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The purpose of this project is to develop a white paper to implement policy changes to assist in closing the achievement gap under the No Child Left Behind Act in the state of Pennsylvania.

Under the No Child Left Behind Act (2001), schools and districts are required to use a federal government approved assessment instrument to measure the achievement of students in grades 3 through 8 and in one grade between 10th and 12th by 2005-2006.  This data will be analyzed by different groups of children:  poor students, ethnic and minority groups, those with disabilities and those with limited English proficiency. Due to this factor, the high achievement of certain groups of children can no longer mask the low achievement of other groups of students in the school, district and state.  By 2014 all students, regardless of socioeconomic status, race, ethnicity, disabilities and proficiency in English must achieve proficiency in math and reading (NCLB, 2001).   
The 2001 report “It Takes More Than Testing. Closing the Achievement Gap.  A Report of the Center on Education Policy” addresses the achievement gap between students in today’s schools.  This report states the following:
· African American and Hispanic students score significantly lower than white and Asian students.

· The achievement gap is present before students enroll in school.

· History has demonstrated that all subgroups of students have improved levels of achievement.

· Lower achieving students of various subgroups must improve at a faster rate than high achieving students in order to close the gap.

· The gap is not due to differences in innate ability.

· Although differences in family income contribute to the gap, it does not clearly explain it.

· A variety of factors (home, school, community) seem to contribute to the gap.
The National Assessment of Educational Progress (NAEP) has been instrumental in assisting state policymakers in evaluating the progress of the nation’s schools.  Since the passage of No Child Left Behind (2001), accountability is in the forefront more than ever before nationwide.  The state of Pennsylvania has put several efforts in place as a committed effort to reduce, or eliminate the achievement gap exposed by the results of the National Assessment of Educational Progress. It is important that policymakers look closely at the tools being offered to school districts and modify existing policy or create new policy that will allow schools to use these tools most effectively.  These tools include:
Getting Results! – Pennsylvania’s Voluntary Framework for School Improvement Planning which outlines four high-leverage practices: quality teaching, quality leadership, artful use of infrastructure and continuous learning ethic.  The planning sequence includes data, design, delivery and documentation. This framework emphasizes data collection and analysis beyond PSSA and AYP reports and helps to align curriculum, assessment and instructional practices at the school, district and state level.

Leading for Learning – This is another framework, similar to Getting Results! for use at the district level. This planning tool can be used for Title 22, Chapter 4 Plan; Title 1 Plan; NCLB Plan; Special Education Plan; Educational Technology Plan; Act 48 plan.

Project 720 – This is a voluntary project to address research-based school redesign at the secondary level.  The goals of Project 720 include:   increasing  rigor of educational programs, enhanced post-secondary access and credentialing for increased number of students, and producing productive citizens.

PAGE 1 – This three year effort is an ambitious response to closing the achievement gap in Pennsylvania.
In addition to the above frameworks, the following tools are available from the Department of Education to assist schools in preparing students for the PSSA:


Assessment Handbooks


Accommodations Guidelines


Item Banks


Item Samplers


Assessment Anchors


Adopt-An-Anchor


Anchors In Practice
State policymakers have an obligation to assist districts in moving forward in closing the achievement gap.  It is hoped that with the recommendations outlined in this report, policymakers in the state of Pennsylvania will evaluate current resources and supports offered to school districts as well as create new policy to close the achievement gap in the state of Pennsylvania.  While it is necessary, testing and accountability alone will not eliminate the achievement gap. Policymakers can assist districts in closing the gap by reviewing existing policy or creating new policy based on what is currently known about the achievement gap. In addition, policymakers have an opportunity, and obligation to assist districts in utilizing the tools put forth by the Pennsylvania Department of Education.  For the purpose of this paper, recommendations for policy change will reflect the high leverage practices outlined in the Getting Results! Framework of the Department of Education. These include quality teaching, continuous learning ethic, artful use of infrastructure, and quality leadership.
Quality Teaching and Continuous Learning Ethic
There are many factors that appear to make the difference in closing the achievement gap.  Among them, one of the most critical indicators of how students perform is the competence of the teacher.  Recent studies in Texas and Tennessee indicate that the effect of quality teaching outweighs other school variables in the success of closing the achievement gap (Ferguson, 1991). High quality teachers in each classroom can positively impact student performance even when students come from struggling family backgrounds (Sanders and Rivers, 1996).  
Currently, policymakers are moving swiftly to raise academic standards and holding schools accountable for improving student performance. It is clear however, that policymakers need to place more emphasis on strategies to close the gap rather than focus exclusively on standards based reform and the consequences of high stakes testing. Research has already identified strategies that can narrow or possibly close the achievement gap (e.g. improving teacher preparation, equitable distribution of resources) (Kober, 2001).  In the 2001 report of the Center of Education Policy “It Takes More Than Testing to Close the Achievement Gap” several trends, findings and policy options were derived from a comprehensive review of studies and test data. Also, the results of the Teacher Quality and Supply Project put forth by the Education and Policy and Leadership Center identifies key issues that could assist policymakers in ensuring Pennsylvania has a qualified teacher in every classroom. 
     In addition to high quality teachers, the role of a continuous learning ethic staff and personnel professional development is critical to promoting student performance and to eliminating the achievement gap.  Consistent with research findings, a continuous learning ethic should help foster a culture of:  (1) evidence-based collaborative practice, (2) continuous professional learning, and (3) collaborative professional accountability.

In order to enhance student performance and eliminate the achievement gap, all educators must realize that conditions that improve learning in school and out of school are intertwined (Barton, 2004).  Paul Barton (2004), in his recent meta-analysis of factors perpetuating the achievement gap, stated that 14 factors correlated with student achievement as listed below:

Before and Beyond School

   -    birth weight

· lead poisoning

-     hunger and nutrition

· reading to young children

· television watching

· parental availability

· student mobility

· parent participation

In School

· curriculum rigor

· teacher experience and attendance

· teacher preparation

· class size

· technology-assisted instruction

· school safety

Barton (2004) further states: “Achievement gaps mirror inequalities in these aspects of schooling, early life, and home circumstances that research has linked to school achievement…Clearly both school and non-school factors underlie the achievement gap.  Research has not established the degree to which action on one particular front can narrow a gap that was created on another front.”

 The focus of this section is to identify current research and strategies available for placing a quality teacher in every classroom.  In addition, this paper serves to outline steps that policymakers can take to ensure that school districts are equipped with the supports and resources needed in order to make this happen.  These strategies will focus on the following: teacher preparation programs, teacher certification/induction, intensive and ongoing, research-based practices, monitoring of student progress and professional development.  

Teacher Preparation Programs
According to a survey, 91% of superintendents rated new teachers as good or excellent but many continued to have concerns that new teachers lack critical skills (EPLC Teacher Quality and Supply Project, 2003).  Areas of need outlined in this study include standards based instruction, integrating technology into curriculum and instruction, working effectively with students with disabilities and teaching reading effectively.  

 From this survey put forth by EPLC, one may conclude that supports need to be put in place for a greater contribution of higher education in the development of these skills.  While it is understandable that a first year teacher will have to further refine skills once in the classroom, college preparation programs need to re-evaluate their course syllabi to include a greater emphasis on research-based effective instructional practices, monitoring student progress and making instructional decisions based upon data.  It is critical that student teachers work under a cooperating teacher well versed in these skills as well.
Although the No Child Left Behind Act requires that all teachers in core academic subjects be highly qualified by the end of the 2005-06 school year, many states have a long way to go in aligning their certification regimes with No Child Left Behind.  Research has demonstrated that the verbal ability and content knowledge of the teacher clearly impacts student performance (Secretary’s Annual Report on Teacher Quality, 2002). The Federal Government has already put several bold initiatives in place as a commitment to improving teacher quality (Teacher Quality State Grants, Reading First, Troops to Teachers and Transition to Teaching).  In addition to supports that have already put in place to ensure a high quality teacher in every classroom, policymakers need to focus more specifically on Pennsylvania’s teacher preparation and certification programs and evaluate their effectiveness. Some alternatives follow:  
Alternative Routes to Certification –  Program to streamline the process of certification to move qualified candidates into the classroom on a fast track basis. Individuals interested in teaching would have to pass the same certification/licensure exams without having to complete much of the coursework in education philosophy or methods, pedagogy, practice teaching, etc. thus enlarging the pool of qualified teachers.  Often, these teachers are provided with additional support once in the classroom.
Troops to Teachers – This program provides financial assistance and training to retiring military personnel and helps to place them in local schools.  

Teach for America - A nationwide organization which recruits individuals that do not have formal backgrounds in education to teach in urban and rural schools in great need of highly qualified teachers.

Teacher Induction

Pennsylvania is only one of eight states that require but do not fund induction programs for first year teachers (Education Week, 2003).  In the absence of state support, the intensity and quality of teacher induction programs may vary greatly. Policymakers should consider increasing funding to support the mandate of teacher induction.  With this increased funding support, districts would be held accountable for the quality of their teacher induction programs.  Requirements of the induction program could be more stringent, possibly expanding the one year induction into a two year program.  An individual needs assessment could be required for each new teacher and an intensive training plan put in place by the mentor and chosen administrator.  A mechanism for ensuring that the new teacher is using and refining newly learned skills in the classroom and seeing positive student outcomes is critical.  Also, new employees and mentors must have the time available to meet regularly and observe each other’s teaching.  With a sound state funding source, districts could hire substitute teachers or adopt special programs for the students to participate in while the new and mentor teacher meet to discuss student progress, effective instruction techniques and continuing education needs.

Progress Monitoring/Effective Instruction

All teachers should be using research proven instructional practices in their classroom. As part of being an effective instructor, teachers need to measure the progress of their students on a regular basis, analyze the data and make instructional decisions based on the data. Progress Monitoring is a process that involves collecting and analyzing data to determine student progress and making instructional decisions based on the review and analysis of student data. Monitoring student progress is an effective way to determine if the instruction being delivered is meeting the needs of the student.  Progress monitoring benefits all those involved in the process.
Teachers are able to make sound decisions about the instruction being delivered to the student(s) based on objective data not opinion. 

Parents are kept well informed about their child’s progress with specific information about how their child is responding to instruction.  

Students know what is expected of them.  They receive specific feedback about their performance along the way instead of only at the end of the marking period.

IEP Team has the data based information needed to:

· Determine current instructional levels, 

· Write measurable annual goals and objectives, and 

· Determine if the student still meets eligibility for special education AND still needs specially designed instruction.

One of the main purposes for collecting progress monitoring data is to make decisions about instruction.  After data has been collected, an evaluation of data must occur to determine the effectiveness and efficiency of instruction.  Data is also evaluated when reviewing/revisiting an IEP and at the beginning of the reevaluation process.
The Pennsylvania Training and Technical Assistance Network has worked collaboratively with university experts to put forth a training series which focuses on measuring student progress in oral reading fluency and math outcomes.  This type of training should continue at the school level, along with Intermediate Unit assistance if needed, to ensure that all teachers are effectively measuring student progress and making sound instructional decisions based upon that data.  
Professional Development


Under Act 48 of 1999, teachers must complete the following every five years in order to keep their certification active:

· Six college credits; or

· Six credits of continuing professional education programs; or

· 180 clock hours of continuing professional education programs; or

· Any combination of collegiate studies, continuing professional education programs or learning experiences equivalent too 180 hours

Anecdotal evidence suggests that professional development is often offered even if it does not match what skills all teachers need to learn (Flowers, 2004). This type of “fly by” training may not meet specific teacher needs, or provide teachers with the ongoing, intensive support that could lead them to take ownership in learning new skills, thus, improving student outcomes.  Policymakers should create policy that provides school districts with greater flexibility in how professional development is delivered to their staff.  Time should be spent undertaking a comprehensive needs assessment for district staff, as a “one size fits all” model is not as effective as targeting specific teacher needs.  

 Data needs to serve as the core understanding of any form of professional development related to a continuous learning ethic.  For the purpose of this paper, the author will equate the PDE’s Continuous Learning Ethic and its subculture as a component of a well-conceived staff development plan.

   According to the National Staff Development Council (2002), a well-conceived staff development plan must contain the following:

· results in an evaluation with more integrity, greater usefulness, and more value

· ensures that the program’s goals and objectives are clearly defined

· has a clear, logical theory of change

· guides the collection of relevant performance data

· increases the likelihood of producing results for students

Linking the work of Paul Barton to systematic staff development, the National Staff Development Council (NSDC, 2001) further delineated Standards for Staff Development related to Context, Process and Content.  The author believes the NSDC standards should be the benchmark for all Pennsylvania schools in increasing student performance and eliminating the achievement gap.  The NSDC Standards (2001) for context, process, and content are listed below:

Context Standards

Staff development that improves the learning of all students:

· Organizes adults into learning communities whose goals are aligned with those of the school and district. (Learning Communities)

· Requires skillful school and district leaders who guide continuous instructional improvement. (Leadership)

· Requires resources to support adult learning and collaboration. (Resources)

Process Standards

Staff development that improves the learning of all students:

· Uses disaggregated student data to determine adult learning priorities, monitor progress, and help sustain continuous improvement.  (Data-Driven)

· Uses multiple sources of information to guide improvement and demonstrate its impact. (Evaluation)

· Prepares educators to apply research to decision making.  (Research-Based)

· Uses learning strategies appropriate to the intended goal. (Design)

· Applies knowledge about human learning and change. (Learning)

· Provides educators with the knowledge and skills to collaborate. (Collaboration)

Content Standards

Staff development that improves the learning of all students:

· Prepares educators to understand and appreciate all students, create safe, orderly and supportive learning environments, and hold high expectations for their academic achievement. (Equity)

· Deepens educators’ content knowledge, provides them with research-based instructional strategies to assist students in meeting rigorous academic standards and prepares them to use various types of classroom assessments appropriately. (Quality Teaching)

· Provides educators with knowledge and skills to involve families and other stakeholders appropriately. (Family Involvement)

When isolating the key concepts addressed in the NSDC standards, it is easy to identify critical strands which are rooted in the effective teacher and effective schools research and which are also consistent with the “what works” emphasis of PDE


-learning communities
-evaluation


-collaboration


-leadership


-research-based

-equity


-resources


-design



-quality teaching


-data-driven


-learning


-family involvement

   In order for Pennsylvania Schools to make staff development a critical priority, a paradigm shift in evaluating staff development needs to occur as related by the NSDC’s Authentic Task Approach Team (2003) as described below:

               FROM                                                                     TO

Externally driven and designed                                Internally driven and designed

Summative evaluations only                                     Planning, formative and summative 

                                                                                  evaluations

Event-based                                                               Program-based

Looking for answers/solutions from others              Discovering or creating solutions

                                                                                   and alternatives with others

Feared                                                                        Embraced

Filed/Shelved                                                             Used

Done as an afterthought                                             Planned from the beginning

Documentation                                                          Evaluation

Process-focused                                                         Results-focused

Presentation of results                                                Reflective dialogue

   The author contends that one of the most critical decisions a school district makes is the teacher they hire.  As stated on page two of Head of the Class:  A Quality Teacher in Every Pennsylvania Classroom (Education Policy and Leadership Center (EPLC, 2003)…”Having high quality teachers, especially consecutive high quality teachers, can close the achievement gap between disadvantaged and non-disadvantaged students”
The EPLC Study (2003) further states that selection of quality teachers for Pennsylvania school districts must reflect the research on quality teachers:

   -content knowledge

   -pedagogical knowledge and skills

-verbal ability

-successful …

   Based on sound hiring practices, Pennsylvania school districts, individual schools, and school leaders can better implement the six key factors for successful staff development as recommended by Breaux and Wong (2003):

           -Form:  Teachers learned more in teacher networks and study groups that with 

             mentors or in traditional classes and workshops.

          -Duration:  Sustained, intensive programs are better than shorter ones.

          -Collective Participation:  Activities designed for teachers in the same school, 

            grade, or subject area are better than programs that target groups of teachers 

            who do not work together.

         -Content:  Programs that focus on how to teach and also what to teach – content

           knowledge – are key.

         -Active Learning:  Teachers need to observe and be observed, to play for class-

           room implementation, to review student work, and to be involved in cohort 

           groups where they are actively writing, presenting, and leading.

        -Coherence:  Teachers need to perceive professional development as a coherent

          part of other activities at their schools, such as meeting state standards or

          adoption of new textbooks.

   Collaborating with colleagues to improve student learning serves as a powerful process in creating a culture of continuous professional learning.  Students who have several effective teachers in a row make dramatic achievement gains, where those who have two ineffective teachers in a row lose significant ground (Hamushek, Kain & Revin, 2001; Sanders 1996).  Equally as significant, as a teacher’s competence improves, lower achieving students achieve higher (Sanders, 1996).

   Districts, which provide effective induction and subsequent mentoring programs, over a minimum of a three-year period, establish the foundation for continuous professional learning.  It also creates the framework for an attitude for continuous improvement referred to as “workplace ethic” as noted by Costa and Kallick (2000).  Workplace ethic promulgates an attitude of:
      -self-direction

      -higher quality performance with self-assessment

      -self-management

      -self-modification for continuous improvement

   In addition to the “attitude of can” developed through the workplace ethic, effective induction and mentoring programs also help shape the role of the teacher as defined by Allan Collins and John Seely Brown in Farnham-Duggory’s (1990) book,

Schooling:  The Developing Child.  Colllins and Brown define the roles of the teacher as listed below:

     -modeling

     -coaching

     -scaffolding and fading

     -articulating

     -reflecting

     -exploring/modeling risks

   The research of Breaux and Wong (2003) further validated that districts which utilize effective induction and mentoring programs produces effective teachers and concludes the following:

      -The era of isolated teaching is over.  Students thrive when teachers and school

        leaders work together in strong professional learning communities.

      -Teachers thrive when they feel connected to their schools and colleagues.  They

        want more than a job.  They want to contribute to a group, to make a difference.

      -The trademark of effective schools is a high-performance culture, in which all 

        teachers take responsibility for the learning of all students.

     -Teachers remain with a district when they feel supported by administrators and

       have strong bonds of connection to a professional learning community that has,

       at its heart, high-quality interpersonal relationships founded on trust and respect.

     -Administrators, staff developers, and teacher leaders must have the knowledge and

       skills to direct a results-driven, collaborative culture that is part of every teacher’s

       workday.

   The research of Covey (1996), Drucker (1992), Senge (1990), Handy (1995), Fullan (1993), Darling-Hammond (1996),  Joyce and Showers (2002) and Dufour and Eaker (1998) catapulted the concept of the learning organization and professional learning community.  This movement continues to have tremendous implications for professional growth models for all educators.

   Dufour and Eaker (1998) describe the characteristics of the Professional Learning Community as follows:

1. Shared mission, vision, and values

2. Collective inquiry/team learning wheel

3. Collaborative teams

4. Action orientation and experimentation

5. Continuous improvement

6. Results orientation

   As the research continues to validate that improvement in the performance of an individual teacher is enhanced by the capacity of the development opportunities of the organization to solve problems and continually renew itself, professional learning communities should continue to grow.  As cited by Killian (1997)…”as districts become involved in designing new training programs or areas such as team building, conflict management, and consensus decision-making, they become aware that they were no longer just doing skill building for individuals, but we were changing the capacity of the organization to do its work.” (Dufour and Eaker, 1998).
   Killian (1997) further stated that staff development must focus on the individual and the organization simultaneously – the intertwining of individual and organizational development.  “How do we develop the capacities of individuals who are the organization so that the organization will do what we want it to do?  The image that we have is that the organization is its individuals, and the individuals must exhibit the values, skills, and knowledge that we want the organization to be known for.  Those two things must work simultaneously.”

   Collective and personal professional accountability is best achieved when it is recognized that adults learn in different ways, therefore, professional development should be differentiated.  As discussed earlier, professional development is best when based on analysis of an organization’s needs and the choice individuals make to strengthen their skills in support of the organizational goals.  Examples of professionally based options could include:

          -whole group instruction

          -reading groups

          -independent study

          -study groups

          -action research teams

          -regularly scheduled sharing of learning sessions

          -independent study correlated to a work group

   Examples of ways to provide time for differentiated staff development could include:

          -arranging teacher schedules to create common planning time for study groups, 

            research teams, and for sharing experiences with specific instructional strategies

          -using faculty meetings for professional development

          -holding breakfast colloquiums  

   Where Pennsylvania school districts model the tenets of a continuous learning ethic, the critical match between learning processes and the goals of staff development is more successful.  This important change will have a profound impact on improving student achievement and eliminating the achievement gap.

   If we are serious about closing achievement gaps, major shifts in professional attitudes and development must occur.   Sparks and Horsch (1997) provides a reflective linchpin for all to consider.


-individual development to individual development and organizational

             development


-from fragmented, piecemeal improvement efforts to staff development driven by

             a clear, coherent strategic plan


-from district-focused to school-focused approaches to staff development


-from a focus on adult needs and satisfaction to a focus on student needs and


  learning outcomes and changes in on-the-job behavior


-from turning away from the job as the primary delivery system for staff

             development to multiple forms of job-embedded learning


-from an orientation toward the transmission of knowledge and skills to teachers


  by “experts” to the study by teachers of the teaching and learning process


-from a focus on generic instructional skills to a combination of generic and


  content-specific skills

-from staff developers who function primarily as trainers to those who provide


  consultation, planning, facilitation, and training


-from staff development from few to staff development as a critical function and


  major responsibility performed by all administrators and teacher leaders


-from staff development directed towards teachers as the primary recipients to


  continuous improvement in performance for  everyone who affects student


  learning


-from staff development as a “frill” to staff development as an indispensable


  process which schools cannot hope to prepare growing people for citizenship


  and productive employment

Quality Leadership 
In “Getting Results” quality leadership is defined through four categories:  instructional leadership, organizational leadership, personal leadership and public leadership. Committed and capable leadership for public education always has been critical.  Effective leadership sets the tone and conditions for schools to serve children well and facilitates their efforts to do so.  Demographic, social and technological changes are producing unparalleled challenges for states, school districts, schools and the individuals charged with managing them.  This is especially true regarding the achievement gap.

This collision of forces requires dynamic, well-trained, talented leaders willing to forge ahead in spite of the odds, and capable of inspiring the countless others working to educate this generation of children.  It requires leaders who understand the social, economic and political forces that influence education; who are committed to fresh ideas and solutions and willing to take risks to implement them; and who have a 21st-century view of education management.

(2004 Education Commission of the States) 

What is needed is a redefinition of effective leadership and a redesign of how we prepare and develop education leaders.  With education at the top of the national agenda, the time is ripe for this change.

Instructional Leadership – Instructional leadership must command a high priority for 

educational leaders within the context of “Getting Results” and closing the achievement gap a number of processes are required.

First, an assessment must take place evaluating data.  Data driven decisions are the 

backbone of instructional leadership.  The data encompasses more than test scores.

Comprehensive assessment includes successes, items in need of improvement, obstacles to achieving success, alignment of anchors/standards with curriculum, instruction and assessments increased accountability is resulting in a heightened need for instructional leadership.  Administrators need support and ongoing training in not only talking the talk, but walking the talk as well.  A renewed set of priorities, requiring a new set of skills, place instructional leadership at the apex of administration.

Closing the achievement gap requires in all cases, instructional strategies and techniques selected because of their effectiveness in helping students demonstrate learner outcomes.  Decisions regarding the selection of strategies and techniques are based upon our profession’s best research, widely accepted theory, the opinions of recognized experts, or on teaching practices that have proven successful in the past.  Consistently incorporating the best instructional practices known into the learning environment for future focused instruction.

Organizational Leadership – Addressing the need to get results means the administrator must be able to create a compelling organizational purpose.  Continuous supervision, observation and assessment encourages administrators to match practices with beliefs.  Core values drive organizations.  Clearly defined values and beliefs assist in defining the mission and vision of closing the achievement gap.

Authentic leadership is about creating a strategic direction and aligning components of the organization with the strategic direction.  The core beliefs:  

· All children can learn

· High expectations equal opportunities

· Elevate the status quo

· Do what is right and in the child’s best interest

These core beliefs create a vision that is clear, unambiguous, visual, begins with the end in mind, understandable, achievable and sustainable.  Administrators create a compelling purpose for the organization to give it a sense of purpose, direction, energy and identity.

Personal Leadership – The informal organization is a powerful dynamic.  Personal leadership focuses on attitudes, energy, expertise and effort of all staff on behalf of the organizations objective of closing the achievement gap.  Administrators need high visibility in today’s environment.  People need a connection to the leader.  Collaboration allows for input from all sides and engenders empowerment of staff. 

A relationship where all points of view are respected affirms flexibility and collaboration.

Public Leadership – All educational leaders must recognize the opportunity to frame the agenda of the educational community through public leadership.  The impact of outside stakeholders on education leaders.  

Parents, business leaders, church and service organizations all need to be engaged, educated, enlisted and empowered.

Education leaders employ outreach efforts to inform and empower stakeholders.

 In education’s rapidly changing environment, it is critical educators – especially principals as leaders of school improvement efforts – understand school improvement is a complex process.  Even a well-designed approach can fail unless school leaders put in place the conditions supporting its success.

Recommendations:

· Review by Pennsylvania Department of Education higher education training for school leaders.

· Accept the Middle Atlantic proposals for reciprocity

· State funding for leadership training through grants to school districts
What States Are Doing

State Challenge Grants for Leadership Development – The Bill and Melinda Gates Foundation has committed $100 million to help provide every superintendent and principal, in public and private schools across the nation, access to quality professional development, with a focus on whole systems improvement and creating a high-performance learning environment through technology integration.

Selected Research & Readings

Balanced Leadership:  What 30 Years of Research Tells Us About the Effect of Leadership on Student Achievement – This report details the outcomes of a meta-analysis of research on the effect of principal leadership practices on student achievement.  Some findings of this analysis are:  (1)  a significant, positive correlation exists between effective school leadership and student achievement; (2)  21 key leadership responsibilities are significantly correlated with higher student achievement; and (3)  effective leaders know not only which school changes are most likely to improve student achievement, but also understand staff and community members’ dispositions to change and tailor leadership accordingly.  

Mid-continent Research for Education and Learning, 2003

School Leadership for the 21st Century Initiative – Redefining teachers as leaders, restructuring district leadership, and urban school leadership.  (IEL, 2000, 2001)
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Redefining the Role of the Principal
The Artful Use of Infrastructure
The central theme of a recent book, An American Dream & Public Schools (Hochschild & Scovronick) is “equality of opportunity.”  A notion, the authors discuss as an artful blend of both the collective and individual responsibilities. It is the role of government, the author’s argue, to provide everyone with a fair chance to pursue success. The system of public education provides the capacity for individuals to go as far as their talents and dreams will allow.  But what if the capacity to dream is missing in some of our citizens?  What if the value of education never took root?  And what if the very system designed to provide a fair chance actually betrayed them? The answers to these questions and many others may indeed provide a context to understand what is missing in discussing the achievement gap.

The working hypothesis for the purposes of this paper is to demonstrate how shifts in relational and environmental conditions may provide a pragmatic solution in seeing the achievement gap as a manageable obstacle. To get there we must uncover the hidden agendas, abstractions, insufficiencies and verbal solutions and encourage the stakeholders of public education to focus on the following: 

1. Facts: Translating the volumes of research on why the achievement gap exists into advocacy. Encouraging the fundamental belief that all children can learn. 

2. Action:  A mandate must be established that schools, principals and teachers must be the catalyst in building relationships with the community.  Education must be seen as the driver to the health of the community, economically, culturally and socially.  The practitioners are the only ones to build  bridges across the gap.

3. Power: With the proper emphasis on creating and sustaining community relationship; student achievement will be a natural by product. Students will have evidence that their learning plays an important role in many lives; they are indeed the future of a healthy and vibrant community.

Community is the most basic ingredient of society.  Community is what the nucleus is to the atom.  Without community there is no society.  Dr. Bruce A. Jones noted educational investigator/ researcher defines community as: “a place where people feel a foster, a sense of belonging, people respect each other, are valued and treated with dignity.”   For a school to be a community, Jones insists that there be a sense of interconnectedness and belonging among individuals, “…it must be a place that connects to other institutions in the spirit of partnership/collaboration and it must be a place where people have a great deal of loyalty because the institution’s credibility and legitimacy.”  
Communities revolve around culture, a common ground and collective action. Stanford University’s educational historian Larry Cuban has stated that for schools and communities to excel they must mutually buy in to the following ideals:

· A clear vision of how the school(s) will educate children;

· Collective action and community partnerships; and

· A school staff that relies on a common working culture to get the job done. 

Cuban acknowledges that to integrate these ideas into zones, public schools will need a level of leadership that is not yet the norm for principals, administrators and teachers.   Breaking down the years of learned resistance in order to build genuine collegiality may seem an insurmountable challenge. It is because policymakers, educators, administrators and law makers believe that certain quantitative benchmarks are the only way toward student advancement and achievement. Popular thought places “relationship building” in the arena of a “soft” skill or issue. 

The Italian pragmatist, Papini illustrates a possible way in which schools can live up to Jones’ definition.  Papini’s “Corridor of Orientation” provides the reader with an illustration of a pragmatic approach applicable to what occurs in our schools.  For the sake of this discussion imagine a school’s corridor. Classrooms open out on to it. Papini suggests that the pragmatist would look away from all that existed in the classroom and toward the corridor; the principles, categories and supposed necessities, etc which occurred in the room has a different level of significance now that the door is opened. The corridor now is the only practical way of furthering knowledge.  The individual now must accept the other rooms that spill into the corridor, the other principles exchanged and the other ideas that now exist simultaneously in that space. The corridor provides orientation and insists upon a willingness of those who enter, to engage with the other in an authentic relationship.  

The following drawing Attachment “A”, The Empty Corridor, captures the essence of Papini’s metaphor and reflects the pass through or silo approach to instruction.  A critical distinction was made by educational researcher Hale-Benson in 1982, (figure1) who delineated the characteristics of an instruction versus a teaching environment
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Figure 1

These characteristics allows us infer if the classroom is merely an instructional environment it would not propel the students to emerge into the corridor ready to interact and be fully invested in learning. Attachment “B”, The Relational Corridor reflects all the characteristic of true teaching.  James Comer, Professor of Child Psychiatry at Yale University Child Study Center states the pragmatic rational;

“…to be successful, one needs a threshold level of cognitive ability but creativity, personal discipline and the ability to relate to people is equally important.”  

However, the educational law of the land, No Child Left Behind, with its stress on basic skills is really an iceberg in disguise, with its stress on basic skills the teacher and student relationship is reactive; teaching for the test, testing, assessment, monitoring, reporting, etc. There is very little time left for the teacher to be responsive to what individual students bring into the classroom. The current bestseller, Blink, by Malcolm Caldwell has an entire chapter dedicated to a retired Marine Officer, Paul Van Riper (Rip) and his victory over an encumbered system (some may say like NCLB) doomed to fail because it was tied down to little rules, regulations and procedures.

The Pentagon assembled the largest and most expensive war game, the Millennium Challenge ’02.  Rip was asked to assume the command of a rogue military force.  He wasn’t supposed to succeed over the highly sophisticated, technologically fortified, best military minds in the world, the “BLUE “team.  The Millennium Challenge strategists boasted a BLUE team victory would prove that the fog of war could be lifted. Centralizing all the information the Generals could move great armies around at will, orders will be handed down to men in the field who would not have to questions or reason why.  Van Riper’s approach flew in the face of such reason and eventually would topple the mighty.  Van Riper was convinced that war was inherently unpredictable and messy and non-linear therefore the troops must be ready to act immediately and draw on their collective experience and intuition.  The BLUE team’s commander monitored databases, matrixes and methodologies for systematic understanding of the intentions and capabilities of the enemy. From the inside of the BLUE team’s headquarters, decisions were made for the commanders and troops on the field.   Rip’ RED team’s strategy was very specific; he did not wish to overload his team by providing them with too much irrelevant information.  He created an environment of “rapid cognition” relying on his soldiers for their first hand information and on the spot assessment and judgment.  The first thing Van Ripper told his staff was, “ we would be in command and out of control… the overall guidance and the intent will be provided by me and the senior leadership, but the forces in the field wouldn’t depend on intricate orders from the top. They were to use their own initiative and innovation as they went forward.”   Van Riper refused to be caught up in any mechanistic processes.  The RED team’s decisive victory over the highly sophisticated BLUE team was explained away and in its place another round of the Millennium Challenged commences, this time with different rules to assure a BLUE team rout. The lesson Van Riper taught the best military minds is that the rogue commander did what rogue commanders do, he fought the fight. 

The lessons for public education in the story of Paul Van Riper are numerous, fundamentally, schools must trust the professionals they hire, teachers must be able to teach,  James Comer,  “…to be successful at educating our students our school communities must move away from a single source definition of success, just because we can measure and quantify test scores does not mean we have succeeded at our job.” 

The achievement gap will not cease to exist because of recommendations made by a law makers’ task force.  It will not be easier for children of certain socio-economic groups to pass proficiency tests because punitive actions (loss of funding) were taken against a poor performing school. The achievement gap will be forever out of our lexicon when teachers and principals have the authority to create a culture that connect our children to our community and to our collective future. 
REFERENCES
Barton, P. E. (2004).  Why does the gap persist? Educational Leadership,

        62, No 3., 8-13.

Breaux, A. L. & Wong, H. K. (2003).  New Teacher Induction:  How to

       Train, Support, and Retain New Teachers.  Mountain View, CA:  Harry

       K.Wong Publications.

Collaborating with colleagues to improve student learning. (2003,Fall)

       ENC FOCUS,  11 (6).

Costa, A. &  Kallick, B.  (2000)  Habits of mind.  Alexandria, VA:  Association 

       for Supervision and Curriculum Development

Dufour, R.& Eaker, R. (1998)  Professional learning communities at work:

        Best practices for enhancing student achievement. Bloomington, IN:

        National Education Service.

Farnham, S.   Disparity schooling:  The developing child.
        In A Costa & B. Kallick,  Habits of mind (p.76).  Alexandria,

       VA:  Association for Supervision and Curriculum Development

Ferguson, R.(1991). Paying for public education:  New evidence on how and why

       money matters.” Harvard Journal on Legislation, 28, No. 2.

Flowers, N. (2004). Four important lessons about teacher professional

       development.  National Middle School Association.

Hanushek, E. A., Kain, J. F., & Rivkin, S. G. (2001).  Why public schools lose

        teachers. NBER Working Paper 8599.  Cambridge, MA:  National

        Bureau of Economic Research.

Head of the class:  A quality teacher in every Pennsylvania classroom. (2003).

        Harrisburg, PA: Education Policy and Leadership Center. 

If I can’t learn from you… ensuring a highly qualified teacher for every

       classroom. (2003, January).  Education Week: Quality Counts, Vol. 22, 17.   

Kober, N. (2001). It takes more than testing: closing the achievement gap.  

                   Center on Education Policy.

Rose, S.  (2004).  Developing candidates confidence to teach reading:  


       the influence of action research in a professional development school

    
       setting.  Pennsylvania Teacher Educator, 3, 9-15.

Sanders, W. & Rivers, J. (1996). Cumulative and residual effects of teachers

                    on future student academic achievement.  Knoxville, TN:  University of 

        Tennessee Value Added Research and Assessment Center.

Sparks, D. & Hirsh, S. (2003).  Evaluating staff development. Oxford, Ohio:

       National Staff Develop Council. 

