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BACKGROUND INFORMATION
State policymakers across the nation are embracing comprehensive

educator effectiveness reforms as the key to improving student achievement. Recent research has been conducted which shows:
· Teachers and Principals make the greatest difference in student
achievement. Robert Marzano (2005): Nearly 60 percent of a school’s impact on
student achievement is attributable to principal and teacher effectiveness.

· School reforms won’t work unless educator effectiveness is improved.

Mariana Haynes (2010): “It has become clear that heavy investment in

state reforms will not yield the level of buy-in, ownership, and results

needed at the school level unless policy leaders address the capacity of

teachers and leaders to implement instructional improvements.”

· A comprehensive educator effectiveness system is needed -- one

that goes beyond initial teacher and principal preparation.

Monica Bhatt and colleagues (2010): “...significant and sustained

improvements in teacher and principal effectiveness will be achieved only if

all key policies across the educator career continuum are addressed in a

cohesive, aligned, and strategic manner.”

A Nebraska Comprehensive Educator Effectiveness System could include:

· Performance standards for educators, beginning with teachers and principals, identifying what they should know and be able to do.

· Standards-based accountability of educator preparation programs.

· Performance standards for initial certification.

· Standards-based statewide induction and mentoring programs.

· Standards-based evaluation systems for educators – beginning with teachers and principals.

· Targeted professional development based on state guidelines.
· Recertification policies linked to individual and schoolwide professional development plans.
· Attention to working conditions that impact student achievement.

The Nebraska Comprehensive Educator Effectiveness System (NCEES) would involve:
Year One - 
1. Stakeholder Steering Committee to identify criteria and guidelines.

2. State Board approval of criteria and guidelines in the form of a policy statement to guide the work.
3. Drafting of Educator Performance Standards, beginning with teachers and principals.

4. State Board approval of Educator Performance Standards.
     Year Two +

1. Stakeholder committees to develop recommendations for standards based

      reforms for each of the educator quality components listed above.

Estimated Cost

Initial Steps: $40,000 – Federal ESEA Statewide Activities Funds
Supporting Documentation Included:  Havelka reports on Teacher Leader standards 
For additional information on this item:  Call Donlynn Rice (402) 471-3240, e-mail donlynn.rice@nebraska.gov 
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SEPT. 21, 2010

PROFESSIONAL EDUCATOR STANDARDS, Part I: SCHOOL LEADER STANDARDS

Contract Requirement: #“Research and summarize existing professional
educator (teacher and administrator) standards, including: Interstate New
Teacher Assessment and Support Consortium (INTASC) standards, the Interstate
School Leaders Licensure Consortium (ISLLC) standards, and standards from
other states.” Due to the extensive nature of this requirement, the report
will be divided into two parts: school leader standards and teacher
performance standards.

(1) THE IMPORTANCE OF SCHOOL LEADER STANDARDS.

In recent years, the importance of school leadership in reforming
education has become increasingly apparent. A review of research by Robert
Marzano and colleagues (2005) found that nearly 60 percent of the within-
school variance in student achievement can be accounted for by teacher and
principal effectiveness with principal leadership accounting for as much as
25 percent of a school’s impact. A National Education Association Policy
Brief (2008) commented: #“NEA agrees with policymakers and educational
reformers that strengthening the skills and knowledge of the nation’s 100,000
Principals can have more immediate payoff in raising student performance than
any other area of school improvement.”

Thus, it is no surprise that State Boards of Education and other
entities are adopting new standards for school leadership and using those
standards to drive administrator preparation, licensure, professional
development, evaluation, and career development. While leadership standards
have been developed in states for various types of administrative roles, this
report will concentrate, with one exception, on standards for the
Principalship, the main school leadership role and the one most crucial to
improving schools. It will consider some model national standards, the
National Association of State Boards of Education (NASBE)leadership
initiative and some of its state models, other exemplary state efforts,
several regional models, and provide some initial recommendations.

(2) NATIONAL SCHOOL LEADER STANDARDS .

The heart of the school leadership standards movement is the Interstate
School Leaders Licensure Consortium (ISLLC), an arm of the Council of Chief
State School Officers. In 1996, this group created the first set of ISLLC
Standards for School Leaders and these became widely adopted (one estimate is
that 35 states have adopted some form of the ISLLC standards) for use in
administrator preparation programs and for other administrator development
purposes. The six basic 1996 ISLLC standards covered creating a vision of
learning, creating a school culture conducive to student learning, skillful
management, collaboration with families and the community, integrity and
ethics, and responding to the larger societal context. Each standard was
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accompanied by several knowledge and skill criteria, dispositions (beliefs),
and performances. In addition, organizations such as the National Policy
Board of Educational Administration (NPBEA) used the ISLLC standards as the
basis for its Educational Leadership Program Standards which meant that the
standards became the core curriculum standards for administrator preparation
programs throughout the nation.

A revised set of ISLLC standards was published in 2008. The new
standards were somewhat more streamlined, still consisting of six standards,
but with several “functions” replacing the knowledge/skills criteria,
dispositions, and performances. However, CCSSO has published a follow-up
document entitled “Performance Expectations and Indicators for Education
Leaders” (2008) which adds extensive detail to the 2008 ISLLC standards. The
new ISLLC standards and functions are:

Standard 1: An education leader promotes the success of every student
by facilitating the development, articulation, implementation, and
stewardship of a vision of learning that is shared and supported by all
stakeholders.

Functions:

A. Collaboratively develop and implement a shared vision and mission.

8. Collect and use data to identify goals, assess organizational
effectiveness, and promote organizational learning.

Gy Create and implement plans to achieve goals.

Dy Promote continuous and sustainable improvement.

E. Monitor and evaluate progress and revise plans.

Standard 2: An education leader promotes the success of every student
by advocating, nurturing, and sustaining a school culture and instructional
program conducive to student learning and staff professional growth.

Functions:

A. Nurture and sustain a culture of collaboration, trust, learning,
and high expectations.

B. Create a comprehensive, rigorous, and coherent curricular program.

Cs Create a personalized and motivating learning environment for
students.

D. Supervise instruction.

E. Develop assessment and accountability systems to monitor student
progress.

Py Develop the instructional and leadership capacity of staff.

G. Maximize time spent on gquality instruction.

H. Promote the use of the most effective and appropriate technologies
to support teaching and learning.

I. Monitor and evaluate the impact of the instructional program.

Standard 3: An education leader promotes the success of every student
by ensuring management of the organization, operation, and resources for a
safe, efficient, and effective learning environment.

Functions:

A. Monitor and evaluate the management and operational systems.

Bis Obtain, allocate, align, and efficiently utilize human, fiscal,
and technological resources.

C. Promote and protect the welfare and safety of students and staff.

D. Develop the capacity for distributed leadership.

E. Ensure teacher and organizational time is focused to support

quality instruction and student learning.
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Standard 4: An education leader promotes the success of every student
by collaborating with faculty and community members, responding to diverse
community interests and needs, and mobilizing community resources.

A. Collect and analyze data and information pertinent to the
educational environment.

Bs Promote understanding, appreciation, and use of the community’s
diverse cultural, social,and intellectual resources.

c. Build and sustain positive relationships with families and
caregivers.

D. Build and sustain productive relationships with community
partners.

Standard 5: An education leader promotes the success of every student
by acting with integrity, fairness, and in an ethical manner.

Functions:

A. Ensure a system of accountability for every student’s academic and
social success.

B. Model principles of self-awareness, reflective practice,
transparency, and ethical behavior.

C. Safeguard the values of democracy, equity, and diversity.

D. Consider and evaluate the potential moral and legal conseguences
of decision-making.

E. Promote social justice and ensure that individual student needs

inform all aspects of schooling.

Standard 6: An education leader promotes the success of every student
by understanding, responding to, and influencing the political, social,
economic, legal, and cultural context.

Functions:

A. Advocate for children, families, and caregivers.

Bl Act to influence local, district, state, and national decisions
affecting student learning.

Ca Assess, analyze, and anticipate emerging trends and initiatives in
order to adapt leadership strategies.

In addition to ISLLC, standards for school leaders come from a variety
of otherr sources, but this report will touch on only a few of them since
they have significantly less impact than the ISLLC standards. One source
which focuses on elementary school leadership is the National Association of
Elementary School Principals (NAESP) which adopted its “Leading Learning
Communities Standards” in 2001 and revised them in 2008. That organization’s
six standards include:

(1) Lead Student and Adult Learning.

(2) Lead Diverse Communities.

(3) Lead 21st Century Learning.

(4) Lead Continuous Improvement.

(5) Lead Using Knowledge and Data.

(6) Lead Parent, Family, and Community Engagement.

The National Association of Secondary School Principals has not
published a specific set of leadership standards as far as I can determine,
but includes leadership criteria in its 21st Century School Administrator
Skills Self-Assessment and Observer Assessment. This document is used in
many schools and principal preparation programs.
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Another potentially powerful source of standards is the National Board
for Professional Teaching Standards (NBPTS) which is seeking to create a
nationwide advanced Principal certification to match its national board
certification for teachers. It has identified nine skills, applications, and
dispositions in three categories. They are:

Skills:

(1) Accomplished educational leaders continuously cultivate their
understanding of leadership and the change process to meet high levels of
performance (Leadership).

(2) Accomplished educational leaders have a clear vision and inspire
and engage stakeholders in developing and realizing the mission (Vision).

(3) Accomplished educational leaders manage and leverage systems and
process to achieve desired results (Management).

Applications:

(4) Accomplished educational leaders act with a sense of urgency to
foster a cohesive culture of learning (Culture).

(5) Accomplished educational leaders are committed to student and adult
learners and to their development (Learners and Learning).

(6) Accomplished educational leaders drive, facilitate and monitor the
teaching and learning process (Instruction).

Dispositions:

(7) Accomplished educational leaders model professional, ethical
behavior and expect it from others (Ethics).

(8) Accomplished educational leaders ensure equitable learning
opportunities and high expectations for all (Equity).

(9) Accomplished educational leaders advocate on behalf of their
schools, communities and profession (Advocacy).

These standards may become particularly influential since so many states
have supported the NBPTS process for teachers; it is likely they will also
support an advanced Principal certification process.

Other sources include the Southern Regional Education Board (SREB) which
sponsors the State Leadership Academy Network. Its framework document
defines “Critical Success Factors for School Leaders,” including:

A. Owning the Vision.

B. Using Data to Drive Change.

C. Organizing to Improve Student Learning.

D. Maximizing Leadership and Effectiveness.

E. Demonstrating a Passion for Student Learning.
F. Building a Personalized Learning Environment.

A somewhat different approach to school leadership is taken by by the
New Leaders, New Schools organization. It’s “Key Insights of the Urban
Excellence Framework” (2008) focuses on the crucial role of Principals in
turning around failing schools. They recommend basing standards of
Principal effectiveness on three prongs: student achievement outcomes,
teacher effectiveness, and leadership in implementing high priority reforms.
Their five-point framework for success for school leaders includes:

(1) A student achievement data-driven model for continuous improvement
of learning and teaching.

(2) A school culture infusing a focus on results, high expectations for
every student, order, caring and respectful relationships, and a sense of
adult and student personal responsibility for academic achievement.
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(3) Modeling specific attributes of personal leadership.

(4) Building and managing a high quality staff aligned to the
Principal’s vision.

(5) Instituting operations and systems to put this vision into place
initially as well as to plan, execute, assess, and make further progress over
time.

National Principal performance assessments can also be a source of
school leader standards since performance standards must be embedded within
the assessments. While there are several of these performance assessments
available, this report will focus on two: The Vanderbilt Assessment of
Leadership in Education (Val-Ed) and McREL’s Balanced Leadership Framework.

Val-Ed is a 72-item assessment that measures six core components and six
process elements. The core components are high standards for student
learning, rigorous curriculum, quality instruction, a culture of learning and
professional behavior, connections to external communities, and performance
accountability. Processes measured are planning, implementing, supporting,
advocating, communicating, and monitoring. Val-Ed is widely accepted as a
performance assessment because of its particularly high levels of reliability
and validity.

McREL’s Balanced Leadership Framework is the result of a 2003 meta-
analysis which identified 21 leadership responsibilities associated with 66
leadership practices, all of which have statistically significant
relationships with student achievement. The Framework organizes the 21
leadership responsibilities into four categories: Focused Leadership, Focus
of Change, Magnitude of Change, and Building a Purposeful Community. The
McREL Principal evaluation system was then designed around this set of
standards.

Finally, a variant to school leader standards focusing on the Principal
are those designed for so-called “teacher leaders”. While school governance
generally remains hierarchical in nature, some states and districts are
beginning to develop a distributive leadership model that harnesses the power
of teacher leaders. While defining the roles, responsibilities, and
authority of teacher leaders can be a challenging task, some of the
categories in which the teacher leader model has been most productive include
curriculum development, selecting instructional models and materials,
planning and/or leading professional development activities, mentoring and
coaching other teachers, conducting peer evaluations, and building-level
decision-making.

Early this year, The Teacher Leadership Exploratory Consortium published
model teacher leader standards covering seven domains. The domains included:

(1) Understanding Adults as Learners to Support Professional Learning
Communities.

(2) Accessing and Using Research to Improve Practice and Student
Achievement.

(3) Promoting Professional Learning for Continuous Improvement.

(4) Facilitating Improvements in Instruction and School Learning.

(5) Using Assessments and Data for School and District Improvement.

(6) Improving Outreach and Collaboration with Families and Communities.

(7) Advocating for Student Learning and the Profession.
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(2) STATE SCHOOL LEADER STANDARDS.

At least 40 states have adopted school leader standards of one sort of
another with most based on the ISLLC standards. This report will organize
its information on state school leader standards into three elements: key
states involved in the National Association of State Boards of Education
Cohesive Leadership System, some other exemplary states, and several states
in our region. With one prominent exception, the work of each state will be
cited only briefly since detailed information can be found at their
Department of Education websites or related locations.

A. National Association of sState Boards of Education (NASBE). Since
2001, NASBE has participated in a national consortium supported by the
Wallace Foundation which has as its goal working with state policymakers to
leverage their political and legal authority toward improving educational
leadership. The aim has been to develop, test, and share useful approaches
for significantly improving student learning by strengthening standards,
training, and the performance of education leaders, along with the conditions
and incentives that affect their success. The NASBE’s Cohesive Leadership
System (CLS) initiative focuses on who leads schools, what leaders are
expected to do, how they are trained, and the conditions in which they work.
Its informative and detailed website outlines the efforts of 12 states:
Alabama, Delaware, Georgia, Illinois, Iowa, Kentucky, Louisiana,
Massachusetts, New Jersey, Ohio, Rhode Island, and Virginia. This section of
the report will look at six of these states. All but Kentucky have won Race
to the Top grants.

Delaware—-One of the initial two Race to the Top states, Delaware
launched a broad initiative to strengthen school leadership deemed central to
advancing the state’s major education reforms. The initiative includes
redesigning preparation programs and administrative certificates, creating a
state-funded induction program, helping districts to develop principal
succession plans, and implementing a standards-based performance appraisal
system for Principals. Delaware’s standards are essentially the 1996 ISLIC
standards although they are currently revising these to reflect the 2008
ISLLC standards.

Georgia--Georgia uses its Common Core Knowledge (CCK) standards for the
initial preparation of school leaders. The standards, aimed at preparation
institutions, are essentially the ELCC Program Standards with some modified
indicators. Beyond initial preparation, Georgia has provided training and
coaching for school leadership teams in developing and implementing data-
based school improvement plans related to state academic standards, and has
revised relicensure policies to align with performance-based individual
improvement plans. The Common Core Knowledge standards provide the basis for
these plans.

Kentucky--Kentucky has focused on redesigning its Principal preparation
programs. This effort includes intentional succession planning and early
identification of those with leadership potential through the work of school
leadership teams. The preparation redesign work was begun in 2005 and
culminated in 2008 with the adoption of the Kentucky Administrator Standards
for Preparation and Certification which required the redesign of preparation
programs based on a guilde called the Leadership System Continuum for
Principal Preparation and Development. The guide the guide describes the
knowledge, skills, and behaviors principal candidates need to become highly
effective instructional leaders and to lead schools from a cutting-edge,
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research based approach. The basic standards are primarily the 2008 ISLLC
standards plus technology and other standards specific to the state.

Massachusetts--Massachusetts' goal is to prepare a critical mass of
qualified administrators who are focused on improving student achievement and
managing change. In doing so, the state has begun reshaping how — in
coordination with districts — it recruits, trains, supports, and evaluates
leaders. This effort is based on new school leader standards adopted by the
Board of Elementary and Secondary Education in June, 2009. The four new
standards are:

(1) Learning and Instruction. The education leader promotes the
success of all students and staff by cultivating a shared vision that makes
powerful teaching and learning the central focus of schooling.

(2) Management and Operation. The education leader promotes the
success of all students and staff by ensuring management of the organization,
operations, and resources for a safe, efficient, and effective learning
environment.

(3) Family and Community Partnerships. The Education leader promotes
the success of all students and staff through partnerships with families,
community members, and other external stakeholders that support the mission
of the school and district.

(4) _Ethical and Reflective Leadership. The education leader promotes
the success of all students and staff by providing ethical, culturally
proficient, skilled, and reflective leadership.

Responsibility has been placed on Massachusetts school districts to
develop these standards in ways that respond to the particular context and
culture of the schools and in some cases districts have been granted
authority to certify aspiring school leaders.

Ohio--The state has created a program aligned to Ohio's Standards for
Principals that includes the development of a personal learning plan,
mentoring and coaching support, and a system of performance assessments that
serve as a gatekeeper to licensure. In addition, the new Ohio Principal
Evaluation System (OPES) is tightly aligned to the standards which are also
used to guide professional development. The five basic standards for
Principals include: Continuous Improvement; Instruction; School Operations,
Resources, and the Learning Environment; Collaboration, and Parent and
Community Engagement. Standards have also been developed for Ohio
Superintendents.

Rhode Island--This state’s leadership standards, developed in 2008 based
generally on the revised ISLLC standards, are part of the Rhode Island
Standards-based System for Leadership Performance. The system consists of
three parts: leadership standards, policies and conditions for improving
school leadership, and training and professional development. The standards
are used for district-based Principal evaluations and for required
professional development plans for Principals. The six standards are
accompanied by multiple elements and indicators as well as 17 leadership
dispositions. The standards are a key element of the state’s efforts to
build the capacity of leadership teams to improve student learning and school
performance.
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B. Other Exemplary States. Many other states have made exemplary use
of school leader standards and some of these will be discussed in the section
on regional states. However, three states were frequently mentioned because
of their leadership in developing high-stakes statewide evaluation systems
for teachers and Principals tied to standards: Tennessee, North Carolina,
and South Carolina. Both Tennessee and North Carolina are also Race to the
Top winners.

Tennessee—--This state has been a leader in using student achievement
measures, primarily the value-added methodology developed by William Sanders,
to evaluate teachers. Tennessee’s new First to the Top legislation, passed
this spring, will require the annual evaluation of Principals with 50 per
cent of the evaluation based on student achievement. Of that, 35 per cent
must be based on value-added data, where available, and 15 per cent on other
achievement measures. The remaining 50 per cent of the Principal evaluation
will be on criteria derived from the Tennessee Instructional Leadership
Standards (TILS). Based loosely on ISLLC standards, TILS includes seven
standards in the categories of continuous improvement, a culture of teaching
and learning, instructional leadership and assessment, professional growth,
management of the school, ethics, and diversity. Regulations implementing
the First to the Top requirements are to be recommended to the State Board of
Education by November, 2010.

North Carolina--Principals are evaluated based on a rubric generated
from the North Carolina Standards for School Executives. The seven standards
are derived from a Wallace Foundation study, “Making Sense of Leading
Schools: A Study of the School Principalship” (2003). They include
Strategic Leadership, Instructional Leadership, Cultural Leadership, Human
Resources Leadership, Managerial Leadership, External Development Leadership,
and Micro-political Leadership. The standards are accompanied by performance
elements and descriptors and include practices, artifacts, and specific
competencies. In addition to their use in evaluation, the standards are used
for the development of preparation programs, guide professional development,
and support coaching and mentoring programs.

South Carolina--South Carolina’s ADEPT program for teacher evaluation
has its Principal evaluation counterpart in PADEPP, a program for assisting,
developing, and evaluating Principal performance. Districts are required to
formally evaluate Principals every three years based on the standards and
criteria for Principal performance adopted by the State Board of Education.
The nine standards, incorporating many of the ISLLC concepts, include
vision, instructional leadership, effective management, school climate,
school-community relations, ethical behavior, interpersonal skills, staff
development, and professional development. In addition to evaluation,
Principals must create professional development plans based on the standards,
their evaluation results, and their school’s strategic plan.

C. Regional state standards. In researching leadership standards for
the states surrounding Nebraska and some of those nearby, I found that most
have some type of leadership standards that are used primarily for program
preparation. These are generally based on the ISLLC standards. Kansas, for
example, has standards for program-level, building-level and district-level
administrators which are all slightly modified versions of the 1996 ISLLC
standards. South Dakota is in the process of developing standards and I
could not find any for Wyoming other than references to program standards at
the University of Wyoming, the state’s only approved administrator
preparation program.
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Five states in our region, however, stood out as having strong school
leader standards that they are using for preparation, professional
development, evaluation, and other purposes. Wider research may yield more
regional states in this category. The five are:

Colorado--The Colorado Performance-based Standards for Principal
Licensure consist of 11 standards that are designed to serve as a guide for
preparation programs and ongoing professional development. They are not
particularly strong, but they may soon take on increased importance. In May,
the Colorado Legislature passed SB 191 which requires annual Principal
evaluations with at least 65 per cent of the evaluation based on a
combination of student achievement growth and teacher effectiveness. The
remaining portion of the evaluation will be based on criteria from the
standards. The Governor’s Council on Educational Effectiveness is working
out details and will make recommendations later this year.

Illinois--Illinois has established several policies that are part of a
cohesive leadership system, enacted through legislation passed in 2006. Rey
provisions of the legislation include: 1) a statewide mandatory mentoring
program for all new principals; 2) mandatory evaluation of all principals in
the state; 3) a statewide program for principals to become master principals;
4) a task force to make recommendations for improving the professional
development structure for administrators through the Illinois Administrators
Academy; 5) an expedited certification for the principalship for National
Board Certified Teachers, and 6) a state-recognized teacher leadership
endorsement. According to the NASBE website, Illinois' leadership
initiatives are rooted in its state professional leader standards adopted in
2004 and based on the 1996 ISLLC standards. New legislation passed in 2010
in conjunction with the state’s Race to the Top application calls for at
least 50 per cent of teacher and principal evaluation criteria to be tied to
student achievement outcomes. The new evaluations are to be implemented
statewide by 2016.

Missouri--Missouri was one of the six states to form the Interstate
School Leadership Licensure Consortium in 1996 and its standards for
Principal preparation, evaluation, staff development, and recertification are
based on the original ISLLC standards. Missouri districts are required to
conduct a performance-based Principal evaluation annually in the first two
years of a Principal’s employment and every two years thereafter. The
knowledge and skill elements, dispositions, and performances accompanying the
state’s school leader standards form the basis for these evaluations.

Wisconsin--Wisconsin has teacher and administrator standards at the core
of its Wisconsin Quality Educator Initiative, developed in 2000. The WQEI is
a plan for restructuring educator preparation and licensing and includes
career-long professional development activities tied to the educator
standards. For teachers, the Wisconsin Standards for Teacher Development and
Licensure are based on the Interstate New Teacher Assessment and Support
Consortium (INTASC) standards, while the seven Wisconsin Standards for
Administrator Development and Licensure are generally based on the ISLLC
standards plus a standard requiring understanding of and demonstrating
competence in the teacher standards.

Teachers and administrators trained under the standards can receive a 3-
5 year Initial License which is non-renewable. In order to advance to a
renewable Professional License they must complete a professional development
plan which addresses two or more of the standards, demonstrates professional
growth, and show the impact of that professional growth on student learning.
The Professional License is renewable every five years upon the completion of
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another professional development plan. A Master Educator License is also
available based on additional criteria.

Iowa—-Our neighboring state provides a model for using school leader
standards in a comprehensive leadership development system. The six Iowa
Standards for School Leaders (ISSL) are generally based on the ISLLC
standards, but modified to include some additional research. They are
accompanied by 35 criteria that are at the core of the leadership system. The
ISSL standards form the basis for the accreditation of preparation programs,
the content of the required mentoring and induction programs for beginning
administrators, and the standards for evaluating principals and
superintendents. To explain Iowa’s system in some detail, I'm going to
borrow extensively from the NASBE website (http://www.nasbe.org/leadership/)
referred to previously.

“Strengthening Preparation--All higher education programs wishing to
receive accreditation to prepare both principals and superintendents must
demonstrate to an independent review panel alignment between their program
content and the Iowa Standards for School Leaders. ...

“Providing a Mentoring and Induction Program for Beginning
Administrators--Legislation passed in 2007 requires all beginning
administrators to participate in a one-year mentoring and induction program,
the content of which is tied to the ISSL. ... Each local district is allowed
the option of providing its own program, although a statewide program
operated through the School Administrators of Iowa is the dominant mode of
delivery. ...

“Assessing Leader Effectiveness--Recent legislation now requires all
principals and superintendents to be evaluated using the Iowa Standards for
School Leaders, with emphasis on assessing progress toward goals in both an
individualized professional growth plan and the building's and/or district's
comprehensive school improvement plan. Year one of the evaluation cycle for
a beginning administrator requires an administrator to demonstrate competence
on the Iowa Standards for School Leaders. Upon completion of the
comprehensive evaluation, the employing agency recommends the administrator
for a standard license that requires documentation of meeting the Iowa
standards. An administrator who holds a standard license must be evaluated at
Jeast once every three years for purposes of continuous improvement,
continued competence in meeting the standards, and to determine if the
administrator meets the goals of the individual professional development
plan. ...

“Licensure--A beginning administrator is issued an initial license for a
period of one to two years. A standard license is issued upon the receipt of
assurance by the employing agency that the administrator has met the Iowa
standards. An individual cannot continue to practice as an administrator in
Iowa 1f the standards are not met. Iowa issues a renewable administrator's
license that is valid for five years. In order to renew the license, the
administrator must complete four units of professional development. Two of
those units come from required participation in "Evaluator Training," which
either helps principals improve their teacher evaluation skills or helps
superintendents improve their skills in evaluating principals.

“Iowa Leadership Academy for Ongoing Professional Development--A newly
Jaunched Iowa Leadership Academy currently has three components: the
previously referenced Mentoring and Induction program for beginning
administrators; a principal center; and a superintendent/board center. All
experiences delivered through these centers are designed to improve leaders'’
performance on the ISSL. The original Principal Center began with a three-
day centralized learning experience and was complemented by a goal-setting
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process, paired contact with another principal who had also attended the
centralized learning experience, two one-day reconvene sessions, monthly
contacts between the paired "buddies,"” and regular e-mail correspondence with
all participants by the Leadership Academy director.

“Systems Supports--There are a number of efforts underway in Iowa to
redefine the roles, responsibilities and authority, not only of practicing
principals and superintendents, but also of the extensive infrastructure that
exists to support their work. Some examples include:

**Supporting Iowa's Area Education Agencies (AFEA's) in their leadership
accreditation requirements: Iowa has 10 intermediate service agencies that
provide general, special, and media education services to all of Iowa's 360
school districts. One of their accreditation requirements is to provide
leadership and support to local education agency (LEA) leaders. ...

**Redefining the role of the Principal: There are currently 25 pilot
projects in Iowa exploring various delivery models of a national program,
called the School Administration Manager (SAM) process, which originated in
Louisville, Kentucky. ... Results from this national study have confirmed
that when traditional managerial responsibilities are taken from a building
principal and assumed by a SAM, principal skills as an instructional leader
improve. Under such an arrangement, the building principal's time is
scheduled to work with individual teachers on improving their performance,
with analyzing student achievement data, and with groups of teachers on
system redesign. ...

**Towa Department of Education supports: The Iowa Department of
Education supports a 40-member Iowa Support Team that has been created to
provide assistance to LEA buildings and districts that have received either
the School In Need of Assistance designation or the District In Need of
Assistance designation. Fourteen of those 40 Iowa Support Team members are
also nationally certified Fierce Conversation trainers who provide skill
development for leaders in how to work with staff to support improvement
efforts.

An analysis conducted by the coordinator of the Iowa Support Team found
that the key factor in explaining whether or not a school "gets off the list”
is the quality of the leader in guiding efforts to increase student
achievement. The department has added an additional staff member whose title
is "administrator consultant"” and whose responsibilities include review of
the quality of administrator preparation programs, oversight of
implementation of recent legislative measures to increase accountability for
school administrators, the implementation of the core curriculum which is to
be in place by 2012 in all secondary schools and 2014 in all elementary
schools, and support for administrator professional development.

**Collaboration of educational entities: A broad-based coalition of
members of the educational community, the governor's office, the Iowa
business community, and the Legislature meets quarterly in an alliance called
The Leadership Partnership. This group's purpose is to guide efforts to
create a cohesive leadership system in Iowa....”

The comprehensive Iowa approach to school leadership improvement
provides a model for Nebraska and other states.
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(4) RECOMMENDATIONS. Below are some brief initial recommendations from
this survey of school leaders standards.

A. For school leader preparation, the ISLLC standards are already in
place in Rule 24 and suggested modifications to these were made by the Ad Hoc
Committee on September 10. While reviewing other state’s standards and
enhancing ISLLC standards are worthwhile activities, the basis of Nebraska’s
school leader standards should probably remain the ISLLC standards.
Naturally, the views of the steering committee on professional educator
standards would have to be taken into account and they might or might not
agree with this recommendation.

B. The standards themselves are less important than the uses to which
they are put. The school leader standards in both Iowa and Wisconsin, for
instance, are pretty plain, but they form the heart of a comprehensive system
of leadership development that appears to have great potential for generating
school improvement. Such a leadership development system, not just
standards, should be the focus of our efforts.

C. Consideration should be given to developing teacher leader standards
and perhaps supporting an endorsement based on those standards in addition to
school leader standards aimed at Principals. The teacher leader concept
appears to be emerging and it has the advantages of reducing the singular
school improvement burden on Principals and distributing leadership
throughout the school and its staff.

D. TIowa and Wisconsin provide excellent examples of leadership
development systems, in my opinion, and deserve our study and probably
emulation. Wisconsin uses its standards primarily as a basis for licensure
and for professional development related to relicensure. It represents a
good starting point for improving the quality of school leadership. Iowa's
system is much more comprehensive, including state-supported mentoring and
induction, evaluation, and ongoing professional development. Such a
comprehensive system might be a goal for Nebraska, but I would think support
for such an effort would take time to build.

I hope that this report provides the information you are seeking on

leadership standards. Much more information is available and I will be glad
to undertake further research on the topic at your request.

Respectfully submitted,

JAMES P. HAVELKA,
HAVELKA EDUCATIONAL SERVICES
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James P. Havelka
640 East 7thSt.  P.O.Box 354
North Bend NE 68649
(402) 652-3262  Cell: (402) 620-1705
jhavelka@gpcom.net

OCTOBER 1, 2010

PROFESSIONAL EDUCATOR STANDARDS, Part II: TEACHER STANDARDS

Contract Requirement: “Research and summarize existing professional
educator (teacher and administrator) standards, including: Interstate New
Teacher Assessment and Support Consortium (INTASC) standards, the Interstate
School Leaders Licensure Consortium (ISLLC) standards, and standards from
other states.” Due to the extensive nature of this requirement, the report
has been divided into two parts: school leader standards and teacher
performance standards.

(1) TEACHER QUALITY AND EDUCATIONAL REFORM.

As school reform strategies have evolved in recent years, increasing
attention has been paid to educator quality -- the effectiveness of both
teachers and Principals -- as the key to improving student achievement. As
noted in Part I of this report, a review of research by Robert Marzano and
colleagues (2005) found that nearly 60 percent of the within-school variance
in student achievement can be accounted for by teacher and Principal
effectiveness, and teacher effectiveness accounts for the majority of that.

Dr. Mariana Haynes in a policy update for the National Association of
State Boards of Education (2010) reviewed studies of comprehensive school
reform strategies and found that they generally did not succeed unless they
took into account the nature and extent of instructional practices. She
reported that education policies built around high academic standards,
assessments, and stringent accountability are necessary but not sufficient
conditions for improving student achievement in schools. The development of
human capital has a central role. She cites Richard Elmore’s (2007) comment,
“Schools simply cannot do what they are being asked to do without more
explicitl and powerful guidance and support for instructional practice and
without major changes in investments in knowledge and skill for educational
practitioners.” Haynes adds that: “It has become clear that heavy
investments in state reforms will not yield the level of buy-in, ownership,
and results needed at the school level unless policy leaders address the
capacity of teachers and leaders to implement instructional improvements.”

Although the federal educational establishment and progressive school
districts contribute to improving education’s human capital, state
policymakers have been increasingly recognized as the driving force in
implementing comprehensive educator quality reforms. In “Managing Educator
Talent: Promising Practices and Lessons from Midwestern States (2010)”,
Monica Bhatt and Ellen Behrstock-Sherratt cited the active involvement and
leadership of state policymakers in the Midwest in planning, monitoring, and
thinking innovatively about improving educator quality. “States, in
particular,” they wrote, “must rethink how educators are recruited, prepared,
supported, and evaluated.”
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The quality improvement effort starts with teacher and Principal
preparation and licensing, a universally recognized state function, but
comprehensive human capital development for schools requires more than just
improving teacher preparation. State policy leaders must lead reforms in
talent identification, recruitment and hiring, induction and mentoring,
retention, professional development, compensation and working conditions, and
performance assessment. According to Bhatt and Behrstock-Sherratt,
“...significant and sustained improvements in teacher and Principal
effectiveness will be achieved only if all key policies across the educator
career continuum are addressed in a cohesive, aligned and strategic manner.”

This report will focus on one aspect of human capital development in
education, the creation and use of teacher performance standards. The
adoption of such standards is a crucial first step in teacher quality
improvement, for without a clear definition of teacher quality, it is not
possible for policymakers to develop the cohesive personnel development
strategies referred to above. The report will consider national sources of
teacher performance standards, the work of some exemplary states, and the use
of standards in our region. In addition to considering the content state
standards, it will look at the uses to which states have put their
performance standards.

(2) NATIONAL TEACHER STANDARDS.

The most broadly employed set of national standards are the Model Core
Teaching Standards of the Interstate Teacher Assessment and Support
Consortium (InTASC), an arm of the Council of Chief State School Officers.
Under the leadership of Linda Darling-Hammond, a l17-state consortium put
together the first set of these standards in 1992. They were targeted at
beginning teachers (in fact the original consortium was called the
“Interstate New Teacher Assessment and Support Consortium”) and included 10
broad standards accompanied by a detailed knowledge component, dispositions,
and performance criteria. The 1992 INTASC standards were very influential,
with most states (including Nebraska) adopting them or adapting them for
their teacher preparation programs.

A major revision to the INTASC standards was published in July, 2010.
The key change is that the new standards are not solely focused on beginning
teachers, but consider teacher performance across the career continuum. In
addition to teacher preparation, InTASC encourages the use of these standards
in licensure and re-licensure, induction and mentoring, professional
development, teacher evaluation, and working conditions and system
accountability. The revised standards, also 10 in number, include new
performance criteria, essential knowledge elements, and critical
dispositions. The new INTASC standards are:

Standard #1: Learner Development: The teacher understands how children learn
and develop, recognizing that patterns of learning and development vary
individually within and across the cognitive, linguistic, social, emotional,
and physical areas, and designs and implements developmentally appropriate
and challenging learning experiences.

Standard #2: Learning Differences: The teacher uses understanding of
individual differences and diverse cultures and communities to ensure
inclusive learning environments that allow each learner to reach his/her full
potential.
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Standard #3: Learning Environments: The teacher works with learners to
create environments that support individual and collaborative learning,
encouraging positive social interaction, active engagement in learning, and
self motivation.

Standard #4: Content Knowledge: The teacher understands the central
concepts, tools of inquiry, and structures of the discipline(s) he or she
teaches and creates learning experiences that make these aspects of the
discipline accessible and meaningful for learners.

Standard #5: Innovative Applications of Content: The teacher understands how
to connect concepts and use differing perspectives to engage learners in
critical/creative thinking and collaborative problem solving related to
authentic local and global issues.

Standard #6: Assessment: The teacher understands and uses multiple methods of
assessment to engage learners in their own growth, to document learner
progress, and to guide the teacher’s ongoing planning and instruction.

Standard #7: Planning for Instruction: The teacher draws upon knowledge of
content areas, cross-disciplinary skills, learners, the community, and
pedagogy to plan instruction that supports every student in meeting rigorous
learning goals.

Standard #8: Instructional Strategies: The teacher understands and uses a
variety of instructional strategies to encourage learners to develop deep
understanding of content areas and their connections, and to build skills to
access and appropriately apply information.

Standard #9: Reflection and Continuous Growth: The teacher is a reflective
practitioner who uses evidence to continually evaluate his/her practice,
particularly the effects of his/her choices and actions on others (students,
families, and other professionals in the learning community), and adapts
practice to meet the needs of each learner.

Standard #10: Collaboration: The teacher collaborates with students,
families, colleagues, other professionals, and community members to share
responsibility for student growth and development, learning, and well-being.

Also influential as a source of standards is the National Council for
the Accreditation of Teacher Education (NCATE). Its Accreditation Standard
One, Candidate Knowledge, Skills, and Professional Dispositions, includes
seven broad performance standards for teacher candidates. Each includes a
rubric defining “Unacceptable”, “Acceptable” and “Target” behaviors for
candidate performance. Similar to the INTASC standards, the NCATE
accreditation requirements form the basis for initial teacher preparation
throughout the country.

At the other end of the career spectrum, the National Board of
Professional Teaching Standards (NBPTS) sets standards for experienced and
highly accomplished educators through its National Board Certification
process. Formed in 1987, NBPTS bases its rigorous process on Five Core
Propositions. They are:

Proposition 1: Teachers are Committed to Students and Their Learning.
* National Board Certified Teachers (NBCTs) are dedicated to making
knowledge accessible to all students. They believe all students can learn.
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* They treat students equitably. They recognize the individual
differences that distinguish their students from one another and they take
account for these differences in their practice.

* NBCTs understand how students develop and learn.

* They respect the cultural and family differences students bring to
their classroom.

* They are concerned with their students’ self-concept, their motivation
and the effects of learning on peer relationships.

* NBCTs are also concerned with the development of character and civic
responsibility.

Proposition 2: Teachers Know the Subjects They Teach and How to Teach
Those Subjects to Students.

* NBCTs have mastery over the subject(s) they teach. They have a deep
understanding of the history, structure and real-world applications of the
subject.

* They have skill and experience in teaching it, and they are very
familiar with the skills gaps and preconceptions students may bring to the
subject.

* They are able to use diverse instructional strategies to teach for
understanding.

Proposition 3: Teachers are Responsible for Managing and Monitoring
Student Learning.

* NBCTs deliver effective instruction. They move fluently through a range
of instructional techniques, keeping students motivated, engaged and focused.

* They know how to engage students to ensure a disciplined learning
environment, and how to organize instruction to meet instructional goals.

* NBCTs know how to assess the progress of individual students as well as
the class as a whole.

* They use multiple methods for measuring student growth and
understanding, and they can clearly explain student performance to parents.

Proposition 4: Teachers Think Systematically about Their Practice and
Learn from Experience.

* NBCTs model what it means to be an educated person — they read, they
guestion, they create and they are willing to try new things.

* They are familiar with learning theories and instructional strategies
and stay abreast of current issues in American education.

* They critically examine their practice on a regular basis to deepen
knowledge, expand their repertoire of skills, and incorporate new findings
into their practice.

Proposition 5: Teachers are Members of Learning Communities.

* NBCTs collaborate with others to improve student learning.

* They are leaders and actively know how to seek and build partnerships
with community groups and businesses.

* They work with other professionals on instructional policy, curriculum
development and staff development.

* They can evaluate school progress and the allocation of resources in
order to meet state and local education objectives.

* They know how to work collaboratively with parents to engage them
productively in the work of the school.

National teacher associations are both a source of teacher quality
standards and a supporter of state and district efforts to improve teacher
quality. The National Education Association in its statement “Ensuring Every
Child a Quality Teacher” expresses support for high standards for entry into
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the profession, induction measures to assist new teachers, professional
development, strengthening teacher evaluation systems, enhancing and
rewarding teacher skills and knowledge, and ensuring that students in high
poverty and other hard-to-staff schools have access to high quality teachers.
NEA’s “Principles of Professional Practice” define the knowledge, skills, and
dispositions a quality teacher should possess:

A Quality Teacher...

**Designs and facilitates instruction that incorporates the students’
developmental levels, skills, and interests with content knowledge;

**Develops collaborative relationships and partners with colleagues,
families, and communities focused on meaningful and deep learning;

**Provides leadership and advocacy for students, gquality education, and
the education profession;

**Demonstrates in-depth content and professional knowledge;

**Participates in ongoing professional learning as an individual and
within the professional learning community;

**Jtilizes multiple and varied forms of assessment and student data to
inform instruction, assess student learning, and drive school improvement
efforts;

**Establishes environments conducive to effective teaching and learning;

**Integrates cultural competence and an understanding of the diversity
of students and communities into teaching practice to enhance student
learning;

**Jtilizes professional practices that recognize public education as
vital to strengthening our society and building respect for the worth,
dignity and equality of every individual;

**Strives to overcome the internal and external barriers that impact
student learning.

The American Federation of Teachers, while not publishing a specific set
of teacher quality standards, has expressed its support for the development
of professional standards. AFT President Randi Weingarten has written
(2010): “Every state should adopt basic professional teaching standards that
districts can augment to meet specific community needs. Standards should
spell out what teachers should know and be able to do. How else can we
determine whether a teacher is performing as he or she should.”

AFT proposes a continuous improvement model for teacher development
including professional teaching standards, standards for assessing teacher
practice, implementation standards which would include evaluator training
requirements, standards for professional context (working conditions) and
standards for system support.

Additionally, many national organizations have designed teacher
performance standards that are tied to that organization’s particular
interests. A recent example comes from the Partnership for 2lst Century
Skills which outlines eight competencies to ensure positive learning outcomes
for students. They include:

**Seizing opportunities to integrate appropriate technology-enabled
tools and teaching strategies appropriately into classroom management
and practice.

**Aligning instruction with standards, particularly those standards
that embody 21st century knowledge and skills.

**Balancing direct instruction strategically with project-oriented
teaching methods.

**sing a range of assessment strategies to evaluate student
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performance (e.g.,formative, portfolio-based, curriculum-embedded,
summative).

**Participating actively in learning communities; tapping the
expertise within a school or school district through coaching,
mentoring, knowledge-sharing, and team teaching.

**Acting as mentors and peer coaches with fellow educators.

**sing a range of strategies (such as formative assessments) to
reach diverse students and to create environments that support
differentiated teaching and Ilearning.

**Pursuing continuous Ilearning opportunities and embracing career-
long learning as a professional ethic.

Another major source of standards of teacher competence are those
embedded in standards-based teacher performance assessments and in state and
district teacher evaluation systems. Teacher Performance Assessments (TPA)
are becoming increasingly popular as a means to assess the quality of new
teachers before licensure and as a part of induction programs in some states.
Currently a consortium of 19 states, the Teacher Performance Assessment
Consortium, is working with the Council of Chief State School Officers, the
American Association of Colleges of Teacher Education (AACTE) and Stanford
University to create a national TPA based on California’s Performance
Assessment for California Teachers (PACT). The proposed TPA includes a
capstone teaching event in which the teachers must plan and implement a 3-5
day instructional unit, use assessment data to assist and adjust instruction,
and reflect on their experience. The teachers submit portfolios which
includes a videotape and artifacts which are then scored with a common
rubric.

California’s PACT has standards based on the California Teaching
Performance Expectations, a set of 13 criteria organized under the state’s
six teacher performance standards. The California standards and
expectations are:

A. Making Subject Matter Comprehensible for Students

TPE 1: Specific Pedagogical Skills for Subject Matter Instruction
(teaching English, social studies, mathematics, science, world languages,
physical education, art, music)

B. Assessing Student Learning

TPE 2: Monitoring Student Learning During Instruction (determining
progress toward learning, pacing of instruction, using questioning
strategies, examining student work)

TPE 3: Interpretation and Use of Assessments (using formal and informal
assessments, developing multiple assessment measures, using standardized
tests, providing feedback on student learning)

C. Engaging and Supporting Students in Learning

TPE 4: Making Content Accessible (incorporating specific strategies that
motivate students to learn, meeting student academic learning needs in a
variety of ways)

TPE 5: Student Engagement (ensuring participation of all students,
examining multiple points of view, encouraging student cooperation and
sharing, using student experience to make instruction relevant)

TPE 6: Developmentally Appropriate Teaching Practices (explaining and
using practices that are of greatest importance and effectiveness in teaching
adolescents such as problem solving, concrete reasoning and abstract
thinking, connecting the curriculum to life beyond the classroom)

TPE 7: Teaching English Learners (applying instructional theories,
principles and practices for instruction of English language learners)
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D. Planning Instruction and Designing Learning Experiences for
Students

TPE 8: Learning About Students (understanding patterns of adolescent
development, encouraging parents to be involved in student learning,
understanding how factors such as gender and health can influence student
learning)

TPE 9: Instructional Planning (establishing short- and long-term
learning goals, planning and sequencing daily instruction, accommodating
student needs through a wide variety of instructional strategies)

E. Creating and Maintaining Effective Environments for Student Learning

TPE 10: Instructional Time (establishing procedures for routine
instructional
tasks, managing transitions to maximize instructional time)

TPE 11: Social Enviromnment (promoting a positive, safe environment,
creating and using a student discipline plan)

F. Developing as a Professional Educator TPE 12: Professional, Legal,
and Ethical Obligations (teaching tolerance,
promoting democratic principles, resisting racism and sexual harassment)
TPE 13: Professional Growth (evaluating teaching practices, using
reflection and feedback to improve teaching, increasing subject matter
knowledge)

A somewhat different type of performance assessment is the Praxis III,
developed by Educational Testing Service. Praxis III is a classroom
observation-based assessment which measures a teacher’s abilities in four
domains: organizing content knowledge (planning), creating an environment
for student learning (classroom management), instruction, and teacher
professionalism. The observations are conducted by ETS-trained evaluators
who then score the assessment and confer with the candidates. Arkansas and
Ohio are among the states in which candidates must pass Praxis III in order
to earn teaching licenses.

An in-service performance assessment that has earned nationwide
recognition is Connecticut’s Beginning Educator Support and Training (BEST)
program, a new teacher induction strategy which requires second-year teachers
to submit a portfolio that includes a videotape, examples of student work,
and other artifacts. Experienced teachers score the portfolios; a passing
score is required to move beyond the initial level of certification.

State-adopted systems of teacher evaluation are another source of
teacher performance standards. Two of the best known are McRel’s teacher
evaluation system which is in use in North Carolina and evaluation systems
based on Charlotte Danielson’s Framework for Teaching. McRel’s system is
based on five basic standards, each with subordinate criteria. They include:

Standard I: Teachers Demonstrate Leadership.
**Teachers lead in their classroom.

**Teachers demonstrate leadership in the school.
**Teachers lead the teaching profession.
**Teachers advocate for schools and students.
**Teachers demonstrate high ethical standards.

Standard II: Teachers Establish a Respectful Environment for a Diverse
Population of Students.

**Teachers provide an environment in which each child has a positive,
nurturing relationship with caring adults.
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**Teachers embrace diversity in the school community and in the world.

**Teachers treat students as individuals.

**Teachers adapt their teaching for the benefit of students with special
needs.

**Teachers work collaboratively with the families and significant adults
in the lives of their students.

Standard III: Teachers Know the Content They Teach.

**Teachers align their instruction with the state standards and their
district’s curriculum.

**Teachers know the content appropriate to their teaching specialty.

**Teachers recognize the interconnectedness of content
areas/disciplines.

**Teachers make instruction relevant to students.

Standard IV: Teachers Facilitate Learning for Their Students.

**Teachers know the ways in which learning takes place, and they know
the appropriate levels of intellectual, physical, social, and emotional
development of their students.

**Teachers plan instruction appropriate for their students.

**Teachers use a variety of instructional methods.

**Teachers integrate and utilize technology in their instruction.

**Teachers help students develop critical thinking and problem-solving
skills.

**Teachers help students work in teams and develop leadership gqualities.

**Teachers communicate effectively.

**Teachers us a variety of methods to assess what each student has
learned.

Standard V: Teachers Reflect on Their Practice.

**Teachers analyze student learning.

**Teachers link professional growth to their professional goals.
**Teachers function effectively in a complex, dynamic environment.

The “Framework for Teaching” outlined by Charlotte Danielson in her
seminal work Enhancing Professional Practice: A Framework for Teaching (1996)
has been adopted by numerous states and school districts as the basis for
their teacher evaluation systems. Based on Danielson’s work in developing
Praxis III for ETS, the Framework consists of 23 fundamental components
within four domains that define quality teaching. The Framework can be used
for a variety of purposes, including mentoring and professional development,
but it is mostly commonly to provide the criteria for teacher evaluation
systems. Danielson supported this work in her book, Teacher Evaluation to
Enhance Professional Practice (2000) written with Thomas McGreal. That manual
provides a model for using the Framework as the evaluative criteria in a
comprehensive teacher evaluation strategy. The Framework’s domains and
components are:

Domain I: Planning and Preparation.
Components:
IA: Demonstrating Knowledge of Content and Pedagogy.
IB: Demonstrating Knowledge of Students.
IC: Setting Instructional Outcomes.
ID: Demonstrating Knowledge of Resources.
IE: Designing Coherent Instruction.
IF: Designing Student Assessments.
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Domain II: The Classroom Environment.
Components:
IIA: Creating an Environment of Respect and Rapport.
IIB: Establishing a Culture for Learning.
IIC: Managing Classroom Procedures.
IID: Managing Student Behavior.
IIE: Organizing Physical Space.

Domain III: Instruction.
Components:
ITIIA: Communicating with Students.
IIIB: Using Questioning and Discussion Techniques.
IIIC: Engaging Students in Learning.
IIID: Using Assessment in Instruction.
IIIE: Demonstrating Flexibility and Responsiveness.

Domain IV: Professional Responsibilities.
Components:
IVA: Reflecting on Teaching.
IVB: Maintaining Accurate Records.
IVC: Communicating with Families.
IVD: Participating in a Professional Community.
IVE: Growing and Developing Professionally.
IVF: Showing Professionalism.

(3) STATE TEACHER STANDARDS.

A. Exemplary States. There is a wide variety among states as to the
types of teacher standards that have been adopted and the uses to which those
standards are being put. This report will discuss standards in several
states that are either unique or representative in terms of their standards’
content or their usage.

(1) Florida, Virginia, and Massachusetts. These states provide
examples of different ways in which standards might be developed or
organized. Florida, for instance, has pretty generic standards based on the
1992 INTASC standards. What makes them different is the fact that they are
targeted at three benchmark career levels: preprofessional, professional,
and accomplished. Each standard includes an extensive list of sample key
indicators appropriate to the benchmark level. Virginia is representative of
states that have both general and specific standards for use in teacher
preparation. Six general standards have been adopted and supporting
standards for specific disciplines and specialized occupational areas are
organized under the six general standards. Massachusetts has a very limited
set of state standards for teacher preparation and initial licensure (five
broad standards), but then requires local school committees (the equivalent
of school boards) to develop performance standards for their schools in
conjunction with their collective bargaining units.

A number of states have developed standards or adopted national
standards for use in teacher evaluation systems.

(2) Delaware and Idaho. The Danielson Framework for Teaching forms the
basis of evaluation systems in these two states. While Delaware has teacher
preparation standards generally based in the 1992 INTASC standards, its
Delaware Performance Appraisal System (DPAS II) is organized around Charlotte
Danielson’s Framework for Teaching. DPAS II includes evaluative criteria
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from the four Danielson domains, plus a fifth component, Student Improvement.
That category requires teachers to set annual professional goals for student
learning which are then measured with student achievement outcomes. A
revision to DPAS II passed by the Legislature in 2010 will require teachers
to receive “Effective” ratings in two of their three probationary years in
order to earn tenure and they can lose tenure protection if they receive
“Ineffective” ratings two years in a row. Delaware also has a 3-year
mentoring and induction program for new teacher based on the Danielson
Framework. Idaho has legislation requiring each district to adopt a teacher
evaluation system aligned to the state’s minimum teacher performance
standards which are based on the Danielson Framework. Districts have been
provided with model evaluation instruments and other forms derived from the
Framework.

(3) North Carolina. The North Carolina Professional Teaching
Standards were adopted in June 2007 and form the basis for teacher
preparation, teacher evaluation, and professional development. The standards
were developed in conjunction with McRel and the statewide teacher evaluation
instrument is based on the McRel model cited above. Professional development
resources are also aligned to the McRel standards.

(4) Tennessee and Georgia. These states, both Race to the Top winners,
have teacher evaluation systems based on their own standards, not a national
model. The Tennessee Framework for Evaluation and Professional Growth
contains six domains that are generally aligned with the INTASC standards.
They are: Planning, Teaching Strategies, Assessment and Evaluation, Learning
Environment, Professional Growth and Communication. The domains contain 14
more detailed Indicators and 44 specific Criteria. The evaluation process
has been in effect since 2000, but is about to change. Tennessee’s First to
the Top legislation, passed this year, requires a new teacher evaluation
system with at least 50 per cent of the teacher’s rating to come from student
achievement outcomes, including the Tennessee Value-Added Assessment System
in those districts where that data is available. How much of the Tennessee
Framework will remain in place is unknown; the state senator who chairs the
First to the Top Advisory Committee has said his aim is to “shatter the
current system.”

Georgia has adopted the six NCATE standards for teacher preparation, but
its current teacher evaluation system (GTEP) is based on the Georgia
Framework for Accomplished Teaching and the seven Georgia Principles for
Accomplished Teaching, as well as the Georgia Duties and Responsibilities of
Teachers. A new evaluation system, called CLASS Keys for Classroom Analysis
of State Standards, is being developed in Georgia and while its use is not
required, the Georgia Department of Education is encouraging districts to
adopt it. The five strands of the CLASS Keys system -- Curriculum and
Planning, Standards-based Instruction, Assessment of Student Learning,
Professionalism, and Student Achievement -- are closely aligned to the
standards-based instruction model in place in Georgia’s schools.

(5) Vermont and Rhode Island. These two states use their teacher
performance standards for required professional development activities.
Vermont has five basic standards -- Learning, Professional Knowledge,
Colleagueship, Advocacy, and Accountability. These are augmented by 16
principles and numerous specific indicators. In 1989 Vermont became one of
the first states to require both preservice and practicing teachers to submit
professional development portfolios as part of the initial licensure and
relicensure process. For practicing teachers, 63 local standards boards
review teachers’ professional development portfolios and recommend license
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renewal. For the renewal cycle -- seven years for the holders of second
level certificates -- each teacher must have an Individual Professional
Development Plan which includes goals aligned to their school’s improvement
goals and to the five state standards. Portfolios documenting the
professional growth activities and linking them to the standards are
submitted at the end of the cycle. Rhode Island also requires Individual
Professional Development Plans based on its professional teaching standards
for recertification.

(6) California and Arizona. These states are representative of those
using standards for Teacher Performance Assessments (TPA). As mentioned
above, California has pioneered the Performance Assessment for California
Teachers (PACT) which was developed by a consortium of 30 colleges that train
a large percentage of the state’s 20,000 new teachers every year. The PACT
requires new teacher candidates to submit a portfolio that includes lesson
plans, various artifacts, a teaching videotape, and a reflections narrative
from a 3-5 day instructional unit during their student teaching. The
portfolios are evaluated based on the California Teaching Performance
Expectations, a set of 13 expectations aligned with the six basic California
Standards for the Teaching Profession.

Arizona requires practicing teachers in their probationary period to
complete a performance assessment based on the Arizona Professional Teaching
Standards in order to advance from a provisional to a standard certificate.
Teachers have up to five years to complete the TPA, but the state recommends
completion in the teacher’s second or third year of employment. The TPA
includes a videotape, written commentary, and supporting evidence.

(7) South Carolina and Connecticut. These states use standards as the
basis for new teacher induction programs and certification decisions. South
Carolina’s ADEPT (Assisting, Developing, and Evaluating Professional
Teaching) Program is designed to assist young teachers as they advance to
continuing contract status and a full teaching certificate. First-year
teachers are employed on an Induction Contract. During this period they must
participate in a district induction program which includes instruction in the
ADEPT Performance Standards. These 10 standards are organized into four
domains: Planning, Instruction, Classroom Environment, and Professionalism,
each with key elements, descriptors, and examples. After completion of an
induction year, the teacher receives Annual Contract status during which he
or she must be evaluated under ADEPT guidelines and complete and individual
professional growth plan. This period can last up to four years. Failing
two ADEPT formal evaluations during this period results in a two-year
suspension of the teacher’s certificate. Reinstatement is only possible
following completion of a remediation plan developed by the South Carolina
Department of Education. Successful completion of the requirements at the
annual contract stage results in professional certification and advancement
to Continuing Contract status. Teachers at this level must be evaluated on a
continuing basis under a district system based on ADEPT standards. The
evaluation includes individual professional growth plans based on ADEPT
standards also.

Connecticut’s Beginning Educator Support and Training (BEST) induction
program is based on the state’s Common Core Teaching Standards. Established
in 1989, BEST provides new teachers with training and mentoring and, in their
second year of teaching, requires new teachers to submit a portfolio
documenting a unit of instruction involving at least five hours of teaching.
The portfolios are analyzed by at least three teachers from the same subject
area as the candidate based on the Common Core standards. Teachers must
complete the BEST assessment in order to become fully licensed.
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(8) Ohio and West Virginia. These two states have educator standards
as the cornerstone of comprehensive personnel development initiatives.
Ohio’s Standards for the Teaching Profession, Standards for Principals, and
Standards for Professional Development put Ohio on track toward an aligned
standards-based personnel system. The standards were created by the Ohio
Educator Standards Board, established in 2004 under and education reform bill
passed by the Legislature. The standards are designed for preservice
teacher preparation, used as a guide for professional development statewide,
form the basis for district-designed coaching and mentoring and programs, and
provide a focus for goals and objectives for districts as they develop their
teaching and administrative personnel. In 2009 the Ohio Department of
Education began the development of a new teacher evaluation process based on
the Ohio Standards for the Teaching Profession. Local districts will retain
the responsibility for evaluation, but the state’s system will provide model
instruments based on the teacher performance standards. Each of the seven
basic standards -- Student Learning and Development, Content Knowledge,
Assessment, Instruction, Learning Environment, Collaboration, and
Professional Growth -- is supported by a specific criteria and a performance
rubric in the categories of Developing, Satisfactory, Effective/Proficient,
Highly Effective/Accomplished, and Distinguished.

West Virginia’s Global 21 Initiative includes new teaching standards as
part of a comprehensive approach to education in the state. A task force
has produced a draft set of standards which will be used for teacher
preparation, a guide for professional development, and the basis for a new
teacher evaluation system which is to go into effect in 2011-12. The
standards draft includes six broad standards -- Curriculum and Planning, the
Learner and the Environment, Teaching, Professional Responsibilities for
Self-Renewal and Professional Responsibilities for School and Community --
supported by detailed Functions and Indicators. A rubric for each Indicator
categorizes performance as Unsatisfactory, Basic, Proficient, or
Distinguished. The Global 21 Initiative also includes professional
development programs and the promotion of 21st century skills in teacher
education, teacher licensure, and other personnel management functions.

B. Regional states. States in our region use standards for a variety of
purposes. Here is a brief summary:

(1) Wyoming, South Dakota, North Dakota, and Wyoming. These states
appear to make the least use of standards in our area. I could not find
professional educator standards for Wyoming other than references to
accreditation program standards for the teacher education program at the
University of Wyoming. South Dakota currently has a task force in place to
develop teacher standards. North Dakota adopted the North Dakota
Performance-Oriented Teacher Preparation Standards in 2000. Its teacher
preparation institutions also follow NCATE standards. Minnesota has adopted
the Minnesota Standards for Effective Teaching which are primarily used for
teacher preparation. New teachers are required to take licensing exams,
including the Praxis II assessments, but a teacher performance assessment is
not required. Locally approved professional development is required for
license renewal. On a voluntary basis, Minnesota offers the Q-Comp
Performance Pay Program. Districts who choose to participate must develop a
program which includes five components: career ladders, professional
development, teacher evaluation, performance pay, and an alternative salary
schedule. The Q-Comp program does not appear to be tied to the state
teacher standards.
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(2) _Kansas. Kansas has multiple sets of standards that are used in its
teacher preparation program and, since 2008, in the teacher performance
assessment necessary to advance from a conditional to a professional license.
The standards include a set of six General Education Standards that cover
such broad areas as Effective Communication, Understanding World Cultures,
Mathematical Understanding, Understanding the Natural World, Physical,
Emotional, and Social Well-Being, and Fine Arts. Additionally, Kansas has
adopted 13 Professional Education Standards which include the 10 INTASC
standards plus standards on integration of knowledge, technology, and the
historical, philosophical, and social foundations of education. Finally,
specific content standards have been adopted for each endorsement area. The
Kansas Performance Teaching Portfolio, developed by ETS, assesses teacher
candidates based on the Kansas Professional Education Standards. An
assessment is required for initial licensure and teachers moving from a
condition license to a professional license must complete a year long
district-designed induction and mentoring program and complete a performance
assessment.

(3) Illinois. The Illinois Professional Teaching Standards include 11
standards closely related to the INTASC standards. These are supported by
knowledge and performance indicators. Teacher preparation is based on these
and teacher candidates also complete a performance assessment. Following
initial licensure, teachers must complete a professional development option
such as a district-designed induction and mentoring program. The 2010
Legislature toughened teacher evaluation requirements, mandating that student
performance become a “significant factor” in teacher and Principal
evaluations and directing that districts work with their collective
bargaining units to meet the new requirements. It is not clear how the new
evaluation systems will be related to the state’s teaching standards.

(4) Colorado. All teacher candidates in Colorado must demonstrate
competence in eight performance-based standards and the law specifies that
actual teaching performance be the determining factor in licensing. The
eight standards are:

**Knowledge of literacy.

**Knowledge of mathematics.

**Knowledge of standards and assessment.

**Knowledge of content.

**Knowledge of classroom and instructional management.

**Knowledge of the individualization of instruction.

**Knowledge of technology.

**Knowledge of democracy, educational governance, and careers in
teaching.

Moving from a provisional to a professional license requires completion
of an approved induction program and passing a teacher performance
assessment. Districts operate the induction programs which include
mentoring, professional development, and performance evaluations.

Teacher evaluation is also being made more rigorous in Colorado. A bill
passed in 2010 will require that at least 50 percent of a teacher’s
evaluation be based on student academic growth. Three consecutive years of
positive evaluation would be needed to achieve tenure and tenure could be
lost after two years of ineffective evaluation ratings. The Governor’s
Council on Educational Effectiveness is working out details and will make
recommendations later this year.
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(5) Missouri. The Missouri Standards for Teacher Education Programs
includes the 10 INTASC standards plus an additional standards on technology.
These are used in teacher education programs. Another set of six standards
is used for Missouri’s performance-based teacher evaluation process. These
standards are:

Standard 1: The teacher causes students to actively participate and be
successful in the learning process.

Standard 2: The teacher uses various forms of assessment to monitor and
manage student learning.

Standard 3: The teacher is prepared and knowledgeable of the content
and effectively maintains students’ on-task behavior.

Standard 4: The teacher communicates and interacts in a professional
manner with the school community.

Standard 5: The teacher keeps current on instructional knowledge and
seeks and explores changes in teaching behaviors that will improve student
performance.

Standard 6: The teacher acts as a responsible professional in
addressing the overall mission of the school district.

Districts are responsible for developing and implementing the evaluation
system, but the state provides suggested procedures. In addition to
evaluation, districts must set up a two-year plan for professional
development for new teachers developed by a local teacher-led professional
development committee. An entry year mentoring program is required and new
teachers must develop an Individual Professional Development Plan for their
first four years of teaching.

(6) Wisconsin. As discussed in Part I of this report, Wisconsin has
teacher and administrator standards at the core of its Wisconsin Quality
Educator Initiative, developed in 2000. The WQEI is a plan for restructuring
educator preparation and licensing and includes career-long professional
development activities tied to the educator standards. For teachers, the 10
Wisconsin Standards for Teacher Development and Licensure are based on the
Interstate New Teacher Assessment and Support Consortium (INTASC) standards.

Teacher training is guided by the standards and includes a performance
assessment in which the candidate must submit a portfolio documenting entry
level proficiency on the standards. Mentoring for new teachers is provided at
the district level. Initial licensure is for 3-5 years and is nonrenewable.
In order to advance to a renewable Professional License they must complete a
professional development plan which addresses two or more of the standards,
demonstrates professional growth, and show the impact of that professional
growth on student learning. The Professional License is renewable every five
years upon the completion of another professional development plan. A Master
Educator License is also available based on additional criteria. The
Wisconsin initiative does not include teacher evaluation requirements.

(7) Iowa. As with administrator standards, Iowa provides a model of
how teaching standards can be used in a comprehensive educator development
system. The eight Iowa Teaching standards are:

1. The teacher demonstrates the ability to enhance academic performance
and support for and implementation of the school district’s student
achievement goals.

2. The teacher demonstrates competence in content knowledge appropriate
to the teaching position.

3. The teacher demonstrates competence in planning and preparing for
instruction.
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4. The teacher uses strategies to deliver instruction that meets the
multiple learning needs of students.

5. The teacher uses a variety of methods to monitor student learning.

6. The teacher demonstrates competence in classroom management.

7. The teacher engages in professional growth.

8. The teacher fulfills professional responsibilities established by
the school district.

The standards form the basis for teacher preparation programs, but the
Iowa Teacher Quality Program integrates the standards fully into the careers
of practicing teachers. Following initial licensure, Iowa's teachers must
participate in a district-developed mentoring and induction program guided by
the standards. At the end of his/her second year of teaching, the teacher
receives a comprehensive evaluation, a major portion of which is a
determination as to whether the teacher has become proficient in the
standards. An evaluation instrument provided by the Iowa Department of
Education is used for this purpose. Iowa Principals receive extensive state
training in evaluating with the standards. Evaluations of career teachers
must be conducted every three years and assessment on meeting the standards
is a part of those evaluations also. Finally, the Iowa Professional
Development Plan requires district and individual professional development
plans which must be aligned to the Iowa standards and school improvement
plans. Thus, Iowa’s comprehensive approach ties standards to teacher
preparation, induction and professional licensing, career-long evaluation,
and professional development.

(4) RECOMMENDATIONS. Below are some initial recommendations from this
survey of teacher standards.

A. For teacher preparation, the 1992 INTASC standards are already in
place in Rule 20 and will likely be modified to align with the new InTASC
standards. A steering committee and a drafting group is being put into
place to consider additional or modified standards. That committee should
consider some of the following factors:

(1) What would be the the purpose or purposes of professional educator
standards?

(2) How many types of standards should be developed? Teacher?
Principal? Teacher Leader? Specialists?

(3) What is the target group for the standards? Preservice teacher
candidates? Beginning teachers? Career educators?

(4) How broad or specific should the standards be?

(5) What criteria or elements should support the standards? Will
performance rubrics be included?

(5) How will state standards mesh with local district standards?

B. Section 005 of Rule 27 provides some basic standards of teacher and
administrator competency for use by the Professional Practices Commission.
As new teacher/administrator standards are adopted, the separate PPC
competency standards could be eliminated if the PPC can use the new standards
on those occasions when it has to deal with competence. This should not
affect the ethics and professionalism standards in Section 004 of Rule 27.
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C. Teacher Performance Assessments are increasingly being used to
assess the actual teaching quality of beginning teachers and, in some cases,
probationary practicing teachers. In this report I have cited California,
Arizona, and Connecticut as examples. As referenced above, the Teacher
Performance Assessment Consortium is in the process of creating a national
TPA based on California’s PACT. Consideration should be given to adopting a
TPA for Nebraska teachers, at least as part of the student teaching
requirement.

D. As with Principal standards, the standards themselves are less
important than the uses to which they are put. The states that appear to be
closest to the cutting edge have used standards as the basis for a
comprehensive system of human capital development. Their standards inform
state level policies on teacher preparation, initial certification,
professional development, recertification, evaluation, and other personnel
topics. Comprehensive standards-based policies would seem to be a direction
for Nebraska to pursue, but it requires a significant commitment of time,
money,and other resources.

E. A comprehensive system of educator development initiated at the
state level is certain to cause tension with local districts. Broad
stakeholder participation is crucial if such an initiative is to succeed, in
my opinion. It is particularly important that local district representatives
be able to participate meaningfully in the development of state level
policies on induction and mentoring, professional development, performance
evaluation, etc.

F. 1In our region, Wisconsin and Iowa provide excellent examples of
comprehensive standards-based approaches. Wisconsin uses its standards
primarily as a basis for licensure and for professional development related
to relicensure. It represents a good starting point for improving developing
beyond basic teacher preparation. Iowa’s system is much more comprehensive,
including state-supported mentoring and induction, standards-based
evaluation, and ongoing professional development. Further study of the
Wisconsin and Iowa approaches is recommended.

I hope that this report provides the information you are seeking on

teacher performance standards. Much more information is available and I will
be glad to undertake further research on the topic at your request.

Respectfully submitted,

JAMES P. HAVELKA,
HAVELKA EDUCATIONAL SERVICES



[image: image29.jpg]TEACHER STANDARDS (Continued)

REFERENCES :

(1) Robert Marzano, et.al, School Ieadership That Works: From Research
to Results, Association for Supervision and Curriculum Development, 2005.

(2) Mariana Haynes, “Developing Effective Human Capital for Education,”
NASBE Policy Update, March 2010.

(3) Richard Elmore, School Reform from the Inside Out: Policy,
Practice, and Performance, Harvard Education Press, 2007.

(4) Monica Bhatt and Ellen Behrstock-Sherratt, “Managing Educator
Talent: Promising Practices and Lessons from Midwestern States,” Learning
Point Associates, 2010.

(5) “Ensuring Every Child A Quality Teacher”, The National Education
Association, 2010.

(6) Randi Weingarten, “The Professional Educator: A New Path Forward:
Four Approaches to Quality Teaching and Better Schools,” The American
Educator, Spring 2010.










11.02.10 State Board of Education Work Session

2.6-1
&

&

11.03.10 State Board of Education

7.4-1
11.02.10 State Board of Education Work Session

2.6-2
&

&

11.03.10 State Board of Education

7.4-2

