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Vision:

Theory of Action:
If USD#1 recruits and retains a diverse group of educators, then our educational program will gain a wealth of perspectives and experiences. This diverse influence will 

create an inclusive, equitable, and supportive environment, leading to scholars who are well-prepared to thrive academically, socially, and emotionally in an interconnected 
world.
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1. Formal approval by your local or regional board of education, or equivalent governing body for schools must be obtained prior to 
submitting your Increasing Educator Diversity Plan. Be prepared to provide the day, month and year that the plan was approved by the board 
or equivalent governing body as part of the upload of your submission.
2. In the absence of an original motion or a preexisting board or board equivalent policy expressly conferring authority on the superintendent 
or equivalent schools administrator to make any necessary Plan revisions, the school board or equivalent governing body will be expected 
to formally approve any necessary revisions to its Plan prior to resubmitting the revised Plan by May 15, 2024

USD#1 will attract and employ a diverse team of educators to enrich the educational experience of all scholars. By promoting an inclusive and culturally responsive learning environment, we will empower every student to achieve their fullest potential and become 
responsible global citizens.
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Goal Who Manages Indicators of Progress Resources Required Risks and Communication/ Engagement Efforts
(What are we trying to do?) (name, position)

What? Who Owns This?
By 
When?

(How will we know if we are on track for 
success?)

(What people, time, money, and technology 
will be needed?)

(What could go wrong? How will we 
make that less likely to happen?)

(Who needs to be consulted/ engaged? What 
needs to be communicated?

To whom?)
USD#1 will actively recruit and hire a diverse 
group of highly qualified educators by 
implementing targeted outreach strategies, 
fostering partnerships with diverse educational 
institutions, and creating a supportive and 
inclusive work environment. Our goal is to 
ensure that our staff comes closer to reflecting 
the diversity of our student population, thereby 
enriching the educational experience and 
promoting a culture of inclusivity and equity 
for all scholars. We aim to increase the 
diversity of our educator workforce by 4% 
within the next three years.

Veron Walters- Beaulieu, 
Superintendent of Schools

Weekly HR Meetings: These sessions include participation from 
USD #1's HR representative, the Superintendent, and the Director of 
Curriculum and School Improvement, promoting diverse 
viewpoints.

Monthly Administrative Council Meetings: These gatherings ensure 
all staff members are well-informed about staffing needs, fostering a 
collaborative environment.

Networking with Outside Stakeholders: Actively building 
connections with external partners to enhance diverse recruitment 
efforts. Recruitment Job Fairs hosted by DOC and other state and 
private entities.

Communicating Staff Needs with the Executive Team: Ensuring 
transparent and inclusive discussions about staffing requirements.

Collaborating with Talent Solutions: Working together to craft job 
postings that attract a diverse staff, this includes videos that 
highlight the diverse workforce of DOC,  LinkedIn and Facebook 
posts, and testimonials from staff members. 

Veron Walters- Beaulieu By June 30th of 2027 USD #1 currently employs a Correctional 
Transition Instructor responsible for tracking 
employee recruitment and retention. 
Additionally, the Instructor works in 
collaboration with the Superintendent and 
CSDE to ensure accurate data reporting. 
Furthermore, the Superintendent and the 
Director of Curriculum and School 
Improvement collaborates closely with HR and 
Talent Solutions to track and enhance progress 
in educator diversity.

HR: Recruit and support a diverse workforce. 
Superintendent and Directors: Offer a diverse 
lens to enhance recruitment efforts.  
Talent Solutions: A team dedicated to attracting, 
developing, and retaining a diverse pool of talent.
Data Collection Meetings: Regular meetings to 
gather and analyze staffing data.
Salary Funds: USD #1 needs to offer competitive 
compensation to attract and retain diverse, skilled 
professionals.

Technology CORE CT: Technology to streamline 
processes, enhance data management, and 
support initiatives.

Potential challenges include state-
imposed hiring freezes and a low 
number of applicants from diverse 
backgrounds. To mitigate these issues, 
it's important to expedite hiring 
processes when possible to avoid 
freezes, and to continue leveraging 
social media and outreach efforts to 
advertise job postings effectively. The 
lack of competitive salaries is driving 
employees to explore higher-paying 
opportunities in other school districts. 
This affects both educators and 
experienced staff, leading to a loss of 
valuable talent.

Consultations:
HR: We consult with our Human Resources (HR) 
and Affirmative Action (AA)  Units to identify 
current staffing needs and diversity goals. They 
provide insights into areas requiring immediate 
attention and potential long-term strategies.

Neighboring State Colleges: To understand the local 
talent pool, we consult with neighboring state 
colleges (Connecticut and surrounding states). 
These consultations help us identify opportunities 
for partnerships.

Social Media: Social media platforms are utilized to 
help refine our approach to attracting a diverse 
array of applicants.

Communication:
Job Postings: We communicate our staffing needs 
through job postings and videos on various 
platforms. These postings highlight our 
commitment as we continue to aim to reach 
potential candidates from different backgrounds 
and experiences.  Local and national diversity-
based organizations are contacted on a daily basis 
with new openings to the public recruitments.Talent 
Solutions shares openings to large-scale outreach 
platforms, including:  

-        LinkedIn (recruiter posting)

Strategies/Key Activities

RECRUITMENT
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Goal Who Manages the Indicators of Resources Required Risks and Communication/ Engagement Efforts
(What are we trying to do?) (name, position)

What? Who Owns This?
By 
When?

(How will we know if we are on 
track for success?)

(What people, time, money, and technology will be 
needed?)

(What could go wrong? How will we 
make that less likely to happen?)

(Who needs to be consulted/ engaged? What needs to 
be communicated?

To whom?)
USD#1 will implement a rigorous and equitable 
hiring and selection process to attract, evaluate, 
and appoint a diverse group of highly qualified 
educators. Our goal is to ensure that every 
candidate is assessed fairly and consistently, with 
an emphasis on competencies that align with our 
commitment to inclusivity and excellence. By 
adopting evidence-based selection practices and 
comprehensive interview processes, we aim to 
increase the proportion of diverse hires to reflect 
the student population's diversity, with an 
objective to achieve a 4% increase in the diversity 
of our educator workforce over the next three 
years.   

Veron Walters- Beaulieu, 
Superintendent of Schools

The leadership team is committed to an equitable 
and culturally responsive hiring process. To achieve 
this, the following steps are taken:

Culturally Responsive Interview Questions: The 
leadership team carefully crafts questions that are 
culturally responsive for all candidates, with 
approval from the Affirmative Action (AA) Unit.

Rubric for Demonstration Lesson: An AA Unit 
approved rubric is used to evaluate demonstration 
lessons, ensuring consistency and fairness.

Equitable Scoring: All interviews are scored 
equitably using a rubric. Human Resources (HR) 
scores the rubrics to ensure equity in the hiring 
process.

This structured approach ensures that all 
candidates are evaluated fairly and equitably, 
promoting diversity and inclusion within the 
organization.

Veron Walters- Beaulieu By June 30th of 2027 USD #1 currently employs a 
Correctional Transition Instructor 
responsible for tracking employee 
hiring.  Additionally, the Instructor 
works in collaboration with the 
Superintendent and CSDE to ensure 
accurate data reporting. HR collects 
and analyzes data on the applicant 
pool and monitors candidates' 
progress towards the hiring process. 
Furthermore, the Superintendent, and 
the Director of Curriculum and 
School Improvement collaborates 
closely with HR and Talent Solutions 
to track and enhance progress in 
educator diversity.

Superintendent and Directors:
Alignment with the organization's mission and goals, 
fostering a culture of inclusivity. The diverse backgrounds 
of the leadership team offer perspectives, experiences, and 
insights that enhance our organization's ability to create a 
more inclusive and dynamic work environment.

HR Personnel:
Manage recruitment, training, employee relations, and 
ensure compliance with employment laws.

Weekly Meetings:
Regularly scheduled meetings to discuss hiring progress, 
strategies, and address any concerns.
Facilitate collaboration among team members, ensure 
alignment with hiring goals, and provide a platform for 
sharing updates and feedback.

Technology:
Microsoft Office 365: Provide essential tools for creating, 
saving, and reviewing documents.
Enhance productivity and collaboration among team 
members, streamline document management, and ensure 
efficient communication.

Lack of applicants from diverse 
backgrounds may impact progress 
towards the District's goal.  To mitigate 
this challenge, USD #1 will continue to 
explore opportunities for networking and 
advertising job openings. Salaries are not 
competitive, deterring selected 
candidates from accepting positions. IED 
team members will continue to advocate 
for salary increases.   

Communication/Consultations:
Consult with HR Unit to review candidates' initial 
interview score sheets to determine invitations for second 
interview. Then, second interview rubrics are shared with 
HR to determine the best candidate for hire.  HR writes a 
hiring package to submit to AA for selected candidate 
approval. Hiring managers have ongoing communication 
with HR and AA to ensure the District's vision is being 
met.

HIRING & SELECTION

Strategies/Key Activities
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Goal Who Indicators of Progress Resources Required Risks and Mitigation Communication/ Engagement Efforts
(What are we trying to do?) (name, position)

What? Who Owns This?
B
y 
W

(How will we know if we are on track for success?) (What people, time, money, and technology will be needed?) (What could go wrong? How will we make that less 
likely to happen?)

(Who needs to be consulted/ engaged? What 
needs to be communicated?

To whom?)
USD#1 will create and sustain a supportive, 
inclusive, and engaging work environment to 
retain a diverse and highly qualified educator 
workforce. Our goal is to implement mentorship 
programs, provide ongoing professional 
development opportunities, and foster a positive 
organizational culture that values diversity and 
promotes equity. By addressing the unique needs 
and challenges faced by our educators, we aim to 
reduce turnover rates and increase job 
satisfaction, ultimately achieving a 90% retention 
rate of diverse hires over the next five years.

Veron Walters- Beaulieu, 
Superintendent of Schools

To foster a positive and supportive work environment, USD #1 has implemented several key initiatives aimed at professional development, collaboration, and open 
communication:

Extensive Professional Development and Training:
14-Week Paid Training Program: All correctional employees employed for USD #1 undergo a comprehensive 14-week training program. This initiative equips staff 
with the necessary skills and knowledge to excel in their roles and contributes to a positive work climate by promoting continuous learning and growth.                                                                                                                                                                                                                                                                                                                                                                                                                                                              
Mentoring:  The district provides collegial mentoring for teachers, encompassing onsite visits, access to a wealth of resources, and innovative teaching strategies. This 
support system is designed to empower educators, ensuring they have the guidance and tools needed to thrive in their roles.

District Conferences:
Annual Conferences: The district hosts two conferences annually, providing opportunities for staff collaboration and camaraderie. These events encourage the sharing 
of best practices, networking, and team-building, which are essential for a cohesive and positive work environment.

School Climate Plans:
Each school within USD #1 develops and implements a climate plan tailored to its unique needs. These plans focus on creating a supportive and positive atmosphere 
for both staff and students, addressing specific challenges and promoting overall well-being.

Evaluation Process:
The evaluation process is designed to provide constructive feedback, support, and promote open communication. This approach ensures that employees feel valued 
and heard, contributing to a positive work climate.

Spotlight Program:
Monthly Recognition: The "Spotlight" program allows colleagues to recognize and celebrate each other's achievements and contributions. This monthly recognition 
fosters a culture of appreciation, mutual respect, and positivity within the organization.                                                                                                          
Committee Work:  The district presents a myriad of opportunities for staff to enhance their expertise and skills through active participation in district committees. This 
initiative not only amplifies the voices of teachers but also fosters a strong sense of community and collaboration.                                         

Veron Walters- Beaulieu By June 30th of 2027 Meetings with District Leaders:
Regular meetings are held with district leaders to assess the needs and overall climate 
of the organization. These discussions help identify areas requiring attention and 
improvements.

Staff Survey Results:
Surveys are conducted  to gather feedback from staff members on their experiences 
and perceptions of the work environment. The survey results are analyzed to identify 
trends and address any concerns.

Feedback from Students:
Input from students is also considered, as their experiences can provide valuable 
insights into the effectiveness of the educational environment and the overall climate.

Retention Data:
Retention rates are monitored to understand the impact of the organizational climate 
on employee satisfaction and turnover.                                                                       
Quality Work Life-Staff members have the ability to utilize facility or union funding 
to enhance their quality of work life in the school setting.              Employee 
Assistance Unit-The goal is to provide confidential resources through clinical and 
social intervention while maintaining a healthy and balanced work environment for 
agency employees and their families.

Time Allocation:
Meetings: Regularly scheduled meetings with district leaders and 
staff are essential for assessing needs, discussing progress, and 
addressing concerns related to the organizational climate.

Technology:
Scheduling Tools: Technology to efficiently schedule and manage 
meetings, ensuring smooth coordination among team members.

Smartboards and Desktops: Essential for conducting professional 
development sessions, these tools facilitate interactive and effective 
training experiences and use of Microsoft forms.

Space and Venue:
Professional Development Spaces: Dedicated spaces within the 
organization for conducting professional development activities.

Conference Venues: Suitable venues for hosting the district's 
annual conferences, promoting collaboration and camaraderie 
among staff.

Funding:
Food for Conferences: Financial resources to provide refreshments 
and meals during conferences, enhancing the overall experience for 
attendees.

Guest Speakers: Funds to invite expert guest speakers who can 
provide valuable insights and training, enriching the professional 
development programs.                           Employee Assistance 
Unit Staff and Quality of Work Life Committees. 

Employee Turnover:
The lack of competitive salaries is driving employees to 
explore higher-paying opportunities in other school 
districts. This turnover affects both educators and 
experienced staff, leading to a loss of valuable talent.  
HR and USD #1 leadership team will continue to 
advocate for an increase in salaries.

Increased Workload:
Staff members remaining at USD #1 are acquiring 
additional duties to fill the void left by departing 
employees. This increased workload can lead to 
burnout and decreased job satisfaction, further 
exacerbating the issue of employee retention. Continue 
to implement strategies to cultivate a positive school 
climate in an effort to retain staff members.

Recruitment Challenges:
The salaries offered by USD #1 are not comparable to 
those in other school districts, deterring potential 
candidates from accepting positions. This is particularly 
problematic for recruiting highly qualified educators and 
experienced staff, who are essential for maintaining the 
quality of education and support services

To effectively address the climate needs within 
USD #1, it is essential to engage with various 
stakeholders who can provide valuable insights and 
support:

Professional Development Committee:
This committee is responsible for identifying and 
organizing PD opportunities that enhance staff 
skills and contribute to a positive work 
environment.

Colleagues, Staff, and Students:
Engaging with colleagues, staff, and students 
provides a comprehensive understanding of the 
current climate. Their feedback is crucial for 
identifying areas of improvement and developing 
effective climate strategies.

Climate Committee Members:
This committee works on developing and 
implementing climate plans tailored to the needs of 
each school. They play a key role in promoting a 
positive and supportive environment.

Outside Stakeholders:
Collaborating with external stakeholders, such as 
experts and organizations, ensures access to 
diverse perspectives and resources. These 
stakeholders can contribute to conferences, 
provide guest speakers, and offer additional PD 
opportunities.

RETENTION

Strategies/Key Activities
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