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Who are we?

Anoka-Hennepin

Anoka-Hennepin is the largest school district in the state of Minnesota



Who are we?
Anoka-Hennepin is the largest school district in the state of Minnesota

ÅApproximately 38,000 students.

ÅSpan 13 communities north of the Twin Cities of 

Minneapolis and St. Paul spread across 172 square miles.

Å26 Elementary schools (grades K-5).

Å6 Middle schools (grades 6-8).

Å5 Traditional high schools (grades 9-12).

ÅMultiple alternative programs and online options for 

students needing specific instruction and targeted support.



* Free/reduced priced 

services applications were not 

required in the last two years.

Note: scalelimit

Who are we?
Anoka-Hennepin is the largest school district in the state of Minnesota

Over the last 20 years, students in poverty have more than 

doubled and students of color have quadrupled.



Why continuous improvement?

ÅOur Community 
ï Historically, the school district has been supported by our community.

ï We were in the infancy of our refining our efforts to more meaningfully engage the 

community on ñlarge issueò and ñlong termò topics for the district. 

ï Our community was hit hard with the recession.  

ÅOur Teachers
ï Over burdened by latest and greatest initiatives.  

ï State-required meetings with the teachersô union were well attended with large 

demonstrations of our over-burdened teachers juggling large piles of curriculum 

they didnôt believe in.  

ï Friction existed between Union Leadership and District Administration.

ï Contract negotiations were difficult and there was mistrust on both sides.

A brief history of where we had been 



ÅOur Administrators
ï Significant organizational and personnel changes.

ï New leadership initiated an organizational district review.

ï Together with Board participation, started a Labor Management Team to work on 
admin/labor relations.

ï We were dealing with a $30 million funding cliff.  

ÅOur Board
ï Changing Board members enabled new conversations in change management to 

surface at the Board level.

ï July planning sessions didnôt allow for Board to be meaningfully engaged in the 
planning process but instead left them feeling as if they were ñrubber stampingò 
decisions.

All of these factors coalesced into the driving force of change for the 

Anoka-Hennepin School Districtôs Continuous Improvement Process.

Why continuous improvement?
A brief history of where we had been 
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School Board goals

ÅCreate a culture focused on continuous improvement.

ÅCreate systems designed to engage all stakeholders and 

manage change for maximum effectiveness and 

acceptance.

ÅBe efficient with all resources.

We are good but we can always get better.



Key requirements

ÅPrioritize data-driven and evidence-based best practice.

ÅCapitalize on lessons learned inside and outside Anoka-

Hennepin.

ÅAttend to predicable change cycles based on industry 

practices modified for education.

ÅFollow documented processes, inclusive of all 

stakeholders, that foster seamless implementation.



Key requirements

ÅIncentivize financial rewards for results.

ÅProvide tools to leaders useful for easy data analysis and 

trend analysis.
ï Help to focus on areas of needs or improvement to drive site goals.

ï Leverage visual management techniques to quickly highlight areas of focus such 

as color-coding reports with performance level indicators (Vision, Progress, 

Baseline, Caution and Intervene).

ï How do you motivate those that believe capability is set based on demographics 

or that they are more successful than they actually are? 

ÅAllow and recognize innovation at sites and take 

districtwide when successful.



Intended results

ÅProtect taxpayers from investments driven by ñthe latest fadò.  

Investment should yield results or why invest? 
ï Critical questions

Å What evidence is there that the investment would be beneficial in our context?  

Å How will we measure success?

Å How will we monitor progress along the way?

ï Spend money and deploy resources to areas that we know matter.

Å Keep the School Board engaged in the processes; ñbought inò.
ï No surprises plus agreement that the organization is moving in the right direction.

Å Manage within the capacity of organization to change.

Å Increase student achievement in all areas.
ï Proficiency (defined by the State of Minnesota). 

ï Growth (measured internally, striving toward proficiency of all students in each student group).
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Financial reward starts at the top

ÅThe School Board Chair sets the performance pay goals for 

the Superintendent based on the School Board approved 

strategic directions.  Eligible for 15% of base salary.
ï Category 1: Performance Appraisal by School Board

ÅPerformance pay contingent upon successful performance appraisal by school board.

ï Scale 1 to 5 for each rubric.  Success measure- four members provide an average rating of 3 

or higher.

ï Category 2: Student achievement 50% 

ÅAligned with our vision statement that defines successful students.

ï Measured by standard achievement metrics.

ï Category 3: Continuous improvement 50%

Å Initiatives and reforms intended to drive improvement in Category 2 areas. 

ï Measured by available data measures, implementation milestones and budget compliance.



Financial reward for leadership and teachers

Employee 

Group

Possible 

Compensation
Based On

Principals Up to 10% of salary Å 50% Student performance measure

Å 50% Continuous improvement actions

Å Specifics determined by Associate Supt and/or designee in 

collaboration with Principal
Assistant 

Principals

Up to 5% of salary

Sped Program 

Supervisors

Up to 4% of salary Å 50% Student performance measure

Å 50% Continuous improvement actions

Teachers $185 Å Student achievement goal

$185 Å Site level Minnesota Comprehensive Assessment result

$1,500
Å Observation goal: based upon demonstrated proficiency 

within applicable rubric

Cabinet Up to 10% of salary Å 50% Student performance measure

Å 50% Continuous improvement actions

*Directorôs possiblecompensation percentage is based on role 

responsibilities

Directors* Up to 10% of salary (for some)

Up to 5% of salary (for others)
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Traditional planning model

ÅAnnual July planning retreat

ïYear-end review of previous year including data summary of 

student achievement and narrative overview of actions and events.

ïSchool Board commitments and priorities for upcoming school 

year.

ïReview of major projects planned for the upcoming school year.

ÅEventually added January mid-year planning retreat 

around budgeting time.

Anoka-Hennepinôs previous School Board/Cabinet planning



ÅDistrict scorecard implemented in 2010-11

ïAnnual monitoring and reporting tool used for district, school and 

department improvement planning and goal setting.

Monitoring and reporting effectiveness to reach mission, vision and goals

Continuous improvement



Developing a new planning model
Anoka-Hennepinôs progress based on lessons learned internally and externally

ÅAligning current tools and processes to a new model

ïScorecard and district-created reports.

ïSchool improvement planning and goal setting.

ïStrategic investments.

ïSchool Board presentations.

ÅState-mandated reporting.

ÅAchievement data.

ÅGraduation indicators.

ÅPerception data.

ïSchool Board/Cabinet planning meetings.



Developing a new planning model

Status Unintentional Outcome Intentional Outcome

What is working well?

What is not working well?

Anoka-Hennepinôs progress based on lessons learned internally and externally



Continuous improvement 
Predictable change cycle based on industry practices modified for education


