
 
 School: Como Park Senior High School 

Restorative Practice Application Team Members:   
 
Rebecca Beseman, Brad Turner, Grace Cialek, Risa Cohen, Theresa Neal, Diana Schirm, Emily 
Jacobson, Lynda Taylor, Amy Dutton, Kristy Pierce, Rashmi Vashisht, Deb Hansmeier 
 
Section 1: Your school, the need, strengths 
1.  Please provide us with a description of your school, the students, community 
and staff (word maximum 200) 
 
Transition defines Como Park Senior High School (CPSHS).  As the community it serves evolves, 
faculty and staff of CPSHS recognize the importance of ever-adjusting to meet the academic, 
social, emotional, and life needs of their increasingly diverse clientele.  CPSHS serves St. Paul’s 
Como Park, St. Anthony Park, Hamline-Midway, and North End neighborhoods.  The region’s 
demographics describe a diverse and dynamic urban environment where: 47% of residents 
represent populations of color and 24% receive government assistance; where 31% of its 
households earn below 140% of the federal poverty guideline and 20% do not use English as their 
first language.  The composition of CPSHS students reflects the diversity of its neighborhoods. 
Staff, many of whom graduated from Como, represent 22% racial minorities and 78% white and 
are represented in an array of multi-disciplinary positions.  The diversity of our school is reflected 
in Table 1 on the Data Page.  
 



Newsweek Magazine has recognized CPSHS as a top-tier high school twice in the past decade. 
 The school has a strong college preparatory program, popular Academy of Finance, and 
Language Academy.  Como is fortunate to have multiple business and community partnerships 
with organizations such as BestPrep, Travelers, Sanneh Foundation, and the Dispute Resolution 
Center. 
  
 
2.  Describe needs and strengths through:  
2a.  Data  
 
See Table 2 for detailed data. 
 
Jim Rohn, a motivational speaker and author says, “It is the set of the sails, not the direction of 
the wind that determines which way we will go.” Even though we are heartened to observe that 
we had significantly fewer behavioral referrals for aggressiveness, absenteeism and tardiness, 
and “defiance” this year than last.  The numbers and (disparities by race) are still high enough for 
us to wonder what else we could be doing.  An ongoing concern is that even with our best efforts, 
there has been an increase in suspensions and dismissals this year, and there continues to be a 
significant discrepancy in disciplinary referrals and suspensions/dismissals for African-American 
students. We are still subject to the old paradigm that it is the wind’s direction (issues around 
poverty, race, marginalization, and inequities) that dictates how we function as a community. We 
need to guide students of every race and socioeconomic group to mend and set their sails. RP 
will help us navigate the course.   
 
2b.  Anecdotes or stories that exemplify the needs you hope to address and/or 
strengths you plan to build on (word maximum 500) 
 
In the fall of 2016, Como Park Restorative Practices Committee set out to begin RP circles among 
staff.  A goal of rebuilding trust through discussions about values and beliefs, it was thought, could 
transform our community to become more interdependent and, in the process, dissolve the 
tumultuous culture that had taken hold during the previous school year.  By the end of the 
Opening Week, after multiple RP circles, many staff members began to relax.  One DCD teacher 
said, "In all honesty, I was skeptical about what restorative practices circles would be like, and 
what good it would really do. It was quite the opposite for me. I have enjoyed getting to know 
more deeply a different group of people than I normally would have. It has made it nice when I 
walk through the hall to say more than just, "Hey, how's it going?" to someone. I feel it has 
brought a sense of belonging to many." Another teacher exudes enthusiasm when she says, “My 
experience with circle as a staff to staff experience has been mostly insightful. I've learned more 
about my colleagues in 40 minutes than I have in years of working together!”  In fact, during 
Opening Week, 90% of staff’s written comments were positive and 10% made specific statements 
about healing past harm or negative expectations about RP.  In a January 2017 professional 
development activity, 86% of staff responded to an Exit Ticket that Circles have improved 
relationships with colleagues this year. 
 
Teachers were encouraged to start the year out using circles with their students.  Many wondered 
how RP could become a comfortable and constructive tool for them in their classroom without 
having been trained.  Keeping it simple and opening up discussions with their student around 
specific relationship building topics allowed them an avenue to get to know their classroom 
community better, and some wrote a classroom mission statement.   An added bonus was the 
building of trust among students. 



 
Teachers, however, have been consistently clear about what they need in order to improve their 
own comfort level with RP in the classroom and school wide.  Over 60% of staff comments have 
asked for additional training, modeling, practice, coaching, and/or mentoring for RP in the 
classroom, including how to use circles for academic lessons, building classroom community, and 
“repairing harm.”  A small percentage of comments mentioned a desire for clarification about 
schoolwide implementation and uses, including how to use RP for academic and behavioral 
interventions and establishing a RP culture among staff, students, parents, and community.   
 
As a recognition of our RP efforts, The Dispute Resolution Center  awarded CPSHS the Kay 
Pranis Restorative Justice Award for outstanding efforts in the advancement of constructive 
conflict resolution through open communication and shared decision-making. This award 
replenishes our hope that our shared values, mission and vision will unite all races and creeds. 
 And, it brings with it a resolve to use our resilient community’s strength to fashion a more vibrant, 
values-driven culture here at Como.  
 
3. What changes in school climate would most positively impact your school 
community? (word maximum 200) 
 
While our climate has improved in the last six months, there still remains an air of apprehension. 
 RP will work to build and strengthen relationships and school climate that supports all 
stakeholders.  As noted in the previous section, our efforts to develop a more restorative culture 
and community at Como Park Senior High this year have been a positive experience for the 
majority of staff.  We have seen that purposefully building better relationships among staff has 
improved our sense of connection to and trust in one another.  We have also seen that many staff 
have brought the skills learned with one another into their classrooms to improve relationships 
between students and between students and staff.  Our hope going forward is to deepen the work 
we have already done with staff, and to broaden our implementation of restorative practices to 
include classroom communities, student leadership, and school-wide behavior management and 
interventions.  The most positive impact on our school climate and community would be to 
continue improving staff to staff relationships, staff and student relationships, and student to 
student relationships through ongoing professional development, practice, mentoring/coaching, 
and the development and implementation of restorative policies and practices.  
 
Section 2: Capacity and Understanding of Restorative Practices 
4.  Describe the capacity of the school site for a new school-wide initiative, 
including leadership, engagement of staff, students, parents, community, and 
experiences with implementation, including: 
4a.  Existing knowledge about and experience with implementation/ adoption of 
new initiatives (words max 150) 
 
It has been our experience that home-grown initiatives that have a deep sense of ownership 
within the community, with meaningful commitment from leadership, and that do what they purport 
are more likely successfully incorporated into the culture and climate of the school.  For example: 
Link crew, a student leadership program that has upperclassmen mentoring freshmen, had 
difficulty getting enough upperclassmen to participate.  But, by the third year, they were inundated 
with students. “Why?” leaders wondered.  Then, it occurred to them.  “This was our first group of 
freshman as upperclassman, and they appreciated what a mentor meant to them, so they 
volunteered.” This is just one example of how we build capacity for change in our school culture. 
Other examples regarding equity include 3 years experiences of our Dare 2 Be Real student 



group, implementation of culturally responsive teaching, Behavioral and Cultural Intervention 
specialists and EA interpreters reaching out to Parent Affinity Groups.  
 
 
4b.  Existing teams, or lack thereof, that could take up RP implementation and their 
accomplishments (word max 150) 
 
We established a voluntary committee of twelve staff members (including regular and special 
education teachers, counselors, social workers, paraprofessionals, cultural specialist, and 
administrators) who have been meeting regularly since June, 2016 to design, implement, and 
monitor the initial phases of bringing RP to Como Park High School.  The committee has planned, 
presented, and facilitated trainings: introducing and practicing RP during opening week, 
embedding ongoing professional development activities to broaden and deepen experience with 
RP, and posting weekly all-staff RP postings on Schoology to stimulate discussion and practice of 
RP in PLCs.  Also, seeking the expertise of the Dispute Resolution Center (DRC), the RP 
committee established a collaboration for professional development and guidance in 
implementing RP at Como this year.  This committee is well suited to, and will continue to, have 
primary responsibility for overseeing the continued implementation and expansion of RP at Como.  
 
4c.  Track records of engaging community, parents, and other stakeholders in 
school climate improvements (word max 150) 
 
School climate improvement initiatives have always involved engagement with a wide range of 
stakeholders.  Information is distributed and input is sought from staff, students, family and 
community through monthly School Climate Improvement Team (SCIT) meetings. They have 
been introduced to the process of RP and have expressed their support for creating a restorative 
culture at CPSHS.  Further engagement with stakeholders occurs at monthly meetings with 
Hispanic, African American, Asian, and Muslim parent groups; the weekly Como Park newsletter; 
monthly “coffee with the Principal” and “breakfast with the Counselors” meetings; student 
leadership groups; and ad hoc meetings, mailings, and phone calls.  Community partnerships 
have been developed with Thomson Reuters Company, the Dispute Resolution Center, and 
SPPS Office of College and Career Readiness, just to name a few.  As we move into the next 
stages of implementation, more consistent outreach and experience with RP will be made to all 
stakeholder groups. 
 
 
4d.  The approval process you used in deciding to pursue funding.  Please share 
what percentage of staff approval agreed to become a Restorative Practice Pilot 
site (word max 150) 
 
In Feb of 2016, concerned staff members, administration, and a Board of Education member met 
to address school climate.  Our SCIT team applied for the 2015-16 SPFT RP Pilot Site Funding. 
Although we did not receive the funding, this did not dissuade our community from investing in RP 
to heal and strengthen our climate.  In the summer of 2016, our teacher-led RP committee was 
created.  Our staff has participated in and embraced 18 hours of PD (with another 7 hours on the 
way).  In February 2017, all staff had the opportunity to review the grant application and provide 
input during scheduled professional development.  100% of participating staff supported the 
continued implementation of RP at CPSHS.  They honestly and positively stated their hopes, 
concerns, and ideas for how to make RP truly equitable, truly restorative, and truly school-wide.  
 



 
5.  What is the current knowledge and opinion about RP in the school, among staff, 
administration, students, family, and community?  How do you know that they 
know or feel?  Describe any introductory professional development in restorative 
practices your building has engaged in, strategic steps you have already taken to 
create a restorative culture (including among adults) or existing pockets of 
restorative programming and how they have been received (word max 250) 
 
Every school year, staff and students take the 5Essentials Survey, a nationwide survey that gives 
students and staff a voice in improving their school.  This survey has indicated that staff and 
students have seen room for improvement.  Other surveys and feedback have also indicated 
room for improvement and the need to take the next steps in order to build a culture of 
inclusiveness.  In the spring of 2016, a number of staff from Como took action and initiated 
conversations at many levels about our school culture.  During the opening week of the 2016-17 
school year, CPSHS staff participated in 12 hours of RP experience.  Our staff has continued to 
receive monthly practical experience focused on staff concerns and school climate.  In January 
and February, the RP committee reached out to staff, students, and community members to 
provide information about RP and to elicit the participation of these stakeholders. In addition to 
our staff professional development, many teachers have begun using RP in their classrooms to 
create community and build relationships.  When asked about their experiences with RP at Como 
this year, one student sums it up best.  “I like circles because you participate more. I feel when in 
circle everyone is listening more.  Circles make me feel calm, good, self confident, and circles 
make me think more because I am not distracted.  I talk more about the topic.” (11th grade 
student)  
 
Section 3: Strategy and planned activities 
6.  Describe your overall strategy to ensure that implementing restorative practices 
will positively impact your school’s overall climate. 
6a. What is the primary purpose of implementing restorative practices at your 
school? (word max 200)  
 
CPSHS mission and vision statements are identical to the mission and vision we have for RP.  As 
a community, we are preparing all of our students to become “caring, productive citizens” who 
keep up with a rapidly changing world.  One of the primary purposes for implementing RP at 
Como this year is to create an environment in which all stakeholders and students feel welcome, 
respected, valued, and safe.  When we come together to build positive relationships based on 
trust and mutual respect, all members have the possibility to identify their individual potential and 
value, and actively strive to reach that potential.  In the 2016-17 school year at CPSHS, we 
implemented Restorative Practices with an initial focus on strengthening relationships among 
staff.  As a school community, recognizing and understanding the multiple variables that can yield 
a strong and restorative school community and the values that promote an equitable, accessible, 
and relational environment, strengthens our efforts towards establishing and sustaining a strong 
school environment.  Our intent is to develop SMART goals through the SCIP process that allows 
our RP work to support those areas in which we see disparities within student groups; i.e.: 
attendance, behavior, academic acceleration and achievement, and retention.  
 

6b. Who will lead implementation? (word max 100) 
 
Implementation of RP at Como will be staff led, driven, and empowered with support from our 



building and district administration, community partnerships such as our existing relationship with 
the DRC, and student leadership groups that are already established. The RP committee that has 
been overseeing the early stages of implementation will continue to have an active role in 
building, guiding, and supporting the full implementation of a restorative practices model at Como. 
 We will have a designated RP Ambassador to provide day-to-day assistance necessary for full 
implementation.   
 
6c.  How will multiple stakeholders be engaged (word max 200) 
 
As we continue to implement RP, it will transform our culture and become a part of our daily 
rituals and routines throughout CPSHS.  For example, students will be engaged in RP through 
weekly leadership advisories as we expand the foundational practices of RP.. We will continue to 
engage staff through monthly building and community outreach professional development.  We 
will link our community stakeholders to the ongoing development of a schoolwide restorative 
culture. For example, we will introduce RP to community members through SCIT, Parent and 
Community Council, and Parent Engagement events such as Opportunity Resource Fair and 
Multicultural nights.  We are looking forward to engaging prospective students coming from 
Murray Middle School, and their families, who will come to us with some RP practice.  We will 
embed RP practices within our ongoing work with our Focus on Freshman initiative. We will tie in 
both equity work led by our equity committee and trauma-informed practices led by our building 
and support staff. Next year, we plan to expand the RP Committee membership that will include 
participation by students, parents, and community members.   
 
7.  What specific action steps or activities will you and your school take?  
7a.  Provide a summary of what activities will happen throughout the three years of 
the pilot . . . (word max 250)  
 
“To be truly restorative and truly equitable, everyone needs to be involved and accountable.  RP 
is not just a classroom practice, it is a culture.”  This statement from a teacher seems to perfectly 
summarize our goal of implementing a system-wide, top to bottom restorative culture over time in 
which RP will be embedded in all processes and procedures affecting all stakeholders.  Our goal 
is to have RP become a normal and expected part of the daily experience at CPSHS by the end 
of three years.  All stakeholder groups will receive training and direct experience with RP, 
supported by experienced staff and community experts for feedback and coaching.  Stakeholders 
will receive additional training in specific areas of interest (e.g.: repair of harm, academic circles, 
etc.), and will in turn share the learning with other stakeholders.  Stakeholders will meet on a 
regular basis to evaluate measures of the effectiveness of RP implementation, to identify areas of 
success and concern, and develop strategies and goals for future interventions. RP will inform 
classroom management and instruction; orientation of new students and families to CPSHS; 
behavior, disciplinary, and academic interventions; problem resolution among stakeholders; staff 
professional development; and parent and community involvement.  We will continue the practice 
of staff community-building circles that we began this year to strengthen relationships and build 
trust among staff.   All experiences with stakeholders will be sensitive to the diversity of language, 
culture, race, cognitive and academic abilities represented in our school community.   
 
 
7b.  Provide a detailed scope of work for Year 1, including summer months and PD 
days . . . (word max 250) 
 
We spent this year preparing for schoolwide RP by building trust among the staff.  Next year, we 



will expand RP to build trust with other stakeholders including students, families, and community 
members.  The following activities will be implemented in Year 1 of this three year process. 
 

● Designate/hire an RP Ambassador/staff to work in collaboration with the RP Steering 
Committee 

● Summer training for all Committee members in RP basics; for specific committee 
members in RP specialized training; for student leadership; for any staff interested in 
developing their own RP skills 

● Committee continue to meet monthly to set agenda and targets for year one 
● Opening week training for all staff to announce and discuss RP goals and expectations for 

2017-18 
● Continue circles from this year to continue building relationships and trust 
● Target one grade level for broad-based RP implementation (e.g.: grade 9), including:  

o all teachers, administrators, and support staff use RP with 9th graders;  
o weekly community-building circles in Advisory with Committee members and/or 

student leadership as co-keepers;  
o introduction and orientation to RP for all Affinity groups 
o inclusion of RP principles and practices in orientation for 9th graders and 

transferring students  
o use of RP in behavior and academic interventions (early identification and 

intervention) 
● Ongoing in-house and off-site training for staff and other stakeholders to build skills and 

confidence. Trainings will be provided by CPSHS staff experienced with RP, and by 
community experts 

● Quarterly reviews and evaluation of data on implementation and impact/outcomes to guide 
revisions and future implementation  

 
7c.  Beyond funding  . . . how will the building staff actively support, prioritize and integrate 
the implementation process? (word max 250) 
 
In addition to RP practices already in place at CPSHS, we have begun discussions with Murray 
MS about their experience with RP in anticipation of Murray students transitioning to CPSHS next 
year.  We anticipate that many of these students could be 9th grade leaders for RP.  Our 
collaborative partnership with the Dispute Resolution Center will support us as we engage parents 
and community members, and as we assist teachers with more complex RP interventions such as 
Repair of Harm.  The DRC is partnering with CPSHS on a grant to increase engagement with 
parents.  
 
Other supports available to us beyond funding, and not requiring significant financial 
expenditures, are based in our commitment to honor staff requests to:  
1. To build upon the trust we have already developed to strengthen our community building as a 
staff as we grow to include discussion of more sensitive issues such as racial equity.   
2. To model and practice RP with staff in order to build skills and confidence by co-keeping 
community-building circles in targeted classrooms.  
3. To introduce restorative procedures to the academic and behavioral intervention process in 
order to reduce removals from class and school, to restore relationships that support learning, and 
to hopefully reduce racial inequities in academic achievement and behavioral intervention.  
 
 
Section 4: Evaluation 
8.  Describe your evaluation capacity.  What are your strengths and needs as 



relates to: 
8a.  Monitoring competency in the skills and practices of administration, staff, and 
trainers/coaches. (word max 150) 
 
During the past year, we have put in place a structure for shared learning and open 
communication among the members of the RP committee.  We have built trust and consensus by 
participating in the circle process, and we evaluate the role and function of our work.  We have 
alternated roles as circle keepers, and we have observed one another as we practice this role. 
 We have reached out to the Dispute Resolution Center, and they have acted as a resource for 
our group.  We have come to a shared understanding that restorative practice goes beyond the 
circle process, and we are developing a culture of cooperation and inclusion that we have shared 
with and modeled for the rest of the staff in professional development.  Our priority is to make 
training available to all committee members so that we can continue to provide consistent 
leadership. 
 
8b.  Monitoring where and why practices are happening. (word max 150) 
 
We have developed some capacity for shifting our response from an exclusionary to a restorative 
approach to behavior interventions.  We have a team of dedicated educators, one of whom has 
been practicing RP for twenty years, who guides both students and teachers to improve 
communication and restore relationships.  They have been invited by staff to conduct circles, 
encourage dialogue, and repair relationships.  Also, we have provided opportunities for training 
that includes peer mediators in the process of resolving disputes between students.  We have a 
protocol for student behavior referrals, but we need to encourage more teacher participation in the 
process.  We need to work towards transparency and consistency by creating an evaluation 
component so that both students and teachers have confidence in the outcome of the process.  
 
8.c  Gathering and analyzing relevant outcome data. (word max 150) 
 
In our work with the Sanneh Foundation, CPSHS has implemented a process for tracking 
students and analyzing interventions.  Data on individual students has been used to guide 
instructional decisions and plan needed interventions.  Also, the SAT team acts on referrals from 
teachers, in consultation with counselors and parents, to explore in depth the factors contributing 
to an individual student’s lack of success.  The peer mediation program accepts referrals from 
students and staff.  At present, our process is inclusive of and representative of the many 
perspectives in our community; however, we need to combine and coordinate our efforts in order 
to centralize and expedite the process of monitoring the types of interventions, RP, academic, or 
punitive, and analyzing their effectiveness. Finally, we plan to analyze the factors that contribute 
to the racial disparities in student outcomes during our pd circles.   
 
8d.  Using data to drive decisions, improve programming (word max 150) 
 
In addition to our on-going circle conversations with staff, the RP committee has used exit tickets 
and short surveys to gauge the staff response to the change in school climate and culture as we 
use restorative practices intentionally to build community.  We will continue to investigate how our 
implementation of RP is promoting a safe, healthy environment in which both staff and students 
feel supported and encouraged.    
 
9.  Describe your proposed evaluation plan. 
9a.  What indicators and benchmarks do you expect to see in Year 1?  How do you 



collect the data? (word max 150) 
 
Benchmarks for success include the following: 

● 75% of staff will receive RP training 
● 100% of 9th grade students participate in circles during Advisory  
● 100% of Affinity groups will receive training 
● 25% reduction in suspensions and dismissals for attendance, defiance, disruptive behavior 
● 20% overall reduction in referrals of African American students 

 
Method of gathering the data:  

1. Use the existing Campus database to gather behavioral, disciplinary, and 
academic data. 

2. Mid year and end of year survey for all staff, students, and Affinity groups to determine 
how they are using RP, what is working and not working, and how it has changed student 
behavior and success. 

3. Mid year and end of year survey for students that asks general questions about their 
experience of RP 

4. Questions will be provided to teachers to put in their own IGDP surveys to reflect on the 
circles. 

 
 
9b. What outcomes do you expect to see at the end of year 3?  How will you collect 
the data, both qualitative and anecdotal?  How are the outcomes linked to the 
overall strategy/purpose you described in question 7?  (word max 200) 

 
At the end of year 3, RP will be a normal and expected part of all processes, procedures, and 
relationships at CPSHS.  As we become the “truly restorative and truly equitable” school we plan 
to be, we will see improvements in academic achievement, including passing grades, 
standardized test scores, and graduation rate.  We will also see improvements in behavioral 
measures such as removal from instruction, suspensions and dismissals, and attendance.  We 
will improve our ability to effectively identify and intervene with students experiencing academic 
and/or behavioral struggles. Staff, student, and parent ratings of school climate and culture will 
show a greater sense of belonging, safety, and engagement.  A variety of sources will be used to 
collect data, including the Campus database, school climate measures such as the Five 
Essentials Survey, and anecdotal reports from all stakeholders.  
 

Section 5:  Budget and Budget Justification 
10.  Provide a detailed budget and describe how your budget will help you 
implement restorative practices and achieve your goals.  (1 page minimum) 
 
See 2017-2018 Restorative Practices Budget 
 
Section 6:  Summary 
11.  Why should your school be selected as a restorative practices pilot site? (word 
max 200) 
 
We believe that developing and sustaining relationships through RP among staff, students and 
stakeholders in our diverse community will create a culture of inclusiveness at Como.  We believe 
teaching youth how to navigate life through personal growth skills is a bridge to a better academic, 



emotional, and ethical life.  We believe that we have grown our capacity and enthusiasm for RP 
throughout this past year which will allow Como to embrace the new freshmen when they arrive 
from Murray Junior High next year.   A restorative culture cannot be copied; we have to grow it. 
“The changes that would have the most positive impact would be to become a community.  We 
need more interactions and discussions with one another to build our understanding.   Once we 
can build that structure, we can move forward toward our goals with ease.” (11th grade student 
written response to grant application)  We are sailing in the direction of becoming an RP 
community at CPSHS. The RP Pilot Grant will help us to accomplish our goal of full 
implementation.  We understand the magnitude of this responsibility and dedicate ourselves to its 
success.   
 
Section 7:  How Restorative Am I survey 
 
The survey was administered to seven staff members and two students. 
 
 
Section 8:  Register for RP application workshop on PD Express 
 
Attended: Risa Cohen, Lynda Taylor, Diana Schirm, Rashmi Vashisht, Theresa Neal, Montrell 
Williams, Brad Turner, Rebecca Beseman 
 

 
  



 
    TABLE 1:  CPSHS, SPPS, Area E Demographic Information 

  No. of 
Students 

No. of 
Students 
of Color 

%  %  %  %  % 
American 

Indian 

%  %  % 
White Qualified 

  for FRP 
Lunch 

English 
language 
learners 

Special 
Education 

African 
American 

Asian 
American 

Hispanic 

Como Park 
Sr. High 
2015-16 

1,306 
1,006 
(77%) 

67% 28% 14% 35% 2% 31% 9% 23% 

SPPS 
2015-16 

37,605 29,332 72% 34% 16% 30% 2% 32% 14% 22% 

Area E 
2014 

Census 
58,440 47% 

(< 140% 
poverty) 

31% 
20% 

(with a 
Disability) 

10% 
12% N/A 13% 6% 65% 

 
TABLE 2:  Behavior Data, Semester 1, 2015-16 vs 2016-17 
9/6/16 - 1/26/17 (89 days)         Race     
      White Black Hispanic Asian Native 

Enrollment 1278   270 410 114 460 24 
Behavior Referrals               
Total Students 188   19 145 14 7 3 
Total Referrals 553   31 455 44 11 12 
Behavior Referrals, By Type # Students # Referrals           
Alcohol/Drugs 16 17 1/1 13/14 1/1 0/0 1/1 
Attendance 72 83 6/6 56/66 8/9 1/1 1/1 
Threats 8 8 1/1 6/6 1/1 0/0 0/0 
Fighting 8 21 3/3 15/15 2/2 0/0 1/1 
Defiance 8 202 5/6 72/180 8/12 2/2 1/2 
Disruptive 8 128 7/8 58/101 7/12 2/2 4/5 
Suspension/Dismissal               
Total Students 122   11 95 9 2 5 
Total Sus/Dis 240   15 201 14 2 8 
        
9/8/15 - 1/28/16 (89 days)         Race     
      White Black Hispanic Asian Native 
Enrollment 1306   303 453 121 406 23 
Behavior Referrals               
Total Students 216   17 159 19 16 5 
Total Referrals 680   52 558 42 20 8 
Behavior Referrals, By Type # Students # Referrals           
Alcohol/Drugs 5 5 0/0 4/4 0/0 1/1 0/0 
Attendance 72 118 9/16 51/82 6/13 5/6 1/1 
Threats 4 5 0/0 4/5 0/0 0/0 0/0 
Fighting 32 35 2/2 25/28 2/2 3/3 0/0 
Defiance 127 271 8/15 106/236 9/14 1/2 3/4 
Disruptive 83 131 7/8 66/105 4/9 4/4 2/5 
Suspension/Dismissal               
Total Students 113   11 87 7 8 0 
Total Sus/Dis 201   19 160 12 10 0 



 
 

2017-2018 Restorative Practices Budget 
 
Training - $75,000 to include enrollment fees, speaker fees, speaker fees, travel, 
food, and lodging (if overnight travel is involved). 
     Goal - 75% of staff trained in introductory RP by June 2018 
 

● June 2017 - MDE 5 day training for 12 RP committee members and specialized 
training for behavioral and cultural specialists 

● August 2017 - Committee training with SPFT on-site and at RP boot camp 
● August 2017 - PBIS, SAT team, and specialists conference in consultation with the 

DRC to revise the process of behavioral interventions and develop an evaluation 
system for the process. 

● August 2017 - Opening week training for staff in-house with DRC consultation, 
guest speakers and trainers 

● August 2017 - Student leadership retreat with mentors off-site  
● September 2017 - Freshman Retreat off-site  
● September 2017 - 9th grade advisors training on-site 
● October 2017 - Affinity group training on-site including EA interpreters 
● October 2017 -  RP Committee site visit to Murray with follow-up 
● November 2017 - Quarterly review on-site with DRC consultation  
● January 2018 - Student leadership retreat with mentors off-site 
● January 2018 - RP committee retreat off-site with DRC consultation to review data 

and plan on-going staff professional development 
● February 2018 - NAAPID RP workshop 
● March 2018 - Professional development day workshops with guest 

trainers/speakers 
● April/May 2018 - End of the year sessions with students, staff, and Affinity groups 
● June 2018 - End of year RP committee retreat on-site with DRC consultation to 

review data. 
● June 2018 - RP committee members to attend NACRJ Conference 

 
TOSA/RP Ambassador (.25)  - $25,000  
 
Dispute Resolution Center consultants - $10,000 
 
Transportation, substitute teachers, rental space for off-site training - $10,000 
 
Books, materials, technology, training supplies, printing, copying, food, and 
organizational materials - $30,000 
 
 
 
 
 
 
 



 


