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CHAPTER 1: OVERVIEW 

 

Table 2: Graduate Degrees / Endorsements for Initial Licensure 

Programs Early Childhood Only Elementary Secondary           K-12 

Endorsements 

offered 

     Superintendent 

 

Table 3: Graduate Degrees / Endorsements Other than Initial Licensure  

Type of Program Educational Administration  

Endorsements Offered ASC [Advanced Studies Certificate] Superintendency 

 

Table 6: Endorsement Recommendations for Past 5 Years  

(See annual report #5) 

End. # Grade  Endorsement Name 2003-2004 

 

2004-2005 

 

2005-2006 

 

2006-2007 

 

2007-2008 

 

171  Superintendency 6 12 22 9 18 

 

Table 10: Ed.D. or Ph.D. Degrees Awarded in Past 5 Years 

 # Ed Admin. Degrees  

2003-2004 2 

2004-2005 3 

2005-2006 9 

2006-2007 2 

2007-2008 2 
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CHAPTER 2: GOVERNANCE AND RESOURCES 

 

281—79.10(256) Governance and Resources Standard: Governance and resources adequately support 

the preparation of practitioner candidates to meet professional, state and institutional standards in 

accordance with the following provisions.  

 

All provisions of this standard shall be demonstrated appropriately and equitably for all types of delivery 

models, including programs delivered by distance learning, those offered on-campus, off-campus, and all 

other models of program delivery.  

 

79.10(1) A clearly understood governance structure provides guidance and support for the educator 

preparation program(s). Programs offered by various delivery models, including distance learning and off-

campus models are integrated appropriately into the governance structure of the institution.  

 

Diagram: Organizational Structure of Educational Leadership, Counseling and Postsecondary 

Education Programs 
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79.10(2) The professional education unit has primary responsibility for all programs offered at the 

institution for the initial and continuing preparation of teachers, administrators and other professional 

school personnel. 

 

Table 11: Responsibility for Program Decision-Making 

Types of Decisions Responsible Individual(s) or Group 

Broad Curricular (key constructs, conceptual 

framework, mode of delivery, program content, 

etc.) 

Educational Leadership faculty & superintendent 

program faculty. Oversight from COE Curriculum 

Committee & UNI Curriculum Committee 

Narrow Curricular (pedagogy, texts, individual 

assignments, etc.) 

Individual instructors, program coordinator 

Admission Superintendent program faculty, program 

coordinator 

Coordination of distance education component 

(selection of remote ICN sites, etc.) 

Program coordinator, Administrative Assistant, 

Continuing Education & Special Programs 

 

Budget (travel, evaluation of faculty, resources, 

etc.) 

Department Head, Continuing Education & Special 

Programs Dean/Staff, COE Dean 

The Superintendency Certification Program at UNI is administered by the Educational Leadership Faculty 

in collaboration with the Department of Continuing Education and Special Program at UNI and the UNI 

Superintendency Advisory Council.  The Educational Leadership Faculty embraces both the intra and inter-

collaborative efforts to refine program goals and content as noted on pages 22-23.   

 

Table 12: Summary of Superintendency Program Roles/Administrative Responsibilities  

Individual/Administrative Roles within 

Superintendency Program 

Responsibilities 

James Bodensteiner, Dean, Continuing Education & 

Special Programs 

Oversight of distance education component of 

superintendent program 

William P. Callahan, Dean, College of Education Oversight of budget, faculty tenure and 

promotion, course load, and etc. 

Victoria L. Robinson, Interim Head, Department of 

Educational Leadership, Counseling, & 

Postsecondary Education 

Oversight of department budget, supervision of 

faculty 

David Else, Superintendent Program Co-Coordinator Oversight of superintendency program curricula, 

program delivery 

Dewitt Jones, Superintendent Program Co-

Coordinator 

Oversight of superintendency program curricula, 

program delivery 

Betty Hogan, Administrative Assistant for 

Educational Leadership Programs 

Assistance with record keeping, clerical, 

applications, prospective student inquiries 

Janelle Finke, Secretary II, Continuing Education & 

Special Programs 

Assistance with ICN sites, off-campus student 

enrollment 

 

Educational Leadership team faculty meetings include all six members of the full time faculty involved in 

the principalship and superintendency programs. Meetings are held each Tuesday at 9:00 am during the 
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academic year and as-needed during the summer. These meetings focus on program communication, 

scheduling, student issues and other managerial issues. 

 

79.10(3) The unit’s conceptual framework establishes the shared vision for the unit and provides the 

foundation for coherence among curriculum, instruction, field experiences, clinical practice, assessment, 

and evaluation aligned with professional standards and best practice in classroom instruction and school 

leadership. 

 

Program Mission/Goals in Relation to Institutional Mission/Goals 

 

As part of the extensive work in developing UNI’s new superintendency program, faculty revised the 

Educational Leadership mission statement to better reflect changing expectations for school leaders to 

move beyond traditional management duties and serve as true instructional leaders, capable of increasing 

and improving student achievement and learning. In addition, the change provided a more explicit 

connection to the program’s conceptual framework 

 

Old Mission Statement 2007 Updated Mission Statement 

The Educational Leadership faculty at the University 

of Northern Iowa nurture and develop reflective 

Leaders of Learning, Service, and Change who make 

a difference in creating healthy schools and 

communities. 

The Educational Leadership faculty at the University 

of Northern Iowa nurture and develop reflective 

Leaders of Learning, Service, and Change who 

positively impact student achievement and school 

improvements. 

 

The UNI Focused Mission Statement notes that The University of Northern Iowa offers a world-class 

university education, providing personalized experiences and creating a lifetime of opportunities. The UNI 

Superintendent Program aligns with this focused mission statement in a number of ways: 

 

World Class:  

• The program offers a current, standards-based learning experience that includes the most current 

issues in educational leadership taught by experienced faculty who have themselves served as 

principals and superintendents.  

 

• The program utilizes a pedagogically appropriate and effective blend of face-to-face instruction, 

along with distance education technology to engage candidates in all types and sizes of schools 

across Iowa. 

 

Personalized Experiences:  

• While the superintendent coursework is prescribed for cohorts in advance, candidates’ 

individualized and customized internship experiences ensure that no two superintendency 

candidates’ experiences are identical. When candidates enter the program, each completes a 

LifeStyles Inventory (LSI) or Gallup StrengthsQuest Inventory that identifies leadership strengths 

and growth areas according to themselves and their peers. The results of the LSI/StrengthsQuest 

are then incorporated into an individualize Internship Plan (see example in appendix EE).  

 

Lifetime of Opportunities:  

• The UNI Educational Leadership programs embrace the long-held motto that says graduates of 

UNI Educational Leadership programs do not graduate from our programs, they graduate into our 
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lifelong family of educational leaders. As a result, many candidates complete their principalship, 

superintendency, and doctorate work at UNI. 

 

The UNI Superintendency Program aligns with a number of the University’s strategic objectives, which are 

specified below. 

 

Goal 1.0:  Provide intellectually challenging and character-building experiences for undergraduate and 

graduate students in a personalized learning environment.  

Objective 1.1: Maintain the excellence in undergraduate and graduate programs that distinguishes the 

University, and strategically expand programs that attract students:  

 Prior to adopting the ICN, Web and face-to-face delivery system, our program enrollment was limited to 

candidates within driving distance of campus. Since the 1990s, our enrollment has grown significantly, 

with approximately 140 candidates being enrolled in the UEN, All-Iowa, and superintendent cohorts at any 

one time. 

Objective 1.2: Provide a personalized learning environment that responds to needs, encourages growth, 

and recognizes achievements of individual students:  

 As noted above, our program has responded to Iowa’s needs by developing an urban-focused 

principalship program in partnership with the UEN, in addition to the All-Iowa program, has consistently 

grown over time.  The Superintendent program immerses students in a network of practice that includes 

Critical Friends, the Lighthouse Project and individual Internship Plans. 

Objective 1.5: Broaden and enrich the intellectual and learning experiences of students by increasing the 

number of U.S. racial and ethnic minority, and international students, faculty, and staff: 

The Iowa Department of Education (2008, p. 91) reported that the percent of minority principals 

decreased from 3.3 percent in 1997-1998 to2.5 percent in 2007-2008. This program is especially timely, as 

the number of white students declined steadily during the same ten years, coupled with an 81% increase 

among students of color. 

 We launched the Minorities in the Leadership of Education (MILE) program in 2008 to increase the 

number of candidates of color in UNI Educational Leadership programs, setting an aggressive goal for the 

number of candidates of color in Educational Leadership programs to match the percentage of students of 

color in Iowa’s public schools (13%).  

In the first year of the MILE program, our number of candidates of color jumped from two outgoing 

graduates to five enrolling candidates, several of whom intend to continue through the superintendency 

and doctoral programs.  

 

With regard to faculty, in 2008-09 we employed Mr. Craig Saddler, an African-American elementary school 

administrator, as a full-time, one year Visiting Instructor. We anticipated that Mr. Saddler would be a 

candidate for national search to make this one year position a tenure-track position; however the search 

was closed due to the budget crisis.   
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Goal 2.0: Maintain a faculty distinguished by their creative and intellectually rigorous teaching and 

scholarship.  

 

Objective 2.1: Recruit and retain a highly qualified and diverse faculty:  

 

 The four faculty members who provide primary instruction in the superintendency program (Dr. Dewitt 

Jones, Dr. David Else, Dr. Robert Decker, and Dr. Victoria Robinson) have more than 120 combined years of 

experience as public school educators and school administrators. As noted above, the program 

successfully recruited and hired Mr. Craig Saddler, an African-American, from an elementary principalship 

position in 2008-2009. Mr. Saddler was hired as a one year visiting Instructor while the program was 

operating a national search for a tenure track position. This search was frozen due to budget and Mr. 

Saddler returned to building administration. 

 

The three primary faculty members in the Superintendent Program have all served as Superintendents 

(David Else and Dewitt Jones), or an Associate Superintendent (Robert Decker). 

 

Objective 2.2: Support faculty initiatives to enhance the quality of their teaching. 

 

 In 2008-09, Educational Leadership faculty made an unprecedented commitment to professional 

development. The faculty for the first time adopted a standing calendar of professional development 

activities, including: 

 

• Once-a-month mandatory professional development sessions in which faculty share current 

research, new instruction, and projects. These sessions are separate from the faculty’s weekly 

meeting and are expressly focused on professional development and learning from each other. 

• Establishment of a professional development partnership with MidContinent Education for 

Research and Learning (McREL) focused on McREL’s research on the superintendency. Three 

faculty members (Drs. Decker, Gilson, and Pace) will be certified by McREL as Trainers in School 

Leadership that Works. 

• Establishment of a partnership with the Iowa Association of School Boards (IASB) Lighthouse 

Project, which focuses on the school board’s role in student achievement and includes quarterly 

professional development for Educational Leadership faculty, delivered on-campus by Mary 

Delagardelle and IASB staff. 

• Faculty commitment to observing colleagues’ teaching independent of the PAC process 

• Collaboration with other Educational Leadership programs in Iowa through the Iowa Council of 

Professors of Educational Administration (ICPEA) for Fierce Conversations Training, and a 

professional development session with Tony Wagner, author of The Global Achievement Gap, 

funded by the Wallace Foundation. 

 

This commitment to professional development also resulted in a collaborative process to identify non-

negotiable Core Values to which Educational Leadership faculty are committed. These Core Values have 

been aligned with the program’s mission statement. A graphic display has been developed and is posted in 

each faculty member’s office, along with the departmental office and meeting room. The Core Values will 

also be displayed on the program’s webspace and in print materials. (See Appendix A: Educational 

Leadership Core Values) 

 

Objective 2.6: Increase support for seeking external funding.  
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In 2008, faculty submitted a federal appropriations request for $750,000 over three years for support for 

the MILE program. This request was funded for $48,000 in the 2009 Federal Omnibus Bill. College of 

Education Dean William Callahan has noted that this represents the first external funds expressly devoted 

to Educational Leadership in memory. 

 

At the suggestion of the UNI President’s Office, Drs. Pace and Gilson resubmitted a request for $250,000 

for FY10. Additional funds are currently being sought through competitive grants, private donors, and 

foundations in collaboration with the UNI Foundation and College of Education Development Officer. 

 

Goal 3.0: Focus the involvement of the University in addressing critical local, state, national and global 

needs.  

 

Objective 3.1: Assess and respond to diverse expectations and needs for UNI programs and services.   

 

Because the UNI Superintendency program is available statewide via the ICN, Web, and face-to-face 

instruction, we meet the growing need for PreK-12 superintendents in Iowa. The MILE program represents 

the effort of Iowa’s urban districts in developing their own future administrators because of districts’ 

concerns about impending retirements. 

 

Each year, faculty members receive a number of phone calls from districts seeking names of strong 

candidates for hard to fill superintendent positions. While faculty does not have difficulty identifying 

promising new candidates for these positions, many are place-bound and unlikely to relocate, particularly 

to rural areas of the state. Districts in these areas are more focused than ever on developing their own 

future leaders from within. 

 

Objective 3.3: Establish strong, mutually beneficial relationships with external constituencies through 

various initiatives including expanded distance learning and creation of an area of campus dedicated to 

outreach.  

 

As noted above in the history section, our program has been a leader in this area since it embraced an 

innovative distance education delivery system in the 1990s.  Our faculty regularly works with candidates 

and practitioners in schools and local districts across the state. In 2008-2009, our candidates came from 30 

districts/educational organizations across Iowa (see Appendix B: School Districts Represented by 

Superintendency Students). 

 

In addition, we maintain a strong partnership with superintendents across Iowa through our Educational 

Leadership Advisory Council (see Appendix C: Advisory Council Membership). This group meets twice 

annually for the purpose of curricula and program development, as well as professional development 

provided by UNI Educational Leadership faculty. 

 

Goal 4.0: Promote a University culture characterized by diversity, collegiality, mutual respect, 

organizational effectiveness, and shared responsibility.  

Objective 4.1: Employ recruitment and retention strategies that will increase the number of U.S. racial and 

ethnic minority, international, and protected class students, faculty, staff, and University officials. 
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This has become an area of greater focus since 2007 when the State of Iowa superintendent program 

review committee correctly noted that we had not been effective in recruiting and retaining a 

racially/ethnically diverse body of school leadership candidates or faculty. As a result, the MILE program 

(described above) was born and has gained momentum, more than doubling our percentage of minority 

candidates.  

In 2008-09, the MILE program enrolled one new superintendent candidate of color. 

With regard to faculty and as described above, in the fall of 2008, we successfully recruited and hired an 

African-American male as a one-year visiting instructor in our principalship program. We subsequently 

opened a national search for a tenure track position. We anticipated that the visiting instructor would be a 

candidate for the tenure track position; however it was closed due to the budget crisis. 

Our department has a tradition of being open to hiring graduates of our own program. (Drs. Gilson, Pace, 

and Robinson are UNI Ed.D. graduates). With a number of MILE candidates aspiring to the professorship, 

we believe the MILE program will offer us the opportunity to explore this possibility in the future.  

Goal 5.0: Provide and maintain appropriate resources including staffing for effective and efficient 

University operations.   

Objective 5.2: Develop intellectual resources by providing opportunities for staff and faculty to pursue 

professional development and to enhance performance.  

As described in 2.2 above, 2008-09 has marked a year in which unprecedented attention and priority has 

been given to faculty professional development.  

Objective 5.6: Increase external funding to support programs and services.  

At the suggestion of the UNI President’s office, we have for the second consecutive year, submitted a 

federal appropriations request for $250,000 for the MILE program. This effort has been coupled with 

completed grant applications to the Black Hawk County Gaming Association, The Roy J. Carver Trust, The 

McElroy Foundation, and others. In addition, we are actively involved with the COE Development Officer 

and UNI Foundation in seeking donor/scholarship support for MILE. The Foundation will coordinate 

meetings between faculty and prospective donors in the spring of 2009. 

 

Outline/Description of Conceptual Framework (Superintendent Program) 

 

Leaders of Learners 

Research-based rationale: The rationale for the conceptual framework can be seen in the educational 

leadership literature and research, specifically: 

• Findings from McREL’s (2007) study on district-level leadership   reveal there is a relationship 

between district-level leadership and student achievement; district-level leadership matters.  The 

superintendent is the leader of learners for both students and adults. 

• Leaders of Learners are committed to understanding instruction and building capacity to enhance 

student achievement (Darling-Hammond, LaPoint, Meyerson, & Orr, 2007). 

• “The present accountability demands on schools cannot be addressed except through the direct 

management of instructional practice” (Elmore, 2006, p. 517). 
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• Hale and Moorman (2003) define the Leader of Learners as someone who creates an 

organizational culture to support high expectations for adult and student learning. 

• District-level leadership must increase personal and collective capacity to sustain continuous 

improvement efforts (McREL, School District Leadership that Works, 2007). 

• The Iowa Association of School Boards’ study of high and low achieving districts cites the 

importance of a “district-wide culture focused on improvement in learning” (Iowa School Board 

Compass, 2000, p. 5). 

• The Educational Research Service (2001) found in their study of districts making significant gains in 

achievement that high-performance districts all had a superintendent and other leaders who 

developed and nurtured widely shared beliefs about learning including high expectations and who 

focused on results (High student achievement: How six school districts changed into high-

performance systems, Educational Research Service, 2001). 

• In a study published by the Learning First Alliance (2003), high performing school districts have 

leaders who acknowledged poor performance, accepted ownership and began seeking solutions.  

Districts instilled visions that focused on student learning and superintendents were clear that the 

vision drove programs and decision making (Beyond islands of excellence: What districts can do to 

improve instruction and achievement at all levels, Learning First Alliance, 2003). 

• In all districts making significant gains in achievement, leaders came to the same conclusion: “to 

improve student achievement, they needed to emphasize a key factor within their control – 

improving instruction” (Beyond islands of excellence as cited in IASB, 2007). 

• High achieving districts developed key understandings that to be successful they had to change 

teaching and learning practices in the classroom (Equity-driven achievement-focused school 

districts, Charles Dana Center, September, 2000).  Superintendents need to create a sense of 

urgency, establish clear direction and nurture and sustain district-wide efforts. 

 

Practical rationale: In Iowa, about one-fourth of students struggle to learn the basic skills that will allow 

them to succeed at the next grade level.  One in four Iowa students has such low-level skills in reading that 

their success in all academic areas is at risk. Low-income and minority students are far more likely to be in 

the low-performing group.  While Iowa’s graduation rate is among the nation’s highest, 1 in 10 Iowa 

students does not graduate from high school. “Our state as a whole struggles to keep pace with the 

growing demands society places for graduates to leave school prepared with 21st century skills” (IASB, 

2007, p. 5).  While Iowa students are making achievement gains, the National Assessment of Educational 

Progress (NAEP) reveals that the achievement gap between Iowa and other states is closing.  In other 

words, some other states are making significantly greater gains in student achievement than is Iowa. 

Commitment follows competence.  When teachers and administrators are competent in instructional 

practices and strategies, they are committed to higher student achievement. We believe competent 

leaders of learning will develop teachers competent in using research-proven instructional practices and 

strategies. This competence will translate into a commitment to raise achievement for all students.  What 

gets tended to gets done. 

 

Leader of Service 

Research-based rationale: The leader of service will be able to maximize the diverse and unique 

community resources by developing shared responsibility to enhance the learning environment. “When 

moral authority drives leadership practice, the (administrator) is at the same time a leader of leaders, 

follower of ideas, minister of values, and servant to the follower ship” (Sergiovanni, 2001, pp. 357-358).  

“The best test of the servant leader, and the most difficult to administer, is: Do those served grow as 

persons?” (Greenleaf, 1977, p.13). The Leader of Service collaborates with families and community 
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members; mobilizes community resources; acts with integrity, fairness and in an ethical manner; 

understands, responds to and influences the larger political, social, economic, legal and cultural context; 

and facilitates the growth of others. 

• The Leader of Service “first and foremost is a person who serves others, rather than directs or 

controls others” (Daft, 2005, p. 24).  

• The Charles Dana Center at the University of Texas reported in, Equity-driven, achievement –

focused school districts (September, 2000), districts that are making significant gains in 

achievement have district leadership and school leadership who consistently look for ways to 

increase community participation. The superintendent and board communicated a vision for 

school renewal, listened for feedback and reactions, and engaged in community conversations 

about reform and then refined their plan. 

• The Learning First Alliance (2003) found that “districts making achievement gains adopted 

practices to engage parents in instructional reform efforts at the outset of the reform” (as cited in 

IASB, 2007, p. 79). 

• The studies of school districts making significant gains in student achievement found “When 

schools build partnerships with families that respond to their concerns and honor their 

contributions, they are successful in sustaining connections aimed at improving student 

achievement” (IASB, 2007, p. 80). 

• In all Iowa Lighthouse districts, boards discovered from research that one of the key components 

of the board’s leadership for higher student achievement involved requiring and supporting 

effective professional development (IASB, 2007). 

• Foundations for success/Great city schools (September, 2002) reported that districts making 

significant gains in achievement provided professional development with the necessary supports 

to sustain implementation of research-proven instructional strategies. 

• The Educational Research Service (2001) notes that districts making achievement gains provided 

staff development at both the district and school-levels to ensure that teachers received the 

knowledge base on improving teaching. 

• Equity-driven achievement –focused school districts (September, 2000) reports that “Leaders in 

successful school districts devoted substantial amounts of time and resources to helping teachers 

develop the knowledge, skills and attitudes necessary in order to improve instruction for all 

groups of students” (as cited in IASB, 2007, pp. 43-44). 

• Michael Fullan, Al Bertani, and Joanne Quinn (April, 2004) state, “The main mark of successful 

leaders is not their impact on student learning at the end of their tenure, but rather the number of 

good leaders they leave behind who can go even further.” 

 

Practical rationale: For schools and communities to ensure that all students achieve at high levels, a 

community of learners that extends beyond the bounds of the classroom must be established and 

sustained. “We need the help and support of our communities to overcome significant challenges facing 

our schools” (Fennimore, as cited in IASB, 2007, p. 78).  School districts and communities need each other 

and must work together to support student learning. Research is clear—“When schools, families and 

community groups work together to support learning, children tend to do better in school, stay in school 

longer, and like school more” (Southwest Development Laboratory as cited in IASB, 2007, p. 80).  There 

has to be a collective will that is developed and nurtured.  The leader of service must be prepared and 

confident to engage the school community in identifying district/agency needs and setting goals, get 

stakeholders aligned behind the district’s/agency’s overarching goals, become a part of the community 

communication structure, build board and community expectations for professional development, and 

commit school and community resources to impact student achievement.  We believe that effective 
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Leaders of Service facilitate the growth of children and adults in a community; develop community leaders 

who become social and political advocates for higher achieving schools; build community ownership in 

schools; and demonstrate ethics and integrity that ensures efficient, effective, and equitable education for 

all. 

 

Leader of Change 

Research-based rationale: The Leader of Change collaboratively identifies what changes need to be 

introduced into the system, knows how to make the changes happen, and understands the dynamics that 

accompany change. The Leader of Change anticipates opposition to the change, shapes a high 

performance culture that is change oriented, sets goals, and monitors progress, redirecting when 

necessary (Education Leadership Action Network September, 2007 e-Newsletter).   

• In great achievement gains districts, the districts increased their use of data to drive decision 

making and improve instruction (Learning First Alliance, 2003). 

• In Equity-driven achievement focused school districts (September, 2000) that experienced 

significant gains in student achievement, boards of education expected superintendents to lead 

change resulting in higher student performance. 

• In school districts making great gains in student achievement, leaders gave  “…early and ongoing 

assessment data to teachers and principals as well as trained and supported them as the data 

were used to diagnose teacher and student weaknesses and make improvements” (IASB, 2007, p. 

55). 

• The Educational Research Service (2001) found that high performance districts changed their 

systems to decentralize management.  The change increased accountability as a result of linking 

teachers and administrators to results. 

• The Morrison Institute for Public Policy and Center for the Future of Arizona (March, 2006) report 

in Why some schools with Latino children beat the odds, teachers and principals assess student 

and teacher performance early and frequently to guide improvements (as cited in IASB, 2007). 

• Mike Schmoker (April, 2007) states, “The great irony of our time is that the brutal reality of poor 

instruction is seldom addressed…School boards must be the driving force for this momentous shift 

from business as usual” (p. 45). 

• In districts making significant gains in achievement, superintendents and board members worked 

diligently to build trust and community support for major changes (Charles A. Dana Center, 

September, 2000). 

• McREL’s research (2005) data confirmed that “…leading change initiatives with major implications 

for the people involved with their schools and districts can be a high-stakes proposition, and 

fulfilling key responsibilities exceptionally well is both difficult and essential” (p. 15). 

• Levine (2005), in his research entitled “Educating School Leaders,” describes a fundamental social 

change that requires rethinking of what schools do and how they do it. If Levine’s research is 

accurate, few sitting school administrators have been prepared to undertake this social change. 

 

Practical Rationale: If significant gains in achievement, for all students, are to be realized in Iowa, change 

must happen. DuFour (as cited in IASB, 2007) notes that a commitment to all kids learning rather than all 

kids being taught is a tremendous shift for school districts. The demographics in Iowa are changing and the 

superintendent needs to possess the ability to lead in this changing environment.  Students graduating 

from Iowa schools must leave prepared with 21st century skills. In 1992, Iowa ranked 5th in the nation on 

the National Assessment of Educational Progress (NAEP) Fourth Grade Reading Test. The ranking slipped 

to 13th in 2007 (IASB, 2007). District and AEA-level leaders necessarily need to be competent in setting 

direction, building board of directors’ commitment to high levels of student achievement, getting people 
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in schools and Area Education Agencies to do the right work, assessing the existence of conditions for 

change, leading a culture of change, articulating research-proven instructional strategies advanced 

through professional development, creating a climate of learning and monitoring goals for achievement. 

The board/superintendent or board/chief administrator leadership team is required to understand and 

apply the conditions for school renewal central to change (shared leadership, continuous improvement, 

ability to create and sustain initiatives, establish supportive workplaces for staff, staff development, and 

support for school sites through data and information and community involvement).  The district or AEA-

level leader has to change systems of beliefs that do not hold high expectations for every student. We 

believe every school in Iowa deserves and requires competent Leaders of Change. 

For the entire text of the conceptual framework refer to Appendix D. 

 

Research Supporting Conceptual Framework 

See Page 79 for references 

 

Table 13: Select Examples Throughout Program of Shared Vision (Beliefs/Mission) & Conceptual 

Framework 

Component Assignment/Experience & Course 

Leader of 

Learning 

Leader of Learning Internship experience (Required in Field-Based Internship, displayed in 

portfolio) 

Each syllabus describes how the Leader of Learning is developed in the course. 

All assignments in each syllabus identify whether the assignment develops Leader of 

Learning, Leader of Service and/or Leader of Change 

The course, Leadership and Systems Change uses McREL'S District-Level Leadership That 

Works material. 

All students attend a minimum of four Iowa Association of School Board (IASB) Lighthouse 

Project Learning Sessions that focus on improving student achievement 

Leader of 

Service 

Leader of Service Internship Experience (Required in Field-Based Internship, displayed in 

portfolio) 

Each syllabus describes how the Leader of Service is developed in the course. 

All assignments in each syllabus identify whether the assignment develops the Leader of 

Learners, Leader of Service and/or Leader of Change. 

Course assigned internship activities focus on the Leader of Service being a steward of the 

district’s resources, community engagement and development of people. 

The Ultimate Board Meeting in the Third Segment of Seminar requires the candidate to 

lead a board meeting and receive community members. 

Leader of 

Change 

Leader of Change Internship Experience (required in Field-Based Internship, displayed in 

portfolio) 

Each syllabus describes how the Leader of Change is developed in the course. 

All assignments in each syllabus identify whether the assignment develops the Leader of 

Learners, Leader of Service and/or Leader of Change. 

Course assigned internship requires the intern to lead change in the district. 

Seminar in Educational Leadership engages students in the “Forces the Resist Change 

Inventory” and the “Awakening, Envisioning and Rearchitecting the Organization” skill 

assessment. 

Source(s): Appendix GG 
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79.10(4) The work climate, policies, and assignments promote intellectual vitality, including best practices 

in teaching, scholarship and service among faculty. 

 

We are proud of the intellectual vitality, scholarship, and service in our program. As indicated in the 

faculty summary vitae (see appendix E), program faculty have made substantive contributions in 

scholarship that impacts education in Iowa and beyond. In addition to numerous presentations and direct 

work with educators and school districts, faculty scholarship includes: 

 

• Dr. Robinson co-authored a 2009 book that presented the utility of the Teacher Work Sample as a 

means of analyzing student learning and improving teacher effectiveness. 

• Dr. Jones authored a guest opinion column in The Des Moines Register on practical measures 

schools can take to address the racial/ethnic achievement gap. 

• Dr. Else co-authored a study of Iowa superintendents’ job satisfaction. 

• Dr. Else co-authored a study and article on Principal Job Satisfaction published in the Rural 

Educator. 

• Drs. Gilson, Pace, and Else conducted a study of Iowa schools that have recently undergone 

consolidation or whole grade sharing that was featured in The Des Moines Register. 

• Drs. Robinson and Pace produced a DVD on rapid ethnic diversification and practical lessons 

learned by Iowa school administrators that was provided free of charge to Iowa’s public school 

districts and a number of organizations outside Iowa. 

• Dr. Decker signed a contract to co-author a book on the principal’s role as instructional leader. 

   

In support of our efforts to ensure continuous improvement of teaching, program faculty made an 

unprecedented commitment to professional development in the 2008-09 year. This continuing 

commitment (noted on p. 11 above) includes specified professional development sessions that are distinct 

from regular program meetings: 

 

• Once-a-month mandatory professional development sessions in which faculty share current 

research, new instruction and pedagogy, and projects. The 18 month process of concepting and 

developing the proposed principalship program has been at the core of this process. These 

sessions are separate and distinct from the faculty’s weekly meeting and are expressly focused on 

professional development. 

• Collaboration with other Educational Leadership programs in Iowa through the Iowa Council of 

Professors of Educational Administration (ICPEA) for Fierce Conversations Training and 

professional development with Tony Wagner, author of The Global Achievement Gap, funded by 

the Wallace Foundation. 

• Establishment of a professional development partnership with MidContinent Education for 

Research and Learning (McREL) focused on McREL’s research on the superintendency. 

• Establishment of a partnership with the Iowa Association of School Boards (IASB) Lighthouse 

Project, which focuses on the school board’s role in student achievement. This partnership 

includes quarterly professional development sessions led by IASB staff. 

 

As part of the monthly professional development sessions, faculty expanded on the program’s mission 

statement to develop three Core Values. These Core Values (Building Relationships, Continuous 

Improvement, and High Quality Learning Experiences) include commitment to the following: 
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• Observation of colleagues’ teaching independent of the formal university Professional Assessment 

Committee (PAC) evaluation process. 

• Regular sharing of classroom challenges, successes, teaching strategies, and student performance. 

 

The development of these Core Values produced a graphic that is displayed in each faculty member’s 

office, the departmental office, and departmental meeting room. It will also be displayed on the program 

website. 

 

We have also adopted a measure aimed at providing faculty with up to date information on the extent to 

which candidates are satisfied and challenged in their coursework. The current formalized instructor 

evaluation system only provides instructors with candidate feedback after the semester is complete. 

Twice each semester, candidates will receive an electronic survey that queries their satisfaction with the 

instruction they are receiving, extent to which the course objectives are being addressed, and rigor and 

relevance of the course. The faculty has committed to collaboratively examining the results of these 

surveys for the purpose of improving instruction and the quality of candidates’ learning experiences. 

 

79.10(5) The unit provides evidence of ongoing collaboration with the professional community including 

evidence that there is an active advisory committee that, at a minimum, is solicited semiannually for 

program input to inform the unit. 

 

An inter-collaborative effort stems from UNI Superintendency Program Advisory Council.  This council 

meets once a year to discuss the current program and any proposed changes.  There is a rich dialogue that 

takes place that brings practicing superintendents in conversation with faculty members on the needs and 

aspirations of superintendents in the field.  Part of this meeting is a professional development opportunity 

for the field practitioners. 

 

The Educational Leadership faculty provide a program to assist the practitioner in a greater understanding 

of leadership concepts and programs that are a part of the profession.  This professional development 

program is provided by a single faculty member, a group of faculty, or an outside expert depending on the 

topic presented. 

 

The UNI Educational Leadership faculty is continually collaborating with field practitioners on virtually a 

daily basis.  Faculty interact with many different individuals and groups on both a local, state and national 

basis.  Faculty representatives serve on state and national committees that provide information for 

program design and delivery.  Through this involvement within the state and nationally, faculty 

representatives address current issues facing school districts around the country and provide a service of 

assisting school districts in establishing high quality leadership for students, faculty, and the community 

they serve. 

 

Faculty members assist Iowa school districts in the following ways: 

 

• Provide professional development and inservice in school business management and financial 

matters, 

• Provide assistance in collective bargaining initiatives, 

• Provide assistance in instructional leadership initiatives, and 

• Provide professional development for superintendents and boards of education as they provide 

leadership to their local school district. 
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The UNI Superintendency Program is mandated by the Central Administration of UNI to conduct a self-

assessment of its program every five years and submit a written report to the Vice-President/Provost.  

Part of this self-evaluation includes an external review committee.  The Review Committee makes an on-

site review and evaluation and interacts with the faculty concerning program components.  A separate 

written report is made to the Educational Leadership faculty, Department Head, and the Vice-

President/Provost of the University. 

 

Upon review of the external committee’s written report and the faculty’s self-evaluation and in 

collaboration with the Department Head, goals and objectives are developed to improve the program 

during the next five-year cycle.  This institutional review is in addition to the state of Iowa Department of 

Education review and evaluation that is conducted on a five to seven year basis. 

 

Table 14B: Administrator Preparation Advisory Committee Membership 

Name Institution/Organization Professional 

Responsibility 

Jerry Arganbright West Senior High School – Iowa City Principal 

Micky Kingery Bahlmann Margaretta Carey Elem.  – Waverly Principal 

Willie Barney East High School – Waterloo Principal 

Rick Blackwell Regis Middle School – Cedar Rapids Principal 

Gary Currie UNI Clinical Instructor 

Lucy Evans Lincoln Elementary - Waterloo Principal 

Lewis Finch Cedar Rapids Clinical Instructor 

Travis Fleshner Union High School – LaPorte City Principal 

Joyce Fowler Harrison Elementary – Cedar Rapids Principal 

Dirk Halupnik Instructional Services – Marion Executive Director 

Jennifer Hartman North Cedar Elementary – Cedar Falls Principal 

Tony Hiatt Bridgeview Elementary – Pleasant Valley Principal 

Shane Knoche North Scott High School - Eldridge Principal 

Juli Kwikkel West Elementary – Storm Lake Principal 

Steve Kwikkel Waverly-Shell Rock Jr. High - Waverly Principal 

Jane Lindaman Learning/Results Middle School  - Waterloo Director 

Matt Ludwig Iowa Department of Ed. - Des Moines Consultant 

Dan Marburger Perry High School – Perry Principal 

Tashona Marshall Johnson Elementary – Cedar Rapids Principal 

Cindi McDonald Elem. Education – Cedar Falls Director 

Amy Moine Fredericksburg Elem. - Fredericksburg Principal 

Greg Reed UNI – Cedar Falls Assistant Professor 

Lisa Remy West Des Moines – West Des Moines H.R. Director 

Tom Renze Woodbury Elem. - Marshalltown Principal 

Kristen Rickey McKinley Middle School – Cedar Rapids Principal 

Diane Simmons Buchanan Elementary - Davenport Principal 

Chris Smith Walnut Hills Elementary - Urbandale Principal 

Dan Terrones Marshalltown H.S. - Marshalltown Dean of Students 

Steve VanderPol Grundy Center H.S. – Grundy Center Principal 

Lynn Wallace Mount Ayr Elem. – Mount Ayr Principal 

David Welter Holmes Junior High – Cedar Falls Principal 
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Paul Bisgard, Supt. Nashua-Plainfield - Nashua Superintendent 

Bonnie Boothroy SAI - Clive Asst. Executive Dir. 

Jan Brandhorst Marcus-Meridan-Cleghorn Com. - Marcus Superintendent 

Joe Burnett Wilton Com. Schools - Wilton Superintendent 

Rob Cordes Carroll Com. Schools - Carroll Superintendent 

Steve Crary Sioux City Com. – Sioux City H.R. Director 

Joe Crozier Great Prairie AEA - Burlington Chief Admin. 

Lynne Devaney Dubuque Com. Schools - Dubuque Asso. Supt. 

Devin Embray Independence Com. Schools - Independence Superintendent 

Ken Estes North Central Jr./Sr. – Manley Principal 

Liz Fischer-Jurgensen Ames Com. Schools - Ames Dir. Sp. Ed. 

Scott Grimes Louisa-Muscatine Schools - Letts Superintendent 

Michael Haluska Decorah Com. Schools - Decorah Superintendent 

Roark Horn Hudson Com. Schools - Hudson Superintendent 

Laurene Lanich Cedar Rapids Com. Schools – Cedar Rapids Off-site Reg. Admin. 

Irvin Laube North Tama High School - Traer Principal 

David Markward Cedar Rapids Com. Schools – Cedar Rapids Superintendent 

Bob Mata West Liberty Com. Schools – West Liberty Superintendent 

Ottie Maxey Kennedy High School – Cedar Rapids Asso. Prin. 

Linda McClurg Davenport Com. Schools - Davenport Asso. Dir. H.R. 

Dean Meier AEA 267 – Cedar Falls Administrator 

Tom Micek Missouri Valley Schools – Missouri Valley Superintendent 

Katie Mulholland Linn-Mar Com. Schools - Marion Superintendent 

Gary Norris Waterloo Com. Schools - Waterloo Superintendent 

Jim Patera Oelwein Com. Schools - Oelwein Superintendent 

Sarah Pinion Jesup Com. Schools - Jesup Superintendent 

Lane Plugge Iowa City Com. Schools – Iowa City Superintendent 

Janet Reiners Council Bluffs Com. Schools. – Council Bluffs Executive Dir. Pers. 

Stan Rheingans Dubuque Com. Schools - Dubuque Executive Dir. H.R. 

Ron Rice Retired, IASB – Des Moines  

Beverly Smith Waterloo Com. Schools - Waterloo Asso. Supt. H.R. 

Daniel Smith SAI – Clive Executive Director 

Robin Spears Sheldon Com. Schools - Sheldon Superintendent 

John Speer Ballard Com. Schools - Huxley Superintendent 

David Stoakes Cedar Falls Com. Schools – Cedar Falls Superintendent 

Randy Strabala Nashua-Plainfield H.S. - Nashua Principal 

Roger Teeling Lisbon Middle School - Lisbon Principal 

Jere Vyverbeg Waverly-Shell Rock Com. Schools - Waverly Superintendent 

Mike Wells Corning Com. Schools - Corning Superintendent 

Twyla Woods Des Moines Com. Schools – Des Moines Director H.R. 

 

Appendix F: Minutes of Advisory Committee Meetings 
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79.10(6) When a unit is a part of a college or university, the unit provides evidence of ongoing 

collaboration with the appropriate departments of the institution, especially regarding content 

endorsements. 

 

The Superintendency Certification Program at UNI is administered by the Educational Leadership Faculty 

in collaboration with UNI College of Business Administration and UNI Superintendency Advisory Council.  

The Educational Leadership Faculty embraces both the intra and inter-collaborative efforts to refine 

program goals and content.   

 

The College of Business Administration provides a very valuable link for educational leaders to become 

familiar with the business sector of operating an organization as well as a link to understanding the 

community they serve.  The objectives and goals of this partnership are as follows: 

 

• Build relationships between education and business/industry leaders; 

• Increase understanding of common challenges and leadership qualities essential for success in any 

organization; 

• Expand leadership knowledge and skills and how they are applied in the business world; and 

• Develop an understanding of how to build coalitions in the business community. 

 

The value is just not one-way.  The business community will hopefully receive benefit from this 

collaboration with educational leaders.  Those benefits include, but are not limited to: 

 

• Increased understanding of the complexities of education; 

• Discovery of the shared importance for strong schools to attract a highly qualified work force; 

• An opportunity to share work force needs with school leaders thus influencing the development of 

curriculum and instruction in schools; 

• An understanding of how to build partnerships with schools and share human resources; and 

• Gaining a leadership perspective. 

 

79.10(7) Procedures for an appeals process for candidates and faculty are clearly communicated and 

provided to all candidates and faculty. 

A process for the redress of academic grievances must be available to graduate students within the 

framework of academic freedom, the integrity of the course, and the prerogative of the faculty to assign 

grades. In recognition of this, the University of Northern Iowa hereby establishes the following 

procedures. These procedures shall be the sole and exclusive means for the redress of an academic 

grievance, including the change of a student's grade. Grievances involving alleged acts of discrimination 

based on protected classes, including sexual harassment, are subject to Affirmative Action procedures. 

Informal Procedures: 

A graduate student who feels aggrieved because of something that a faculty member has or has not done 

shall make every effort to resolve the grievance informally and in a timely fashion. The student must state 

the grievance to the faculty member, orally or in writing, before the end of twenty school days from the 

beginning of the semester following the semester or summer session in which the alleged offense 

occurred. The faculty member must respond within ten school days from notification of the grievance. 
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Formal Procedures: 

If the graduate student remains dissatisfied with the response, the student may initiate the first stage of a 

formal appeal by completing the Appeal Form available in departmental offices or the Graduate College 

(Lang 122). The first stage of a formal appeal must be commenced within twenty school days following the 

faculty member's response to the student. 

To complete the Appeal Form, the student is required to state in writing the specific nature of the 

grievance. The grievance must allege specific errors or improprieties in the faculty member's discharge of 

academic duties. Only evidence pertinent to the grievance should be included. 

The student shall then send or deliver the appeal form to the faculty member against whom the grievance 

has been filed. The faculty member is obligated to complete the Appeal Form within ten school days of its 

receipt, by either (a) redressing the grievance or (b) stating in writing why in her or his judgment the 

grievance is without merit or cannot be redressed. 

The matter may end here if the student is satisfied. 

If the student remains dissatisfied with the redress, or lack thereof, the student shall contact the faculty 

member's department head within ten school days from receipt of the form from the faculty member. The 

department head shall hear the student's grievance. If, in the department head's opinion, the grievance 

seems to have no reasonable ground, the department head shall complete the department head's portion 

of the Appeal Form by stating in writing why in her or his judgment the grievance is without merit. If, on 

the other hand, the department head sees reasonable ground for the student's complaint, the head shall 

meet with the faculty member and/or with student and faculty member together in an effort to resolve 

the student's grievance. In such meetings, the department head may suggest to the faculty member that 

redress be granted for what seems to be a real grievance. In such cases, the faculty member may accept or 

reject the department head's suggestion(s). These meetings shall be held within ten school days of the 

meeting, by either (a) suggesting a resolution of the grievance or (b) stating in writing why in her or his 

judgment the grievance cannot be redressed. 

The matter may end here if the student is satisfied. 

If the student remains dissatisfied with the redress, or lack thereof, the student shall contact the Graduate 

Dean within ten school days from the receipt of the form from the department head. The dean shall hear 

the student's grievance. If, in the Graduate Dean's opinion, the grievance seems to have no reasonable 

ground, the dean shall complete the dean's section of the Appeal Form by stating in writing why in her or 

his judgment the grievance is without merit. If, on the other hand, the dean sees reasonable ground for 

the student's grievance, the dean shall meet with the faculty member and/or with the student and faculty 

member together in an effort to resolve the student's grievance. In such meetings, the dean may suggest 

to the faculty member that redress be granted for what seems to be a real grievance. In such cases the 

faculty member may accept or reject the dean's suggestion(s). These meetings will be held within ten 

school days of the dean's receipt of the student's Appeal Form. The Graduate Dean is obligated to 

complete the Appeal Form by either (a) suggesting a resolution of the grievance or (b) stating in writing 

why in her or his opinion the grievance cannot be redressed. 

The matter may end here if the student is satisfied. 
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If the student remains dissatisfied with the redress, or lack thereof, the student may initiate the second 

state of the formal appeals procedure by filing the Appeal Form at the Graduate College Office (Lang 122) 

within ten school days from the receipt of the form from the Graduate Dean. 

When the Appeal Form is filed at the Graduate College Office, the Office will send a copy of the grievance 

to the student, the faculty member involved, the faculty member's department head and dean, the 

Graduate Dean, and to the chair of the Appeals Board. 

The Graduate Student Academic Appeals Board has final student/faculty authority for adjudicating 

graduate academic appeals. The Board consists of 10 members, five faculty and five graduate students. 

The faculty members shall be tenured with the rank of assistant professor or higher, have Regular 

Graduate Faculty status, one to be elected by and from the Graduate Faculty of each undergraduate 

college for a three-year term. Faculty members may be reelected to a second three-year term. Graduate 

student members shall be appointed by the Graduate College for one-year terms; students may be re-

appointed to serve second terms. 

The Chair shall be elected from among the five faculty members. The Chair shall vote only in the case of a 

tie. The Chair places a case on the Board docket, arranges the time and place for the hearing, and provides 

the Board review of the appeal papers prior to the hearing. Notice of the hearing the rules governing the 

Board are made available in advance to both parties. It is expected that the hearing will be held within 

twenty school days after the appeal has been received by the Chair. The Board has discretionary power to 

delay the hearing due to mitigating circumstances. 

The board follows these procedures in hearing an academic appeal: 

1. Hearings are closed unless an open hearing is requested by the student. 

2. Hearings are informal, but a taped transcript is made; this transcript is confidential. After 

resolution of the appeal, the tape will be filed in the Graduate College Office. 

3. The faculty member and the student will have access to written statements of the other prior to 

the hearing, or prior to any questioning by members of the Board at the time of the hearing. 

4. Both parties to the appeal have the right to present additional evidence to the Board, subject only 

to the Board's judgment that such evidence is relevant to the case. Similarly, either party may ask 

members of the university community (students, faculty, and staff) to present testimony, again 

subject only to the Board's judgment that such testimony is relevant to the case. In making 

judgments on the relevance of such evidence or testimony the Board will, consistent with the 

gravity of such proceedings, admit such testimony or evidence unless the Board judges it clearly 

not to be germane to the case. 

5. Both parties to the appeal have the right to ask questions of the other during the hearing. 

Questions must be relevant to the issues of the appeal. 

6. The members of the Board may question both parties to the appeal. Questions must be relevant 

to the issues of the appeal. 

7. Whenever the Appeals Board feels the need for expert advice within a particular area of 

scholarship, the Board shall have the authority, and University shall provide the necessary means, 

to seek the advice from experts either associated with the University or not connected with the 

institution. 

8. Upon request from the Board, it is expected that the faculty member shall make available such 

records as are pertinent to the appeal. The confidential nature of these records will be 
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safeguarded. Failure to provide the records without sufficient cause may result in a finding in favor 

of the student at the discretion of the Appeals Board. 

9. The student shall bear the burden of proof in the appeal. 

10. Appeals are decided by a majority vote of a quorum of the Board. 

11. A quorum consists of six members, excluding the Chair, three of whom must be faculty. 

12. The Board shall decide the case by a clear and convincing evidence standard. 

The Board's ruling and the reasons for the decision are reported in writing to both parties, to the faculty 

member's department head and to the Graduate Dean. 

If the Appeals Board changes a grade, the Registrar receives a copy of the decision, authorizing a change in 

the grade on the student's official records. If the case involves suspension from the University and is 

resolved in favor of the student, the Committee on Admission and Retention receives a copy of the 

decision authorizing it to reinstate the student if appropriate. 

The student pursuing the grievance may, within ten school days of being notified of the Board's decision, 

make a written request to the Office of the President of the University for a Review of the Appeals Board 

procedures which led to that decision. Such a request must include a statement of any perceived Appeals 

Board procedural irregularities involved in the decision. In such cases, the President or designee will 

examine the transcript of the Board proceedings, and all exhibits entered as evidence, and will render a 

decision within two weeks of their reception. The President or designee may either remand the decision 

back to the Board on the grounds of procedural irregularities (in which case the Appeals Board is obligated 

to reconsider the case in the light of the specified procedural problems), or uphold the Board's decision as 

procedurally sound. 

Extension of Time Limits: 

It may be necessary, in the interest of justice, to extend a specified time limit when the superintendent(s) 

involved in a grievance cannot be reached in a timely fashion by telephone, mail, or other form of 

communication, or when the superintendent(s) may be absent from the campus or be temporarily 

indisposed due to illness, accident, injury or other extenuating circumstances. Time limits may be 

extended, in extraordinary circumstances, by the Graduate Dean or his or her designee. 

Appendix G: Appeals Forms 

 

79.10(8) The unit administers a systematic and comprehensive evaluation system designed to enhance the 

teaching competence and intellectual vitality of the professional education unit. 

 

Ongoing Superintendency Program Assessment 

Candidate performance serves as one essential form of assessment.  University faculty will meet at the 

beginning of each semester to review performance and proficiency of candidates from the previous 

semester.  Samples of student work will be circulated and discussed as a way of benchmarking and 

verification of meeting requirements of the program.  Internship rubrics and mentor feedback will also be 

discussed through a similar process. 

 

Data will be collected over time that will include: graduation rates, job placement rates of graduates, 

student program evaluations, student satisfaction survey, alumni survey (University of Northern Iowa 

Alumni Survey of Leadership Preparation and Practice—Appendix H), employer survey/feedback (assisted 
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by the Iowa Association of School Boards) and feedback from the UNI Superintendents’ Advisory Group 

during annual meetings.  Although date does not currently exist, data collection will begin with the 

implementation of this program.  McREL staff and UNI Educational Leadership faculty will collaborate on 

data collection from specific sources.  Data will be collected annually and program adjustments 

considered.  A compilation of data collected over two to three years will stimulate program review. 

 

Each semester, Educational Leadership uses the formal University of Northern Iowa Student Evaluation of 

Teaching.  This provides a Likert scale for rating and open questions for feedback. 

 

The University of Northern Iowa faculty understands our critical role in delivery of quality education 

resulting in higher student achievement in elementary and secondary schools.  We are a part of a complex 

system. Just as we prepare Leaders of Learners, Service and Change, we must ourselves become Leaders 

of Learners, Leaders of Service and Leaders of Change.  Partnerships with the IASB Lighthouse Project and 

McREL, which deliver professional development for faculty and mentors, are designed to develop faculty 

as Leaders of Learners who understand teaching and learning, continuously improve instructional 

practices, receive feedback, collect and analyze data to guide instruction and measure the impact of 

instruction on candidates in the program. As University faculty, who are preparers of Leaders of Learners 

and Change, we must collect data, analyze data and use data to assess the performance of Superintendent 

Preparation Program candidates, direct instructional strategies, inform techniques and approaches that 

motivate adult learners and make modifications in the preparation program including course content and 

clinical experiences. We must, in fact, demonstrate we are Leaders of Learners and Change. Sources to be 

used for assessment of our development include: 

 

• Data collected from course assignment rubrics which measure student performance (Appendix I) 

• Data collected from candidate skill development rubrics that are completed by professors and 

mentors (Appendix J) 

• Data collected from course assigned internship activity rubrics which measure student 

performance (Appendix K) 

• Data collected from mentor evaluations of student performance in clinical experiences, Internship 

Proficiency Formative/Summative Assessment Form (Appendix L) 

• Data collected from student assessments of professors 

Data collected from peer assessments and feedback, Professor Peer Feedback Form (Appendix M) 

 

Data Source Target Date 

Candidate Satisfaction Survey August, 2008 

Candidate Focus Groups January, 2009 

Advisory Council Feedback February, 2009 

Candidate Satisfaction Survey July, 2009 

Graduation Rate December, 2009 

Candidate Program Evaluation January, 2010 

Job Placement Rate Survey August, 2010 

Employer Survey/Feedback July, 2011 

 

Our collaboration with McREL will assist us in the development, collection and analysis of data. 
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79.10(9) The institution provides the commitment and resources necessary to support a quality clinical 

program for all practitioner candidates. 

 

Clinical Experiences 

 

Selection of Mentors 

 

Each candidate will have a lead mentor, approved by the Educational Leadership faculty, who will guide 

the candidate throughout the internship experience. Even though some clinical experiences may take 

place in another district or districts, the lead mentor will serve as a sounding board while providing 

coaching and support. In addition to the lead mentor, each candidate will have at least one other mentor 

(mentor with special expertise), approved by the faculty, to ensure diversity of school size, diversity of 

thought, diversity of expertise, and diversity of experiences.  While a candidate may use a mentor from his 

or her district of employment who meets the Mentor Selection Criteria (Appendix N), the candidate must 

also have an approved mentor (lead mentor or mentor with special expertise) outside the district of 

employment. The superintendent or associate superintendent in the candidate’s district of employment 

will be a part of the candidate’s network of practice and mentoring team although he or she may not be 

the candidate’s lead mentor. Involving the candidate’s superintendent will build and strengthen 

relationships. 

 

Through the UNI/IASB Lighthouse Project Partnership, each candidate, as part of the internship 

experience, will attend “Lighthouse Partnership for Student Learning” training every other month at their 

AEA or nearby AEA. Lateral capacity building results when schools (in this case, districts) interact to 

showcase what they are doing and learn from one another (Fullan, November, 2006).  District 

superintendents attending “Lighthouse Partnership for Student Learning” training may serve as mentors 

(if meeting selection criteria) and will be encouraged to do so by IASB staff. “…it is apparent why 

state…associations are brainstorming ways to ease the transition into the job and amplify the level of 

support once there” (Beem, 2007, p.11). Candidates will begin attending “Lighthouse Partnership for 

Student Learning” training after completion of the course “Leading Teaching, Learning, and Assessment.”  

Engaging in internship experiences with a superintendent who is being trained alongside candidates will 

provide an aligned internship experience. Tate (2004) notes, “Adults learn best when they are working 

together on real life situations and the learning is ongoing.”  IASB staff and AEA staff may also serve as 

mentors. 

 

Assistance in the identification of highly effective educational leaders who may serve as mentors will be 

sought by the University of Northern Iowa Educational Leadership faculty.  The Educational Leadership 

Advisory Council will identify and recommend highly effective educational leaders in each AEA who meet 

the Mentor Selection Criteria. The Advisory Council members were asked on October 4, 2007 and again in 

a follow up letter to identify practicing superintendents, associate superintendents and AEA 

administrators, using the Mentor Selection Criteria (Appendix N), in their respective AEAs.  An initial list of 

those recommended as mentors is presented in Appendix O.  The Educational Leadership faculty will also 

partner with the Iowa Council of Professors of Education Administration (ICPEA) to identify highly effective 

educational leaders and coordinate mentor selection to ensure mentors are not being overloaded. 

 

After applying the Mentor Selection Criteria to the recommended list of mentors submitted by Advisory 

Council members and ICPEA, the University of Northern Iowa Educational Leadership faculty will utilize 

IASB leadership, selected Iowa Superintendents Finance and Leadership Consortium (ISFLC) instructors, 

UNI Seminar in Educational Leadership: Superintendency critical friends, and AEA staff to further filter 
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identification of potential mentors. Potential mentors must be  Leaders of Learners, Service and Change as 

evidenced by meeting at least three of the four indicators in each leadership area (Leader of Learners, 

Service and Change) and having a score of four or higher in each area. Additionally, the potential mentor 

must meet three of the five indicators in the “Professional Commitment to Leadership” section of the 

mentor selection criteria. 

Currently practicing licensed district-level or AEA leaders who serve as mentors must a) have at least three 

years experience as a district-level or AEA administrator; b) be recognized as a Leader of Change; c) 

provide evidence of being a Leader of Learners; d) provide evidence of being a Leader of Service; and e) 

possess a professional commitment to administration (Appendix N). 

 

Mentor training will be provided for lead mentors during the first semester of the cohort’s program when 

all mentors have been approved.  Training will focus on the vision of the Superintendent Preparation 

Program, descriptions of Leaders of Learning, Service and Change, assessment procedures and tools and 

exit proficiencies.  Lead mentors will be involved in professional development as described in the Faculty 

section of this response.  Mentors with special expertise will be trained the semester in which they begin 

mentoring candidates.  Training for mentors with special expertise will be offered each semester. A 

sample lead mentor training agenda is presented in Appendix P. 

 

The nine credit hour Internship is designed to “provide opportunities for candidates to identify and 

experience the complexities of the superintendency in a structured, accountable manner.” The internship 

“makes practice the center of preparation” (Murphy, 2007, p.585) and further immerses the candidate in 

the network of practice. 

 

To ensure that candidates have a range of experiences and “the program provides enough opportunities 

for candidates to identify and experience the complexities of the superintendency in a structured, 

accountable manner,” each course in the Superintendent Preparation Program will have a knowledge 

module (what the superintendent should know) and a field performance module (what the 

superintendent should be able to do).  The field performance module is a clinical experience that is 

assignment driven and aligned with the knowledge module. “Tightly related” (Darling-Hammond, et. al., 

2007, p.21) coursework and clinical experiences contribute to effective practice. Depending on the 

assignment, the field performance module (course assigned internship activity) may be completed with 

the lead mentor or another mentor with specific expertise in the area of the field performance module.  

Likewise, the field performance module for each course may be completed in the candidate’s district of 

employment or in the district of a selected mentor with special expertise. This will provide a “well-

designed and supervised administrative internship that allows candidates to engage in leadership 

responsibilities for substantial periods of time under the tutelage of expert veterans” (Darling-Hammond, 

LaPointe, Meyerson, & Orr, 2007, p.6). 

 

The assignments that are a part of the field performance module make up a major portion of the student’s 

Internship Plan, which is completed by the candidate working collaboratively with the internship professor 

and the lead mentor.   

 

The internship requires a minimum of 450 hours. The field performance module (course assigned 

internship activities) requirements are expected to total between 210 and 280 hours. In addition to the 

course assigned internship activities, the candidate’s Internship Plan will be guided by experience needs of 

the candidate in the areas of Leader of Learners (ISSL and AASA Standards: leadership and district culture, 

instructional leadership, curriculum planning and development, and human resource management), 

Leader of Service (ISSL and AASA Standards: communications and community relations, policy and 



Chapter 2: Governance and Resources 

UNI Superintendent Preparation Program Institutional Report Page 26 

governance including board-superintendent relations and funding the educational program) and Leader of 

Change (ISSL and AASA Standards: leadership and district culture, instructional leadership, curriculum 

planning and development, policy and governance, and human resource management) introduced and 

addressed throughout the  Seminar in Educational Leadership: Superintendency.  Base-line data collected 

during the Seminar in Educational Leadership: Superintendency and the report from StrengthsQuest, 

which is given early in the Seminar in Educational Leadership: Superintendency and identifies the 

candidate’s strengths, will be referenced to target clinical experiences that utilize candidate strengths and 

areas for development.  It is expected the Lighthouse Project experience will cause candidates to identify 

areas in which they desire additional leadership experiences (self directed learning). 

 

The Internship requires a meaningful long-term (substantial) clinical experience within a district. This 

extended experience combines with the performance module (course assigned) internship activities to 

form the candidate’s Internship Plan. The candidate, lead mentor and University internship professor, with 

input from critical friends, will utilize the Clinical Experience Planning Guide (Appendix Q) in initial 

development of the Internship Plan.  The Guide and Internship Plan will be reviewed and Internship 

adjusted after the candidate completes his or her first year of the program. The Internship Plan will 

provide leadership opportunities which ensure that the candidate experiences the complexities of the 

superintendency, applies knowledge and develops specific skills as a Leader of Learners, Leader of Service 

and Leader of Change.  

 

As the candidate is engaged in his or her Internship Plan, support will be provided by critical friends, who 

serve as Seminar in Educational Leadership: Superintendency instructors, the candidate’s lead mentor, 

mentors with special expertise, University professors and the University internship professor.  

 

Internship/Clinical Experience 

 

The assignments that are a part of the field performance module make up a major portion of the student’s 

Internship Plan, which is completed by the candidate working collaboratively with the internship professor 

and the lead mentor.  Student proficiency in the field performance module will be evaluated by the course 

professor, internship professor, and the field performance module mentor(s) (lead mentor or mentors 

with special expertise). 

           

The role of the University professor changes significantly in the supervision of internship activities.  The 

professor of each course will supervise course assigned internship activities along with the mentor and 

internship professor.  The supervision may be on site but the professor will also utilize the University of 

Northern Iowa’s well developed polycom system, video or other artifacts (e.g., YouTube) provided by 

candidates.  The internship professor will provide more frequent on site supervision of internship 

activities. 

 

Candidates in the Internship will be evaluated (formatively) and given feedback continuously by the lead 

mentor, mentors with special expertise, University professors directing knowledge module (course 

assigned) internship activities and the internship professor.  Mentors will assess performance by 

completing the course assigned internship rubric, the Iowa Standards for School Leaders Dispositions 

Rubric (Appendix R), and skills rubrics and submit to Dr. Vickie Robinson, Coordinator of Department 

Assessment, after giving feedback to the candidate.  Assessment of performance utilizing rubrics will be 

entered into the University of Northern Iowa student tracking system. 
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Lead mentors and mentors with special expertise will assess internship activities specifically designed for 

the candidate using the “Superintendent/AEA Administrator Rubric for Assessment of Clinical Experiences: 

Evaluation of Internship Plan by Internship Professor and Lead Mentor with Input from Multiple Mentors” 

rubric (Appendix S).  Assessment will be submitted to Dr. Vickie Robinson. Upon completion of the 

candidate’s Internship Plan, the candidate will be given a summative evaluation by the lead mentor and 

internship professor.  The summative evaluation will include a compilation of assessment on all of the 

course assigned activities’ rubrics, skills’ rubrics, dispositions rubric, proficiency rubric, and the 

“Superintendent/AEA Administrator Rubric for Assessment of Clinical Experiences: Evaluation of 

Internship Plan by Internship Professor and Lead Mentor with Input from Multiple Mentors” (Appendix S).  

Additionally, the lead mentor and internship professor will complete the Internship Proficiency Summative 

Assessment (Appendix L) based on a compilation of formative assessments. 

 

The Superintendent/AEA Administrator Lead Mentor Contract and Superintendent Mentor with Special 

Expertise Contract are presented in Appendix T. 

 

Table 15: Commitment of Resources 

Ratio of Credit for faculty supervision:  

# Internship student supervised /credit hour 

compensation 

10:1 Student to Internship Professor ratio 

Ratio of Credit for faculty supervision: 

 # Internship students supervised /credit hour 

compensation 

2 credit hours per candidate per semester 

Compensation for Lead Mentors 

(optional) 

$200 per candidate per semester, $800 total per 

student. 

Compensation for Adjunct Supervisors 

(optional) 

 

Other  

 

79.10(10) Institutional commitment to the unit includes financial resources, facilities, appropriate 

educational materials, library services, and equipment to ensure the fulfillment of the institution’s and 

unit’s missions, and delivery of quality programs, regardless of delivery mode. 

 

Janelle Finke and staff in Continuing Education and Special Programs work closely with Superintendency 

Program Coordinator (Dave Else) and Administrative Assistant for Educational Leadership (Betty Hogan) to 

arrange ICN sites for candidates. This process involves locating ICN sites that are convenient to where 

candidates work and live, as well as ensuring that those sites are adequately maintained. This process 

ensures that ICN-related problems are addressed quickly. If ICN problems cannot be addressed or resolved 

quickly, staff works to identify and utilize other nearby ICN sites. 

 

Belle Cowden, Instructional Designer in Continuing Education and Special Programs, assists faculty with 

development of web-based course materials in addition to providing candidates with an orientation to the 

UNI eLearning System. She also fields candidates’ technology questions and provides troubleshooting, 

password assistance, and so on. 

 

The Rod Library at UNI offers extensive resources to serve on-campus and distance education candidates. 

Often, articles utilized in courses are linked directly in the eLearning course syllabus for ease of student 

use. At the beginning of the program, faculty provide an overview of how to access the library’s electronic 
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and print collection. Candidates also receive information on the Distance Education services available 

through the library. 

 

Facilities, materials, equipment, library services 

 

Library resources and support are excellent at UNI.  Faculty is involved in helping with any decisions 

related to additions or reductions of subscriptions to program area journals or other materials the library 

houses. Additionally, support for distance learning students is superb.  Students can request a book, 

article, or other library information and have it either the next day or within two working days. 

 

The facilities and general support for the delivery of the superintendent certification program is excellent.  

The majority of teaching is conducted in the ICN classrooms on campus.  These rooms are adequately 

equipped for our teaching needs by Continuing Education.  Technical support for teaching via the ICN is 

excellent. All coursework is supported with WebCT.  The faculty has the necessary computers to handle 

WebCT requirements.  The Continuing Education Department also provides excellent technical support for 

WebCT.  We hope that technology development will remain a high priority for the department and 

resources will be available for upgrading computers and software as necessary.  Even though funding and 

human resources are currently limited in Higher Education, the Educational Leadership Faculty continues 

to be enthusiastic about and proud of the UNI Superintendent Certification Program. 

 

Faculty who Facilitate Program 

 

Full-time Program Faculty  Part-time and Adjunct Faculty 

Dr. Robert Decker   Dr. Gregory Reed – Part-Time Ed. Leadership 

Dr. David Else    Dr. Lew Finch – Part-Time Ed. Leadership 

Dr. Nicholas Pace   Dr. Gary Currie – Part-Time Ed. Leadership 

Dr. Victoria Robinson   Dr. Dan Smith – Adjunct Professor 

Dr. Timothy Gilson   Dr. Deborah Vandehaar-Arens – Business/Industry 

Dr. Dewitt Jones    Partner Field Experience Coordinator 

Dr. Craig Hansel – Adjunct Professor 

Ms. Betty Hogan – Adjunct Instructor 

Mr. Jere Vyverberg – Adjunct Instructor 

Mary Delegardelle – Adjunct Instructor 

 

Co-teachers and Mentors 

 

Many qualified field practitioners such as superintendents and area education agency consultants who 

have doctoral degrees, serve as co-instructors with the educational leadership faculty.  Another 60 

mentors serving as superintendents in Iowa’s schools assist with the field component of the educational 

leadership program.  Professors from the College of Business at UNI and CEO’s/middle management 

executives in business and industry serve as critical friends to the students in the business partnership 

internship experience. 

 

Support Staff 

 

Office Staff 

 

Marlene Shea, Secretary / Rita Hatlevig, Secretary 
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Graduate Assistants 

 

Due to the composition of the Advanced Studies Certificate Program and doctoral program, most students 

in the program work full-time as principals or other school personnel outside the University setting.  It is 

unusual for the Educational Leadership Program to have full-time students to support a Graduate 

Assistant status.  However, the faculty would support such a status if students became interested and 

available. 

 

79.10(11) The unit provides sufficient faculty, administrative, clerical, and technical staff to plan and 

deliver quality practitioner program(s). 

 

Table 18A:  

Assignments for Full-time TEP Faculty 

Faculty Member 

(Fulltime) 

Teaching 

Load 

(credit hours) 

Administrative Load 

(credit hours) 

Advising Load 

 

(# students) 

Other 

Robert Decker 10 F09 
 Prin. 12 / Ed/D/ 15   

Supt. 18 

 

Dewitt Jones 12 F09 
 Prin. 18 / Ed.D. 6  

Supt. 5 

 

 

Table 18B:  

Assignments for Full-time College/University Faculty with Part-time TEP Responsibilities  

Faculty Member 

 

Teaching 

Load 

(credit hours) 

Administrative Load 

(credit hours) 

Advising Load 

 

(# students) 

Other 

David Else 9 F09 3 

Half-time IEL 

Responsibilities 

Prin. 9 / Ed.D. 13  

Supt 27 

 

 

Faculty 

                  

The chart of full time and part time faculty, including names of faculty teaching in the Superintendent 

Preparation Program during the 2008-09 and 2009-10 academic years; their status as full or part time; 

what course(s) they have taught or will teach; and the information about their school administrator 

experience including position, dates, and district is presented in Appendix U. 

  

The University of Northern Iowa Educational Leadership, Counseling and Postsecondary Education 

Department has hired Dr. Dewitt Jones in the 2008-09 academic year.  Dr. Jones is a full-time tenured 

professor. 

 

As will be noted in the chard, part time or adjunct faculty in the Superintendent Preparation Program are 

practicing school district superintendents and associate superintendents who have considerable 

experiences.  Each was selected based on his or her expertise in content as demonstrated by practice, and 

instructional skills. 

 

The Chart of Faculty is presented in Appendix U. 
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79.10(12) Resources are available to support professional development opportunities for faculty. 

 

Full and Part-Time Faculty and Mentors Learning Together  

 

To ensure that all faculty, including full-time faculty, part-time faculty, adjunct faculty, and mentors “speak 

with one voice” about expectations for candidates and the program’s vision, structured professional 

growth opportunities will be provided utilizing the Iowa Professional Development Model.  The rules state 

“full- and part-time faculty shall provide evidence of professional growth toward remaining current with 

research, issues, and trends” (79.15(8).  “To be most effective, learning needs to occur in settings with 

practitioners and external researchers, not in isolation” (Waters, Alsbury, Else, & Reed, 2006, p.5) 

 

Consistent with the conceptual framework and the most immediate identified need to effectively prepare 

“Leaders of Learners” and “Leaders of Change,” professional development will focus on McREL’s research 

on superintendents and developing district level leadership for district-wide improvement of student 

achievement and the IASB Lighthouse Project focusing on teaching, learning and assessment. 

 

The primary goals of professional development are to a) enhance the development of “Leaders of 

Learners,” “Leaders of Change,” and “Leaders of Service,” and b) ensure that full and part-time faculty, 

field practitioners (adjuncts), and mentors clearly communicate expectations for candidates and 

collaborate on performance assessments of candidates.  

 

The professional growth cycle for full- and part-time faculty and adjuncts will include quarterly training for 

developing district level leadership for district wide improvement in teaching, learning and assessment 

provided by the Iowa Association of School Boards as part of the UNI/IASB Lighthouse Project Partnership. 

The focus will be on the superintendent’s/AEA administrator’s work with the board to gain commitment 

to the Seven Conditions for School Renewal. Mary Delagardelle, Executive Director of the IASB Foundation 

and trainer for the Lighthouse Partnership, will provide the training.  Between training sessions, faculty 

will focus on collaboration and implementation in course work and internship supervision.  Group 

assessment data will be utilized for program evaluation.  Mentors not involved in the Lighthouse 

Partnership will attend training sessions once each semester. (Note Memorandum of Understanding with 

IASB presented in Appendix V). 

 

Lead mentors will receive specific orientation and training when they are selected and approved at the 

beginning of each new cohort.  The purpose of the orientation and training is to develop understanding of 

the Superintendent Preparation Program, the role of the lead mentor, the importance of immersing 

students in a network of practice, the nature and structure of the clinical experience, assessment of 

performance and professional development opportunities available to mentors. Lead mentors will also 

receive one day of training in District Level Leadership that Works by McREL.  In essence, it is vital that full- 

and part-time faculty and mentors speak with one voice about expectations for candidates. A sample 

Mentor Training Agenda is presented in Appendix P. 

 

Full-time Faculty Professional Development 

 

In partnership with McREL, UNI full-time faculty will receive from McREL, research and subsequent 

training on superintendent leadership and student achievement.  All full-time faculty members received 

eight days of training from McREL on school district leadership that works during the 2008-09 academic 

year and summer. The focus of professional development for full-time faculty was on developing “Leaders 
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of Learners” and “Leaders of Change”.  Three full-time faculty members have gone through advanced 

preparation leading to qualification for the full Quality Assurance protocol.  The three full time faculty 

members completing the Quality Assurance protocol will be trained  representatives of McREL so they can 

teach the research, superintendent responsibilities, and associated practices that will optimize the 

education systems our graduates lead. (Note contracts with McREL presented in Appendix W).  

 

Additionally, faculty members learn from each other during weekly faculty meetings focused on 

instruction.  Professional development topics include:  

• Assessment of candidate performance 

• Use of technology to enhance instruction 

• Class activities that contribute to Leaders of Learners, Service and Change 

•  StrengthsQuest as is applies to Internship planning 

•  Observation protocols and coaching skills for work with candidates in clinical settings 

• Ongoing training on use of the Iowa Communication Network (ICN) to maximize instruction and 

fully engage students 

• Finally, two-three practicing superintendents will be invited to meet with faculty, on a quarterly 

basis, to expand the faculty’s network of practice and remain abreast of the challenges and 

complexities of the superintendency.  Superintendents will be invited based on their expertise as 

leaders of learners, leaders of service and leaders of change.  Superintendents invited will change 

each quarter to ensure a broad perspective based on school size, rural vs. urban and 

homogeneous vs. multicultural. 

 

The University of Northern Iowa faculty understands our critical role in delivery of quality education 

resulting in higher student achievement in elementary and secondary schools.  We are a part of a complex 

system. Just as we prepare Leaders of Learners, Service and Change, we must ourselves become Leaders 

of Learners, Leaders of Service and Leaders of Change.  Partnerships with the IASB Lighthouse Project and 

McREL, which deliver professional development for faculty and mentors, are designed to develop faculty 

as Leaders of Learners who understand teaching and learning, continuously improve instructional 

practices, receive feedback, collect and analyze data to guide instruction and measure the impact of 

instruction on candidates in the program. As University faculty, who are preparers of Leaders of Learners 

and Change, we must collect data, analyze data and use data to assess the performance of Superintendent 

Preparation Program candidates, direct instructional strategies, inform techniques and approaches that 

motivate adult learners and make modifications in the preparation program including course content and 

clinical experiences. We must, in fact, demonstrate we are Leaders of Learners and Change. Sources to be 

used for assessment of our development include: 

• Data collected from course assignment rubrics which measure student performance (Appendix I) 

• Data collected from candidate skill development rubrics that are completed by professors and 

mentors (Appendix J) 

• Data collected from course assigned internship activity rubrics which measure student 

performance (Appendix K) 

• Data collected from mentor evaluations of student performance in clinical experiences, Internship 

Proficiency Formative/Summative Assessment Form (Appendix L) 

• Data collected from student assessments of professors 

• Data collected from peer assessments and feedback, Professor Peer Feedback Form (Appendix M) 
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79.10(13) Resources are available to support technological and instructional needs to enhance candidate 

learning.   

 

In addition to the resources described Table 17 below, UNI offers technology support through the 

Innovative Teaching and Technology Center (ITTC). This office offers extensive professional development 

on web components of courses in addition to support offered by Belle Cowden and CSEP, training sessions 

on multimedia tools, audio and video production, digital design services, web design, and video 

production services. 

 

Support Staff Title Employment Status Role 

Neil Clopton IT Specialist Full-time Technology support & 

maintenance 

Bell Cowden Instructional Designer, 

CESP 

Full-time eLearning, assistance with course 

design 

Janelle Finke Secretary, SECP Full-time Clerical, ICN scheduling, 

troubleshooting 

Rodd Grady IT Specialist Full-time Technology support & 

maintenance 

Betty Hogan Administrative Assistant 

for Educational 

Leadership Programs 

Half-time Clerical, record keeping 

Dorothy Hundley Secretary, ELCPE Half-time Clerical 

Matsatomo 

Nobrikawa 

IT Programmer Full-time Maintenance of Student 

Management System 

Michael Savage IT Specialist Full-time ICN Maintenance 

Marlene Shea Secretary, ELCPE Full-time Clerical, office management 

Shannon Erb Program Assistant Full-time Clerical, office management 

 

79.10(14) The use of part-time faculty and graduate students in teaching roles is purposeful and managed 

to ensure integrity, quality, and continuity of programs, including those delivered by distance learning, off-

campus, and other delivery models. 

 

Table 19: Faculty Load 

Faculty Member 

(Part-time) 

Teaching 

Load 

Advising Load Administrative Load Release 

Time 

Robert Decker 10 F09  
Prin. 12 / Ed/D/ 15   

Supt. 18 
 

Dewitt Jones 12 F09  
Prin. 18 / Ed.D. 6  

Supt. 5 
 

David Else 9 F09 

3 

Half-time IEL 

Responsibilities 

Prin. 9 / Ed.D. 13  

Supt 27 
 

 

The Superintendent Preparation Program is designed to immerse candidates in a network of practice.  This 

network of practice calls for numerous partnerships across campus and organizations external to the 

University of Northern Iowa campus 
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Partnership with the Mid-continent Research for Education and Learning (McREL) 

The University of Northern Iowa Department of Educational Leadership, Counseling and Postsecondary 

Education has entered into a partnership with McREL for training and certification of faculty, utilization of 

teaching materials, identification of data collection sources and processes and joint research and 

publication efforts. 

 

The contract is presented in Appendix W. 

  

Partnership with the Iowa Association of School Boards’ Lighthouse Project 

The University of Northern Iowa Department of Educational Leadership, Counseling and Postsecondary 

Education has entered into a partnership with the IASB Lighthouse Project which immerses candidates in 

the Superintendent Preparation Program in  learning opportunities alongside superintendents, mentors, 

critical friends, board members, and IASB staff in AEA Lighthouse training sessions every other month. The 

partnership also provides University of Northern Iowa educational leadership faculty professional 

development on a continuous basis. 

 

The Memorandum of Understanding with IASB is presented in Appendix V. 

 

Partnership with the University of Northern Iowa Center for Immigrant Leadership and Integration 

The Department of Educational Leadership, Counseling and Postsecondary Education is partnering with 

the Iowa Center for Immigrant Leadership and Integration to present background information on rapid 

ethnic diversification and cultural competency.  The Iowa Center for Immigrant Leadership and Integration 

will make presentations to candidates in the Superintendent Preparation Program during course work 

(Seminar in Educational Leadership: Superintendency), identify locations for candidate experiences in 

diversity and provide professional development to Department faculty. 

 

The agreement with the Iowa Center for Immigrant Leadership and Integration is presented in Appendix 

X. 

 

Partnership between the Institute for Educational Leadership at the University of Northern Iowa and the 

Iowa Association of School Boards Cash Management Programs. 

Candidates in the Superintendent Preparation Program have further opportunity to be immersed in the 

network of practice by participating in the Iowa Superintendents Finance and Leadership Consortium 

(ISFLC).   The ISFLC is a professional development program for superintendents, aspiring superintendents, 

board secretaries and business managers. Those candidates who have needs for expanded knowledge and 

fiscal skill development will be encouraged to attend selected ISFLC learning tracks as part of their 

Internship Plan. 

 

Contracts with Critical Friends 

Critical friends are Iowa superintendents, associate superintendents and, in some cases, district-level 

directors who begin their relationship with candidates in the Seminar in Educational Leadership: 

Superintendency and stay with them throughout completion of their program of study.  Critical friends 

provide instruction; offer insight, suggestions, encouragement, and support; and are the beginnings of a 

network of practice in which candidates are immersed. 

 

Critical friends are selected based upon their demonstrated expertise in one or more critical leadership 

areas: Leader of Learners, Leader of Service or Leader of Change in their district. In addition, critical 

friends demonstrate specific expertise in assigned area of instruction and facilitation, represent school and 
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community diversity and are recognized and recommended because of expertise in their assigned area of 

instruction and facilitation. 

 

Contracts with critical friends are presented in Appendix Y. 
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CHAPTER 3: DIVERSITY 

 

281—79.11(256) Diversity Standard: The environment and experiences provided practitioner candidates 

support candidate growth in knowledge, skills, and dispositions to help all students learn in accordance 

with the following provisions.  

 

All provisions of this standard shall be demonstrated appropriately and equitably for all types of delivery 

models, including programs delivered by distance learning, those offered on-campus, off-campus, and all 

other models of program delivery.  

 

79.11(1) The institution and unit maintain a climate that supports diversity.  

 

Diversity 

The demographics in Iowa present a unique challenge in this area. While the state is becoming rapidly 

more diverse as evidenced by a 234% increase in Latino population from 1990 to 2005 (Iowa Center for 

Immigration Leadership and Integration, 2006), schools have struggled to find minority teachers and 

school leaders. The 2006 Condition of Education report noted that only 621 of 32,000 Iowa teachers 

classified themselves as minorities (1.8%). Likewise, only 2.5% of Iowa’s principals and 1.2% of 

superintendents classified themselves as minorities, yet minority students account for more than 13% of 

Iowa’s public school students. These issues have (rightly) brought greater attention to issues surrounding 

cultural competency and gaps in student achievement along racial, ethnic and socioeconomic class lines.  

 

These demographic challenges, along with recruitment efforts that have lacked formalization and 

structure, have meant that UNI, like other institutions, has not attracted significant numbers of students 

of color. As demographics in the state and nation continue to change, this presents both a challenge and 

opportunity for our program.  We have begun a number of initiatives to address this issue and formalize 

our efforts. 

 

Addressing Diversity Among Students 

In the initial application, UNI noted a number of relationships with current and former school leaders of 

color. The Review Panel posed the question, “How formal are these relationships and what results have 

they yielded?” We recognize that the relationships have not been sufficiently formalized and focused and 

that efforts to attract and retain students of color have not been strategic. As a result, UNI programs have 

not attracted significant numbers of students of color. 

 

School Leaders of Color (SLC) Advisory Council 

To address these issues, UNI has formed an advisory council expressly focused on attracting and enrolling 

diverse aspiring school leaders. The School Leaders of Color (SLC) advisory council consists of the following 

members: 

 

• Dr. Willie Barney, Principal, East Waterloo High School  

• Dr. Bev Smith, Associate Superintendent for Human Resources & Equity, Waterloo Community 

School District 

• Mr. Dan Terrones, Dean of Students, Marshalltown High School 

• Dr. Twyla Woods, Human Resource Director, Des Moines Public Schools 

  

This advisory council will serve as a mechanism to ensure that our efforts to identify, recruit, and graduate 

aspiring school leaders of color are strategic, focused, creative, and on-going. The council will serve as a 
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vehicle to engage prospective school leaders as well as inform our faculty, curricula, and program on 

educational issues related to diversity. 

 

In addition, UNI has launched a new pilot program entitled Minorities in the Leadership of Education 

(MILE). Through this initiative, we seek to increase the number of students of color in both the 

principalship and superintendency programs. Focused conversations with school leaders of color in 

numerous districts reveal a need to first engage the best and brightest teachers of color about the 

possibilities and need for school leaders of color. As a result, the program is aimed initially at students in 

both programs because of the natural progression from the principalship to the superintendency 

 

While the MILE Program is in its infancy, it will bring greater attention to what has become a priority issue. 

Below is a summary of action to date. 

 

MILE Pilot Program 

Drs. Pace and Gilson have, with the support of the Dean of the College of Education and Dean of the UNI 

Graduate College, met with educational leaders of color in the Waterloo Community Schools (WCSD). In a 

collaborative effort between UNI and WCSD, we have begun piloting the MILE program for two 

educational leadership students of color from WCSD. This program will provide reduced tuition for two 

minority students of color in the principalship program. It will also provide them an immersed internship 

experience of half-days in their district. The MILE students will also have a role in collaborating with 

undergraduate teacher education students in increasing their familiarity and comfort with issues of 

race/ethnicity, class, and education.  In addition, the pressure of serving diverse students will broaden the 

perspective of students and faculty alike. 

 

Our intention is to seek funding to expand the MILE program to other districts following the pilot program 

with WCSD. 

 

We intend to expand MILE to the superintendency and doctoral programs following the pilot with 

principalship students. In this way, UNI aims to address not only the shortage of students of color across 

the Educational Leadership programs, but also make a focused effort at forming relationships and 

pathways through the principalship, superintendency and doctoral programs.  

 

These relationships and pathways are also intended to increase UNI’s opportunity to follow the “grow 

your own” model of developing future leaders and potential faculty. This model has been in place with the 

Urban Education (UEN) school districts in Iowa for a number of years and is a key component of the UNI-

UEN principalship program.  While UNI has and will continue to recruit faculty nationally, it has also 

demonstrated that it will hire graduates of UNI programs, in Drs. Gilson (Ed.D. 2006) Pace (Ed.D. 2005), 

and Robinson (Ed.D, 1996). 

  

MILE Program Funding 

Drs. Pace and Gilson have submitted a three year $750,000 federal appropriations request to formally 

establish the MILE program. (Appendix Z) 

 

Drs. Pace and Gilson have met with the UNI Office of Sponsored Programs to begin seeking grant funding 

for the MILE program. Local leaders are also being engaged as sources of funding.  Additionally, Sherri 

Klunder, College of Education Business Development Office, has been engaged to seek donor support for 

the MILE Program, including scholarships and endowments. 
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Drs. Pace and Gilson have met with legislators to inform them that this is a priority area for the UNI 

Educational Leadership program as well as an important area for the state of Iowa. Recent media 

attention to the achievement gap between African-American and Caucasian students and 

disproportionate suspension rates for African-American students has brought the issue to the forefront. 

 

Funds from these sources would be used for targeted recruitment and tuition reduction for students of 

color. The MILE program seeks to strengthen the relationship between UNI and UEN districts in Iowa, 

where the percentage of minority educators remains small, but is larger than in non-UEN districts. 

Expanding the already existing Teacher Leaders Program to all UEN districts heightens the potential for 

attracting candidates of color in the Superintendent Preparation Program.  UNI is particularly well-suited 

to engage prospective school leaders of color because of our statewide ICN delivery system. 

 

Addressing Diversity in the Curricula 

As a result of the involvement of Drs. Pace and Robinson in the 2007 Carver Fellowship focused on 

immigration, UNI has made a number of curricular changes to the superintendent program.  The 

Educational Leadership program has formed a new partnership with the Iowa Center for Immigrant 

Leadership and Integration (ICILI), which is directed by Dr. Mark Grey and housed at UNI. (Appendix X) 

 

The partnership focuses on the impact of Rapid Ethnic Diversification in communities across the nation 

and Iowa, such as Storm Lake, Marshalltown, and Postville. The partnership will provide a number of 

benefits to UNI superintendent candidates. Among them: 

 

• Superintendent candidates will learn current research and background information on 

immigration trends and issues in Iowa. This will be provided by Dr. Gray and ICILI staff in Seminar 

in Educational Leadership: Superintendency. In this first course, students will learn the complicated 

economic factors that draw new immigrants to Iowa, the issues and obstacles they face once they 

arrive, and the challenges faced by schools and communities. 

• In collaboration with ICILI, UNI faculty will identify school leaders across the state who are on the 

cutting edge of building programs that best serve the needs of immigrant and diverse students 

and their families. Each new superintendent cohort will have an ongoing relationship with one 

such superintendent for the length of their program as they are immersed in a network of 

practice. This relationship will begin with students’ first experience in Seminar in Educational 

Leadership: Superintendency.  

• In Educational Leadership and Systems Change, candidates will complete a course-assigned 

internship experience that causes them to develop a customized, system-wide approach to how 

their district might utilize their districts’ assets and best practice research to effectively address 

Rapid Ethnic Diversification. 

• ICILI will assist UNI Educational Leadership faculty in identifying places across the state in which 

superintendent candidates may obtain internship experiences out of their school district. These 

experiences will be available in settings that specifically address immigrant and minority issues, 

such as local Latino centers, community outreach groups, and social service agencies, etc.  

• The Educational Leadership program and ICILI are engaged with the UNI Office of Sponsored 

Programs to seek funding for student “immersion experiences” related to race/ethnicity, culture, 

and education. The goal of this effort is to acquire funds to allow superintendent candidates and 

Educational Leadership faculty, under the direction of ICILI, to travel to schools and communities 

in Iowa that have experienced Rapid Ethnic Diversification. These experiences mirror those taken 

by Drs. Pace and Robinson as part of the Carver Fellowship.  
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• The Educational Leadership department and ICILI are also seeking funds that could assist with 

travel to particular areas in Mexico, from which large numbers of immigrants in Iowa communities 

have come. Dr. Grey and ICILI have led many such trips with school and community leaders from 

the Marshalltown Community School District and have noted how powerfully the experiences 

have impacted educators.  

 

Preliminary conversations with invited members of the School Leaders of Color (SLC) Advisory Council 

have focused on the need for learning experiences for aspiring school leaders of color to have “relevance 

and portability.” Members have reinforced the essential point that instruction and curricula in the 

superintendency program not focus solely on rural or homogeneous Iowa communities but also include 

larger, urban districts with more diverse populations. In addition, members have noted that program 

instruction must be “portable” and applicable for aspiring superintendents to utilize in districts that are 

likely to hire superintendents of color, whether in or outside of Iowa. 

 

The initiatives described above will begin to address these important issues. 

 

Addressing Diversity of Populations in Rural and Urban Districts, Large and Small Districts and Affluent 

and Low Socio Economic Districts 

Candidates are provided role models who work in rural and urban districts and large and small student 

population districts and both affluent and poor districts.  Critical friends, who teach candidates in the 

Seminar in Educational Leadership and stay with the cohort throughout their program of study are chosen 

because of their expertise and their representation of districts with varied demographics, e.g. rural/urban, 

large/small, affluent/low SES populations and minority populations as discussed above. Some course 

assigned clinical experiences require students to develop understanding of districts with diverse 

populations. All course assigned internship experiences can be conducted in different districts giving 

students exposure to diverse populations.  For example, in Funding the Educational Program for Improved 

Student Achievement, a candidate working in a growing urban district could complete the five year 

enrollment projection and five year controlled budget and maximum spending authority projection in a 

neighboring rural district with declining enrollment. Problems posed to candidates through course work 

cause reflection and learning relative to large and small districts, affluent and poor districts and rural and 

urban districts. 

 

As candidates develop their Internship Plan, the internship professor and lead mentor will look at the 

candidate’s current setting and past work experience environments to guide each candidate to ensure 

experiences in a variety of settings.  A candidate working in a small rural district may be directed toward 

an experience or experiences in larger urban or suburban districts. A candidate in an extreme socio 

economic population can expect to complete a clinical experience in a district with a quite different socio 

economic population.  Developing the Internship Plan to meet the candidate’s specific needs will provide a 

varied clinical experience in diverse settings.  

 

Addressing Diversity among the Faculty 

UNI has begun a national search for an Associate Professor of Educational Leadership. The job description 

for this position seeks an individual with superintendent experience within the past three years. The 

individual to be hired will strengthen the program’s ability to prepare superintendents to successfully 

work with diverse populations, as the preferred qualifications in the position description call for 

candidates to have “school leadership experience with urban and/or diverse populations.”  
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The position will be advertised nationally, on the UNI website and through personal contacts at the 

University Council for Educational Administration Conference in Washington, D.C. in November.  

 

In addition, and as stated above, increasing the presence of school leaders of color in our principalship, 

superintendency, and doctoral programs will enhance UNI’s ability to utilize a potential “grow your own” 

philosophy. 

 

The UNI Educational Leadership programs have also identified a number of priorities for enhancing 

faculty. The Educational Leadership program has submitted, with support from the Department Head and 

Dean of the College, a number of priority items to the College of Education Development Specialist. These 

priorities will allow the Development Specialist to match department and program needs with funding 

sources. The requests include: 

 

• Funding to support a visiting Educational Leadership Scholar/Practitioner from a racially/ethnically 

diverse setting; 

• Student and faculty immersion experience, directed by Dr. Mark Grey and ICILI, to Mexico and/or 

other areas; 

• Funding to support faculty’s immersion experience in diverse/urban school settings; 

• Exploration of cultural competency training through collaboration with the Waterloo Community 

School District and ICILI. 

 

79.11(2) The institution and unit’s in plans, policies, and practices document their efforts in establishing 

and maintaining a diverse faculty and student body.  

 

Table 21: Institution General Faculty Demographics 

(See #3 and #4 of Annual Report.) 

Fulltime 

Faculty 

Faculty % 

minority 

% female % male % Full 

time 

% 

Tenured 

% Non 

tenured 

% 

Tenured 

Track 

2000-

2001 

861 10.9% (94) 43/3% 

(373) 

56.7% 

(488) 

82.3% 

(709) 

49.4% 

(425) 

28.4% 

(245) 

22.2% 

(191) 

2001-

2002 

852 10.6% (90) 44% 

(375) 

56% 

(477) 

82.5% 

(703) 

50.9% 

(434) 

28.2% 

(240) 

20.9% 

(178) 

2002-

2003 

842 9.9% (83) 43.3% 

(365) 

56.7% 

(477) 

80.5% 

(678) 

50.4% 

(424) 

28.6% 

(241) 

21% 

(177) 

2003-

2004 

799 10.%5 (84) 43.7% 

(349) 

56.3% 

(450) 

84.2% 

(673) 

54.7% 

(437) 

23.2% 

(185) 

22.1% 

(177) 

2004-

2005 

784 10.2% (80) 42.7% 

(335) 

57.3% 

(449) 

82.8% 

(649) 

56.8% 

(445) 

25.1% 

(197) 

18.1% 

(142) 

2005-

2006 

829 10.3% (85) 44.5% 

(369) 

55.5% 

(460) 

77.3% 

(641) 

53.8% 

(446) 

28.8% 

(239) 

17.4% 

(144) 

2006-

2007 

810 10.4% (84) 44.3% 

(359) 

55.7% 

(451) 

77.6% 

(629) 

56.3% 

(456) 

27.7% 

(224) 

16% 

(130) 

2007-

2008 

811 9.3% (75) 46% 

(373) 

54% 

(438) 

76.6% 

(621) 

56.6% 

(459) 

28.4% 

(230) 

15% 

(122) 

2008-

2009 

856 9.9% (85) 46.6% 

(399) 

53.4% 

(457) 

74.7% 

(639) 

54.1% 

(463) 

30.5% 

(261) 

15.4% 

(132) 
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Table 22: Education Unit Faculty Demographics 

(See #3 and #4 of Annual Report.) 

Fulltime 

Faculty 

% minority % female % male % full time  % tenured % non 

tenured 

2000-2001 (25%) 1 0 (100%) 4  (75%) 3  (75%) 3 (25%) 1 

2001-2002 (25%) 1 0 (100%) 4  (75%) 3  (75%) 3 (25%) 1  

2002-2003 0 0 (100%) 3  (100%) 3  (67%) 2 (33%) 1 

2003-2004 0 0     (100%) 3  (100%) 3  (67%) 2 (33%) 1 

2004-2005 0 0  (100%) 3  (100%) 3  (67%) 2 (33%) 1 

2005-2006 0 0  (100%) 3  (100%) 3  (67%) 2 (33%) 1 

 

Table 23: Institution General Student Demographics 

Year # of 

Students 

Enrolled 

# of 

Graduate 

Students 

Enrolled 

% Male % Female % Minority % Minority 

Graduate 

Student  

% 

International 

Students 

2000-

2001 

13,774 1,556 41.5% 

(5710) 

58.5% 

(8064) 

4.8% (666) 7.0% (109) 2.5% (339) 

2001-

2002 

14,070 1,596 41.1% 

(5778) 

58.9% 

(8292) 

5.1% (722) 7.0% (111) 2.5% (355) 

2002-

2003 

13,926 1,644 41.5% 

(5782) 

58.5% 

(8144) 

5.5% (763) 7.0% (115) 2.6% (366) 

2003-

2004 

13,441 1,667 41.4% 

(5564) 

58.6% 

(7877) 

6.0% (807) 8.3% (139) 2.9% (384) 

2004-

2005 

12,824 1,604 41.9% 

(5367) 

58.1% 

(7457) 

6.3% (809) 8.8% (141) 2.7% (351) 

2005-

2006 

12,513 1,561 41.7% 

(5219) 

58.3% 

(7294) 

6.0% (756) 8.7% (136) 3.4% (422) 

2006-

2007 

12,260 1,558 41.9% 

(5136) 

58.1% 

(7123) 

6.2% (760) 8.5% (132) 3.5% (432) 

2007-

2008 

12,609 1,599 42.2% 

(5320) 

57.8% 

(7289) 

5.9% (745) 7.1% (114) 3.7% (472) 

2008-

2009 

12,908 1,861 41.7% 

(5380) 

58.3% 

(7528) 

6.3% (810) 8.7% (162) 3.6% (464) 

 

Table 24: Education Unit Student Demographics 

 # Students 

Enrolled 

% Male % Female % Minority % Internat. 

Students 

Average 

ACT/GPA 

(optional) 

2000-2001 15 (53%) 8 (46%) 7    

2001-2002 19 (68%) 13 (32%) 6    

2002-2003 10 (70%) 7 (30%) 3    

2003-2004 27 (74%) 20 (26%) 7    

2004-2005 15 (74%) 11 (26%) 4    
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79.11(3) Candidates experience clinical practices in settings that include diverse populations and students 

of different grade levels and of diverse learning needs. 

 

Addressing Diversity in the Curricula 

As a result of the involvement of Drs. Pace and Robinson in the 2007 Carver Fellowship focused on 

immigration, UNI has made a number of curricular changes to the superintendent program.  The 

Educational Leadership program has formed a new partnership with the Iowa Center for Immigrant 

Leadership and Integration (ICILI), which is directed by Dr. Mark Grey and housed at UNI. (Appendix X) 

 

The partnership focuses on the impact of Rapid Ethnic Diversification in communities across the nation 

and Iowa, such as Storm Lake, Marshalltown, and Postville. The partnership will provide a number of 

benefits to UNI superintendent candidates. Among them: 

 

• Superintendent candidates will learn current research and background information on 

immigration trends and issues in Iowa. This will be provided by Dr. Gray and ICILI staff in Seminar 

in Educational Leadership: Superintendency. In this first course, students will learn the complicated 

economic factors that draw new immigrants to Iowa, the issues and obstacles they face once they 

arrive, and the challenges faced by schools and communities. 

• In collaboration with ICILI, UNI faculty will identify school leaders across the state who are on the 

cutting edge of building programs that best serve the needs of immigrant and diverse students 

and their families. Each new superintendent cohort will have an ongoing relationship with one 

such superintendent for the length of their program as they are immersed in a network of 

practice. This relationship will begin with students’ first experience in Seminar in Educational 

Leadership: Superintendency.  

• In Educational Leadership and Systems Change, candidates will complete a course-assigned 

internship experience that causes them to develop a customized, system-wide approach to how 

their district might utilize their districts’ assets and best practice research to effectively address 

Rapid Ethnic Diversification. 

• ICILI will assist UNI Educational Leadership faculty in identifying places across the state in which 

superintendent candidates may obtain internship experiences out of their school district. These 

experiences will be available in settings that specifically address immigrant and minority issues, 

such as local Latino centers, community outreach groups, and social service agencies, etc.  

• The Educational Leadership program and ICILI are engaged with the UNI Office of Sponsored 

Programs to seek funding for student “immersion experiences” related to race/ethnicity, culture, 

and education. The goal of this effort is to acquire funds to allow superintendent candidates and 

Educational Leadership faculty, under the direction of ICILI, to travel to schools and communities 

in Iowa that have experienced Rapid Ethnic Diversification. These experiences mirror those taken 

by Drs. Pace and Robinson as part of the Carver Fellowship.  

• The Educational Leadership department and ICILI are also seeking funds that could assist with 

travel to particular areas in Mexico, from which large numbers of immigrants in Iowa communities 

have come. Dr. Grey and ICILI have led many such trips with school and community leaders from 

the Marshalltown Community School District and have noted how powerfully the experiences 

have impacted educators.  

 

Preliminary conversations with invited members of the School Leaders of Color (SLC) Advisory Council 

have focused on the need for learning experiences for aspiring school leaders of color to have “relevance 

and portability.” Members have reinforced the essential point that instruction and curricula in the 
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superintendency program not focus solely on rural or homogeneous Iowa communities but also include 

larger, urban districts with more diverse populations. In addition, members have noted that program 

instruction must be “portable” and applicable for aspiring superintendents to utilize in districts that are 

likely to hire superintendents of color, whether in or outside of Iowa. 

 

The initiatives described above will begin to address these important issues. 

 

Addressing Diversity of Populations in Rural and Urban Districts, Large and Small Districts and Affluent 

and Low Socio Economic Districts 

Candidates are provided role models who work in rural and urban districts and large and small student 

population districts and both affluent and poor districts.  Critical friends, who teach candidates in the 

Seminar in Educational Leadership and stay with the cohort throughout their program of study are chosen 

because of their expertise and their representation of districts with varied demographics, e.g. rural/urban, 

large/small, affluent/low SES populations and minority populations as discussed above. Some course 

assigned clinical experiences require students to develop understanding of districts with diverse 

populations. All course assigned internship experiences can be conducted in different districts giving 

students exposure to diverse populations.  For example, in Funding the Educational Program for Improved 

Student Achievement, a candidate working in a growing urban district could complete the five year 

enrollment projection and five year controlled budget and maximum spending authority projection in a 

neighboring rural district with declining enrollment. Problems posed to candidates through course work 

cause reflection and learning relative to large and small districts, affluent and poor districts and rural and 

urban districts. 

 

As candidates develop their Internship Plan, the internship professor and lead mentor will look at the 

candidate’s current setting and past work experience environments to guide each candidate to ensure 

experiences in a variety of settings.  A candidate working in a small rural district may be directed toward 

an experience or experiences in larger urban or suburban districts. A candidate in an extreme socio 

economic population can expect to complete a clinical experience in a district with a quite different socio 

economic population.  Developing the Internship Plan to meet the candidate’s specific needs will provide a 

varied clinical experience in diverse settings. 

 

Appendix AA: Documentation of Field Placements 
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CHAPTER 4: FACULTY 

 

281—79.12(256) Faculty Standard: Faculty qualifications and performance shall facilitate the 

professional development of practitioner candidates in accordance with the following provisions.  

 

All provisions of this standard shall be demonstrated appropriately and equitably for all types of delivery 

models, including programs delivered by distance learning, those offered on-campus, off-campus, and all 

other models of program delivery.  

  

79.12(1) Faculty members in professional education are adequately prepared for responsibilities assigned 

to them, and have had experiences in situations similar to those for which the candidates are being 

prepared. Faculty members have adequate preparation and experience in effective methods for any model 

of program delivery in which they are assigned responsibilities. 

 

The three full-time faculty members in the Superintendent Preparation Program how Doctorates in 

Educational Leadership.  Dewitt Jones and Dave Else have served superintendencies in small and mid-size 

school districts.  Robert Decker has served as an assistant superintendent.  All are heavily involved in 

ongoing professional development.   

 

Full-time Faculty Professional Development 

 

In partnership with McREL, UNI full-time faculty will receive from McREL, research and subsequent 

training on superintendent leadership and student achievement.  All full-time faculty members will receive 

eight days of training from McREL on school district leadership that works. The focus of professional 

development for full-time faculty is on developing “Leaders of Learners” and “Leaders of Change”.  Three 

full-time faculty members will go through advanced preparation leading to qualification for the full Quality 

Assurance protocol.  The three full time faculty members completing the Quality Assurance protocol will 

be trained  representatives of McREL so they can teach the research, superintendent responsibilities, and 

associated practices that will optimize the education systems our graduates lead. (Note contracts with 

McREL presented in Appendix F).  

 

Additionally, faculty members learn from each other during weekly faculty meetings focused on 

instruction.  Professional development topics include:  

 

• Assessment of candidate performance 

• Use of technology to enhance instruction 

• Class activities that contribute to Leaders of Learners, Service and Change 

•  StrengthsQuest as is applies to Internship planning 

•  Observation protocols and coaching skills for work with candidates in clinical settings 

• Ongoing training on use of the Iowa Communication Network (ICN) to maximize instruction and 

fully engage students 

 

Finally, two-three practicing superintendents will be invited to meet with faculty, on a quarterly basis, to 

expand the faculty’s network of practice and remain abreast of the challenges and complexities of the 

superintendency.  Superintendents will be invited based on their expertise as leaders of learners, leaders 

of service and leaders of change.  Superintendents invited will change each quarter to ensure a broad 

perspective based on school size, rural vs. urban and homogeneous vs. multicultural. 
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Table 25: Fulltime Faculty 

 Total % 

Tenured 

Faculty 

 

% 

Full 

Professo

r 

Rank 

% 

Associat

e 

Professo

r 

Rank 

% 

Assistant 

Professo

r 

Rank 

% 

Lecturer 

Or  

Other 

Average 

Years of 

Teaching 

Experienc

e 

In Higher 

Education 

Average 

Credit 

Hours 

Generat

ed 

Per 

Faculty 

Member 

Institution 856 54% 

(463) 

 

23% 

(193) 

26% 

(223) 

16% 

(135) 

36% (305) N/A N/A 

Educator 

Preparation 

Program – 

Superintend

ent 

 

3 

 

100% (3) 

 

33% (1) 

 

66% (2) 

   

15 

 

9 per 

semeste

r 

 

79.12(2) Faculty members in all program delivery models instruct and model best practices in teaching, 

including the assessment of their own effectiveness as it relates to candidate performance.  

 

Professors in the Superintendent Preparation Program are engaged in professional development that 

facilitates and models best practice.  Professor Peer Feedback (Appendix M) provides a guide for 

professors to provide support and feedback on instruction.  The focus is on instructional practices, adult 

learning, ICN instruction, simulation of real world experiences, providing opportunity for practice and 

application, and use of student performance data. 

 

79.12(3) Faculty members in all program delivery models are engaged in professional development as well 

as scholarly and service activities that relate to teaching, learning, and educator preparation. 

 

In 2008-09, Educational Leadership faculty made an unprecedented commitment to professional 

development. The faculty for the first time adopted a standing calendar of professional development 

activities, including: 

 

• Once-a-month mandatory professional development sessions in which faculty share current 

research, new instruction, and projects. These sessions are separate from the faculty’s weekly 

meeting and are expressly focused on professional development and learning from each other. 

• Establishment of a professional development partnership with MidContinent Education for 

Research and Learning (McREL) focused on McREL’s research on the superintendency. Three 

faculty members (Drs. Decker, Gilson, and Pace) will be certified by McREL as Trainers in School 

Leadership that Works. 

 

• Establishment of a partnership with the Iowa Association of School Boards (IASB) Lighthouse 

Project, which focuses on the school board’s role in student achievement and includes quarterly 

professional development for Educational Leadership faculty, delivered on-campus by Mary 

Delagardelle and IASB staff. 
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• Faculty commitment to observing colleagues’ teaching independent of the PAC process 

• Collaboration with other Educational Leadership programs in Iowa through the Iowa Council of 

Professors of Educational Administration (ICPEA) for Fierce Conversations Training, and a 

professional development session with Tony Wagner, author of The Global Achievement Gap, 

funded by the Wallace Foundation. 

 

Table 27: Evidence of Professional Development and Scholarly/Service Activities 

 Professional 

Development 

Scholarly Activities Service Activities 

All Educational 

Leadership Faculty 

Participation in McREL 

Balanced Leadership for 

the superintendency 

  

All Educational 

Leadership Faculty 

Participation in Iowa 

Association of School 

Boards Lighthouse 

Project Training 

  

All Educational 

Leadership Faculty 

Participation in Fierce 

Conversations Training 

through ICPEA 

  

Dewitt Jones  Development of White 

Paper issue summaries 

for College of 

Education website 

 

 

79.12(4) Faculty members in all program delivery models collaborate regularly and in significant ways with 

colleagues in the professional education unit and other college/university units, schools, the department, 

area education agencies, and professional associations as well as with community representatives. 

 

Table 28:   Evidence of Collaboration 

Name(s) Type of Collaboration  

(Samples of Activities) 

Partner(s) in Collaboration 

Victoria 

Robinson 

Professional Development of School 

Administration Manager (SAMs) time 

monitoring and piloting of SAMs concepts 

in curricula 

Wallace Foundation, UNI Educational 

Leadership faculty, Linn-Mar Community 

School District 

Victoria 

Robinson 

UNI Coordinator for Development and 

Implementation of the Teacher Work 

Sample 

 

California State University, Eastern Michigan 

University, Emporia State University, Kentucky 

State University, Longwood University, Idaho 

State University, Middle Tennessee University, 

Millersville University, Southeast Missouri 

State University, Western Kentucky University 

Victoria 

Robinson 

Collaborated with UNI’s Executive 

Development Center housed in the College 

of Business to design and deliver leadership 

workshops for area and state’s business 

and industry managers and leaders. 2000-

Present 

UNI Executive Development Center, business 

& industry across Iowa 
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Victoria 

Robinson 

Collaborated with Cedar Valley Chamber of 

Commerce to deliver a one week Excellence 

in Teaching Institute “Working together for 

quality education” to be held June 22-25, 

2009 for fifty area teachers. 

ABI, John Deere, Waterloo Community 

Schools, Hawkeye Community College, UNI, 

Bertch Cabinets, Wheaton Franciscan Health 

care, AEA 267, Wells Fargo, Allen Hospital and 

Woolverton Printing Company 

David Else Development of  Iowa Regional Education 

Applicant Placement (IAREAP) system 

Cooperating School Districts of St. Louis and 

the National School Application Network in 

Birmingham, Alabama 

David Else Facilitation of Goal Setting Process Community United Child Care Centers of Black 

Hawk County 

David Else Facilitation of Iowa Superintendents 

Finance and Leadership Consortium (ISFLC) 

Advisory Council Meetings 

Iowa Association of School Boards 

 

 

 

Table 29: Faculty service to Institutional Committees 

Faculty Member Role(s) Served 

Dave Else 

 

Member, National School Foundation Association Board 

Member, Iowa Association of School Boards Advisory Council 

Member, Iowa Department of Education Finance Roundtable 

 

79.12(5) Part-time faculty and graduate assistants in teaching roles in all program delivery models, are 

identified as faculty members and meet the background and experience requirements appropriate for their 

assigned responsibilities.  

 

The Superintendent Preparation Program does not have graduate assistants.  Dave Else is half time in the 

Superintendent Preparation Program, but full time in the Department of Educational Leadership, 

Counseling and Postsecondary Education.  Note vita in Appendix E for profile. 

 

79.12(6) Faculty members in all program delivery models preparing candidates maintain an ongoing, 

meaningful involvement in activities in preschools, elementary, middle, or secondary schools. A minimum 

of 60 hours of activities of such activities shall include team teaching during the period between approval 

visits. A maximum of 30 hours of the 60-hour requirement may be completed by supervising pre-service 

candidates in PK-12 classroom settings. 

 

60 hour Engagement Plan January 2010 – January 2015 

 

Faculty Member:______Robert Decker___________________________________ 

 

Planned Activity & Number of 

Hours 

Location & Date Contact Person 

Supervising Superintendent 

Internship Students  (30 hours) 

State of Iowa – Fall/Spring 

2009/2010 

Dr. David Else, Coordinator of 

Superintendent Preparation 

Program 

Working with the Estherville 

Community School District on 

negotiations and personnel 

projects.            (15 hours) 

315 N. 6th Street, Estherville, IA 

Fall/Spring 2008/2009 

Fall/Spring 2009/2010 

Richard Magnuson, 

Superintendent, Estherville CSD 
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Working with the North Fayette 

Community School District on 

negotiations and personnel 

projects.           (15 hours) 

105 E. Main St., West Union, IA 

Fall/Spring 2009/2010 

John Rothlisberger, 

Superintendent, N. Fayette CSD 

 

Faculty Member:___Dave Else______________________________________ 

 

Planned Activity & Number of 

Hours 

Location & Date Contact Person 

Work with boards and 

superintendents on 

superintendent searches.  Focus 

group meetings with students, 

teachers, administrators, 

support staff and community 

members (60 hours) 

Oelwein and Oskaloosa Candace King, Bd Pres. Oelwein 

Carolyn McGaughy, Supt. 

Oskaloosa 

Annual goal setting with 

teachers, parents, administrators 

and Board (10 hours) 

Community United Child Care 

Center, Cedar Falls 

Jay Mattson, Administrator 

Grinnell-Newberg CSD 

administrator realignment 

facilitation (6 hours) 

Grinnell-Newberg Community 

School District 

Edie Eckles, Superintendent 

Supervision of Internship 

students (30 hours) 

Emmetsburg, Cherokee, Okoboji, 

South O’Brien, Alta, Ventura, 

Waverly, Cedar Rapids, Waterloo 

Dave Else 

 

Faculty Member:__Dewitt Jones_______________________________________ 

 

Planned Activity & Number of 

Hours 

Location & Date Contact Person 

Reading/Volunteering/36 hours Kittrell Elem – Weekly – 09-10 Audrey Wallican-Green 

Reading/Volunteering/36 hours Kittrell Elem – Weekly – 10-11 Audrey Wallican-Green 

Reading/Volunteering/36 hours Hoover Middle - Weekly-11-12 Dan Cox 

Reading/Volunteering/36 hours Hoover Middle – Weekly-12-13 Dan Cox 

 

Note:  I will work in team teaching with the teacher that I am volunteering with as well as mentoring. 

 

Faculty Member:   Vickie Robinson_______________________ 

 

Planned Activity & Number of 

Hours 

Location & Date Contact Person 

Observe student teachers with 

UNI Coordinator for 30 hours 

East High, Waterloo, IA  2010-

2012 

Carolyn Schellhardt, UNI 

Coordinator and Willie Barney, 

Principal of East High 

Team teach in American History 

and Government classes for 30 

hours 

Northern University High, Cedar 

Falls, IA 2010-2012 

Lee Weber, History Teacher at 

Northern University High 
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CHAPTER 5: ASSESSMENT 

 

281 – 79.13(256) Assessment system and unit evaluation standard: The unit’s assessment system shall 

appropriately monitor individual candidate performance and use that data in concert with other 

information to evaluate and improve the unit and its programs in accordance with the following 

provisions.  

 

All provisions of this standard shall be demonstrated appropriately and equitably for all types of delivery 

models, including programs delivered by distance learning, those offered on-campus, off-campus, and all 

other models of program delivery.  

 

79.13(1) Unit assessment system. 

a. The unit utilizes a clearly defined management system for the collection, analysis, and use of 

assessment data. 

b. The unit provides evidence that the assessment system is congruent with the institution’s 

mission and the unit’s framework for preparation of effective educators. 

c. The unit demonstrates an alignment of unit standards with INTASC standards for teacher 

preparation and ISSL standards for administrator preparation. 

d. The unit clearly documents candidates’ attainment of the unit standards. 

e. The unit demonstrates propriety, utility, accuracy and fairness of both the overall assessment 

system and the instruments used, and provides scoring rubrics or other criteria used in 

evaluation instruments. 

f. The unit documents the quality of programs through the collective presentation of assessment 

data related to performance of teacher candidates. This shall include: 

(1) Data collected throughout the program, including data from all delivery modes; 

(2)  Evidence of evaluative data collected from teachers and/or administrators who 

work with the unit’s candidates; and  

(3)  Evidence of evaluative data collected by the unit through follow-up studies of 

graduates and their employers. 

g. The unit explains the process for reviewing and revising the assessment system. 

h. The unit demonstrates how the information gathered via the unit and candidate assessment 

system is shared with faculty and other stakeholders and used for program improvement. 

 

Candidate and Program Assessment 

 

Alignment of Superintendent Preparation Program Assessment Beliefs with University of Northern Iowa 

Assessment Plan 

The members of the Department of Educational Leadership, Counseling, and Postsecondary Education 

aligned the program’s assessment to the expectations of the Higher Learning Commission which reviews 

all of the University of Northern Iowa’s programs.  The following describes the foundation of our 

program’s assessment which is consistent with the University of Northern Iowa’s expectations. 

 

Assessing for learning is a systematic and systemic process of inquiry into what and how well candidates 

learn over the progression of their studies and is driven by intellectual curiosity about the efficacy of 

collective educational practices.  That professional context anchors assessment as a core institutional 

process guided by questions about how well candidates learn what we expect them to learn – based on 

pedagogy; the design of the curriculum; co-curricula, and instruction; and immersion in the network of 
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practice.  Through examining candidates’ work, tests, performances, research, reflections, responses and 

behaviors across the continuum of their learning, we gain knowledge about the efficacy of our work.   

 

This collective inquiry among faculty, critical friends, mentors, and candidates seeks evidence of 

candidates’ abilities to integrate, apply, and transfer learning, as well as construct their own meaning.  

Assessment is a process of ascertaining how well candidates achieve complex expectations through 

multiple experiences with leading learning, service and change, inside and outside the classroom.  Our 

assessment process brings together constituencies from the university setting, professional organizations 

and PK-12 school districts who contribute to our candidate’s education experiences through internships 

and district- and community-based projects.  Thus, the network of practice through partnerships will also 

serve as a network of candidate and program assessment.  

(Adapted from Assessing for learning: Building a sustainable commitment across the Institution. (2004). 

Maki, Peggy. Sterling, VA: American Association for Higher Education as cited in Evaluating the student 

outcomes assessment plan: A resource packet from the UNI Office of Academic Assessment. Fall, 2007).  

The University of Northern Iowa’s Academic Program Review Manual (2007-2008) specifically identifies 

assessment criteria.  These criteria are listed below in bold.  The Educational Leadership assessment 

criteria follows the bold in italics. 

 

• Assessment philosophy: We believe that fair and valid assessments result from multiple 

assessments and multiple assessors.  We believe all assessment criteria should be transparent and 

timely.  We believe that assessments should be part of a continuous improvement process for both 

the candidate and for the program. 

• Candidate outcomes and competencies: Competencies and outcomes (we refer to them as 

proficiencies) must be driven by standards, clearly communicated with candidates and continually 

monitored for relevancy and representation of authentic application.  

• Frequency of assessments:  Formative assessments should be ongoing through informal 

observations, discussions, or skills practice.  Summative assessments should occur in timely fashion 

to inform candidate and faculty of candidate’s progress.  Candidates will be formally assessed in 

each course and also during all phases of their internship. 

• Assessment methods: Assessment methods include performance measures, tests, written 

reflections and direct observation. 

• Methods of evaluating and interpreting results: Rubrics, exams, and observations based on 

professional experience will be completed.  Assessments will also be completed by faculty or 

stakeholders not directly responsible for the grade.  This will provide inter-rater reliability and also 

improvement discussion points for faculty, mentors and critical friends.   

Areas of candidate achievement measured 

• Content knowledge: Tests and written papers, application in the field 

• Higher order skills (critical thinking, problem-solving) Simulations, papers, reflections, 

performances in the field 

• Writing proficiency: Writing rubric and reflection rubric 

• Personal and affective development (values, attitudes):Disposition rubric and observations 

• Performance in real world settings: skills, internship, and dispositions rubrics 
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Candidate Assessments 

• Faculty developed tests  

• Commercial instruments (StrengthsQuest) 

• Course embedded questions 

• Major projects 

• Electronic or printed student portfolio 

• Observation of student performance comparing skill development to baseline data 

• Videos or audios of authentic student performance 

 

Program Assessments 

• Job placement of program graduates 

• Internship evaluations 

• Program portfolio presentation/exit interviews 

• Candidate program retention rates 

• Candidate graduation rates 

• Candidate program evaluations 

• Candidate satisfaction surveys 

• Focus group discussions 

• Alumni surveys 

• Employer surveys 

• Employer interviews or focus groups 

• Feedback from Advisory Council 

 

All assessment data will be submitted to Vickie Robinson, Coordinator of Department Assessment for 

tracking student and program performance.  Data will be analyzed by all faculty in a one day retreat each 

semester.  Faculty advisors will give candidates feedback based on assessment data.  A program 

assessment will be provided to the Department Head annually by Vickie Robinson.  A composite report of 

assessment data will be submitted to the Bureau of Practitioner Preparation and Licensure by September 

30 each year as specified in 79.17(2) g. 

 

Alignment of the Superintendent Preparation Program Assessment Plan with the American Association 

of Higher Education’s Principles for Assessing Student Learning 

 

The assessment of candidate learning begins with educational values.   

Assessment is not an end in itself but a vehicle for educational improvement.  Educational values should 

drive not only what we choose to assess but also how we do so.  UNI’s Educational Leadership application: 

We value learning, service and change.  Candidates’  progress is monitored throughout the program based 

on their demonstration of skills, knowledge, and dispositions (Appendix R) needed to lead learning, provide 

service and implement change.  Assessments will include tests of knowledge, reflective papers, direct 

observations of skills, dispositions feedback and a culminating portfolio presentation by the candidate. We 

will be assessing written work and performances.  Written work will reveal knowledge, statements of 

beliefs, newly gained insights and potential for action.  Performance assessment will reveal district-based 

application of the skills, knowledge and dispositions. Assessment criteria will be shared with candidates 

prior to the candidates beginning their projects and/or assignments.  This is also in keeping with our values 

of practice what we teach – being transparent and specific about expectations. 
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Assessment is most effective when it reflects an understanding of learning as multidimensional, 

integrated and revealed in performance over time. 

Learning is a complex process.  It entails not only what students know but what they can do with what 

they know.  Additionally, it involves values, attitudes, beliefs and habits of mind that affect both academic 

success and performance beyond the classroom.  Assessment should reflect these understandings by 

employing a diverse array of methods, including those that call for actual performance, using them over 

time to reveal change, growth, and increasing degrees of integration.  Such an approach aims for a more 

complete and accurate picture of learning, and therefore firmer bases for improving students’ educational 

experience.  UNI’s Educational Leadership application: As identified in course assignment rubrics, 

internship rubrics, skills rubrics and disposition rubrics, documentation of student progress is tracked over 

time through multiple assessors and formats. Continual feedback will provide a basis for candidates’ 

continual growth and development. 

 

Assessment requires attention to outcomes (proficiencies) but also and equally to the experiences that 

lead to those outcomes (proficiencies).   

Information about outcomes (proficiencies) is of high importance; where students “end up” greatly 

matters. But to improve outcomes (proficiencies), we need to know about candidate experiences along 

the way.  UNI’s Educational Leadership application: Candidate proficiencies (outcomes) are clearly 

identified and frame all experiences, course assignments and reflections. At the end of the program, 

candidates should achieve at least a “developed” rating with the expectation being that many will also 

achieve well developed proficiencies.  

 

Assessment works best when it is ongoing, not episodic.   

Assessment is a process whose power is cumulative.  Though isolated, “one-shot” assessment can be 

better than none.  Improvement is best fostered when assessment entails a linked series of activities 

undertaken over time.  This may mean tracking the process of individual students, or of cohorts of 

students; it may mean collecting the same examples of student performance or using the same instrument 

semester after semester.  The point is to monitor progress toward intended goals in a spirit of continuous 

improvement.  Along the way, the assessment process itself should be evaluated and refined in light of 

emerging insights. UNI Educational Leadership application: Individual and cohort progress will be 

monitored throughout the program.  Educational leadership faculty, lead mentors, mentors with special 

expertise,  and critical friends will meet mid-way and at the candidates’ completion of the program to 

review rubrics and determine if there are missing pieces or lack of clarity in assessments.     

 

Assessment fosters wider improvement when representatives from across the educational community 

are involved.   

Assessment may involve individuals beyond the campus whose experiences can enrich the sense of 

appropriate aims and standards for learning.  Thus understood, assessment is not a task for small groups 

of experts but a collaborative activity; its aim is wider, better-informed attention to student learning by all 

parties with a stake in its improvement. UNI’s Educational Leadership application: Multiple assessors 

(university faculty, critical friends, and mentors feedback and self-assessment) bring together a network of 

assessment.  In addition, summative course work will also be assessed by more than one faculty member.  

Using a random sample, faculty not assigned to the course will also assess some of the candidate’s work in 

a particular course.  This will provide inter-rater reliability and a base for conversation among faculty 

focused on learning and assessment.  It will also invite conversation around professor peer feedback 

(Appendix M). 
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Assessment makes a difference when it begins with issues of use and illuminates questions that people 

really care about.   

This implies assessment approaches that produce evidence that relevant parties will find credible, 

suggestive and applicable to decisions that need to be made.  It means thinking in advance how the 

information will be used and by whom.  The point of assessment is not to gather data and return “results”; 

it is a process that starts with the questions of decision-makers, that involves them in the gathering and 

interpreting of data, and that informs and helps guide continuous improvement.  UNI’s Educational 

Leadership application: Two major questions drive our assessment.  At the candidate level: “Is this 

candidate prepared to lead learning, service, and change as an effective superintendent or AEA 

administrator?” and “What do the results of candidate performance and data gathered from critical 

friends, mentors, advisory group and graduate employers tell us about ways we can continually improve?”  

 

(Adapted from American Association of Higher Education’s Principles for Assessing Student Learning.  As 

cited in Walvoord, B.E. & Anderson, V. (1998). San Francisco, CA: Jossey-Bass.) 

 

Decision Points and Data Sources (Appendix BB) for Candidates in UNI Superintendency Program 

The Superintendent Preparation Program developed and utilizes a forward thinking technologically driven 

Student Tracking System.  Students complete Internship Activity Verification Forms online.  Internship 

hours spend in each ISSL standard are recorded and experience in each of the 16 Proficiencies is noted.  

Also, Formative Assessments, Dispositions and Strengths are recorded along with pertinent student data.  

The Student Management System is centered on the following decision points: 

 

Acceptance into program:   

Three letters of recommendation (Appendix V), past academic performance, transcript, writing sample 

focused on leading learning, service and change and completed application form 

 

Decision Points during progression of program:  

• At end of each semester’s coursework: 

- Evidence of reaching developed or well developed skills in all course assignments and course 

assigned internships  

- Evidence of candidate’s professional development in leading learning, service and change 

outside the preparation program 

• During First Segment of Seminar  in Educational Leadership: 

- Conference with faculty members and critical friends to review program skills rubrics, 

disposition rubric, and Beliefs Survey (Appendix DD). 

- Skills base-line data collected 

• Four times during the candidate’s program: End of first summer, end of first fall, end of second 

spring, and last semester 

- University faculty, lead mentor and critical friends observe 

- Rubrics, exams, internship, and proficiencies review 

• During the second segment of Seminar  in Educational Leadership: Superintendency 

- Comparison of Beliefs Survey from the beginning of the program 

- Focus group discussions related to processes and strategies addressing challenges of 

superintendency focused on student and staff learning, service to school and community and 

the change process. 

• During the third segment of Seminar in Educational Leadership: Superintendency 

- Data from problem-solving skills reviewed in light of base-line assessment 
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• Program Completion:  

- Candidates are expected to collect artifacts from each of the six standards which will be 

categorized according to Leaders of Learners, Service, and Change.  These artifacts will be 

displayed in the portfolio program exit requirement. 

- Candidate formal presentation of portfolio to mentor, critical friends and faculty member(s).  

All course work completed.  Required internship hours and reflective internship logs accepted. 

 

Ongoing Superintendency Program Assessment 

Candidate performance serves as one essential form of assessment.  University faculty will meet at the 

beginning of each semester to review performance and proficiency of candidates from the previous 

semester.  Samples of student work will be circulated and discussed as a way of benchmarking and 

verification of meeting requirements of the program.  Internship rubrics and mentor feedback will also be 

discussed through a similar process. 

 

Data will be collected over time that will include: graduation rates, job placement rates of graduates, 

student program evaluations, student satisfaction survey, alumni survey (University of Northern Iowa 

Alumni Survey of Leadership Preparation and Practice—Appendix H), employer survey/feedback (assisted 

by the Iowa Association of School Boards) and feedback from the UNI Superintendents’ Advisory Group 

during annual meetings.  Although date does not currently exist, data collection will begin with the 

implementation of this program.  McREL staff and UNI Educational Leadership faculty will collaborate on 

data collection from specific sources.  Data will be collected annually and program adjustments 

considered.  A compilation of data collected over two to three years will stimulate program review. 

 

Data Source Target Date 

Candidate Satisfaction Survey August, 2008 

Candidate Focus Groups January, 2009 

Advisory Council Feedback February, 2009 

Candidate Satisfaction Survey July, 2009 

Graduation Rate December, 2009 

Candidate Program Evaluation January, 2010 

Job Placement Rate Survey August, 2010 

Employer Survey/Feedback July, 2011 

 

Our collaboration with McREL will assist us in the development, collection and analysis of data.  

 

Interventions for low-performing candidates 

The ongoing progression of assessments during each of the designated decision points will determine the 

need for interventions. If a candidate does not reach the “developed” or “well developed” level in each of 

the course rubrics, internship rubrics and documentation of professional development endeavors, the 

candidate will receive an incomplete for the course and resubmit the work until it is at the required level 

according to the rubrics of the course and internship rubrics.  Faculty members will provide assistance and 

coaching to the candidate.   

  

At the time of the completion of the second segment of Seminar in Educational Leadership: 

Superintendency, if a candidate does not meet “developed” or “well developed” on internship, disposition, 

reflection, writing and skills rubrics, a conference with the lead mentor and candidate will occur.  The area 

of weakness or weaknesses will be presented to the candidate.  Collaboratively, they will develop an 
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individualized plan with specific goals, timeline, and evidence that the candidate has reached the required 

level.  The faculty advisor will monitor this progress.  This is a critical point for the candidate with the 

potential of being counseled out of the program if the plan is not followed and progress is not made. 

 

This same process will be applied in the third segment of the Seminar in Educational Leadership: 

Superintendency.   

 

If the candidate fails to provide documentation of meeting all requirements of the program demonstrating 

all proficiencies during the time of portfolio review, the candidate’s recommendation for superintendency 

licensure will be withheld.  The candidate’s faculty advisor, lead mentor, and the candidate will meet to 

plan and implement a final individual plan with specific goals, timelines and evidence.  The faculty advisor 

will monitor progress.  If the candidate fails to document all proficiencies in a second portfolio 

presentation and review, the candidate will not be recommended for superintendency licensure. 

 

79.13(4) The department shall periodically conduct a survey of educational agencies employing licensed 

graduates of approved programs to ensure that the graduates’ needs are adequately met by their 

programs and by the approval process herein. 

 

As noted in the table on page 53, the Department will conduct ongoing job placement rate surveys from 

graduates from the newly accredited Superintendency Preparation Program.  As noted is the table, 

August, 2010 is the first survey.  It is interesting to note that of the ______ new superintendents hired in 

Iowa for the 2009-10 school year, _______ were graduates of the University of Northern Iowa. 

 

An employer survey/feedback will be carried out in July 2011 after newly hired superintendents from the 

University of Northern Iowa have completed their first year in the superintendency.  The survey and 

feedback will be conducted in cooperation with the Iowa Association of School Boards.  The data collected 

will be aligned with the 16 Exit Proficiencies (appendix FF) and Iowa Standards for School Leaders that 

drive the Superintendent Preparation Program. 
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CHAPTER 6: ADMINISTRATOR PREPARATION CLINICAL PRACTICE STANDARDS 

 

281—79.16(256) Administrator preparation clinical practice standards. The unit and its school partners 

shall provide clinical experiences that assist candidates in becoming successful school administrators in 

accordance with the following provisions. 

 

All provisions of these standards shall be demonstrated appropriately and equitably for all types of 

delivery models, including programs delivered by distance learning, those offered on-campus, off-campus, 

and all other models of program delivery.  

 

79.16 (1) Clinical practice for educational leadership candidates supports the development of knowledge, 

dispositions, and skills that are identified in the unit standards. The unit ensures that clinical experiences 

occurring in all locations are well-sequenced, supervised by appropriately qualified personnel, monitored 

by the unit, and integrated into the conceptual framework of the program.  

 

Appendices I, J, K, L, R, and S: Candidate Evaluation Forms for Clinical Experiences 

 

79.16 (2) Administrator candidates participate in field experiences that include both observation and 

involvement in management and leadership responsibilities. Programs document clinical expectations at 

various developmental levels that are directly linked to coursework throughout the program.  These 

expectations reflect collaboration among program faculty and are shared with candidates, supervisors and 

cooperating administrators. 

 

See appendices K and EE for Rubrics for Course Assigned Internship Rubrics, and Sample Internship Plans 

listing these Course Assigned Internship activities. 

 

79.16 (3) Environments for clinical practice support learning in context, and include all of the following: 

 

a. Scheduling and use of time and resources to allow candidates to participate with administrators and 

other practitioners and learners in the school setting. 

Each candidate in the superintendent preparation program must complete a minimum of 450 hours of 

clinical experience.  Since all of our candidates are full time students they have to schedule internship 

experiences within their regular school day and week for the most part.  Each candidate has multiple 

mentors, consequently some internship activity is conducted in districts other than their district of 

employment. 

 

b.  Administrator candidate learning that takes place in the context of providing high quality 

instructional programs for students in a state-approved school or educational facility. 

Candidates serve their internship in accredited Iowa schools.  Lead mentors must be practicing 

superintendents/AEA chief administrators (Note Lead Mentor Selection criteria). 

 

c.  Opportunities for administrator candidates to observe and be observed by others and to engage in 

discussion and reflection on clinical practice.  

Each intern student is observed by his or her Lead Mentor, mentors with special expertise and the 

University of Northern Iowa internship professor.  The internship professor, Lead Mentor and student 

engage regularly in conversation and reflection about the internship experience.  At the end of each 

semester for which the intern student is registered for internship, the Lead Mentor and internship 

professor conduct a formative evaluation with the student.  The Lead Mentor, Critical Friends and 
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Internship Professors provide coaching and feedback throughout the internship experience. They also 

complete skills rubrics and dispositions on each student.  Intern professors observe board meetings in 

which the intern is presenting or leading, professional development for the board led by the intern, staff 

meetings led by the intern, etc.  Internship professors are in each intern’s district at least three times each 

semester and in many cases more frequently. 

 

d. The involvement of administrator candidates in relevant responsibilities directed toward the 

improvement of teaching and learning to include demonstration of the capacity to facilitate the use of 

formative and summative assessment data in effecting student learning within their school. 

As students develop their Internship Plan with support from their Lead Mentor, the plan is to reflect 

activities that develop the interns’ skills, proficiencies and knowledge that are meaningful district activities 

essential to the effective and efficient operation of the district.  Course assigned internship activities 

ensure that students have experiences that develop them as Leaders of Learning, Service and Change 

(Note Course Assigned Internship Activities in the Appendices).  Data collection is a critical component.  

Also note the Internship Planning Guide.  All students are required to attend four Lighthouse Project 

Learning (Partnership with the Iowa Association of School Boards) sessions.  After each session, each 

student writes a reflection on the learning of board members and superintendent, how the board 

members interact with each other and how they interact with the superintendent, the board members’ 

commitment to improving student achievement and the action steps they take through board policy 

development and district-level planning. 

 

79.16(4) The field experiences for initial administrative licensure meets all of the following requirements: 

 

a. Includes experience for a minimum of 400 hours during the candidates’ preparation program. 

All students complete a minimum of 450 hours of internship.  Most far exceed the minimum requirement. 

 

b. Takes place in multiple educational settings that include diverse populations and students of different 

age groups. 

Each candidate must have multiple mentors and serve clinical experiences in multiple districts (Note 

Internship Planning Guide and Internship Plans) 

 

c. Takes place with appropriately licensed cooperating administrators. 

All Lead Mentors and Mentors with Special Expertise must be practicing school leaders with appropriate 

licensure. 

 

d. Consists of communication among institution personnel, the candidate, and the cooperating 

administrator regarding candidate progress. 

The internship professor, Lead Mentor and student engage regularly in conversation and reflection about 

the internship experience.  At the end of each semester for which the intern student is registered for 

internship, the Lead Mentor and internship professor conduct a formative evaluation with the student.   

 

e. Includes prescribed minimum expectations and responsibilities of the candidate for both leadership 

and managerial tasks as well as ethical behavior. 

Candidates must meet the 16 proficiencies expected of graduates from the University of Northern Iowa 

Superintendent Preparation Program.  Additionally, rubrics are utilized for all course assigned internship 

activities.  Thus, the UNI expects that Lead Mentors and Mentors with Special Expertise perform duties as 

outlined in their respective contracts.  The role of Lead Mentor, Mentors with Special Expertise, Internship 
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Professor and student are clearly articulated in the Educational Leadership-Superintendency Internship 

Handbook.   

 

f. Includes minimum expectations and responsibilities for the participating entities: cooperating 

administrators; school districts, accredited nonpublic schools, or AEAs, and higher education supervising 

faculty members. 

Intern students are expected to be active leaders in their internship activities rather than passive 

participants or observers.  The Internship Handbook is clear on expectations.  Program evaluation 

completed by the 2008 Cohort note that students believe there is considerable focus on leading teaching 

and learning.  The Internship Planning Guide notes there must be a balance between Leader of Learning, 

Service and Change. 

 

g. Involves the candidate in professional meetings and other school-based activities directed toward the 

improvement of teaching and learning. 

h. Involves the candidate in communication and interaction with parents or guardians, community 

members, faculty and staff, and cooperating administrator in the school. 

Each internship activity requires work products and it is expected that nearly all experiences culminate 

with a presentation, speech or report to community members, staff or the board of education. 

 

79.16(5) PK – 12 school and institution professionals share responsibility for the selection of cooperating 

administrators who demonstrate skills, knowledge, and dispositions appropriate for administrator 

practitioners. 

 

After applying the Mentor Selection Criteria to the recommended list of mentors submitted by Advisory 

Council members and ICPEA, the University of Northern Iowa Educational Leadership faculty will utilize 

IASB leadership, selected Iowa Superintendents Finance and Leadership Consortium (ISFLC) instructors, 

UNI Seminar in Educational Leadership: Superintendency critical friends, and AEA staff to further filter 

identification of potential mentors. Potential mentors must be  Leaders of Learners, Service and Change as 

evidenced by meeting at least three of the four indicators in each leadership area (Leader of Learners, 

Service and Change) and having a score of four or higher in each area. Additionally, the potential mentor 

must meet three of the five indicators in the “Professional Commitment to Leadership” section of the 

mentor selection criteria. 

 

Currently practicing licensed district-level or AEA leaders who serve as mentors must a) have at least three 

years experience as a district-level or AEA administrator; b) be recognized as a Leader of Change; c) 

provide evidence of being a Leader of Learners; d) provide evidence of being a Leader of Service; and e) 

possess a professional commitment to administration (Appendix N). 

 

 

 

 

79.16(6) The unit is responsible for all of the following: 

 

a. Defining qualifications for candidates entering clinical practice and for cooperating administrators 

who mentor candidates in their clinical experiences. 

Candidates begin their internship experience during their first summer in the program.  They are required 

to take Internship in May term.  This one credit hour class clearly identifies the expectations for 

development and carrying out of the Internship Plan.  Candidates must have successfully passed the First 
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Segment of Seminar in Educational Leadership and Power, Politics and Ethics prior to entering internship.  

As noted earlier, Lead Mentors must meet Selection Criteria to serve as a Lead Mentor. 

 

b. Providing quality supervision that included primary responsibility for communication/collaboration 

with cooperating administrators and candidates. 

The Superintendent Program Coordinators ensures quality supervision of internship students through 

Lead Mentors, Mentors with Special Expertise and Internship Professors as well as Critical Friends. 

 

c. Responding to specific needs of cooperating schools.  

The University of Northern Iowa is in a complete partnership with cooperating school districts, Lead 

Mentors, Mentors with Special Expertise and Critical Friends.  The University is sensitive to the needs and 

expectations of cooperating districts and their leaders. 

 

d. Selection, training, evaluation and support of institution faculty members who are prepared to 

mentor and supervise administrator candidates. 

e. Selection, training, evaluation and support of school administrators who mentor and supervise 

administrator candidates. 

Lead Mentors go through a selection process to ensure that they are Leaders of Learners, Service and 

Change.  They do a self assessment (Appendix) and then UNI faculty further assess.  Finally the Iowa 

Association of School Boards and School Administrators of Iowa serve as a final screen.   Lead Mentors are 

trained on campus at the beginning of each academic year.  A training DVD is available to Mentors with 

Special Expertise.  University of Northern Iowa faculty are continuously engaged in professional 

development as noted earlier.  UNI faculty also attend IASB Lighthouse Learning Project sessions with 

students to ensure currency of practice.  The McREL partnership provides ongoing consultation and 

learning. 

 

79.16(7) Administrator candidates develop and demonstrate the capacity to utilize assessment data in 

effecting student learning within their schools. 

 

Table 46: Candidate Requirement to Utilize Assessment Data to Effect Student Learning –  

Performance Coursework/Point of Evaluation within Program 

Superintendent and Board develop a statement of 

achievement goals based on the analysis of district 

student achievement data. 

270:389  Midway point within the program 

 

Superintendent will analyze student data and 

reflect on district priorities while focusing on 

building needs. 

270:389  Midway point within the program 

 

Based on the analysis of student  achievement 

data, student will identify a student achievement 

improvement initiative in the district to be 

implemented 

270:311  Midway to late in the program 

 

79.16(8) Accountability for field experiences is demonstrated through all of the following: 

 

a. Collaboration of the cooperating administrator and the college/university supervisors in formative 

evaluation of candidates to include identifying areas for improvement, developing and implementing 

plans for improvement, and determining final evaluation of the candidates. 

At the end of each semester for which the intern student is registered for internship, the Lead Mentor and 

internship professor conduct a formative evaluation with the student.  The Lead Mentor, Critical Friends 
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and Internship Professors provide coaching and feedback throughout the internship experience. They also 

complete skills rubrics and dispositions on each student. Summative evaluations are conducted at the end 

of the student’s internship experience.  Course Assigned internship activities are evaluated by course 

professors using course assigned Internship rubrics.  Intern professors observe board meetings in which 

the intern is presenting or leading, professional development for the board led by the intern, staff 

meetings led by the intern, etc.  Internship professors are in each intern’s district at least three times each 

semester and in many cases more frequently. 

 

b. Use of authentic performance measures appropriate to the required assignments in the clinical 

experiences, with written documentation and completed evaluation forms included in candidates’ 

permanent institutional records. 

After completion of each internship activity, the candidate completes a Verification Form that requires the 

candidate to describe the clinical activity and reflect on what he or she learned.  Rubrics guide course 

work and internship experiences.  Skills rubrics, course rubrics and dispositions along with formative and 

summative evaluations provide a clear assessment of each candidate (Appendices I, J, L and R).  Students 

enter Verification Forms into the Student Tracking System electronically.  The number of hours completed 

in each Standard and proficiency are recorded and can be tracked by students and Internship Professors. 

All internship activities are to have work products submitted. Work products are produced for district use 

and are pertinent to district needs.  These work products become a part of the candidate’s portfolio. 

 

79.16(9) The institution annually delivers one or more professional development opportunities for 

cooperating administrators to define the objectives of the field experience, review the responsibilities of 

the cooperating administrator, build skills in coaching and mentoring, and provide the cooperating 

administrator other information and assistance the institution deems necessary. The professional 

development opportunities shall utilize delivery strategies identified as appropriate for professional 

development and reflect information gathered through feedback from workshop participants. 

 

As noted above, information on mentoring school leadership candidates has been provided site on a 1:1 

basis at school sites across the state. We have chosen this format because of our regular presence in the 

field and because mentors and our Advisory Council have expressed concern over the number of 

requirements that take them out of their buildings/districts.  

 

The program includes the formative/summative internship evaluation form that includes the program’s 

conceptual framework. In addition, the program includes suggested conversation protocols for candidates 

and mentors, aimed at deepening the reflection and exchange between them.  

 

The program also offers professional development opportunities for school leaders as part of the Principal 

& Superintendent Advisory Council. The program expands these offerings to include practitioners serving 

as mentors for superintendent candidates. 

 

Table 36 below outlines the most recent sessions of the Advisory Council. 

Table 36: Advisory Council Professional Development Activities  

Date and Time Semester Subject Cooperating 

Administrators 

% Attended 

November 17, 2009 

10am-2pm 

 

Fall SAMS 

SINA/DINA process 

 

Advisory Council 67% 

November 06, 2008 Fall Principalship Program Revisions, Advisory Council 58% 
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10am-2pm McREL Protocol, Prioritization 

Activity, Brainstorming, “Faculty 

Must Haves” 

February 29, 2008 

10am-2pm 

 

Spring Diversity, America’s and Iowa’s 

Changing Ethnic Landscape 

Advisory Council 59% 

February 22, 2007 

10am-2pm 

Spring Children/Families living in poverty, 

Essentials of Educational 

Leadership graduate program 

Advisory Council 55% 

October 04, 2007 

10am-2pm 

Fall Superintendent Program 

Revisions, McREL Partnership and 

Lighthouse Project, 

AEA Mentors 

Advisory Council 51% 

November 10, 2005 

10am-2pm 

Fall Mentoring, Program Assessment, 

Student Exit Competencies 

Advisory Council 63% 

November 04, 2004 

10am-2:30pm 

Fall Educational Leadership Standards, 

Coursework and Internship 

Evaluation 

Advisory Council 59% 

 

October 30, 2002 

10am-3pm 

Fall Teacher Work Samples 

Critical Skills for first year 

Principals and Superintendents 

Advisory Council 65% 

 

79.16 (10) The institution shall enter into a written contract with the cooperating school districts that 

provide field experiences, for administrator candidates as stipulated in Iowa Code 272.27. 

 

The Office of Student Field Experience has contracts with cooperating school districts.  The Educational 

Leadership-Superintendency Internship Handbook also has the superintendent/Lead Mentor sign 

agreement with the University. 
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CHAPTER 7: ADMINISTRATOR CANDIDATE KNOWLEDGE, SKILLS, and DISPOSITIONS (CURRICULUM) 

 

281—79.17(256) Candidate knowledge, skills, and dispositions standards.  Administrator candidates shall 

demonstrate the content, pedagogical, and professional knowledge, skills and dispositions necessary to 

help all students learn in accordance with the following provisions. 

 

All provisions of this standard shall be demonstrated appropriately and equitably for all types of delivery 

models, including programs delivered by distance learning, those offered on-campus, off-campus, and all 

other models of program delivery.  

 

79.17(1) Administrator candidates shall demonstrate the knowledge, skills, and dispositions necessary to 

meet the following Iowa Standards for School Leadership (ISSL), which are consistent with standards 

adopted by the National Policy Board for Educational Administration (NPBEA), at a level appropriate for a 

novice administrator: 

 

a. Facilitating the development, articulation, implementation, and stewardship of a vision of learning that 

is shared and supported by the school community. (Standard 1: Shared Vision) 

Each administrator candidate: 

(1) In collaboration with others, uses appropriate data to establish rigorous, concrete goals in the context 

of student achievement and instructional programs. 

(2) Uses research and/or best practices in improving the educational program. 

(3) Articulates and promotes high expectations for teaching and learning. 

(4) Aligns and implements the educational programs, plans, actions, and resources with the district’s 

vision and goals. 

(5) Provides leadership for major initiatives and change efforts. 

(6) Communicates effectively to various stakeholders regarding progress with school improvement plan 

goals. 

 

b. Advocating, nurturing and sustaining a school culture and instructional program conducive to student 

learning and staff professional development. (Standard 2: Culture of Learning) 

Each administrator candidate: 

(1) Provides leadership for assessing, developing and improving climate and culture. 

(2) Systematically and fairly recognizes and celebrates accomplishments of staff and students. 

(3) Provides leadership, encouragement, opportunities and structure for staff to continually design more 

effective teaching and learning experiences for all students. 

(4) Monitors and evaluates the effectiveness of curriculum, instruction and assessment. 

(5) Evaluates staff and provides ongoing coaching for improvement. 

(6) Ensures staff members have professional development that directly enhances their performance and 

improves student learning. 

(7) Uses current research and theory about effective schools and leadership to develop and revise his/her 

professional growth plan. 

(8) Promotes collaboration with all stakeholders. 

(9) Is easily accessible and approachable to all stakeholders. 

(10) Is highly visible and engaged in the school community. 

(11) Articulates the desired school culture and shows evidence about how it is reinforced. 

 

c. Ensuring management of the organization, operations and resources for a safe, efficient and effective 

learning environment. (Standard 3: Management) 
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Each administrator candidate: 

(1) Complies with state and federal mandates and local board policies. 

(2) Recruits, selects, inducts, and retains staff to support quality instruction. 

(3) Addresses current and potential issues in a timely manner. 

(4) Manages fiscal and physical resources responsibly, efficiently, and effectively. 

(5) Protects instructional time by designing and managing operational procedures to maximize learning. 

(6) Communicates effectively with both internal and external audiences about the operations of the 

school. 

 

d. Collaborating with families and community members, responding to diverse community interests and 

needs and mobilizing community resources. (Standard 4: Family and Community) 

Each administrator candidate: 

(1) Engages family and community by promoting shared responsibility for student learning and support of 

the education system. 

(2) Promotes and supports a structure for family and community involvement in the education system. 

(3) Facilitates the connections of students and families to the health and social services that support a 

focus on learning. 

(4) Collaboratively establishes a culture that welcomes and honors families and community and seeks 

ways to engage them in student learning. 

 

e. Acting with integrity, fairness and in an ethical manner. (Standard 5: Ethics) 

Each administrator candidate: 

(1) Demonstrates ethical and professional behavior. 

(2) Demonstrates values, beliefs, and attitudes that inspire others to higher levels of performance. 

(3) Fosters and maintains caring professional relationships with staff. 

(4) Demonstrates appreciation for and sensitivity to diversity in the school community. 

(5) Is respectful of divergent opinions. 

 

f. Understanding the profile of the community and, responding to, and influencing the larger political, 

social, economic, legal and cultural context. (Standard 6: Societal Context) 

Each administrator candidate: 

(1) Collaborates with service providers and other decision-makers to improve teaching and learning. 

(2) Advocates for the welfare of all members of the learning community. 

(3) Designs and implements appropriate strategies to reach desired goals. 
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Evaluating Administrators 

Assignment Assessment Proficiency: Standard, 

Element, 

Criteria Addressed 

Response to Essential Question:  What are best practices of principals that 

result in increased student success and best practices of superintendents in 

supporting those principals in that goal? (Leader of Learning) 

Participant dialogue and comparison to current 

research on best practices of principals and 

superintendents 

1:  2, 2.2 B 

Complete Standard 1 and Standard 4 Vignette on observing behaviors.  

Participants identify exemplary, proficient, and unsatisfactory behaviors for 

Standards 2, 3, 5, and 6.  (Leader of Learning) 

Participant dialogue and group reflection as it relates to 

best practice.  Small group dialogue with group 

consensus and reporting back to entire class. 

4:  1, 1.1, A;  

8:  3, 3.2, B;  

12: 4, 4.2, D 

15: 4, 4.2, B 

 

Complete Standard 1 Vignette – Magnitude of Change – Positively or 

Negatively Correlated with Second-Order Change.  In small groups write a 

vignette for other standards identifying both directive and supportive 

questions.  (Leader of Learning) 

Review ORID questions as it relates to 

facilitative/supportive.  Small group discussion with 

reporting back to larger group.  Presentation to the 

larger group with group discussion as to quality and 

significance of questions. 

15: 4, 4.2, B 

16: 2, 2.3, A 

 2, 2.4, A 

 3, 3.2, A 

 3, 3.3, A 

With a colleague, complete either a facilitative/supportive, 

directive/instructional, or collaborative conversation.  Plan and complete the 

conversation.  Reflect on what was said.  (Leader of Learning/Leader of 

Service) 

Both you and your partner are to reflect on the 

questions and what was said in response to the 

questions.  Each group is to report back to the class as a 

whole. 

3: 5, 5.1, A 

 5, 5.2, A 

 5, 5.3, A 

5: 1, 1.1, C 

6: 3, 3.3, A 

 4, 4.2, C 

 

Review on-line evaluation tools and complete reflection using the 

comparative tool.  The on-line evaluation tools are accessible at: 

www.education.uiowa.edu/leadrs/model and www.iowapages.org (Leader 

of Learning) 

Using the comparative tool, (Tool 6.9 page 77, Student 

Manual) compare the usability and identify the 

advantages of the tools. 

6: 4, 4.2, C 

8: 1, 1.4, B 

 2, 2.2, A 

 2, 2.2, B 

Participants will form triads – one serving as evaluator, one as administrator, 

one as process observer.  The triad should plan for and complete a formative 

evaluation conference using Packet 1, based on the building action plan.  

Each participant in the triad must rotate roles so each participant has 

participated in each role.  (Leader of Learning/Leader of Service/Leader of 

Change) 

Process the conference and report back to the larger 

class. 

• What key learnings/experiences did you have? 

• Which tools did you believe to be helpful in the 

process? 

• What were some things you need to practice 

more? 

2: 2, 2.4, C 

3: 5, 5.1, A 

 5, 5.2, A 

 5, 5.3, A 

4: 1, 1.4, A 

 3, 3.2, A 

9: 3, 3.1, E 

 4, 4.3, B 
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Funding the Educational Program for Improved Student Achievement 

Assignment Assessment Proficiency: Standard, 

Element, 

Criteria Addressed 

Interview superintendent on enrollment certification; critique and reflection 

paper 

(Leader of Service) 

Reflection rubric 3:  5.0, 5.1, A 

3: 5.0, 5.3, A 

Weekly Discussion of current issues in school finance a. Group reflection  

 

1. Understanding budget development with focus on instructional program 

(Leader of Service) 

Group reflection 

Final Exam 

Midterm Exam 

1: 2.0, 2.2, B  

8: 2.0, 2.2, A  

9: 2.0, 2.2, D  

11: 2.0, 2.2, C 

2. Understanding an “ideal budget” 

(Leader of Service, Learners and Change) 

Final Exam 4: 3.0, 3.2, A  

5: 5.0, 3.2, C  

8: 3.0, 3.2, B 

13: 3.0, 3.2, A 

16: 3.0, 3.2, A 

3. Identify levies available to districts 

(Leader of Service) 

Instructor Feedback 

Final Exam 

9: 1.0, 1.1, D 

4. Demonstrate fiscal leadership 

(Leader of Service, Learners and Change) 

Mid Term Exam 

Final Exam 

9: 3.0, 3.1, C 

Develop 5 year enrollment projection for district 

(Leader of Service) 

Executive Summary 

Rubric 

4: 3.0, 3.2, A 

 4.0, 4.1, B 

5: 3.0, 3.2, C 

 4.0, 4.2, A 

6: 3.0, 3.3, A 

 4.0, 4.2, C 

8: 3.0, 3.2, B 

 4.0, 4.1, B 

 4.0, 4.2, A 

9: 3.0, 3.3, B 

10: 3.0, 3.3, C 

11: 3.0, 3.3, C 

12: 4.0, 4.2, E 

13: 3.0, 3.2, A 
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 4.0, 4.1, E 

15: 4.0, 4.1, D 

 4.0, 4.2, B 

16: 3.0, 3.2, A 

 3.0, 3.3, A 

 4.0, 4.1, C 

 4.0, 4.2, D 

Develop “maximum general fund spending authority” 

(Leader of Service) 

Executive Summary Rubric 

Final Exam 

6: 3.0, 3.3, A 

9: 3.0, 3.3, B 

10: 3.0, 3.3, C 

11: 3.0, 3.3, C 

16: 3.0, 3.3, A 

 Create a PowerPoint presentation that clearly articulates, educates and 

builds support for a fiscal plan that funds the district goals for achievement 

and instruction.  Present to the district leadership team and the board. 

(Leader of Learners, Service and Change) 

Fiscal Plan that Funds District Goals rubric 4: 3.0, 3.2, A 

5: 3.0, 3.2, C 

6: 3.0, 3.3, A 

8: 3.0, 3.1, A 

 3.0, 3.2, B 

9: 3.0, 3.1, B 

 3.0, 3.3, B 

10: 3.0, 3.1, D 

 3.0, 3.3, C 

11: 3.0, 3.3, C 

13: 3.0, 3.2, A 

14: 3.0, 3.1, D 

16: 3.0, 3.1, B 

 3.0, 3.2, A 

 3.0, 3.3, A 

 



Chapter 7: Administrator Candidate Knowledge, Skills, and Dispositions (Curriculum) 

UNI Superintendent Preparation Program Institutional Report Page 66 

Human Resource Administration 

Assignment Assessment Proficiency: Standard, 

Element, 

Criteria Addressed 

Write a  weekly  reflective journal entry discussing a human resources issue 

(Leader of Learners) 

Instructor feedback; Reflection rubric; Peer feedback  

Develop a hiring guide for your district and present in class (Leader of 

Learning and Change) 

Group reflection and instructor feedback; Hiring 

guide rubric; Final Exam 

4:  1.0, 1.2, A 

4:  1.0, 1.4, A 

 5:1.0, 1.2, C 

 3.0, 3.2, C 

7: 2.0, 2.3, B 

9: 1.0, 1.1, D 

 3.0, 3.1, B 

 3.0, 3.3, B 

12: 5.0, 5.2, A 

16: 1.0, 1.2, C 

Understanding  the process and development of collective bargaining 

(Leader of Service) 

Group reflection, Midterm Exam, Final Exam 

 

 

Prepare an opening proposal for bargaining (Leader of Service) Group reflection and instructor feedback 1: 1.0, 1.4, A 

6: 3.0, 3.3, A 

8: 3.0, 3.2, B 

9: 3.0, 3.1, B 

10: 3.0, 3.3, C 

 4.0, 4.3, C 

 6.0, 6.1, D 

14: 6.0, 6.1, F 

 6.0, 6.1, G 

Research websites and present to class 5 Human Resources sites that will 

support the Human Resources’ function in your school district and present to 

class (Leader of Service) 

Group reflection and instructor feedback 8: 2.0, 2.2, B 

 6.0, 6.1, A 

11: 2.0, 2.2, C 

 3.0, 3.3, C 

Research a case of teacher dismissal in the courts.  Prepare a presentation to 

the class emphasizing the major points of the case (Leader of Service) 

Instructor feedback 3: 5.0, 5.1, A 

 5.0, 5.3, A 

7: 2.0, 2.3, B 

9: 3.0, 3.1, B; C 

14: 6.0, 6.1, C; F 
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Internship 

Course Assessment 

Assignments 

Assignment Assessment Proficiency: Standard, 

Element, 

Criteria Addressed 

Review overview of clinical experiences in the Internship Handbook: Prepare 

questions concerning the internship 

Reflection and group discussion Standards 1, 2, 3, 4, 5, 6 

Identify course assigned activities for each course Reflection on skills and knowledge needed to 

become a Leader of Learners, Service and Change 

Standards 1, 2, 3, 4, 5, 6 

Initiate planning of your Internship Plan Balance between leadership and management and 

inclusion of diversity, i.e. large school v. small 

school, rural v. urban, affluent v. poor, ethnic and 

cultural diversity 
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Leading, Teaching, Learning, and Assessment 

Assignment: 

 

Assessment 

 

Proficiency: Standard, 

Element, 

Criteria Addressed 

Read School district leadership that works: The effect of superintendent 

leadership on student achievement by Waters and Marzano (September, 

2006). 

(Leader of Learners) 

Individual and group reflection 1:  1.0, 1.3, A 

 1.0, 1.4, A 

 2.0, 2.2, B 

Collect 10 comments heard from staff about the changes in your 

school/district 

(Leader of Change) 

Individual reflection; comments compiled as 

group data for individual and group reflection  

1: 2.0, 2.2, B 

2: 2.0, 2.4, C 

4: 1.0, 1.1, A 

5: 4.0, 4.2, A 

7: 1.0, 1.4, B 

8: 1.0, 1.3, B 

16: 1.0, 1.4, B 

Write a reflective summary of district level leadership roles and 

responsibilities discussed in the first two sessions.  Include implications for 

superintendents and boards 

(Leader of Learners and Leader of Change) 

Writing rubric; Reflection rubric 1: 1.0, 1.3, A 

 1.0, 1.4, A 

4: 1.0, 1.2, A 

12: 2.0, 2.3, C 

Read appropriate sections of Joyce’s’ The new structures of  school 

improvement 

(Leader of Learners) 

Individual and group reflection  

Administer beliefs survey and submit responses in an excel spreadsheet that 

is provided 

(Leader of Change and Leader of Learners) 

Graded using internship (Professional 

Development Plan for the Board) rubric 

3: 1.0, 1.1, A 

4: 3.0, 3.2, A 

5: 4.0, 4.2, A 

6: 4.0, 4.2, C 

7: 2.0, 2.3, B 

8: 3.0, 3.2, B 

13: 4.0, 4.1, A 

14: 6.0, 6.2, A 

Attend a board meeting and record statements that provide possible beliefs; 

Write a reflective summary of your impressions and implications from the 

data analysis 

 

(Leader of Change and Leader of Learners) 

Graded using internship (Professional 

Development Plan for the Board) rubric; 

reflection rubric 

 

Complete an analysis of current board policies in relation to characteristics of Individual and group reflection 9: 1.0, 1.3, A 
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effective professional development.  How likely are they to guide district 

actions that result in practices consistent with the research? 

(Leader of Learners) 

 3.0, 3.1, B 

12: 6.0, 6.3, B 

16: 1.0, 1.4, A 

 2.0, 2.4, A 

 6.0, 6.1, G 

Write a summary reflection of the competing roles, criticisms, and 

recommendations as implications for how you will work with a school board 

as a superintendent. (Leader of Service) 

Reflection rubric 

Writing rubric 

4: 1.0, 1.1, A 

5: 6.0, 6.3, C 

16: 1.0, 1.1, B 

 1.0, 1.2, C 

 6.0, 6.2, C 

 6.0, 6.3, A 

Research options related to a policy issue of your choice and prepare a 

presentation to the board that frames the issue in relation to current policy, 

presents various perspectives on the issue, presents various solutions with 

justification and strengths and limitations of each solution, then make and 

support a recommendation. (Leader of Service and Change) 

Policy Issue Presentation rubric 

Writing rubric 

1: 2.0, 2.2, B 

2: 2.0, 2.2, C 

5: 4.0, 4.2, A 

 6.0, 6.1, G 

6: 4.0, 4.2, C 

8: 6.0, 6.1, A 

9: 4.0, 4.2, C 

14: 6.0, 6.2, A; B 

15: 6.0, 6.1, E 

Superintendents’ Interview on Superintendent/Board Relations (Leader of 

Service) 

Superintendent’s Interview on 

Superintendent/Board Relations Rubric 

3: 1.0, 1.1, A 

 5.0, 5.2, A 

4: 1.0, 1.1, A 

5: 1.0, 1.2, C 

 6.0, 6.1, G 

12: 5.0, 5.2, A 

14: 6.0, 6.2, A 

15: 6.0, 6.1, E 

 6.0, 6.3, A 
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Power, Politics, and Ethics in School District Leadership 

Assignment Assessment Proficiency: Standard, 

Element, 

Criteria Addressed 

Attend three in-district school board meetings during the semester. Create a written 

journal (three (3) to five (5) pages) discussing your thoughts and reactions to your 

observations. (Leader of Service and Learners) 

Reflection rubric 1:  1.0, 1.4, A 

 2.0, 2.4, A 

Develop a superintendent (AEA administrator) Pledge that states what you will do in 

working with the board of directors, i.e. As a general practice I will provide information 

requested by one board member to all board members. Share your Pledge with your 

mentor and present to the class with your reflections on why you included what you 

did. (Leader of Service)    

Reflection rubric 1: 1.0, 2.4, B 

3: 4.0, 4.1, D 

 5.0, 5.1, A 

 5.0, 5.2, A 

 5.0, 5.3, A 

5: 1.0, 1.2, C 

 6.0, 6.2, C 

Write a paper six to nine pages supposing that you are a superintendent and must 

demonstrate through artifacts that you have met Standard #5.  “The descriptors 

supporting each criterion are provided as examples of the kind of activities/behaviors 

that would support the criteria. The descriptors are not exhaustive nor would it be 

reasonable to expect that a superintendent demonstrate competence on all 

descriptors.”  What artifacts would you include for minimally meeting the 12 

descriptors and why would they be included?  What format would they be presented?  

Why do you think “ethics” has a standard all to itself? Is it really that important? 

(Leader of Service)        

Standard rubric 

Writing rubric 

2: 2.0, 2.4, C 

3: 5.0, 5.1, A 

 5.0, 5.2, A 

 5.0, 5.3, A 

7: 2.0, 2.1, A 

12: 5.0, 5.2, A 

 6.0, 6.3, B 

15: 4.0, 4.2, B 

Using your current district and community or another district and community, develop 

a mini-power structure grid identifying the formal and informal power structure in the 

district and community.  The process will be more important than the actual content 

for this assignment.  This will be the precursor for the internship assignment should the 

student select the power structure assignment.  (Leader of Service, Learners and 

Change) 

Power Structure rubric 

Skills rubric 

1: 2.0, 2.2, B 

5: 1.0, 1.5, A 

8: 4.0, 4.1, B 

 6.0, 6.1, A 

11: 3.0, 3.3, D 

12: 4.0, 4.2, D 

 5.0, 5.2, A 

13: 4.0, 4.1, A; H 

 

Develop a rubric containing the attributes of resistance to change on one hand and the 

solutions to the various attributes of the resistance on the other. (Leader of Change) 

Resistance to Change rubric 

Skills rubric 

1: 2.0, 2.2, B 

2: 2.0, 2.4, C 

8: 2.0, 2.2, A 

 3.0, 3.2, B 
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16: 1.0, 1.4, B 

 1.0, 1.5, A 

 3.0, 3.3, A 

 6.0, 6.2, A 

Develop a rubric for school board superintendent relationships. This rubric should 

contain all the important aspects of Board / Superintendent relationships and give any 

reader the ability to see what the ideal relationship should look like in each category as 

well as what a weak relationship would look like in each category. (Leader of Service) 

Superintendent / Board Relations rubric 

Skills rubric 

1: 2.0, 2.4, B; C 

2: 2.0, 2.4, C 

8: 4.0, 4.2, A 

14: 6.0, 6.2, B 

Problems-based learning reflection and discussion--Keep an electronic journal 

reflection of each problem, simulation, issue, situation, in-basket, and phone call used 

in the scenarios presented to you as the semester progresses.  This journal will be 

reviewed by the instructor.  While your responses to all these simulations will be oral – 

a written summary in your journal is required. (Leader of Learners, Service and 

Change) 

Reflection Rubric  
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School Business Management 

Assignment Assessment 

Proficiency: Standard, 

Element, Criteria 

Addressed 

Write an essay on the responsibilities of the Governmental Accounting Standards Board for accounting 

oversight. (Leader of Service)  

Writing rubric 

Reflection rubric 

1:  2.0, 2.2, B 

5: 6.0, 6.1, G 

 6.0, 6.3, A 

8: 6.0, 6.1, A 

9: 3.0, 3.1, E 

10: 3.0, 3.1, D 

 3.0, 3.3, C 

 4.0, 4.3, C 

 Accounting Fundamentals, internal controls, ratio computation (Leader of Service) Exam  

Write an essay on various budgeting approaches; site based, zero based, program based. (Leader of 

Service and Learning)  

Rubric 

Writing rubric 

9: 2.0, 2.2, D 

 3.0, 3.1, B 

 3.0, 3.3, B 

 4.0, 4.3, B 

10: 3.0, 3.1, D 

 3.0, 3.3, C 

 4.0, 4.3, C 

 6.0, 6.1, D 

Write an Executive Summary capturing in a succinct way the significant financial events of the year. 

(Leader of Service) 

Rubric 

Writing rubric 

9: 1.0, 1.1, D 

 3.0, 3.1, B; C 

10: 3.0, 3.1, D 

 3.0, 3.3, D 

Financial planning, property management, human resources management. (Leader of Service and 

Change) 

Exam   

Construct an essay about the pros and cons of outsourcing food and nutrition services, student 

transportation, or the custodial function. (Leader of Service) 

Cost Analysis Rubric 

Writing rubric 

Reflection rubric 

2: 2.0, 2.4, C 

3: 4.0, 4.1, D 

 5.0, 5.1, A 

8: 6.0, 6.1, A 

9: 1.0, 1.1, D 

 2.0, 2.2, D 

 3.0, 3.1, B; C 

 3.0, 3.3, B 

 6.0, 6.1, A 

10: 3.0, 3.3, C 

 4.0, 4.3, C 

11: 3.0, 3.3, D 
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Seminar in Educational Leadership: Superintendency 

Assignment Assessment Proficiency: Standard, 

Element, 

Criteria Addressed 

Daily reflection on dialog with educational leaders 

(Leader of Learners, Service and Change) 

In class dialog-- 

Problem analysis and 

Group reflection 

Reflection Rubric 

1:  1.0, 1.3, A 

 

Reflection and application of new learning in problems-based approach 

(Leader of Learners, Service and Change) 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Reflection on application of new 

knowledge and skills attainment 

as a result of peer critiques. 

Group reflection  

Reflection Rubric 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

1: 1.0, 1.4, A 

 2.0, 2.4, B; C 

2:  2.0, 2.4, C 

3: 5.0, 5.1, A 

 5.0, 5.2, A 

 5.0, 5.3, A 

4: 1.0, 1.1, A 

 1.0, 1.2, A 

 1.0, 1.4, A 

 3.0, 3.2, A 

 4.0, 4.1, B 

 4.0, 4.3, B 

5: 1.0, 1.2, C 

 3.0, 3.2, C 

 4.0, 4.2, A 

 6.0, 6.1, G 

 6.0, 6.2, C 

 6.0, 6.3, A 

6:  4.0, 4.2, C 

7:  1.0, 1.4, B 

 2.0, 2.1, A 

 2.0, 2.4, A 

8: 1.0, 1.1, C 

 1.0, 1.2, B 

 1.0, 1.3, B 

 1.0, 1.4, B 

 2.0, 2.3, D 

 3.0, 3.1, A 

 3.0, 3.2, B 

 4.0, 4.1, B 
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 4.0, 4.2, A 

 6.0, 6.1, A 

9: 1.0, 1.1, D 

 1.0, 1.3, A 

10: 4.0, 4.3, C 

 6.0, 6.1, D 

12: 2.0, 2.3, C 

 4.0, 4.2, D 

 5.0, 5.2, A 

 6.0, 6.3, B 

14: 6.0, 6.1, F 

 6.0, 6.2, B 

15: 4.0, 4.1, C 

 4.0, 4.2, B 

 6.0, 6.1, E 

 6.0, 6.3, A 

16: 1.0, 1.1, B 

 4.0, 4.1, C 

 4.0, 4.2, D 

 4.0, 4.3, C 

 6.0, 6.1, G 

Address problems presented and develop skills through problems-based approach to learning 

(Leader of Learners, Service and Change) 

Collect base line data using 

program skills rubrics 

 

Develop board professional development matrix 

(Leader of Learners and Leader of Change) 

Board Professional 

Development Matrix  rubric and 

group reflection 

1: 2.0, 2.4, B 

3: 1.0, 1.1, A 

5: 1.0, 1.2, C 

 4.0, 4.2, A 

8: 1.0, 1.4, B 

 6.0, 6.1, A 

13: 1.0, 1.3, A 

14: 6.0, 6.2, A 

15: 6.0, 6.11, E 

Create a sense of urgency in the district using video tape and discussion points 

(Leader of Learners and Leader of Change) 

Reflection rubric 1: 1.0, 1.3, A 

 1.0, 1.4, A 

2: 2.0, 2.2, B 

4: 1.0, 1.1, B 

 4.0, 4.1, B 

Reflect on skills and actions necessary to become a part of the community’s communication 

structure 

(Leader of Service) 

Reflection rubric 1: 1.0, 1.4, A 

5: 1.0, 1.5, A 

 3.0, 3.5, C 
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 4.0, 4.2, A 

 6.0, 6.2, C 

 6.0, 6.3, A 

Sketch a change plan for moving off one of the conditions for school renewal 

(Leader of Change) 

Change Plan for Moving Off 

Stuck Position for School 

Renewal rubric  

3: 1.0, 1.1, A 

4: 1.0, 1.1, A; B 

5: 1.0, 1.2, C 

7: 2.0, 2.3, B 

8: 2.0, 2.2, A 

 3.0, 3.1, A 

16: 1.0, 1.3, B 

 1.0, 1.4, A 

Collect data on district board meetings 

(Leader of Change and Leader of Service) 

Reflection rubric 1: 1.0, 1.4, A 

 2.0, 2.2, B 

8: 6.0, 6.1, A 

9: 6.0, 6.1, A 

Write reflection paper assessing where the district is at with professional development 

(Leader of Learners and Leader of Change) 

Reflection Writing rubric 5: 4.0, 4.2, A 

8: 2.0, 2.2, B 

16: 1.0, 1.3, B 

 2.0, 2.4, A 

Develop an entry plan for your first superintendency 

(Leader of Service) 

 

Superintendent/AEA 

Administrator Entry Plan rubric 

and group reflection 

1: 1.0, 1.3, A 

3:  5.0, 5.1, A 

4:  4.0, 4.1, B 

5:  1.0, 1.5, A 

 3.0, 3.2, C 

 4.0, 4.2, A 

 6.0, 6.1, G 

6:  4.0, 4.2, C 

7:  1.0, 1.4, B 

13: 3.0, 3.2, D 

 4.0, 4.1, F; H 

15:  4.0, 4.1, C; D 

 4.0, 4.2, B 

 6.0, 6.1, E 

 6.0, 6.3, A 

16: 1.0, 1.5, A 

 4.0, 4.1, C 

 6.0, 6.3, A 
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79.17(2) Each new administrative candidate successfully completes the appropriate evaluator training 

based on the Iowa teaching standards or ISSL standards provided by a state-approved evaluator trainer. 

 

The Evaluation of Administrators’ program will provide superintendents and other educational leaders with 

valuable information and skills in the supervision and evaluation process.  The focus will be based on the 

Iowa Professional Development Model.  Components that will be addressed are: 

 

• Knowledge, skills, and application of the Iowa Standards for School Leaders; 

• Research and recognition of effective administrator behaviors that increase student achievement, 

including use of data; alignment of curriculum, instruction, and assessment; and first- and second-

order change; 

• Research and application of effective superintendent behaviors that increase student achievement; 

• Coaching skills to enhance administrators’ skills as instructional leaders; and  

• Models of administrative evaluation processes, including design and use of individual professional 

development plans for principals. 

 

It is anticipated that at the successful completion of the course, students will be recommended for 

certification to the state of Iowa Evaluation Approval Training Program II: Evaluation of Administrators. 

 

79.17(3) Each administrator candidate demonstrates the knowledge, skills, and dispositions necessary to 

support the implementation of the Iowa Core Curriculum. 

 

UNI Educational Leadership faculty has attended the Core Curriculum training sessions. Syllabi and courses 

include instruction on the Core Curriculum. In addition, candidates are required to complete a Course-

Embedded Internship Experience around the Core in Leading, Teaching, Learning, & Assessment.  

 

Leadership that supports the Core Curriculum receives particular emphasis in 270:249 – Leading, Teaching, 

Learning, & Assessment. 

 

79.17(4) Each administrator candidate demonstrates acquisition of knowledge about and skill in 

interpersonal and intergroup relations that contribute to the development of sensitivity to and 

understanding of the values, beliefs, cultures, and attitudes of individuals and the diverse groups found in a 

pluralistic society. The program shall provide evidence of candidates’ attainment of such knowledge and 

skills through the integration of these human relations and cultural competency issues within the program’s 

coursework. 

 

Addressing Diversity in the Curricula 

As a result of the involvement of Drs. Pace and Robinson in the 2007 Carver Fellowship focused on 

immigration, UNI has made a number of curricular changes to the superintendent program.  The 

Educational Leadership program has formed a new partnership with the Iowa Center for Immigrant 

Leadership and Integration (ICILI), which is directed by Dr. Mark Grey and housed at UNI. (Appendix H) 

 

The partnership focuses on the impact of Rapid Ethnic Diversification in communities across the nation and 

Iowa, such as Storm Lake, Marshalltown, and Postville. The partnership will provide a number of benefits to 

UNI superintendent candidates. Among them: 
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• Superintendent candidates will learn current research and background information on immigration 

trends and issues in Iowa. This will be provided by Dr. Gray and ICILI staff in Seminar in Educational 

Leadership: Superintendency. In this first course, students will learn the complicated economic 

factors that draw new immigrants to Iowa, the issues and obstacles they face once they arrive, and 

the challenges faced by schools and communities. 

• In collaboration with ICILI, UNI faculty will identify school leaders across the state who are on the 

cutting edge of building programs that best serve the needs of immigrant and diverse students and 

their families. Each new superintendent cohort will have an ongoing relationship with one such 

superintendent for the length of their program as they are immersed in a network of practice. This 

relationship will begin with students’ first experience in Seminar in Educational Leadership: 

Superintendency.  

• In Educational Leadership and Systems Change, candidates will complete a course-assigned 

internship experience that causes them to develop a customized, system-wide approach to how 

their district might utilize their districts’ assets and best practice research to effectively address 

Rapid Ethnic Diversification. 

• ICILI will assist UNI Educational Leadership faculty in identifying places across the state in which 

superintendent candidates may obtain internship experiences out of their school district. These 

experiences will be available in settings that specifically address immigrant and minority issues, 

such as local Latino centers, community outreach groups, and social service agencies, etc.  

• The Educational Leadership program and ICILI are engaged with the UNI Office of Sponsored 

Programs to seek funding for student “immersion experiences” related to race/ethnicity, culture, 

and education. The goal of this effort is to acquire funds to allow superintendent candidates and 

Educational Leadership faculty, under the direction of ICILI, to travel to schools and communities in 

Iowa that have experienced Rapid Ethnic Diversification. These experiences mirror those taken by 

Drs. Pace and Robinson as part of the Carver Fellowship.  

• The Educational Leadership department and ICILI are also seeking funds that could assist with 

travel to particular areas in Mexico, from which large numbers of immigrants in Iowa communities 

have come. Dr. Grey and ICILI have led many such trips with school and community leaders from 

the Marshalltown Community School District and have noted how powerfully the experiences have 

impacted educators.  

 

Preliminary conversations with invited members of the School Leaders of Color (SLC) Advisory Council have 

focused on the need for learning experiences for aspiring school leaders of color to have “relevance and 

portability.” Members have reinforced the essential point that instruction and curricula in the 

superintendency program not focus solely on rural or homogeneous Iowa communities but also include 

larger, urban districts with more diverse populations. In addition, members have noted that program 

instruction must be “portable” and applicable for aspiring superintendents to utilize in districts that are 

likely to hire superintendents of color, whether in or outside of Iowa. 

 

The initiatives described above will begin to address these important issues. 

 

Addressing Diversity of Populations in Rural and Urban Districts, Large and Small Districts and Affluent 

and Low Socio Economic Districts 

Candidates are provided role models who work in rural and urban districts and large and small student 

population districts and both affluent and poor districts.  Critical friends, who teach candidates in the 

Seminar in Educational Leadership and stay with the cohort throughout their program of study are chosen 

because of their expertise and their representation of districts with varied demographics, e.g. rural/urban, 
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large/small, affluent/low SES populations and minority populations as discussed above. Some course 

assigned clinical experiences require students to develop understanding of districts with diverse 

populations. All course assigned internship experiences can be conducted in different districts giving 

students exposure to diverse populations.  For example, in Funding the Educational Program for Improved 

Student Achievement, a candidate working in a growing urban district could complete the five year 

enrollment projection and five year controlled budget and maximum spending authority projection in a 

neighboring rural district with declining enrollment. Problems posed to candidates through course work 

cause reflection and learning relative to large and small districts, affluent and poor districts and rural and 

urban districts. 

 

As candidates develop their Internship Plan, the internship professor and lead mentor will look at the 

candidate’s current setting and past work experience environments to guide each candidate to ensure 

experiences in a variety of settings.  A candidate working in a small rural district may be directed toward an 

experience or experiences in larger urban or suburban districts. A candidate in an extreme socio economic 

population can expect to complete a clinical experience in a district with a quite different socio economic 

population.  Developing the Internship Plan to meet the candidate’s specific needs will provide a varied 

clinical experience in diverse settings. 

 

79.17(5) Each administrator candidate demonstrates, within specific coursework dedicated to 

understanding exceptional learners, in other coursework, and in clinical experiences, the necessary 

knowledge, skills, and dispositions toward meeting the learning needs of all students, including students 

from diverse ethnic, racial, and socioeconomic backgrounds, students with disabilities, students who are 

gifted and talented, English language learners, and students who may be at risk of not succeeding in school. 

 

See pages 63-75 for a complete list of assignments completed during coursework in the UNI 

Superintendent Preparation Program. 

 

79.17(6) Each administrator candidate meets all requirements established by the board of educational 

examiners for any endorsement for which the candidate is recommended, as well as standards developed by 

national professional organizations as appropriate for specific endorsement areas. Programs shall submit 

curriculum exhibit sheets for approval by the board of educational examiners and the department. 

 

Appendix CC: Curriculum Exhibit Sheets for Administrator Preparation Endorsement 
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