
>> Good afternoon, everybody. It's good to see so many people here so late in the afternoon on the last 

day of the conference. So we appreciate you coming, and hopefully, you'll learn some good things. My 

name is Amy Schafer. I am a supervisor at the Wesley Spectrum High School. We're gonna tell you a little 

bit about who we are and what we do. And I've been there for about 15 years, and I've been involved 

with PBIS four and a half years now, so almost since the start at our sites. So welcome. All right. The 

Wesley Spectrum mission is to provide transformational support for children and families as they strive 

to become more independent, responsible and caring members of the community. Our objectives for 

today ... You know, I hear a lot of talk, sometimes, about people leaving conferences, and it's both one 

of the best times to be a staff member in a school or an agency, but also the most dangerous because 

we've just spent two days hearing all these ideas, and we're gonna go back to our schools, and we're 

gonna go back to our sites, and we're gonna change everything, right? I mean, everything is going to 

work from this point forward because we have a lot of packets that we left with. We have a lot of 

PowerPoint presentations. We talked last night in the lobby. I mean, it's all gonna work out now, right? 

So what we're here to tell you is sometimes that doesn't happen, but that's okay because not only can 

PBIS survive, but sometimes PBIS can be how you survive. And so we're gonna talk about how PBIS has 

sustained us, Wesley Spectrum, through many transitions and changes with the key components of 

transparency, proactive strategizing and data. We have data. Data. Who here says data? Who says data? 

Okay. It's all over the place, so we like to switch back and forth. So you're gonna hear that a little bit. It's 

kind of fun for us. All right. And the most important part is the culture of PBIS. And the culture that PBIS 

creates at your school is going to carry you through the changes that you may face. Okay. So, who is 

Wesley Spectrum? Well, we have all these services. We have education, mental health programs, 

autism, outpatient, drug and alcohol. We have in-home and family-based adoption. We do a lot of 

different things. We are coming to you from the educational service line. We have education, mental 

health, behavioral heath in two site-based schools. We're Wesley Spectrum K through 9, and we're 

Wesley Spectrum High School. They're two separate buildings, where we service kids that are both APS 

and private academic. We have a continuum of mental health services, from therapeutic support, 

outpatient, partial hospital, acute partial hospital all in the same buildings, so we see a variety of 

students come through us. 

>> We also have school-based behavioral health in 11 districts, 30 to 40 schools, and we're providing on-

site mental health treatment to students and families through that. So, who are the kids? 'Cause that's 

the important part, right? That's who we're talking about. So the majority of them are identified special 

education. I think we figured in the high 90s of IEPs with the students that we serve. Many or most have 

a diagnosed mental health disorder and are provided with medication and higher intensity services, as 

well. This year, we've seen an increase in 45-day placements, so we're talking about suspensions, 

expulsions, students that break code of conduct in their public schools, and they get referred to us. So 

start thinking about some of the kids that may fit that mold in your program. All of the students that we 

serve, and I can't say that enough, all of the students that we serve have exhausted the resources and 

the services within their public school or even another specialized school that they had been at before 

they came to us. Does anybody know what that is? It's a good shape, right? We learned a lot about that 

the last couple days. We know this is the triangle. We have Tier 1, 80 percent. We have Tier 2, 5 to 15, 

and Tier 3, 1 to 5. I want you to visualize this. So you picture your Tier 3 students. There was a lot of talk 



in the presentations that I attended, "What do you do when they get to that point? What are some of 

the interventions?" It seems like it just can't be handled or managed with the universals that you might 

have in your program. But your Tier 3 students are our Tier 1 students. Okay? So when they come to our 

school, or our schools, they are our universal students. And within our triangle, we have a Tier 1, 2 and a 

3. Sometimes, we refer to them as 4, 5 and 6. So you can imagine how high up the triangle goes and 

what those Tier 6 kids might look like. Okay. So our story, it's like everybody else's story. We decided 

that we were gonna go ahead with PBIS. There had been talk about it for a long time. It became a four-

letter word. I don't know if that happened to anybody else. It took us a little bit of time to overcome 

that. There was stigma involved with it. We had some trouble with staff buy-in. We actually stalled for 

quite a bit of time. And then, about four years ago, we started rolling up again. We had our ebbs and our 

flows, and everybody got excited, and then everybody got mad. And then they got excited again. We 

had changes in leadership. We had several false starts. I had mentioned issues with staff buy-in. 

Administrative support could be an issue sometimes, just as everybody else. Resources, funding: I mean, 

we hit the same roadblocks that everybody else hits. Even within our coaching structure, our coaches 

kept changing. One year, we thought we had the perfect team, and then someone would leave, and we 

couldn't find somebody to step in. I mean, finally, we have the perfect team. So ... Okay. If anybody 

came to our presentation last year, we talked a little bit about getting past the staff buy-in issue with 

something called a staff launch. And we can talk more about that later, or you can ask for some 

resources, but generally what happened was that we did a launch with the staff one full year before we 

ever launched with the students, and it showed them that this was for real this time. This was not going 

to be a false start. We were pushing forward. We wanted to prove to the staff that our population was 

not too difficult to do this with, that it can actually work, and I think you guys could probably identify 

that if you could get the staff to buy in, the kids are easy. I mean, that's part of the whole, "If you sell it, 

they'll buy it," and that goes on every single level. I mean, the staff are the culture carriers. When they 

walk around, and they believe it, and they're wearing the T-shirts, and they're pushing through with it, 

then it's going to work. The kids are going to buy in. The parallel process is huge. And finally, the staff 

launch created a buzz and a hoot. We are the Bees and the Owls. I forgot to mention that. But it created 

the buzz for the students to say, "Well, what's going on? Why can't we participate?" And we built it up, 

and we had a snowball effect. So when it was finally time to launch, we were able to do it. The kids got 

excited. They wanted to wear the T-shirts. They wanted to be the Bees. They wanted to be the Owls. 

And that all came from a year of launching with the staff. Fantastic. We were very excited. We actually 

stood in the same room last year, and we talked about how excited we were that everything was 

working out for us. And then the end of the world came. So changes happen for a lot of different 

reasons. We have a very complicated system between the educational system and the mental health 

system. I mean, there's a lot of politics involved, but there's also your general changes in staff. The 

biggest change that we went through for this school year was we had two buildings last year that had 

grades K through 12, or 1 through 12, and it was rolling. We had the launches. You saw the pictures. The 

kids were excited. And then we made a pretty big shift in our structure. We decided that we were gonna 

have the two buildings still, but one building was gonna be K through 9, and one building was going to 

be 10 through 12. So for the first time ever, we had an entire high school full of those Tier 4, 5 and 6 

kids. And I don't know what's scarier, the high school having that many kids in it or the fact that there 

was one building that had only K through 9. I think it depends on what day you go to each one of our 



buildings, but it can be pretty challenging. Ken's gonna talk a little bit about the numbers later on, but 

we had massive staff switches. We had staff that had bought in in one building and didn't know the 

system in the other building or didn't feel that ownership. They felt a little bit uneasy. They felt like, "I 

can't deal with PBIS right now. I don't even know where all the bathrooms are in this building yet, so I 

definitely can't focus on this, point sheets and being positive." Who can be positive when your entire 

world was just shaken up like that? So we had the mix in the populations, the mix in the staff. We 

weren't exactly sure what was gonna happen, but what we saw was that PBIS remained strong. So we're 

gonna talk a little bit about how we found that happening and how you can use it too in your programs.  

>> I don't know. Can you help me for a second? 

>> Mm-hmm. 

>> I'm getting an intervention right now. I'm Melinda Bateman. And I'm gonna be talking about how we 

use transparency of our process and the parallel processes to truly move past some of those 

precognitions that people had about things that were happening, not just with our agency but within 

those buildings and all of the different changes that we were asking people to go through and endure, 

not just with their own positions but with the new kids that were coming. So if we think about the way 

things usually happen, the way decisions are usually made, somebody comes in and tells you, "This is 

what you're gonna do," right? And you're gonna make it work. There's not a lot of input from staff that 

are doing the things that are being told to do and the people that are making the decisions about the 

things that are going to be happening. So I have a little bit of a fun video to show. Where did it go? Okay. 

One second. It was there a minute ago, I swear. That's what I clicked on. It didn't ... I'll go through the 

other way. 

[VIDEO START] 

>> Hey. 

>> What? 

>> I'm the Magic Man now. 

>> Yeah, I know. 

>> Okay? 

>> So, get ready for some tricks up these sleeves, all right? Watch your buns, pal. 

>> Baby, that is real good talk. It's like ... 

>> Right? 

>> I have something to tell you, you mangy piece of trash. 

>> What? 



>> I'm sorry. 

>> I took you for granted, Cal, and you were a really good friend to me, and I never gave you your due. It 

was my fault. 

>> I'll tell you the truth. I'm a little confused by your tactics. 

>> Tactics? 

>> Yeah. I'm gonna keep acting tough until I figure it out. All right? 

>> See you on the track. 

>> Come on, baby. 

>> I love you. 

>> I love you too. Come on. Abracadabra, homes. 

[VIDEO END] 

>> Okay. So a little light-hearted video. And the point of all of that ... Wait one second. I don't see it. 

There it is. There. Okay. So the point of all of that is, really, whenever we were presenting these things 

to staff, and we were being very clear about the things that we were expecting and what we wanted 

them to know, it was kind of like that. Like, wait a minute. I really don't understand what you're trying to 

tell me. So what we found, and it was very evident, was that the rumors were flying. We have about 100 

staff in each building, and when it first rolled out, it was, "You're looking for another way to evaluate 

me." And these are ... Nobody's coming to us and saying anything. This is all happening in the rumor mill, 

you know? So you're coming ... You're looking for another way to evaluate me. You're looking for 

another way to get rid of me. You're looking for some excuse, some higher level of meaning, that is 

really gonna negatively affect me, even though you say it's gonna be a positive thing. So now they have 

a thing that they want us to do. It's gonna pass. We went through it three years ago. It didn't happen. 

It's not gonna happen now. You're removing my creativity and authority. Has anybody heard that about 

PBIS? What do you mean you want your expectations in my classroom? Right? Don't tell me how to run 

my classroom kind of a situation. You're gonna play favorites. One of our initiatives that we had, one of 

the very first initiatives, was giving out T-shirts to all of the staff whenever we saw them interacting 

positively anywhere in the building. And the theory behind that rumor was that we were truly trying to 

demonstrate the triangle, so we were only gonna give T-shirts to 80 percent of the staff, literally, and 

then try to figure out, to demonstrate to the staff, how we could get to those next couple levels of the 

triangle. So it does sound funny, but these are the things that were happening. And then, of course, that 

darn triangle, we've seen that for everything, and we don't need to look at it anymore. So what we truly 

tried to do was to show everybody what we were really looking for, and we did that a few different 

ways. Our core teams have met once a week for the past three years? Four years? And staff is generally 

invited to those. They're a standing meeting. Everybody knows about them. People are welcome to 

come and visit. They're welcome to offer anything that they would like to during those meetings. We 



also have the memos that go out weekly, if not more often if we need them to, announcements for PBIS. 

When we have all staff meetings, we present PBIS with our data, any initiatives that we're starting, any 

information that would be relevant to PBIS and the things that are happening. Most of our staff, I 

believe it's 95 percent in the K through 9 building right now, is participating in the subcommittees and 

activities for the kids, at least, and a part of some of those processes and data. And then our data is 

available through our connective sites. We e-mail them. We put them out on display. We talk about 

them during those meetings. It's very obvious what we're doing, to everybody. So we're doing all of this 

stuff. We're showing them. We're inviting them. And we're really trying to get it moving again. And 

there's still those preconceived notions that are happening. But to take it a step further, when we did 

our surveys in the fall, we found that the staff was really feeling that they weren't being supported by 

supervisors. So in an effort to show staff that we were really listening to them, we started a couple of 

other initiatives. And one of them was to form a district leadership team. And as a part of that, since we 

already had the matrix for our staff and for students and then also supervisors within our building, we 

are in the process now, from this initiative, to have a matrix for our upper leadership. And for us, that's 

our CEO, our directors, so this goes all the way up to the top of our decision-making teams. We really 

had people involved in the changes and processes, and as a part of that parallel process that we talked 

about, we really encouraged and empowered staff to be a part of those decisions and see where the 

things that they were talking about and the things that they were needed were going to be supplied and 

provided through the processes and the systems of PBIS. And then we had to eat a little bit of crow. And 

when we did make mistakes, or when we had misinformation, we would have to talk about that openly 

and tell them, "Hey, this part didn't work out so well, and we're really sorry that we made you do all 

that. But let's try this. It might be better." Right? So and sometimes that's not so easy when you're really 

trying to get things moving with what we have in place, but it's a part of learning. And speaking of 

learning, one of the things that we are really working on now is our family outreach. It's very difficult if 

you're involved with families that are a part of this, these kinds of populations, where they might be 

tired of being involved with different things. They might not be able to be involved for different reasons. 

So we really have to kind of take a look at how we're going to be involved with the families and spread 

PBIS with them, as well, because we do service over 51 school districts in the Tri-County area in 

Pittsburgh. So it's a lot, and not everybody has access to our buildings directly for different reasons. The 

K through 9 building does have a newsletter that goes out. It's published monthly to try to encourage 

some of those things. But I think that, if there's anything that I've heard over the last few days, it's that 

those kinds of things are easier for kids and families that are maybe in elementary school, where they 

can do more of the fun things, whereas in high school, it might not be so much. So when you're looking 

at it, and you're trying to put all of these pieces of the puzzle together, it kind of might feel like you're 

stepping on a couple people's toes. And it might feel like people's power -- perceived power is being 

taken from them. But the encouragement that we're trying to offer, and that we do have to constantly 

remind our staff and our leadership as a core team and as coaches, is that we're not really trying to 

usurp anybody's power or step on anybody's toes. This is really a process that is going to allow the flow 

of information, allow the flow of decision making so that it truly becomes something that empowers our 

programming, empowers our staff and provides that opportunity for our kids to truly thrive, and make 

our staff be proud of the place that they work in. So as a part of what we do for that ... Randi. 



>> I'm Randi Hill. And I am the clinical coordinator for the K through 9 building. And I'm gonna be talking 

about the four core elements of PBIS and kind of discussing how it has helped us throughout all the 

changes. So we have the data, the practices we use and the systems, which give us that wonderful 

outcome of the positive support in the buildings that we work in. Kind of how we use data is in several 

different ways, so this is just a list of it. I know everyone uses data in their schools to collect information. 

How we kind of use it, Ken's gonna talk more about later, but it's the perfect way to, like, stay ahead, to 

see the problem areas that are happening within the school with the reconstruction of the kids' learning 

expectations of the point sheets that kind of guide us to the practices that we wanna use. We also, with 

the changing in the buildings from partial to non-partial, we had, through the reconstruction, we had 

staff saying that certain incentives weren't gonna work for the partial kids. They weren't gonna work for 

the non-partial kids. With the data that we collected, we were able to show staff, like, "Oh, in the high 

school, both partial and non-partial kids were equal." So that is kind of how we use data to kind of keep 

those defenses of, like, the staff coming together at a minimum and allowing them to see by the data 

and the areas that they were able to do. Ken's gonna talk more about the data. These are examples that 

we have that are of our point sheets and how data is collected in the high school. So we have our point 

sheets. They are the fabric of our program. Everyone in our program carries a point sheet daily. It's 

across all settings, so that's our universal for collection of data every day. That is our referral forms, and 

on the little kids, K through 9 - sorry, not little kids - they are on the point sheet. The practices, 

throughout all the changes, the practices help maintain our program, help staff feel more supported, in 

control and able to move forward, 'cause some staff were shifted to K through 9 when they worked with 

older kids at one point. Having everything in place allowed us not to have to backtrack because it was 

already there, and you were able to just move forward. Staff had the resources to go to for the proactive 

strategizing and planning, so the program pretty much ran itself when we went through the changes. I 

mean, at one point we, mid-year, went through a second change. We did the right sizing in our program, 

and this allowed staff to, like, if they moved to a different building or switched classrooms, they could 

continue with the progress that we were making in PBIS because it was already in place. At times, we 

weren't able to hold that core team meeting because there was other meetings for the changes that 

were happening. Since we had our incentive calendar already done, there was able to be a basketball 

game that happened at the end of the month, and we were able to continue with all of the interventions 

and incentives that were available. This is something we use, school store, in the K through 9 building, 

and this was already set up for all the classrooms, that we have a level system that they were able to go 

to, see the student of the week. The nominations was done to keep the positive flow. Daily rewards, this 

allowed the staff to -- with the point sheets, they were able to continue with the incentives in every 

classroom that they do eighth period. This is just an example of an incentive calendar that's already 

made at the beginning of the school year, so that we have that advantage to have everything in place, 

and dates set up and times. Last is the systems that we are gonna talk about. The systems were another 

step for our fidelity. They demonstrated where we needed help with leadership on board or staff buy-in. 

We were able to develop the matrix, which was the parallel process with the students that connected 

everything and kind of built the foundation of the PBIS in both buildings and both settings. Here are 

some examples. We had the flow charts that were available to staff to kind of keep them on board and 

able to know what they were supposed to do if they switched from one place to the next. The school-

wide expectations were already set. Some of the matrix that we have, we have examples over there too. 



This is our staff and supervised matrix. And last was the consistency. It kept staff focused, despite their 

own uncertainties, when they moved to different buildings or any of the changes that happened. It also 

... The systems allowed us to have the unity of staff, everybody working together. It's very easy for our 

staff to get distracted by progress reports, paperwork, but because everything had lined out and was 

set, staff was able to continue through the change, and the structure was able to maintain. Having 

everything set up and planned really made the fabric of our building work and everybody to be able to 

unite together. Next is ... 

>> I'm done. 

>> I don't know where to clip this. Hi. Good afternoon, PBIS implementers. 

>> Woo! 

>> I requested some pyrotechnics. Obviously, that didn't happen. But don't worry because data is 

exciting enough, right? So, just real quick, how many people in here came to our presentation last year, 

the "If We Can Do It, You Can Do It" presentation? Anybody? All right. So Rob Horner taught me that is 2 

percent in this room. Well, just if you weren't here, I know we kind of mentioned it a little bit earlier. We 

like to play a little bit of a game within our core team. We call it, uh, the Data Data Game, but I'm gonna 

ask you guys to play along 'cause everyone says it differently. If I say data, would you please humor me 

and give me the data response back? So if I say data ... 

>> Data. 

>> And if I say data ... 

>> Data. 

>> Because I will mix it up on you. So we're gonna start looking in a little bit here: Why do we use data? 

>> Data. 

>> Thank you. Everybody says, "The proof is in the pudding." Really, the proof is in the data. 

>> Data. 

>> Everything we do, if you don't have the data or data - I'll give you that one - to support it, then how 

can we prove it? How can we say that, "Oh, my gosh. This year has been horrible." Well, show me that 

this year's been horrible. Show me where your data is. "Oh, my gosh. This was the best incentive we 

ever did." Show me your data or data that says this is the best. Thank you. Someone is really on it over 

here. Just go ... Everything that we do, we need to be able to support that and to show that. So some of 

the different things that we use, we talked a little bit about our point sheet, behavior reports. I'm gonna 

go over that and show you a little bit more because we do it a little bit differently than a lot of people 

do. SWIS is something new that we got in our building this year. Unbelievable. If you don't have it, I 

strongly suggest it. But if you don't have it, you can still do it. An online point site. That's what we were 

saying before. With all of our kids carrying their points sheets, we have a system where our teachers will 



go in and put in their points for every day, and that automatically gives us our calculations by their level 

for every week of the entire year. We can see where their fluctuations are in their points. Critical 

incident reports we always do, and, of course, Excel spreadsheets being the alternative to SWIS because 

you can use that. So because of all the changes that we are going through this year, we decided that we 

were gonna do our SAS surveys twice, once because we couldn't have a group with good, honest 

information. If we did it first thing in the middle of the year, after all this change, and we didn't bother 

to do it at the end of the year, we would have no idea how this year went. So we did it twice. I wanted 

to -- this might be a little bit tough to see. I'm sorry for that. We're gonna point out some of 'em. Couple 

of the ones that we scored low in, we're gonna talk about that. Violation systems. It's very, very difficult. 

I mean, as you can assume, these kids that we have coming to us are the ones that suspending and 

truancy charges, all the things that may be sort of that higher level of violations that you might have in 

public schools were not working for these kids. That's why they came to us. It's really, sometimes, really 

difficult for staff to even make that connection of, "This wasn't working. Why are we continuing to do 

the same thing that's not working?" And they're still asking for it, and we're still working on it. The other 

one that we ... District support, I think, kind of speaks a little bit to where we need to improve on our 

transparency. We've started this year, this is the beginning of the year, but we started that whole 

district leadership core team, is really what it is. We have not only our two building core teams, but we 

have a district core team as well. And monitoring. This one drives me crazy. I don't understand what it is. 

We can't ... We have a real tough time scoring well on monitoring, but I'm gonna show you why 'cause 

it's actually pretty interesting. So in both buildings ... How many people have taken the SAS, first of all? 

Is there people in here who have done the Self-Assessment Surveys? Okay. There's one question on 

there that says, "Staff receives regular opportunities for developing and improving active supervision 

skills." Anybody have a guess of what that means? Okay. Well, good because our staff get very confused 

with it every single time too. What that's really asking is: Are you providing active supervision skills to 

your students? Well, with the level of needs of our students, you better believe we have eyes on all the 

time from at least two or three different staff. There's always someone around there. But our staff 

didn't understand that. What they were asking for and what they were saying on this was, "I'm not 

receiving the supervision that I'm looking for." Very, very honest thing. It's a good opinion, good 

feedback. So, what do we do with that? We decided to have a little bit of a initiative, where we were 

asking our supervisors, based on the staff matrix that we talked about earlier, pick a topic, and each 

time, we were gonna look and focus on, staff members, are you demonstrating this specific point of our 

staff matrix? And if they were, we were gonna give them a ticket. And if they were, it would go into a 

raffle. We would do all these different drawings, stuff like that. This is why our staff were feeling the way 

that they were. As you can see, our number of tickets from our supervisors was dropping consistently 

throughout. And it's still something we're working on. Now, some of the things that we're doing 

currently with our district leadership, we're hoping to correct some of these as we move forward. It's 

always a problem. Staff buy-in? Yeah, it's really tough, especially saying ... We've done a lot this year 

about the difference between what is saying, "I'm all for PBIS," and what is showing, "I'm all for PBIS." 

And it is much different. But one thing that's great from this is, despite all the feelings that the staff 

were having, our rewards system, our students, our inner things remain consistent through this entire 

time. All right. I said I want to talk about this a little bit. I'm gonna talk about it a little bit. This is the K 

through 9, the building that I work in, our points sheet. A couple things that we really focus on, you'll see 



that there is separation here between one spot and the same spot for the same time slot. That's 

because we want both of our students to be able to grade themselves on a 0 to 2 scale for each one of 

those: Be safe, be respectful, be responsible, as well as the staff. We want them to have that 

communication there of, "I feel that I got this. You feel that I got this. Why are we not on the same 

page? Or, why are we on the same page?" This below here, you guys have -- some people have ODRs. 

We decided ... We call them behavior reports because in our building, we don't really have an office. The 

majority of our behaviors are managed within the classroom staff, so we don't send -- we don't really 

have someone who is considered a principal. We don't send kids to the office to deal with the principal. 

It's all classroom managed. So we -- our staff was saying, "Oh, my gosh. Please do not give us another 

paper to fill out." So we got the point sheets. We've got the behavior reports. We have all these 

different things. They were asking for us to not give 'em more. Well, we gave 'em more, but we gave 'em 

less paper because we actually added our behavior reports, or ODRs, right to our point sheet. It's 

another way of both of our students being able to recognize, "Yeah, I mean, this happened. This was a 

major behavior. This is what staff is seeing. This is what they're thinking." So that's right on there. And 

that goes into our SWIS system at the end of the day, goes over to staff. Now I was always struggling if I 

was gonna keep this one -- this slide on the presentation or not. This is from SWIS, and I just think it's 

funny. It'll kind of put things a little bit in perspective. This is our numbers, basically. Don't pay attention 

to the "after March." It didn't make it in. But November is when we got SWIS. Before then, October and 

September is when we were putting it in manually through our own Excel spreadsheet sort of thing. But 

if you look at February, now you're looking at 26 referrals per day. Well, in February, we were averaging 

... Our daily attendance was 85 students a day. So that kind of puts it a little bit into perspective, the 

level that we were having. And, oh, yeah, and we don't do minors in our school. We just can't. I mean, if 

I had, for every single time somebody said a curse word, if I was writing 'em up, we would be going 

through so much paperwork it wouldn't be manageable. So we focus specifically on the major behaviors. 

I wonder if it's 'cause I'm holding this, but I ... Does that sound really bad to you guys? Can you hear that 

crackling? So this was our spring info. We just wanted to kind of show again, this is our most recent. 

Despite everything that happened, all these changes that we've gone through this year, both with losing 

staff and switching staff, really - I don't think I said it before - it was 1/3 of our staff was the same staff 

that were in the building the year before. One-third was transferring staff, and 1/3 was all brand new 

staff. So on both sites, it was only 1/3 of our population that had been there the year before. But, yeah, 

again, you'll notice the consistency. We're talking 76 at the beginning of the year and 76 at the end of 

the year, even after we lost all this additional staff. Some people say, "Eh, it's not great." But you know 

what? I'll take it because we were consistent. Through everything else, through all of our systems that 

we put in place, through all the keeping  those foundations of our lesson plans, of our point sheets, of 

our reward system, everything being consistent the way that it was allowed us to remain consistent 

throughout the entire school year, despite all the changes. Sorry. I had notes here, and I just completely 

have forgotten them and left them out. But, yeah. A-ha! Going back a little bit to what I was saying 

before, every year is the worst year ever. I mean, they always say, every single year, "Oh, my gosh. This 

is the worst. It's never been this bad before." But, again, the proof is in the data. 

>> Data. 



>> As we saw before there ... Oh, thanks, guys. So, yes. The proof is in the data ... 

>> Data. 

>> That as much as we all said, "Oh, my gosh. This year was the worst ever. Look at all the things that 

have happened to us," it's been consistent. You can say that it's the worst year ever, but if you can't 

prove it, it wasn't. All right. Right. Sorry. I clicked. 

>> That's okay. 

>> It's really hard to follow Ken. I have that kind of energy. It just doesn't come out the same, I guess. 

And all the stuff I have to talk about is never as exciting as data. 

>> Data. 

>> Who got a little better than that? All right. So in closing, I just kind of want to review some of the 

things that we talked about. Now, Melinda came up and talked about the transparency. And I can't say 

enough how important we have found that to be, is that we all know that the staff that we work with, 

they're always very cautious about trends. Okay? It's something new every year. And like I started at the 

beginning, conferences are really dangerous. And their feeling is that somebody went to a conference 

one day, and they heard about this PBIS thing, and it sounded really cool. And let's give it a try. And it's 

not gonna work, or it'll work for a little while, or I'll kind of do it. But when you're transparent about why 

you're doing it, and you're transparent about what it's going to do for you, and the students and your 

program, and you're especially transparent at the things that aren't working, there is no room for them 

to be as cautious as they were before. There's no room for them to be as pessimistic or as negative 

because you're owning it, and you're talking about it openly, and you're moving forward. We stood in 

front of our staff how many times this year, and we said we weren't sure we were going in the right 

direction. We own that. Our mistake. Let's move forward. And I think that our core teams have grown 

because of that because people want to be part of an honest group that tells the truth about what we're 

trying to do, how to do it, and we're real about the challenges in it. If we stood in front of staff and said, 

"This is always going to work. And as soon as you fill out the point sheet, or as soon as you give a 

reward, you're never gonna have a problem with that student again," they wouldn't buy it because it's 

not true. It's a process. It is not a blueprint. We need our trials and our errors. A lot of people say you're 

going through too many changes. Well my slide ... I'm not really good at PowerPoint either, but it's 

backwards. So there you go. Instead of thinking, "We're going through too many changes to follow 

through with PBIS right now," the truth is really that when changes are occuring, you're really wasting 

your time not going through PBIS because it's what's going to anchor you. You can't float away if you 

have PBIS holding you in place. That doesn't mean it's not going to change. That doesn't mean that you 

don't have to change it. But keep it there, and it's gonna get you through some of those changes. We're 

definitely proof of that. Be transparent. As Randi said, you prepare and you plan because when you start 

to lose hold of things, when that paperwork gets out of control, or that staff member that you never 

expected to leave left, or a coach leaves, if you have prepared, and you have planned, it's not about the 

individual person. It's about the program. As Randi said, when we have our calendars of activities set up, 

then we're not letting the kids down by saying, "Oh, we didn't have time to do something fun in March." 



It was already planned. It's already there. It's on its way. So you're not worrying about all those bumps in 

the road holding you back from what the kids actually need from you. And of course, data ... 

>> Data. 

>> Is your ally. It's very scary. I'm not a math person. I don't get it. That's why we have Ken doing it. 

Melinda does it in our building. But it says something. And the most important message about that to 

take away is that it's not emotional. Change is emotional. The kids can make you emotional. Right? I 

mean, I have certainly left crying or banging the steering wheel. Okay? But when I think it was the worst 

day ever, then I know that it wasn't because at the end of the week, when we see all the tickets that are 

in the bin, and we see all the prizes that we give away or all the kids that were able to participate in the 

staff versus student basketball game, maybe it wasn't that bad. So that is what helps you stay 

emotionally detached when you need to because change does make you very, very emotional and 

exhausted. That's our contact information. We are gonna take some questions, but before we do that, 

we referenced a lot of different forms and point sheets. We have a staff-to-staff acknowledgment 

program called a Caught Ya card, and we have a lot of information up there with some goodies from 

Wesley Spectrum for when we're done. But we'll definitely open up to questions if anybody has any. Go 

ahead.  

>> Could you talk a little bit more about how the daily reports, the point sheets, are totaled up at the 

end of the day? 

>> Mm-hmm. 

>> I think you mentioned it happens in the last period. 

>> The question is, "How are the points and the daily rewards done at the end of every day?" because it 

can kind of seem kind of daunting. 

>> We do have ... It's called Choice. So eighth period every day, our kids get -- at the end of the day, they 

tally up the point sheets. They can get 66 points out of their day. And each level has options that they 

can use. So if they only make 45 points, they might be allowed to go on the computer or go outside. If 

they only make 35, they might be at their desk or building center. So it's just added up in the classrooms. 

We also then track it in ... We have a thing called the Connection, so we track it on, like, our Connection, 

like, through ... Everybody can look at the points, and we can pull them for, like, weeks.  

>> Is that the online ... 

>>Yeah. I mean, we developed that over ... 

>> Is that free, or you did it? 

>>We -- our program developed it, so Wesley. 

>> But it's not ... It's something that our IT department kind of developed for us, but it is something that, 

really, you could. I mean, what it does is it just does basic math. It does the tabulating for us, and it 



keeps a record of it. You really could do the same thing with an Excel spreadsheet over time. We just 

had it set up so that it's made so that it'll be quick access for our teachers, but still, at any point, 

anybody in the building could pull the information if they wanted to. It's something, I mean, I  guess it's 

a little bit different because we had it developed for us, but it could be done in many other ways. 

>> They just put their total in every day? 

>> Yeah. 

>> No, they put it for each period. 

>> Well, you could do it ... Right. You can have a total of six for each period. 

>> Okay. 

>> Period ... 

>> And it'll go in for ... Right. 

>> In the high school, we do it a little bit differently. We're not as high-tech as the K through 9 building. 

The homeroom staff is responsible for filling, I mean, they fill out the point sheet every period of the 

day. And then the homeroom staff tally it up, and they keep it in, like, a point bank on a bulletin board in 

their classrooms. And then at the end of the week, for our incentive ticket, if they've earned 85 percent 

of their goal, or 80 percent of their goal, then they get this ticket entered for a raffle. But they also use 

those same percentages to participate in the incentives on Fridays as well. 

>> Quick question. 

>> Any other questions? 

>> You're an  alternative school, right? So, you have kids coming in and out after 45 days? 

>> Yes. We have ... 

>> So, how does that work with shifting kids in classes?You know what I mean? So he'll be in, and then 

pulling them back to their home district after 45 days or something, right? 

>> That's another thing that we found that PBIS has really sustained that change over. Not only does our 

staff change over a lot, but, yes, those kids are always rotating in and out. And we also have an acute 

program, where the kids are only there for maybe 15 days. All of our kids are held to the same 

expectations. That's where we were talking about that universal. That is the level of implementation 

that we are working on. So it is a little bit harder to try to make a system work for kids that are kind of 

transient, and not all high school kids want to carry a point sheet. I don't know if you know that or not. 

But so sometimes that's an issue. But whenever they see the rewards that they can get with it, then it 

truly makes something motivating for them. 



>> We also haven't ... We work closely with the school districts, so at times, those kids sometimes go 

back to their school with that point sheet, and it kind of guides them with what was working at Wesley. 

>> Did that answer it? Did that answer your question? 

>> Yeah, kind of. I'm just trying to wonder ... I'm trying to envision a charter school for a first-grader. You 

know? I mean, a Tier 3 first-grade kid. I'm just trying to get my head around that. 

>> You can come visit any time. There's a whole classroom of them. 

>> Yes? 

>> I saw on the one slide that you had "Teacher of the Week." How do you decide that? 

>>The "Teacher of the Week," we have a staff member that goes around with a student, and they go to 

each classroom, and they nominate a teacher of the week. >>The students do? 

>> So the students do for our K through 9 building, and then that, at the core team, the subcommittee 

meeting, they do the tallying and the data for that. >>Something that we found during the staff launch 

in what is now the high school was that the staff were really looking for a way to acknowledge one 

another. So we started a process of Caught Ya cards, and it's basically post cards that we keep in our 

office. And if a staff member notices something that another staff member did, or they helped them out, 

they write them a card. And quite simply, at the end of the week, we take the stack of cards, we mix 'em 

up, we pull one out, and they become the staff of the week for the following week. And with that, they 

get the bragging rights, their names up on a bulletin board. They get to wear jeans for the week, which is 

a big deal. I'm hearing that's a really big deal across the state, so that's great. And we also have a 

designated parking spot that has a sign up that says, "Staff of the Week." And I think with all the new 

staff, I don't think they understand the significance of it, but it used to be our director's spot. It's where 

she parked every day for years. And so she said, "Okay, well," two years ago when we started that, "I'm 

gonna give up that spot. We'll put the sign there." We painted a paw print on the ground because that 

was our mascot, our sports mascot. So we make a big deal of it. 

>> So, it's not a week in the Caribbean then? 

>> It's not a week in the Caribbean. If anybody knows of any grants that might help with that, we're 

open to it. 

>> Just kind of going off of that, if anyone's curious to how we got 95 percent of our staff to participate 

in subcommittees, meetings after work ... Food. We waited -- we told 'em, we said, "Join a 

subcommittee. If we can get a certain percentage of staff to join the subcommittee, we will provide a 

lunch." And then what we didn't tell them was we wanted to wait a few weeks of participation in the 

subcommittees before we said if you joined or not because signing your name on a piece of paper is 

saying you bought into PBIS, but it's not showing you buy in to PBIS. So after we waited a couple weeks 

of seeing participation, that's when they got their reward, and that's when it was, "Ah, yeah. I can keep 

doing this. I've already been doing it for three weeks already." Any other questions? Yes? 



>> Are you Sanctuary certified? 

>> Are we Sanctuary certified? 

>> Just the language that you're talking about, core team and stuff like that, I had communication 

throughout the day and yesterday, and a lot of people talked about [INAUDIBLE], that they work well 

together. 

>> I -- we are not Sanctuary certified. Some of the things that they do, we also do do. I went to one of 

those presentations too, and they talked a lot about sanctuary rooms. We, actually, at the K through 9 

building are kind of ... Both buildings have worked on, in the K through 9, we call them be-chill corners 

of classrooms and a-la-chill corners in the high school, and we are actually working on be-chill rooms 

specifically in the K through 9 building, which is the same sort of ... the way they had to set up their 

sanctuary. So there are some similarities, but we are not certified Sanctuary. 

>> We're recovering resiliency-based, so, and highly therapeutic, and it kind of blends itself together. 

Other questions? 

>> Specifically at the secondary levels 'cause I teach eighth grade, I was wondering what rewards you 

have found that work that are actually incentives because the kids want to reach them, besides getting a 

certain number of points, but what sort of activities ... 

>> Mm-hmm. The question is, for the older students, what kind of incentives do we find that work, that 

they'll buy into. Oddly, we found that it's very similar with the younger kids and the older kids. It's just a 

matter of how you sell it, and they'll buy it. But we do find, what with wellness, we're really limited with 

the amount of food that we can offer. So when we do that sparingly, I think that I have heard that for 

the last two days as well, is that that's a huge deal for students, especially older students. They want 

food. So we can do that sometimes, but staff versus student basketball games. We've done movies in 

our gym, where we've had a real popcorn machine come in and dances, things like that. They want to 

feel like, for our population, they want to feel like typical students, and we offer them the opportunity 

to do that. But we also have a saying within our programs, "Never underestimate the power of a pencil." 

When you give a high school student a pencil because they've done something well, they appreciate 

that, as well. They're less likely to spend their points on it. They would like to buy basketballs and 

skateboards and things like that, and we do do that. But activity-wise, they just want to be reinforced. 

They want to be given opportunities that they wouldn't otherwise have.  

>> One of the opportunities, activities that we did that is my all-time favorite this year, and I'm a little bit 

biased ... I will preface it by saying please don't all walk out. I am a Patriots fan. We did -- we had a big 

Super Bowl extravaganza this year, and we created a paper football that, if standing on top, was about 

this tall. And we had it set up in our gym, and it was the easiest thing. Really, we just split our kids. Okay, 

you're this side. You're this side. You're this side. You're this side. And they took turns kicking the paper 

football across the gym, trying to land it on a line. And that went on for an hour and a half of kids that 

are loving it, taking turns one at a time, getting back in the line to kick a paper football. We had a reward 



if they made the touchdown, and they were the most excited they ever were. But, yeah, that was my 

favorite. 

>> What was the air pressure in the football? 

>> All right. I'm being told that I think we're done on that note. You can all leave, especially whoever said 

that. Thank you very much, guys. We will be up here to answer anymore questions. 

>> Thank you very much for your presentation. And the code for today is ... 

We will be up here to answer any more questions. 

Thank you very much for your presentation. 

And the code for today is ... 


