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NORTH CAROLINA REGIONAL LEADERSHIP ACADEMIES :
FINAL 2012 ACTIVITY REPORT

Executive Summary

Developing school leaders who are equipped with the knowledge, skills, and dispositions needed
to effectively lead lowperforming schools has become a critical goal for ledalcation
agencies (LEAsintent on dramatically improving student outconfésrth Carolinds Race to
the Top (RttT) plan acknowledges the pressing neekidgbrquality leadersip in low-achieving
schools; the component of the plan that focuses on ensuring equitable distributiorafdiigh
teachers and leaders identifies, among other things, a ne@ddi@asing the number of
principals qualified to lead transformationabeige in lowperforming schools in both rural and
urban areas(NCDPI, 2010, p.10)To accomplish this in North Carolinte state has
established threRegionalLeadershipAcadenies (RLAS), each of whichhas laid out a clear set
of principles about leadghipin generalleadership developmeint particular and leadership
development for higimeed schoolmost specifically

North Carolinabés Regional Leadership Academie

The policy objective of the RLA initiative is to increase the number of principalsigd to
lead transformational change in lgyrforming schools in both rural and urban areas. NC RttT
funds support three RLA progrartistserve collaboratives of partnering LEAs

1 Northeast Leadership Acader(iyELA) i Establishedn 2010 pne year befie RttT funding
was availablgand serving 14 LEAs in Northeast North Carolina;

1 Piedmont Triad Leadership Acaderf®BTL) T serving four LEAs in Nortkcentral North
Carolina; and

91 Sandhills Leadership Acadeni$LA) i serving 13 LEAs in Southentral North Caslina.
Findings
RLAProgram Quality(Recruitment, Selection, and Training)

The three essential features of effective leadership preparation progra(is haeing a
program philosophy that clearly articulates a theory of act®)mhaving a strong cugulum
focused on instruction and school improvement, @hdhaving welldesigned and integrated
coursework and field worfOrr et al.,2012)

1 Observational data and document analyses provide convecgingjstenevidencehatall
three RLAshave utilizd these central program features as organizing principles in
designing, delivering, and deliberating their individual principal preparation progasts
that the fidelity of the implementation of their program designs has been.strong

1 Data also indicatéhat the RLAshavebeen designed so thieir content (i.e., core concepts
to be taught), pedagogy (i.e., the means by which learning is facilitated), and experiences
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(i.e., the nature of coursework and fieldworflect best practices falevelopng candidates
into leadersvho can facilitatehigh-quality teaching and learning for all athién.

1 Quality levelsvary slightly, but, relativeto the alternativee.g., traditionaNorth Carolina
MSA Programs)the RLAs & much moreleliberate, effective, argliccessful in developing
and incorporating criticaresearctbasedeatures into their progranfggorous recruitment
and selectioncohortbased experienceanactionresearch, casgtudy curriculum focus
full-time, yearlong clinical residency exp@mce weekly full-cohort, continued learning
during the residency yeanultifaceted support structurpb placement and induction
support and d/namic feedback and improvement lopps

Data on the longerm and distal outcomes of the RLAs are not yetlabks. The Evaluation
Team will seek to assess the impact the RLAs have on princigerat®n for highneed
schools wer the course of theemainder of th&ttT grant period (through 2014)

RLA Graduate Placement
1 Generally speaking, Cohort 1 participam each RLA founéhternshipplacemert in
targeted schools and LEAs (i.struggling low-performing schools).

1 In addition,Cohort 1 graduatesisolanded jobs inargetschoolsand LEAs. Oraverage,
their employing schools hosted student bodies irckhi

0 More than twethirds (67.6%) receive free or redueeudice lunch

o The proportion of ator abovegrade leveEnglish I/Reading scores hover around
57.75% and

o The proportion of ator abovegrade leveAlgebra I/Math scores hover just below the
65% mak.
Next Steps

The ongoing evaluation will probe deeper into five spegifyramareas:

1. Sustainability How prepared i®ach RLA sustain this project after the grant funding ends?

2. RecruitmentHow do RLAs recruit candidates who follow rtmaditional pghways to
principalship?

3. Mentor selection and trainingVhat is each RLA doing tensuregood intern/mentor/school
site matches? Whangoing traininglo mentor principals receive?

4. Induction supportWhat is each RLA doing to proviadegoing support, mentmg, and
advice through job placement?

5. Common Core State Standarifghat is each RLA doing to continue to address the Common
Core?

Consortium for Educational Research and Evaluablomth Carolina 4
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[ ntroduction

The importance of strong school leadership, particularly indolieving schools, long has been
recognized B researchers and practitioners alike. As Crawford (1998) rigtknpst all

educational reform reports have come to the conclusion that the nation cannot attain excellence
in education without effective school leadersbfaters, Marzano, and McNulty (28) add,

AJust as leaders can have a positive impact on achievement, they can also have a marginal, or
worse, a negative impact on achievenment.

North Carolinds Race to the TopRttT) plan acknowledges the pressing neechigh-quality
leadership in lowachieving schoolsThe componentf the plan that focuses on ensuring
equitable distribution of higlquality teachers and leaders identifies, among other things, a need
for fincreasing the number of principals qualified to lead transformational chalaye-in
performing schools in both rural and urban ap€BCDPI, 2010, p.10). To meet this need, the
statés RttT proposal includghe development of Regional Leadership Academies (RLAS)
programghat arefiapproved for certifying principalsnd] designeda . . .providea new model

for the preparation, early career support, and continuous professional development of school
leaders (NCDPI, 2010, p.10)

Purpose of theRegional Leadership Academid&ssaluation

North Carolinds RttT proposaalsoincludes a conmitment to independent evaluation of each
initiative.! The roles of the RttT Evaluation Team are to (1) document the activities of the RttT
initiatives; (2) provide timely, formative data, analyses, and recommendations to help the
initiative teams improvéheir ongoing work; and (3) provide summative evaluation results
toward the end of the grant period to determine whether the RttT initiatives met their goals and
to inform future policy and program decisions to sustain, modify, or discontinue initiattees

the grarifunded period.

As part of this overall evaluation effortyer the next three years, the Evaluation Team will
document RLA activities and collect data about participation in, satisfaction with, and the impact
of RLA activities through obseations, surveys, focus groups, and interviews with RLA
participants and facilitators, as well as analysis of longitudinal education data on students,
teachers, leaders, and schools. The stitlyprovide detailed information about the

implementation an@nmpact of the RLAs in order to determine if the initiative as implemented

has had the intended outcomes on school leader practice, their sofwdtlse/climate of
achievement, and, potentially, teacher and student performance.

The evaluation of the N&ttT RLAs isguided bythe following evaluation questions:

Research Question Do RLAs effectivel{a) recruit and(b) train, relative to the
alternatives?

! The evaluation is being conducted by the Consortium for Educational Research and Ei&loatioCarolina

(CERHE NC), a partnership of the SERVE Center at the University of North Carolina at Greensboro, the Carolina
Institute of Public Policy at the University of North Carolina at Chapel Hill, and the Friday Institute for Educational
Innovationat North Carolina State University.
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Research Question ®Vhat impact does each Risfselection criteria have on program
effectiveness?

Research Question 80 RLA graduates find placements in targeted schools/districts?

North Carolinds RLAs will be supported for four years by RttT funding, but there is no
guarantee of funding beyond the grant period. Thus, in addition to these quésganguation
of the RLAs includes a fourtijuestion:

Research Question 4re RLAs coseffective relative to the alternatives?

Purpose of this Report and Methodological Approach

The purpose of thiirst activity report b to start to address thestithreeevaluation questiaby
describing the program components of each RiLAetail” The report begins with an overview
of each of the three RLA@cluding information about partners, outcomes, and timelines)
followed bya descriptiorof themethoalogy and procedurdbe Evaluation Teamsed to
determiree a ¢ h  Rdelily @fsmplementation tahe aspects outlined in the original Request
for Proposal§Appendix A)° Based on reviews of the literature leading transformational
change angrincipd training programsthe Team selectegualitative methodas theprimary
method of analysis.

To determine the extent to which edRhA mees or exceeds expectations basedtair initial
design proposdi.e.,the extent to which the enacted progranmahes theespoused theorybhe
reporttheninvestigaéseach RLAs fidelity to implementation elements. Finalthe report
outlinesa plan for the ongoing evaluatioss well as the next steps required to enact that plan.

% This report was preceded by anothefTRivaluation reporfRegional Leadership Academies Cost Effectiveness

Framework which outlined the plan for addressing the fourth evaluation question
(http://www.dpi.state.nc.us/docs/rttt/reports/201 2fdport.pdj.

® The RFP was designed jointly by the North Carolina Department of Public Instruction (NCDPI) and the Z. Smith
Reynolds Foundation (#9. The RLAs are supported by RttT funttss important to note that the development of

one of the three RLAS the Northeast Leadership Academy (NEBAyas not actually in response to this RFP.

NELA began operations as a pilot program one year priorto dor Car ol i na6é recei pt of Rt tT
is an ongoing question as to whether and to what extent the RFP language pertains to NELA.

Consortium for Educational Research and Evaluablomth Carolina 6


http://www.dpi.state.nc.us/docs/rttt/reports/2012/rla-report.pdf

North Caolina Leadership Academies: Final 2012 Report
March 2013

North Carolina G Regional Lealership Academies

The policy objective of the RLA initiative is to increase the number of principals qualified to
lead transformational change in lgp@rforming schools in both rural and urban ard&3s RttT
funds support three RLA programs serving thesgans ofNorth Carolina. One RLA (Nortlzest
Leadership Academyr NELA) was established one year before RttT funding was available,
and two others (Piedmont Triad Leadership AcadfPTyA] and Sandhills Leadership
Academy[SLA]) were created following selection process that included proposal submission
to a selection committee composed of North Carolina educational leaders.

The NCRtT RLAs serve collaboratives of partnerilogal education agenciesEAs) and

directly address the need to recruit, e and support leaders of transformational change in
challenging school contexts. The first RLA, NELA, began during the fall of 2010@1thN
Carolinas northeast region and involveMasterof School AdministratiofMSA) program
designed byorth Caroina State UniversityNCSU) to serve a cluster of loachieving rural
schools. The locations of the other tRtT RLAs were determined through an RFP process and
were designed to prepare principals to leadp@rforming and other higheed schools. The

RLAs are designed to be consistent with literature on executive development, adult learning
theory and educational leadershig.¢, Brown, 2006;Davis, DarlinggHammond, LaPointe, &
Meyerson 2005; Hale & Moorman, 2003; New Leaders for New Schools, 2008).

The programmees North Carolina regulations regarding alternative principal licengubgief
description of each of the RLAs follows.

Northeast Leadership Academy (NELA)

NELA is based at the NCSU College of Education and serves the following 14 paitker
Bertie, Edgecombe, Franklin, Granville, Halifax, Hertford, Martin, N@sicky Mount,
Northampton, Roanoke Rapids, Vance, Warren, Washington, and Welddio@Gityf 70,348
studentserved.

1 NELA is a tweyear program that involves pditne studyduring Year 1 andull-time
studyd includinga full-time, yeaflong internship during Year 2.

1 Sucessful NELA candida&s aregranted NC Rncipal Licensure andreMSA, conferred by
NCSU.

1 NELA selected and inductet#t members int@Cohort 1 in thesummer of B10;21 members
of this group(87.5%)completel the program in May 2012 amll receivecontinuing early
career support through 20. Cohort 1 internships wesepported by NC RttT funddlost
(76%) Cohort 1 members are now employed as educational leéad@essurroundingEAs
(12 of the 21 as assistant principalsas instructional coach as transformation coordinator
2 in LEA-level positions, and 5 as classroom teagheost of whom have taken on
additional teacheleader responsibilitigs

1 Cohort2 membersvereselected athinducted irthefall of 2011 These 21 patrticipants are
completingtheir internship during th2012 13 academic yeamhey will complete the
NELA program in May2013 and will have career support through 2014.

Consortium for Educational Research and Evaluablomth Carolina 7



North Caolina Leadership Academies: Final 2012 Report
March 2013

T

Cohort 3(21 partcipants)wasselected ashinducted in théall of 2012and wil complete the
program in May2014.

NELA participants maka threeyear agreement to work in northeastern NC schools.

NELA has been established by and embedded within the KEkX3dllege of Educgonés
Friday Institute for Educational Innovation

Piedmont Triad Leadership Academy (PTLA)

PTLA is based ahe University of North Carolina at Greensboro (UNCG) and serves the
Piedmont Triad Education ConsortiyPTEC)and the followingour LEAs: Alamance
Burlington, Asheboro City, Guilford, and Winst@alem/Forsyttftotal of 150,61 6students
served.

T

Successful PTLA graduates ap@nted\NC Principal Licensure and g&arnup to24 credits
toward a UNCG Post Masters Certificate in School Administnatioan MSAdegregrom
the Department of Educational Leadersduol Cultural Foundations.

PTLA selected and inductétd members int@€ohort 1 in thesummer of 201121 members
of this group(100%)completel the program in June 20Ehd will receive contined career
support through 2014. Nearly all (95%f)the 21 participants are now employed as
educational leaders in the ai@® of the 21as assistant principal3 as learning
team/curriculum facilitatorsl as a LEA-wide instructional coactand 1 as alassroom
teachey.

Cohort 2(20 participantsyvasselected and ingtted in the summer of 2012. Theil
complete the program in June 20481 will receive continued career support through 2014.

Cohort 3 will be selected in the summer of 2013 and withglete the program in June 2014.

PTLA participants commit to three years of service in partnarif@ys upon program
completion.

PTLA has been established by UNCGutyg in partnership withhEAsand a regional
education consortium

Sandhills Leadership Acdemy (SLA)

SLA was founded by the Sandhills Regional Education Ctinso(SREC)and serves the
following 13LEAs: Anson,Bladen,Columbus, Cumberland, Harnett, Hoke, Lee, Montgomery,
Moore, Richmond, Robeson, Scotland, and White@iky (total of 158,99 students servéd

T

Fayetteville State UniversitfFSU), the University of North Carolina at PembrdkiNCP),
and the North Carolina Center for the Advancement of Tea¢NIGEAT) are partners in
SLA.

Successful SLA gradates arggranted NC Principal Licesureand can earn up to 18
graduatdevel credits at UNCP orSuU.

SLA selected 21 members and inducted 20 members into Coinatidsummer of 201120
members othis group(95%)complete the program in June 20Had will receive contiued

Consortium for Educational Research and Evaluablomth Carolina 8
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career suppd through 2013All 20 participant$100%)are now employed as educational
leaders in the argd of the 20 as principals, 1 as director of gradés @nd 15 of the 28s
assistanprincipals).

1 Cohort 2 waselected and inccted in the summer of 2012. dywill complete the program
in June 201&nd will receive continued career support through 2014

1 Cohort 3 will be selected in the summer of 2013 and will complete the program in June 2014.
They will receive continued support through 2015.

1 SLA participantcommit to serving in the Sandhills region for a minimum of four years
following program completion.

1 SLA has been established tie SREQ_EAS in partnership with two universitiesd
NCCAT.

The RLAs were created independently to meet the schat#rglaipneeds of three vastly

different and verylistinct regios of North Carolingincludingflarge, urbanandfismall,

rurald); thus, each RLA is a unique program with its own partnesspipgram philosophy,
curriculum,coursework, and fieldworkFigure 1 sbhws the LEAs that are partnering with each

RLA. Each RLA has followed its own path to implementation, and evaluators have been engaged
in collecting and analyzing data related to that process since April 2011.

Figure 1. Regions Served by the North CaralRegional Leadership Academies
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Evaluation Procedures

Data

The evaluations informed by a variety afatasources, includingocumenteviews,
observations, interviews, focus groups, susyagcounting dateand administrative datBata
sources ugefor this report are detailed here.

Administrative Data

In an effort to describe the characteristics of RLA internship and job placements, the Evaluation
Team obtained schotdvel administrative data from a longitudinal database maintained by the
Carolina Institute for Public Policy (CIPP) and assembled from NCDPI administrative records.
These data include school characterigtisshoollevel (elementary, middle, or high), type
(traditionalor charter), region, and locale classification (i.e., urbanttipg well as
demographicharacteristics of the student population (free or redpciee lunch,

race/ethnicity, studentsith disabilities, and English language learners).

Survey

The Team designedisannualparticipantsurvey(AppendixB) describingactiors and traitshat
are specific, evidenekased recommendatiofe quickly and dramatically improving student
achievement in higneed, lowperforming schoolsThe purpose of thiQualtricssurvey,
administered eacBecember and Junis to trackRLA participant®level of exposure to and
experiencavith these key elements via their Leadership AcadéNgte that the survey is
bound by(and participantareprotected byInstitutionalReviewBoardprotocols regarding
research on human subjects. As suchalld®LA participantyemembere@ndbr chose to
participate in the surve(p2/62=84% return rate)

Obsenations

Evaluatorobserve each RLAs selection processes and candidate cohort experiences, including
internships and suppoefforts. These activiéishelped evaluators understand the support and
guidance provided to each RLA participagtaluators conducteal total of57 formalRLA
observationgfor over 150 hoursand attended and/or presented@formalRLA meetings

between March 2011 and Noveent2012 The goalof the evaluations to visit each RLA at

least once a month and to observe a variety of activities (e.qg., site visits, guest panels, specialized
trainings, weekly content seminars, Advisory Board meetings, mentor principal meelAgs,
selection processes, induction support sessions, conference presentatioRéease.pe

AppendixC for the Evaluator§ ObservatiorLog.

* See RttT evaluation repofturning Around North Caroling Lowest Achieving Schools (200610,
https://publicpolicy.unc.edu/research/TurnaroundSchoolReport Dec5_Final.pdf
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Interviews

Between March 2011 and November 20M3leatorsinteracted with anthterviewedthe RLA
Directors, Executive Coaches, and the majority of participants from each RIEEALB0+)
several times. Evaluators also interviewedradom, conveniaresampledselection of mentor
principals and participant supervisors from each RLA during this same timeframe. Bodnal
informal conversations occurred during every formal observation and maetiigpbe).
Likewise, information was gathered daily via phone calls, emails, and listserv updates. A
standardized format was not used for these discussions. Insteadnoj@eljuestions were the
norm. Most conversations were related to either how the RLA was progressing overall and/or
specifically how the exercise at hand related the particippréparation to be leaders in high
need schools. Detailed notes were recordechaatyzed after each exchangbese activities
helped evaluators gather a wide range of perspectivab@®RLAS for qualitative analyse

Method

Creswelbs (2009) mixeemethods approach is most appropriatethis evaluationgiventhe
multiple data cokction methods and mixed modes of analysisluators analyzed each R&A
recruitmentand selection efforts, curricular and pedagogical technjdguesctionand support
strategiesandRLA internal evaluation methodértifacts (planning documents, presations,
dissemination materialsyrriculum plans, scopes and sequenaebsitesnews articlesetc.)
and observational dateereanalyzed using relevant qualitative methodologies and computer
software when gmopriate. These activitidgelped evaluates understand how candidates are
recruited,selectedinducted, and traine®lease see Appendixfor the Scope of Work and
Logic Map of thisinitiative.

Connections to Previous Evaluation Work

In an earlier study, thEvaluaton Teamexploredthe costeffectiveness of the RLAs relative to
extant comparable leadership development programs using Levin and MsE2@01)
ingredientsbased approach to cesffectiveress analysis. This analysigprovided a basis for
value comparisabetween RLAs and otherogkelsincluded in this report

® See RttT evaluation repoRegional Leadership Academies Cost Effectiveness Framgwork
http://www.dpi.state.nc.us/docs/rttt/reports/2012fdport.pdf
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Findings

This section includeindings for each of the specific evaluation questions outlined earlier. Note
thatResearctQuestion 1 Do RLAs effectively recruit and train, relative to the alternatives?
beenseparateihto ResearciQuestionla: Do RLAs effectively recryitelative to the
alternatives7andResearciQuestionlb: Do RLAs effectively trajmelative to the alternatives?

In this way the constructs of recruiting and training can be exanmseedrately

ResearchQuestionla: Do RLAs effectively recruitrelative to the alternatives?

Leveraging lessons learned from thewNY ork City Leadership Academ(NYCLA), the New
Leaders for New Sché®(NLNS) programsthe University of lllinois aChicagd@s Program in
Urban Educational Leadershiwith Steve Tozer)and similarprogramsacross the county
(including site visits, program observations, and collaborative insjghessRLAs havesach
engaged in carefukcruitment and selection procesgeensure that pgyam participants have
the expertise, commitment, and dispositions to serve as transformational school feagdecs,
each RLA has worked together with partner LEA leader® identify and recruit individuals
who, in their assessmerate deeply comitied to improving lowachieving schools angho are
willing to make multiyear, posticademycommitmens to work in saidschoolsandLEAS.

In line with widely recognizedlternativeprincipal preparatioprograms, each RLA&mploys a

plan forthe deliberat, aggressive recruitment of outstanding school leadership candidates. A
team ofLEA members, in conjunion with theRttT grantfunded Executiv®irectors and
Coachesgevelogdand conduadbroadbased recruitment and selective admissions presess
thathaveresuledin the identification ad selection of RLAparticipants who present
demonstrable leadership skills and personal academic excellence.

Recruitment in Comparable Programs

NYCLA is one example of well-funded, welestablishedlternative schal leader preparation
programthat relies heavily on theprestigious Board of iBectors, public relations division, and
national consulting businessaonsistently share organizational informatar engage in
outreach. In addition to hosting numeraui®rmation £ssios for potential candidates, NYCLA
developed a onlinenewsroom where interested partes view theimewsletter and redtie
latest updates, public relations articles, aadsreleasesbout the Leadership Academy, their
alumni, and prticipants.Through these efforts, NYCLA actively and aggressively recruits
potential participants fromNew York andfrom acrosghe nation.

Institutions of higher education across the state of North Camleaxamples ahore

traditional school leadereparation program3ypical recruitment efforts for local colleges and
universities consist of informational websites, brochures, and-efemtbuth testimonials from
recent attendees and gradua@scasionally, when a new MSA program is designed and/o
adopted, therare some public announcemetust, for the most part, applicants to these
programs selfdentify and are passively admitted.
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RLA Recruitment

By contrast, th@rocess of identifying outstanding candiddtaseach of the RLAs benefited
from initial publicity (e.g., RttT announcements, newspaper accamds/arious public
relations press releases throughout the year). Likewis&,and schocbased administrators
approached potential candidates they considered to be promising leadens@néged them to
submit interest materials (i.¢hefitapping processn LEAS, in whichpeopleare encouraged to
apply based on their performance). Articles online and in print continue tggrelpd the news
regarding eacprogram.In addition, eaciRLA instituted its owrprogramspecificmethods of
recruitment(see belowjo support their intentionakcruitment ofa different type of educator for
school leadership (i.eexperienced teachers with strong teaching and leadership skills who are
commitied to educational changds a resulpf all of these exposures and effopddarge
number of people expressed interest and completed the application proerete past two
years(124 participants selectedom a total of656 applications yieldgnoverall acceptance of
19%).

For exampleNELAGs ExecutiveDirectors held twehour information sessions Rocky Mount

in January for potential cohorteambersThey made local, stagtand national presentations,
provided timely information for numerous locswspaper articles, and encouraged pertinent
postings td_EA websites. NELA also designed and continues to monitor a very thorough and
well-developed websitavherefiNELA in the News is highlighted along withNELAG& purpose
and goals (vision and missigmrogram components, main featumsademyesourcesandan
abundance of digital storytelling clips by participahtskewise, NELA is proactive in recruiting
potential candidates from Teach For America.

As oneNELA Executive Director stated:

We workvery closely with the Teach For America Alumni Director to help identify and
recruit TFA alumni to NELA. The TFA alumni (with the exception of one individual who
was recommended by the State Board) had to also be recommended by their
superintendentThis purposeful identification of TFA alumni who had already made a
commitment to stay in education after their TFA commitment, yielded a high number of
TFA alumni in the cohor{NELA Executive Director)

NELAG Executive Directors also took the leadtfue RLAs by submittingthree different

proposals for interactive presentations at national conferences. In November 2011, all three of

North Carolinds RLAs presented heUni ver sity Council for Educat
(UCEA®) annual convention in Pittsirgh. Likewise, in November 2012, the Executive

Directors and a few Cohortgraduatesnd/or Coachesom each RLAtook part in a critical

dialogue entitledust Getting Started: Lessons from Race to the Top Funded School Lagaders
UCEAG annual converdn in Denver(Appendix B. And in April 2013,the RLAs are hoping to

present a papeentittedHow Race to the Top Fundse Helping to Prepare Tomorras

Leaders Todayat AERAG annual meeting in San Francisbi&LAG Executive Directors also

® http://go.ncsu.edu/nela

" Because it was the pilot RLA program, and agdatbove, NELA actually started before North Carolina was
awarded RttT funding. As such, NELA Cohort 1 members were not recruited by NELA but had to be recommended
by their superintendents instead.
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took the eadin organizing the first combined RLA Learniigxchange anference in November
2012 (held at the Friday Institutier Educational Innovation at North Carolina State Unive)sity
The pupose of theonferencavas to provide a time and space for all thrdeAs (participants
and coordinators alikep share learning experiences and design elements that will lead to
improving subsequent cohorts and provide a statewide netwstpportfor RLA graduates.

Similarly, PTLA implemented avebsite to spark intest, provide basic information, and
publicize anticipated participant compensation, benefitd incentive§ PTLA also dstributed
LEA email blastsand posted EA website noticeand advertisements in all fopartnering
LEAs. They dfered LEA-based inteest sessiongacilitated by PTLAAdvisory Group
representativesvhich were @en to all, including those who work outside of Li&As and
outside educatiorTo recruit for Cohort 2PTLA Leadership Team members and respective
PLTA Cohort linterns atteneld and participated in all folulEA information sessions held
between October 2011 and January 20 2ddition tothesethe PTLAEXxecutiveDirector
facilitatedexternal development amquaiblic relations efforts throughout the yégrcontacting
LEA relatons offices to help promote PTLAheworked withthe medisand UNCGon stories,
emailed updates to key informarasidstrategically worke@n some Board of Education
presentationsaround whiclmedia often congregat@ppendix §. For example, 0 June 2,
2012 the Guilford County PTLA 6hortl members wereecognized by theiBoard of
Educationand the new Ghort 2memberaverewelcomed |t aired onthe LEA& Cable 2
station. @heropportunitieghat werecreated includa WinstonSalem ForsytiCountySchools
videotapinga presentatioby theExecutiveDirector and four internto the 14 superintendents
in the Piednont Triad Education Consortiu(RTEC) a presentation at the North Carolina
ASCD Conference in Februa®®12 andnational presentati@atthe UCEA conference in
Pittsburgh in Novembez011 and in Denver in November 20PX LA is currentlyworking on a
brochure and creating a new video.

The feedback frorthe PTLA Executive Director was the following:

| am also excited to share that we vl presenting at the National ASCD Conference in

March 2012 (Chicago) on tH®TLA Way.0 We will be taking all of our Cohort 2
members along with some of our Cohort 1 graduates who are now practicing
administrators. Our presentation team will includelllie Cox, AlamanceBurlington
Schools Superintendent, NC Principal of the Yleancipal Patrice Faison (of Page High
School and former principal of Oak Hill Elementary last year), Dr. Craig Peck, UNCG
professor, and me (PTLA Executive Director). Eachoill share our story of how we
are collaboratively preparing future principals of higdeds schools through our RttT

grant funding in North Carolina and district partnerships. Our cohort members will also

participate in the second half of the prestaitaby facilitating small groups where they

will share their principal intern story. We are very hopeful that our work will draw more

national interest to North CarolinéPTLA Executive Director)

SLA likewiserecruitedpotential candidatega Advisory Committeemeetings, superintendent
meetings, information othe SLAwebsite? and abrochure distributed tall LEA personnel in

8 http:/Mww.ptla-nc.org/index.html
% http://mww.SandhillsLeadershipAcademy.com
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the 13 partnering LEALommunication with LEA gperintendents is strong. The Executive
Director attends all SREC superintentd®meetings to provide an update on SLA progress, and
supeintendents participate in the SliAternds midyea and enebf-year conferenceSLA

interns promoted their RLA in their respectivEAs, and each make Board of Education
presentations throughotite year to shed more attention on SLA. A video is currently under
development for use in Board of Education meetangd other presentations, highlighting the
work of SLA interns on the job this yedn addition to this, several press releases annouheed
apdication process and cohort membsetectedwhile several othearticles intheNCCAT
newsletter antébcal newspapers described SLA plans, activities, and accomplishinemés.
presentation to the ¢al school board, one SLA participant from Gadhl explained:

The program can really be described as a journey: a journey to discover our personal
visions, what we believe about children and how they learn, and how we can transform
schools and classrooms to nurture every Ghildlents and potentigSLA participant)

Assessment of Recruitment Efforts

Overall, the recruitment effortsr each RLA are to be commended. Adventient has been
good and the RLA have yielded a fairly high number of applicamisether of sufficient high
quality and quatity to fill necessary slots is yet to be determinéaentivesfor participants
include tuition toward a Mast@ér degre®r certificatein School Administration, release time to
participate, hiring preference with the participating LEAS, travel costsiti visits, early career
support, and program materials. According to one participant:

The fact that they are paying for my schooling and | can still get my salary made it more
affordable for me to do. It would have been more difficult for me to pursue
administration without this progrartPTLA participant)

Havingsaid that, there is a questiaa to whetheindividuals with leadershipx@erience in other
conexts (.e.,besides educaticemd/or beyond the partnerib§As) ae actively recruitedand,

if so,thenhow, whenandwhere?n other words, bw broad far-reaching and expansivthe
recruitment efforts of each RLA should or could be remains a question.

For exampleconsistent with the model outlined in thRFP,SLA stated that thegwill recruit a
diverse and talented group of at least 20 and as many as 2&rgediching each of the next three
years, who are currently employed in participatiighs and aspire to become school principals
€ Cultivating leadership among teachers currently eggalan the region represents atempt

to nurture and develajnome growidschool administrators who are committed to their
communities and agree to serve as a builtewgl administrator in the region for a mmim of
four years after completing the SLNt is clear from the evaluation that thisshactually
happened. In comparisoRTLA statedn its RFPthatfitargeted recruitment of candidates from
demographically underrepresented populations will help ensure the program is rafixesent
the statés diversityo It is clear from the reported demographic figures in TalfleeRt section)
that this has also happened. PTaARFP indicated further théthe prograntmaydalso serve
exceptional candidates who follow rtnaditional pathways to the primalship. Such

candidates will be identified by working collaboratively with Leadership Greensboro and similar
organizations in other partneEA communities, to identify emerging local leaders from a
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variety of areas and encouraging them to apply for THeAR It is uncleamwhether and to what
extentthis has actually happened yet. In response, B8 EXecutive Director offered the
following clarification:

PTLA and its district partners have thus far found its experienced educator candidate pool
(with over165 applying each year) to be exceptionally talented, diverse, and committed

to leading highneed schools. Therefore, we have seen no reason thus far to conduct
targeted recruitment for candidates drawn from otheratutational settings.

Responseenthe biannual survey indicate that the majority of Cohort 1 menhéi¢is position
in education (most as classroom teachers) to become RLA patrticipariteer evaluation will
explore these recruiting issues.

ResearchQuestion2: What impact does each RL& selection criteria have on program
effectiveness?

Impact is difficult to assssat this early stage of the initiative, and a more complete response to
this research question may not be possible until more extensive measures of program
effectiveness aravailable (e.g., after a critical mass of cohort members have completely
transitioned from their programs and into leadership positions in their schools). What can be
assessed at this poihwever,are the degree to which the programs have been se|eative

the mechanisms through which that selectivity occurs.

Selectivity

The recruitment angelection process of each RLA yiettfairly low and competitive

acceptance rasgTablel). These rates are comparable to nationally recognized programs such as
NYCLA andNLNS. They are also much lowtran traditional MSAprograms in North

Carolina, some of which yield few applicants (less than 25 applicants for 20 slots) and/or report
high acceptance rates (75% or high&he Principal Fellows Program North Carolina (NC

PFP) had aacceptance rataf 56% in 2011 (60 recipienfsom 107 applicants) and an

acceptance rate of 72% in 2012 (56 recipiémis 78 applicants)in fairness to these pragns,

a larger number of potentiphrticipantsdo inquire butafter asking about minimum
requirementge.g.,tuition costs, prioteaching experiengceindergraduate GPA, etcdecide not

to formally apply.Unfortunately there is not a valid way of tracking such numbers.

Table 1 Number of Candidates who Appligersis Number of Participantwho wereAccepted

201712 Cohort 1 2012 13 Cohort 2
RLA AcceptanceRate AcceptanceRate
NELA 24/38 =63%* 21/A1 = 51%*
PTLA 21/173=12% 20169 = 12%
SLA 20/110 = 18% 21/125 =17%

* For NELAG Cohort 1, 38 individuals were momended by their superintenderitaienty-four were admitted

and21 graduated. NELA dismisséidreeof the participants from the program. From a quality assurance
perspective, they were not performing at an acceptable level. BELéhort 2 went through éhmultitier selection
processEven at that, NELA has a significantly higher acceptance rate than PTLA and SLA. With such a smaller
initial candidate pooltwo questiors surface: 1)s NELA able to identify enough highuality candidates@nd 2)

What cank being done to increase the number of candidates who apply to NELA?

Consortium for Educational Research and Evaluablomth Carolina 16



North Caolina Leadership Academies: Final 2012 Report
March 2013

NYCLA G witten application requires a description of the cand@atducation and
professional experience, essaasd the submission of professional recommendations.
Admissions critaa requirea mastets degree with a minimum 3.0 GPA and a minimum of five
years of work experience, with at least three years in a paid positionid® ddacherAfter
reviewing the online applicationslYCLA invited candidates who advarat® the next pase of
the selection process to participate in both group and individual interviews that include role
playing exercises, a review of past educational and professional experartesbmission of
writing samplesTo be selecteccandidates must meet tfedlowing criteria commitment to
closing the achievement ggppfessional resiliencetrong communicationyillingness/ability

to be seHreflective;possession ahstructional knowledge/expertissommitment to continuous
learning; angrofessionalmtegrity.

RLA Selection Processes

Likewise, e@ch RLA createdian innovative selection process that is fair and rigorous, assesses
more than a candidakeexperience and education, andsadchew component that enables
interviewers to measure a candidatre beliefs (Huckaby, 2012)Of the threeNELAGs is the
most universitycentered. This makes sense since participants are applying for and will receive
an MSA degree from NCSUWNote that NELAs Cohort 1 participants weeetuallychosen by
the superirgndents in thegrtnering LEAs before Race to tiep funding) The selection
processes for PTLA and SLA are more decentralized (i.e., more des@stgomade at theEA
level). EachRLA has made modifications based on experisngth Cohort 1. For exame| he
Advisory Committeeof SLA has tweaked #ir procedureg an attempt tdring more

uniformity to the proces©f the three RLASselection criteria, e is nd necessarily better than
theother All three contain some similarities and some diffeesnall threeuse multiple
measuresandall threeallow for deeper analyseénto an applicai qualificationsHowever, n
comparisorto the selection processesmostuniversitybased principal preparationrpgrams
natiorwide, the RLAscollectivelyare muchmoredeliberate and intentionally focused, more
intricately involved and more thorougim their selection criterigFor example, mosbotleges

and universities (ot all, as there are exceptions across the natiahy)requirestandard
paperwork (a., criminal background check, resume, transcripts, letters of recommendation,
GRE/MAT scores, and perhaps a statement of purpose). In persotg-face interactions
and/or interviews are rare and are not required for application and/or admissionabBm f
members usually review the materials via a standard ramitassign points based mmimum
gualifications suclas years oflassroom teachingxperience (without regatd andbr

knowledge of whether that educational experiencedeasedyjood @ bad effective or
detrimenta).

NELAprocess In stark contrast to these fairly typical, status quo selection proctdsie&, now
has a rigorous fouphase selection procetgat began with Cohort Phase involvesa
superintenderis romination followed by Phase Znadmisions application into NCSi

College of Educatioandafaculty committeea@view. Phase 3 is an atlay Candidate
Assessment Day April, during which30 to 35finalists are invited to participate in a number of
activities(e.g.,public speaking, scenarios, s crisis memo, etcyith Assessment TeamBor
example, éllowing introductions and an overview of the proceasdedates are asked to role
play two different8-minute conversations, one with a high school student wheear@do the
principals office and another with a teacher to discussgpshof teaching they witnesséda
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ashort teaching video clip). Aoncurrent activity includes a timed writing activity whereby
candidates are given a scenario of a school ¢haisoccurred earlier in the dand they now
have a short time to compile a letter that will be sent home with all of the students at the end of
the day. Other concurrent activities include the completion of two surveys (i.e., GRIT Survey
Perseverance driLong Term Goal Trajectory drSort McREIG 21 Leadership
Responsibilities)To round out Assessment Dayandidates participate in a-Bfinute School
Improvement Team meeting simulation emulating a eatacisioamaking process, they have
lunch with fomer NELA participants to ask logistical @i®ns, and then wrayp the

application process witbneon-one 30minute intervievg with evaluation teais) comprised of

five membersincluding ahigh school student,lacalteacher, agacticing principal, a NCSU
faculty member or DPI specialist, anallzEA representative (e.g., area superintend@&ttase 4

is a comprehensive debrief and review of all finalists using an assessmen{Appeadix Q

and then aihal selection of 21 participants.

PTLA proces. PTLAG rigorouscohortselection process is a twhase process supported
throughits District-Universty Partnership and Advisory Teamhase 1 of the process is led by
LEA-level representatives in coordination with the PTLA Leadership Team (ExeBiteator,
Executive Coaoks and Acadmy Coordinators). EachEA, as the hiring agency for potential
principals and assistant principatenductsan interview and selection process to miakénal
cohortselections frm a pool of individuals whbaveexpresedinterest in PTLAThe number
of available slots is prorated accordind-teA size (Guilford = 10, WinstoisaleniForsyth = 7,
AlamanceBurlington = 3, and Asheboro = BTLA Leadership Team membensake
themselves available to participate on fis@lection committees and offer insighéegarding
successful characteristics of Cohorhg&mbers, as well asiccessful characteristics of mentor
principals. In Phase 2, selectellA candidates completee UNCG admissions process for the
appropriate, PTLAelated school leadership program. Candidates selected bl #tweand
admitted to UNCGiow comprise Cohort (n=21)andCohort2 (n=20)of PTLA. A
description of eachEAGs individual process follows:

1 In Asheborotheapplication criteria includeaimonstrated leadership in schoolsL&A,
leadership potentialelel of readinesfor administrative position, quality of application
materials, and qtential/ability to complete PTLA successfullgterviewquestions asd
are Why administration? Give ergle(s) of demonstrated leadership and what was
learned? How do/can change and conflict affect a school? Describe your communication and
problemsolving styles? What does instructional leadership look liglicants are asked
to respond tocenarios abduthe following (1) dealing with an angry parer(g)
evaluating/coaching an underperforming teached(3) handling afistickyo student issue
The nterview teamncludesthe superintendent, twassistansuperintendentshe Principal
of the Year, andTLAG ExecutiveDirector.

1 TheAlamanceBurlington School System (ABSS3)evelopedimilar materials to be usad
its selection process:@ndidate slectionrubric, interview questions, a written exercise, a
rubric for evaluating tl written exercise, @hafinal selection rubric that combines the
interview, written exercises, and interest materials into one overall assessment of the
finalists. The interview process involves two steps, both of which take place on the same
day.First, finalists participaten an interview conducted by a panel of ABSS officials and
representatives from PTLA/UNC(&.g., an Executive Coacaninstructor) Secondly,
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candidateshencomplete a brief written exercise that focauisa prioritizing and planning.
For Cohort 1,3 patticipantswere selected from 24 original applications. For CohaBt 2,
participantsvere selected from 27 original applicatio@d.those 27, 13 finalists participated
in thefull day of interviewingin February2012

9 In Guilford County Schools (GCS$)he lection committee consisté two regional
superinterlents,along withthe Chief Academic Officerthe Executive Director of Induction
and Professional Developmetiie Strategic PlanningndProject Management Officesind
the GCS Rincipal of the YearPTLAG Executive Directoalso serveon the panelAll
application materialsre due by January 15 amttlude:a resumea letter of nteresta list of
referencesanda letter of spport An initial review of applicationss completed byhe
committeg and nvitations to participate iRound2 are sent.The £condlevel ofthe process
includesan aline scenaridased prioritization activity and writing sampkenalistsare
invited to participate iraninterview processCohort 1 yielded 10 participafrom 99
original applicationg10%) Similarly, Cohort 2yielded 10 participats from an initial pool
of 95applicationg10.5%)

1 In WinstonSaleniForsyth(WSFCS) the selection team includé® HR director, assistant
superintendents faschooladministation,andmentor principals (one elementary aode
secondarypreferably without applicants for the upcoming cohdnt)Step 1, glection team
members revievapplicantsand thermeet and cane toa consensus othetop 14 candidates
to interviewby eaty FebruaryFor Sep 2, theap 14are given a homework assignment one
week prior to interviews: Prepare at@ 3-minute videotaped presentation @hy | want to
be aleader in a higimeeds schoal.In Step 3, thedp 14candidatesra interviewed bythe
teamby theend of Februaryusing a combinatioof behavioral and scenarlzased questions
developed in advanc&o enhance this process, WSFG&¥elogeda rubric for evaluatig
written application packets amdll use this yeais review of packet$2012) to further
develop ideas for this rubric for subsequent ygafshe 14 finalists7 are chosen to
participate in PTLAeach year

Here is one powerful testimonial from a PTLA Cohort 1 Principal Mentor regarding & TLA
selection, induction, and mentagiprocesses:

PTLA has done a fine job selecting toptch aspiring leaders in surrounding school
districts. | have been very fortunate to meritandidate] principal intern from the first

cohort of the PTLA program. The work ethic, educational valuest hed compassion
behind every thought procelgsindidatebrings to the table is irreplaceable. The drive

she has motivates me to expose her to every experience possible as a school leader. As a
mentor/mentee team, we reflect individually and collecyivdlen on day to day

practices. PTLA advisors are very visible in the schools, extremely responsive to the
needs of the intern and overall success of the program. Most importantly, the PTLA
advisors are not far removed from the prindpaleat and can @vide reallife practical
coaching to the intern. The PTLA program is designed in such a way that interns get a
true depiction of school leadership while they are learning in the university classroom
setting. This program is to be commended for their viorkolding school leaders of
tomorrow. | am honored to be a part of the development of PTLA and its partnership with
UNCG.
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SLA processSLAGs rigorous selection process waimilarly modeled aftesuchprogramsas
NYCLA and NLNS which seek to identifgardidates with the attributes required to
successfully compke the program and to serveedfective school leaderRepresentativesdm
12 of the 13artneringcountiesassistedvith and wergpart ofthe CohortSelection Process
Team The application praess forSLA is a twatiered process LEA and regionalFor Tier |

(by the end of Februarygach participatind.EA can recommend up to four candidates for each
cohort class to participate in a regional selection pracess13LEAs times 4 candidates egls
52 possiblesecondroundapplicants) See Appendix Hor SLAG Local District Selection
Processes for Cohort Candidate criteria includéive years of teaching experience or
equivalentcareer status eligibilityconsistent performance in the accdisiped and
distinguished levels on the Kb Carolina Teacher Evaluatioanddemonstration of success in
leading adults in schoolskEASs utilize a rubric developed byLA Advisory Committee
members to assist theamassessing candidate qualificationsacle of theareas above
(Appendix ). For Tier Il (by mid-March), theSLA Advisory Committeautilizesthe North
CarolinaSchool Executive Standards in the selection process by seekergipl forstrategic
leadershipinstructionaleadershipgultural leadershiphumanresourcdeadershipmanagerial
leadershipexternaldevelopmenteadership, anthicropolitical leadershipTheregional
selection processicludes:

Activity 1: Review and Response to a Videotaped Lesson
Activity 2: Participation in a Groufcenario

Activity 3: Written Response to a Scheélated Question
Activity 4: Presentation on Closing the Achievement Gap

= =4 4 -4 -

Activity 5: QuestiorandAnswer Interview with Panel

From Cohort 1, SLA learned to make tledestion criterigfor Cohorts 2 and gore specificthe
selection process more standardizet theselection rubric utilized ihEAs more uniform.

LEA candidate selection process elements agreedambnsedor Tier | of Cohort s

selection includé: rubric cover beet letter of interestresumeNCDPI applicationand

interview In addition to the above, regional candidate selection process elements agreed upon
and utilizedfor Tier Il of Cohort28 selection include: presentationwritten responsgteacher

videg panel nterview, andyroup £enario

Resultof theSelectionProcess

Overall, he RLA selection process for Cohorfri= 62) yielded a fairly diverse groupf
participants. Twethirds (68%) are female, hgb0%) areCaucasiantwo-fifths (42%) are
African-American half (54%) possess a masferdegree alreadgeven ineducation, five in
reading, four in school administration, fourgmecial educatiorand the rest in a range of
subjects from Curriculum and Instructiondounseling) and onehird (32%) were elementary
edua@tion majors durig their undergraduate studiegile onesixth (15%) were English majors
Generally speakindyELA participants arslightly younger(33 years old compared to the RLA
Cohort 1 average of 3pears olg, morelikely to befemale (76% compad to the RLA Cohort 1
average of 68%gndless likely tohavemasteés degrees33% compared to the RLA Cohort 1
average of 8%). Thisis not surprisingsince NELA is a tweyear principal preparatigorogram
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leading to an MSA degredlore ofthe SLA paricipants areCaucasiarf66% compared to the
RLA Cohort 1 average of 50f/@andmore haveadvanced degreg75% compared to the RLA
Cohort 1 average 0f380). See Rble2 (following page)for descriptive statistics relating to
Cohort 1.

Participantself-assesments angrogram staff assessments of selected cohort members reflected
many of the selection criteria noted above

| want to go back and to do wh@é always known | was here to,@md that is to
servéd serve students, serve the community, and deahers(PTLA participant)

| am just so glad that | got accepted. My whole career in educéieihéen working
with high-needs schools, so this was an obvious next step for me. (pParidipant)

| felt confident in how well the schooléve been in hee prepared mefle learned so
much. | was excitefto be selectdd Ité&s a great chance for me to build on witaé|
already learned and to grow in educati@l LA participant)

For me, the passion bled through [during the selection process]. You dhatsbey are
there for the right reason. They have a passion about them to be a change agent, and
thais what showed through for mM@TLA Executive Coach)

Table 2 Demographidata forRLACohort 1

All Cohort 1 Interns NELA PTLA SLA
Demographic (52/62=84% | (21/21=100% | (1521=71% | (16/20=80%
Characteristic response rate) | response rate) response rate)| response rate)
Age range 2554 2548 2748 2854
Age median 37 33 37 36
Male 32% 24% 33% 38%
Female 68% 76% 67% 63%
Black 42% 52% 50% 27%
White 50% 33% 43% 66%
Asian 3% 10% 0% 0%
American Indian 3% 0% 7% 7%
Other ethnicity 2% 5% 0% 0%
Masteds degree 58% 33% 67% 75%
(29/52) (7/1212) (20/19 (12/19

Note Response rates are less than 100% bedluseparticipants were given the option not tarficipate in the
survey, per IRB regulations.

ResearchQuestionlb: Do RLAs effectively trainrelative to the alternatives?

The three essential features of effective leadership preparation prograds hasing a
program philosophy that clearly aniates a theory of actiof?) having a strong curriculum
focused on instruction and school improvement, @hdhaving weldesigned and integrated
coursework and field worfOrr et al., 2012)Each RLAhascommitted to designingnd
implementinga fully comprehensive leadership preparation programinicatporates those
features by includinthe following researclhased program elemer{3arling-Hammond
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LaPointe, Meyerson, Orr, & CohegR007; Davis et al., 2005 aylor, Cordeiro, & Chrispeels,
2009; Youwng, Crow, Ogawa, & Murphy, 2009)

Rigorous recruitment and selection
1 Colorts and nternships
o Cohortbased experiences
0 Weekly, full-cohort, continued learning during the residency year
o Full-time, yeaflong clinical residency experience
1 Curricula and £mirars
o0 An actionresearch, casstudy curriculum focus
1 Support systems (coachingemtoring,and sipervising)
o Multi-faceted support structige
o Dynamic feedback and improvement loops
9 Structures foevaluation andmprovement
1 Job placement and induction support
The degree to which each RLA addresses the first of these elements (recruitment and selection)
has been addressed in previous sectiang the degree to which each RLA addresses the final

element (job placement and induction) will be addressed in asktgéon Fidelity of
implementatiorof each ofthe other elemenis addressedeparatelyn this section

Cohorts and Internships

Similar to NYCLA and NLNS, ththreeNC RLAs offercohortbasedexperiencesBy
paticipatingin cohorts of 20 to 2peersNELA, PTLA, and SLAparticipantsengage in the
development oimeaningfulprofessional learning commuigis for aspiring school leaders
Evidence of tle advantages of cohort modeprovided by Davis et al. (2005), Dgorn
Papalewis, and Browf1995), MuthandBarnett (2001), andumerousther researchers.

Likewise,all three RLAs require aufl-time, yearlong, paid, clinical internshipexperience
under thededicated suppodf aficarefullyselectednsite principal mentowith extensive
successful saol leadership experiengéRFP, p.3) anda leadeship academy
supervisotExecutive @ach To do this, NELA, PTLA, and SLA interns areleased from their
normal work duties and arafforded the opportunity to experience and participate ireltiee
cycle of a school yeamder the directiof an experienced principal whofideemedsuccessful
andeffectived in generating school improvementThis pratice is quite different fronrmost
traditional MSA programs across the state of North Cargéind evemationwide)' in which
moststudents completearttime, hourly internships in addition to and top of theiregular,
full-time, day joh

9 Note that these quotation marks were added by the evaluator as a point of question.
™ NC Principal Fellows are an exceptitmthis generalization.
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A high-quality, rigorous internship that is aligned to the progeooursework and supervised
by experienced andfettive school leaders iEritically important to helping principal
[candidates]earn to implement sophisticated practiw@3arling-Hammondet al, 2007 p. 17).
Such internships are characterized by

1 Ongoing reflection, supported by an experienced &ietteve supervisor or mentor;

Projects meaningfully related to the complex and integrated nature of principa(rathrér
than discrete tasks or activities not centered on improving instructional practice);

1 Integration with coursework, strengthening sfan of learning from classroom &pplication
in the field of knowledge and skills;

1 Alignment with guiding standards (ELCC and ISLLC) and program values; and

1 Ongoing, individualized assessment to support development.

As such, he yeatlong, full-time paidinternshipds the most notabledefining characteristithat
separatethe RLAsfrom theother, more traditiondSA principalpreparation programs
transformativanternship experience is clearly critical to the success of these program models,
rendemg the coursework more valuable because it is tightly interwoven with préotice
providing authentic, active learning experiences in school settifigis)is not surprising, as
research suggests most adults learn best when expasitdhtmns requing the application of
acquired skills, knowledge, and problewmiving strategies within authentic settings (Kolb &
Boyatzis, 1999)See AppendiX for a list of Cohort 1 and Cohorti@ternshipplacement

schools

It is worth noting, however, that prowas of a fulktime internship component consistent across

all placements was not made available to all Cohort 1 intEirs$, twoCohort 1 interngfrom

the samé_.EA) were not actually fultime, due to other job obligations and responsibilitisth

of these Fellowsnitially had superintenderdupport for fullrelease for the internship year, but
whenthesuperintendenivas unable to findisuitablé replacements for theellowsby the end of

the first year (late summer, 2011), headieded theid00% eleaseinstead agreegto only a

60% releaselThe patneringLEA6 s 1 nabi | i t y @omelehAsdhese membersitd i ngnes
intern full-time may turn out to be an isolated event, but such precedent shoallcbbeernA
secondconcerrfor all three RIAs is the consistency with whigbrincipalmentorsand internship

sites are initially identified and then actually matched with potential interns. Both of these issues
will be discusedin greater detailaterin this report

The purpose of the RLAs is fincreaseéhe number of principals qualified to lead
transformational change in leperforming schools in both rural and urban ab€BCDPI,

2010, p.10).To learn how to do thigs it important that RLA participants spend time in such
schoolg(sothat hiey work within similar contexts, within similar expectations and constraints,
and with similar populations of students, teachers, parents and community m&mbisrs)

notion is debatableas someadvocates might argue that the mefpiancipal match is mee

important than the internshigite match. In other words, the actual school placement (i.e., school
that is struggling versus one that is achieving) might not be as critical as the leader with whom
the intern works, watches, learns fraand eventuallgmulates. This idea is open for further
discussionespecially as there is a lack of data to resolve the.iBstiee meantime,ekcrptive

Consortium for Educational Research and Evaluablomth Carolina 23



North Caolina Leadership Academies: Final 2012 Report
March 2013

statistics from Cohort@& and Cohort & internship placement schools indicate that, ferrttost
part, all threeRLAs have beersuccessful in getting most of their interns pldin highneed
schools thatr@, generally speaking, in turnaround mode (i.e., positive change in performance
composite scores over the past three y€an)averageCohort linternswere pla@d in schools
wheremore than twethirds (7246) of the students receive free or redupede lunch and
English I/Reading scores hover around 58%. Ndteweverthat Algebra I/Math scores hover
just below the 70% mark in these scho@la averageCohort2 internswere placed in schools
where a little less than twihirds (63.4%) of the students receive free or redyrext lunch
and English I/Reading scores hover aro6fith. Again, Algebra I/Math scores hovaroundthe
70% mark in these school3f paticular noteis the fact that PTLA placed 7 of Zlohort 1
interns in O5T schools.

Looking backand chartinglemographic antest scorelata(summary statisticAppendk K;

raw statisticsAppendixL), most internship schools reveal a trend of getelly, positive
growth(albeit smallin manycases). 8me schoolsittainedohenomenal growth (e.g., 523
increasen English I/Readingcores in one school and 40.4% increase in Algebra I/Math scores
in anothe), while others revealelittle to no growth(e.g., less than 5% increas&pme schools
revealed percentage gains of more th&¥ 1®13% in one subject butot in the otherA few of

the schools&t whichRLA participants interned actually reportetheeeyeartrend of negative
growth(e.g., 12.2% daease in English I/Reading scores in one s¢laoa 21.0% decrease in
Algebra I/Math scores in anotheffjhis is a concerrl he flassumption is that anfiexperienced,
successful leader and afieffective,accomplished mentor principal is leading by exalep
transforming status quo practices, and getting refLdts making a transition to new ways of
providing instruction and learning opportunities for studett¥)egs anotheguestion Is that
school and that school leader really the best place antbmfor that intern at that time? Would

a different placement be a better mat€hfe suggestion from the evaluation is for the Executive
Directors of each RLA to review, disaggregate, and analyze similar school data before and
during thefintern/mentor/facement sit@process.

For the most part, the placements seem logitdla few are questionable, particularly when the
mentor principal has been at a negative growth school for the past thre€Netashat the
churn in principal placement often nmsathat a number of these lg@@rforming schools actually
have relatively new, stronger school leaders who were recently movedcaiene the school
around) Potential giestionamoving forward include(1) Are interns mentored by principals
confident oftheir own abilities talemonstrate effective practices for imyirg teaching and
learning?(2) Do current mentor selection, trainirad evaluation practices ensure thspiring
principals reeive highquality mentoring?3) Are mentors providing intes the experiences to
master théeadership competencies essential for improving schools and rsigaent
achievement®?4) Are mentors provided with the suppoecessary to be effectiv€®) Do
mentors have significant influence in decisions aboutnsbsuccessful completion of a
preparation program and issuance of the schdwiinistrator license?

As theprimary componendnd distinguishing featuie theRLA experiencethese internships
are designed tengage paitipants in meaningful, lorgange, schootbased activitieand
initiatives (e.g., assisting teachers with interventidaading professional development,
supporing instruction, etg. Theyallow aspiring school leaders to solidify their knowledge by
applying it to authentic situatiorif€ordeiro & SmithSloan, 195; Murphy, 19932002) andy
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facilitating growth in their educational orientation, perspectives, concepts, language, and skills
(Crow & Matthews, 1998yvith a focus on improving student achievement and other important
school inprovement goaldn addition to assisting theiinternshipprincipals in varios

leadership tasks, RLA participar@smpletedatadriven problers of practiceandseveralother
authentic mternship leadership development projects aligned to program outenchése NC
Standards for School Executivésternshipresponsibilities often involve direct work with
NCDPIG effort to turn around the loweathieving schools.

Logic models and objective performance measures are established forteawhipproject.

Interns are assessed based on their ability to achieve their performance target during the action
learning project. For example, an intern might be asked to work with a team of teachers on a
grade level or in a subject area for a semester to increagmsathievement. The intern would
need to implement what s/he had learned aboutdfatan instruction, instructional strategies,
distributed leadership, developing a culture of continuous improvement, and other learning in
working with the teacher tea Baselinedata(pre and post) mighie used as one measure to
assess the effectiveness of the inlemork. Much like medical students learning from attending
doctors, RLA interns work with site principals to use data to diagnose the causes of a particular
school problem, research best practice solutions, develop and implement reforms intended to
treat the problem, use new data to assess the effectiveness of the treatment, and develop next
steps based on these assessments.

RLA interns help direct the leang in eactprogram by engaging openly and authentically
RLA activities, group discussignrole plays, scenarios, field experiences, leterns are
expected tavork equitably with eacbther, tosubmit all artifacts and assignmebisthe
deadlines,d be selfmotivated investors in their own learning and treeréng of their

colleagues, taontribute to the learning the organization/school/RLA, and poovide useful,
timely, honest feedback to each other, the instructorsth@pfogram as a whel RLA interns

are expected tdevelop the requisite competencies and dispositions, by seeking help, support,
and guidance when they or tR&A faculty do not believe they are meeting the standditoksy

are also expected to develapevel of comfort withthe normal and expected discomfort/anxiety
experienced witleach RLAS purposefully evolving and fluid pedagogy/progrdRiA interns
areto act professionally at all times in their actions, attr@lcorrespondences, aimdtheir self
representation ielectronic mediad.g.,Facebook, Ning, etc.).

RLA interns areexpected to gepare for meetings with their mentaomgeipal and their Executive
Coach so that they make good use of the time and focus on learning goals, objectives, and
deficiencies RLA interns are expected tme open to feedback aravoid defensiveness in
resporse to negative feedback. Thelyould be deay selfreflective,willing to experiment with
new and unfamiliar approaches or ways of seeing, and regularly evaluate the mentoring
relationship openly with the mentor or coach. During the yaag internshipRLA interns are
expected tdake the initiative to learn all functional areas of school and make themselves useful
bothby contributions tdibig picture instructional improvement eifts andby the inevitable
figrunt worlo that is a part o& prindpalé daily work. RLA interns are expecteddemonstrate
both flexibility and humility of being a learner in a new environm@stsuch, veekly, monthly,
andbiannual evaluationare compleed for and with each intern in conjunction with his/her
mentor principalRLA Executive @Wach, and superintendefeedback from participants
included the following:
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In our internship, we identify a problem of practice; when we feel the sense of urgency,
we commit ourselves to the problem, implement some strategies to help solve the
problem. We create new goals not only for students but also for teachers to work on.
Right now, our school/district is busy with the Common Caetdch will be fully
implementd in our school system next year. (NEpArticipant)

After she had been here for a few months, she just took off and became a second assistant
principal. She now moves through the building and everyone knovés ltieey partner

with her, they trust her, tggespect her, they work with hér Ités been amazing to

watch her [my intern] grow. She had instructional leadership skills when she came. What
shds done is develop those skills. (PTLA Mentor Principal)

SLA has been a litehanger for me. It helped madéi my passion. Being in school every
day with a powerful mentor principal really helped me make the transition from
classroom teacher to buildiigvel leader. He guided me gradually. My coach also
believed in me. She pushed me and was honest with meldndé where | needed to
grow. She really helped me find my identity as an administrator. (Baduate)

Even though each RLA conducts mentor principal orientation sessions and ongoing tramings,
noted earlierexactly how principal mentors are idergdiand chosen remaiagjuestion and a
concern. For example, NEL& ExecutiveDirectors create complexolorcodedspreadsheets of
information on every school and principal in their partnetigés (including TeacheMorking
Conditions Surveyesults, scbol report card data, and word of mouth from superintendents,
NCDPI personnel, anothers with experienda theLEAS). They then carefully match interns
with prospectivesites. But, even at thatddership turnover in these higleed schools and

LEAs issofrequentthat it makes careful planning fidult, even before takinthe local politics

at playinto consideration

According toPTLAG Executive DirectorjEach district looks at their higheed schools and
chooses strong principals who will give tirera attention and time to the intem§o be more
specific, ABSS first looks at the strengths and weaknesses of both the PTLA participants and
mentors and then looks at the needs of the schools. ABSS purposely tries to place interns with
high atrisk populations. In WSFCS, assistant superintendents evaluate their principals and
review their highneed schools. After deciding which principals at these schools they deem most
effective, PTLA interns arthen matched according fibest fib with possible metors. In GCS,
regional superintendents give a list of higged schools and priipals to the PTLA Advisory

Team representativelsiterns are then matched with mentors based on the @rianpwledge

and discussion.

SLAGs partneringLEA superintendents mdtc¢heir respective interns with whatesupposed to
befistrong, datadriven principald How that criteria is defined and operationalized, and who
decides, is still ambiguous. As such, SLA often negotiates a fine line betesmtealized control

at the SIA level and deentalized control at theEA level (i.e., uthern Regional Education
Consortium Further evaluation will explore these processes. In the meantime, here are a few
quotes from concerned RLA patrticipants:
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| wish | was able to be at my intemp site fulttime like the rest of my cohort members.
&M not getting the same experiencés hard trying to juggle what seems like twofull
time jobs. (NELA participant)

Due to changes within our district, | do not feel that | received the suppati€éddrom
the district. (NELAparticipant)

| had experience withstablishing a culture of high expectation and a sense of urgency
the academy but in terms of the internship | would have liked more time oA itlesar
vision from the administrative & seemed vague to students and staff. (PTLA
participant)

My internship has been a little frustrating mainly because in SLA we are learning so
much about how to effect change, how to focus on student leayomgnow,how to

build internal capacity ana culture of high expectatiotsit my [mentor] principal is not
truly open to listening or doing things differently. He is not open to suggestions or my
initiative. Ités been frustrating my Coach is helping me. (SLparticipant)

Curricula and Seminars

The central features of effective leadership preparation prograrfia pgregram philosophy and
curriculum that emphasizes leadership of instruction and school improveffigent,
comprehensive and coherent curricuualigned to researebased leadership staards, and the
integration of program features that are centered on a consistent model of leadership and are
mutually reinforcing ParlinggHammond, Meyerson, LBointe, & Orr, 2009)A leadership
preparation curriculum (whether traditional MSA programslierative RLAsS) combines both
coursework and field experience, and thus the pro@graorriculumn is threaded through both
(Clark & Clark, 1996; Murphy, 2006; Taylor, Cordeiro, & Chrispeels, 2009; Young, Crow,
Ogawa, & Murphy, 2009).

Similar to NYCLA and NLNS, dl three of North Carolin& RLAs offera rigorousaction
research, casstudyfocusedcurriculumthatengags participants in addressing issues similar to
those they will face on the job (e.gorking through relevant data, problem identification,
consideration of alternative solutions, and decisi@aking. Theprojects and cases aabgned
with the NC Standards for School Executives areltiedto educational leadership literature and
researchThe curriculum and seminars for each RLA are atsardinatedvith the NCDPI

District and School Transformatig®ST) Initiative to ensure consistency and coordination
when working inthe samé.EAs to turnaround the lowestachieving schoold-orexample, Pat
Ashley and heteammemberdave presented &ach RLA and all RLA participants have
learned about the Nine Best Practices thed-ramework for ActionThe integrated curriculum
of the RLAs is quite different from the standard cotbygeourse curriculum oforetraditional
leadership preparationgmyrams Even with proper sequencing, the content in many of these
MSA classes can be outdated and irrelevamdtaught in isolation by professors far removed
from the fieldwho emphasize theory over practice.

In contrast, wekly full-cohort,continued larningseminargluring the internshigear provide
fjustin-time learning for immediate problems and continteedevelop aspiring leadérskills.
Workshops, seminars, and classesbaised on adult learning theory principles andcared by
a blendeddculty of academics and practitioners (teams of university faculty, eagyigtA
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leadership practitioner scholaend others with extensive school leadership experiemsaing
an integration of researdfased knowledge and practitioner knowledhjeg. RLA experience
for participantsalso includes site visits to higserforming, highpoverty schools, to provide
concrete models of leadership approaches and school cultures that produce strong achievement
results with student populations similar to thoselimch the participastwill be placed. The
curriculumfor each RLA is constantly being evaluated and revisedveljp from advisory
groups, practicing principalandcommuniy leaders, and througtomparisns to other
traditional and noitraditional, alernative principal preparation programs. sucheach RLAs
curriculum is gertinenttimely, malleabledocument as opposed to beingaachaic stagnant
extraneous prograwf study Once again,ch flexihlity is usually not presenwithin traditional
preparation program&ach RLA is strategic and methodical in developtagarticipants and in
ensuring that they engagefipowerful learning experienc@sl hesedatabased curricular
offerings According to UCEA(2012) each datdased curricular offeng should

Be authentic, meaningful, relevant, and probigénding;

Involve sensemaking around critical problems of practice

Explore, critique, and deconstruct from an equity perspective (race, caltdianguage)
Require collaboration and interdapmence

Develop confidence in leadership

Place both the professor and student in a learning sityation

Empower learners and give them responsibility for their own learning

Shift perspective from the classroonthe school,LEA, or state leveland

=4 =4 4 4 A4 -4 -5 -2 -

Have a reflective component

During various stages in tlpgogram, RLA interns arglaced in prearranged project teams. The
composition of the teams maximizes the diversity of experiences, opinions, perspectives,
personality types, and learning styles withigroup. Puposeful pressuris placedon the teams

as a mechanism to understand group dynamics, develop interpersonasttilsarn
interdependencyAn important componerior each RLA interns the development of the skills
necessary to work with imdduals the leader did not choose and thus prepare them for their first
principalship.Throughout each RLA, the emphasis on higted schools and the skills and
strategies needed to tuamound low performance is prominent and palpable.

For example, wheasked to rate themselves four school turnarounteadership traitgPapa &
English, 2011), at two different times (December and Jumedyerage, aRLA Cohort 1
graduates indicated an increase in thggrnal beliefs (Table,3ollowing pagg.

Notethat, even though these were gelports and averaged scores, the trend in the data does

indicate that RLA participants grew in these four areas during the second half of their Leadership
Academy experience (i.e., interns were surveyed in Decemberemdghin in June;
unfortunately, no baseline data were collecte
devel opment ) . However, most RLA graduates did
stage of each turnarourmd sttragiet. tTdh et Rd Alsi qalreer t
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for helping their participants grow in their internal beliefs, determination, and sense of efficacy.
Even at that, questions remalfor exampleare the RLAs responsible for student growth on
selfreported impessionof leadership traits®o final scores matter me, or does growth matter
more?Do higher or lower starting scores reveal anything about the programs?

Table 3 SelfRating(December 2011 versus June 20@&)School Turnaround Leadership
Traits

Trait NELA PTLA SLA
Self-efficacy and optimism (rejection of status quo/faily 2.422.93 | 2.923.57 | 2.71 3.63
acceptance of responsibility) =+0.51 =+0.65 | =+0.92
Openmindedness and pragmatism (contextual knowle{ 1.952.93 | 2.77% 3.43 | 2.36 3.50
and adaptation, ability to apply theory to piree). =+0.98 =+0.66 | =+1.14
Resiliency and energy (persistent determination to 2.533.40 | 3.3113.86 | 3.14/3.69
improve student learning) =+0.87 =+0.55 | =+0.55

Competence and skill sets (instructional leadership tha
builds rapport and capacity, knowledge of literacy, cha
processes, and human motivation)

2.263.33 | 2.7713.64 | 2.543.50
=+1.07 =+0.87 | =+0.93

Scale: 1=No Evidence, 2=Developing, 3=Proficient, 4=Accomplished, and 5=Distinguished

Note:Because NELA is a taryear program, NELA participants were initially surveyed after three semesters and a
summer 6s worth of academy expe-yearpnograms, PRAandSise PTLA and
participants were initially s urhofagadety exdetieece. The diferesce me st e |
in timing and exposure may or may not have impacted theseepelfted scores in growth and development.

NELAG aurriculumand £minars NELAG program courses and experiences are customized to
the specific context in their caserural, lowperforming, highpoverty schools and communities
emphasizing turnaround principldsveryNELA course contains an associated leadership
application kock, a developmental activity, and learninglanges (in and out of stéteisiting
high-performing schoold especially since very fefurnaround schoodsactually exist in the
northeast region NELA is aligned with onstructivism and adult learninigeory,tapping the
wealth of adult experience and knowledge that when aligned esttknowledge, can foster
deeper learning in adul{Mezirow, 1997) Participantexperience some frustration and
discomfort as they are placed into challenging situatioappdy their new learning émce the

triad of suppoi the instructor/facilitator, ¥ecutive @ach, and mentor principal). To maximize
learning, all parties must be willing to expose what they do not know, while building on what
they do(learning is public)theymust embrace failure and mistakes as opportunities for growth
and learningandtheymust actively invest in their own learning, the learning of otteerd the
learning of the organization as a whaléithin all of this, technology intgration is a prominent
feature. NELA Fellows receive an Apple computer and video equipmergo\¢@meras are

used to record NELA activities and rgdays for selreflection and feedback and to create
digital stories. Video is also used in various ways for coaching and feedback during the
internship yeat?

12 geehttps:/go.ncsu.edu/neaor an overview of NELAG6s progr am.
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NELAGs seven core learning experienoasufses linked to embedded field activities/action
research projects) are designed to address the NC Standards for School Executives and include:
Teacher EmpowermeandLeadership, Human Resource Management, School Law for
Administrators, Resource SupparidSustainability, Scho@dndCommunity Engagement,
Administrative Leadership in Professional Learning Communities, Leagidgransforming

School Culture, ContexendChallenges of School Improvement, and a culminating Capstone
Internship Experienceonsisting of a summative 3@legree assessment of previously completed
course artifacts, coupled with coaching and mentoring feedback to create an individualized plan
to remediate any remaining leadership deficiencies during the intefiship.

NELA uses prblembased, action research and appreciative inquiry learning so that assignments
are authentic and focused on skills leaders actuakyl. NELAincorporats situated learning

and fieldbased experiences, data collection, field observation, field intesyfeeld surveys,

and shadowing into every course through the required field experiences as well as the required
artifact completion. Aspiring leaders thus have multiple experiences in each of the school levels
and in communitybased organizations. TINELA model is designed tdevelop school leaders

who nurture communities of learniagd inquiry in their schools. The goal is feogram

graduateso become highly trained change agents, who together form a critical mass that
presents a coherent visionldA goals for improving student performance and engaging
communitywide support. By incorporating ddtased decisiomaking and best practices for

school improvement efforts, NEL-&ained schooleadersunderstand how to create school
environments conduagvto driving student achievement in the 21st centeegdback includes

the following:

My mentor principal provides opportunities for me to engage in the supervision of data
driven instruction. (NELAparticipant)

We always use data in evatgcision we mad Before | was able to identify my Problem
of Practice, | analyzed the sch@EOG results for 10 years and | saw the trend. This
really helped me start meaningful conversations with teachers. (\p&it@&ipant)

Althoughthis is an area thaémains a wik in progress for many schools, | am
witnessing a sincere effort by the administrative team to have fhossal
conversationsabout classroom data. We discuss in PLCs studigatformance and at
risk groups. (NELAparticipant)

l6ve worked with the ladership team and gratlvel teams to design intervention
strategies. (NELAparticipant)

My mentor principal and | wrote and were awarded a grant to employ a Reading
Specialist at our school. We have numerous conversations of what strategies to use for
our struggling students. (NELpRarticipant)

In Year 1,NELA Cohort 1participantsvere released from teachirgr full-day learning
experiencesdn Tuesdayg andoccasionabaturdag duringthe fall semesteandeach Tuesday
andone or twoSaturdag each moth during the spring semestebay-long sessions/ere

13 See NELA Reading List and Resourcebtéaps://ncsunela.wikispaces.com/Resoumas the individual web
pages for each Fellow that constitute his/hpogfolio.
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usually held at the Gatewd@ychnologyCenter in Rocky Mountr, when extra spacsas
needed for special eventt the Friday Institute in Raleigbr, for learning exchangeat school
sites througbut the NortheashELA Directors worledwith each school to match a retired
master teacher as a dedicated substitute eéeahrticipantexperiencd facilitative, experiential
teaching, delveéinto case studies, role plegyauthentic scenarios fiOperdion NELA,0 and
engagd in 21%-century learning through scenariosifBchoolNexb and throughhe use of flip
cameras and digital storiésr reflective practicée.g., SeHasLeader). Each participahgs an
Individualized Leader Development plan (adeeship learning IEP). Major assignments are
designed tdigive back or fipay it forwardto the participatind.EAs in the form of a useful
resourceEvery other Tugsday participans werein the field completing authentic, fully
embedded assignments. Expacesook place in the daily flow and life of a school that is in
session. Instructional rotatioasd developmental projedas varioudevels of schooling hegd
participantsexamine developmentally appropriate teaching and learpmedl(early
elemenary, upperelementarymiddle school, high school, careertollege and beyond).
Feedback included the following:

YES! We are purposeful and consistent with our goals. We were informed about the
areas we need to work on and are constantly reminded byitleggl ... thus, our
professional development is centeogtthose areas (i.e., disadvantaged groups and
improving our reading scores). (NELgarticipant)

We are constantly reflecting on our PD opportunities in clas$iRag It Forward
activities to saff at internship sites and with our Cohort members. (NBa#icipant)

In Year 2, diring the daylong sessions (on assigned Tuesdays and occaSanabays)NELA
partidpantswereengaged in structured discussions on core concepts, reflectipnaabce,
situational leadership skills (through role plays of challenging situationsstates, etc.),
instructional leadership, and turnaround conceptsalternating Tuesdays, participawenton
school site visits to put their learning to work (epgaductive PLCs, successful Elgrograms).
NELA emphaszesthe practice of evaluating teaching and learning. The curriculum is designed
to address the NC Standards for @rExecutives, as wellahe participasbstandardsased
Individual Leadership Deelopment Plas that areassessed each semesidre actual content
includes application ohieory,turnaround concepts, rural school context, poverhglechild,

policy, twotiered reflection, critical friends, systems thinking, inquamyd ation:**

During my internship, my mentor principal involved me in the process of coordinating
relevant curriculum and assigning students and teachers strategically to meet the goals of
our School Improvement Plan. (NELgarticipant)

| have led PLCs with teachers inynmternship site to analyze formative assessments and
test data; there is a ddiaoot camp planned for this semester. (NElparticipant)

14 As a side note, NELA embraces and has had limited succesa fi@éplenishing the Pipeligdeature whereby
the development af succession plan for leadershigroactive. For examples &xcellent teachers are pulled from
the classroom to become leadehe teaching corps is replenished by providing stipends to studen¢teatch
participating schoo providing an opportunityo replenish the teaching vacancy during the internship year and
potentially beyond.
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| am working with my mentor principal to move our school and our teachers from PLC in
name to PLC in action. (NELparticipant)

NELA Directors firmly espouse the theory tligeeing is believing and learninghs such,
cohortsattendand participate ifocal, state, andational conferencegngagen professional
organizationsandvisit high-performing figetting it dmed schools in and out of statieat serve
students of poverty in rural areddost travel is fully fundedbut individualsdo apply for grant

funds to attend professional development conferetackslp them meet designated learning
standrds describedntheir Individualized Leader Development PlaAlB.NELA participant

are members of the North Carolina Association of School Administratedsthey attended the
NCASA annual conference. Multiple Fellows attended the ASCD conferehde others

attende various Community Learning Exchanges sponsored by the W. K. Kellogg Foundation.
During this past year, NELA participants participated in a federal policy institute in Washington
DC at the Institute for Educational Leadership and attended the Digitstediog Workshop

and School Data Conference. They have also learned leadership lessons from sessions with
distinguished guests, including Governor Beverly Perdue, State Board of Education Chairman
Dr. William Harrison, State Superintendent of Schpbls June Atkinson, the Director of

District and School Transformation at NCDBF. Pat Ashleyand many other®\s one NELA
participant statedfiThis has been a topic of discussion throughout our classroom instruction. We
have visited higiperforming schod and talked with staff and students where high academic
expectations are essential to the success of the sthool.

NELA providesfijust in timed specializedraining from local and national experts @awariety of
relevant content areas and applicable mpiaditionally, trainings aravailable based on
individual needs from thearticipantéassessmest Specializedrainingtopicsto date include:
Facilitative Leadershi®, social justicepoverty, grant writingCommon Core, conflict
resolution and critial conversationsself as leadedata boot camp, special education, positive
behavior supports, teacher evaluaticore content, creativity andnovation Jiteracy, science,
numeracy, action research, Understanding bgigh, ASSISTmentslocal and fedral
educational policyand others. FroldCDPI, the NELA participants learned about early
childhood education, exceptional children, AG, teacher evaluation, Positive Behavioral
Interventions and @ports(PBIS), Response tatervention(RTI), and the NQlata systems and
assessment$hey also learned about the art of stellyng, an appreciation of locaigtory and
wisdom(as opposed to deficit modellano Grandeandcommunity asset apping:

| attended several professional developments both in #teaty and during my

internship that dealt with strategies and techniques for improving instruction. Many of the
strategies | learned, | was able to bring back to the teachers at the school for
implementation. (NELAparticipant)

Through my Problem of Pracs, | was able to work with thirgirade teachers in data
driven instruction and professional learning communiggen though finding adequate
instructional time posed a problem. Through collaboratienwere able to implement
effectively and demonstraggowth and student proficiency. (NEL#articipant)

As an organization at lnd grant university, witits mission to engage in outreach to

undergrved areas, NELA creategw and productiverossagency collaborationgor example,
NCDPIcreated customed professional@elopnentsessions spdaally for NELA. NELA
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also workedvith NCDPIG turnaroundpecialists and partnered witihe North Carolina

Principak and Assistant Principals Associati®CPAPA) to have NELA participanend their
principal meators go through a modified version of the Distinguished Leadership in Practice
(DLP) program to strengthen the skills of existing leaders simultaneously with aspiring leaders
and hopefully leverage even more stgateschool improvements. NELA &so woking to

create linkages with other NCSfunded projects in the region

In my internship school, we deal with student discipline. We talk with students referred to
the office by their teachers. At NELA, we had specialized training on Positive Behavior
InterventionSupport System. We also have OPERATION NEivhere we role
play/talkabout/discussituations in schools involving students, teachers(RE€ELA

participan)

| have had both acadermased and internshipased experience in workimga safe,
ordety, caring environmentOur dasswork and activitiesave beerased around school
culture. I have also handled many discipline issues at my internship site using PBIS
strategies(NELA participan)

My theory of action focuses on creating a more condutdingate for student ownership
and responsibility as it relates specifically to discipline. (NEafticipant)

From top to bottom, everyone expects to establish a culture of high academic
expectations. Mrs. H and the rest of the staff would meet regutetdykt about student
testing data, identify proficient and npnoficient students, and help the roroficient
ones by implementing several strategies. (NElafticipant)

The evaliation of the NELA participastis multifacetedincluding:

Couseby-course evaluations
Internselfassessment of state standards and competencies (end of each semester)

Coache8assessment of intesron statestandards and competencidg¢etimesduring
internship year)

1 Menta principal assessment of interon statestandirds and competencigsvp times
during internship yearjand

1 Project Directofs assessment of interns on state standards angetemsies (end of each
semester, including extended individual meetings to discuss with each Fellow their strengths
and areasfmeeded growth

Each intern has an electronic portfolio that provides documentation of each of these facets.
Additionally, the portfolio contains evidences or artifacts for each standard, along with the
interndleadership development plans, weekly ingip logs, monthly reports, and digital
portfolios’® It is important to note that, if NELA participants are not performing at the level
expected, they can be (and three have been) released from the piduggaame is true for
PTLA and SLA.From a qualy control perspective, this is a real strength. From a poliecgl
perspective, this exhausted an incredible amount of time and energy.

15 These portfolios can be viewedttp://go.ncsu.edu/nela
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Oversix to severweeks in the summgeNELA participans engage ira fiuniqued intensive
summer experience inlacal communityagencythat surrounds the particip@stschoal
Placements determined by individual participainterests and learningeeds ad involvesgrant
writing and a stipendParticipantsvork with organizationshathave a significant, positive
impad in northeastern North Carolina. Through their internship experiétgieA membes

learn about the vision, mission, and daily operations of the organization; better understand how
community organizations can work in conjunction with schools and othéutiwis to meet
critical needs; and gain a deeper appreciation for the assets in the community that can be
leveraged to support stuas. In additionparticipants work with other leaders in organizations
to design a plan for a communityased, schoedffiliated initiative that addresséscal needs,
andthendevelop a viable grant proposal to support this initiatdefinancial commitment from
the organization is requiredthe NELA Community Internship was designed and delivered
through a partnership tveeen NCSU NELA a NCSU 4H Extension Professand the
Executive Director of th&ural School and Community Trot

| thoroughly enjoyed my fitswveek of interning at the Cooperative Extension Office in
Hertford County. They have so many resources angranos that | didé know existed.

| will continue to utilize them for connecting the schools and community. | have also
bee placed on advisory boards 8@ommunities in Schools and Turning the Tide on
Poverty. hese arewto great programsat | hope willbe sustainable. (NELA
participan)

| had a blast at my internship this sumrfweith the Scotland Neck Recreation and
Education FoundationThis is a summer feeding and recreation program for kids in the
Scotland Neck are&dm really missing being theevery week. My two biggest
accomplishmemstduring my internship were creating a website so that the director
Mildred Moore can better promote the center. The web address is
http://thesnerf.wordpress.coBeond,| was writing and receiving a $3,000 grant from
the Halifax County Commissioners for recreatibdid create a digital story (titleiMy
SNERFy Internship Adventure) with video footage and photos taken during my
internship. This video highlights th@appenings at the Scotland Neck Education and
Recreation Foundation (SNERF) center at which | inter(8LA participant)

| am working at the Union Mission of Roanoke Rapids. Just a few doors down the street
is the System of Care (which | knew nothing atbantil this summer). Five NELA cohort
members are working at System of Care. The Union Mission sponsored a Literacy Fair
last Wednesday. Through my RRGSD school job, | was able to arrange meals for all the
children who attended. | shared with the fivest&yn of Care friends about the literacy

fair. They brought their children they serve. Each child decorated a bookshelf and got to
take home at least 10 books. It was great for all of us to be together, working on a mutual
project. This Sunday, our localger printed an article about this Literacy Fair and how
all the organizations wor ked tagwgetfther t o
(NELA participany

m

€ continuous engagemen tsponsoredrevepts woekimg veth t hr o u

community agncies to get them involved in our school and supporting our students,

18 hitp://www.ruraledu.org
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supporting community agen cdveparticipdied in scthoolr k
and community events throughout the year, including visiting many of the neighborhoods
where ouistudents live. (NELAparticipant)

NELA participansdsecond smmer isspent in inductiomplanning for thei new leadership
position and/or implementing a school improvement plan uimgeditection of NCSU faculty,
ExecutiveCoachesand possibly in conjution with LEA leaders anblCDPI personnel. During
the planning summeNELA participans work to analyze multiple sources of data in their
schools in order to understand the current state and develop stratagitoplianprovement.
Participantsvork on €hool staffing, programsind budgets in order to maximize the learning
opportunities ér students and staff. Thajso develop initial communication strategies with the
entire school community

| have been a member of the interview committee for app$igasttonly in the school
level but also in the district level. (NELparticipant)

There is a need for more haras learning in this area. It is difficult due poivacy issues
surrounding personnel matte(BIELA participant)

| have been actively involve@éngagegdand participating in selecting various staff
members throughout this school year (i.e. 2nd grade replacement and remediation
teachers). Each position is handled with care. My mentor takes every position seriously
and seeks to find th@ighto individual that will fit into the culture of the school. (NELA
participant)

PTLAG airriculumand €£minars PTLAG blended school transformation curriculum of
scenariebased classroom sessions, leadership skill building, and experiential learning engages
principal interns in processes for professional and personal growth leading to overall school
improvement and academic achievement for students inrtdgt schoolTLAG yearlong
curriculum and seminargvolve threeand a haliveeks of summer intensigessions (in July)
followed by11 months (August through June) of ftilne work and study four days as an

intern and onelay in the classroom. Wednkeg/cohortseminar tassesneet weekly at

alternating school intern sites athe UNCG Triad Centan GreensboroThe broad,

underlying intent of PTLA&s curriculum is to ensurthateach program graduate:

1. Is aleader of learningn the school (all decisions and resources are aligned to the goal of
improving student outcomes);

2. Develops the staff and pronestacultureof continuous, reflective professional learning;

3. Cultivatesdistributive leadershipo that authority and accountability are linked;

Is asystemghinkerand is able to frame problems and potential problems by being a
reflective practitioner;

5. Is able tddentify leverage pointwithin the system to push change efforts that improve
school outcomes;

6. Understands, reads, predicts, and prevents challenges to the schoo| elimdate
7. Uses multiple forms adlatato inform all decisions.
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When initially designingts curriculum, PTLA surveye80 LEA-identified successful principals
of high-need schools50% return ratewith 30 of 50 surveys completgdPTLA asked these
leaderdive questions(1) What are the recurring issues that a principal of ahégd school
must address(2) What are crisis situations that periodically confront a principal of aregihl
school?(3) What are some challenges that face a principal who is new to-adeghschool?4)
What knowledge, skillsand values are unique being a successful principal of a higéed
school?and (5) What are at least thré@ngs that principals of higheed schools MUST know
but that are not taught in graduate schddt@r reviewing theresponsefrom these 30
practitioners with realvorld, dayto-day experiencePTLA then created (and continues to
tweak)its curriculum’

This is a real unique approach to thinking about how we prepare principals. This is a
great opportunity to make a difference in our higdeds schools. Our investmenthem
and what thegre going to give back to us is well worth it. (PTExecutiveCoach)

| think this is a step in the right direction in my journey. This is a passiondbecause

|l |l ove to see our students b egasbmdteaabout pr ep a
the work because | can look at each student and see some of me in those students. (PTLA
participant)

PTLAG daily, threeanda-half week, summer intensive learning sessistast with a

interesting and active ddgngropes coursas anopportunityfor PTLA participantgo grow
accustomed to one another and to build a unified bomel mission of this initial TeaQUEST
experiencas fito provide clients with exemplary experiences that empower people towards
positive change throughansfemble skillsandsustainable processésat improve
communication, performance, and relationshipscording to PTLAs Executive Director, the
ropes course ian excellent initiating activity that fosters team buildidggision makingand
problem solvingskills. Other summer intensive seminarg focused on leadership for teaching
and learning and providing participants a rapid, deep immersion into the demands of the
principalship. Primary learning themes for the summer inclpidecipal job expectatianand
standardsinstructional €adershipthe social, cultural, and legal context of higged shools
andpersonal leadershipegielopmentDuring the summer and throughout the semester seminar
sessionspver 100guest practitioner paneligisesentegamong the presenters warentor
principals, assistant principals, anBA personnel including partneuperintendents. For
example, Pat Ashley adICDPI& DST team led four sessions of teaching on tleeBest
Practices/Frameworkfor Action nodel. Buildirg and facilitating effective professional learning
communitiegPLCs)was a key component explores one PTLA participant reported:

PTLA is a great opportunity that provides us a lot of leadership training, especially for

high needs schools. | think ti@atthe target. For me personally, isat my passi on é
working with those higineeds students and helping them fulfill their academic potential

to the max. And, the opportunity to get that training to lead-hagds schools to success

was definitely a hoptor me. (PTLAparticipant)

In August,PTLA participantdegin theirinternships and attensleekly cohort session$hese
cohortsessionswhich meet every Wedneaythroughout the school yeancludecontent

7 http://www.ptlanc.org/
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specific modulege.g, writing a personnelidciplinary memo, schodliscipline, engaging in
Adifficult conversationg etc.) as well as opportunities fparticipants to explore and address
challenges and issues at their placement Sigecte weekly cohort sessions dreld at
rotating, schoebased sites order tomaximize learning opportunities for the studeither
weekly seminars are held at UN@G5chool of Education or the Triad Centéne fall semester
curriculum incorporatesourses oitherights, recruitment,atenton, and evaluabn of teachers
with a focus on instructional amagenentand humanresourcs. Additionally, theinternship
seminarfocuseson change/turnaroundtsools,using and sharing data to drive improvement (14
practices/characteristicsgviewing research and idéfying key lessons and insightsnd
learring how to hold highkrisk conversations in a way that solves problems and builds
relationshipsThe $ring semester curriculuatelves intacourses focused dhecultural and
political dimensions ofahool wherely PTLA internsexaminethe structures and processes of
school governance, including thepacts ofLEA, state and £deral policies, antheinfluence of
specialinterest groups withteention to policy development, student advocacy, reform
implementationand community analysis and outrea€heinternship eminarfocuses on
leading school change, improvement, anmtharoundKey intern takeaways involvesgelopng
skills related to change/turnaround leadersbaming content knowledge related to school
change, improvement, and turnaropadd realizingppportunities for reflection on their
internship progress

l6ve had experience serving on the interview committee, rating candidates, and calling for
telephone referencesve collaborated with CHANGE arflTA, attended
parent/curriculum nightsnd solicited business support for school. (PTHagticipant)

PTLA has prepared me for the unique challenges of educational leadership by developing
my understanding and application of the six leadership domaiadg@it, Instructional,
Cultural, Human Resource, Miciolitical, and Managerial) while focusing my own

passion to make a difference for all students, especially studeistis. 8 TLA graduate)

During the course of the year, PTLA participants completeeyy intentional, interdisciplinary
projects addressing the following issu@s: student learning and developmgg; teacher
performance and empowermef8) school operationg4) working with the school community

(a multimedia project addressinguity and community awarenes$}) school culture and
climate; and6) school improvemenWhenPTLA participants were asked about their exposure
to and experience wittupervising datalriven instruction, building professional communities,
and using formi@ve assessments (including sharedisienmaking and engagement), their
responses indicated opportunitiegiteadteam neetings) fparticipatein School Improvement
Teans 0 fiwork with RTI and EOG Blitz andfinternin a PBIS schoob Others concurrednd

even offered some helpful suggestions

| did a lot of work with the academy and the internship on profeglstommunities and
distributive leadershid.needed more exposure to curriculum and assessment with
regards to the Common Core. (PTpArticipan)

This year| am interning at a school that is a very interesting experience. The school got
the SIG grant last year. They are going through transformation, they have extended
school year , extended school dawpfgréata | ot
learning opportunitiesdre been very fortunate to be there. (PThakticipant)
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Full-day cohort sessionspmeheld onsite ainternshipschoolstypically include dedicated time
for the host intern and his/her mentor principal to offer and dgésziformation about their
school, and also time for interns to reflect on their grsgiusing the PTLA reflectiongress.
Ead PTLA intern is responsible for@&0- to 90-minuteteaching and learning session, including
an overviewand a presentation blgg mentor principalegarding his/her personal and
professional journey as a princiggahallenges, successes, core beliefs, €itass and intern site
visits bring relevance to theory and practiceYear 1, # 21 internship site schoolserevisited
by the completion date of the prograRelated tandads and competency descriptions
throughout the yeancluded:

NC Standards for School Executiyes
PTLA Learning Outcomes

NCDPI District and School Transformation Framework for Action (F-AJ he Processf
School Improvement: Nine Best Practiaes

1 Public Impact (2008jiSchool Turnaround Leaders: Competencies for Sugcasd

Academy of Urban School Leadership (AUSL) Framework for High Performing Schools
(APASSAGHK).

As two PTLA participants said:

Many ofthe sitebased principals spoke on this topic (culture of high expectations). The
RttT workshops gave valuable information as well as our coaches. (partidipant)

| feel that all children are able to succeed as long as we are able to find thoseesesourc
and put the right people in place to help them move forward in the right direction. (PTLA
participant)

In addition to weekly meetingB,TLA participans attend and participaia numerous external
professional developmenpportunitiesncluding the folowing: Interactive Q&A session with
Dr. Bill Harrison; 360 asessments ancekedback witlDr. Larry Coble RttT District and School
Transformation witlDr. Pat Ashley frorNCDPI (four sessions)Schod Executiveevaluation
training withDr. Cheryl Fuller three sessionsEnd-of-Year PDCelebration with Dr. June
Atkinson;theNCASCDconference in Pinehurst, NC (fouripcipal interns with PTLA éaders)
Quality Assurance Committereetingqtwo interns withPTLA leader¥, and theASCD
conference in Philadghia, PA (all 21 principal interns with PTLA&&derk Likewise all PTLA
interns have participated in and/or led professional develomassibns angresentations in
their schoold/EAs. Through thes@rofessional developmenpportunities and others, BA
participants grew in their awareness of and the need to acknowledge and act on liedalf of
students in their buildings

The vision of high expectations seemed to be expected of the studeméger, staff
expectations were aonsistent based on theationship between the staff members and
administration. (PTLAparticipant)
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In order to even the playing field for select students who struggle, many resources were
not offered to families and students that could have made a lasting impact on students.
(PTLA participant)

In September, three Cohort 2 principal interns attended a NCAODsored workshop
fiSchool Improvement FramewotiSteve Ventura from The Leadership and Learning
Center facilitated the dapng workshop in Asheville, NGvhich focused omstrategies to
sustain school improvement. Practical, haadsctivities guided participants through the
use of Data Teams (collection and organization of student performance data based on
specific criteria), critical questions to guide Professional Liegr@ommunities, the use

of formative assessment and feedback, power strategies as well as discussion on
Assessment for Learning. Dr. Meg Sheehan is coordinating PTEC and other workshop
scheduling for all Cohort 2 members to attend and later presentdottbd during

seminar sessions. (PTLA Executive Director)

Throughout the program, PTLA participants read, review, discuss and dissect numerous
turnarounerelated empirical, theoretical, and foundational studies. Taadinglist includes the
following:

Rigorous Curriculum Desighy Ainsworth (2011)

On Becoming a Leadédy Bennis (2009)

Standards and Assessments: The core of Quality Instruzyi@esser (2011)

What They Doi Tell You in Schools of Education About School AdministrétyoBlack &
English(2002)

Reframing the Path to School LeadershypBolman & Deal (2010)
Public School Lavby CambroaAMcCabe, McCarthy, & Thomas (2008)

Getting It Done: Leading Academic Success in Unexpected SttyoGlsenoweth &
Theokas (2011)

Switch: How to Change ThisgNVhen Change is Haliy Heath & Heath (2010)
Poverty is NOT d.earning Disabilityby Dresser & Dunklee (2009)

= =4 =4 =2

=

Teaching with Povertin Mind by Jensen (2009)

School Leadership that Worky Marzano, Waters, & McNulty (2005)

What Every Principal Needs to Bw about Special Educatidry McLaughlin (2009)
Turnaround Principals for Underperforming SchoblgPapa & English (2011)
Crucial Conversationdy Petterson, Grenny, McMillan, & Switzler (2002)

Lincoln on Leadershipy Phillips (1992)

The Principafs Compnionby Robbins & Alvy (2009)

Culturally Responsive Standar@ssed Teachinfy Saifer, Edwards, Ellis, ko, &
Stuczynski (2010)

= =4 A4 A4 A4 -4 A5 A -5 -2
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1 Results Noviby Schmoker (2006)
1 Culturally Proficient Leadershipy Terrell & Lindsey (2009)
1 What Great Principals Do Differentby Whitaker (2002)

PTLAG intensivesecondsummer sessiorfecuson final preparations of administrative
assignments for Jully. Emphasis iplaced on rigorous reviews of pripai roles and
responsibilitiesleadership, the culture of poverty, schosharoundand transformation model
components of success. A final 360 assessmeonducted and reviewddr all principal

interns to determine areas of growth and areas of needed improvement that might still be
identified. Formative asesments of PTLAInterns include: ssignmerg and duties; Coble 360
degree assessmentg#neraleadership ldlls, completed by email by those who have been led
by PTLA participantsindividual growth pans (IGP) for each participaatigned with state
principal standardeindinternship monthly goaetting Summative asessments include the
portfolio of work completed throughout the program

One addional, Auniqued curriculum featurés the PTLAtriad/quadvisits, wherebyeach
triad/quadof internsvisits each of theithreeto four schools byearly April, spendhg
approximatelythree hours at each site. Thie fiost determinga focus (oproblem to address)
for the day An example isnstructianal rigor, for whichinterns &amine student wérfrom a
variety of classroms and makesuggestions for improvememtnother example ischool safety
for whichinternsconduct a thorough walkthrough, note observatiandmake suggestions for
improvementA third example might be quality of assessmefdswhichinternsexamire
common formative ssessments ather teachemade assessments gndvide feedback and
suggestions for improvemerithe ollaborative, reflegve practice around that focusssnilar
to a PLC Visiting internsareprepared to ask lots of questions,ggfeedbackandaddress
dilemmas Thefitheory versus radiced issuegprovide context to understanding school
improvementand thdireflectiord issues mirror an aspect BTLAG curriculum intent.

SLAG aurriculumand £minars SLA exists to advance theefd of school leadership by

producing principals with an urgent focus on getting results quickly and a belief in and personal
responsibility for every student to achieve at a high level, to be globally competitive for work
and postsecondary education, amthe prepared for life in the 21st centUByLA incorporates a
threeweek summer intensive,full-time yearlong internship, weekly fultlay residency

sessions, and two additional intensive weeks (December and Autte heart oBLA is its

vision (i.e.,to prepare a cadre of highly effective school leaders forhégd schools in the
Sandhillsregion. According to the Executive Director, thglanwith the end in mina

Since the goal of SLA is titransform the way we prepare our leaders so wareasform the
way we impact children and our futusghis RLA often highlights hovit is different from
traditional programs across the state and the naftoadestination ifts journey isnot just

about getting wheriéés going, is about the intdionality of the process along the wdsor
example, rather thamtightly coupled university affiliation armbllege professors, SLA is led by
five high-quality Executive Coaches with expertisghe field d education (practitionensho
havespecificall lived the work of school turnaround). TheSEA coacheattendedhe NYCLA
facilitator raining and are verintentionalin planning and investing in each member of the
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cohort.Togetheythey participate in every module delivery and role medemples bteam
teaching and collaboration for the SLA participants

| am given assignments after most professional development opportunities that require
me to practice what | have just learned in the PD. Coaches look over the work and
provide feedback. If thers | PD that | am working at the school, the coach and mentor
principal are both available to assist me as needed. (@t&ipant)

Our coach comes to our school and invests much time and effort to keeping me and my
mentor on track. It is reassuring andrdorting to know we have someone in our corner
that understands school change. (Siafticipant)

SLAG threeweek summer intensive curriculugm July) and two additional weeks of study (in
December and June) were atlesgned collaboratively with NYCLAThe first week is spent

apart from family and friends at NCCAT in Cullowhe&C. Thisvery full, fifull -timeo

experience allows the participants to botwdwork collaboratively, and to immerse themselves

in thework at hand A sense of seriousness and urggis established, as well as trust, openness,
anddeepconnectios. The rest oSLAG aurriculum is based on a performance mathatis

aligned with the NC @indards for School Executives. #nsilated school scenario reflet¢ts
realities of an actuadrincipal around weekly themes of analysis of datandads, curriculum,

and assessments; athe social context of schooling. SLA participants assume the role of
principal in thescenario school for problefrasedand actiorbasel learning vian-baskes,
emergencies, data analysis, angry parents, teacher observations, team leader responsibilities,
feedbaclksessions, etc. Working in teams is a significant compoiinte guest leaders,

including Dr. William Harrison, Chairman of tidC State Board of Eetation, Dr. Lori Bruce,
NCDPI Title | Consultant, and Dr. Sarah McManus, NCDRector of NCFALCON Learning
Systems, participated summer intensive sessions

| enjoyed getting a taste of some of the actual things that we may face in a day. It helped
me to take off the teacher lens and realize that there is much more going on in a school
than what | experience between my four walls and the 20 students that | work with
directly. (SLA participant)

Making the distinction between urgent and important isesbmg that | will definitely
take withmetomyschdbo é pr i or i t i zSLA participantta necessity!

| was reminded today that every decision that | make directly impacts my schools, the
staff, the faculty, and the students and their learning. Agairkimg in the nourgent but
important ared] am] reminding myself to keep the vision and purpose of my school in
mind as | make decisionsSl(A participant)

SLA is powerful, meaningful learning. | appreciate the integrity of the prograsally
enjoyad how | was challenged this weék | have so muparcipanp | ear n!

SLAG scope and sequence and monthly themes for intesestspns continue to focus on the
NC Standards for School Executives and pro¥dst-in-time learning for what prircipals need
to know and be able to do to effectivédad turnaround schools in North CaroliGd.Ad
content and practices are resedelsedThe followingmonthly themespirakedthroughout the
year as needed to prepare principals in traimagyust anl Januarg Standard 3: Cultural
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LeadershipSeptembe¥ Standard 4: Human Resources Leaderdbiggober anduné
Standard 1: Strategic Leadershjpvember, DecembgandMayd Standards 2nd8:
Instructional and Academic Achievement Leadershegbruary Standirds 6and7: External
and MicrePolitical Leadershipand March, April, andun& Standard 5. Managerial and
Strategic Leadershiffhemes for SLA includdosterteamwork and collaboration; build
relationships ofrus©® lead withthe keart develop a hungdor learning passion to learrhave
a dream/visio@ begin with the end in mind;rdams fuel the passipand passion plus
perseverance can equal succésad by exampk walk the talk teamwork makes the dream
workd ordinary people doing extraordinary thin¢he power of storieshelp light the fusé
people are sticks of dynamé@epower is on the inside, but nothing happens until we light th
fuse; empoweother® encouragement, recognition, supp@usitive attitudd dond multitask
peopl® dond pass up an gortunity to thank those peoplé arefipacking your parachubd
show appreciatigrembraceopportunitiesand le authentitAs one SLA participant said,
fBuilding a culture of high expectations for all, including students and staff is the component
that nmakes the difference.

Rather than a traditional classroom, SLA interns spend some weekly residency sessions at
Pinckney Academy in Moore Countiynese sessioriecus on key leadership skills/topics and
working through tough issues in simulated contextscase studies. Other cohort gatherings
involve participating in and learning from a number of offsite organizations and agencies. Each
intensive week encompasses +ial problems that inspire meaningful learning and problem
based, action learning focused analyzing student data to guide transformation. As their
learning lab, SLA interns are immersed in schools and have visited seveesbund schools in
the Sandhillsegion. Likewise, SLA internalsovisited SAS to learn about dadgmided

instruction and the multiple uses of EVAAS, and attended various professional development
offerings and additional conferences hosted by NCPAPA, NCASA, NCDPI, UNCP, and
Fayetteville State. Networking within these professional organizations helps SLA interns stay
abreast of current issues in education

Every week we have speakers and coaches that provide professional development that
consistently focusson improving instruction and the quality of education that our
students receive. (SLparticipant)

| have attendegrofessional developments that were both academy and intetresed

(e.g., coaching, evaluating, turnaround strategies, school visits, etc.). The academy does a
great job in providing us the opportunity to receive the latest updates on various topics

tha we will encounter as administratohs.my school that | intern at, | participate in staff
development that is geared towards the goals of the school.@&tidipant)

Systematic communication is necessary for all aspects of the internship. Therafore, |

in constant communication with a community that can be described as impoverished. It
has allowed me to look through a new lens and develop the communication skills
necessary to communicate efficiently and effectively with agsobp that | had not
previously had the experience of working with. (Sparticipant)

Over the course of the 20112 school year, state and regional speakers and presen&r&
included the followingDr. William Harrison,Chairmanof the State Board of Education, talked
with SLA participantsabout the importance of establishing guiding principkeson and

Consortium for Educational Research and Evaluablomth Carolina 42



North Caolina Leadership Academies: Final 2012 Report
March 2013

passion to lead thework; Dr. Cheryl Fuller formerly fromNCDPIl andnow a consultant,

guided SLAinternsin unpacking the Ztcentury sandards and what this lookkdiin highly
effective schools and classrogns. Max ThompsonProject Director of.earning Focused
trained SLA interngn highrimpact strategies for school improvement during-tieag visits to
classroomsRichard Schwartdocal attorneyled multiple sessions on educationaMand
legislative policy update$on Lourcey explainedC Virtual Schools; Dr. Pat Ashley from
NCDPIspoke aboutEA and schoolransformation; Kathy Kennedy from Moore Coynt
Schools explained the importance of relevant agarous curriculum andstruction; Glenda
Jones from Lee CoupnSchoolsprovided plenty of helpful information and insights into human
resource managemeiiannie Mason from Scotland Coumiyet with the PTLA interns to

discuss special childremrggrams; Dana Aughbaugh and Rachel McBro&mm NCDPI

provided professional development in support of improved instruatidrearning in North
Carolina K 12 classroomd®r. Olivia Oxendine from UNCP described the aspects and benefits
of theComermodel; Rachel Poer fromNCDPI engaged the SLA participantsdiscussions
concerning the Common Core; and Dr. MikenR from the Center for Creatieadership
explained the process offeating,desigring, and deliveringeducational solution®anels of

master principaland teachers were also utilized for the purpose of providing SLA interns with
the best and brightest school leaders to learn from and the information necessary to be highly
effective turnaround principals

Rigor and depth have been a huge aspietttis program. Learning from experts in the
field has been priceless. (Slparticipant)

We have had speakers (i.e., presentations by lawyers and leaders in education) share the
laws regarding all aspects of replacing personnel. We have also discussed the use of
MIPs. (SLAparticipant)

| lead the second grade Professional Learning Team weekly in developing lessons aligned
with the Common Corgtandards. (SLAparticipant)

| have helped my district lead the Social Studies Essential Standards training. This was to
help them understand the similarities and differences between Common Core and
Essential Standards. (Slgarticipant)

| have been able to create a data team at the school which | am working in. | am
constantly examining the results of formative assessmentssargithis data to identify
targeted objectives. We meet regularly with teachers to examine best practices and share
strategies for success. (Slparticipant)

| have beerllowed to participate in the discussions of who should teach a class and why
they $iould teach the class. (SiLgarticipant)

| think more needs to be addressed on the issue of assistance for struggling students
(including preventative interventions) at the academy level and in the internship position.
We have a tutorial service. | undenstl the process, but | think our data needs to be

linked with the acceleration of struggling students. (Sla&icipant)

Rather than a status quo curriculum and learning activ8ie& places a strong emphasis on
technology learning and the use2df-century tools to lead schools. As such, all SLA interns
usePLN, Web 2.0, DiigoDropbox, EdmodoJwitter, Google Docs, Livebinders, PLN, QR
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Codes, Electronic Portfoli@ndiPads In fact, onthe Group SLATeam, current and relevant
article alertsare sentaily; these alertaddress a multitude of issyué®m relevancy in the
Algebra | curriculum to national teacher evaluation policiddridergarten readiness tedsch
SLA intern is encouraged todmmea member of professional organizations such aBARA
and NCASA, and to use meetings and conferences as opportundespten their knowledge,
understandingsand support systems

Rather than traditional textbooks, SLA interns analygsearckbased readings and engage in
realworld applicatios (e.g, MCREL Leadeés Guide¥ Theydelve intoaction researchnd
trianguating multiple sources of dathrst determining the needs of a school and then working
as instructional leaders/coaches to provide the structure and supporssystessary to seegh
work accomplishedContent areas of study include the growth and development of children,
curriculum design, leadership and systems, personal development, and guiding principles. Interns
are learning to lead instructional improvement, build strongdeamad support all learnerSLA

is a cohorbased approach involving the triangulatiordafa, action research, understanding and
applying case study research, weekly reflections, authentic team projectthrwalhsteacher
observations andvaluationsand morePortfolio and literature reviewareutilized throughout

the course of the year emsurehat SLAinterns are reflecting on ¢ir practice and key learning.
Numerous articles/chapters and the following books have been read:

=

Lisa Delpits Otha Peoplés Children

Paul BambrickSantoyds Driven by Data

Joe McDonaldandNancy Mohis The Power of Protocols

Stone, Patton, HeeandFishecs Difficult Conversations

Warren Benni@On Becoming a Leader

Peter Sengs Schools that Learn: A Fifth Disdipe

William BridgeTransitions: Making Sense of LifleChanged Revised
Terrence DeaandKent Petersods Shaping School Culturéitfalls, Paradoxes& Promises
Stephen Covey The 7 Habits of Highly Effective PeogledFirst Things First
Chip Woods Yardsticks

Eric Jenseds Teaching with Poverty in Mind

Daniel Dukés Teacheés Guide to School Turnarounds

Robert Marzan Effective SupervisioandThe Art and Science of Teaching
Grant Wiggins and Jay McTigfeUnderstanding by Design

=4 =4 =4 4 A4 -4 -4 -5 -5 -3 -2 -2 -5 -9

Nancy Mooney andnn Mausbacts Align the Design
As two SLA participants said:

Many of our readings have discussed the importance of creating a trusting culture
throughout the school and using assertive accountability as a tool to not only motivate,
but as a method of ugl onds strengths to help the school as a whole. (Baricipant)
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Many of our readings have stressed the importance of creating a relevant curriculum
based on the students with which we serve and using strengths of individuals within our
school to helptsengthen school effectiveness. We have also completed an assignment
that allowed us to determine the effectiveness of specific materials used in our school. No
opportunities to actually assign students and teachers strategically have been made
available hus far. (SLAparticipant)

SLA participantsalso spent two intensive weeks in partnership with the North Carolina Center
for the Advancement of Teaching (NCCABLAGs final week of the program is held in
Ocracokewhere interns culminate theiear of leaning withacelebration for the new
beginningstat await each of thednready to walk the talk and lead by examplecording to
SLAG Executive Director

The first week of the program in Cullowhee, N@as a go up the mountainittight the

fired so to peald ignite the power on the inside and create a sense of urgency in each of

us. We came down the mountain ready to mak
week of the program on Ocracoke Island,,M@s a celebration of growth, development,

and deternmation to be the differenceinkidsi ves €é very meaningf ul

The final intensive week included celebration, but it was also a time for the interns to take a lead
in their learning. The theme for the week iilasading Change,and SLAinterns had some

exciting book studies to present and a session on Master School Scheduling by Dr. Mike Retti
of Scheduling AssociateBooks for Week 5 included:incoln on Leadersip: Executive

Strategies for Tough Timdsy Donald T. Phillips Sacred Cows klke the Best dgers

Developing Chang®riving People and Organizationby Robert Kriegel and David Brandt

Leaders of LearningHow District, School, and Classroom Leaders Improve Student
Achievemenby Richard DuFour and Robert J. MarzaaadSwitch:How to Change Things

When Change is Hardby Chip Heath and Dan Heath.

SLAG fiSwitch Monthdis afiuniqued programfeaturewhereby interns move todifferent school
in adifferent countyfor the month of February. This idea wakptedrom NYCLA. The

purpose of the switch month is to give aspiring principals additional learning opportunities in
their development as future leaders/principals. Specifidhkkyswitch month allows aspiring
principals todo the following

1 Observe a different leadership styigrther adding to their leadersHimolboxd and
repertoire;

1 Be exposed to and analyze a different school context/environment with different demands
and challenges, better preparing them to understand the context they may face as new
principals;

1 Practiceentering into a new school environment. As a new principal, entry is critical. The
more an aspiring principal can practi@ntry0the better prepared they will be (and fewer
mistakes they will make) when entering their own schaoid

1 Practice creating transition plan for leaderghand sustainability. Aspiringripcipals are
required to fully prepare the switchonth executive intern(s) entering the residency school
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to take over key leadership rolébeshas assumed. Being able to create a trangionfor a
leadets departure is a key skill for a principal.

For one month, aspiring principdiswitch oud of their internshigschool into a difrent context.
Another SLAintern fiswitche® into the internshigchoo| thus ensuringusstainability of vork.
SLA interns are expected to prepare each other for the work they will need to takeroger du
the switch month. Some internshlass time is devoted to sharing the contexhefd¢chool and
transition planas tere should be lirted disruption atte internshigchool. SLAInternsare
given an assignmeon whichto focus their work during thenemonth switch. Mentor
principals are also expected to complete a diewaluationd of their switchintern. Executive
Coachegemain in the internshigchal during the switch monthproviding continuity and
support for the dwols, while providing SLAnterns with a different Executived@ching
experience

During my switch month, | had the opportunity to work with the school counselor and
psychologist in aalyzing AIMS Web data to determine tiered interventions through the
RTI process. (SLAparticipant)

Switch month was a great learning experience. | moved from a small, rural primary
school to a large, urban middle school. Wow. The sense of urgency to eripemhing
was amazing. It was interesting to actually feel the faster pace and be a part of the
urgency to get teachers teaching and students learning.di@daate)

Support System€oaching, Mentoring, Supervising

All three RLAsbenefit from a raltifaceted sustainedtructure of support involvingeadership
AcademyDirectors andsupervisos, Executive @aches,mentor principa with extensive

school leadership experien@ad multiple, highly qualifieéhstructorsat various stages
throughoutheir pragram The supervisorsgcoachesmentorsand instructorsre eachcarefully
selected and provided with irt training and ongoing developmeMost (if not all) of the
Executive @aches areetiredprincipals and superintenderffgesumably effective ding their
tenure)deployedio work withinternsbasel on specificindividual, developmentaleedsThe
Executive @acthes serve irsupportive supervisory role asexternal sourceof confidential and
expert adviceThe n-schoolmentorprincipak play a dfferent role targeted at advisement in the
daily functions of the internshiffhe mentor principhis asource of advice and information
regardingLEA matters and hefguide the action research projeé¢imally, for transitional and
early career suppbhrgraduates from each RLA work witheadership Aademyfaculty in

seminar settingand onen-one mentoring meetingsdterjob placementFor example, SL&s
Advisory Committee decided thah addition to monthly group meeting&;ohort 1 members
who havepositions of principal or director will receive a monthly visit from tleeiach (same
coach as last year) and will always have access todbauh by email/phone. It was decided that
there would not be a written site visit report for interns in theoed year. Executive Coaches
will keep a log of visits for evaluation purposes.

This alditionalinductionsupport fronthe coaches and mentpirsvolving ongoing professional
developmentis provided to the firstand secongear school leaders to addsasmmediate
problems of practiceDuring this twoyear induction periodRLA graduates/assistant
principals/principalsontinue to engage with their cohort, coaches, mentors, and supervisors in
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furthering their leadership skillsven after they assunselool leadership roleRRLA graduates

learn new ways to practice and reflect and, in the process, new strategies for enriching leadership
in their schools in ways that have an immediate impact on teaching practices and student
learning

This highly supportve and reflective approh, wherebyaspiring school leadegain both the
interpersonabnd intrapersonal $sons of leaderships amajor difference betweemnaditional

MSA programs and alternative programs like North Car@iirRLAs.Ongoing support and
mentoring posgraduation isa key componerfor new leaders and critically absent from
traditional programsThe induction of new principals is best achieved when it addresses the
needs of principals in their different developmental stagesuch, RLAs induction and

mentoring programs aesigned to enhance professional effectiveness and foster continued
growth during a time of intense learnifidhe RLAs are committed to systematically supporting
and challenging new leadeto reflect on their pracegto promotingnew princi@lsdheightened

job performance, and ttevelopng personal learning goalé. good example of induction

support isSSLAG proactive efforts to help newly hired assistant principals (i.e., 15 SLA Cohort 1
graduates) and their higrprincipalsidevelop a job description that will address the school
leadership needs of the school and continue to prepare the assistant principal for the role of the
principalo Further evaluation will highlight the details of these support syst@sn®hort 1 just
recently graduated.

NELAGs directors, maches, and entors Dr. Bonnie Fusarelli an®r. Matt Militello are the
Executive Directors foNELA. Dr. Lesley Wirt is the Program Coordinator and supports the
work of thedirectors.They workwell together and are responsible for the design and delivery
analysis and alignmerandpurposefulness and coheremmddNELAG progran(including
courses, essential questions, contieistructional strategies, and assessmeNiS) A part
time Executive Coaadés are led by Andy Overstreet andlude the following ninghighly
experienced educatofsach has 25+ years of harls, practical knowledgephirley Hart
Arrington, Tom BentonCarl Harris, Tom Houlihan, Henry Johnsé@mdy OverstreetJohn
Parker, Je PeelandTom Williams.Thesecoactesprovide additionasupport and coaching to
internsthat complements arekpands the inteta work with faculty and mentor priipals.
Coaches help NELA interde their learning bywalking internsthrough difficultprocesses.
The ole of the NELA Exective Coach is tof1) participatan joint observations of teding and
debrief with the intermon how they can imprové2) conductole-playing of crucial and dical
conversations with interrte inform them of wgs to ensure that students and teachers are
meeting the highest of standard8) improve the intersbleadership abilitieby having
individuals believe in themselves and develop theadl to find their own answers; a(4)

help aspiring and novice leers diagnose and solve ftliferoblems of Practicghemselves and
thus build leadership capacity

Our NELA [Executive]Directors have consistently given me constructive feedback and
extended all possible support that they can offer to help me. The sdner@ ixam
interning in also has a v eongxpedencgeaswgllab eader
seeing an awesome mentor put things in practice. (NjgerAcipant)
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How can | describe how our NELA directors, mentors, coaches, professors, and speakers
all inculcated us to the very important role that is placed on our shoulders when were
chosen to be NELAs? (NELparticipant)

| worked closely with an Executive Coach to ensure that | was implementing and
applying practices learned in class. (NEpé#rticipan)

Expectations for NELA Executive Coachaslude the following

Participate in Coaché3raining Sessions

Review with the intermheir Individual Leadership Plan (ILP). Direct the revision of the ILP
as needed and at least once per semester

Make weekly contact with their assigned inte(uirtual, Skype, email, phone, or prerson)
Contact the mentorrpcipal every other week (twice a morth)

Conduct wo extended site visits (fade-face) per month to shadow the intern. One of these
visits should inclde a joint observation of teaching and/or the jpfistervation conferenge

1 Write a cetailed evaluation of the inteiprogress (monthly report)
Participate infCoache8Feedback Meetings (twmer semesterand

1 Provide feedbek and advice to both the imteand the mentornncipal as they experience
the Distinguished Leaders in Practice activitfes.

NELAG mentor principals are expected toelxpert leaders who are reflectiaadwilling to
expose, share, and think through both what works and whkatrdbin their schools. NELA
looks for mentor pncipalswho will: (1) continually seek improved practice for themselves,
their staffs, their students, and tispiring principal (i.ethe NELA intern);(2) helpNELA
interrs live their learning during thefield experiences and internshi(8) exposanternsto all
functional areas of a school with attentiorfihigh-risko incidents and issue&}) ensurdantern
participation(a) on school improvement teams andconcrete school improvement effqrgis)
in supervision of instructigrand(c) in interpersonal, groy@nd organizational conflicts,
politics, systems, and successful strategies to navigate these conflicts.

It is important to note here that NELA has had a difficult time identifying effectiveoscho

leaders in the Northeast region with whom to match prospective internsesslia according to

NELAG Executive Directqifie had two interns@ o me s chool sit basl é and
interns thatrove well over an hour each way (in one ¢aseou and 45 minutes) to get to

intern sites that had solid leadérdust last week, NELA requested to move one intern from a
disengaged mentor. In response,diygerintendent then requested that all three interns in his

LEA be changed as a resue to gegraphical challenges, political challenges, capacity

challenges, and academic challenges (i.e., an overabundancepsrfowning schools in the

region), finding good mentor possibilities and site placements for NELA interns has been, and
continues to bean arduous process at times.

18 See the link for Coaches on the NELA sitétff://go.ncsu.edu/ndla f or NELAOGs Preservice Ruct
and Quarterly/Monthly Coach Reparts
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PTLAGs directors,coachesandmentors PTLAG Leadership Team consistseofull-time
Executive DirectorAnna BradythreeUNCG faculty member®r. Brian ClaridapDr. Craig
Peck andDr. Rick Reitzugand two fulttime coachesExecutiveLeadership Coacbr. Meg
SheehamndLeadership CoacRamMisher. The PTLA Executive Director and Leadership
Coaches are also adjunct faculty members at UNCG. Athsmbers have extensive school
based leadership experience, particularlgnd with highneed schools. Functioning as a real
team with complementary skills and synergy, together they participtite design and delivery
of all coursework and fieldwork experiencasd actually role modelxamples ofeam teaching
and collabaeation for the PTLA participant&ven thoughhe roles and expectations for PTdsA
LeadershigCoachesre similar to NELAs, PTLAG coaches are actually dedicatedl -time to
the program and thus much more involved in daily operatiosording to PTLAS Executive
Director, AExecutive coaching provided lmur PTLA coaches is a vital component of PTLA,
which supports the profess@irand personal growth needs of our principal interns.
Individualized, oneon-one coaching opportunities allow for specifiadership growth planning,
meaningful learning connections between the classroom and work experience, and debriefings of
reattime leadership decisions and outcomes related to the roles and responsibilities of the
principal of highneeds schools.

The Leadeship Coach suppathe PTLA internship experiencéhe process of coaching

focusesn the personal development of the administrative intern and includes assisting the intern
in assessing job role expectations, skills and knowledge needed to meet gertatens, and
identifying personal strengths and developmental nddasCoaclis major responsibilities are:

9 Conduct intern visits based on the determined schedule (averagd 6fak2 week)
Provide feedback (including support via éh@nd telephoneonversations)

Document the visit

Communicate interprogress with the PTLA Exedué Director on a regular basis
Assist in the overall developmaeritthe support plan within PTLA

Serveon the PTLA Leadership Team

Interact weekly with the cohort of interduring their one day per week seminar time.

=4 =4 4 -4 A -2

PTLAG Leadership Coaclxpectationsnclude

Support the professional development of the administrative intern.

Encourage a balance in the internship betwstmnd back and obseeersusihands on
experencesThe interns need to be pushed beyond their comfort zones but not forced into
situations so difficult that they will be in over their heads. They must be exposed to a wide
variety of leadership areas and issues but not spread so thin that thesraefatiffused and
their learning is limited.

1
1

1 Ensure the principal/mentor is spending more time talking with an intern than he or she
would normally spend with an experienced assistant prin¢tpadjuent conversations must
take place in which the prinml mentor helps the intern reflect on and learn from her/his
professional experiences and in which the mentor openly reflects on and analyzes the
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effectiveness of her/his own experiences. Timely, constructive feedback throughout the year
regarding the irrnds professional performance is not only appropriate, but is required.

1 Assist the intern as s/he is trying to develop her/his own style and philosophy for leading a
high need school. What has worked for a coach in a particular school might not wibek for
intern in her/his placement.

1 The coach will meet with the PTLA Executive Coach/Executive Director if s/he has concerns
about the intergs performance and/or the mentor prinoip@ommitment (or relationship) to
the intern.

1 The coach will assist in éfinal evaluation of the PTLA intern and will use the North
Carolina Standards for School Executives as one component of thésmteenall
evaluation.

PTLAG weeklyLeadership Teammeetings include ongoing planning efforts for curriculum
refinement, mtern development, program updatelSA partnerships, training, data collection,
andpublicity. Theteam selects professors, guest panelists, and professional development
presenters who demonstrate relevant, expert experiences matching the curriculaf tieeds
interns. Many guest presenters are professional leaders from@®IEA partnersin addition,
theteam evaluates individual intern and group development through seminar sessions, site visits,
and oneonone conferences to determifieext stepgin PTLAG teaching and learning sessions.
A needs assessment in August arelvaluable 360 feedback in tfedl have been the foundai

for PTLAG growth model. Aall semester eleinic survey by théeam give$?TLA additional
data to consider for inteigrowth and program development.

PTLAG Leadership @amis experienced in turning around schools. Thede a total of 114

site visitsduring thefirst semester to provide support and feedback to the interns. Each intern
was visited a minimum of five timekuring theFall 2011semesterA minimum of seven visits
per intern wasetas a goa{and achievedjor the Spring 2012 semestef.he PTLA Executive
Director, Executive Coaches, and University Supervis@de a impressiveaotal of 300+ visits
to Cohortl. PTLA&G mentor pincipals are likewise expectéd assessiternprogressand

address concernto providenumerous opportunities for the intern to observe and participate in
activities that typify the principé responsibilitiesand to role model arehcourage reflection

on key leadership decisianidentor pgincipalshelp internseexpand their experience, skiind
knowledge during the internshipelp interndo thoughtfully and intentionally move from the
role of observer to participarand, finally, help interngo serve as a facilitator and/or leader
whenever appropriatéds one PTLA participant said:

What a great mentor! Séepulled me in, she is very team orientedtslsbown me
different ways to attack different problems. &hactually helpg me hone my own skills
by saying things likefiThis is what yodre really good at. Why dd@nyou work on this or
take over for thi (PTLA participant)

SLAG directors,coachesandmentors SLAG organizational leadershgonsists ofull-time
Executive Director Dr. Donna Peters afair highly credentialedparttime Executive Coaches,
Dr. Deborah Jones$/s. Cindy McCormic,Ms. Emilie Simeonand Dr. Wayne Trogdo The
roles and expectations foL&& coaches andhentor principad are similar tahosefor NELA
and PTLA Executive Coaches are assigneavark closly with executive interns and mentor
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principals tlroughout Year 1 and beyond. Eawlachactively participates in every seminar
session andisits schools every two weekwith weekly conmunicaion between visits. The
Executive Coach School Visitdport(Appendix M) was developed to assist executive interns in
processing internship experiences while making connections to the SLA standardslucoyr

and future leadership position

| appreciatehe effort the coaching staff put into preparing and pacing the lessons this
week. | keep reminding myself that the program goes until June 20, &td ghat | will

be learning something each part of the way! | cannot comprehend the totality of what
goesinto the princi@lship, but | have 100% trust that | am getting the best preparation. |
appreciate it! (SLAparticipant)

Written work was required for each of the Executive Standards. Coaches provided timely
and effective feedback on a regular basis. (phAicipant)

My Coach visited me regularly at my school and provided-jigha | i ty support
provided weekly residency sessions with our Coaches and | also received a monthly visit
from [a] personal Coach. She would discuss concerns and offer advigesétf and

[my] mentor principal about things that were going on in the school. (Biticipant)

A sense of urgency has been instilled in each of us by our Coaches. In a turnaround
leadership role, we doot havetime to waste. We have read several ksichat have
discussed the use of accountability pressure through the use of datgpai@tpant)

In Year 1, d mentor pincipals participated ithe NYCLA mentor gincipal training prior to

SLA interns reporting to schootsy August 152011 Follow-up principal mentor training was
scheduled for December. In Year 2, Stwteaked this ant now conductingts own mentor
prindpal training sessionsn a more interim, locddasis(once every three months to chegk

In fact, a number of mentor princigaare now attending certain SLA seminars (school law,
personnel, and legislative updates). As a result, these experienced school leaders are growing and
developing right alongyith their internsMentor principals meet with the Executive Coach
assigned teheir school on a monthly basand they complete Monthly Progress Reports
(Appendix N on their interns t&keep communication b&een the mentor principal and
Executive @ach strong and productive for all concerndéntor principasdassessmesbf

thar intern®performance from the previous momghimportant as SLAnonitors intern
professional growth and developmenie Sandhills Leadership Academy Mentor Principal
Handbook is quite extensiviem addition to general information (vision, missjgods and
program overview)it includes specifics on mentor competencies, intern responsibilities, and
ongoingassessments.

ProgramEvaluation andmprovement

Dynamic feedback ahimprovement loops, involvingystematic evaluatiaof curriculum
offerings,seminar sessions, guest presentations, site visits, professional development
opportunities, conference attendance, internship placements, assignments, mamigbring
coaching techniques ahsure continuous and eviderdrevenRLA improvementlt is obvicus
from this overarching evaluation that each RLA engagesiailgprocess of individual program
evaluation and improvement. Due to the nature of thikwnost adjustments are based on
observational and subjective data (e.g., feedback, reflettiwing, etc.) as opposed to conctete
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statistical objective dat&or example, ne obvious area of concerorfall three RLAs lastall
was the Common Core.otments below from RLA inteswho were halfway through their
programs (survey data from December 20tdjcate a clear neddr more informatiorand
experience leading teachers with implementing the content of the Commos@w8tandards
andusing assessments aligned with the Common StateStandards

| participated in districtnitiated informatimal sessions. | have also participated in a

NELA session on Common Core. | talk to teachers often about Common Core. | just need
more handon experiene € | have not | ed amM§ElAne on i ts
participant)

My mentor principal and | facilitatbta Common Core and Essential Standards workshop
for our teachers. | would like to learn more about the implementation to be able to assist
teachers with implementing the Common Core Standards. (N&ki#cipant)

| found information and training on the Camn Core independenf the academy and
i nt er nceuldiuge meére. (PTLAarticipant)

| need to understand the Common Core better. (Sdrficipant)

The elements of the Common Core have not been implemented within the school | am
currently workingé | edmoenow more(SLA participant)

Given this type of feedbackaeh RLA respondefhnd continues to respouaily) by rethinking,
reshuffling, and redesignints curriculum contentand instructional strategiesor example, ig
months later (June 201,2}ohort 1 members indieda somewhabetter, deeper understanding
of Common Core

| have had a tremendous amount of training on CCSS. | am very confident in my
knowledge and ability to develop CCSS assessments. (NELA participant)

| have been participiamg in but not leading teachers with implementing the content of the
Common Cor e. I am stil!]l working on it é <co
Common Core and school leadership team. (PTLA participant)

| experienced creating assessments aligndgd @a@mmon Core in my internship school
and also used information provided from the SLA Coaches. (SLA participant)

| had experience implementing the content of the Common Core standards with teachers
in the 2“ grade of my school. | also had extensive trairin the Common Core
Standards from my SLA Academy. (SLA participant)

This is obviously an ongoing processs recerlyy asOctober 2012, an SLA Executive Coach

posted the followingn SLAG EdmodoiiOn the evaluation from last week, there were several
comments about wanting more on Common Core. These three website will assist you as you talk
with teacher® And another post statefiNew formative assessment plans developed by NC
teachers aligned to the Common Core State Standards and the NC EssentadiSteance been
created to support the formative assessment principles outlined in NC FALCON. After logging
into NC FALCON, the plansan be found under the headifgrmative Assesment Plan8s.

Formative Assessment (FA) Plans are available for the folgpaamtent and program areas (at
various grade levels/subjects): Arts Educatidareer and Technical Educatjd&nglish as a
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Second Languagé&nglish Language Ari$dealthful Living MathematicsScience Social
Studies World Languageqdand] PreKindergateno

NELAGs evaluation andmprovementNELAG aurriculum development and revisioccus on a
regular basis to align program purposes and content to new developments in therigéldsh
content, readings, and learning experiencest@ntdeck on ptential program drift that can
occur over timeThe Executive Directors of NELA meet every Monday morning to debrief the
previous week, share updates, review scope and sequence, and process observations and
evaluations from a multitude of sources (e.gecsalized trainings, classes, site visits,
professional development opportunitisgerns Executive Coaches, and mentonpipals).
Content is reviewed and refined along with instructional strategies, timing, and pregemters.
example, the instructpsequencing of content, and delivery method for N&l4nderstanding
by Designtraining was tweaked and modified based on experiences and feedback from the
previous year. This type of continuous reflection and refinement happens daily.

PTLAGs evaluation ad improvementPTLAG Leadership Tearalsomeets weekly to debrief,
revise, tweakand planA key driving force of PTLA has been the consistent sense of a
committed partnership between PTdsAExecutive DirectgrroachesUNCG faculty,and the
four LEASs involved. Since eachEAGs superintendent serves on the PTLA Boasdues are
resolved at a higher level, by is attained, anéthingsd appear to behepherdethrough the
system much easier and quickekewise,PTLAG Advisory Groupmeetings are note,
concrete indicators of PTL@& collaboration with.EA partnersn supportof the ongoing efforts
of the program (e.qg., interviewing and hiring, interngieigponsibilities and roleapplication
planning and selection of candidate#)dvisory Groupdiscussions on intern growth and
progress have been rich with photos amteus supporting data documents, and decisions
regardingCohort 2 internship sites and principal menigese also made in collaboration

PTLAG Fall and Spring assessmemtv&yasksparticipants toate thefollowing:

Overall quality of the PTLA FalBpringexperience
Quiality of instruction in terms of keeping you interested and engaged

Quiality of panelists and guest speakers in terms of relevance and contribution to your
developnent and

1 Quality of the curricular content in terms of relevance and contribution to your development

Additional questions ask interngvhat did you find particularly valuable about the PTLA
Fall/Springexperience®hat would you recommend changing abihet PTLA FallSpring

experience for future cohort¥?hat topics and skills do you believe need to be included or given
additional attention during the nesémestet

In response to this feedback and input from others involved (e.g., PTLA Board, Advisany, G
Leadership TeampaCurriculum Teanwas establisheth Spring 20120 review PTLAS first

year of teaching and learning almdmake adjustments to the ydang curriaslum for Cohort 2.
The teanfocusedon the realignment dhe Summer Intensiverogamwith Fall and Spring
weekly sessions in conjunctioritivNC Executive Standards, NC schaalrtsformation, school
turnaround begtractices, Common &e State $andards, licensure portfolio requirements, and
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principal intern evaluation®TLA continues to fitwealo the calendar based on evaluations,
feedbackandguest speaker availabyit This is an example of how PTI&\ curriculum is a
living, malleable document that takes the following into consideration:

= =4 4 4 A A -

Preprogram survey of EA-identified successfuprincipals ofhigh needs schoojs

Ongoing surveys of participants (quality of the program, future learning needs)

Weekly structured reflection sessions (leadership lessons learned, greatest challenges)
Mid-year and enaf-year survey of mentor princifs

Ongoing PTLA Advisory Groupneetings

Weekly Leadership Team meetingsd

Ongoing Quality Assurance Committee meetings

SLAG evaluation andmprovementMonthly meetings with SRE@Guperintenders, quarterly
meetings with SLA Alvisory Committeemembes, andveeklyongoing interactions with mentor
principals and_EA staff continue to provid8LA valuabledata andeedbaclonits processes
and activitiedor improvement purposes. SUéaders also meet weekly. They acenmitted to
the growth and developent of thei executive internghroughlessons learnge@ndthe following
tools are utilized

l

Evaluations are completed by candidates, SLA Advisory Committee membets Arstaff
participating in the executive intern selection process

Executive interngomplete daily evaluations during intensive weeksl a summative
evaluation is completed on the final day of the Summer Intensive Program. They also
evaluate each residency session using Survey Monkey

Evaluations are completed by mentor principals op Daf mentor principal training and on
Day 2 training as well

The NC School Executive Evaluation process with-asffessment was modified and is
utilized throughout the yedor executive interns to document areas of growth. In Year 2, the
NC School Exeutive Evaluation process lieingutilized as it would be for assistant
principals. In fact, executive interns have been entered into the McREL systessistant
principalsin their respectivé EAs. They are evaluated by their mentor principals, antsgoa
are monitored by mentor principals and executive coaches. Progress is documented in the
Executive Coach School Visit Reports and +y&hr and enaf-year evaluations

Regular debriefhgs by SLA staff duringhe Simmerintensive and internship progranmevi
been and will continue to be held, assessing facilitation delivery and curriculum and noting
improvement strategies for subsequent years

Executive interns complete monthly evaluations around standard themes and have January
mid-yearevaluationconferances anand-of-yearevaluationconferences with their
superintendents

Change Style Indicator and Decision Style Profile assessments are administered and
interpreted for executive interns in tfadl. Skillscope 360 assessments are conducted the
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following fall when they are in their administrative positions, providing executive interns
with valuable data for reflecting upon and understanding their leadership preferences and
needsand

1 Executive interns complete an evaluation for Week 8upimerintensivealong with a final
evaluation for the entire SLA experience.

ResearchQuestion3: Do RLA graduates find placements in targeted schools/districts?

The goal of the RLAs it increase the number of principals qualified to lead transformational
change in lowperforming schools in both rural and urban aréassuch RLA interns receive

job pla@ment support, provided by the Leadershgademy in conjunction with participating
LEAS, to ensure appropriate matches of aspiring leaders to the schools in whiatethaced
(seeAppendices O, P, @nd R. According to the original RFP for the RLAS, tbepectations
thatfisuccessful candidates will be placed serve in higineeds schoots(i.e., high-poverty

and lowperforming NC schoo)s

From NELA Cohort 112 of the 21 graduates are currently working as assistant prin¢ipeds

in DST schools)oneis working asaninstructional coach, one is working as a transformation
coordinator andtwo are inLEA central office rolesThe other six are working as s&aoom
teachersvho haveagreel to take on additional teachkrader responsibilitiegven though

NELA graduats are individuals deeply committed to improving peesidy low-achieving
schoolsand willmake a thregrear, postdegree commitment to work ligh-needschools in
northeasNorth Carolinaactually landing administrative positions has been a challenge for
some.EachLEA signed a MOU (Memorandum of Understanding) with NELA that stated that
the LEA would futilize Leadership Academy graduateslas first line of replacements for
assistant principal and principal openimgé EAs6high need schoolso The fact that this has
been difficult is worthy of note. Aspects to consider moving forward incl{igehe strength of
the partnerships with certaLEAs could be improved (Are soni&As more committed than
others? Why? How?}2) the politics of the region (Who hires wh® Why? How? When?
Where?); and3) the strengths and background of the NELA graduate (Does the NELA graduate
feel ready, willingand able to assume a critical leadership position right now?).

From PTLA Cohort 116 of the 21 graduates are currently working as assistant prin¢gpais
DST schools)threeare working as learng team/curriculum facilitators, amsheis working as

an LEA-level instructional coactDneis working as a classroom teachEne fact that 95% of
PTLA Cohort 1 graduates are currently working in leadership roles testifies to the faoethat t
partnership and commitment by the four collaborating PLEAS isactive, involved, and

strong. But, even at that, persehand hiring issues cdre bothcomplicated and delicate,
making placement issuesficult at times. For example, som&As prefer Assistant Principal

or Central Office Administrative experiencefdue hiring candidates as Principals. In addition to
this, PTLA is also competinigr leadership placements against local, wetjarded principal
training programs (includingnotherneat UNCQ. Giventhis operational contexa University
Supervisor sared that PTLA has had a successful year. Though they will of course keep
working to improve on all aspects of their program in Year 2, the pdrEs are pleased with
Year 1 placement results. PTLA operates in an urban schooling context, includitifAsgn
which PTLA graduates must compete for individual leadership jobs against tens to hundreds of
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competitors in a full, multlevel selection process with multiple stakeholders involved. By doing
so, the Supervisor believes this helps to strengthendhedidatedresolve, demonstrate their
excellence, and insulate them (and PTLA) against charges of undue favoritism.

PTLAG Executive Director hasdsogiventwo presentationto the Piedmont Triad Education
Consortium(PTEC)superintendents on PTLA, ¢iialighting successes, challenges, and future
grant sustainability interest/involvement of additiobBAs in the regionConversations were
facilitated to revitalize interest and support of PTLA, whileenephasizing the goals and
outcomes outlined by thettT grant in terms of the hiring of PTLA graduates in assistant
principal/principal positionsA unique PTLA feature this year is the interesting and positive
dynamicof having seven schools with akxrt 1 assistant principal and abort 2 principal
intern.Four of last yeas Cohort Iprincipal mentors hired their PTLAntern as theiassistant
principal this year.

FromSLA Cohort 1, fourof the 20graduates are currently working as principals, one is working
asdirector of gradesi®, andthe otherl5are workingas assistant principajaone in DST
schools) The fact that 100% of SLA Cohort 1 graduates are currently working in leadership
roles(including four principalshipsin the Sandhills region attests to Sisfstrong collaboration
with its well-egablished RESA. Althougthere istangiblecommitment to leadership
development by th&3 partneringLEAs and a real willingness sustain SLA beyond RttT
funding, these job placements didt happen withouSLA coaxing and negotiating

Everything | havdearned in NELA has helped me as an AP. (NEtAduate)

Our Operation NELAs have really helped me as an Assistant Principal this y#anko
quickkwhen wor king with parents, students, ga
data to build relationsps with kids and families. (NELAraduate)

| am leading alongside my principal. Common Core is difficult but we are making
connections, partnering with community agenciesl making extended learning more
like camp. (NELAgraduate)

Last year, when | mesd up, | was just the intern. No more. This year is for réail'dn
information overload.dn rolling with the punches, handling multiple Operation NELAs
at the same time! Through NELA | learned how to deal with things, how to manage my
time and hone myrganizational skills. This [the work last year] has prepared me the
most for my new role as AP. All of the sayings and advice from our instructors and
coaches keeps flooding back to my mind daily! (NEjrAduate)

| am building relationships. | am rebuildjithe culture. | am smiling, even adversity. |
so appreciate NEL& extended coaching support. | am finding my job description and
living within it. (NELA graduate)

NELA affected our hearts and our minds. We are applying what we learned. We are
removingt he bl inders, one kid at a time é givVvi
kids see and interact with the worldslhot all about test scotdBIELA graduate)

Consortium for Educational Research and Evaluablomth Carolina 56



North Caolina Leadership Academies: Final 2012 Report
March 2013

PTLA afforded me the opportunity to be familiar with creating a culturally responsive
environment. | am ready to address the diverse needs of our staff, students, and parents.
(PTLA graduate)

The preparation that PTLA provided has enabled me to hit the ground running as an
assistant principal. The fulime internship provided me with the oppaonity to

understand what it would take to be an assistant principal so that when | became one, |
could meet the needs of students and teachers immediately without hateeyidthe
assistant principal positiofPTLA graduate)

The realtime experiencé¢hat | was afforded as a PTLA cohort member was priceless.

The onthejob training and support that was provided by our coaches was essential in my
confidence and ability to lead in a higkeds school. The lessons and conversations that

we engaged in durg class, seminar, and during coaching sessions were systematic and
specific to leadership standards and areas that are needed to become an effective leader.
The continued guidance and support has prepared me professionally as well as personally
for the dallenges and successes that come with being a change agent.gifd@uate)

There isi@ a situation thatdre encountered thus far théml not prepared for. SLA
equipped me with the tools | need to handle every situation. | am being strategic and
intentional, m looking at the data anéh growing my organization to impact children.
(SLA graduate)

SLA pushed us to run toward our weaknesses and to jump outside the box, outside our
comfort zone. As a result, | moved frdraing arelementary schodéacheto being a

high schoohssistant principallhis has given me an opportunity to really be an
instructionalleader. | anhelping others with innovative teaching. (Sgfaduate)

| feel like | was able to make a smooth transition into an AP position belchade full
year of hand®n, tough training with a lot of love, carirand support. | learned skills for
21% century learning. SLA has also been a great networking opportunity. g@idate)

Trends in the data for the past three years indicat€Ctbhadirt 1 graduates landed jobssichools
that are strugglingndwhere on averagemore than twethirds (67.6%) of the students receive
free or reducegbricelunch wherethe proportion of ator abovegrade leveEnglish I/Reading
scores hover around 55%, andwherethe proportion of ator abovegrade leveRlgebra

I/Math scores hover just below the 65% marke range of scores and the range of growth in
these schools are gre@ihese data are in line with higteed, lowperforming schoold.ooking
bad and charting demographic and test score data, most job placement schools reveal a trend of
good, steady, positive growth (albeit small in many cases). Some schools had phenomenal
growth (+60.3% increase in English I/Reading scores in one samb#500% increase in
Algebra I/Math scores in anothewhile others have shown little to no growth (less than 5%
increase). Some schools revealed percentage gains of more %ham 1%% in one subject but
not in the other. A few of the schoail$here RLA graduis landed jobactually reported a three
year trend of negative grow{th2%6 decrease in English I/Readiscores in one schoaind

15.8% decrease in Algebra I/Math scores in another). Thsti:iecessarilgs alarming for job
placements as it was farternship placementk fact, sincehe stated purpose of the RLAs is to
fincrease the number of principals qualified to lead transformational change prettiwming
schools in both rural and urban ae@8CDPI, 2010, p.1Q)one could argue that these
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exactly the type o$chools wher&LA graduates shouldta job placement&.g., DST
schools)

Through their RLA experience, Cohort 1 memb&hisuld now have the knowledge, skills, and
dispositions to be effective leaders of chanping data to faes on results and reflect on
practice Having said thatseveral questions about the placement of RLA gradsétiesemain:

1. How much input, powelndinfluence d@s each RLA actuallydve in the hiring process for
individual LEAS?

2. Even though RLA partipants are specifically prepared to lead in higded schools (a
unique feature to this alternative preparation program), could/shouléged@verygraduate
be placed in a highoverty, lowperforming NC school?

3. Are all RLA graduates ready to assumehecipalship role’Are all RLA graduates ready
to assume thassistant principalship rol&Yhy/why not?

4. Research indicates that it takes betwee@etho six years to turoundfailing schools. How
could/should the RLA evaluation track/assess this?

Theanswers to thesand similar questions abeyond the scope of this evaluation. Further
evaluation will continue to monitor, observe, and track the placements of RLA participants and
graduates. Descriptive data regarding their schools will also be cdlletaggregated, and
analyzed. But, others in positions of authority and those with deaiséding power will need to
wrestle with and address such questions moving forward.

ResearchQuestion4: Are RLAs CostEffective Relative to Alternative Programs?

As noted earlier,\valuators analyzed the cestfectiveness of the RLAs relative to extant
comparable leadership development programs using Levin and M&E(@&91) ingredients
based approach to cesffectiveness analystS This analysis provided a basw value
comparisons between RLAs and other madels

19 http://www.dpi.state.nc.us/docs/rttt/reports/201 2fdport.pdf
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Conclusions andNext Steps

Because dta on the longerm and distal outcomes of the RLAs are not yet availtide
purpose of thi2012activity reportis to start taddress thesevaluation questins by describing
the program components of each RLA in detail.

The report first assessédelity of implementation to the aspects outlined in the original Request
for Proposalwith the conclusion thahé RLAs do appear to have bedasigned to be coissent

with literature on executive development, adult learning thesryeducational leadership

Aspiring principalsn each RLA have bedrd through a preparation program (aligned to the NC
Standards for School Executivelsigned around severasarch-basedcomponentge.g.,
cohortbased experiencghull-time, yeatlong clinical residency experiengeb placement and
induction supportetc.).

With abetterunderstanding of thieigh degree to which ea®LA6 actual implementation
matches itsnitial proposediesignthe Evaluation Team has createtfamework for moving
forwardwith the evaluationThe ongoing evaluation will continue to document fidedity
implementatiorandtrack intern and graduate placemeimisdin addition, it will probe deper
into five specificprogramareas:

1. Sustainability Race to the Top fundingnds in 2014A required and competitive priority
from the original RFP includedi@ommitment to and plan for project sustainability beyond
thefunding period In their respase, RLAs were asked to define sustainability measures.
The guestion going forward is:aw will each RLA sustain this project after the grant
funding ends?

2. RecruitmentHow broad, farreaching, and expansivishould and/or coufithe ecruitment
efforts ofeach RLA be? In other wordspw do RLAs recruit candidates who follow non
traditional pathways to principalshi® they want to? Why/why not?

3. Mentor selection and training he original RLA RFP describésnulti-faceted support
structure, involving a mator with extensive successful school leadership experience, an LA
supervisor, and entially, an executive coacAlthough the roles may be blended or
otherwise modified according to the plan, all coaches, mentors, and supervisors will be
carefully seleted and provided withirital tr ai ning and ongoing
complete fill-time, yeaflong clinical residency experieremcluding the recruitment,
training and supervision of candidate mentors and coagAassuchwhat is each RLA
doing b ensureigood intern/mentdschool site matcheé¥hat domentor principals
receivewith regard taongoingtraining?

4. Induction supportJob placement and induction supgarthe original RFP entails the RLAs
fiworking with the participating school distigcto ensure appropriate matches of aspiring
leaders to the schools in which they are placed and to continue professional development
through a tweyear induction period, during which LA principals continue to engage with
their cohort, mentgiand coach ifiurthering their leadership skillsThereforewhat is each
RLA doing to provideongoing support mentoring and adviceghrough job placement?
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5. Common Core State Standardsé the last Quality Assurance Committg@AC) meeting,
the following question waaskedWhat is each RLA doing to continue to address the
Common Core?
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Appendix A. NCDPI and ZSR Request for Proposals: Principal Leadership Academies

I. Background Information

Effective school leadership is the key to school improvement. (Fuller, Baker, Young, 2007;
Waters, Marzana& McNulty, 20@). With an estimated 50% &Cés current school leaders
becoming eligible for retirement in the next four yeadicymakers have recognized a window
of opportunity and have zeroed in on improving school leadership as a crucial step toward
improving stu@nt achievementn order to effect systemic change, NC is prepared to address
school leadership on three major fronts: Mastef School Administration (MSA) programs
within the public university system, alternative licensure Leadership Academiesgand hi
impact professional development for existing principatgion on all three fronts is mutually
reinforcing, aligned with the newly adopted North Carolina Standards for School Executives, and
driven by a commitment to improving school leadership asanm® facilitating student
learning.This request for proposals addresses the creation and implementation of alternative
licensure Principal Leadership Academies.

Principal Leadership Academies

NC is committed to providing new and alternative pathwayschool leadership. The NC
RttT/ZSR_eadership Academies (LAs) will serve collaboratives of partnering LEAs and directly
address the need to recruit, prepare, and support leaders of transformational change in
challenging school contexts.

The first LA, the Northeast Leadership Academy (NELA), will begin during the fall of 2010 in
NCG& northeast region and will be a MSA program designed by NCSU to serve a cluster of low
achieving rural schools. The locations of the otherR#td LAs will be determined tlough this

RFP process, and will be designed to prepare principals to legokeidarming and other high

need schools. When fully operational by 2aP1 these Academies will prepare about 75 new
principals each year. These LAs will be demonstration gitgswill both serve as models for
additional LAs and inform program development and improvement in other univieEsky
partnerships.

The LA project is undergirded by the following beliefs about effective leaders. An effective
principal:

1. is aleader ofearning in the school (all decisions and resources are aligned to the goal of
improving student outcomes);

2. develops the staff and promotes a culture of continuous, reflective professional learning;

3. cultivates distributive leadership so that authaaitg accountability are linked;

4. is a systemsghinker and is able to frame problems and potential problems by being a
reflective practitioner;

5. is able to identify leverage points within the system to push change efforts that improve
school outcomes;

6. undestands, reads, predicts, and prevents challenges to the school climate; and

7. uses multiple forms of data to inform all decisions.
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The LAs are designed to be consistent with literature on executive development, adult learning
theory anceducational leadehn#p (e.g, Daviset al, 2005; Hale & Moorman, 2003; New

Leaders for New Schools, 2008herefore, aspiring principals will be led through a preparation
program (aligned to the NC Standards for School Executives) that includes the following
components:

1 Rigorous recruitment and selectigteveraging lessons learned from the NYC Leadership
Academy, the New Leaders for New Schools programs, and other programs;

1 Cohort-based experiencesvith aspiring school leaders participating in cohorts 6220
peers, teenable the development of a meaningful professional learning community. Evidence
of the advantages of cohort models is provided by Detvas, 2005; Dorret al, 1995; Muth
& Barnett, 2001; and other researchers;

1 An actionresearch, casstudy curriculum focus which will engage participants in
addressing issues similar to those they will face on the job, working through relevant data,
problem identification, consideration of alternative solutions, and deeaisaking. The
actionresearch projects andses will be aligned with the NC Standards for School
Executives and will be tied to educational leadership literature and resEaicinstruction
will occur in an intensive summer program designed to be delivered over one or two
summersSuch summer pgrams may be individually or collaboratively developed or may
depend on currently available models as demonstrated by organizations such as the New
York Academy or New Leaders for New Schools.

1 Full-time, yearlong clinical residency experiencevhich will engage participants in
meaningful activities under the direction of ansite principal mentor, a Leadership
Academy supervisor, and an executive codsha primary component of the LA experience,
supervised clinical residencies will allow aspiring saHeaders to solidify their knowledge
by applying it to authentic situations (Cordeiro & Sritloan, 1995; Murphy, 1992, 2002).

1 Weekly fulkcohort, continued learning during the residency yeimat will provide justin-
time learning for immediate probites and continue to develop aspiring leadskdlsg

1 Multi-faceted support structurenvolving a mentor with extensive successful school
leadership experience, an LA supervisor, and potentially, an executive Attholugh the
roles may be blended orhetrwise modified according to the plan, all coaches, mentors, and
supervisors will be carefully selected and provided with initial training and ongoing support;

1 Job placement and induction supponvith the LA working with the participating school
districts to ensure appropriate matches of aspiring leaders to the schools in which they are
placed and to continue professional development through-gegaminduction period, during
which LA principals continue to engage with their cohort, mentor and coaartliefing
their leadership skillsSSupport may result in district changes in the manner in which
principals are supervised and may result in varying levels of individual autonomy in order for
the new leaders to be successdifuls the strong expectatiohdt successful candidates will be
placed and serve in higieed schools.

1 Dynamic feedback and improvement logmsvolving a systematic evaluation of programs,
coursework, mentors, supervisors, coaches and student outcomes to ensure continuous and
evidencedriven improvement.
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Il. Program Eligibility Criteria

The following guidelines define the eligibility criteria for interested applicants:

1 A collaborative may consist of multiple districts united by proximity (geography) or a
common shared need or issueh@ol district size, urban, high poverty, etc.) that collectively
can demonstrate the need for enough new principals to support a leadership academy
collaborative The size of the collaborative must be sufficient to support candidate cohort of
20-25 to mantain cost effectiveness.

1 A single large district may apply individually as long as it can justify a sufficient cohort size
based on need and define sustainability measures.

1 A Principal Leadership Academy may involve a partnership with an external pgutieas
an IHE, RESA or other intermediary, but is not required to do so.

1 A Principal Leadership Academy may partner with an IHE to combine the licensure
development with a Masters of School Administration (MSA) program, but is not required to
do so.

1 Prindpal Leadership Academies seeking alternative licensure must obtain approval from the
North Carolina State Board of Education

[1l. Funds Available

Funds available through the grant will not exceed $XXX per Leadership Académgpplicant
must demonstrateolv any additional necessary funds will be supplied or raised.

IV. Overview of the Application Process
Following is a brief overview of the LA application process.

1. Getting Started
All interested applicants should first thoroughly review the information gealvincluding:

Background information and purpose of the program
Eligibility guidelines

Required and competitive priorities

Budgetary requirements

Due dates

Application submission instructions

= =4 =4 -8 -8 -9

2. Completing and submitting your application
A complete appliation consists of the following components:

Part A: Application narrative
- Project Abstract
- Project Narrative
- Budget Narrative
- Appendix (as appropriate)
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Part B: Forms

A

Budget summary submitted with Budget Narrative (Form 301)
Line item Budget form subnitted with Budget Narrative (Form 302)
Leadership Academy Partner Profifeorm 303)

Leadership Academy Personnel Chart (Form 304)

Project Activities/Timeline Chart (Form 305)

Assurances (Form 306)

MOU, if applicable

Support letters (optional)

SUBMISSION: Each component is discussed in detail in the following pages of this
application packag®©nce the application is complete, it must be submitted electronioally

DUE: All Leadership Academy applications must be received on or befdmbér 15, 2010.

Addressing your questions/Technical Assistance

1
1

Questions regarding the application should be addressed to

at .
A technical assistance session for entities who are considering applying will be offered.
Technical asstance grants for assistanceletailed program development will be
available to collaboratives that attend the technical assistance session and submit a
Leadership Academy proposal.

. Application Narrative Instructions:

il
il
il
1

1.

Project Abstract Narrative

Project Narrative

Budget Narrative (includes line item budget form)
Appendix

Project Abstract Narrative is where you attach your oi&o page project abstract

including:

a. Project Title, if applicable

b. Partners in the submitting collaborative or title of singALapplicant, including
official contact for any application

c. Brief statement of need (number of higeed schools, low income students, expected

principal vacancies or difficulty in recruiting qualified candidates)

Brief description including project compents and activities

Summary of project objectives and expected outcomes

Target number of potential principal candidates to be served

Target number of students potentially impacted

Any special project features

Commitment to participating in program evaloatand ongoing improvement of the

program

S@ oo
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2. Project Narrative should includein detail, the eligible applica@ response to the
Required and Competitive prioritigsligible applicants should address each of the
Required and Competitive priorities as egggiate since the application will be evaluated
and scored against these criteria.

1 Required and Competitive Priorities

a. Evidence supporting need for project

b. Demonstration of partner bug including resources obtained from other sources
(including inkind support and additional outside technical support)

c. Evidence of collaborative capacity to plan and implement project proposal
including demonstrated support of local boards of education and county
commissioners.

d. Commitment to and plan for project sustaiigbbeyond funding period

e. Comprehensive program including all resedbelsed defined program elements
listed on pages-8 above.

f. Evidence of knowledge and skill in the area of adult learning

g. Clear scope of work with program definition, activities, time$ and deliverables
as well as definetlA personnel roles/responsibilities

h. Demonstration of best practice in teaching and learning as evidenced by problem
based teaching and learning in project design.

1 Formatting

- Afpag®is 8.5 x 110, on one side onlyyith 10 margins at the top, bottom, and
both sidesPage numbers and an identifier may be within thendrgin.Double
space (no more than three lines per vertical inch) all text in the application
narrative, including titles, headings, footnotes, quotesj references, captions, as
well as all text in charts, tables, and graphse a font that is Zpoint or larger.
Use one of the following fonts: Times New Roman, Courier, Courier New, or
Arial. Other fonts submitted will not be accepted.

1 Page Limits
- Eligible applicants are strongly encouraged to limit the project narrative to twenty
pages.

3. Budget Narrative includes the Budget Summary form (Form 301) and the detailed line
item budget form (Form 302) AND the accompanying detailed budget narrative
justification.Funds should be budgeted for the course of the dgedigible applicants
must also provide a detailed budget narrative that describes their proposed multiyear
project activities and the costs associated with those activities as well as all costs
associated with carrying out the proposed projBee budget should include only costs
that are allowable, reasonable, and necessary for the carrying out the objectives of the LA
project. In addition to the grant budget, the narrative should descrilmesaifrfunding
to be used in addition to the grant funds.
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4. Appendix. Eligible applicants are encouraged to follow guidelines below in attaching
Appendices to the project proposal

Appendix A:Leadership Academy Profile document for each proposed cadligmr
(Form 303)

Appendix B:Resumes of Key Personnel in each partner organization

Appendix C:Leadership Academy Personnel Chart (Form 304)

Appendix D:Letters ofSupport, optional

Appendix E:MOU, if applicable

Appendix F:Assurances (Form 306)

AppendixG: Other, if applicable

Application Narratives:

1. Project Abstract Narrativie see earlier guidelines

2. Project Narrative

1 Address the Eight Required and Competitive Priorities in your Project Narrative as
described above, page 6.

1 In addition, in your narrate, respond to the questions/directions listed below:

2a. Describe the evidendhat supports your need for this collaborati#hat need are you
trying to fill? What is the rationale behind your collaboratilfeou are a single district, what is
your justification for establishing a leadership academy as a single distieti@e district data
in your argument (number of principals, turnover, etc.)

2b. Readinesds considered as a measure of the parfmedsvidual track recordgyuy-in as an
actualstatement of willingness to commit to the project (as evidenced by the support of district
and collaborative contributions in human, fiscal and time resources3agadity as evidence of
the district§collaborativés ability to both plan and implemethie plan, With those definitions

in mind, describe evidence of your readiness;ibuand capacity as it relates to this project.

2c. How will you use Technical Assistance in your planning and implementation process?
2d. Describe your collaboratiée gowernance structure.
2e.How will you sustain this project after the grant funding ends?

2f. How do you define this projeist successWhat will your orgoing evaluation process look
like? What data will you collect and how will you use it for continugupriovement?

29.If seeking alternative licensure authority, demonstrate a clear pathway to licensure, to be
granted by the NC State Board of Education: addressing all required program components and a
detailed narrative on how you will address the sewvenimistrator standards and twertdge
competenciednclusion of a chart reflecting@tandards crosswdkhowing how each standard

and dispensation will be addressed is encourakgditionally, describe how the different
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program elements are aligneddasoordinatedRequired program components (see earlier
descriptions) include:

il
il
il

= =4 =4 -4

Rigorous recruitment and selection

Cohortbased experiences

An actionresearch, casstudy curriculum focus delivered in an intensive summer
program designed for one or two suers

Full-time, yeaflong clinical residency experience including the recruitment, training
and supervision of candidate mentors and coaches.

Weekly full-cohort, continued learning during the residency year

Multi-faceted support structure

Job placemerdnd induction support

Dynamic feedback and improvement loops

3. Budget Narrative/Summary Budget (Form 301) and Line Item Budget (Form 302).
Budget Narrative includes the Budget summary form, detailed line item budget form AND
the accompanying detailed budgeirrative justificationFunds should be budgeted for the
course of the grant.
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Appendix B. Regional Leadeship Academies Biaanual Participant Survey

Survey | Qualtrics Survey Software Page 1 of 1

Regional Leadership Academies Participant Update- Summer 2012

Thank you for taking a few minutes to answer the 14 items below.
Please note that the confidentiality of your personal information and responses is guaranteed by the UNCG Institutional Review Board
(IRB) approved consent form that you signed prior to receiving this survey. If you have not completed a consent form, please do not

complete this survey and contact the evaluation team: Kathleen Brown (brownk@email.unc.edu). All information obtained in this study is
kept strictly confidential unless disclosure is required by law.

Your Name:

Your Age:

[=]

Your Gender:

Male

Female

Your Race:

American Indian or Alaskan Native

Asian

Black or African American

Native Hawaiian or Other Pacific Islander

White

Your Ethnicity:

Hispanic or Latino

Not Hispanic or Latino

Please select your Regional Leadership Academy:

Piedmont Triad Leadership Academy
Sandhills Leadership Academy

NorthEast Leadership Academy

https://de-viawest.qualtrics.com/SE/?SID=SV 6PA9Zi{RCDWDIJfBW&Preview=Survev&... 10/8/2012
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