
Restorative Practices Application 
Due date Friday, March 3rd 

  
School:  Harding High School 
  
Section 1:  Our school, need, strengths 
  

1. Description of our school, the students, community and staff.  
Harding is a comprehensive high school located on the east side of St. Paul.  It is an 
International Baccalaureate school whose student body of roughly 1900 is comprised of 
a terrifically diverse group of learners who bring a wealth of talents, as well as significant 
challenges, to our school community.  Racially, we are over 93% non-white, with our 
largest groups being Asian (57%), Black/African American (22%), and Hispanic/Latino 
(12%). With approximately 87% receiving free/reduced lunch, Harding is the largest 
grades 9-12, Title 1 school in Minnesota. About 40% of our student population has 
Limited English Proficiency, and almost 70% come from a home where English is not the 
first language. 
 
An excellent, diverse support staff works to support ongoing efforts to provide a safe and 
welcoming building climate.  Working from a well-established culture of collaboration, 
Harding has a strong commitment to a well-established PLC model, and a critical role is 
played by its many teacher-leaders. There is a coordinated effort among our 
(predominantly white) instructional staff to develop culturally responsive teaching, and an 
active E-team and student groups have taken an expanded role to provide more student 
voice in, and bring an equity lens to, our work. 
 
 

2. a. Data  
See page at end of application 
 
b. Anecdotes or stories that exemplify the needs we hope to address and/or 
strengths we plan to build on 
To walk down the hallways at Harding in the middle of the school day today is a
different, and much more positive, experience than it was just a couple of years ago.  At 
that time things felt chaotic, and there had developed a sense of both fatigue and 
concern among staff about the building climate. Harding was challenged by and 
struggling with how to effectively serve a population that often wasn’t responding in 
constructive/productive ways to the policies and procedures that we had in place.  We 
also knew from both our achievement and behavior data that we were having our least 
success with historically underserved populations, and we knew we needed to do 
something different to interrupt results that were predictable by race. 
 



Harding made a deliberate and focused decision to try and find ways in which we could 
move from a culture of “doing to” to one of “doing with” students.  One specific, example 
of putting this thinking into practice, was a (not-uncontroversial) decision made at the 
beginning of the 2015-16 school year to do away with our longstanding, no-hat policy. 
We recognized the many instances in which enforcement of it resulted in power 
struggles and escalating behaviors, and after debate suggested that perhaps the policy 
had little to do with student learning, we decided to eliminate it. The result?  Very few 
students decided to wear hats, and for those who did there was no resulting negative 
impact on the learning environment… and a great deal of power struggles and resulting 
negative behaviors disappeared.  Climate was positively impacted. 
 
At this point, we have made a number of coordinated efforts throughout the building to 
take a similar “doing with” approach.  While things have noticeably improved, most in our 
building would agree that we have taken a significant step towards –rather than having 
reached – our goal in terms of our building climate and culture. We see the need, and 
would like to continue our efforts, to make the shift in mindset from a culture that is 
sometimes punitive to one that is more restorative.  
 
 

3. Changes in school climate that would most positively impact our school 
community 
In a large school, it is especially challenging to consistently implement practices 
building-wide.  Whenever there is an instructional priority or practice that we want all 
members of our staff to follow, an organized concerted effort is needed to ensure 
consistent (and therefore impactful) implementation.  A change that would most 
positively impact our school community would be aligning our entire staff, regardless of 
their building role, around one clear, philosophical model, and then having common, 
recognizable practices that are followed in service of that model.  
 
Looking at the relationships in our building and the different levels at which climate and 
culture is created, an ideal change would be one in which the disparate roles of the 
teacher in the classroom, the support staff in the hallway, and the professionals in the 
office are all philosophically aligned. That way, even if the individual roles look different, 
the efforts are all connected in fundamental mindset and approach and - in the case of 
restorative practices - could profoundly impact our efforts to create a strong sense of 
community and belonging throughout our school. 

 
 
Section 2:  Capacity and Understanding of Restorative Practices 
  

4. a.  Existing knowledge about and experience with implementation/adoption of new 
initiatives 



At Harding, we plan and implement new initiatives on a small scale. We have started on 
a small scale with our teacher-leader team (that numbers 24).  We build capacity through 
teams and teacher leaders.  Implementation requires strong distributive leadership 
instead of a top-down model.  This help increase buy-in and implementation of any 
initiative. 
 
b. Existing teams that could take up RP implementation and their 
accomplishments 
Existing teams that would be part of the implementation include PBIS, Equity Team, and 
Dare 2 Be Real.  We have a history of student voice in shaping the climate of our school. 
St. Paul Youth Services intervention staff will be part an integral part of the  
implementation process. 
 
c. Track records of engaging community, parents and other stakeholders in 
school climate improvements 
We have a strong record of partnering with community resources to provide targeted 
intervention services for our students.  We are currently collaborating with Sanneh 
(Dreamline), St. Paul Youth Services, 3M, Xcel Energy and the Legacy i.3 program.  Our 
area of growth is with parent engagement.  This work is the focus of our collective staff 
effort in 2016-17.  Licensed staff contacted over 300 parents during the fall of 2016 in a 
targeted effort to collaborate and establish a welcoming environment for students and 
parents and this effort continues to be a part of every staff meeting and every one of our 
professional development meetings. 
 
d. The approval process used in deciding to pursue this funding  
Principal Revsbeck communicated with the entire staff regarding the grant application, 
first via email, and then in person at an all-staff meeting.  He described how he saw a 
strong fit and great potential for restorative practices to support and deepen the efforts 
our building has been involved in to create a positive, welcoming culture.  Staff was then 
asked to take a brief survey in which they could indicate their level of familiarity with RP, 
offer feedback on whether or not they support Harding applying to become an RP pilot 
site, and indicate their level of interest in receiving RP professional development.  The 
response was overwhelming, both in terms of the number who responded (125) as well 
as the percent who indicated support for Harding’s application (96%)!  

 
 

5. Current knowledge and opinion about RP in the school, among staff, admin., 
student, family and community.  
Our staff may be only somewhat familiar with the term Restorative Practices (about ⅓ 
indicated on our survey that they were either “not very familiar” or “not at all familiar” with 
RP), but they are very familiar with the practices.  Over each of the last few years at 
Harding, a theme for the year has been related to Restorative concepts and practices, 
and these have guided our work throughout the building:  2014-15 = Grounded In 



Strengths (explicitly shifting to strength based mindset), 2015-16 = Students at the 
Center (shift from “Doing To” to “Doing With”), and 2016-17 = All Means All (insuring 
access, opportunity, and equity for every student in our building).  There is also great 
interest among staff in expanding their knowledge, with over 97% on our survey 
indicating at least some level of interest in learning more about/receiving PD on 
Restorative Practices. 
  

  
 
Section 3:  Strategy and planned activities 
 

6. Description of our overall strategy to ensure that implementing restorative 
practices will positively impact our school’s overall climate. 
 
a.  The primary purpose of implementing restorative practices at our school 
Instructionally, we have engaged as an entire staff around efforts to develop ourselves 
as culturally responsive teachers.  We recognize that, among our racially, culturally and 
linguistically diverse student body, we will either become expert at CRT or we will 
ultimately be unsuccessful in our work to become effective with ALL of our learners.  
 
As with instruction, we recognize the same imperative with regard to behavior and 
discipline:  we need to become expert at working with our students and guiding them to 
a deeper understanding of the meaning and consequences of their decisions, or we will 
fail in our efforts to create a community in which students feel a genuine sense of 
ownership and belonging.  Through the successful implementation of restorative 
practices, we see greater potential in helping students to change behaviors and make 
decisions that both reflect empathy as well as support their own success. 
 
b.  Who will lead implementation 
We plan to hire a full time person dedicated implementing restorative practices.  This 
person would partner with our American Indian Studies program, PBIS, Dare 2 Be Real, 
E-Team, Check and Connect and other initiatives and stakeholders to embed restorative 
practices in ALL that we do.  

 
c.  How multiple stakeholders will be engaged 
From Day 1 our many stakeholders will be involved, especially our feeder schools 
American Indian Magnet.  It is these students that will help to move this initiative by 
bringing their expertise in circles to our community.  Our very active American Indian 
support and parent group will also be a resource for us.  Harding’s Dare 2 Be Real 
students have already embraced this idea and are excited to move forward with this 
initiative in the fall.  Our Parent Involvement Group, many Harding student groups  (NHS, 
Student Council, Knight Crew leaders Link Crew - ninth grade mentors), and PBIS are all 
poised to move forward to be a part of making Harding even better.  



 
7. Specific action steps or activities our school will take 

 
a.  Summary of what activities will happen throughout the three years of the pilot, 
so that, by the end of three years, we will have a sustainable and effective 
restorative practice program throughout the school 
First and foremost, we need a person to lead this important work.  Next, to help staff 
understand the restorative practices, we will adopt a recommended text (e.g. Circle 
Forward: Building a Restorative School Community) as part of our building-wide, monthly 
Inquiry Group Book Study.  We plan to start with our ninth graders.  This would align with 
the District’s Focus on Freshmen, continue the restorative work that our feeder school 
American Indian Magnet has started, etc.  Of course, professional development for staff, 
students and our stakeholders is a must.  This professional development will be ongoing 
and will continue to build on each of the previous year’s work. 
 
b.  Scope of work for Year 1 
Our RP work would launch prior to the end of the school year with a leadership retreat 
including all team leaders — Inquiry Group Facilitators (IGFs), Learning Team 
Facilitators (LTFs), E-Team, administration — to provide an overview of the grant and 
share a vision and direction for its work in 2017-18 and beyond.  
 
In summer, RP professional development opportunities would be provided for initial pilot 
staff, with a specific effort to get them involved in trainings offered by MDE in late June. 
Copies of a resource for book study (possibly Watson & Pranis’ Circle Forward) would 
be ordered at that time for the entire staff, so they arrive prior to teachers returning to 
school in late August. In fall, a leadership retreat would be held prior to Opening Week to 
design implementation plans and clarify roles and responsibilities.  Fall implementation 
would see the beginning phases of connecting with our Freshmen Focus, the 
development of our partnership with AIMS, and the start of book study in our monthly 
Inquiry Groups.  Fall would also be when key leaders and support staff would be 
connected with RP training.  In winter, there would be an increased focus on student 
leadership training.  Program evaluation will continue throughout the year, but in spring 
there would be an assessment of our RP implementation to date and a year-end 
leadership retreat both to wrap up our first year and connect our efforts to plans for the 
summer and year ahead. 

 
c.  Beyond funding for a RP specific leadership position, how the building staff 
will actively support, prioritize and integrate the implementation process.  
At the heart of any of Harding’s building-wide efforts is a teacher-leader and support 
structure that facilitates our work.  Through embedded PLC-time, content area teacher 
teams meet daily, and this work is led by Learning Team Facilitators (LTFs) in different 
content areas.  Through monthly Inquiry Group meetings, Inquiry Group Facilitators 
(IGFs) lead interdisciplinary groups of licensed staff around book study and common 



areas of exploration.  Both the LTFs and IGFs are comprised of classroom 
teacher-leaders, who work with their peers to implement change throughout the building, 
and those in each role are provided with coaching and planning to support their work 
with colleagues.  
 
When items are of the highest priority in our building, they become the focus of our PLC 
work (led by the LTFs) and/or of our Inquiry Groups (led by the IGFs).  This year, for 
example, our Inquiry Groups have all been working with concepts from Zaretta 
Hammond’s Culturally Responsive Teaching & The Brain.  If we were to become an RP 
pilot site, a common text, such as Watson & Pranis’ Circle Forward, would similarly 
become the focal point of study for the entire building, and all would learn about and 
discuss its concepts and applications in next year’s Inquiry Groups.  LTFs and IGFs 
would receive specific, additional training to facilitate their leadership with regard to RP. 
 
 

Section 4:  Evaluation 
 

8. Description of  our evaluation capacity. Our strengths and needs as relates to: 
a.  Monitoring competency in the skills and practices of administration, staff and 
trainers/coaches 
Without monitoring we would be unable to judge fairly what is working and what is not. 
Therefore monitoring is imperative.  Harding has ALWAYS been a data driven school 
and would continue this practice.  It is especially important for us to be sure that the 
direction we take is working for all student especially our underrepresented  students. 
We would need to look both at the hard data and anecdotal data.  We know that not 
every staff member will embrace this initiative at the beginning but with our students and 
the other stakeholders being on board it will hard for them to stay on the outside for long. 
 
b.  Monitoring where and why practices are happening 
Monitoring will ongoing to ensure that we are headed in the right direction from the 
beginning.  This work is far too important to not be on track from the start.  We have a 
system in place that several people are an integral part of more than one the groups that 
will be deeply involved in moving this initiative forward, so constant conversation will 
taking place to share information. 
 
c.  Gathering and analyzing relevant outcome data 
We have created a culture of using data to improve our practice.  We have staff with time 
during the day dedicated to helping our staff use the most up-to-date data.  We will 
continually tap into this resource to gather and help use analyze current data to drive the 
work. 
 
d.  Using data to drive decisions, improve programming 



As stated many times throughout this application, we are definitely a data driven school 
and have been for quite awhile.  It is through this segregated by race and gender data, 
that all our decisions are based. 

 
9. Description of our proposed evaluation plan. 

a.  Indicators/benchmarks we expect to see in Year 1.  How we will collect the data.  
With our focus on ninth graders, we expect to see improvement in our dismissal and 
suspension rates an improvement in their grades and even attendance.  Because of the 
restorative process, students will learn how to repair the harm and be able to return to 
class and continue learning rather than miss out even more instructional time. We will 
also collect anecdotal data from staff, students and stakeholders.  We expect the 
anecdotal data to help guide us to next steps.  

 
b.  Outcomes we expect to see by the end of Year 3  
By the end of Year 3, we plan to have restorative practice embedded in all areas of 
Harding.  We want to engage in this process with an eye on full implementation and 
sustainability in mind.  Circles will be commonplace, halls will be calm, classrooms will 
be filled with engaged students and our data on dismissal/suspensions and attendance 
will reflect significant improvement in having reduced disparities among racial 
subgroups.  Our data dashboard is a living system that continues to evolve.  We expect 
that our dashboard will be adapted to support real time information that can be linked 
throughout our SCIP planning process and across the various teams and across all 
areas of Restorative Practices throughout the school. 
 

 
Section 5:  Budget & Budget Justification 
 

10. Detailed budget  
See page at end of application 
 
Description of how our budget will help us to implement restorative practices and
achieve our goals. 
The largest portion of the budget will be dedicated to hiring a staff member who will lead 
the restorative practices model at Harding.  The primary function of this role will be to 
train staff in restorative practices, lead circles, collaborate with various teams within 
Harding.  This staff member will be closely aligned with all the racial equity work at 
Harding and specifically focus with grade nine as well as our student voices groups such 
as Dare 2 Be Real and American Indian Studies.  The Dispute Resolution Center will 
provide targeted training and support to ninth grade staff and students throughout the 
year.   This will lead to activities such as the Freshmen Advisory retreat, classroom 
circles, field trips and other restorative experiences.  We want begin our restorative work 
with an intentional focus on the transition year to high school and build on this 
momentum in subsequent years.   Harding’s feeder school, American Indian Magnet 



School, is implementing Restorative Practices as part of their school-wide focus.  We 
want to align our work in coordination with their efforts.  In addition to our 9th grade 
targeted services, we intend to provide staffing support for AIS support services 
school-wide.  This involves partial funding of a culturally competent staff person trained 
in restorative practices.   
 
We have dedicated funds specifically for our ninth grade retreat, ninth grade advisories, 
and training.  We plan support and strengthen our climate and racial equity work with 
capacity building efforts.  We want to systematize our restorative work so it is embedded 
to the positive climate of Harding High School.  In addition to this, Harding has a strong 
culture of professional learning through inquiry.  We plan to purchase  books for all staff 
so that we can engage in book study professional learning.  This will ensure that all staff 
will have foundational knowledge of restorative practices that will support our school 
wide implementation.   We have also set aside funding for student voices groups and 
student leadership teams to support their learning and partnership work with staff.  

 
 

11.  Why our school be selected as a restorative practices pilot site 
Harding isn’t interested in pursuing dollars or putting time and energy into anything that 
we believe isn’t important or doesn’t fit well with our needs and efforts.  That said, we 
see our needs and current efforts matching beautifully with restorative practices and 
believe the resources provided by this grant would allow us to build on momentum we 
now have going at our site.  
 
Our building leadership believes we need to increase our movement from a punitive to 
restorative culture and has taken our school on the initial steps in that direction.  Harding 
has almost all of the pieces in place to make an important shift in mindset and practice, 
and we believe that with just some additional resources and support, we can make 
changes that will be meaningful and impactful for our entire school community. 
Metaphorically speaking, we see ourself as seeds planted in rich soil, and the restorative 
practices grant as the water needed for growth.  Staff has overwhelmingly voiced 
support for our application and in learning more about RP.  We believe Harding would 
make an ideal restorative practices pilot site. 
 
  



 
  



 


