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How should policy makers ensure the availability of effective school leaders at the building and district levels?

What follows is a brief summary of research to date on effective leadership and the reasons why perhaps some educators choose not to become school leaders.  In addition, the paper reviews the traditional and non-traditional routes to school leadership and summarizes current and proposed programs and policies which are already in place to support aspiring and current school leaders. Finally, we propose specific suggestions to attracting and retaining effective school leaders at the building and district levels.

Effective Leadership
In order for the authors to move forward and create a framework of ideas that will improve the availability of effective school leaders at the building and district levels in our public schools, it is important to first distinguish what leadership is and how it is different from management.

Introduction
 
“Leadership is a process whereby an individual influences a group of individuals 

to achieve a common goal” (Northouse 2004). This definition by Peter Northouse defines 

the true nature of leadership as inspiring individuals to work towards a common goal. 
Accepting the inclusion of “process” in the definition posits that leadership skills can be 

learned and improved through education, training and practice.  The current preparation programs for principal and superintendents as put forth by the Pennsylvania department of Education subscribe to this traditional model of securing a leadership position. However, Northouse goes on to say that “Assigned and emergent leadership are the two forms of leadership most often found in organizations” (Northouse, 1991). Assigned leadership is power and authority that is bestowed upon a leader in an administrative position. Emergent leadership is that which develops among the rank and file where an individual is well respected and others 

listen and are willing to join in to achieve a common goal. 

Educational organizations need to recognize the importance of the formal leader and the importance of emergent leaders within the faculty. It is in cultivating these emergent leaders that is our best hope in addressing the pending leadership crisis in our public schools.  

 SEQ CHAPTER \h \r 1 However, as important as preparation programs through universities and State mandated programs, certification is not necessarily the stumbling block to providing sufficient numbers of eligible candidates for the many available administrative positions in Pennsylvania.  In fact, the number of individuals holding administrative certificates is far greater that the number of applicants for administrative positions—especially in rural districts.  Additionally, certain positions such as superintendents, high school principals, and special education supervisors are more difficult to fill than ever before.  One only has to look at the education job boards and/or the job vacancies published by the Pennsylvania School Boards Association to see that week after week these positions remain unfilled and in demand.
Status, salary, mentoring and support seem to be the major factors in the willingness of educators to step up and fill these positions:

1. Status:
Principals and superintendents more and more become the political and media fall-guys for what is wrong with our schools.  Parents are more adversarial than ever, and threats of lawsuits tend to be intimidating and counter-productive.  School boards frequently become micro-managers and do not allow their administrators to run the schools and districts.  There is little prestige that would encourage others to want to take these positions.

2. Salary:
The days and hours these positions require, including late afternoons and evenings leading to days that last ten to twelve hours on a regular basis, as well as sacrificing vacation days just to get the job done.  However, salaries for these positions (principal) are barely equal and rarely more than teachers at the high end of the salary scales who have a 190 day work year, few evenings (often supplemented by trade-off days or additional stipends).

3. Mentoring: Too many principals and superintendents move into these positions and do not have the experience necessary to do the job.  Being and assistant principal or an assistant superintendent does not really prepare one for the reality of what actually faces a principal or a superintendent.  Yet, mentoring is not a requisite part of the position, as maybe it should be.  (It is for teachers in Pennsylvania.)  Aspiring administrators in New Jersey are expected to be mentored for up to two years prior to receiving certification.  The mentor is required to make evaluative reports to the State on a regular basis.

4. Support:  Most aspiring administrators are going to come from within the ranks of our current teachers, yet there is little or nothing done by school districts that actually encourages people to move in this direction (except for those who see a university program in administration an easy way to acquire a degree to move across the salary scale).  Distributive leadership allows for many teachers to become involved in the day-to-day running of schools.  It gives them an opportunity to participate in the leadership process, and provides the encouragement and insight that instills confidence about being able to do the job.  Leadership seminars for aspiring administrators, sponsored by the school district as professional development provide the forums for teachers to learn from the current administration, to discuss their own concerns and to explore possibilities.

Current Research on Pennsylvania Leadership
    The findings and recommendations summarized and put forth by The Wallace Foundation have guided the fine work of the Pennsylvania K-12 Leadership Project.  Their report entitled, Administrative Shortages in Pennsylvania’s Public School Districts: Report of the Task Force on Administrative Shortages (July 2003) is a Pennsylvania specific report with findings and recommendations specifically designed and directed for the unique needs of Pennsylvania.  Relevant background information contained within that report is stated below.

The Joint State Government Commission was directed by House Resolution 461 of 2002 to “conduct a study of the Commonwealth’s 501 school districts to determine if there is a shortage of candidates for principal and other administrative positions in urban, suburban and rural districts at the elementary, middle and high school levels.”  Data was gathered through a survey and a public hearing.  The task force also included Area Vocational-Technical Schools (AVTS) in its study.

Findings

· Changing Roles – Standards-based education reform and the NCLB emphasis on assessment and accountability have made the job of school administrator more complex and stressful than ever before.

· Supply and Demand – Although it appears that the number of individuals holding administrative certificates is far greater than the number of applicants for administrative positions statewide, some school districts and AVTSs are experiencing shortages.  The problem of attracting qualified administrative applicants seems to be greater in rural areas than in urban and suburban districts.  In addition, certain positions – supervisor and assistant principal at the secondary, middle, and elementary levels – were reported to be more difficult to fill with qualified applicants.

· Compensation Package – A common theme that emerged from the survey responses and public testimony was that administrator compensation – including salary, retirement credit, vacation time, and other benefits – was not commensurate with the responsibilities of the position and was not sufficiently greater than that of a teacher, which was a disincentive for increasing the pool of qualified administrative candidates.

· Working Conditions – High levels of stress, long hours, lack of support, inadequate resources, and a wide range of job responsibilities were frequently cited as reasons for a decline in the number of teachers who want to go into administrative roles.

· Preparation and Certification – More balance between theory and practice was cited as a needed improvement in administrative preparation programs, and district-level administrator development programs was cited as a particular need in suburban and urban districts.  While many people cited the need to simplify the certification process, there was not much support for eliminating the teaching requirement. 

Recommendations

· The General Assembly – Should consider legislation that:

· Would allow administrators to purchase retirement credits at a maximum of .25 credit for each administrative year worked.

· Would enhance options for loan forgiveness or scholarships to encourage graduate study leading to administrative certification and undergraduate study in Career and Technical teacher preparation programs.

· Would ease the pressures associated with State testing and NCLB.

· Would establish subsidies to attract administrators to AVTSs in rural areas.

· The Pennsylvania Department of Education – Should continue to monitor the number and quality of administrative applicants and consider other options, such as:

· Establish guidelines to encourage school districts and AVTS to improve the ratio of principals to teachers and develop mentoring programs for new administrators.

· Encourage and promote practical experiences and internships integrated with course work for administrators and preparation programs such as those offered at Duquesne, IUP, and Penn State.

· Develop higher standards for principals and revise principal preparation programs to focus on institutional, community and visionary leadership roles in improving student learning.

· Decrease or eliminate the cost of taking the state test for administrative certification.

· Increase investment in recruitment and retention efforts and encourage school districts and AVTSs to target and develop young teachers with an interest in administration.

· Develop fair systems of accountability for principals as a tool for improvement.

· Local School Districts and AVTSs  - Should consider policy options, such as:

· Indexing principals’ salaries and improve benefit options (health care, tax-sheltered matching funds, liberal vacation policies, bonuses, etc.).

· Involve teachers in addressing issues relating to recruitment, induction, and continuing professional growth and develop individualized career plan for interested teachers.

· Improve support systems for principals and provide resources and flexibility to delegate some responsibilities; restructure principals’ jobs.

· Provide frequent, meaningful principal assessments to generate professional growth and school improvement.

· Develop leadership teams at building and district level to better distribute administrative responsibilities and to provide growth and development opportunities.
The need for leadership in every school building is becoming ever more important to lead our nation in the reform efforts stemming from NCLB.  Within the traditional tract of becoming a school leader, the very first step in attracting high quality candidates for future leadership positions lies in the fieldwork of preparing and cultivating great teachers.  This is imperative for the future of school leadership. 

(The Absence of) Non-Traditional Routes to School Leadership
Though one of the findings of the PA Joint Commission (July 2003) suggested the marriage of theory and practice with regard to preparation programs, it did not go far enough in its recommendations to investigate and create non-traditional paths to obtaining educational leadership positions.  There is evidently no clearly defined non-traditional method for achieving administrative certification in Pennsylvania.  Conversely, a neighboring state, New Jersey, does allow for some alternative means to acquire Superintendent certification (if you meet grandfathering requirements), which, in effect, requires principal certification and six years experience as a principal.  One then needs to undergo a two-year mentorship program serving in a position similar to the superintendency itself.  This exploration of non-traditional avenues is a critical step in ensuring the availability of effective school leaders at the building and district levels throughout Pennsylvania.  
Frederick M. Hess (2003) in his report entitled A License to Lead? A New Leadership Agenda for America’s Schools argued that the present system of credentialing and licensing school leaders is based on faulty assumptions, has little or no relevance to the performance requirements of the job, and is a deterrent to getting both the quality and quantity of leaders in America’s public schools.  He further stated that “leaders must be able to leverage accountability and revolutionary technology, devise performance-based evaluation systems, reengineer outdated management structures, recruit and cultivate nontraditional staff, drive decisions with data, build professional cultures, and ensure that every child is served.”  He found little evidence that traditional licensing regulations, which require teaching experience and educational administration coursework, adequately prepared candidates for these challenges and, in fact, may lock out candidates with the necessary knowledge and experience.  Nor did Hess believe that current reform efforts of raising barriers to entry or recruiting a smattering of high profile “superstar leaders” from outside of education addressed the long-term need for deepening the talent pool of qualified candidates for leadership positions.

As part of his New Leadership Agenda, Hess proposed a more straightforward three-point standard for leadership candidates:

· Hold a B.A. or B.S. degree from an accredited college or university and a rigorous criminal background check.

· Demonstrate to the potential employer experience sufficient to exhibit essential knowledge, temperament, and skills for the position.

· Demonstrate mastery of essential technical knowledge and skills (concrete and identifiable skills as determined by policymakers without which an administrator is incapable of effective leadership; e.g., education law, special education, etc.)

In addition to new standards for leadership candidates, which would replace current licensing regulations, the New Leadership Agenda would:

· Reconceptualize leadership so that we no longer expect that each leader must embody the entire range of knowledge and skills the organization requires.  Emphasize a leadership team approach to get the necessary range of knowledge and skills.

· Produce performance-oriented criteria for recruiting and hiring leaders.

· Develop reliable systems to monitor leadership performance and hold leaders accountable.

· Provide support systems and ongoing professional development.

Relying on Tradition
The current programs in place throughout Pennsylvania when a teacher aspires to leadership positions promote a traditional path for obtainment—from educator to school leader.

Pennsylvania has a rather rigorous process of certification for educational administrators, especially principals and superintendents.  In addition to professional experience in the schools and course work, aspiring administrators need to participate in many hours of authentic simulations, field experiences and internships.  However, in the past two years, Pennsylvania has attempted to enhance the training and field experiences of newer administrators, as well as more experienced superintendents and principals.  
Current Programs

Currently, there are a number of programs offered through the PA Department of Education and other professional organizations, such as the PA Association of School Administrators (PASA) and the PA Elementary and Secondary School Principals (PAESSP), offering support to aspiring, new, and experienced school leaders. These programs often link these individuals with successful, experienced administrators to create a mentoring relationship. Pennsylvania Inspired Leadership (PIL) is a program created to address the perceived weaknesses in administration preparation programs (see ATTACHMENT 1).  It has created two specific professional development programs built around three core standards and six corollary standards that every administrator should be practicing.  The GROW program (ATTACHMENT 2) is for beginning principals in their first four years of practice and the SUPPORT program (ATTACHMENT 3) is for more experienced superintendents and principals to help them enhance their leadership skills.  There is presently pending legislation that would require all administrators to complete one of these multi-year programs as part of their ACT 48 requirement.  

A more thorough summary of the PDE-sponsored programs follows.
PA Inspired Leadership Initiative (PIL)

The PA Inspired Leadership Initiative (PIL) seeks to increase the leadership capacity in the Commonwealth by using a “train the trainer” model of professional development. The PIL Initiative has two program components: “GROW” for principals and assistant principals with three years or less of experience and “SUPPORT” for experienced school leaders. Eight PA Inspired Leadership Initiative regions encompass every part of the Commonwealth and each has a full-time site coordinator who assists with program delivery and support. During the 2005-2006 school year, the Initiative provided leadership support to 137 superintendents, assistant superintendents, principals, assistant principals, supervisors, and Intermediate Unit personnel in four regions. Imbedded into these first cohorts were 48 school leaders who are now facilitating either the GROW or SUPPORT training during Phase Two, which began in August 2006 in all eight regions. The Pennsylvania Academy for the Profession of Teaching and Learning and the PIL Initiative, both projects of the PDE, joined together to provide trained mentors to support the leadership development of the novice school leaders enrolled in the GROW Program. 

The SUPPORT Program, which uses a PA-adapted curriculum based on the Total Leaders framework developed by Chuck Schwahn and the Pennsylvania Leadership Development Council (PLDC), is designed to facilitate collegial networking. The curriculum is delivered over seven days by PDE-trained Total Leaders facilitators to cohorts of approximately 30-35 participants. The workshops are a continuum that develops a systemic view of education and leadership that also includes a series of job-embedded activities, which are conducted between workshop sessions. Each participant works with a coach in integrating the activities and curriculum into their roles as school leaders. 

Leadership and Excellence for Administrators in Pennsylvania Schools (LEAPS)

        The goal of Leadership and Excellence for Administrators in Pennsylvania Schools (LEAPS) is to strengthen the capacity of school administrators in Pennsylvania’s low-performing schools to become outstanding managers and educational leaders and enable them to make better, informed decisions to improve their schools’ teaching and learning environments. The ultimate outcome is to improve student achievement in these administrators’ schools through a series of related professional development opportunities associated with the following five core concepts: (1) Academic Standards; (2) Assessment; (3) Curriculum Redesign; (4) Professional Development; and (5) Partnerships.

The criteria, coursework, and assessment methods for principal and superintendent programs are clearly spelled out at the state level.  In addition, they reflect an awareness of the increasing complexity of leadership.  In addition to the before mentioned programs, the state is going further to propose that educational leaders complete one of these programs as part of their Act 48 requirement.  Act 48 also proposed Job Shadowing as outlined below.
The Establishment of Job Shadowing for Certificate Holders in the Commonwealth of Pennsylvania:  A Proposal


Two types of job shadowing are being proposed as part of the revisions to ACT 48.  The first type of shadowing establishes requirements for certificate holders in the PA SSHE and State-Related systems of Higher Education, who wish to qualify for continued teacher certification and for central office administrators/building principal in basic education to participate.


This proposal involves establishing guidelines for job shadowing during a portion of sabbatical leaves (at least 3 weeks).  The benefit of shadowing, over job swapping, is that it allows the work to done by those holding the positions.  The benefit of the sabbatical leave requirement assures both basic and higher education institutions that qualified staff will be in place at all times.  

The expected outcomes include:  greater understanding on the part of Higher Education faculty of the current challenges in basic education including:  guidance, special education, family involvement, PSSA and NCLB requirements.  The expected outcomes for basic education central office administration would be for increased understanding of teacher education and educational administration requirements (certification, accreditation, professional standards, etc.).


The second type of job shadowing being proposed establishes guidelines for shadowing within buildings and between principals and teachers.  The benefit of this type of shadowing for principals includes better understanding of the challenges of classroom instruction and management; especially for principals who may have been out of the classroom for more than five years.  The benefits for classroom teachers include:  better understanding of the challenges of administration such as:  meeting special education guidelines, meeting NCLB guidelines, scheduling, meeting central office expectations and family involvement.  

When discussing issues related to a shortage of administrators it is important to qualify that statement by saying that there is no shortage of certificated school leaders; however, there is a shortage of those who choose to practically use that certification inside the school systems.

Attrition factor:  Principals and superintendents should identify promising future leaders from among their staff and then provide opportunities for job sharing, job shadowing, and special assignments to help them further decide to pursue certification.  Then, these same leaders should provide opportunities and supports in the pursuit of those certifications.  Similarly, this same idea will also increase retention among practicing administrators.  The more teachers, employees, and staff members are aware of the complex rewards and demands of school leadership, the more they are able to see the bigger picture and understand/support administrative decision-making and policy development.

The Next Steps
1.  Study the innovations and successful cultures of the business world.  Schools of higher education should consider offering this course as a requirement for principals and superintendents.

2.  Adopt and implement traditional and non-traditional paths to school leadership.  We simply cannot afford to say no to those individuals who want to pursue school leadership positions just because they didn’t come up through the ranks.

Hess argues that these changes are necessary in order to give leaders in education the same tools and responsibilities enjoyed by leaders in other fields.  He also calls for increased flexibility in compensation, making it easier to reward and retain quality leaders.

3.  Establish partnerships with local and state businesses to provide products or services at a substantial discount as a work life benefit to offset and enhance school leadership salaries.  Some of these programs might include:

· Elder care benefits

· Adoption assistance

· Employee donated banks of sick time

· HSAs

· Strong 403b programs

· Medical, dental, and orthodontic benefits

· Meals to go

· On site daycare/childcare

· School sponsored camps in the summer for employees’ kids, etc.

· After school programs/homework groups

· Online grocery shopping and delivery services at a discount

· Health club memberships

· Deep discounts on technological and organizational equipment—PDAs, Garmin, laptops, Blackberry, Franklin Covey, etc.
· Mandatory vacation periods

4.  Offer cash back incentives in lieu of health benefits for those who spouses or significant others already have health benefits for the employee.

5.  Meet regularly with direct counterparts across the state and within the nation to discuss pragmatic policies and applications.

6.  Structure administrative staff time so that building level administrators meet weekly and the entire administrative cabinet meets monthly.

7.  Provide options for summer flex time --i.e. 4 days of 10 hours with three days off. 

8.  Investigate the pros and cons of job sharing and job swapping for any leadership roles within a district.

9.  Administrators should be cross trained in each other’s jobs to provide enhanced knowledge and awareness of the entire educational context.
10.  Schools of higher education should have courses/electives in disaster preparedness, discipline, difficult parents, etc.  In addition, those entering the profession with an education degree need to know what other professions and options are available to pursue—consulting, training, speaking, seminar and workshop design, etc.

11.  Establish a local or state hotline where admin can turn for anonymous advice, research, and support.  While GROW and SUPPORT are fine programs, they are not anonymous and arguably only somewhat pragmatic in nature.  Unfortunately in many school cultures, there is perceived or real belief that if you need to ask a question there is something wrong.  “Why don’t you already know that if you’re the principal?  Superintendent?  An anonymous hotline or blog might invite more exchange of ideas and solutions.  

12.  Educators (especially superintendents) should be getting regular updates and feedback from the Project Team Members and the Regional Site Coordinators of the PA Inspired Leadership Initiative so that we can begin to see what patterns and factors are emerging locally, regionally, or statewide with respect to attrition and retention factors for school leaders.

13.  Finally with respect to PA Inspired Leadership Initiative and the SUPPORT program, data and comprehensive tracking information should be kept on the initial 137 superintendents, principals, and assistant principals who participated in the program.  

14.  A list of active local, regional, and state programs designed to attract and support school leaders should be compiled by a reputable organization such as the EPLC.  Those of us in the profession need to be educated about these wonderful opportunities:  PIL, GROW, SUPPORT, LEAPS, EPLC fellowship, Superintendents Academy, etc.

15.  Work with banking professionals to establish capital funds to be used for personnel costs and/or innovative programs designed to attract and retain school leaders.
16.  Establish a unified, objective, and centralized source of information directly related to attrition and retention data.  Such an agency or organization might conduct exit interviews to see why administrators are moving to other districts or leaving the profession altogether.  This same agency may want to systematically contact those with valid certifications to see why they are not being used, etc.

17.  Conduct seminars and workshops in the business world, in military circles, and in government organizations to inform employees and leaders about how they might become educators and what educators face daily.  This knowledge and foresight is a beginning effort to put possible future educational leaders in the pipeline.  

18.  Delineate, articulate, and promote in writing the benefits of becoming an administrator.

19.  School principals and superintendents should typically make more money than the highest paid teachers in a district based on years of experience and degree obtainment.  Other financial incentives such as loan forgiveness should also be employed at the local or state level.  In addition, districts that develop and maintain comprehensive attrition and retention programs should be rewarded financially with the caveat that those funds will go to address those attrition and retention characteristics identified by the district.

20.  Teachers and administrators should be encouraged to develop and attain differentiated staffing levels.  

Suggestions:
· Teacher(
Lead Teacher
(Master Teacher  (  Mentor( Department Chairperson

· Teacher on Special Assignment within the district or building.  Their experiences should closely mirror those of school leaders.
· Allow teachers whose ratings are consistently proficient to participate in alternative means of assessment thus developing programs, policies, and leadership skills.
· Principals(Mentors(
Recruiter/Promoter(
Internships/Job Swapping

· Superintendents ( Retired mentors (Substitute Superintendents for short periods of time.
21.  Use all technological advances and opportunities to help our school leaders.   For example, use e-mail list servs to better combine our knowledge and experience across the nation in the spirit of collectively leading.
22.  Frequently educate and dialogue with the public about the unique qualities and stresses associated with being a school leader as well as the benefits and joys related to the job.
Policy Recommendation

To accomplish the recommendations of this proposal the creation of a program for identifying and supporting future educational leaders in Pennsylvania is outlined below.  The program, entitled ASPIRE, has the following programmatic goals:

· identifying prospective leaders

· providing in-district resources to assist educators in their decisions to

take on leadership roles

· mentoring and monitoring certification process

· improving administrator status and quality of life issues
· developing and implementing effective mentoring and internship programs

· guiding candidates to employment in administrative positions

The expected outcomes of ASPIRE would:

· enlarge the pool of qualified educational professionals.
· equip districts with strategies to recruit and retain qualified leaders.
· close the gap between educators who are qualified but not yet committed to careers in administration.
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ATTACHMENT 1 (Pennsylvania Department of Education, 2007)
There are two program components: “GROW” for principals and assistant principals with three years or less of experience; and “SUPPORT” for experienced school leaders. 

Both the GROW and the SUPPORT program components of the PA Inspired Leadership Initiative have been designed to address the following three “core” leadership standards: 

· The leader has the knowledge and skills to think and plan strategically, creating an organizational vision around personalized student success. 

· The leader is grounded in standards-based systems theory and design and is able to transfer that knowledge to his/her job as the architect of standards-based reform in the school. 

· The leader knows how to access and use appropriate data to inform decision-making at all levels of the system. 

In addition, the SUPPORT Program of the Initiative also focuses on six “corollary” standards.  The curriculum and delivery of these six standards are regionally determined:  

· The leader creates a culture of teaching and learning with an emphasis on learning. 

· The leader manages resources for effective results. 

· The leader collaborates, communicates, engages, and empowers others inside and outside of the organization to pursue excellence in learning. 

· The leader operates in a fair and equitable manner with personal and professional dignity. 

· The leader advocates for children and public education in the larger political, social, economic, legal, and cultural context. 

· The leader supports professional growth of self and others through practice and inquiry. 

Each PA Inspired Leadership Initiative Region has a full-time Site Coordinator who assists with program delivery and support (see list of Project Team members and Regional Site Coordinators).  In addition, each region has an Advisory Committee to assist in the design, implementation and evaluation of the regional leadership initiative. 

ATTACHMENT 2 (Pennsylvania Department of Education, 2007)
About the GROW Program:

The GROW Program uses the National Institute for School Leadership (NISL) curriculum developed by the National Center for Education and the Economy (NCEE) in Washington, D.C.  This curriculum is research-based and has been PA-adapted to address Pennsylvania’s three CORE standards for school leaders. The curriculum is delivered over twelve days by NISL-trained facilitators in cohorts of approximately 35 participants.  For more information about the NISL curriculum go to www.ncee.org or email nislinfo@ncee.org.

The NISL Curriculum that is used in the GROW Program includes:

· Unit One  The Educational Challenge 

· Unit Two  The Principal as Strategic Thinker 

· Unit Three  Standards-Based Instructional Systems 

· Unit Four  The Principal as School Designer 

· Unit Twelve  The Principal as Driver of Change 

· Unit Thirteen  Leading for Results 

· Unit Fourteen  Final Projects

During Phase One of the Initiative (2005-2006), two regions of the Commonwealth were involved in the GROW Program and provided support to 65 novice school principals and assistant principals. Each participant worked with a coach in integrating the activities and curriculum into their roles as school leaders. 

 

During Phase Two of the Initiative which begins in August 2006, all eight regions of the Commonwealth will deliver the NISL Curriculum to cohorts of 35 participants (see Master Calendar for the GROW Program).  In addition, The Pennsylvania Academy for the Profession of Teaching and Learning and the PA Inspired Leadership Initiative, both projects of PDE, have joined together to provide trained mentors to support the leadership development of the novice school leaders who are enrolled in the GROW Program through the Principals Leadership Induction Network (PLI). For more information about this mentoring support go to www.pa-academy.org/pli/.

 

Who is eligible to participate in the GROW Program? 
Novice school leaders (assistant principals or principals) who have three years or less of experience. 

 

How can an eligible school leader apply?
By completing a GROW Participant application and agreement and submitting these to the Site Coordinator of their Region. 

 

Who selects the GROW Participants?
GROW Participants are chosen by the Site Coordinators in each region with input from the school districts and intermediate units.

 

ATTACHMENT 3 (Pennsylvania Department of Education, 2007)
About the SUPPORT Program: 


The SUPPORT Program uses a PA-adapted curriculum based on the Total Leaders framework developed by Chuck Schwahn and the Pennsylvania Leadership Development Council (PLDC). This challenging curriculum integrates Pennsylvania’s three CORE standards for school leaders, Pennsylvania’s six Essentials for High-Leverage Practices, and PDE’s Tools for School Improvement.  The curriculum is delivered over seven days by PDE-trained Total Leaders facilitators in cohorts of approximately 30- 35 participants. The curriculum also includes a series of job-embedded activities which are conducted during the interlude between workshop sessions. 

 

The SUPPORT curriculum is designed to facilitate collegial networking and thus, the workshops are not a series of seminars from which one can pick and choose, but a continuum that develops a systemic view of education and leadership.  Maximum benefits of the Initiative are achieved through full participation in all seven workshop sessions.  

 

The SUPPORT curriculum includes the following Units and components: 

 

CORE STANDARD #1 – Unit One 
The leader has the knowledge and skills to think and plan strategically, creating an organizational vision around personalized student success. 

	 Component 1
	 Introduction—Outcomes—Rationale

	 Component 2
	 The Role of Leaders

	 Component 3
	 If It Is Not About the Future, It Is NOT Strategic

	 Component 4
	 Beliefs/Values:  Identification and Concerns

	 Component 5
	 Organizational Mission = Identification and Clarification

	 Component 6
	 Deriving Student Results (or Learner Exit Outcomes) 

	 Component 7
	 Creating a Bold and Inspirational Vision

	 Component 8
	 The Critical Follow-Through


    
 CORE STANDARD #2 – Unit Two 
The leader is grounded in standards-based systems theory and design and is able to transfer that knowledge to his/her job as the architect of standards-based reform in the school. 

	Component 1 

 
	Cultural Leadership  

“Creating a Culture of Innovation, Cooperation, Quality, and Success” 

	Component 2

 
	Cultural Leadership : Understanding Standards-Based Cultures  

“Looking at Standards-Based Instructional Practices” 

	Component 3 

 
	Quality Leadership: Creating a Standards-Based Learning Community  

“Using the Adopt-an-Anchor Strategy” 

	Component 4

 
	Quality Leadership  

“Creating a Feedback Loop for Continuous Improvement and Accountability” 

	Component 5

 
	Authentic Leadership 
“Being the Lead Learner and “Spotting” the Lead Learner” 

	Component 6

 
	Authentic Leadership  

“Creating and Nurturing a Learning Organization” 

	Component 7

 
	Authentic Leadership  

“The Development Process:  Expanding Our Capacity for Success” 


 

CORE STANDARD #3 – Unit Three 
The Leader knows how to access and use appropriate data to inform decision-making at all levels of the system. 
	Component 1

 
	Introduction, Outcomes, and Rationale  

“Basically It’s About Getting Serious About Using Data to Make Decisions” 

	Component 2

 
	Identifying and Accessing Data  

“Time to look at the Data to Make Some Assumptions” 

	Component 3

 
	 Root Cause Analysis of Data  

“What’s At the Root of the Problem?” 

	Component 4

 
	Review, Reflect, and Share 

“Let’s Talk About Your Plan!!”

	Component 5

 
	Milestones of Progress  

“The Quality Leader Supervising, Learning and Teaching”

	Component 6

 
	The Control Follow-Through 

“The ‘Heavy Lifting’ Now Begins.  How Serious Are We?”



During Phase One of the Initiative (2005-2006), two regions of the Commonwealth were involved in the SUPPORT Program and provided leadership development for 70 experienced school leaders (superintendents, assistant superintendents, principals, supervisors, and Intermediate Unit personnel). Each participant worked with a coach in integrating the activities and curriculum into their roles as school leaders. 

 

During Phase Two of the Initiative which begins in August 2006, six regions of the Commonwealth (Region 2, 4, 5, 6, 7, and 8) will deliver the SUPPORT Curriculum focusing on the three “core” standards to cohorts of approximately 30-35 participants (see Master Calendar for the SUPPORT Program).  In addition, each region will design curriculum and delivery systems to address the six “corollary standards. 


Attachment 4 (Andrea’s evaluation instrument)
