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The Florida School Leader Assessment System
Technical Assistance
Charlotte County School District
June 4-5
Agenda
Day 1


8:00-8:30

Welcome, Overview and Purpose



8:30-9:45

The Foundation
o Contemporary Research
o Unwrapping the FSLA



9:45-10:00

Break



10:00-11:30

FSLA Proficiencies with Indicators
o Domains, Proficiencies and Indicators
o Focus on Domain 2- Going Deeper



11:30-12:30

Lunch



12:30-1:00

The Annual Evaluation Process
o 7 Steps



1:00-2:00

Scoring Leadership Practice
o Scoring Guide
o Scenarios



2:00-2:15

Break



2:15-3:15

Connections to Teacher Evaluation
o Instruction supported by instructional leadership



3:15-3:30

Closing and Reflection for Day 1
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Learning Activity #1
Partner Work
Directions: With a partner discuss and decide on three questions you have regarding the new
principal evaluation cycle you want to make certain are answered today, two best hopes you have for
the new Florida principal evaluation process, and one element of your previous principal evaluation
process, which you want to make sure is part of this new process.

3
2
1
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Learning Activity #2
Unpacking the 2011 Florida Principal
Leadership Standards

As we review and analyze the 2011 Florida Principal Leadership Standards (FPLS), consider and respond to
the statements immediately to the right of each standard. Make certain you describe why you believe as you
do. Discuss your responses at your table and then whole group. After all FPLS have been analyzed consider
questions 1-6, which follow, to begin the planning process for successful implementation.

Florida Principal Leadership Domains, Standards
(Proficiency Areas), and Indicators

The Unpacked Leadership
Proficiency Area/Indicator Can
Be Implemented with Existing
Knowledge & Skills

The Unpacked Leadership
Proficiency Area/Indicator
Requires New Knowledge and
Skills to Implement

DOMAIN 1—STUDENT ACHIEVEMENT
Proficiency Area 1. Student Learning Results: Effective school
leaders achieve results on the school’s student learning goals and
direct energy, influence, and resources toward data analysis for
instructional improvement, development and implementation of
quality standards-based curricula.
Indicator 1.1 - Academic Standards: The leader
demonstrates understanding of student requirements and
academic standards (Common Core Standards and Next
Generation Sunshine State Standards).
Indicator 1.2 – Performance Data: The leader
demonstrates the use of student and adult performance
data to make instructional leadership decisions.
Indicator 1.3 – Planning and Goal Setting: The leader
demonstrates planning and goal setting to improve student
achievement.
Indicator 1.4 - Student Achievement Results: The leader
demonstrates evidence of student improvement through
student achievement results.
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Florida Principal Leadership Domains, Standards
(Proficiency Areas), and Indicators

The Unpacked Leadership
Proficiency Area/Indicator Can
Be Implemented with Existing
Knowledge & Skills

The Unpacked Leadership
Proficiency Area/Indicator
Requires New Knowledge and
Skills to Implement

Proficiency Area 2. Student Learning as a Priority: Effective
school leaders demonstrate that student learning is their top
priority through effective leadership actions that build and support
a learning organization focused on student success.
Indicator 2.1 – Learning Organization: The leader
enables faculty and staff to work as a system focused on
student learning and engages faculty and staff in efforts to
close learning performance gaps among student subgroups
within the school.
Indicator 2.2 – School Climate: The leader maintains a
school climate that supports student engagement in
learning.
Indicator 2.3 – High Expectations: The leader generates
high expectations for learning growth by all students.
Indicator 2.4 – Student Performance Focus: The leader
demonstrates understanding of present levels of student
performance based on routine assessment processes that
reflect the current reality of student proficiency on academic
standards.

DOMAIN 2—INSTRUCTIONAL LEADERSHIP
Proficiency Area 3. Instructional Plan Implementation:
Effective school leaders work collaboratively to develop and
implement an instructional framework that aligns curriculum with
state standards, effective instructional practices, student learning
needs, and assessments.
Indicator 3.1 – FEAPs: The leader aligns the school’s
instructional programs and practices with the Florida
Educator Accomplished Practices (Rule 6A-5.065, F.A.C.)
and models use of the Florida common language of
instruction to guide faculty and staff implementation of the
foundational principles and practices.
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Florida Principal Leadership Domains, Standards
(Proficiency Areas), and Indicators

The Unpacked Leadership
Proficiency Area/Indicator Can
Be Implemented with Existing
Knowledge & Skills

The Unpacked Leadership
Proficiency Area/Indicator
Requires New Knowledge and
Skills to Implement

Indicator 3.2 – Standards-Based Instruction: The leader
delivers an instructional program that implements the state’s
adopted academic standards (Common Core and NGSSS)
in a manner that is rigorous and culturally relevant to the
students by:
 aligning academic standards, effective instruction and
leadership, and student performance practices with
system objectives, improvement planning, faculty
proficiency needs, and appropriate instructional goals,
and
 communicating to faculty the cause and effect
relationship between effective instruction on academic
standards and student performance.
Indicator 3.3 – Learning Goals Alignments: The leader
implements recurring monitoring and feedback processes to
insure that priority learning goals established for students
are based on the state’s adopted student academic
standards as defined in state course descriptions, presented
in student accessible forms, and accompanied by scales or
rubric to guide tracking progress toward student mastery.
Indicator 3.4 – Curriculum Alignments: Systemic
processes are implemented to ensure alignment of
curriculum resources with state standards for the courses
taught.
Indicator 3.5 – Quality Assessments: The leader ensures
the appropriate use of high quality formative and interim
assessments aligned with the adopted standards and
curricula.
Indicator 3.6 – Faculty Effectiveness: The leader monitors
the effectiveness of classroom teachers and uses
contemporary research and the district’s instructional
evaluation system criteria and procedures to improve
student achievement and faculty proficiency on the FEAPs.
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Florida Principal Leadership Domains, Standards
(Proficiency Areas), and Indicators

The Unpacked Leadership
Proficiency Area/Indicator Can
Be Implemented with Existing
Knowledge & Skills

The Unpacked Leadership
Proficiency Area/Indicator
Requires New Knowledge and
Skills to Implement

Proficiency Area 4: Faculty Development: Effective school
leaders recruit, retain, and develop an effective and diverse faculty
and staff; focus on evidence, research, and classroom realities
faced by teachers; link professional practice with student
achievement to demonstrate the cause and effect relationship;
facilitate effective professional development; monitor
implementation of critical initiatives; and provide timely feedback to
teachers so that feedback can be used to increase teacher
professional practice.
Indicator 4.1 – Recruitment and Retention: The leader
employs a faculty with the instructional proficiencies needed
for the school population served.
Indicator 4.2 – Feedback Practices: The leader monitors,
evaluates proficiency, and provides timely and actionable
feedback to faculty on the effectiveness of instruction on
priority instructional goals and the cause and effect
relationships between professional practice and student
achievement on those goals.
Indicator 4.3 – High effect size strategies: Instructional
personnel receive recurring feedback on their proficiency on
high effect size strategies.
Indicator 4.4 - Instructional Initiatives: District supported
state initiatives focused on student growth are supported by
the leader with specific and observable actions including
monitoring of implementation and measurement of progress
toward initiative goals and professional learning to improve
faculty capacity to implement the initiatives.
Indicator 4.5 – Facilitating and Leading Professional
Learning: The leader manages the organization,
operations, and facilities to provide the faculty with quality
resources and time for professional learning and promotes,
participates in, and engages faculty in effective individual
and collaborative learning on priority professional goals
throughout the school year.
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Florida Principal Leadership Domains, Standards
(Proficiency Areas), and Indicators

The Unpacked Leadership
Proficiency Area/Indicator Can
Be Implemented with Existing
Knowledge & Skills

The Unpacked Leadership
Proficiency Area/Indicator
Requires New Knowledge and
Skills to Implement

Indicator 4.6 – Faculty Development Alignments: The
leader implements professional learning processes that
enable faculty to deliver culturally relevant and differentiated
instruction by:
 generating a focus on student and professional learning
in the school that is clearly linked to the system-wide
objectives and the school improvement plan,
 identifying faculty instructional proficiency needs
(including standards-based content, research-based
pedagogy, data analysis for instructional planning and
improvement),
 aligning faculty development practices with system
objectives, improvement planning, faculty proficiency
needs, and appropriate instructional goals,
 and using instructional technology as a learning tool for
students and faculty.
Indicator 4.7 – Actual Improvement: The leader improves
the percentage of effective and highly effective teachers on
the faculty.
Proficiency Area 5: Learning Environment: Effective school
leaders structure and monitor a school learning environment that
improves learning for all of Florida’s diverse student population.
Indicator 5.1 – Student Centered: The leader maintains a
safe, respectful and inclusive student-centered learning
environment that is focused on equitable opportunities for
learning and building a foundation for a fulfilling life in a
democratic society and global economy by providing
recurring monitoring and feedback on the quality of the
learning environment and aligning learning environment
practices with system objectives, improvement planning,
faculty proficiency needs, and appropriate instructional
goals.
Indicator 5.2 - Success Oriented: Initiates and supports
continuous improvement processes and a multi-tiered
system of supports focused on the students’ opportunities
for success and well-being.
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Florida Principal Leadership Domains, Standards
(Proficiency Areas), and Indicators

The Unpacked Leadership
Proficiency Area/Indicator Can
Be Implemented with Existing
Knowledge & Skills

The Unpacked Leadership
Proficiency Area/Indicator
Requires New Knowledge and
Skills to Implement

Indicator 5.3 – Diversity: To align diversity practices with
system objectives, improvement planning, faculty
proficiency needs, and appropriate instructional goals, the
leader recognizes and uses diversity as an asset in the
development and implementation of procedures and
practices that motivate all students and improve student
learning, and promotes school and classroom practices that
validate and value similarities and differences among
students.
Indicator 5.4 – Achievement Gaps: The leader engages
faculty in recognizing and understanding cultural and
developmental issues related to student learning by
identifying and addressing strategies to minimize and/or
eliminate achievement gaps associated with student
subgroups within the school.

DOMAIN 3—ORGANIZATIONAL LEADERSHIP
Proficiency Area 6. Decision Making: Effective school leaders:






Employ and monitor a decision-making process that is based
on vision, mission, and improvement priorities using facts and
data;
Manage the decision-making process, but not all decisions,
using the process to empower others and distribute
leadership when appropriate;
Establish personal deadlines for themselves and the entire
organization; and
Use a transparent process for making decisions and
articulating who makes which decisions.
Indicator 6.1 – Prioritization Practices: The leader gives
priority attention to decisions that impact the quality of
student learning and teacher proficiency, gathering and
analyzing facts and data, and assessing alignment of
decisions with school vision, mission, and improvement
priorities.
Indicator 6.2 – Problem Solving: The leader uses critical
thinking and data-based problem solving techniques to
define problems and identify solutions.
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Florida Principal Leadership Domains, Standards
(Proficiency Areas), and Indicators

The Unpacked Leadership
Proficiency Area/Indicator Can
Be Implemented with Existing
Knowledge & Skills

The Unpacked Leadership
Proficiency Area/Indicator
Requires New Knowledge and
Skills to Implement

Indicator 6.3 – Quality Control: The leader maintains
recurring processes for evaluating decisions for
effectiveness, equity, intended and actual outcome(s);
implements follow-up actions revealed as appropriate by
feedback and monitoring; and revises decisions or
implementing actions as needed.
Indicator 6.4 – Distributive Leadership: The leader
empowers others and distributes leadership when
appropriate.
Indicator 6.5 – Technology Integration: The leader
employs effective technology integration to enhance
decision-making and efficiency throughout the school. The
leader processes changes and captures opportunities
available through social networking tools, accesses and
processes information through a variety of online resources,
incorporates data-driven decision making with effective
technology integration to analyze school results,
and develops strategies for coaching staff as they integrate
technology into teaching, learning, and assessment
processes.
Proficiency Area 7. Leadership Development: Effective school
leaders actively cultivate, support, and develop other leaders
within the organization, modeling trust, competency, and integrity
in ways that positively impact and inspire growth in other potential
leaders.
Indicator 7.1 – Leadership Team: The leader identifies
and cultivates potential and emerging leaders, promotes
teacher-leadership functions focused on instructional
proficiency and student learning, and aligns leadership
development practices with system objectives, improvement
planning, leadership proficiency needs, and appropriate
instructional goals.
Indicator 7.2 – Delegation: The leader establishes
delegated areas of responsibility for sub-ordinate leaders
and manages delegation and trust processes that enable
such leaders to initiate projects or tasks, plan, implement,
monitor, provide quality control, and bring projects and tasks
to closure.
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Florida Principal Leadership Domains, Standards
(Proficiency Areas), and Indicators

The Unpacked Leadership
Proficiency Area/Indicator Can
Be Implemented with Existing
Knowledge & Skills

The Unpacked Leadership
Proficiency Area/Indicator
Requires New Knowledge and
Skills to Implement

Indicator 7.3 – Succession Planning: The leader plans for
and implements succession management in key positions.
Indicator 7.4 – Relationships: The leader develops
sustainable and supportive relationships between school
leaders, parents, community, higher education, and
business leaders.
Proficiency Area 8. School Management: Effective school
leaders manage the organization, operations, and facilities in ways
that maximize the use of resources to promote a safe, efficient,
legal, and effective learning environment; effectively manage and
delegate tasks and consistently demonstrate fiscal efficiency; and
understand the benefits of going deeper with fewer initiatives as
opposed to superficial coverage of everything.
Indicator 8.1 – Organizational Skills: The leader
organizes time, tasks, and projects effectively with clear
objectives, coherent plans, and establishes appropriate
deadlines for self, faculty, and staff.
Indicator 8.2 – Strategic Instructional Resourcing: The
leader maximizes the impact of school personnel, fiscal and
facility resources to provide recurring systemic support for
instructional priorities and a supportive learning
environment.
Indicator 8.3 – Collegial Learning Resources: The leader
manages schedules, delegates, and allocates resources to
provide recurring systemic support for collegial learning
processes focused on school improvement and faculty
development.
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Florida Principal Leadership Domains, Standards
(Proficiency Areas), and Indicators

The Unpacked Leadership
Proficiency Area/Indicator
Can Be Implemented with
Existing Knowledge & Skills

The Unpacked Leadership
Proficiency Area/Indicator
Requires New Knowledge
and Skills to Implement

Proficiency Area 9. Communication: Effective school leaders
use appropriate oral, written, and electronic communication and
collaboration skills to accomplish school and system goals by:





Practicing two-way communications, seeking to listen and
learn from and building and maintaining relationships with
students, faculty, parents, and community;
Managing a process of regular communications to staff and
community keeping all stakeholders engaged in the work of
the school; and
Recognizing individuals for good work; and maintaining high
visibility at school and in the community.
Indicator 9.1 – Constructive Conversations: The leader
actively listens to and learns from students, staff, parents,
and community stakeholders and creates opportunities
within the school to engage students, faculty, parents, and
community stakeholders in constructive conversations
about important issues.
Indicator 9.2 – Clear Goals and Expectations: The
leader communicates goals and expectations clearly and
concisely using Florida’s common language of instruction
and appropriate written and oral skills, communicates
student expectations and performance information to
students, parents, and community, and ensures faculty
receives timely information about student learning
requirements, academic standards, and all other local,
state, and federal administrative requirements and
decisions.
Indicator 9.3 – Accessibility: Maintains high visibility at
school and in the community, regularly engages
stakeholders in the work of the school, and utilizes
appropriate technologies for communication and
collaboration.
Indicator 9.4 – Recognitions: The leader recognizes
individuals, collegial work groups, and supporting
organizations for effective performance.

2012 The Leadership and Learning Center

Page 12

Florida Principal Leadership Domains, Standards (Proficiency
Areas), and Indicators

The Unpacked Leadership
Proficiency Area/Indicator
Can Be Implemented with
Existing Knowledge & Skills

The Unpacked Leadership
Proficiency Area/Indicator
Requires New Knowledge
and Skills to Implement

DOMAIN 4—PROFESSIONAL AND ETHICAL BEHAVIOR
Proficiency Area 10. Professional and Ethical Behaviors: Effective
school leaders demonstrate personal and professional behaviors
consistent with quality practices in education and as a community leader
by staying informed on current research in education and demonstrating
their understanding of the research, engaging in professional
development opportunities that improve personal professional practice
and align with the needs of the school system, and generating a
professional development focus in their school that is clearly linked to the
system-wide strategic objectives.

Indicator 10.1 – Resiliency: The leader demonstrates resiliency
in pursuit of student learning and faculty development by:







staying focused on the school vision,
reacting constructively to adversity and barriers to success,
acknowledging and learning from errors,
constructively managing disagreement and dissent with
leadership,
bringing together people and resources with the common
belief that the organization can grow stronger when it applies
knowledge, skills, and
productive attitudes in the face of adversity.

Indicator 10.2 – Professional Learning: The leader engages in
professional learning that improves professional practice in
alignment with the needs of the school and system and
demonstrates explicit improvement in specific performance areas
based on previous evaluations and formative feedback.

Indicator 10.3 – Commitment: The leader demonstrates a
commitment to the success of all students, identifying barriers and
their impact on the well-being of the school, families, and local
community.
Indicator 10.4 – Professional Conduct. The leader Adheres to
the Code of Ethics (Rules 6B-1.001) of the Education Profession
in Florida and to the Principles of Professional Conduct for the
education profession (Rules 6B-1.006, F.A.C.).
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Learning Activity #3
FSLA Proficiency Ratings

Directions: As you read these descriptions of FSLA “Proficiency Ratings,” discuss how they are
similar to/different from your current thinking and practice.
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Learning Activity #4
Deepening Understanding of the FSLA Knowledge and Skills
Domain 2, p. 74-109







Examine your assigned indicator with a partner or small group. Record work on the Focus
Indicator Organizer.
Begin with the narratives for the area and indicator. Identify required knowledge and skills and
record them on the organizer.
Examine the rating rubric for specific details on rating levels.
In the center of the organizer, record professional development needs for effective
performance on this indicator.
Finally, analyze the illustrative examples. List examples of evidence you would add for Lee
County at the bottom of the organizer.
Be prepared to share with the group.
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Focus Indicator Organizer

Professional
Development
Needs
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Focus Indicator Organizer

Professional
Development
Needs
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Learning Activity #5
Individual Reflective Writing Then Share with Partner
In addition to the training you are receiving today, briefly describe how you might approach
facilitating Step 1: Orientation on a district-wide basis (e.g., Who Delivers? What? When?
Where? To Whom?)
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Scoring Guide for State Model Metrics
An evaluation system that is aligned with the purpose of Section 1012.34, F.S. and applicable State Board
rules (e.g., 6A-5.065, 6A-5.080) has two functions:
 Providing quality feedback during a work year that focuses improvement effort on essential
proficiencies, and
 Generating an annual summative performance level based on the proficiency exhibited by the school
leader during the work year.
For Florida school leaders being evaluated using the FSLA, the Florida state model for the evaluation of school
leaders, the summative annual performance level is based on two factors:
 Student Growth Measures Score (SGM)- 50%:
The performance of students under the leader’s supervision represents 50% of the annual performance
level. The specific growth measures used and “cut points” applied, conform to Florida Statutes and
State Board rules.
 Leadership Practice Score – 50%:
The Leadership Practice Score is an assessment of the leader’s proficiency on the Florida Principal
Leadership Standards (FPLS). This is based on two metrics:
 The Florida School Leader Assessment (FSLA): A system for feedback and growth based on the
leader’s work and impact of that work on others. The FSLA contributes 80% of the Leadership
Practice Score.
 Deliberate Practice (DP): Deep learning and growth on a few very specific aspects of educational
leadership. The DP Score contributes 20% of the Leadership Practice Score.
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Scenarios
High School Case Study 1: Victor 1.2
Performance Data
Victor was pleased with the school improvement monitoring results he was seeing at Longraven High School.
After having served four years as the principal, he had proven he had strong knowledge of research-based
practices to improve student achievement. Over the last two years, Victor carefully guided the staff through a
process where all academic standards were analyzed and prioritized and for which common formative
assessments were developed. Victor felt fortunate to have a staff and community that supported the important
steps they were taking to improve student achievement.
The Building Leadership Team at Longraven was data-driven and regularly met to analyze the results of Data
Teams (small teams that strategically improve practice through the use of data) on a regular basis. In addition
to analyzing trends in the State data, the team reviewed the results of district benchmarks, school proficiency
assessments and common formative assessments from Data Teams. With a careful analysis of this
triangulated data, the Building Leadership Team was able to work together to identify strengths and areas for
improvement. The specific goals they developed for the current year would allow them to correlate the use of
instructional strategies to student achievement. Given their analysis of student growth in reading for the past
three years, it was clear that the work they did to monitor the results of short-cycle common formative
assessments the previous year was beginning to pay off in terms of predicting how students might then
perform on the state reading assessments.
The data provided great insight into the success rate of specific instructional interventions. A fairly good
correlation was now evident between deep implementation of targeted instructional strategies and student
results. The students who were struggling the most seemed to be achieving more than a year’s growth on both
their internal benchmark and the state assessments. Through the targeted reading intervention that had been
put in place for all students reading below grade level, the staff was also able to see “short-term wins” on a
regular basis. Although overall reading achievement was still not where it needed to be, triangulated data
showed clearly that students were making progress.
This year, they would continue to monitor the same school improvement goals with regard to instructional
strategies. The goals would focus on increasing deployment of these strategies, as well as continuously
monitoring the results of the common assessments. Although the student demographics were challenging,
Victor worked with the staff on disaggregating data so that these differences could be analyzed more easily.
Data analysis became part of the culture at Longraven High School, with the focus of many faculty meetings on
the analysis of data trends with regard to disaggregated groups. Individual teams often shared these
celebrations and gave advice to other faculty members regarding the effective implementation of specific
strategies. Through the work in department Data Teams, specific strategies were implemented and the
correlation between these strategies and student achievement were regularly monitored. Due to the results
they were beginning to see, the entire staff and community embraced fully their own efficacy at making a
difference.
On a recent classroom walk-through visit, Victor was pleased to see that individual departments had remained
committed to the Data Teams process and making instructional decisions based on the results studied in these
teams. In many classrooms, students were beginning to take ownership in their data and engaging in
meaningful conversations with other students about their progress. Victor made sure he recognized this
change in his weekly celebrations to the staff, as he knew that seeing this achievement in writing would only
boost their feelings of efficacy with regard to the work ahead.
Like any administrator, Victor still had challenges ahead and each day seemed to bring him closer to
understanding how best to change the course of student achievement through the work of the staff in the
building. He had confidence that they were headed in the right direction.
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Learning Activity #6
Middle School Case Study 2: Edward 4.2
Feedback Practices
Edward, a middle school principal in his fifth year at Arlington Middle School Academy met with the English
department on the first day of school. In an effort to improve the benchmark assessment scores this school
year, Edward introduced a pre and post survey to students. These surveys were used to identify the common
errors on the English benchmark. Determined to ensure student achievement, Edward collaborated with the
Data Team to create specific curriculum and instructional strategies that addressed the challenges in the
benchmark assessment. He utilized the assistant principals and lead teachers to coach other team members
with curriculum mapping and measuring students’ improvements. He worked with the team members in setting
professional and personal SMART goals to improve student achievement.
In addition to addressing the students’ challenges, Edward led the team in identifying the strengths to continue
upward movement in student achievement. Based on multiple indicators, such as student writing samples, bell
ringers, teacher observations, and benchmark assessments, Edward and the team concluded the need to
differentiate literacy instruction. Edward referred to the school improvement plan and reminded the team that
this year all teachers will support students in non-fiction writing. Edward shared that during the all staff
meeting, he would elaborate on his expectation of all students writing non-fictionally in every class. He then
challenged the team to implement a peer-mentoring model for students below and above literacy proficiency in
the English classes. He also indicated the need for the staff to exhibit cultural responsivity due to the various
sub group performance on the benchmark assessment. He also insisted that the mentoring program involved
students of various ethnic, socio-economic groups, and exceptional learners.
Edward concluded the meeting by instructing the English department to display their data results from the
benchmark assessment, student surveys, and the participation data from the mentoring program and post it in
both the data room and electronically. All teachers have a data binder of student work, teacher inferences, and
teacher reflections of next steps.
The next day in the entire staff meeting, Edward shared data from the English department and the insights
from yesterday’s meeting. He then shared the literacy focus from the school improvement plan of writing
across the curriculum in every class for every student. He asked how many non-English teachers had
students write non-fictionally in their classes last year. Several teachers raised their hands. Edward then
stated that he would like for all the teachers to complete the survey of how they have students write nonfictionally in their content at the conclusion of the meeting. He stated that the walk-through checklist would now
include writing non-fictionally across the curriculum with the teacher evidence being writing prompts, entrance
slips, exit tickets, etc. Edward conducts five walk-throughs a day and gives feedback to the teachers with
highlights from the lesson and “considerations for instruction.”
That evening, Edward created the new walk-through checklist to include the writing across the curriculum in
order to monitor the implementation of writing in all the classes. He included at the top of the checklist the data
report in writing for both 7th and 8th grade students. He also listed the effective teaching practices in writing that
he will be looking for during the class walk-through. Edward uses the walk-through checklist to share with
teachers their proficiency level for implementation of organizational, instructional practices.
Peruse the FSLA Matrix and assess Edwards’s performance in Domain 2 –Instructional Leadership;
Proficiency Area 4 – Faculty Development; Indicator 4.2: Feedback Practices. Make mental notes and be
prepared to respond individually as to the reason for your score on that dimension. Please be prepared to
report out in 15 minutes.
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Elementary Case Study 2: Silas 4.3
High Effect Size Strategies
Silas was recently appointed principal at Ocean Bay Elementary School, a large urban school that serves a
very diverse community. The school has experienced high principal and teacher leadership turnover in the past
five years and has seen declining student enrollment and achievement scores. The superintendent hired Silas
due to his exemplary teaching practices, which had led to significant achievement gains for his students in the
district over the past nine years. Additionally, the superintendent knew that Silas had recently finished his
principal licensure program and finished at the top of his class. He also knew that Silas’s internship in the
district had been with a highly effective leader who made sure that Silas had acquired the knowledge, skills,
and confidence needed to provide leadership in his new school.
From his past experiences, and leadership courses, Silas knew that the most powerful way that school leaders
can positively influence student achievement is through planning, coordinating, and evaluating teachers and
their teaching. He was keenly aware that the research evidence suggests that in schools where teachers report
that their leadership is heavily involved in these activities, students do better. He was committed to make a
difference in his learning community and set out to develop a plan that would provide instructional leadership
for his staff.
Silas began by reviewing the school and state achievement data with his staff and shared trends in student
achievement that he was seeing for each grade level. He also met individually with teachers as well as with
grade-level teams to talk about the findings and to begin to develop a culture of inquiry by the way he asked
questions which caused teachers to reflect upon and analyze not just the student data (effect data) but also
how their adult actions were impacting student achievement in the school (cause data). These formal and
informal meetings provided Silas specific feedback from teachers about what they know and understand
regarding high yield instructional practices and how they use formative assessment data to make mid course
corrections. Additionally, he was able to share in a non-threatening manner, feedback regarding the consistent
use of instructional practices he was seeing throughout the school and the positive or negative impact on
student achievement. Silas received such positive feedback from his staff about these meetings and how the
conversations were taking their teaching to a whole new level that he made a schedule that would continue
these meetings bi-weekly. Silas knew that this was the best job embedded professional development he could
offer his staff.
An additional conversation that Silas had early on with his staff was regarding the development of a feedback
model. A model that would provide timely, accurate, and consistent public as well as private recognition of the
appropriate use of high effect size strategies as well provide coaching suggestions for midcourse corrections.
The model not only included the use of the formal district evaluation system but also informal systems, such as
weekly focused classroom walkthroughs with both cause and effect data recorded and charted, opportunity for
teachers to observe each other and to provide constructive feedback and the use of teacher-self assessment
data.
In early spring, when Silas and his staff were looking at setting goals and expectations for next year they found
it to be an exciting and rewarding process. The staff no longer felt fragmented and knew their focus would be
on using formative assessments to direct their teaching decisions and on the continued use of high yield
instructional practices. Receiving and giving feedback had become a norm at Ocean Bay Elementary and the
feedback loops were in place to ensure that everyone in the organization received positive and corrective
feedback that was focused on their specific goals.
Peruse the FSLA Matrix and assess Silas’s performance in Domain 2, Indicator 4.3: High effect size strategies.
Make mental notes and be prepared to respond as to the reason for your score on that dimension. Please be
prepared to report out in 15 minutes.
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High School Case Study 2: Candice 4.2
Feedback Practices
Candice loved her work as principal of Twin Peaks High School for the past five years and felt very good about
her relationships with the staff. The former principal was a strong instructional leader, which sometimes proved
intimidating for Candice in her early years. Since that time, she had found her niche in leadership and
celebrated how this had impacted her school in a positive manner. Candice’s passion for instructional coaching
was evident as she provided both formal and informal opportunities for teachers to be reflective about their
instructional practices.
During meetings with the team, Candice often had the chance to interact with staff in an informal manner,
which offset the more formal opportunities she had to provide individual feedback to teachers. As teams of
teachers worked together, Candice took the time to listen and enter the dialogue for extended periods of time.
She found this much more effective than spending short periods of time, potentially risking the loss of content
by arriving in the middle of conversations. Oftentimes during these team meetings, results were examined and
strategies were developed to improve instructional outcomes. Although Candice could easily focus on positive
feedback to rally the troops, she made sure that a balance of feedback types were provided so that continuous
growth could be encouraged.
In addition to these team conversations, Candice utilized a system for drop-in classroom visits, which allowed
her to gather a few quality observations that could be shared with individual teachers later in the day. Often
Candice also jotted some written notes down for the teacher to refer to after their informal dialogue. Although
making time for these short conversations could be challenging, Candice found that targeted feedback followed
by an inquiry question only took 5 minutes and often resulted in a positive change in practice within the week.
Candice typically focused her data collection around effective use of the instructional strategies as well as
possible misconceptions regarding the use of the strategies. Additionally, these short formative visits provided
great insight into the collective progress the staff was making toward reaching their school improvement goals.
These informal opportunities provided a balance to the more formal visits she made to classrooms as a part of
the district evaluation expectations. During these visits, Candice tended to focus more on observations directly
connected to the desired area of feedback identified by the teacher during their pre-observation conferences.
After spending an extended time in each teacher’s classroom, Candice was able to provide very specific
feedback and coaching during the post observation conference. Whereas her drop-in visits were focused on
either content or processes, these more formal observations could target the nuances of how content and
process work together to produce more effective lessons. During post-conferences Candice also took time to
tie the observation feedback to the teacher’s self-evaluation, which continued to be modified by the teacher as
they grew professionally.
The opportunities to engage in feedback with teachers also contributed to Candice’s own professional growth.
She found these conversations extremely valuable as she made her own mid-course corrections as a result of
the feedback provided to her while meeting with teams and individuals. When she pulled together monitoring
data for reporting out on school improvement plan progress, it was these conversations that provided a
backstory that could be shared with staff along with numerical results.
In addition to encouraging reflective practice among her staff, Candice had enhanced her own reflective
practice through the intentional use of classroom visits and targeted conversations with staff. Strangely
enough, Candice had discovered that dedicating about 20 hours a week to this work helped eliminate some of
the issues around culture and morale that hijacked her time during her first couple of years as a principal.
Peruse the FSLA Matrix and assess Candice’s performance in Domain 2, Indicator 4.2: Feedback Practices.
Make mental notes and be prepared to respond as to the reason for your score on that dimension. Please be
prepared to report out in 15 minutes.
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Learning Activity #7
As a table group talk through the similarities and differences between the new Principal Evaluation
and Teacher Evaluation.
As a group create a non-linguistic metaphorical depiction of how these two evaluation systems will
work together to improve student achievement and foster professional growth.

Similarities

2012 The Leadership and Learning Center

Differences

Page 25

The Florida School Leader Assessment System
Technical Assistance
Charlotte County School District
June 4-5
Agenda
Day 2


8:00-8:30

Welcome, Overview and Grounding



8:30-9:45

Feedback and Coaching



9:45-10:00

Break



10:00-11:00

Deliberate Practice
o Review
o Compare/Contrast with AGP



11:00-11:30

Scoring Leadership Practice
o Scenarios



11:30-12:30

Lunch



12:30-1:15

Scoring Leadership Practice
o Scenarios



1:15-1:45

Managing It All Part I
o Implementation
o Managing the Initiative



1:45-2:00

Break



2:00-2:40

Managing It All Part II
o Ideas for Managing it All



2:40-3:00

Closing and Reflection for Day 2
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Learning Activity #8
Individual Reflective Writing Then Share with Partner
Consider the evaluation feedback you have given in the past. In light of the research, what might
you change in the future with regard to feedback?
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FSLA Coaching Protocol
Purpose of the Coaching Protocol
This protocol is useful as a coaching tool to support a leader’s thinking, problem solving, and goal achievement
within the Florida School Leaders Assessment (FSLA) Coaching Protocol. Increased expertise and
effectiveness in planning, reflecting and decision-making, and continual professional development are the
outcomes of a coaching relationship.
Use of the Coaching Protocol
Skillful coaching by the leader’s supervisor supports the leader in accessing internal resources and capacities
for self-directed learning. In this sense, the coach “referees” the leader’s thinking and supports construction of
new understandings. The protocol can be repeated for multiple domains of the FSLA System.
Coaching Protocol “Moves”
In our work with clients at The Center we have found that highly skilled supervisors will simultaneously use
three coaching “moves” (refer to the middle column of the FSLA Coaching Protocol) to increase leader’s
expertise and effectiveness in planning, reflecting and decision-making, and continual professional
development (i.e., Delayed Response, Rephrasing, and Exploring). While these three coaching moves are not
the only process skills (Smith, 2011) that effective supervisors should have within their repertoire of skills, this
trio of process skills, when used artfully, form the basic conversational lubricant that ensure effective
interaction between supervisors and the leaders with whom they are working to improve their performance.
Brief descriptions of these three coaching moves follow.
Delayed Response. This process skill is grounded in the “wait time” research of Mary Budd Rowe (1972) and,
more recently, the “think time” research conducted by Robert Stahl (1994). Wait time is the period of silence
that follows teacher questions and students’ completed responses. What Rowe discovered in her research was
that teacher “wait time” rarely lasted more than 1.5 seconds in typical classrooms. More importantly, she
discovered, that when these periods of teacher silence lasted at least three seconds, many positive things
happened to students’ and teachers’ behaviors and attitudes. For instance, when students are provided with
three or more seconds of undisturbed “wait time” after a question is asked and before they are asked to
respond to it, there are certain positive outcomes:
 The length and correctness of student responses increase.
 The number of “I don’t know” as well as “no answer” responses decreases
 The number of volunteered, appropriate answers by larger numbers of students greatly increases
 The scores of students on academic achievement tests tend to increase
Similarly, when teachers wait patiently in silence for three or more seconds after students have responded to a
question before asking another question, positive changes in their own teacher behaviors also occur:
 Their questioning strategies tend to be more varied and flexible.
 They decrease the quantity and increase the quality and variety of their questions.
 They ask additional questions that require more complex information processing and higher-level thinking
on the part of students.
Simply put, thinking takes time. Moreover, high-level thinking takes even more time. For example, Pezdek and
Miceli (1982) found that it took some third-grade students, on one particular task, 15 seconds to integrate
pictorial and verbal information. The point is that learning cannot be rushed.
Rephrasing. Rephrasing is perhaps one of the most valuable process skills in a supervisor’s conversational
toolbox. By definition, rephrasing simply is the restatement of a text, passage, conversation, or work giving the
meaning in another form. This processing skill, when used by the supervisor within a coaching setting, requires
two things: listening to understand and attempting to see the other person’s point of view (Covey, 1991).
The architecture of a well-designed rephrase includes three structural supports. To begin with, a good
rephrase reflects the speaker’s content back to the speaker for further consideration. Next, it replicates the
speaker’s emotion about the content. Last, it constructs retainers that hold the speaker’s thought processes, as
reflected in Figure 7.1. When supervisors consciously use well-designed rephrases they communicate to the
leader a desire to listen, they establish rapport between themselves and the speaker (leader), and they gain
permission to explore (the next process skill to be described) for additional details, examples, and greater
precision of thinking.
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Page 28

Reflect
Content

Rephrase

Retain
Thought

Replicate
Emotion

Figure 7.1: Architecture of a Well-Designed Rephrase
Here are several examples of sentence stems that can be used to begin a rephrase (notice that the use of the
personal pronouns “I” and “me,” as in “I hear you saying …,” or “Let me see if this is what you mean …,” is
avoided, because the use of these first-person pronouns directs the attention away from the speaker to the one
rephrasing. In addition, the use of personal pronouns communicates intent on the part of the listener to
interpret, rather than reflect, the speaker’s thoughts back to the speaker for further consideration):
• You are concerned about …
• On the one hand, you think we should
start now, but on the other hand …
• You value …
• So, your short-term goal is …
• So far, you have identified three
qualities …

• In other words, …
• You are noticing that …
• An assumption you are making is …
• You are feeling …
• So, you believe that our objective is to
…
• You are suggesting that we …

You're concerned
about ...
You regret ...

So, you are
exploring two
possible goals,
one in math and
the other in
science ...
It seems as if you
are suggesting a
sequence to our
hiring process ...
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Shift Level of Abstraction

In other words ...

Summarize/Organize

Acknowledge/Clarify

There are three basic types of rephrases (depicted in Figure 7.2). Supervisors who become skillful in their use
of the three types of rephrases will increase the range of possible responses from leaders, and at the same
time will support understanding, relationship, and learning. The three types of rephrases acknowledge and
clarify thinking, summarize and organize thinking, and shift another’s level of abstraction.

In other words,
a(n) _______ for
you is ...
Shifting Up:

value, belief, goal,
assumption
Shifting down:
example, action
step, option
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Exploring. The exploring through asking questions process skill joins delaying response and rephrasing within
supervisor’s toolboxes to enable them to serve as facilitators of growth for their evaluatees and to aid in the
successful completion of the leader’s tasks as s/he explores ideas, analyzes cause and effect data, develops
goals and strategies for improvement, monitors his or her collective efforts, and makes adjustments to practice
based on the results.
In addition to providing those implementing the FSLA System a “Conversation Map” to help structure those
brief 15-20 minute coaching sessions throughout the school year, we have also provided a series of coaching
questions by “Indicator” (in the FSLA State Model Principal Evaluation Template). The coaching questions are
helpful as they serve to provide a series of questions that supervisors can pose during coaching sessions,
which cause leaders to think about those leadership practices they should be considering in order to move
from one performance level to the next higher performance level. For example, a principal who is operating at
the “Needs Improvement” level (i.e., The district teacher evaluation system is being implemented but the
process is focused on procedural compliance rather than improving faculty proficiency on instructional
strategies that impact student achievement.) within Indicator 3.6 of Domain 2.0 might find it helpful to think
about ways they might restructure their use of time so that they spend enough time on monitoring the
proficiency of instructional practices and giving feedback to be an effective support for the faculty, which could
move the leader from “Needs Improvement” to “Effective” in this Indicator.
Therefore, the question or questions that are situated in a particular performance level (i.e., Highly Effective,
Effective, Needs Improvement, and Unsatisfactory) are designed to stir the evaluatee’s thinking about
leadership performance that might help them move from the lower performance level to the higher
performance level within that Indicator. It is also important to note that these questions should not be viewed as
an exhaustive list, rather samples of questions that could be posed to the leader. We would therefore
encourage you to add to this list as you discover your own versions that awaken the thinking of your
evaluatees about how they might begin thinking about future leadership practices.
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The FSLA Coaching Protocol
Purpose: This protocol is useful as a coaching tool to support a leader’s thinking, problem solving, and goal
achievement within the Florida School Leader Assessment (FSLA) Coaching Protocol. Increased expertise and
effectiveness in planning, reflecting and decision-making, and continual professional development are the
outcomes of a coaching relationship.
Use: Skillful coaching by the leader’s supervisor supports the leader in accessing internal resources and
capacities for self-directed learning. In this sense, the coach “referees” the leader’s thinking and supports
construction of new understandings. The protocol can be repeated for multiple Performance Areas and
Indicators within the FSLA.
Planning Protocol Elements

Coaching Moves

Reflecting Protocol Elements

Planning queries:
 As you think about your selfassessment using the FSLA Long
Forms, what are some areas of
focus that come to mind?
 As you plan for this improvement
effort, what are some of the
outcomes that are important to
you?
5 minutes
Indicators and evidence of success
queries:
 What do you anticipate you will
see or hear as your outcomes are
being achieved?
 What types of data might you
gather to determine your success?
 How might you depict or chart the
relationship of this data to
instructional practices and student
achievement?
5 minutes

Active Listening
 Listen fully with the intention to
understand the principal and
support learning.
Use wait time research
 Allow time for thinking, elaboration,
and to frame your own responses
to the principal.
Rephrasing
 Use rephrasing to acknowledge
and clarify speaker’s content,
emotions, and logical level.
 Use reflective comments that help
summarize and organize others’
thoughts.
 Use reflective comments that
move others’ thinking to a higher
or lower logical level.
 Use non-verbal communication to
enhance the reflective statement.

Recollections and impressions
queries:
 As you reflect on your efforts to
implement your professional
growth plan, what are some things
that come to mind?

5 minutes
Supporting factors (data) queries:
 What are some specific
recollections (data) that come to
mind that support your thinking?
 What are some factors that
influenced what happened?
 Given these impressions, what
might we talk about today that
would be most useful to you and
your implementation efforts?
5 minutes

Reflection Questions for Indicator 4.2
Highly Effective

Effective

How frequently do teachers recognize
that your feedback is directly linked to
improving both their personal
performance and that of the school?
What might you do to ensure that they
see this important connection?

What are some examples of focused,
constructive, and meaningful feedback
that you provide to your staff? How
does this support their learning?
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Needs Improvement
In what ways do you currently
recognize faculty in providing
feedback and affirmation to them?
To what extent do you acknowledge
the efforts of teams, as well as that of
individuals?

Unsatisfactory
How can frequent, focused, and
constructive feedback support
teachers in improving their
instructional practice?
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The FSLA Coaching Protocol (continued)
Planning Protocol Elements

Coaching Moves (continued)

Reflecting Protocol Elements

Approaches, strategies, and
resources queries:
 Given this opportunity to think
through your growth plan, what
are some specific leadership
strategies-in-action you might
take that would help you achieve
your desired results?

Exploring
 Search for agreement on the
meaning of words.
 Ask questions to clarify facts, ideas,
and narratives.
 Ask questions to clarify explanations,
implications, and consequences.
 Ask questions to surface
assumptions, points of view, beliefs,
or values.

Comparison queries:
 How would you describe any
differences between what you
planned and what occurred?
 What are some things that
happened for which you hadn’t
planned?
 As you reflect on your
improvement efforts, what are
some things you are noticing
about your own reactions to this
work?
5 minutes

5 minutes

Potential factors and concerns
queries:
 What are some factors that might
influence your plan?
 What are some variables that
might influence your actions and
outcomes?

Personal learning, applications, and
generalizations:
Planning








What are some
ways this
conversation
has helped to
support your
thinking?
What do you
want to be
most aware of
as you begin
this
improvement
effort?
How might this
experience
connect with
previous and
future events?
How might I
best support
your work?

Reflecting






What might be
some of the
things you are
taking away
from this
experience
that will
influence your
leadership
practice in the
future?
What are
some things
you are
learning about
yourself?
How might I
best support
your work?

Cause-effect relationship queries:
 What are some possible
relationships between these
events?
 What sequence of events might
have led to that?
 What are some factors that may
have affected the outcomes?

Reflection Questions for Indicator 4.3
Reflection Questions
Highly Effective
How frequently do teachers recognize
that your feedback is directly linked to
improving both their personal
performance on high effect size
strategies and as well as the
organizational performance?

Effective
What are some examples of focused,
constructive, and meaningful feedback
on high effect size strategies that you
provide to your staff? How does this
support their learning?

What might you do to ensure that they
see this important connection?
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Needs Improvement

Unsatisfactory

In what ways do you currently
recognize faculty in providing
feedback and affirmation to them on
high effect size strategies?

How can frequent, focused, and
constructive feedback support
teachers in improving their
instructional practice?

To what extent do you acknowledge
the efforts of teams, as well as that of
individuals?
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Deliberate Practice: The leader’s work on specific improvements in mastery of educational leadership is a separate
metric and is combined with the FSLA Domain Scores to determine a summative leadership practice score. The
Deliberate Practice will replace the Administrator Growth Plan beginning with the school year 2012-2013.

Deliberate Practice (DP)
Proficiency Area(s) and Goals(s) for School Leader Growth
Deliberate Practice Priorities: The leader and the evaluator identify 3 specific and measurable priority learning
goals related to teaching, learning, or school leadership practices that impact student learning growth.
 The target of a deliberate practice process describes an intended result and will include “scales” or
progress points that guide the leader toward highly effective levels of personal mastery;
 The leader takes actions to make discernible progress on those priority goals; monitors progress toward
them, uses the monitoring data to make adjustments to practice, and provides measurable evidence of
growth in personal mastery of the targeted priorities.
 The evaluator monitors progress and provides feedback.
 The targets are “thin slices” of specific gains sought – not broad overviews or long term goals taking years
to accomplish.
Relationship to other measures of professional learning: Whereas FSLA indicator 4.5 addresses the leader’s
involvement with professional learning focused on faculty needs and indicator 10.2 addresses the leader’s
pursuant of learning aligned with a range of school needs, the Deliberate Practice targets are more specific and
deeper learning related to teaching, learning, or school leadership practices that impact student learning. The DP
learning processes establish career-long patterns of continuous improvement and lead to high quality instructional
leadership.
Selecting Growth Targets:
Growth target 1: An issue that addresses a school improvement need related to student learning and either
selected by the district or approved by leader’s supervisor. The focus should be on complex issues that take some
time to master such as providing observation and feedback of high-effect size instructional practices. Growth
target 2: An issue related to a knowledge base or skill set relevant to instructional leadership selected by leader.
Growth target 3-4: Optional: additional issues as appropriate.
 The addition of more targets should involve estimates of the time needed to accomplish targets 1 and 2.
Where targets 1 and 2 are projected for mastery in less than half of a school year, identify additional
target(s).
The description of a target should be modeled along the lines of learning goals.
 A concise description (rubric) of what the leader will know or be able to do
 Of sufficient substance to take at least 6 weeks to accomplish
 Includes scales or progressive levels of progress that mark progress toward mastery of the goal
Rating Scheme
 Unsatisfactory = no significant effort to work on the targets
 Needs Improvement = evidence some of the progress points were accomplished but not all of the targets
 Effective = target accomplished
 Highly effective = exceeded the targets and able to share what was learned with others
Sample of Scales or Progressive Levels:
Target: Leader will be able to provide feedback to classroom teachers on the effectiveness of learning goals with
scales in focusing student engagement on mastery of state standards.
Scales:
Level 3: Leader develops and implements a process for monitoring the alignment of classroom assessments to
track trends in student success on learning goals. 23
Level 2: Leader develops and implements a process for routinely visits classes and engaging students in discussion
on what they are learning and compares student perceptions with teacher’s learning goals.
Level 1: Leader can locate standards in the state course description for each course taught at the school and
completes the on-line module on Learning Goals (both at www.floridastandards.org) and engages teachers in
discussion on how they align instruction and learning goals with course standards.
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Charlotte County School District
School Leader Evaluation System
Deliberate Practice Growth Target
School Leader’s Name and
Position:_____________________________________________________________________________________
Principal Assessment Leader (PAL) or Evaluator’s Name and Position:
_________________________________________________________________________________________
Target for school year: 2012-13 Date Growth Targets Approved:
___________________________________________________________
School Leader’s Signature: _______________________________________
PAL or Evaluator’s Signature___________________________________
Deliberate Practice Growth Target #: ___ (Insert target identification number here, the check one category below)
( ) District Growth Target

( ) School Growth Target

( ) Leader’s Growth target

Focus issue(s): Why is the target worth pursuing?

Growth Target: Describe what you expect to know or be able to do as a result of this professional learning effort.
Anticipated Gain(s): What do you hope to learn?


Plan of Action: A general description of how you will go about accomplishing the target.
Progress Points: List progress points or steps toward fulfilling your goal that enable you to monitor your progress. If you goal
1.
2.
3
Notes:
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Learning Activity #12
High School Case Study: Joseph 7.1
Leadership Team
Joseph never felt his leadership as a principal was taken for granted, even given the number of years he had
served in the role. Many people had encouraged him to step into a district leadership position over the course
of his tenure at Flaming Gorge High School, but he was content. Joseph had seen many leaders develop their
wings at Flaming Gorge, and he was proud to say that he had been a part of that legacy. Many of the staff
members he mentored now served in ongoing leadership positions in his school. Any of these leaders, when
asked, would cite the mentoring Joseph provided as pivotal in their own careers. Joseph attributed this to his
keen eye for recognizing leadership talent in others. Not everyone had this natural tendency for success as
leaders.
One of the primary responsibilities Joseph took on each year was to facilitate Data Team (small teams that
strategically improve practice through the use of data) Leader meetings. Many of the leaders had aspirations
for administrative positions and Joseph was eager to work with them to develop their leadership skills further.
For some potential leaders, this meant Joseph was finding specific duties in the building that these department
leaders could take on that would not only provide them with leadership experience, but would also benefit the
school through additional support.
Joseph ensured that leaders roles and responsibilities were identified and that the additional contribution for
their work was recognized and encouraged through staff announcements as well as informally throughout the
building. He often sought these leaders out as potential resources for advice on school improvement plans as
well as professional development for staff. Most of these leaders were also included in the Building Data Team
(small groups of teachers who evaluate both cause and effect data within the school), which offered a more
formal opportunity for them to influence the direction of the school.
This year, Joseph had the opportunity to work with a teacher who was not new to teaching, but certainly new to
Flaming Gorge. Layla came from a district that had a much greater level of poverty than what most teachers in
Joseph’s district had experienced in the past. It was interesting to see how her background knowledge both
honored and challenged the other Data Team Leaders. She was quite skillful at sharing ideas for meeting the
needs of students who came from more challenging backgrounds, without making her peers feel as if they
were unable to understand such diverse demographics. When Joseph began to talk with Layla one-on-one
after regular department meetings, he discovered that she had intentionally moved to Flaming Gorge to
position herself for entry into the district’s leadership cohort. This principal licensure cohort was only open to
district teaching staff, but was known across the state for the quality of instructors who served as visiting
faculty for the program.
Once Joseph learned about Layla’s plans, he made sure that he provided an easy path into the program.
Given Layla’s unknown status in the district, Joseph spoke with the coordinators of the principal cohorts to
ensure that they understood Layla’s potential. Given the number of developing administrators he had
connected to the program, Joseph had developed a collegial relationship with the coordinators over the years.
Layla was thrilled when she learned of her entry into the next principal cohort and immediately identified
administration projects she might work on at Flaming Gorge to earn her internship hours and develop her skills
further as a leader. Joseph provided support to Layla throughout this process. One of these projects included
integrating instructional leadership development into the existing teacher evaluation tool. This revised tool
helped develop a culture of distributive leadership throughout the Flaming Gorge staff. Both Layla and Joseph
were passionate about developing leaders, and were pleased to by see the results of the application of this
new tool to teacher evaluations.
After Layla completed her first year of the principal cohort, both she and Joseph sat down with director of high
schools to debrief. Both were pleased to hear the praise that the director had to offer for their work on the
evaluation tool. Joseph was reminded once again of how much he loved his job. He knew he was impacting
students through his work developing leaders and had a more global impact on students.
2012 The Leadership and Learning Center

Page 35

Peruse the FSLA Matrix and assess Joseph’s performance in Domain 3, Indicator 7.10: Leadership Team.
Make mental notes and be prepared to respond as to the reason for your score on that dimension. Please be
prepared to report out in 15 minutes.

Middle School Case Study: Patricia 10.2
Professional Learning
Patricia is a fifth year principal at Whiteland Middle School. Patricia is a principal leader in her school district;
she is one of five middle school principals in this very large, urban school system. Patricia recently
implemented the data team process at every grade level and department. Patricia’s main focus this year is to
close the achievement gap for English Learners.
Patricia recently attended Accelerating Academic Achievement for English Learners Seminar hosted by The
Leadership and Learning Center in Denver, CO. Whiteland’s data indicate that there is a need for sheltered
instruction in the core classes for the English Learners. After analyzing her achievement data, Patricia began
researching current instructional practices that increased student achievement for English Learners. Patricia
quickly learned that sheltered instruction should be a professional development focus for her middle school.
Because of her new learning, she created monthly, job-embedded professional development that focused on
teaching the five domains of language, sheltered strategies, and cooperative learning practices.
The professional development also consisted of modeled lessons and collaborative teaching. Patricia created
a framework of professional development to include “teachers teaching teachers” where the professional
learning was on- going and facilitated by the practitioners’ in the internal field. Patricia identified the expert
teachers who routinely incorporated best practices for English Learners and conducted monthly meetings
where they discussed effective teaching practices. She also shared with the teacher leaders during her
meetings what the research said and what other schools and school districts are doing for their English
Learners. Patricia has also taught the team how to use the data team process to identify what specific
instructional strategies should be used for the English Learners. She believes in working smarter not harder
and “killing two birds, with one stone”. Patricia always gives an update to her supervisor and her fellow
principal colleagues at the middle schools principals’ meetings, held monthly, on the progress that is being
made regarding the English Learners.
Not only did Patricia include what is being done throughout her school during the principal’s meetings, she also
gave a report at the cabinet meeting to her superintendent. Patricia and her teacher leaders created an
observation protocol for all of the teaching strategies for English Learners. Therefore, Patricia created data
tables to show that there was a direct correlation between sheltered instructional strategies and the increase in
student achievement for the English Learners. Patricia was very proud of her work toward closing the
achievement gap of English Learners.
Peruse the FSLA Matrix and assess Patricia’s performance in Domain 4 –Professional and Ethical Behavior;
Proficiency Area 10.0 – Professional and Ethical Behavior Professional and Ethical Behavior; Indicator 10.2:
Professional Learning. Make mental notes and be prepared to respond individually as to the reason for your
score on that dimension. Please be prepared to report out in 15 minutes.
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Learning Activity #14
Middle School Case Study: Martha 7.1
Leadership Team
Martha is a second-year principal at Newburg Middle School. She was a very motivated teacher who believed
that it was her responsibility to ensure the success of her students, regardless of their limitations in learning.
She was the department chair at Howard High School for eight years prior to becoming an assistant principal
for three years at Jefferson Middle School. Martha believes in distributed leadership and empowering others
within the organization in order to create synergy among all.
Martha meets every Monday morning before students arrive with her Data Team, consisting of the three
assistant principals, teachers, and her two counselors. Martha identifies teachers in her school who have the
potential to become extraordinary leaders based on how they interact with other teachers, students, and
parents, but has not implemented any systemic process for identifying emergent leaders.
Although Martha has made some of the teachers aware of their potential leadership qualities, she has not
engaged them in leadership roles or activities. The roles and responsibilities of the leadership team for this
year have been defined, but there is currently no application process in place for teachers to apply or
opportunities for them to train or be trained for a leadership position. Some of the responsibilities of the
leadership team are to promote collaboration, lead professional learning on the Data Teams process, and to
pilot the positive behavior support system. The leadership team’s mission is to increase student achievement
by empowering the teachers to positively lead, learn, and love. By this, some of the teachers have
demonstrated these characteristics among their colleagues as well as in their classrooms. They have also
encouraged their students to exhibit these same behaviors.
Martha builds relationships with her Data Team in order to demonstrate to them that she cares about who each
one is as a person. Some of the members of her team have expressed their interest in an opportunity to take
on a leadership role in other areas within the school; however, Martha hasn’t taken the time to create
opportunities for each of them to share instructional or environmental successes from the previous week. Many
of the teachers on the team feel that Martha is just their principal and that there are few times if any that she
has provided mentorship to them. They want to be future leaders but have not had much positive influence
from her. During the Data Team meeting, Martha presents student achievement data and teacher
implementation of initiative data. After data is presented, the teachers that Martha identified as potential
leaders want to proceed with planning the professional development sessions and/or reflect on the next steps
for the professional learning focus. However, they feel less empowered to serve as leaders because of the lack
of support they receive from Martha. They would like to feel that leadership development is supported and
encouraged from their principal. The teachers would also like to undergo training and/or a mentorship program
from their principal that would prepare them for school improvement and leadership roles. Martha regularly
provides training with the teachers who have already been assigned leadership functions, but other staff
(specifically, those who she feels have leadership potentials), are not included. This type of behavior from
Martha limits the opportunities for her to identify and coach emerging leaders to assume greater
responsibilities.
Peruse the FSLA Matrix and assess Martha’s performance in Domain 3.0- Organizational Leadership;
Proficiency Area 7-Leadership Development; Indicator 7.1: Leadership Team. Make mental notes and be
prepared to respond as to the reason for your score on that dimension. Please be prepared to report out in 15
minutes.
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Elementary Case Study: Mary Beth 10.2
professional Professional Learning
Mary Beth had secured her undergraduate degree in elementary education, her master’s in administration, and
had met the qualification for elementary principal certification. She had been a practicing elementary principal
for five years prior and quit to raise her family. Now finding herself single, with two children still in school, and
plus with having over-whelming financial obligations, she was forced back into the job market. After confiding in
and discussing her situation with her friend Shirley, who is a principal in the neighboring school district, she
learned that an administrative position would give her the resources she needed, help her meet new friends,
and get back into a job that she truly loved.
After receiving a strong recommendation from Shirley, Mary Beth was put in the administrative pool and
interviewed for several positions. Reality quickly set in when she was hired as an elementary principal in an
inner-city neighborhood that was overwhelmed known for high poverty, crime, and low-test scores. Within her
first week, Mary Beth felt very uncomfortable and lacked confidence in her new role. It was evident that her
leadership skill set was out dated and she did not have the contemporary instructional background needed to
support her new school community. She was reluctant to talk with her supervisor about her concerns because
she was afraid that the district would lose confidence in her and question their hiring decision. Yet, she had
little few personal experiences to draw from and knew that, without guidance, she would not be successful.
After many restless nights, Marybeth called her principal friend Shirley and once again confided in her. Shirley
agreed to be her mentor and to help her develop a plan to get the skills she needed to be successful. Mary
Beth was not a quitter; she knew how to manage a school and would focus her time on the day-to-day
operations of the building and getting to know her staff and community. She felt confident that once she was
established as the new principal, the instructional learning and professional development would come as a
result of her work with her staff and Shirley.
Shirley sent Mary Beth a list of professional development opportunities the district was offering and
encouraged Mary Beth to attend. She signed up for six sessions to be held over the first semester focused on
Instructional Leadership Practices, the Common Core State Standards and Professional Learning
Communities. She also scheduled several professional development sessions to be held for her staff at the
school focused on their writing goal and was excited that she would be able to attend and learn along side her
teachers. Mary Beth and Shirley agreed that after each session they would get together to reflect upon the
learning and to talk about direct application back to her school.
Raising two children on her own and working long hours at the school, Mary Beth was quickly becoming
overwhelmed and tired. When she attended the district and staff professional development she struggled to
fully engage and to be an active participant in the learning. As a result when she met with Shirley, she
struggled to reflect deeply on her learning experiences and was having difficulty giving specific examples as to
how she could apply the learning to her school setting. Shirley was a great coach and mentor and as a result
was able to help Mary Beth see that while she did not feel like she was making huge gains regarding becoming
an instructional leader for her staff, she was indeed making small and sustainable improvements.
As her first semester progressed as principal, Mary Beth started to feel more confident in her skills and was
beginning to receive positive feedback from her teachers regarding their appreciation for scheduling of the
writing workshops. Thus, when it came time for her first formal observation from her district administrator, and
time to review her professional growth plan, Mary Beth was able to reflect upon her learning thus far and the
impact her leadership was having on her staff.
Peruse the MLP Matrix and assess Mary Beth’s performance in Domain 9 10.2: Professional Learning. Make
mental notes and be prepared to respond as to the reason for your score on that dimension. Please be
prepared to report out in 15 minutes.
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Learning Activity #16
Concluding Thoughts
Based upon your experiences today in this Technical Assistance Workshop…

What “squares”
with your
thinking?

1)
3 points
you are
taking
away?

2)

3)
What is still
going
“around” in
your mind?
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