the goals of the CDD that will be measured quarterly and 
annually. 



Accountability Systems Related to the CDD 
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● Focus Area 3: Sustainability

○ Balanced budget and increased fund balance 
○ Improved quality of transportation services and reduction of 

transportation costs
○ Increased enrollment 
○ Improved market share
○ Increased retention rate of current students 
○ Alignment of school improvement and department plans to CDD focus 

areas and district budget 
○ Percent of benchmarks met

*The Accountability, Research and Equity Division will develop Key 
Performance Indicators (KPIs) for each of the goals of the CDD that 
will be measured quarterly and annually. 



16

Thanks & What’s Next

• Additional videos cover topics including:
• An Introduction to the MPS Comprehensive District Design
• Proposed District Structure
• Updated Placement Policies and Regulations 


