Planning for Iowa Individual Professional Development Plan for Administrators

Developed collaboratively between administrator and supervisor

Name:
  Ima Administrator
Role/Position:  Director of Curriculum  District:  Best Community School District    AEA: 21
District or Building Focus

General District Goal Area (from CSIP or other improvement plan) If using a goal area not included in a plan, include data that show the need for focusing your leadership actions in this area.

District Goal Area:  Increased proficiency of all students in reading and math. 


 Specific School or District Goal (for above general goal area)

District Goal:  By May 20, 2012, all students will be proficient in reading and math as evidenced by ITBS/ITED scores.
Rationale for Individual Professional Development Plan:  

The primary responsibility of central office staff members is to develop the collective capacity of the organization to assure that all students are successful.  These individuals accomplish this through various functions in their work, and I see a need to focus on system-wide process for addressing change.
Leaders of Change:  Central office personnel nurture schools, educators, and stakeholders through the change process to achieve desired results.

 Identification of Current Reality:  Summarize the current reality that led you to the identified focus of your individual growth plan, including the evidence to determine the current reality.

	Current Reality
	Evidence to Support Current Reality

	· Experience with change varies with administrators in the district.  Some admit they do it intuitively, others have been trained in change, and others admit they rely on others to help them with change.

· Some administrators have participated in balanced leadership where first- and second-order change were addressed, but turnover in the district leaves all of us without a common language or process in addressing change.
· There is no consistent understanding or implementation of  change in the district.  Principals and central office staff lack common knowledge and skills in change processes and success of initiatives or programs is often closely related to skills of those responsible for the change.    
· Desire of principals and central office staff to address change in a consistent manner and with increased results that benefit students. 
	· Building and district observations and district-wide survey of administrators

· List of participants and survey of administrators

· Discussions with principals and central office staff, survey of administrators

· Surveys and focused conversations of administrators 



Identification of Desired State:  Summarize the desired state and the evidence you would accept that the desired state is achieved.

	Desired State
	Evidence for Achievement

	· Common definition and understanding of change

· Definition

· Identification of best practices in change

· Identification and understanding of use of tools for change

· Strategies for coaching self and others in change
· Principals/Leadership Teams and central office consistently use monitor the impact of change and use appropriate tools and strategies to assure the change results in the positive impact on student learning.
· Increase in success of students 
	· Observation and survey

· Summary of training of administrators on  change; summary of coaching and feedback on change; focused conversations with administrators; supervisor’s observations 

· Review of student success data



Gap Analysis:  Summarize the gap between the desired state and the current reality, keeping in mind your own needs to assure the gap is eliminated.

	Gap Analysis
	Evidence for Achievement

	· Need for common definition and understanding of change
· Definition

· Identification of best practices in change

· Identification and understanding of use of tools for change

· Strategies for coaching self and others in change
· My own development in understanding, developing, and coaching in area of change
· Development of administrators in understanding and using best practices (e.g., tools, strategies) in change
· Increase in success of students 
	· Observation and survey

· Summary/Reflection on learning, presentations, and coaching; observations by supervisor
· Observations/Video clips of administrators participating in learning on change, including coaching and feedback opportunities; focused conversations with/ surveys of administrators

· Formative and summative data; conversation summaries with students



Development of Personal KASAB:  What are the Knowledge, Attitude, Skills, Aspirations, and Behaviors that I need to demonstrate to assure we are moving toward our desired state in this district? 
	Type of Change
	My KASAB – Defining the Impact
	Evidence of Attainment

	Knowledge
Knowledge is the factual information.
	· Clear definition and understanding of change
· Definition of change and identification of best practices in change

· Identification of tools and strategies for change

· Identification of coaching strategies for change


	· Books/Articles read

· Registrations/Reflections on participation in conferences and learning opportunities

	Attitude
Attitudes are the beliefs we want to have.
	· Belief that change can be completed based on best practices and done consistently and effectively  to have a positive impact on the learning of students and the teaching by instructors
	· Observation by supervisor

· Survey of administrators

· Personal reflections

	Skill
Skills are the capacities we want to acquire.
	· Skills in using strategies and tools for change based on best practices for positive impact on student learning.

· Skills in teaching and coaching of administrators in change process
	· Summary of/Reflections on evidence of change in use of tools and strategies

· Video clips of presentations and coaching of administrators in change

· Observations by supervisor

	Aspiration
Aspirations are the desires we want to have.
	· Desire to have all administrators across the district address change based on best practices.   
	· Observations by supervisor of my commitment to “make it happen”

· Surveys of administrators addressing my commitment to “make it happen”

	Behavior
Behaviors are the consistent application of the knowledge and skills that are driven by my attitude and aspirations.
	· Consistently teaching and coaching administrators in change based on best practices  
	· Presentation/Video clips of teaching and coaching

· Observations by supervisor

· Surveys of administrators

· Summaries/Reflections on change and its impact on initiatives


Identification of SMART Goal:  Based on the KASAB, determine your goal.  Make sure it is Specific, Measurable, Attainable, Results-Based, and Time-bound.
Goal:  By May 20, 2012, I will model for and coach building leaders to assure consistency in use of best practices, concepts, and tools of change as evidenced by guidelines for change process, quarterly summaries of presentations and feedback, quarterly review and evaluation of video clips of modeling and coaching principals and teams in change process, guidelines for establishing protocols, and additional protocols. 


Brainstorming: Identify the actions and activities that could lead to the achievement of the goal, based on your KASAB, a timeline, and the appropriate data that would provide evidence of achievement.  
	ISSL


	Actions/Activities

	Dates


	Review

Date(s)


	Evidence of Attainment


	1 and 2
	Knowledge and Skills:  increase knowledge and skills in addressing change
· Actively participate in the AEA curriculum network and learning opportunities focused on change.

· Participate in Senior Leadership Institute  - Meaningful and Impactful Change (Leadership and Learning)

· Read and reflect on books/ journals/resources about change.   For example,

· Coaching for Success  (Reeves)

· Leading Change in Your School:  How to Conquer Myths, Build commitment, and Get Results (Reeves)
· School Leadership That Works (Marzano, Waters, and McNulty)

· The Learning Leader:  How to focus School Improvement for Better Results (Reeves)

· Sustaining Change, Educational Leadership, April, 2000

· Leadership for Differentiating Schools & Classrooms, “Chapter 3.  Lessons from the Literature of Change:  What Leaders for Differentiation Need to Know”(Tomlinson, and Allan)

· “Creating Change-Adept School Systems”, Leading Change in Professional Learning Communities (December, 1999)
· Principals Who Learn “Chapter 4.  To Change or Not to Change – From Avoiding to Embracing Risk” (Kohm and Nance)

· The Six Secrets of Change:  What the Best Leaders Do to Help Their Organizations Survive and Thrive (Fullan)

· Leading in a Culture of Change (Fullan)

· Motion Leadership:  The Skinny on Becoming Change Saavy (Fullan)

· The New Meaning of Educational Change, 4th edition (Fullan)
· The Challenge of Change:  Start School Improvement Now (Fullan)
· Change Wars (Barber, Elmore, Darling-Hammond, and Jansen)
·  Managing Transitions:  Making the Most of Change (Bridges)
· Leading Change Handbook:  Concepts and Tools (Spiro)

· Leading the Way to Positive Change (Varias)

· Balanced Leadership, including profile available at McREL web site:  https://www.educationleadershipthatworks.org/Default.aspx?
· Complete  ASCD on-line course in Leadership:  Effective Critical Skills

Skills and Attitude:  Develop and pilot a change effort, using the tools provided by Spiro in Leading Change Handbook:  Concepts and Tools.
· Select a change effort, develop an action plan, and implement the plan using best practices and concepts and tools in Leading Change Handbook:  Concepts and Tools.
Behavior and Aspirations:  Model, coach, and provide feedback to principals in implementation of change efforts, using best practices and concepts and tools in Leading Change Handbook:  Concepts and Tools.
· Teach (Model) and coach principals in change efforts based on best practices and tools in Leading Change Handbook:  Concepts and Tools

· Guidelines/tools
· Coaching plans and feedback
· Implementation and Feedback Data
· Establishment of process for establishing consistent use of concepts and tools for change efforts

· Identification of “lessons learned”

· Guidelines for establishing process and tools
	August, 2010 – June, 2012

June 27-29, 2010
June, 2010 – May, 2011

August – December, 2010

August, 2010 - June, 2011

January, 2011 – May, 2012

August 2011- May, 2012


	· January and June

· August 1, 2010

· January and June

· December, 2010

· December, 2010 and June, 2010

· Quarterly 

· Quarterly
	√ Attendance and reflection on participation 

√ Attendance and reflection on participation

√ Reflections on readings

√ Completion of on-line course and summary of learning

√ Action plan for change effort, agendas/minutes/reflections on change effort, formative and summative data, reflections on tools used, summary of feedback from participants involved in change, data on change effort, observation(s) by supervisor

√Action plans, implementation data, impact data, list and examples of tools used in coaching principals, summary of survey of principals, video clips of coaching, observation by supervisor 
√Guidelines for change process



Iowa Individual Professional Development Plan for Administrators

Name:
  Ima Administrator
Role/Position:  Director of Curriculum  District:  Best Community School District    AEA: 21
Please identify performance growth goals tied to your district’s and building’s Comprehensive School Improvement Plan and your professional goals, as aligned with your planning review.
	Professional Goal:
	ISSL#
	Action Steps:
	Timeline:
	Evidence of progress toward success:
	Reflection:

	By May 20, 2012, I will model for and coach building leaders to assure consistency in use of best practices, concepts, and tools of change as evidenced by guidelines for change process, quarterly summaries of presentations and feedback, quarterly review and evaluation of video clips of modeling and coaching principals and teams in change process, guidelines for establishing protocols, and additional protocols. 


	1 and 2
	Read materials on change (Knowledge)
· Read and reflect on at least five books/ journals/resources about change.   For example,

· Coaching for Success  (Reeves)

· Leading Change in Your School:  How to Conquer Myths, Build commitment, and Get Results (Reeves)
· School Leadership That Works (Marzano, Waters, and McNulty)

· The Learning Leader:  How to focus School Improvement for Better Results (Reeves)

· Sustaining Change, Educational Leadership, April, 2000

· Leadership for Differentiating Schools & Classrooms, “Chapter 3.  Lessons from the Literature of Change:  What Leaders for Differentiation Need to Know”(Tomlinson, and Allan)

· “Creating Change-Adept School Systems”, Leading Change in Professional Learning Communities (December, 1999)
· Principals Who Learn “Chapter 4.  To Change or Not to Change – From Avoiding to Embracing Risk” (Kohm and Nance)

· The Six Secrets of Change:  What the Best Leaders Do to Help Their Organizations Survive and Thrive (Fullan)

· Leading in a Culture of Change (Fullan)

· Motion Leadership:  The Skinny on Becoming Change Saavy (Fullan)

· The New Meaning of Educational Change, 4th edition (Fullan)
· The Challenge of Change:  Start School Improvement Now (Fullan)
· Change Wars (Barber, Elmore, Darling-Hammond, and Jansen)
·  Managing Transitions:  Making the Most of Change (Bridges)
· Leading Change Handbook:  Concepts and Tools (Spiro)

· Leading the Way to Positive Change (Varias)

· Balanced Leadership, including profile available at McREL web site:  https://www.educationleadershipthatworks.org/Default.aspx?

	June, 2010- May, 2011


	Reflections on books and articles

Agendas and minutes of administrators’ meeting with focused conversations around books.


	

	
	1 and 2
	Actively participate in training on change by AEA and other organizations. (Skills and Attitude)

· Actively participate in the AEA curriculum network and learning opportunities focused on change.

· Participate in Senior Leadership Institute  - Meaningful and Impactful Change (Leadership and Learning)

· Complete  ASCD on-line course in Leadership:  Effective Critical Skills


	August, 2010 – June, 2012
June 27-291, 2010
August – December, 2010


	Attendance and reflections on participation
Attendance and reflections on participation

Registration, evidence of completion of on-line course, and reflections on learning
	

	
	1 and 2
	Skills and Attitude:  Develop and pilot a change effort, using best practices the tools provided by Spiro in Leading Change Handbook:  Concepts and Tools.
· Select a change effort, develop an action plan, and implement the plan using best practices and concepts and tools in Leading Change Handbook:  Concepts and Tools.
Behavior and Aspirations:  Model, coach, and provide feedback to principals in implementation of change efforts, using best practices and concepts and tools in Leading Change Handbook:  Concepts and Tools.

· Teach (Model) and coach principals in change efforts based on best practices and tools in Leading Change Handbook:  Concepts and Tools

· Guidelines/tools

· Coaching plans and feedback

· Implementation and Feedback Data

· Establishment of process for establishing consistent use of concepts and tools for change efforts

· Identification of “lessons learned”
· Guidelines for establishing process and tools
	August 2010 – June 2011
August, 2011 -  May, 2012
August, 2011 -  May, 2012


	Action plan for change effort, agendas/minutes/reflections on change effort, formative and summative data, reflections on tools used, summary of feedback from participants involved in change, data on change effort, observation(s) by supervisor

Action plans, implementation data, impact data, list and examples of tools used in coaching principals, summary of survey of principals, video clips of coaching, observation by supervisor 

Guidelines for change process


	


Professional Growth Plan Reviewed by: 

Date: 

Supervisor Observation and Coaching Sessions:

        _____________________________________ Date:_________                              _____________________________________ Date:_________

        _____________________________________ Date:_________                              _____________________________________ Date:_________

Annual Reflection by Administrator: _____________________________________ Date:__________
Reflection:

Communication of Key Learnings by Administrator (List Audience, Dates, Medium)

	Audience
	Date(s)
	Medium

	e.g., AEA Meeting for Curriculum Directors
	e.g., May, 2011
	e.g., Presentation on Impact of District’s Focus on Change Process (PowerPoint, Handout)
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