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About The Wallace Foundation 

• The mission of The Wallace 
Foundation is to foster 
• improvements in learning and 

enrichment for disadvantaged 
children and 

• the vitality of the arts for 
everyone. 

• Our approach 
• Work with our grantee 

partners to develop-- then 
broadly share --evidence
based, practical insights 



Wallace's education leadership 
initiative: 2000-2010 

Our strategies: 

• 26 states; 15 main urban districts 

• Commissioned research to fill 
knowledge gaps and evaluate across 
sites 

Resulting in: 

• Over 70 research reports 

• States revised leader licensing 
requirements and leader preparation 
program accreditation requirements 
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Leadership key to student learning 
"Leadership is second only to classroom 
instruction among all school-related 
factors that contribute to what students 
learn at school." 

-- How Leadership Influences Student Learning, 

Kenneth Leithwood, et al, 
University of Minnesota, University of Toronto, 2004 

uSix years later we are even more 
confident about this claim." 

-- Learning from Leadership: Investigating 
the Links to Improved Student Learning, 

Louis, et al, 2010 

_a _____ _ _____ ...,._. __ 

-- _ .. _-
:::.:= ::..~ ---



Principals key to retaining good 
teachers 

"It is the leader who both recruits 
and retains high quality staff. 
Indeed, the number one reason for 
teachers' decisions about whether 
to stay in a school is the quality of 
administrative support- and it is 
the leader who must develop this 
organization." 

-- Preparing School Leaders f or a Changing World, 
Linda Darling-Hammond, et al, Stanford University, 2007 



Effective principals have core 
competencies 

• Shape a transformational vision of 
academic success for all students 

• Create a hospitable climate 

• Manage people, data and processes 

• Improve instruction 

• Lead the professional learning 
community 

• Cultivate leadership in others

• Far cry from leaders as superhero 

Tli£ SOtOOl PIIINCIPAI.AS lfAD£1l 

GUIOII'.G SCHOOlS TO BElTER 

TEN:HING ANO l£ARNINC. 

Source: The School Principal as Leader: Guiding Schools 
to Better Teaching and Learning, January 2012 



Good leaders are hard to find 

• There is no shortage of certified 
principals- but there is a shortage of 
qualified principals 

--Beyond-the Pipeline, The Wallace Foundation, 2003 

• 50% of superintendents around the 
country report difficulty finding 
qualified principals. 61% of 
superintendents in urban areas can't 
find the leaders they need 

-- Preparing School Leaders for a Changing World, 
Stanford University, 2007 



But good leaders can be developed 

• Graduates of effective programs 
are: 

• Better-prepared 

• Perform better in high-needs 
schools 

• Twice as likely to actually become 
principals (60 percent vs. 20-30 
percent) 

Source: Preparing School Leaders for a Changing World, 
Linda Darling-Hammond, et al, Stanford University, 2001 



Leader standards 

• Districts and training programs 
adopt clear standards for 
principals based on the 

effective leader characteristics 
that research has identified 

such as ISLLC 2008 



Improving principal preparation is 
a cost-effective strategy 

Superintendents and principals are the 
leaders with the most influence in 
schools. 

"Efforts to improve their recruitment, 
training, evaluation and ongoing 
development should be considered 
highly cost-effective approaches to 
successful school improvement." 

-- How Leadership Influences Student Learning, 2004 

-...a~--..._..,..._.... ----·-
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States can play key role in ensuring 
effective preparation programs 

• States use their power to set 
standards for program 
accreditation, principal 
certification and fi na ncia I 
support for highly qualified 
candidates 

Source: The Making of the Principal: Five Lessons 
in Leadership Training (The Wallace Foundation, 
June 2012) 



Districts can do selective hiring 

• Rigorous selection process for filling 
principal and assistant principal job 
openings with most qualified applicants 

• Cumbersome is not the same as rigorous 

• Preference to graduates of high-quality 
programs 

• Placement based on best match between 
the candidate and available vacancies 

IIIli ... _ 

Districts Developing Lcadc.rs 
(, 

....... ~ .. o-.o ___ ......._ 

Source: Districts Developing Leaders: Lessons on Consumer Actions and Program 
Approaches from Eight Urban Districts, Education Development Calli 



Principal evaluation 

• Evaluations that reflect 
leader standards, measure 
those behaviors as well as 
school and student 
outcomes 

Source: Assessing the Effectiveness of SchaaL 
Leaders, The Wallace Foundation, 



On-the-job support 

• Professional development based 
on needs assessed by the 
evaluation; value placed on 
continuous improvement 

• Supported by state and local 
funding that ensures mentors 
receive high quality training and 
appropriate stipends 

Source: Assessing the Effectiveness of Scho~ 
Leaders, The Wallace Foundation, 



Putting it all together: The 
Principal Pipeline 

High-quality Evaluation • • 

Leader asp1r1ng 
Selective and on-

leader 
standards hiring the-job preparation 

support programs 



Our discussion today 

• About The Wallace Foundation 

• What we've learned from our 
first decade of work 

• Lessons at the midpoint of the 
Principal Pipeline work 

---~-.... . .... 

Districts Talcing Charge 
of the Principal Pipd.inr 

OCIUCT -~~-NC. ......... .,..,.,. .. _.._\ .. ,~ .......... 

-
~•·-



Three big stories 

• New methods of hiring principals 

• Assistant Principal role is key 

• Principal supervisors can make it all work 



New methods of hiring: 
Competency-based 

• "People must demonstrate that they have 
the ability to carry out standards-they 
conduct an observation, they analyze data, 
they create a vision statement. All these 
things are a part of the work that has 
emerged from the standards." 

-Prince George's County district leader 



New methods of hiring: 
Using leader tracking systems 

• "Has shifted the culture of our district" 
• awe have all that data now in the Leader Tracking 

System. We don't need [to use the] 2000-year-old 
database anymore .... We've pushed a lot through in 
a short period of time that has shifted this culture of 
our district." 

-Hillsborough County district leader 



New methods of hiring: 
Using leader tracking systems 

• " .. really think about whether this person is 
going to be the right fit" 
• "The idea of using the data that we're providing as a 

key driver of decision making is a mindset shift, a 
culture shift. In the past people just knew who they 
knew and had relationships. Now we're trying to get 
them to look at this really good data and really think 
about whether this person is going to be the right fit 
for the role generally and for this school specifically." 



Assistant principal role is key 

• APs are the "real true pipeline" -- 84% on the 
survey reported having served as APs 
• "We've recognized that we could do a better job of 

helping with the induction of our new APs. Because 
that's our real, best, true pipeline to the principalship, 
so if we spend a lot more time grooming and 
developing them it will pay off in the end." 

-Charlotte-Mecklenburg district official 



Principal supervisors 
can make it all work 

82 percent of principals agree their support is important 

Supervisor/evaluator (N=523) 50 

0 20 40 60 80 100 

• Strongly Agree • Agree Percent of principals who agreed 
or strongly agreed that on-the-job support was helpful 



Florida key partners in our work 
on leadership 

• Hillsborough County Public Schools 

• Principal Pipeline Initiative (six districts) 

• Broward County Public Schools 

• Pri nci pa I Supervisor Initiative (eight districts) 

• Florida experts helping advise on update of national 
leadership standards 

• ISLLC (Interstate School Leaders Licensure Consortium) 

• ELCC (Education Leadership Constituent Council) 
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IM-PACT·· .. ··· 

. :jTJlt?ug. r sta~e and district eng~ements and . 
>*I~: o·w:f~: .. poU~'*;work, we have. i'tr~pacted :::13,000 leaders 

,~:::::\:\·\·!:J::_,:_:_f_;_··,.-_~.:_;_=_-'_,,:·_,_:,_:"_;_:_:_,-,','_:,_;._:,:.-,~_',;_[)7 m ___ =·_. __ ._fl,_.t __ ;_~?-'.:,_:~-~~~1.: students~ ·. .-... ,·.·'·-·.-.,~. · · -----~---' __ , .. _,,,_, .. ,._, .. _"··-_-_._,.,., ........ _,., ..... . 

........ ·.; 

• 

. ?~ ':'<··r1:f i~H 

LOCATIONS AND 
PARTNERSHIPS 

• Program Location 

a District Engagement 

• State Engagement 

Bridgeport 

New York City 
Newark 

Baltimore 

Washington, D.C. 
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STATE POLICY SOLUTIONS 

Smart systems and policies at all stages of the 
leadership cycle are grounded in a principal's role 
.as instructional leader, talent manager, and school 

rurie•ll .. uilder. 

LEADERSHIP CYCLE 

I , =---
_I . . ""·- .. 





APSIRIN 
PRINCIPALS 
States musf'.improve · 
the quality of 
professionals 

·.::::==·=:=Ae:f!te-ring the system 
.~f.fh~-.:~~der to build a , 
~:::::~·· . ..:·· · . . 

!;::·~ corps of stro-n:g 
,., ,~~ _,,~i~~~ school leaders. 

.·.·=·:.:· 

• Evala:ite and approY,.~:::,,,:eJ:Jncipa_l,_ ... · .. ·. 
:::~::;i:i=::.Pt@J?aration programs. t here is an urgent 

~~-Pit~~~~ curr 

of improvement. 

• Use licensure and re-licensure to 
;.;·:·:.· .. ,.;~~~_:.:'-:-: 

ensure effective educators. Current 
systems lack rigor, are not aligned witn~"~:O:,.,,/:;:,, 
expectations, and are disconnected from job 

._,_,.,.,.p~~formance. 

10 





PROGRAM 
RENEWAL 
DECISIONS 

Differentiate the 
renewal processes 

JXf!~;r ':::~~~~::. 
~J:.~:~~:;,;~:iil:.!l],:.~.:.:.i.!lil!lil:[l.l'l!l:lil:l:[i!l:::::::. :·:;.·,., 



bf PRINCIPAL 
il)!iJ!:.: :141C ENSURE 

~~··Create a 
·:.(.:{:-:::.·· 

~~·· simple, tiered 
~.m: 
?~:" I" ~r- •censure 
f-' system·}: 

tdiJIIit: it ~ ':;l.Al.,ure new principals "'-..l:~::::;<% 

:~~~mj:!~~:::.:ml~,~!i=~~ne profess~pn. 

renewal. Expectpracticed 
ongoing ef.f.~c.ii~eness . 

· ·~I'Jf:~;;r's Degre~pump~~JJse,, 
. ent on salary increases based ::::~g;,,,.,_, .. ,. ·. 

for more effective approaches. 



systems include 
certain conditions 
that enable 
principals to be 
successful at scale. 

'•::•::.::.::.-········· 

pe rhero strategy is n:o1n:::sc).&Uii'~l:!:o,~f::::~;@~:::~i> ... "'".,.· ... ··=·--'·,..Yii-l 
Local policies and prac,#.i~:~s==··can create arriers 
that prevent gr:~~t le~,d~~=;::rffOJtl thriving. 

~ . . · ·~ ,. 

.,>;, . Too often: principals are effe'Gt.,y,g,_, . .lf.:t 
spite of-rather than because of.21!l(::::. 
district conditions. Well-prepared .. ,.,_,,,_, ···==·,.,_._ 

principals need the tools, support, and culture 
that enable them to be the best. 
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GREAT 
PRINCIPALS 
AT SCALE: 
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USF Gul f Coast 
Partnership 



Dr. William R. Black, Program Coordinator, U 
Educational Leadership and Policy Studies 
Program 

,.. .. 
Dr. John Mann, Former Assistant Superintendent 
of Curriculum and Instruction Services, Pasco 
County Schools and Coordinator of GCP Principal 
Development Program 

!llll!!!lllflll!!!l!!~ UNIVERSITY 0 F 
SOUTH FLORIDA 
COLLEGE OF EDUCATION 



• Started January 2012 

• Collaboration between USF and 4 original partn 
districts 

- Manatee 

- Pasco 

- Pinellas 

-Polk 

• The intensive collaborative program, with a focus 
on leadership for turnaround schools, is preparing 
future Assistant Principals 
(Levell) and future Principals (Level 2) 

2 

UNIVERSITY OF 
SOUTH FLORIDA 
COlLEGE OF EDUCATION 



• 

• Goal was to engage the finest candidates in a rigorous 
academic and intensive experiential program to distingu~ 
them as the best prepared beginning Assistant Principals 
Principals. 

Level 1 Preparation that has District-University Partnership on targeted 
selection of instructional leaders; coursework responsive to district 
needs; job embedded year long Administrative Internship; District 
Selected Mentor Principals 

- Level 2 Preparation that includes major projects, an appreciative 
inquiry orientation, cross-district exchange of knowledge and practice; 
and a focus on instructional leadership for turnaround schools. 

- Combining level I and level II programs 

3 

UNIVERSITY OF 
SOUTH FLORIDA 
~EOFEOUCATION 



Levels of Past and Current 
Participants Number of 

Participants 

Levell 32 
Level2 162 

New and Projected 
Number of 
Participants for 
2015- 2016 
8 
35 

4 

40 
197 

UNIVERSITY OF 
SOUTH FLORIDA 
COLLEGE OF EDUCATION 
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UNIVERSITY OF 
SOUTH FLORIDA 
~EOEOF~TION 



Gulf!Coast!Partnership! 
Level !I !Program! 
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UNIVERSITY OF 
SOUTH FLORIDA 
OOU£GEOFEDUCATION 



• Each district and university partn 
interviewed and selected 8 peopl 
cadres 

• Selection was based on the aptitude for an 
demonstration of instructional leadership as 
well as demonstrated strength in culture 
building 

7 

UNIVERSITY OF 
SOUTH FLORIDA 
CO~GEOFEDUCATION 



• Each district provided full year adm1n~ stra 
internship in high needs school wnile stuCJ _______ ...,._ 
took classes in a rigorous Masters Program -

• Courses redesigned to support internship 
activities: Data-based Decision Making, 
Analysis and Change, Curriculum 
Improvement, Culturally Relevant Leadership, 
Conflict Management and Communication 

• Students apply learning in "real time" 

8 

UNIVERSITY OF 
SOUTH FLORIDA 
COUEOEOFEDUC.ATION 



• Carefully selected and trained mentor Principals for eac 
intern for the entire year 

• Monthly mentor and intern joint meeting and training 
. 

sesstons 

• School visits and feedback provided by both university partner 
and Leadership Development Directors of participating 
districts 

• Year long student achievement project designed to bring 
value to the instructional program of the school 

supported through academic course work and Mentor 
Principals (for description of projects please see websi 
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Table 2 

Level of Number of Number of 
Completion Participants Participants 

Eligible for 
Placement 

Levell 32 30 

Number of 
Placements 

24 

11 

Number of 
Placements in 
High Needs 
Schools 
16 

UNIVERSITY OF 
SOUTH FLORIDA 
OOU£0EOFEDUCATION 



Resident year- Level 2 
- Individualized development through 

the focus on site-based improvement 
project work 

- Collaborative growth using 
Appreciative Inquiry and Organizing 
in Communities of Practice 

- Broad based monthly professional 
development activities for all aspiring 
Principals 

- Guest speakers, expert guest panels, 
focused shadowing 

12 

• MTSS 

• Math 

• PLC's 

• Student 
Engagement 

• Post Secondary 
Readiness 

• Literacy 

• Personalized 
Learning 

• School Culture 



• Partnership with the Anchin Cer;~te~ at 
University of South Florida with ~oundati 
support 

• Districts and USF Educational Leadership ar 
reallocating resources to contribute to the 
Level 1 and Level 2 programs 

• Transition to new coordinators of the Level 1 
and Level 2 programs 

13 

UNIVERSITY OF 
SOUTH FLORIDA 
COLLEGE OF EDUCATION 



• Emphasis on targeted selection of 
candidates who are instructional leader:s 

• Value of collaboration and partnerships o 
course and internship design; knowledge 
exchange 

14 

UNIVERSITY OF 
SOUTH FLORIDA 
COLLEGE OF EDUCATION 



• Balancing standards with autheBtic 
engagement in context 

• Integrated program leads to more efficien~ 
return on investment 

• Prepare individuals for harder to staff 
turnaround school contexts 

• Sustainability of the GCP Partnership beyond 
the original funding cycle 

15 

UNIVERSITY OF 
· SOUTH FLORIDA 

COllEGE OF EDUCATION 



• Dr. John Mann: john.mann3@gmail.com 

• Video: http://vimeo.com/102235749 

• Project home: 
http:/ /gulfcoastpartnership.wix.com/gcp-2 

16 
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FlORIDA DEPARTMENT OF 

.....,_..\......,~ .. '-' 
----fldoe.org 

Principal Preparation and Professional 
Development 

Presentation Overview 

• Background 

• Regulatory Authority 

• Standards 

• Program Structures 

• Florida is a National Leader 

• Innovative Partnerships for Principal Preparation 

• Florida Educational Leadership Exam 

• Next Level of Work 

• Standards for Continued Approval 

• Use of Data for Continuous Improvement and Accountability 

• Questions/Discussion 
www.FLDOE.org 2 

--------- © 2014, Florida Department of Education All Rights Reserved. ---------



FLORIDA DEPARTMENT OF 

Levell: Educational Leadership 

Level II: School Principal 

www.FLDOE.org 3 
--------- © 2014, Florida Department of Education. All Rights Reserved. ---------



FLORIDA DEPARTMENT OF 

,_,u ........ ., , L . 
----ndoe.org 

Regulatory Authority 

• Statutory Authority 
~ Section 1012.55, F.S.- Positions for which certificate required 

~ Section 1012.56, F.S.- Educator Certification Requirements 

~ Section 1012.986, F.S.- William Cecil Golden Professional 
Development Program for School Leaders 

• State Board of Education (SBE) Rules 
~ SBE Rule 6A-5.080- Florida Principal Leadership Standards 

~ SBE Rule 6A-5.065- Educator Accomplished Practices 

~ SBE Rule 6A- 5.081- Approval of School Leadership Programs 

~ SBE Rule 6A-4.0080- Florida School Leader's Certification 

~ SBE Rule 6A-4.00821- Florida Educational Leadership Examination 
{FELE) 

www.FLDOE.org 4 

--------- © 2014. Florida Department of Education. All Rights Reserved. ----------



FLORIDA DEPARTMENT OF 

L _. '--.1 v 
----ndoc.org 

Florida Principal Leadership Standards 

• Domain 1: Student Achievement 

• Domain 2: Instructional Leadership 

• Domain 3: Organizational Leadership 

• Domain 4: Professional and Ethical Behavior 

www.FLDOE.org 5 
·-------- © 2014, Florida Department of Education. All Rights Reserved. --------



fLORlDA DEPARTMENT OF 

A.-' ,_, \.......I l '-' J 
----ndoe.org 

Two Levels of Principal Preparation 

• Levell: 
• University-based, usually associated with earning a 

master's degree, subject to certification requirements, 
often is used as an eligibility criteria for becoming an 
assistant principal 

• Level 2: 
• School district-based, often used as an eligibility criteria 

for becoming a principal 

www.FLDOE.org 6 
--------- © 2014, Florida Department of Educat1on. All Rights Reserved . ---------
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------------- © 2014, Florida Department of Education. All Rights Reserved. 

7 



~flORIDA DEPARTMENT Of 

~LL0~A 1 "'~L. 

Innovation and Leadership 

• Increasing the rigor of the Florida Educational Leadership 
Exam (FELE) 

• FAU PROPEL, USF Gulf Coast Partnership, Southern Regional 
Education Board Florida Turnaround Leaders Program, 
Summer Principals' Academy 

• New Leaders University Council for Educational Administration 
National Advisory Group 

• Temporary Certificate in Educational Leadership 

www.FLDOE.org 8 
-------- © 2014, Florida Department of Education_ All Rights Reserved. --------



~flORIDA DEPARTMENT O F 

~ GU-._,n , I ~J ... 

Florida Educational Leadership Examination 

• The State Board of Education recently set new passing 
scores for the Florida Educational Leadership Examination 
(FELE) at the appropriate level needed by a Beginning 
Effective School Administration Candidate 

• The FELE New Generation Examination 
~ Subtest 1: Leadership for Student Learning 

• 

~ Subtest 2: Organizational Development 

~ Subtest 3: Systems Leadership 

~ New scoring format: Multiple-choice and written performance 
assessment sections 

> Examinees must pass both sections independently to pass the 
whole subtest 

www.FLDOE.org 9 
- -------- © 2014, Florida Department of Education. All Rights Reserved. ---------
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fLORIDA DEPARTMENT OF 

_ L v "-..JJ G 
----fldoe.org 

William Cecil Golden School Leadership 
Development Programs 

• Established in law: s. 1012.986, F.S. 
;;... Build the capacity to increase the quality of programs for preservice 

education for aspiring principals and inservice professional 
development for principals and principal leadership teams 

)> Support best teaching and research-based instructional practices 
through dissemination and modeling at the preservice and inservice 
levels for both teachers and principals 

);> Further defined in rule: GA-5.081, FAC 
)> Incorporates appropriate elements of the William Cecil Golden 

Program for School Leaders to ensure a statewide foundation for 
leadership development in accordance with Section 1012.986, F.S. 

www.FLDOE.org 11 
---------- © 2014, Florida Department of Education. All Rights Reserved. ----------
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Continuous Improvement and 
Accountability 

www.FLDOE.org 

© 2014, Florida Department of Education. All Rights Reserved. 
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FlORIDA DEPARTMENT OF 

L~Lt"\. J _. I 
---Odoc.org 

Data Availability 
• Candidates 

• Completers 

• Employment/placement 

• Employment/retention 

• Evaluation ratings 

• Student performance on statewide assessments 

• Student performance by subgroups 

• Florida Teacher Certification Exam/Florida 
Educational Leadership Exam 

• Demographics of individuals and schools 

www.FLDOE.org 13 
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