Council Review on Superintendent Program

February 26, 2010

Present:

Aaron Thompson, Council for Post-Secondary Education

Andy Dotson, Harrison County School District  
Blake Haselton, University of Louisville

David Barnett, Morehead State University 
Chuck Hamilton, Mercer County School District  
David Baird, Kentucky School Board Association  

Dorothy Perkins, Gallatin County School District  
Elaine Farris, Clark County School District  
Fred Carter, Western Kentucky University  
Jack Rose, Murray State University  
Jim Jackson, University of Kentucky

Joe Tinius, Bowling Green Independent School District  
Keith Davis, Bullitt County School District

Michael Kral, Kentucky Education Association  
Nawanna Privett, Superintendent CEO Network  
Orin Simmerman, Kentucky Department of Education  
Paul Upchurch, Oldham County School District

Rachel Yarbrough, Crittenden County School District  
Robert Heffern, University of the Cumberlands  

Roger Marcum, St. Catharine College  

Tim Spencer, Jackson Independent School District

Wayne Young, Kentucky Association of School Administrators 

Wilson Sears, Kentucky Association of School Superintendents

EPSB Staff:

Robert Brown

Carol J. Smith

Welcome and Opening Remarks:

The meeting opened at 1:06 p.m. with welcomes and self-introductions. Dr. Phillip S. Rogers thanked everyone for their time. He expressed the importance of the process upon which the group is embarking. This is an opportunity to rethink the preparation of the position of superintendent. House Joint Resolution 14 calls for the review of principal and district leadership positions with the review being completed collaboratively by the EPSB, CPE, and KDE. Kentucky has been recognized by the Rand Corporation report as having the nation’s best principal preparation program, reflecting cooperation between districts and state institutions. 
Changes are also needed in Kentucky’s superintendent programs to prepare superintendents to lead school districts in developing a culture of student achievement while managing the traditional responsibilities.  Standards, though necessary to meet these goals, are not sufficient. We also need dimensions and indicators that guide the standards. Developing the dimensions and indicators is the goal of this group. The work of the task force should conclude with providing recommendations to the EPSB at its January 2011 meeting. 

Robert Brown expressed his gratitude to the members of the group, saying that their talent and dedication would enable them to accomplish the challenging task at hand.

The charter and purpose of the task force as well as pertinent literature were reviewed . If needed, statutory or regulatory changes may be recommended to the EPSB Board.

Other Items Reviewed:
A. Objectives:
1. Take recommendations to the board by January 2011;

2. Establish a set of standards and critical performance indicators for superintendents;

3. Determine, prior to admission to a superintendent program, that all candidates have the dispositions to be leaders of a district, based on evidence of meaningful leadership experience related to improved student achievement;

4. Select superintendent candidates who exhibit the critical dispositions and attributes for guiding a district in the 21st century;

5. Provide throughout the program enhanced field experiences that permit superintendent candidates to put academic theory into meaningful practice;

6. Provide high quality mentoring for those entering the superintendent program via an alternative route; and,

7. Collaborate with the Kentucky Department of Education in aligning the superintendent programs with the assessment center.

B. ISLLC Standards: Reviewing the appendix that delineates the standards by indicators, functions, and elements.

C. Learning through Leadership: This document was completed to guide the Principal Redesign review. The standards in development and dimensions were specifically highlighted during the discussion. 

D. Waters & Marzano Report was also reviewed.

E. Superintendent programs from other states: An overview of redesigned superintendent programs from Ohio, Pennsylvania, Iowa, and West Virginia was provided. 

F. Work Teams: A discussion on work teams was held. Team #1 will concentrate on Program Review and Development and Team #2, the KDE Assessment Center. Participants were asked to consider which work team they would prefer. Using the PowerPoint, the group then began focusing on the following three discussion topics: 


Topic 1: Write down what effective superintendents need to know or do:

· Communicating Vision: Gaining support for sustainability

· Develop and sustain vision from a global perspective. 

· Get familiar with the lay of the land before moving through a field of mines.

· Working within regulation and law of Board policy

· Technical Skills: Finance; goal setting/monitoring; time management; personnel law; data analysis; professional collaboration (PLC).

· Communicating: verbal; written; read/understand; problem solving.

· Political Skills: community involvement; customer service; professional image; board relations; vision development; build internal capacity.

· Instructional Leader vs. Manager or Management

· Use of data: student performance; plan of action; application.

· Effective superintendents should be able to build a collaborative vision that includes the community and is focused on student learning: All work must stay continually focused on the vision.  This work includes but is not limited to:

· Acquiring a working knowledge of SBDM and collaboratively working with councils to focus on continuous improvement of student learning

· Demonstrating credibility and competence in teaching and learning

· Identifying and selecting talented people who want to be “on the bus” to make the vision a reality by moving the district to a higher level of performance 

· Leading as a change agent

· Being viewed as a learner who promotes learning and leads learning

· Building capacity within the district 

· Serving as a mentor for aspiring leaders 

· Demonstrating effective use of technology and insisting on the use of technology for teaching and learning throughout the district

· Prioritizing so as not to be drawn into day-to-day issues

Topic 2: What current practices of the superintendent programs meet our program needs?
· Positive: mechanical nuts & bolts.
· People who have been on front lines talk about issues.
· Talk to prospective superintendents about what to expect.
· The New Superintendents Testing and Training Program is strong and very effective. The mentoring area needs to be continued and increased to two years. These areas need to be addressed:

· Dispositions, including the mental discipline it takes to stay focused

· The process of working as a facilitator


Topic 3: What current practices of the superintendent programs are needed?

· Communicate at all levels. Universities should engage in activities that challenge aspiring superintendents i.e. authenticity of practice (real problems); theorizing is not the same thing as being in the district and facing constituents. How can you redesign this for students who will go through the program in 10 years? If you focus on student learning, you will attain student achievement. Design a curriculum which is clinical and practical, rather than theoretical.

· How can they get real world experience and standardize it with all students? 

· What is the gap between certification and job? Are the assessment centers aligned to handle the gap between acquisition of certification and job?

· A suggestion was made to standardize the superintendent program statewide or have a statewide peer review. The CCSLP has, in the past, developed a program to align the superintendent course requirements. When the superintendent assessment program was first created, it was intended to be a temporary program. It has since been part of the fabric of the curriculum. Training & testing (and beyond) need to address the strengths and/or weaknesses of the trainee.

· Align assessments to aspiring superintendents. 

· Understanding the change process – good or bad, changes will occur. Superintendents will have to know how to deal with change effectively. Superintendents will be the target for everything. Superintendents are hired to make tough decisions. Effective superintendents can admit they do not know the answer and are willing and able, to find it. An instructional leader will model effective instructional practice, know how effectively communicate and interact with staff and K-12. Change needs to be the foundation of the program. Superintendents need to be effective change agents.

· Superintendents must be effective at problem solving. 

· Needs are district specific; scholar’s model – this is an ongoing process; how can we do this on a continual basis at the pre-service level and while in practitioners mode? 

· Superintendents must communicate with board members at the district level. How political does leadership become? Shared collaborative vision focused on student learning ‘how do you do it?’ 

· Include the community in the vision – must keep the focus continually on the vision. Superintendent must not be drawn into the day-to-day grind. They need to have people around them to implement the vision – how do we learn this? 

· Board members need instructional leadership from the superintendent. If they do not understand issues, they should be able to trust their superintendent enough to contact them and ask for help and/or guidance. Superintendent must build the rapport and trust with their board members in order to be successful – they are the instructional leaders for their board.

· Selectively identify candidates for the superintendents program, so our resources are more focused.

· Budget: numbers vs. people/programs.

· Need coursework on managing change – timing is everything.

· Need to bring skills in negotiating i.e. people skills; problem solving; real problems – no guesswork; merger/contracts.

· Develop an aspiring superintendents’ academy/program.

· Determine the correlation between certification courses and the New Superintendents’ Training; then blend the New Superintendents’ Training with course work.

· Find a way to replicate university programs throughout the state rather than continuing with only pockets of excellence.

· Design a strong field-based experience that focuses on key experiences of the superintendent and includes a capstone project.

· Need to align assessment center to programs. Possibly move the financial part to the assessment center and away from the course work.

· Possibly have various modules for assessment center based upon the gap between certification and receiving a superintendent position, i.e. some received certification 22 years prior to job, 10 years prior, immediately following completion of program.

Next meeting to be decided via email.

Meeting adjourned at 4:00 p.m.
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