
NC Principal Fellows Program

Education Oversight Committee
September 2712000

Remarks

In 1993 the Educational Leadership Task Force recommended to the Joint Legislative Education

Oversight Committee that they "fund opportunities for full-time graduate work for prospective

school leaders." The legislatiôn establiihing the Principal Fellows Program was passed in 1993

(GS I 16-74.41-43¡, the ptogram was organized in early 1994 and the first class of Principal

Èelows began their studiesln August 1994. The PFP is a merit-based scholarship loan program'

the purposJof which is to suppoJindiuiduuls in full-time study to prepare for a career in school

adminiitration and to provide ã pool of well-trained and qualified candidates for administrative

positions across the state' The sòhohrship loan provides twenty thousand dollars ($20'000) per

year to the students as they participate in àn enhanced program of studies to earn the Master of

School Administration degrãe at oie of the nine (9) constituent universities of the University of

North Carolina. In returnã recipient must serve a minimum of four years as a school-based

administrator in a public schoolln NC as service repayment of the loan or repay the loan in cash.

There are four major components to the PFP:

1) A year of full-time academic work in the MSA program at the university: This year allows

the students to concentrate on the course work, research and field study in the area of school

administration. For most Principal Fetlows this is a true "value added" component of the

program as they are immersed in their studies for year.

2) A yearlong, full-time internship: The second year of the program is the opportunity for the

siu¿ent to pui..theory into practicè" under the guidance of an experienced principal as they make

the transition from student to administrator.

3) Enrichment activities: During the two years PFs are in the MSA program enrichment

(irofessional development) activities are provided by the director of the PFP and the MSA

"ã*pur"r. 
The enriôhment activities, which are required by the mandating legislation, are

activities that are supplementary and complementary to the MSA program and focus on issues in

education and leadership development.

4) Employment as a school-based administrator: Once the Principal Fellow completes the MSA

degreeþrógram and earns the principal's license, they must obtain employment as a school-

based administrator in a NC pùUtc school (or a school operated by the US government in NC),

and serve a minimum of fouiyears to repay the scholarship loan. They have six years from the

date of graduation to find a position and complete the four-year obligation.
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JULIE MORROW
Principal
Sugar Loaf ES
Alexander County Schools
Class 5, UNC-C

Being a North Carolina PrinciPal
Fellow enabled me to develoP a
comprehensive understanding of the
leadership role in today's schools.
Strengthening this understanding of
leadership, the Principal Fellows
Program provided tremendous and
diverse opportunities for all
participants to explore, discover, and
experience the role of the leader in
North Carolina's school. These
experiences granted me the ability
and confîdence to take an active
leadership role as principal upon
completion of the program.

JAMES M. OGLESBY
Assistant Principal
Green Hope HS
Wake County Schools
CLASS 4, UNC_C

Unequivocally the best leadership
development program that I have participated
in, including three advanced level leadership
programs during a twenty-four year career in
the United. States Army. The availability of
the Principal Fellows scholarship program
made it possible for me to earn a Master
School Administration degree.





TOM HATCH
Assistant PrinciPal

Reid Ross Classical School
Cumberland County Schools

Class 4, FSUJANICE LEWIS
Assistant Principal
Viewmont ES
Hickory City Schools
Class 3, UNC-C

The Principal Fellows Frogram
prepared me for the awesome
respon sibility and challenges that
face school leaders today. During my
experience as a Principal Fellow I took
advantage of the many, many
enhancement opportunities that were
available to me. I also met many
extraordinary educators and fellow
aspiring principals during my two-
year training period, from across this
state and nation. I take great pride in
being a Principal Fellorw as I share my
experiences and the benefits of this
program with others.

The Principal Fellows Program affords
aspiring school administrators the
opportunity for one year to focus strictly
on leadership theory and its application
to the public school setting. During the
second year the program offers the
chance to apply these theories within the
domain of an internship experience. The
Principal Fellows Program provides for a
network of school administrators to share
their successes and not so great
successes with each other. As a result,
we have been able to gain valuable
insight into what may or may not work at
our particular school.





PRINCIPAL FELLOWS COMMISSION

(A Commission created by Senate Bill27 , Section 85)

Ms. Sue Anderson (July 1,2003)
Public School Teacher
Columbia High School
P.O. Box 41"9

Columbia, NC 27925
252/796-81.61. (work)
252/796-2001. (home)

Mr. Randy Bridges (]uly 1,2003)
Superintendent
Orange County Schools
200 E. King Street
Hillsborough, NC 27278
9L9/732-8L26 (work)
919/732-8L20 FAX

Dr. Charles Duke (July 1,2001)
I)ean, Reich College of Education
Appalachian State University
Edwin Duncan Hall
Boone, NC 28608
828/262-2234 (work)
828/262-2L28 FAX

Dr. Karen F. Gerringer
Director, Principøl F ellows Program
General Administration
P.O. Box 2688
Chapel Hill, NC 27515-2688
9L9/962-4575 (work)
9L9/962-0488 FAX

Mr. Robert P. Kennel (July 1,2001)
Repr esentøtiu e of B usiness /Industry
4844 Sunset Forest Circle
Holly Springs, NC 27540-783t
919/557-0847 (home)
919 / 557-L259 (work/FAX)

Mr. Henry Kluttz (July 1,2003)
Principal
West Rowan High School
8050 Highway 801
Mount Ulla, NC 28125-8619
704/278-9233 (work)

Rev. Hector Millan (July 1,2003)
Pørent of public school child

406 Dowd Street
Siler City, NC 27344
9t9/663-3425 (home)
9L9/663-001L (work)
9L9/663-621L FAX

Mr. H. D. Reaves, Jr. (July 1,2001)
Board of Goaernors
2611 N. Edgewater Drive
Fayetteville, NC 28303
91"0/484-6493 ( home)
9t0/484-0350 FAX

Mr. Richard B. Roberts (ex officio)
Chair, Støte Education Assistance

Authority Boørd
5008 Knob View Trail
Winston-Salem, NC 271.04
336/760-9073 (home)
336/659-0016 FAX

Dr. Marilyn A. Sheerer (July 1,2001)
Dean, School of Educøtion
East Carolina University
154 Speight Building
Greenville, NC 27858
252/328-1.000 (work)
252/328-4219 FAX

Ms. Ann Whitmire (july 1,2003)
S cho ol B o ør d Repr es ent øtia e
2215 Owl Hollow Road
Mill Spring, NC 28756
864/877-8643 (work)
864/877-9185 FAX

Ms. jane Worsham (July 1,2001)
State Board of Education
301 N. Wilmington Street
Raleigh, NC 27601-2825
9t9 /715-Lgt8 (work)
919 /715-0764 FAX

Dates in parentheses indicate date of expiration of term. e/oo





ð





I

OUTLINE FOR PRESEN'TATION

Greetings and lntroductions

Statement of Purpose

Role of the Counselor-

A) lVhat are counselors supposed to be doing?

B) What are we really doing?

Data and Research

Summation and Closure
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SB 7S7 COUNSELOR ISSUES

rundAdsition$Çoun¡eþntol¡r'.el$srsçut+Çouqclors¡tto

r National orgæizations suú as the Ansrican school counseting Association, the Instih¡te of Medicine, the

Nationat Education Associ,ation, ånd tho National school Heâlttr Association recommend â stud€fit'totounselor

ratio of 250:1.

r North Carolina average student-toounselor rdio is 450:l'
¡ Some NC school courselors ã€ ct¡rrrßfly rcsponsible for 1000 or úorc shrdents; some cqnsclors

serve PK'8 popr¡tations by themselvæ'

r Schml Counselor rceponsibilities includÊ the following
r tndividr¡al Çourueling; G¡oup Oounseling classroom Guidance

' Academic Achievemcnt

' Sooial Adjustment
r Sde äfl!fficrly Scbools / Violence Prwention
. Self-concept
t Bohaviorlvlanagcment

' CarearE¡lucuion
, Life Situstim Changes - including divoroe, deattf pers{¡nâl crisis, etc-

r Pa¡cm/Teacheri Admini¡tr¡torConslt*ion

' School-WideProgramPlanning

t Counsetors shoutd sperrd a minimum of 707o of cor¡nsclors' timç in dir€ct servic€ to stt¡d€ots.

r Elimin*ion of the non-counscling responsibilitios lisfed belorv woutd provide sh¡denls with more oP¡portwity to

utilize cor¡¡sclu services in the above atcas.

' Testingcoo'rdination

' Chairingvrioscoms¡iüees. Dat¿ enúf and mmagemem of att€,ûdance, schedules. rccords, etç'

r Clericatduties&æemçrk
. Ext€nsive duties

North Crrolin¡ School Coun¡elors rrh ym to p¡lr legirlrtion to fund uo¡e cqrnsclolü thercùy lowering the

ûdeú-to-counrebr rdo to 2fh1.

nc$nrctur€ CqPç,þr,S$¡t:Y ltchß{uþ

o CousÊetors ae dealing witht¡ear¡y æspottsibilitie{ n¡ch as

. highshtdß'il-to€Ûünselorrdios
¡ m incrcaçd nunbcr of challerrgûg social iszues

r higberirwotvement in academic sl¡c@ss

o Highcr salaries are needÊd in order to rccruit and retain thc higb€st $Blity school counselors to provide these

serviaes.

o Sctrool Counselors, Sohool psychologists, md Speech Therapists all h¿ræ equivalerrt masters lwel training in

thpir rpsp€ctive æas yet thcy arc not paid oq¡ally'

r Sclrool Counselo¡s, worttoad urd responsibilities equal ltut of Psychologists and Speech Pathologists'

HoqËvcf, Scùool Cognsclor services impact a mnch targer uumber of shdoüs'

North crrol¡n¡ school Cor¡nrclor¡ rck you to prls led¡ldoû to r¡ketbc nchml coun¡clor ¡¡trry rchedulc by

ir* rtrerto 
"Sr.t 

ürt;tù""1p¡ycnoiog¡¡tyryeoct tlcrrpirtr. Thank yur for your conrl&r¡tloû'

Q)





The Role ofthe Professional SchoolCounselor (A?proveåby ASCA )sne,1999)
The professional school cou nselor ¡s a cerÍ¡fied/licensed educator who addresses the needs of students

comprebensively through the implementation ofa developmental school counseling program.School

counselors are employed in elernentary, mràdle/junior bigh, senior high, and post-secondary settings. Their

work is dilferentiated by attention to qgs-5p.cific developmental stages of student growtb and the needs, taslc,

and student interests related to those stages. khool cou nselors work with all students, inclu.ling those who are

considered "at-risk' and those with special needs. They are specialists in buman behavior and relatíonships who
provide assista nce to students through four Vrimary íntervention:i: cou nselÍng (individual a nd group); large

group gu ida nce; co nsu ltation; a nd coord i natio n.

COUNSELINC is a confidential relatÍonship in which the counselor meets wíth students indiviclually and in

small group to help them resolve or cope constructívely wrth their problems a nd developme ntal cÕncerns.

IáRCE CROUP 6UIDANCE is a planned, developmental prograrn ofguidance activities designed to foster

students' academÍc, career, and personal /sæial development. lt ís provided for all studenb through the

co I I a bo rative ef{o* by ccu nse I o rs a nd teac he rs,

CONSUL-I.ATION is a collaborative partnership in which the counselor worlc with parents, teachers,

admínistrators, schoolpsychologists, socíal workers, visitfng teachers, medical professíonals, and community
health personnel in order to plan and ímplement strategies to help students become successful in the education

system,

COORDINAION isa leadership process in which thecounselor helps organize, manag€, and evaluatethe
school counseling program. Tbe counselor assÍsts parents Ín obtaÍning Deed¿d services for their children through

a refernl and å¡llow-up process and serves as a liaison between the school ar,d community agencies so that
they may colla borate f n eflorts to help students,

Professional school cou nselors are responsible for developing comprehensive school cou nseling programs that
promote and enhance student learning. By providing interventions within a comprehensíve Program, school

counselors focus their skills, time, and energies on direct services to students, sta(f , and families, ln the delÍvery
of direct services, the American School Cou nselor Association (y',5c4) recommends that professional school

counselors spend at leastTO?a{their time in direct services to students. A5CA considers a realistic counselor,

student ratianfar effective ?rc,gnm deliveryto bea rnaxirnum of 1,250.

Above all, school counselors are student advocates who work coc¡peratÍvely wÍth other individuals and

arganízatíons to promote the development of children, youth, and families in theÍr commu nitÍes. School

counselors, as memben ofthe educatlonal team, consult a nd collaborate with teachers, adminístrators, and

families to assist students to be successful aca<Jemically, voøtionally, and personally. They work on behalf of
students and theír fam¡lies to insure that all school ?rc,gnms facilitate the educatio¡ql process and offer the

opportuniÇ for school success lor each siudent. School counselors are an integral part of all rhool eÉfo.g to
insure a safe learning envÍronrnent for all member¡ of tbe school comnrcrníty,

Professional school cou nselorc meet the state certificatÍon,/licensu re standards a nd ahíde by the laws of tbe

states in wbich they are employed. To assure high quality prâctice, school counselors are committed to
continued professíonal growth and personal development. They are proactívely involved ln professional

organtzatíons whích foster and promote school counseling at the local, state, and natíonal levels. They uphold

the ethical and professional standards of these associations and promote the development of the school

cou nsel ing profession,

ß)





North Caroùina School Counseling Fact Sheet

Katio

Number of NC publio schools: 2080; number ofNC students: 1,253,135

Approximate ratio ofNC schoc¡l counselors to students

Counselor/student ratio recomrnended by the American

Sohool Counselor Assocüation, the Institute of Medicine'

the National Education Associartior¡ and the National

School Heatth Association: 11250

Counselors are not equally divided among schools; some elementary

counselors S€rve a¡¡ many ae 1000 studentS; some cgunselors serve

PK-8 populations by themselves.

Çertificafion

Approximate Number of NC School Counselors:

Number of National CertifiQd $chool Counselors

ourrently certified by the Natio:nal Board for Certified

Counselors:

Median (15 years of experience) school counselor's

yearly salary:

Potential l2Yo pty raise for nationål certification
of school coungelor with l5 years experience:

Trai¡ing

Masters degfee ü'ith 48-60 hours inthe areas of humen grou,.th and

development, group work, social and cultural foundations, appraisal,

,rse.toï and piogfam evaluation, professional orientåtion, career and

lifestyle development, and helpring relationships

90

2700

$39,940

$4,792.80

(4)





Reserrch on lhe l:mpect of School Counrcling Pnogrrms

In response to Senate Bill 787, the North Cüolina $chool Counselot Ass0ciation ttas prep0l€d information rclated to the

issues'of school counælors. In revicwing the research, we have found m¿rfced cvidericÊ that school counseling prognms

signiñcântly impact sfirdcnts' acadsmicãchsrcmsnt, stûdents' a$itudes, behaviors, md skills,-and students' lifelong

rüc€*. Mfu rion tfty, scnoof counseling progants clearly imprwe $tuderüs' academic adrierveme¡t, impm¡ve students'

attihdes, behsviors, and skills, srd ars dir€ctty linked to tltc rcûrction of dropout rates.

ôqadp,lfiç AqþicvpFrçst:, "ploûisg lhe.Acþietrc{nont Câp"
. ffrnãi iean aner fforida nirø elementry school counsclors students who were underachievens in reading advancd

1.1 years in seven months.

r Cams ând Cems for¡Íd thât å study skills program conducted by schr¡ol counrelors for fourth SadÉrs, resulted in

rc¡¡rarkable imprrovunents after otie fæar ranú¡g from four years twr¡ months 1o one year four months.

r Str¡dies of tho effects of a small group cormseling 4proach fot failing elemerüary school students found tlst 83% of

südeúg dgwed imgwemert in 8fÊd€ß.

o ..Elementary school counseling is bæoming more popular,n' sâid Særdy Peyrier, a consultant on school counæling with

thc NC SAú: peprtncnt of Ribtic fnsnrcùon "lVeits rmder¡'hdùrg firat ¡rsr¡entron reed$ to sffi itl kind€rgEtcß A

chtld necds to feel good about htmself to achi€ve."

r Based on its re¡ea¡ch, The In*in¡re of Medicine recoffnends thd "¡nental health and psychological service¡ a¡e ,
essential in enabling mmy stuOents to achiwe acade¡nicalty, the$e slhould be considered mainsnean, not optional,

É€nviçes".

A$itudee. B€hr-ip¡. Skillç-j Ëafe qchoolsl'

r Gerlø and Andcr.son fùund tlnt classroorn guidance a¡rivities significåntly i¡rfluenced improvement in raings of

child¡en's behavior, conù¡st Srad€s, and ¡chool dtitudo soor€s.

o Studeilts who atte,lrded ¡chools with more fully implemented guiduu;e progrüts mted the climate ln their schools as

being rtrore positive, reportcd g¡Estsr ftûlings of belonging ard safcty in tlreir echools, indicated that their classes were

rcss I*ety tô te tntemùø ty oürer stuAents, that their peers bçhâv€d better in echool, ud thst morc cârcø md

oollege infornutian wasmade av¿ilable to them

o Omizo, Hershborger, and Omízo found rhd gfoup counseting was v$ry zuccessfi¡l in decreasing aggressive and host¡le

behâviors in gradel forr fhrough six

Lífelon g!$¡Fçess: "Ðrooûl¡t Prgventiotl]'
. Th€ US gñi.e óf BArcaUon fo,u1¿ rta tlere were 47% fer¡rcr ùoporuts and 507o fewer faih¡res in schools wherc th€rB

were a@uate cor¡nsclor to shd€nt radoñ.

o Tlre Instih¡te of Medicine r€,ported üaq "ThÊ conâ€quences of failiqg to prwide üeatmßnt servicts to child¡eo with

sÉvçrç c¡¡rotiorial Ostrutanc.h ae sífficart. nortya¡ght perceßt oltthese st0dÊrüs &,op out of high school. . . . Of

those who dromofl out of school, 73-peroent are trrested within 5 ycars of leaving schæl".

¡ Tlre School Dme6q¡t Assi¡rance Program ñurded a il¡mber ûf proi€crß to t€6t and Éäludo th€ €ffect of promtsing

st$tegies for dràpout prwention anõ rcÊffiy. The results found that counsoling ærvices wer€ one of the key elem€nts

of a¡y partiçotar ùoPotl prevcntion initi*ive'

The above rescarch is just a fraction of rewarch that fl€ found illusrdiqt &e sr$stsúial inPact tlut school counseling can

ild do€s have on ¡tr¡denS in all UCas: acadanic, cart€r, ard personaU scpial.

We need your support to recruit ad reain qr¡âlity school counseJors (by aligning the Py fâ]ç). Also, yorr suprport is

needed to reduæ-oor¡¡setor: strdenf ratioß ó ttrat sctrool cornsÊlûrå çæ'worlc rnoæ eftctively with ad impact a greatcr

number of stude'nts.
(s)
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Executive

Program

Developing Future
Leaders

Leadership Seminar
in the Humanities

læadership Program for
Assistant Principals

læadership Program
for New Principals

Higher School
Performance Program

Leadership
Program for Career

Adminisrators

l-eadership Program
for High School

Principals
Principals as

Technology Leaders

The Principals' Executive Prog' -n - UNC Center for School Leadership Devet ..ment





Principals' Executive Program
Statewide Service 1984-2000

Pesquotenk Crmden
V¡nce

Currituck

Mitchell
Perquimens

Chw¡n
Wrshington

I
I
I
I
I

1-49 participants

50-99 participants

100-199 participants

200-399 participants

400-2000 participants

Ncw ll¡novcr

I

Distribution of Residential Program Graduates (3,475 Principals, Assistant Principals,
Superintendents, and Central Office Personnel) and Topical Program Participants (29,090) by County

P¡mlico
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Principals'
Executíve

Program

Indic&tors oÍ Success

o This is a TOTALLY
voluntary program, in
which over 2,000 people
annually choose to
participate

O PEP has attracted over 3
million dollars in external
funding, the bulk through
the Bill and Melinda Gates
Foundation

I Eight other statewide
leadership academies have
met or talked with PEP,

citing it as a model they
wished to study and learn
from

0 National Staff
Development Council has

commissioned an article to
be written about PEP

The Principals' Executive Prol 1 - UNC Center for School Leadership Devr rnent



Principals'
Executive

Program

Indicutors ol Success (continued)

o In the Higher School
Perfoffnanc e Pro g t arrr-a
program designed
specifically to help
principals of marginally or
low performing schools-
over 78%o of the
participating principals
have shown a gain in the
percentage of their
students meeting grade
level standards

O PEP had 3 residential
programs in 1997 and 9
residential programs in
2000. All ate currently
full, and some are
oversubscribed

t PEP's participants
continually voice
satisfaction with the
program's quality, as

revealed in each
program's evaluations

The Principals' Executive Program - UNC Center for School Leadership Devel.'oment



Principals'
Executive

Program

Responsiveness to Our Customers

i All programs are aligned to the pre-existing
four strategic priorities of the State Board

t Topical seminars and symposiums always
address prevalent issues and concerns for
North Carolina's public schools

i PEP has ventured into pre-service programs to
help attract highly qualified candidates into the
applicant pool

The Principals' Executive Pro n - UNC Center for School Leadership Dev ¡ment



Responsiveness to Our Customers
(continued)

t PEP offers its programs in a geo$aphically
diverse manner, thereby building stronger
relationships with school districts and
universities in more distant parts of the state

I The Instructional Symposium for 2000-200I
will focus on the State Board's newest
strategic priority: Building strong connections
to cofitmunities, families, and businesses

Principals'
Exøcutive

Program

The Principals' Executive Program - UNC Center for School Leadership Develooment



ffi
o Higher School Performance Program (HSPP)- A PEP residential progrcm designed for

principals of low-performing and/or at-risk schools

i 1999 hrstructional Symposium on the topic of "Reaching the Hard-to-Reach Student"

i Focus on the use of Socratic Seminars in every residential program
o Instructional segments in all residential programs on analyzing student performance data

ô Topical seminar on "Curriculum Compacting"
o Case study research on high performing schools with low performing school characteristics
o Partnership with the national CIERA Project to improve reading instruction in elementary

and middle schools
o Monograph on the techniques of instructional leadership in schools

i Leadership Program for Career Administrators (LPCA) - instructional module focused on
creating a learner-centered school

I Annual Law Symposium - focus on legal issues, particularly special education law and
updates on new legislation

a Central Office Leadership Program (COLP) - A PEP residential program for central offrce
administrators designed to support school-based administrators create productive learning
environments for students

ô Educatíon Law in North Carolina - a compendium of statutory law, case law, and
administrative regulations designed to help the school administrator now the legal foundation
of school-based decision making

i Leadership Program for New Principals (LPNP) - A PEP residential program aimed to serve
the needs of new principals

t Topical Seminar on "Teacher Supervision and Evaluation"
I Monograph on effective hiring and teacher retention practices

I læadership Program for High School Principals (LPHSP) - this PEP residential program is
designed for high school principals to help them gain capacity in helping their teachers meet

the demands of high stakes accountability.
o Leadership Program for Assistant Principals (LPAP) - A PEP residential program aimed at

helping assistant principals prepare for the principalship
o Salary Schedule Study - A PEP-sponsored research project for the SBE to address questions

of equity and adequacy of principals and assistant principals' salary schedules

1



a Principal and Central Office Evaluation Studies - PEP research sponsored by the SBE to help
re-design the ways school-based administrators and central office administrators will be
evaluated

a Annual Orientation Seminar - A two-day seminar co-sponsored with DPI for first year
principals and assistant principals to provide basic understandings of their leadership roles
and how those roles fit within state priorities

t PEP-PFP collaboration on Teacher Evaluation - A co-sponsored series of seminars with
Principal Fellows teaching them best practices in evaluating teacher performance

t Think Tank on resource re-allocation
o Presentations by Public School Forum staff on their report "The Things that Matter"
t l,aptop technology component of residential programs to provide tools for thinking smarter
a Technology seminars on basic and advanced uses of computer technology
o Finance Officers Seminars - PEP seminars conducted under SBE sponsorship
i I-eadership Program for Career Administrators (LPCA) - a module focused on effective

decision making
ô Developing Future Leaders (DFL) - this program is PEP's only real pre-service program. It

is intended to introduce prospective school administrators to the possibilities and realities of
becoming a principal.

a LPAP segment devoted to marketing one's school
t Project-based learning activity in the new principals program (LPNP) requiring them to fi.nd

a community organization they are not familiar with and anange to tell them about their
school

t The 2001 Instructional Symposium will focus on Improving Student Learning Though
Strengthened Connections Between School, Home, and the Community

t Principals As Technology Leaders (PATL) - A PEP residential program designed to bring
principals and instructional technology together in a supportive learning environment

o Leadership Seminar in the Humanities (LSH) - this is a program co-sponsored with the
Program for the Humanities and Human Values on the UNC-CH campus. The program is
designed for experienced principals to gather and explore larger issues of social and
educational consequence

o Quarterly newsletters focusing on current topics of interest to principals and assistant
principals inn the state

2



The Presentøtion Frømework

t Overview of purpose
and function of each

respective program

i Program productivity

r Indicators of success

,) Access to participation
in programs

t Responsiveness to
customer needs

r Equity of participants

The Principa.ls' Executive Program - UNC Center for School Leadership Development

Whøt We Do

Leadership Seminar
in the Hmmities

The Executive

Program
New Princípals

Performance hogram
Higler School

hincipals as

Technology Leaders

- UNC Center for School

Developing Future
Leaders

Leadership Program for
Assistant Principals

Leadership
hogram for Career

Admínistrators

Leadership Program
forHigh School

Principals





Whut We Do (contínued)

r Symposiums and Seminars on cuffent topics
and issues

f Publications (e.g., Education Law in North
Carolina, Leadership, The Provident Principal)

I Workshop Coordination and Topical
Consultations

I Professional Services (e.g., lending library,
telephone consultations on legal and technology
issues)

- UNC Center for School'ExeoutiveThe

Access lo Pørticipøtion

Statewide Service 1984-2000

I f-49isnic¡pa¡þ

I 50-99 púicipaats

I l0o.l99pnt¡cipanr!

I zoo.¡sgps¡tic¡po¡rs

I ¿oo-Zooopanic¡port!

Distibution of Residential Program Graduates (3,475 Principals, Assistant Principals, Superintendents,

and Cental OfÏice Personnel) and Topical Program Participants (29,090) by County

'Executive - UNC Center for SchoolThe
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Eqaity of Pørticipønts

The Principals' Executive Program - UNC Center for Sohool Leadenhip

Progrøm Productívity

Prograrns and Servlces 19€l4-2O()O r RÉ'd.r¡d.r rÈpr(er

-uNc for SchoolThe Principals' Executive

wCrov\rlrrg Grorruing . . .
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Progrøm Productivíty
(Contìnued)
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Still Grovr¡ing!

- UNC Center for School'Executive
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The Development

r This is a TOTALLY
voluntary program, in
which over 2,000 people
annually choose to
participate

r PEP has attracted over 3

million dollars in external
funding, the bulk through
the Bill and Melinda Gates
Foundation

I Eight other statewide
leadership academies have

met or talked with PEP,
citing it as a model they
wished to study and learn
from

r National Staff
Development Council has

commissioned an article to
be written about PEP

Indicøtors of Success

- UNC Center for SchoolExecutiveThe
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Indicators of Success (continued)

r In the Higher School
Performance Program-a
progrnm designed
specifically to help
principals of marginally or
low performing schools-
over 78o/o of the
participating principals
have shown a gain in the

percentage of their
students meeting grade

level standards

r PEP had 3 residential
programs in 1997 and 9

residential programs in
2000. All are currently
full, and some are

oversubscribed

I PEP's participants
continually voice
satisfaction with the
program's quality, as

revealed in each
program's evaluations

ExecutiveThe - LINC Center for School Leadership

Responsíveness to Our Customers

r All programs are aligned to the pre-existing
four strategic priorities of the State Board

i Topical seminars and symposiums always
address prevalent issues and concerns for
North Carolina's public schools

a PEP has ventured into pre-service programs to
help atlract highly qualified candidates into the

applicant pool

- UNC Center for School Leadership DevelopmentThe Principals' Executive

5





Responsiveness to Our Customers
(contínued)

r PEP offers its programs in a geographically

diverse manner, thereby building stronger

relationships with school districts and

universities in more distant parts of the state

r The Instructional Symposium for 2000'2001
will focus on the State Board's newest

strategic priority : Building strong connections

to communities, families, and businesses

- UNC Center for SchoolThe Principals' Executive

f om inspired to continu e to be a
lifelong learner ond remoin up-to-dote
in oll educotionol issues. As o model
for foculty, students, ond porents, I
will continue to use oll of the
knowledge ond skills thot I possess to
build ond expond my community of
leorners. I will motivote ond inspire
othersll

- Winifred Hill,LPAP 29

Pìctures ønd Quotes

- UNC Center for SchoolThe Principals' Executive Development
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I

f would like to øxtend my oppreciotion to
you, for oll the help, guidonce, ond wisdom
you shored with me during the lost five
yeors. PEP hos ployed o mojor role in
shoping me into whot f hope is on
effective instructionol leoder. The
courses, olong with the strong networking
opportunities thoT PEP hos offered,are
probobly the best woy for princípols to
improve their skills.

- Michoel Getz,PEP 49 and HSPP 01

Executive Program - IINC Center for SchoolThe

Píctures ønd Quotes

Bosed on PEP's excellent reputofion, f
was eager to join the ronks of other
principols who hod completed the
progroh before me. The progrom
fulf illed my expectotions ond more. I
hove come owoy from every PEP session
eager to opply my leorning, excited for
the opportunity to work in the profession
I hove been trained for, ond revitolized
to tockle the myriad problems thot come
my woy. I also come awoy with pride ín

my profession ond afeeling of genuine
fríendship ond fellowship thot will creote
memories for yeors fo come.

- Terri Chaney, LPNP 02

Pictures ønd Quotes

- UNC Center for School'ExecutiveThe
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To: Members ofthe Joint Legislative Education Oversight Committee

From: Jan Crotts, Executive Director
Linda Suggs, Director, Professional Development & Personnel Services

North Ca¡olina Association of School Administrators

Re In-service Training of School Administrators

Date: September 27,2000

Thirty nine administrators responded to a request from NCASA to comment on issues related to

in-seivice training of school administrators. This was not a scientific survey, but the responses

did show rema¡kãble consistency in several arças and are probably worthy of fiuther

consideration. This whole area is vital to North Carolina's continued progress in educational

achievement, and we appreciate the opportunity to share these thoughts with you today.

NeedVconcernl or areas staffdevelopment should focus on:

o time
o budgetsand finance
o special education issues
r student achievement issues, disaggregation of student datA finding & using diagnostic data

o teacher evaluatior¡ especially evaluation of new teachers

. dealing with adults; dealing with difñcult people

o stress management
. insuflicient ftnds for staffdevelopment
o support groups and support strategies

Recommendations:
. strong mentors, or better yet, coaches for new principals

o assistant principal for every school
o lots of central offrce support, local support groups, etc.

. more involvement of practitioners in education administration programs

. encourage participation in PEP and in state and national conferences

. more money for staffdevelopment

. more attention to development of leadership skillsþotential
o retirement changes to keep/attract those eligible to retire who might be enticed to stay

In conclusion
e Seven Core Beliefs on Professional Development for Principals (Annenberg Institute for

School Reform , Brown UniversitY)
o Lots of professional development available (thus, sometimes "ûagmented" programs)

o Administrators need all avenues and lots of support from a variety of sources

o the local school system
. university, Center for School Leadership Development, PEP, etc

o professionalorganizations
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æF€EÞffiF# principat consortium A'iance
SERVE b developing a model of professional development for principals that
deliberately encourages administrators to reflect on their practice, eplore effective
change strategies, and collaboratively network with other administrators.

Currendy, Educafpn Leadership staff is working to provide opportunities br
adminisûators engaging them in "focused reflection" that leads to implementation of
best practice. Professional development eperiences include

o An lnvltational Soufüeastern Regional Principal Forum, thatwill be held in
Atlanta, Georgia, this year focusing on Equity and School Reform issues

o Princlpal Dialogue Forums, engaging administrators in professional
conversations about teacher empowerment, democratic learning, and
intellectual dialogue based on recent research

o The brmation of a Princlpal Advbory Gommfüee that will sen/e as a
powerful "think tenk" and network within the region

The Annenberq lnstitute for School Reform has establbhed Seven Corc Beliefs on
Professional Development for Principals that exempliff what Education Leadership
staff süives to accomplish through our adminisbator support efbrts.

l. Principals' learning is personal and yet takes place most effectively while
working in groups. Work in groups reinforces the value of building on one
anothefs thinking and of being willing to let go of earlier thinking in order to
constsuct knowledge together.

2. Principals foster more powerful faculty and student learning by focusing on
their orn leaming. To lead requires that principals be leamers.

3. While we honor principals' thinking and voices, we want to push principals to
move beyond their assumptions. We.often move beyond the participants'
combrtzone by intoducing questions and issues that are cenhal to
eì/eryone's work and at the same time terribly difficult to
confront--expectations, standards, race, power, to name a few.

4. Focused reflection takes time away from "doing the work,n and yet it is
essential. lt is important to build into the pmbssional development experience
many opportunities and ways to reflect.

5. lt takes stong leadership in order to haue buly democrafrc leaming. Leaders
are most truly democratic when they listen carefully and then design the work
for the group.

6. Rþorous planning is necessaryfurfleible and responsive implementation.
During each session, we spend time creating shared understandings,
engaging in intellectual diafogue and debate, and planning specific
applicafons of leaming.

7. New learning depends on protected dissonance. Providing a safe setting in
which to stetch makes all the difference.

1 of2 09/25n00011:46 PM



Press Release

FOR IMMEDIATE RELEASE Contact .June Million, NAESP
703S84-3345

MichaelCgrr, NASSP
703-860-7260

súudy confirms Powerfut Link Between the Principal and scfioo/
Søccess

shortage of Qualified candidates Hindering the lmprovement of
Schoob

washington, DC -- The widespread shortage of qualified principals

ñ"i prtä dra¡n on the inshuctional leadership of the nation's schools'

ãño iJ seriously affecting efforts in whole-school academic

¡rpru"r"nt áccording-to a new report conducted bytle Educational

näsearcfr Service (ERó) at the request of the National Association of

áementarv Schooi Principals (NAESP) and the NationalAssociation

of Secondary School Principals (NASSP)'

The report, The Principal, Keystone of a High-Achieving Schgol:.

niraciing and Keeping the Leaders We Need, takes a close look at

the shortage, suggestã reasons behind it, and provides an overview of
p.gt"rrã".¡gñãd to address aspects oJthe shortage. ln addition,

[nãieport studles the strong connection-between quality principals

ànO frigfr-performing schoois and the affects of a principal shortage

on education improvement activities.

"The principal is the cornerstone of a school's success--and

¡mprovement," said Vincent Fenandino, NAESP's executive director,
i'ànd we're facing a critical shortage of qualified applicants for the

principal's Position."

..Thisreportsupportsthepositionthalaqualitysgloglreflectsa
qrálity school leäder," stated Gerald Tirozzi, NASSP's executive

ci¡rectôr. 
,'But for us to have whole-school and not piecemeal

academic improvement, we need to address the shortage of qualified

cãnAiO"t"", recognize the positive role the princip-al plays, and

irpp"rt tne princi-pal as thé instructional leader of a school'"

The report stresses the need to intensify conversaüon and

collabóration among all groups concerned about the issue of

leãOersnip for the nátion s schools. lt recommends realistically

oe¡n¡nô epectations and responsibilities of the principalship position.

iñã ieõort'goes on to discuss approaches that may hetp school,

O¡stricË elirñinate baniers to recruiting and hiring the best candidates'

iñã ieport suggests how efforts should be directed in the tuture to

proui¿Ë suppõ[fior new and aspiring principals as weil.as.ongoing

ãevetopmèàt opportunities for more eperienced principals'

Changing Role of the PrinclPal

The study identifies critical skills for qualified princþal candidates

*t ¡cn ¡náuOe: being "educationally savr,y," innoyative, having a clear

iocus anO vision, atle to "sell the Cchool," a good manager, interested

in using anO apptying research to improve_ the school, possessing

éood õnflict resótution and mediation skills, and loving child

advocates.

I of3
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However, the report also concludes that there are issues that
complicate the need for quality principals. These issues include: the
changing expectations for the position, the movement toward defining
a new set of standards br candidates, the complex balance needed
between leadership and management skills, and a nationwide focus
on schoolwide improvement efforts.

'The role of tre principal has changed dramatically," said Ferrandino.
"The demands that are being placed on the individual are such that
very few qualified people are willing to step up to the plate any longer
and take on those responsibilities."

Some of the problems identified as inherent in the principal position
were: insufficient compensation as compared to responsibilities, the
excess of hours required for the job, shess, and the authority given to
do the job is many times not in balance with accountability forlhe job
done.

"A difficult and demanding job has only become more difficult and
demanding," stated Tirozzi. "The problem we Êace is a shortage of
qualified candidates with the will to do the job, and is magnifieð in
many cases by a minimal amount of support, resources,
development opportunities and compensation for the principals and
aspiring principals."

Many of those interviewed for the study suggested that any initiative to
address the shortage issue must include efforts to more realistically
define the role of the principal. While expressing satisfaction with
many aspects of their jobs, particular, their work with students and
teachers, current principals ofren feel ovenrhelmed and concerned
that they lack time to focus on what is essential-developing and
maintaining a high-qualig school.

AGrowing Emphasis on Leaderchip

Recognition for the importance of the role of principal in effective
schools is on the rise according to the report. Cited was a study by the
firm Arthur Anderson of both high- and low-performing schools in
Jersey City and Patterson (NJ) that bund "the one attribute of all the
high-performing schools we visited is a dedicated and dynamic
principal." Programs have been developed to address some of the
issues. Those include: encouraging talented people to prepare br
and apply for the principalship, providing mentoring support for new
principals, and encouraging more public recognition of good
principals.

However, the report warns, there are not nearly enough of these
programs and initiatives to meet school districts' needs. Many
programs also fail to address some of the most important issues,
such as the concern erpressed by principals that there is insufficient
time b spend on instructional leadership and that epectations placed
on them are often unrealistic.

Two programs now under consideration by Congress, which could
help stem this shortage, were singled out for praise:

The School Leadership lnitiative-a Clinton adminishation proposal
that asks Congress to appropriate $40 million to establish re!¡ional
centers to deliver professional development training for principals.
Preference would be given to high-poverly, low-performing schools

2 of3 09125/2000 I l:44 PM



that need it the most and could eventually provide much-needed
training for 10,000 school leaders.

The LEAD (Leadership Education and Development) Program that
would authorize $100 million in grants to help states and agencies
provide leadership education, recruitment, and mentoring programs
fur principals and other school leaders.

ln addition many foundations are putting forth resources to address
the issue of leadership at our schools, including the Bill and Melinda
Gates Foundation which has allotted $100 million to form a national
leadership program aimed at principals and superintendents, and the
DeWitt-Wallace Reade/s Digest Fund.

Copies of the report, The Principal, Keystone of a High-Achieving
Scñoo/: Attracting and Keeping the Leaders We Need, are available
from ERS upon request (800) 791-9308.

The 27,000 members of NAESP provirle administratine and
instructional leadership for public and private elementary and middle
schools throughout the United States, Canada, and overseas.
Founded in 1921. NAESP conveys the unique perspective of
elementary and middle school principal to the highest policy councils
of our government. NAESP is a strong advocate both for its members
and for the 33 million American children enrolled in preschool,
kindergarten, and grades 1 through 8.

NASSP is a voluntary, self-supporting, nongovernmental association
with a membership of over 42,OOO school leaders from middle level
and high schools. lts purpose is to advance the cause of secondary
education and to promote and support principals, assistant principals,
and other school leaders. NASSP shives to promote hþh
professional and academic standards; focus aftention on problems
faced by school leaders in performing their duties; and provide a
"national voice" úor school leaders on educational matters. NASSP
endeavors to build public confidence in education and to strengthen
the role of the principal as insfuctional leader

Natknal Assæiatiq
of Secondary Sc/rool Plt c¡røß
19O4 Assæiatiq Drive, Resto¡t, VA
20191-1537
80ù253-7746

Nafbna/Assocrafirn
dElementary *h@lPùrci]p,ß

1615 Duke Street, Alexandia, VA
2231+3483

800-3&NÁESP " www.n aesp.ore

Problems with the web site? Email webmaster@principals.org.
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Emily Manning
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LEANNE WINNER
Dírector of Govemmental Relations

Comment to Joint Legislative Education Oversight Committee
Leanne E. Winner

NCSBA Director of Government¡l Relations
August 30' 2000

2000 NCSBA Legislative Survey question:

Over the past several decades NC has embarlced upon various effarts to refarm

and improve pbtic schools. NCSBA supports the contitrued implementation of
the ABCs Program.

Results: 9O5% support; 5.8% oppose; remainde,r no opinion

Consistent e-mail comments aboutthe ABCs:

The main m€ssage was to stay the coun¡e.

Others include:

r The writing assessment needs to be revamped.
¡ The public still does not understand the ABC terminology.
r I school can be classified as a school of excellence or distinction and not

meet expected growth and thus the personnel does not receive a bonus aïvard
r There nèeds to be a more reasonable testing environment especially in the

elementary grades.
. Strategres need to be developed for increased concentration on the threes and

fours.
. Attrac"ting teachers to low performing schools has become increasingly more

diffrcult.

What is the most important thing that the General Assembly can do?

Create incentive packages that low performing schools can use to athact good

teachers to com€ teach at that school.

PASTPRESIDENTS'
COT'NCIL
ffi¡o, 1998-99
Dn Christine Fitch, 1996-97
Jean Dellinge¡ 1995-96
Nehemiah Smíth, I 992-93
Mary Ellen MaxweII, 1990-91

Oliver Smith, 1984-85

7208 Falls of Neuse Rd . P.O. Box 97877 . Raleigh, NC 27624-7877 . Phone: (919)841-4040 ' Fax: (919)841'4020





ABC's ISSUES/CONCERNS

GENERAL qUESTTONS

TESTING ISSUES

retaining a student?

tests?

growth the same as the elementary school model?

ISSUES CONCERNING STUDENT PROMOTION STANDARDS

school that is not recognized or is low performing?

the basis of one test?

2000 school years, how many and what percentage of students would have
been vulnerable to retention?

MISCELLAN EOUS ACCOUNTABILTTY ISSUES

past two years done well?

or math - that subject area not the primary concern?

performing?

pedorming after at least one year with an assistance team?





learned at a grade level or in a specific course that we are neglecting those
students who could be challenged with even higher expectations?

"exceptional" - for example, learning disabled?

writing test is given)?

Ed Oversight: ABC's Concerns 8-30-00





t
GENERAL ASSEMBLY OF NORTH CAROLINA

SESSION 1999

SESSION LAW 2000-67
HOUSE BILL 1840

AN ACT TO MODIFY THE CURRENT OPERATIONS AND CAPITAL
IMPROVEMENTS APPROPRIATIONS ACT OF 1999 AND TO MAKE OTHER
CHANGES IN THE BUDGET OPERATION OF THE STATE.

The GeneralAssembly of North Carolina enacts:

HIGHER EDUCATION COMPENSATION
Section 10.5. The Joint Legislative Education Oversight Committee shall

study the need for an "Excellent Universities and Community Colleges Act" that
addresses the need and ability of The University of North Carolina and the
State's community college system to attract and retain excellent faculty.

ln its deliberations regarding university faculty, the Committee shall
consider the study conducted by The University of North Carolina on
compensation for the faculty at its constituent institutions, how compensation for
similar faculty positions compares among the constituent institutions, and how
compensation for faculty positions compares with that paid by other public
universities for similar faculty positions.

ln its deliberations regarding compensation for faculty in the State's
community college system, the Committee shall consider any relevant studies on
community college faculty compensation conducted by the community college
system, how compensation for similar faculty positions compares among the
community colleges, and how compensation for faculty positions compares with
that paid by other public community college systems for similar faculty positions.

lf the Committee determines in its study that there are critical issues
regarding faculty compensation, then the Committee shall include in its
recommendations'and report whether a major, new legislative inítiative is needed
to address those issues. The Committee shall report its findings and
recommendations to the 2001 GeneralAssembly.





CHAPTER 507
HOUSE BILL 230

AN ACT TO APPROPRIATE FUNDS TO PROVIDE EXPANSION
EXPENDITURES AND CAPITAL IMPROVEMENTS FOR STATE
DEPARTMENTS, INSTITUTIONS, AND AGENCIES, AND FOR OTHER
PURPOSES.

ACADEMIC ENHANCEMENT FUNDS
Sec. 15.15. (a) Notwithstanding G.S. 1 16-143, the Board of Trustees of a

constituent institution designated as a Research University I campus of The
University of North Carolina may increase tuition at the constituent institution by
an amount not to exceed four hundred dollars ($400.00) per full-time student
per regular term academic year. All additional revenues derived from these
tuition increases shall remain for use on that campus and are in addition to the
operating budgets approved by the General Assembly. lf the Board of Trustees
of an institution increases tuition, the chancellor must allocate a minimum of
thirty-five percent (35%) of the funds provided by the tuition increase for need-
based financial aid. The balance of the funds may be allocated for faculty
salaries or library budgets.
Students who are already receiving need-based financial aid or who are eligible
for need-based financial aid shall have their financial aid awards increased to
cover the tuition increase allowed under this subsection. Funding for these
financial aid increases shall be the top priority for use of the financial aid funds
provided in this subsection, but any source of funds may be used to cover the
tuition increases for students receiving need-based financial aid.

(b) Notwithstanding G.S. 1 16-143, the Board of Trustees of a constituent
institution of The University of North Carolina which has a professional school
(law, medicine, dentistry, pharmacy, and veterinary medícine) or masters degree
in Business Administration may increase tuition for students in the professional
school by an amount not to exceed three thousand dollars ($3,OOO¡ per fulltime
nonresident student per regular term academic year or by an amount not to
exceed four hundred dollars ($400.00) per full-time resident student per regular
term academic year. lf the Board of Trustees of an institution increases tuition
for students in a professional school, the funds provided by the increase shall
remain on that campus and be used to enhance that professional school. ln no
case shall a student attending a professional school be subject to a tuition
increase allowable under this section greater than the amounts stated in this
subsection.
(c) Once a Board of Trustees decides to increase tuition at a constituent
institution, the institution shall notify the Board of Governors, the Office of State
Budget and Management, and the Fiscal Research Division of the amount of
increase, additional receipts anticipated, and the allocation of the funds among
various programs in a format prescribed by the Board of Governors of The
University of North Carolina.



(d) No employee of the University of North Carolina System who earns one
hundred thousand dollars ($100,000) or more a year shall receive additional
remuneration from these funds.



CHAPTER 443
SENATE BILL 352

AN ACT TO MAKE APPROPRIATIONS FOR CURRENT OPERATIONS AND
FOR CAPITAL IMPROVEMENTS FOR STATE DEPARTMENTS,
INSTITUT]ONS, AND AGENCIES, AND FOR OTHER PURPOSES.

lsection 10.21.1 (a) Notwithstanding G.S. 1 16-143, the Board of Governors of
The University of North Carolina may set tuition rates for students in the Masters
of Business Administration and the Masters of Accounting programs of the
School of Business at the University of North Carolina at Chapel Hill that are
higher than those currently set pursuant to G.S. 116-143. lf the Board of
Governors does set higher tuition rates for those programs, then the additional
funds generated by such tuition increases shall be used to enhance programs of
the School of Business at the University of North Carolina at Chapel Hill.
A minimum of five percent (5%) of the funds so generated shall be used for
need-based financial aid for North Carolina residents in the Masters of Business
Administration program and the Masters of Accounting program.
(b) lf the Board of Governors increases tuition pursuant to this section, the action
shall be based on plans presented by the School of Business to the President
and the Board of Governors with the approval of the Chancellor. The President
and the Board of Governors shall notify the Office of State Budget and
Management and the Fiscal Research Division of the amount of the increase, the
additional receipts anticipated, and the allocation of these funds under these
plans.

(c) The Board of Governors shall conduct a study of tuition levels, other
charges, and costs of graduate and professional education and shall establish
policies with respect to tuition differentials that are educationally and fiscally
sound for such programs based on the results of this study. The Board of
Governors shall adjust the tuition rates for students in the Masters of Business
Administration and the Masters of Accounting programs of the School of
Business of the University of North Carolina at Chapel Hill to align with its
policies on tuition differentials as developed pursuant to this section. The
Board of Governors shall report to the Joint Legislative Education Oversight
Committee by January 15, 1999, regarding the findings of its study and shall also
report on any action and results of actions taken under this section.

(d) The authority provided under this section may provide for phased
implementation over a period of up to three years, beginning with the 1998-99
academic year. Tuition increases implemented under this section shall in no
event exceed a total of two thousand five hundred dollars ($2,500) per
semester per student during the period fiscal year 1998-99 through fiscal year
2000-2001. The total increase in tuition by the end of fiscal year 2000-2001 shall
not exceed five thousand dollars ($5,OOO¡.
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Mr. Kennon Briggs, Vice president,
NCCCS

Dr. Bill Lewis, President, lsothermal
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PLANNED METHODOLOGY FOR ANALYSIS
OF COMPETITIVENESS OF FACULTY SALARIES

NORTH CAROLINA COMMUNITY COLLEGE SYSTEM

Approach

The planned analytic approach is designed to provide information on salaries of
community college faculty to the GeneralAssembly in a format that follows:

Draw on a national database supplie d by the ll.s. Department of
EducatÍon.

T Convert all salaries to the g-10 month þasis.

Use the sysfem average as the unit of anatysis.

The State Board of Gommunity Goileges
Division of .Business & Finance

ldentífy at least three comparison groups.

I

I

t Perform benchmark analyses at both the gú percentile and the group
average

Page I





weighted Average sararies of Fuil-Time Faculty
Public Two-year lnstitutions

SREB States
1999-2000

Two-Year I
Rank

SREB Region 0,661

SREB-Stàte Data Exchange

July 2000

Page 2

Alabama
Arkansas
Delaware
Florida

Georgia
Kentucky
Louisiana
Maryland

Mississippi
North Carolina
Oklahoma
South Carolina

42,921
34,535
47,954
41,455

44,291
40,369
36,904
49,945

41,397
34,527
38,250
36,959

5

15
2
7

3
I
14
1

I
l6
11

13

Tennessee
ïexas
Virginia
West Virginia

37,102
42,093
43,959
39,996

12
6
4
10





Average 9-Month Salary of Full-Time Curriculum Faculty at TwoYear Public Institutions
A Comparison of North Carolina to the SREB Average, lgg2-g3 to 1999-2000

Academic Year NC 9-Month
SREB

Average

SREB
Average

SREB
Rank*

1992-93 s26,461 $32,302 l4

1993-94 s27,409 $33,470 l5

t994-9s $29,234 $34,433 15

t995-96 $30,106 $36,146 l5

t996-97 $30,124 s37,163 l5

1997-98 s32,206 s37,677 l5

1998-99 933,027 s38,777 14**

1999-00 s34,527 $40,661 l6#

*Ranking of 15 southern Regional Education Board (SREB) states**Kentucky did not report data in 1998-99 ranking is based on 14 statesuDelaware reported data for the firsttime; the r"port now includes 16 states

Planning & Research Section, NCCCS, 08/23/00
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Average 9-Month Salary of Full-Time Curriculum Faculty at TwoYear public Institutions
A Comparison of North Carolina to the National Average, lgg2-g3 to 1997-9g

Academic Year NC 9-Month
SREB

Average

National
Average*

National
Rank

t992-93 $26,461 $39,935 5Oth

t993-94 $27,409 $41,040 49th

1994-9s $29,234 $42,101 46th

t99s-96 $30,106 $43,295 49th

1996-97 $30,124 s44,584 46th**

t997-98 $32,206 $45,919 48th**

t998-99 s33,027

1999-00 $34,527

*source: IPEDS Faculty Salary survey, National center for Education
Statistics

**Data available on 49 states, ranking is out of 49 (no data reported
from Vermont)

Planning & Research Section, NCCCS ,08/23/00
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Average 9-Month Salary of Full-Time Curriculum Faculty at TwoYear Public Institutions
A Comparison of North Carolina to the National Average, lgg2-g3 to 1999-2000

*Source: IPEDS Faculty Salary Survey, National Center for Education Statistics**Data available on 49 states, ranking is out of 49 (no data reported from Vermont)***Ranking of 15 southem Regional Education Board (SREB) states****Kentucky did not report data in r99B-99; ranking is based on 14 statesuDelaware reported data for the firsttime; the report nãw includes l6 states

Academic Year NC 9-Month
SREB

Average

SREB
Average

SREB
Rank'|.**

National
Average*

National
Rank

r992-93 s26,461 s32,302 l4 $38,935 5Oth

1993-94 $27,409 $33,470 15 $41,040 49th

1994-9s 929,234 s34,433 15 $42,101 46th

1995-96 $30,106 $36,146 l5 $43,295 49th

1996-97 $30,124 $37, I 63 15 $44,594 46th**

1997-98 s32,206 s37,677 l5 $45,919 48th**

r998-99 s33,027 $38,777 l4****
1999-00 834,527 $40,661 76#

Planning & Research Section, NCCCS, 08/23/00
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SALARY RECORI)
ISOTHERMAL COMMUNITY COLLEGE

1989 - 2000

Y['.AR

1989

1990

1991

1992

1993

1994

199s

STATT'. MANNATÍ'

4o/o

4Vo

None

$43.50 per month

27o plus 17o bonus

47o plus 17o bonus

2o/o

4.5o/o, eff. Sept. 1, plus

% of l percenÇ also

Sept. I for faculty
4yo

37o plus 17o bonus

5o/o

íVo

ICC'S INCRF'.ASF'

MinÍmum of 2o/o additional
47o additional

No additional

Additional $50 per month
AddÍtional for faculty
Faculty additional4%o

Staff earning less than

$55'000' additional $504 per person

No additÍonal

No additional

$600 additional per person

Staff 5%

F aculty, average 10.60/0

7o/o + $5'000 5 Yrs. or less

7o/o+$3'750 6-l0Years
7o/o + $21500 beyond 10 years

$2000 additional per person, l0.Zo/o

1996

1997

1998

1999

2000

CURRICULUM FTE
1990 TO 2000-2001

q0-q1 01-Qr g2-q3 a3-q4 q4-q5 q5-a6 q6-q7 07_ag qg_qq aq-00

1383 138s

1313 l32t 1364

2000

1588

1227

1284

1256 t25t 1249





ARTICLE 98.
Academically or Intellectually Gifted Students.

$ 115C-l50.5. Academically or intellectually gifted students.
The Genelal Assembly believes the public schools should challenge all students

to aim for academic excellence and that academically or intellectually gifted students
perform or shou, the potential to perform at substantially high levels of accomplishment
when compared with others of their age, experience, or environment. Academically or
intellectually gifted studerfs exhibit high perforlnance capability in intellectual areas,
specific academic frelds, or in both intellectual areas and specific academic fields.
Academically ol intellectually gifted students require differentiated educational services
beyond those ordinalily provided by the regular educational pro$am. Outstanding
abilities are present in students from all cultual groups, across all economic stata, and in
all areas of human endeavor.

$ 115C-150.6. State Board of Education responsibilities.
In order to implement this Article, the State Board of Education shall:

(1) Develop ancl clisseminate guidelines for developing local plans under G.S. 115C-
150.7(a). These guidelines should address identification procedures, differentiated
curriculum, integrated services, staff development, program evaluation methods,
and any otlier information the State Board considers necessary or appropriate.

(2) Provide ongoing technical assistance to the local school administrative units in the
development, implemerÍation, and evaluation of their local plans under G.S.
115C-150.7.

S 115C-150.7. Local plans.
(a) Each local board of education shall develop a local plan designed to identi$r

and establish a procedure for providing appropriate educational services to each
academically or intellectuall¡, gifted student. The board shall include parents, the school
community, representatives of the community, and others in the development of this plan.
The plan may be developed by or in conjunction with other committees.

(b) Each plan shall include the following components:
(1) Screening, identification, and placement procedures that allow for the

identification of specific educational needs and for the assignment of
academically ol intellectually gifted students to appropriate services.

(2) A clear statement of the program to be offered that includes different types of
services provided in a variety of settings to meet the diversity of identified
academi cal ly or intellectually gifted students.

(3) Measurable objectives for the various services that align with core curriculum and
a rnethod to evaluate the plan and the services offered. The evaluation shall focus
on irnproved student performance.

(4) Professional development clearly matched to the goals and objectives of the plan,
the needs of the staff providing services to academically or intellectually gifted
students, the services offered, and the curricular modifications.

(5) A plan to involve the school community, parents, and representatives of the local
community in the ongoing implementation of the local plan, monitoring of the



local plan. and integration of educational services for academically or
intellectt¡ally gifted students into the total school program. This should include a
public infolrlati on com¡ronent.

(6) The name ancl role descliption of the person responsible for implementation of túe
plan.

(7) A plocedure to resolt,e clisagreements between parents or guardians and the local
school administrative unit when a child is not identified as an academically or
intellectually gifted stuclent or concerning the appropriateness of services offered
to the academically or intellectually gifted student.

(8) Airy otlter infonlation the local board considers necessary or appropriate to
implen'rent tliis Article or to improve the educational performance of academically
or intellectually gifted students.

(c) Upon its apploval of the plan developed under this section, the local board shall
subrnit the plan to the State Board of Education for its review and comments. The local
board shall consider the comments it receives from the State Board before it implements
the plan.

(d) A plan shall remain in effect for no more than three years; however, the local
board may amend the plan as often as it considers necessary or appropriate. Any changes
to a plan shall be submitted to the State Boa¡d of Education for its review and comments.
The local board shall consider the State Board's comments before it implements the
changes.

$ 115C-150.8. Revierv of Disagreements.
In the event that the procedure developed under G.S. 115C-150.7(b)(7) fails to

resolve a disagleetrent, the parerf or guardian may file a petition for a contested case
hearing under Article 3 of Chapter 1508 of the General Statutes. The scope of review
shall be limited to (i) whetlier the local school administrative unit improperly failed to
identify the child as an academically or intellectually gifted student, or (ii) whether the
local plan developed under G.S. 115C-i50.7 has been implemented appropriately with
regard to the child. Following the hearing, the administrative law judge shall make a
decision that contains findings of .fact and conclusions of law. Notwithstanding the
provisions of Cirapter 150B of the General statutes, the decision of the administrative law
judge becomes final, is binding on the parties, and is not subject to further review under
Article 4 of Chapter 1508 of the General Statutes.
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Sandra W. page

A school district launches an effort to
meet the needs of gifted students
through differentiation but discovers
that all students reap the rewards.

T T nril recently, Nonh Carolina mandared artificial

I I cutoffpoints in achievement and aptitude
\-/ scores to idendry gifted srudenrs. But in tlìe
1990s, old state standards gave wa), to local plans for
ideritifying and providing services to gifted chilclren.
'What follows is the story of how our school district
reevaluated utbotn it would serve ancl br¡ut it wot¡lcl
provide those services.

Educators often talk about doing something clifferent
for those students "who just aren,t getting it." tsut when
we asked teachers, through surve),s and focus groups,
for theirperceptions and assessments of those students
"who got it tlìe first time and are ready to go further and
faster," teachers said they needed help to meet these
students' needs. Recognizing the neecl to change our
programs for gifted studcnts, we chose differcntiati<¡n:
of content, of instructional processes, anct in products
and assessments. Implenrenting clifferentiation has lecl
our school district to strategicalll,cxamine thc qualiry of
work that we provide for all stt¡dents.

i Getting Started
: Our clistrict serves 9,700 str¡denrs in eight elementary,
I three middle, and rwo high schools. Uke many districts,
: our gifted services had been primarily pullout, enrich_- : -- menracüviríes-for srudeiltilin rhe üitermediatð gÈ¿têS'' - -
: and advanced courses for middle and high school
I students. .A.s our new giftecl program developed, we
i came to believe that sn¡dents with the interest, motiva-
i tion, zrnd capacity for learning at higher acaclemic levels
: should be challenged in every classroom every day. 

.\ùØe

i needed to support and develop teachers, understand_

, itrgr of gifted education practices so that serving gifted
I students' needs became every teacher's responsibility.
: We appealed to teachers by citing rhe proiected benefits
¡ for all students in thei¡ classrooms.
i We offered 40 teachers from ou¡ elementary, middle,
: otrd high schoois release time to anend six introductory
: differéntiation workshops. The first-year teachers from
i most of the elementary schools and the three midclle

When Changes for the Gifted
Spur Differentiation for All

schools participated. During the workshops, which we
now offer everyyear, the teache¡s worked coopera- .

tively to prèpare lessons, pro¡ects, learning contracts, or
other varied-ability materials. participants shared thei¡
implementation ideas, concems, refinements, and ques_
tions. Additionally, each participant.cor{d arr¿nge to
meet with the distriöt's coordinator,of gifted programs
for help with preparing di.fferentiated un¡ts, fee¿back,
or demonstrations of model teaching.

Ournext step was to overcome.the barriers that
teachers face: time, materials, and how_to knowledge.
Many teachers already knew what they wanted to teach
and had well-tested activities or project assignments that
nret the needs ofone level ofstudents. The teachers
needed to develop differentiated levels of the
curriculum, so we hired them for a week in the summer
to v/ork collaboratively on strucrured formats for
lessons and projects. During tþe firsq.ygqç that our
teachers wrote di.fferentiated curriculum, we limited the

62 Ët)rrc.{TloN,\L LEÁDl:nstilp/SrrpTEilBER 2000



focus to the middle school curriculum.
Concentrating effort, time, resources,
and personnel on a few grade levels
gave teachers ownership and purpose.
The teachers created authentic mate-
rials that wor¡ld be piloted voluntarill'
b;'teachers in each middle school and

refined during the school year. In addi-

tion, the school district could target
support, evaluation, and communica-
tion to the middle school teachers.

The teachers produced an overview
of a unit that stated clear concepts and

statements of understanding for all

students. The overview identi.ûed core
knowledge, skills, attitudes, and
thinking habits that students should
develop during the unit. Di.fferentiation
could occur in the.texts and student
activities or in the instructional
processes and procedures. Although the
oven'iew was valuable, we eventualll'
decided to concentrate on di.fferenti-
ating final assessments and student.
products, which we believed would
have the biggest impact on teacher
planning and st¡¡dent wotli,',.,..

Ålthough some teachers initially f'elt
uncomfortable collaborating with one
another, we realizecl that the teachers'
conversations generated deep uncler-
standing of hor¡' the curriculum could
be differentiated. One teacher
remarked, "I'm mentalll' exhausted at
the encl of the da1'. I can't think
'an1'rnor.. tsut I am eager each rnorning
to come in and ¡vrestle ideas with my
colieagues in â n'a1'that we never get to
do during the school year." -A.s the
school year cornnenced, the teachers'
professional collaboration increased
morale and communication. The
teacher collaboration also improved the
quality and usabiliry of the work.

Differentiating a Unit
Teachers usually start differentiating
i¡struction by reviewing the materials,
activities, projects, or r¡nit assessments
thel'used in thc past to teach a topic or
concept. After determining the crucial
concepts and skills for the discipline
the¡'want to address, olrr teachers
differentiate one major unit that will
take the students several days or weeks
to completè. The gifted program coorcli-
nator urges teachers to begin to differ-
entiate for the giftecl students first. This
forces the teaclrers to think about
criteria that identifl' exemplary work
and what a prof'essional level of work
entails.'With this framework in mind,
the process of constmcting expecta-
tions for several layers ofabove-, on-,
and below-grade-level work becomes
more clear and consistent.

In one school in our district, teachers
spent the sLrmmer differentiating a

popular social studies proiect that
required students in small grollps to
create a newspaper for ancient Greeks
and Romans. Teachers had usually
grouped str.¡dents heterogeneously and
required students to prepare a front
page with articles on politics, faslion,
and sports. Thc gracling sheet listed
point values for different elements of
the assignment, such as timeliriess, near-

j ness, and number of articles. Teachers

f had rarely explicitly cliscussed thcir
I expectations for the quality of the arti-
6 cles. Consequently, the students' prod-

ucts varied in the qualiq' of c<¡ntcnt ancl

design.

As part of their clifferentiated
ct¡riculum writing opponunin'. the
teachers organized the elements of this
assignment into two categories: ph1's-

icalladministrative/mechanics guide-

lincs that all students would have ro
meet for spelling, pr¡nctuation, margins,
time lines, font size, and number of ani
cles; and differentiated rubrics that
would vary according to students' abili-
ties concerning the expected quality
and cornplexity of the articies.

The differentiated rubrics explicitly
describe expectations for content and

writing style. These expectations
progress from straight factual reporting
of an event to more detai.led feature

stories, point-oÊview editorials. and big-
picture co¡inections and analvsis. These
rubrics allow students and teachers to
discuss the current level of the srudent's
perf<rrnrance and to outline the next
steps that the student should take.

Would we see resr¡lts of imple-

menting the new and inrproved version
of the newspaper project? At a faculry
meeting, teachers brought examples of
students' newspapers from previous
years and nes'spapers created after they
applie<1 the differe¡rtiated content
rr¡bric. 'fhe differences were ma¡ked.

Students who used the nÌbric $'rote
longcr, higher qualitl' articles, included
more illustrations and quotations, and
created more lively layouts. For all levels

of abiliry, thc quality of the srudents'

work was noticeably higher than in

Pi999q!s_y,e1ry, lurprisinglllr w!
discovcrcd that some gifted students

had struggled to reach the expectations
of the rubric that they and the teacher
had chosen as an appropriate challenge.

Some students had found it difficult to
accomplish the wit and commentary of
the editorial cartoon or to identifi'and
describe trends in ancient Greece.

Some of our other efforts to differen-
tiate curriculum included developing
role-and-task cards for literature circles.
Using Harvey Daniels's Literature
Circles (1994)', teachers expanded and

enriched student roles, such as char-

acter creator, discussion di¡ector, and
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literary luminary. Teachers differentiated
the tasks for each role so that a wide
range of students could participate at
challenging levels. Another example of
differentiated curriculum includes a .,

statistics unit during which srudents
gather world population figures from a
variety ofsources, including the lnternet.
Remedial math groups receive more
structr¡res for completing their research,
fewer choices, and simpler stþs to take
in their calculations. The advanced math
groups interpret and eyaluate far more of
their research and develop algebraic
fonnulas. All sn¡dents know that teachers
value theirwork, that the work should
be completed on time, and that each
group's piece contributes to a class
proiect that leads to clear conceptual
understandings afid incorporates a range
of skill ability levels.

rvaluitini ou;wo;k 
{- t

rVriting differentiated curriculum takes
time to develop, time to imFlement, and
time to commr[ricate and value. In the
end, our district spent three years
writing cur¡iculum at the middle school
Ievel only. By the end of this timq the
teachers' success and value of thei¡
work had spread. Elementary teachers
wanted to be induded in the surrlmer
writing projects. Studenrs who had
experienced differentiation in middle

-, school and.had progressed-to
school advocared for their high school
teachers ro meû theirneeds differently.

Recentl¡ our district implemented
nvo additional differentiation initiatives:
a teacher self-assessment of academi-
cally rigorous classroom enyironment
and instruction and a survey of sfudent
perceptions. On the basis of teacher
input, we determined.that a model
class¡oom for highability srudents
contains six elements: rich and rigorous
content, challenging process, open-
ended products and assessments,
student choices and teacher options, a

We hope to offer differerìtiated professional
develop'rent to rì'reet the 'eeds of teacher-s

supportive learning environment, and
program development and support. Six
to 10 statements give clear descriptions
of each of these elements.

Teachers rated their grade-level
departments according to how
frequently and comperently they
employed these èlements. !øe
conducted the assessment as focus
groups, which allowed the teachers to
discuss in a controlled environment
ideas, techniques, and teaching philoso-
phies. As a result, teachers were able to
identiff strategic gaps in their own
assessment practices and engage in
group problem solving and planning.
Many teachers' individual growth plans
indude a word-for-word descriptor
from the self-assessment.

'We also wanted to know whether
students perceived and welcomed the

differences in instruction and
curriculum. lVe surveyed all middle
school studen6, posing statements
based on the descriptors that the
teachers had used. We asked stuclents to
rank the frequency of employed strate-
gies, such as maierials and support for
sophisticated work, application of skills
and understanding in a variefy of ways,
or encor¡ragemenr to reach challenge
levels. Interestingly, the gifted students,
perceptions did not differ from the

All students valued and desi¡ed instruc-
tion that provided appropriate ¿rmounts
of challenge; met their needs forpace,
choice, and interests; and was relevant
and authentic.

The student responses and teacher
self-assessments informed the subject-
area departments in each middle school
and the district as a whole about areas
of strength and weakness. This knowl-
edge enabled us to respond with curric-
ular materials, instructional-strateges,
staff development, and resource monies
to educate our teachers about different!

ation, to sen'e giftecl stuclents. and to
establish best practices for instruction
for all students.

Looking Ahead
To ensure continued professional
growth, the districr still offers differenti-
ation workshops annualll, and hires
teachers to write differentiated
cumiculum in the summer. Ve also
offer acaclemica[1' and intellectually
gifted certifìcation courses. Carol Ann
Tomlinson consults with us and
conducts day-long workshops on such
subjects as collaboration, higher-order
questioning, and concept-based class
rooms. She also works with teachers on_
site to create more frrlly differentiated
interdisciplinarl' studies. Indiviclualh,,
schools have organized fi¡ll- anct partda;;
workshops to help establish cornmon
vision and language. As a district, we
hope to offer differentiated professional
development to meet thc needs of
teachers.

Another key factor in sen'ing our
gifted students through di-fferentiation
is administrative support. From the
superintendent to.the building adminis
trators to tlìe site-based management

'teams, everyone knows about and
provides input to the gifted progrÍÌm ar
the sclrool site and in the disrrict. In
their three-year improvemcnr plans, all
schools must include a plan for academ-
ically and intellectually gifted srudents,
including what and q¡hen adions will
be taken, who will be responsible, with
what resources, and how thei¡ efforts
will be evaluated. Many schools include

-itemron-how-rh'aschõõl'will--- -- *
support and monitor differentiation. In
some schools, principals have required
that teachers list at least one differentia-
tion goal in their individual growth l

plans. The school board and the central
office support services for gifted
studenls by increasing the n ,mber of
resource teachers for gifted students.
Resource teachers advocate and
prepare direct insrruction for gifted
students and serve as collaborators,
staff developers, and curriculum
supporters to facilitate teachers' differ-
entiation efforts.

I
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Lessons Learned
On the basis of our experiences with
differentiation, here's ou¡ advice to
otiter school districts:
r Start by offering staff development to
a small, interested group of teachers.
r Begin with what these teachers ;

already do with curriculum and instruc-
tion.
¡.Devote resources to a defined target
group to develop strong, fullf imple-
mented cu¡riculum changes.

r Prepare and support collaboration
with teachers and srudents.
r Sha¡e successes to encor¡rage iriterest
and growth throughout the district.
r Assess teachers, students, and student
work to communicate the value of
di-fferentiation.
r Make sure that differentiation is

reflected in both personal and building-
level goals and planning.
r Provide ongoing, differentiated staff
development.
r Provide administrative support.

¡ Measu¡e the frequency and quality of
services for gifted students that is
provided by differentiation within the
classroom.

Our new gifted program pian asks

classroom teachers to share the respon-
sibilitl' for serving gifted students'
needs. High-abiliry srudents now have
more frequent oppornrnities for chal-

lenge and enrichment, witt¡ot¡t leaving
the classroom. In general, the gifted
services and enrichment programs
correspond to curric'rfar studies of the
entire class, and di.fferentiation allows
us to recognize talentÀand celebrate the
contributions of every student.

For us, implementing differentiation
has meant that teachers reflect on peda-
gog)', on the key skills and overarching
concepts of the disciplines they teach,

and on the qualities and challenges
presented by the work given to
students. By promoting differentiation,
our district has increased awareness of
the differences in students' and

1

\

teachers' abilities and understandings
and has moved awa¡, from an 'us versus

them" anitude toward gifted education.

This awareness has resulted i¡ a
i

commonly ado¡rted philosophy about

di.fferentiation and in programmi¡g to
support individuals' and schools'
growth in actrieving differentiation. Äs

we employ principles of differentiation,
we fìrmly believe tiÌat we are nurturing
the talents and abilities of all learners,

inciuding the gifted, by enhancing the
quatity of the work that we ask students
to do. I

'Daniels, H. (L994). Litetature circles:
Voice and cboice in tbe sùtdent-centered
cl.assroom. York, ME: Sternhouse
Publishers,

Sandra W. Page is Coordinator of Gifted
Programs for the Chapel Hill-Carrboro
City Schools, 750 5. Merritt Mill Rd.,

Chapel H¡ll, NC 27516 (e-mail: spage
@chccs.k'l 2. nc.us).

O;, Accelerated Ed.D. program will allow you to
qomplçtq your studigs_ in jUst 10 weekerlds a¡ld_ two
four-week summer sessions over a two-year period.
This rigorous program is open to K-I2 educational
administrators who need a flexible schedule that won't
interfere with career responsibilities.

As a Seton Hall Ed.D. gaduate, you \ryill be armed with
valuable credentiais thatwill gþe yoq the decisive edge in
an increasingþcompetitive job markel A cohort approach
will build on shared ellperiences and the orpertise of a
seasoned faculty and nationally recogdzed authorities in
the educational field. Cohort members will qualify for
financial aid.

Applications now being accepted for the May 2OOl cohorL
For more information, contact the College of &lucation and Human Services at (973) 2712728,

email execedd@shu.edu or go to htþ ://education.shu.edu/exceed

SETON HALL UN.TVERSITY
taú6

4OO South Orange Avenue, South Orange, New Jersey O7O79 . \ilwvy.shu.edu

ASSOCIATION FoR SUPERvISIoN ÁND CURRIcULUM DEvELoPMENT 55
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Students with Limited English
Profrciency

:$ ./ Funding Increase: $3 .7 mlllion

.l Total Funding: $ 17.1 million

.f Total headcount for 1998-99 was 37,25I students.

.l Funding is increased from $ 10.3 million in 1999-00.
Additional funds were included in continuation budget
adjustments.

{ This was funded as a separate category in 1998-99.
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-,. ABCs Accountability lssues

Lou Fabrizio

Director of Accountability Services

NC Department of Public lnstruction

i What have we learned over the last
four vears?
. Teachers are focusing on the

Standard Course of Study
, More students are scoring at or

above grade level
. Students scoring below grade level

are getting more assistance
. Schools neecìing assistance are

getiing more attention from the
centi'al offices

É Unintended Consequences

. lncreasing negative aneccjotes from
parents anci educatcrs

-Some schools/teachers Íocus on
testeC subjects a: the expense of
othe¡'s

- Some rote tea3ning to the rest;
reliance on orill and pi'aciice at the
expense of "inquiry' methociologY

ó
-., ABCs Accountability lssues

Four major headings:
. What have we learned over the last

four years?
. Unintended Consequences
. Remaining Challenges
. Other lssues

t What have we learned over the last
four years?
. Schools are using multiple strategies to

make students successful
. Not all strategies work the same in all

places
. Schools with high-risk populations can

do well
. There are some unintended

consequences to high-stakes testing
and accountability

t

. Organized opposition to high-
stakes testing and accountability

. Focus on students below gracie

level may reduce efforts for other
students

. Loss of momentum in development
of more formative kinds of
assessment

l
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I
- Remaining Challenges

. Reducing achievement gap

. Attracting teachers in low-
performing schools

. Refìning and maintaining the ABCs
model (also revising tests)

. Accountability issues for students
with disabilities and limited English
profìciency

1,- Remaining Challenges
. Changes to writing assessments?

-Writing Assessment Task Force to
meet September 1, 2000

. Charter Schools

-Use of Alternative Schools model for
ABCs

. lmplementation of prediction
Formulas for 10 EOC tests

. Demands on staff

- Remaining Challenges
. lmproving achievement at middle

schools
. lmplementation of Student

Accountabi lity Standards

- Communication is a big issue

- Many parents seem unaware of the
retesting opportunities or the review
process. These are safeguards for
the students.

Exam

- Other lssues

. Testing time

-Less testing time lowers reliability

- Day of state testing is a lost day of
instruction (we hear)

-Reducing testing time per day by
increasing the testing days will have
its problems too.

Í Questions ?
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Selected Examples from UNC Campuses of Faculty Salary and BenefÏts Issues
August 2000

All of the following examples are true and accurate reports from UNC campuses. The details have
been removed to protect the privacy of the individuals in each case. The distribution of comments
demonstrates that the salary issues are not confined to the technical disciplines, and the comments
about benefits cross all disciplinary lines.

Computer Science and Computer Engineering
More than eighty percent of surveyed computer engineering and computer science students entering
their final year of college report that they expect to earn higher salaries than last year's graduates
averaged. CollegeHire interviewed more than 5,000 computer science and computer engineering
students across the country and found that more than 51 percent of the respondents said they expect
to earn between $5lK - $70K in their first job. Graduates of those same programs earned an

average of $47,000 last year. Jeff Daniel, CEO of CollegeHire, cites a shortage of technical
graduates as the main reason for the highest-ever salary expectations.

We lost one faculty member in decision sciences to lowa State University in 1999 due to his
salary/benefits package being insufficient to retain him. V/hen he moved to an MIS position at
Iowa State, his nine-month salary alone increased20Vo. This faculty member was one of our top
researchers and was offered a 6/6load at Iowa State versus his 9/9 schedule here.

V/e just lost one very talented female tenure-track faculty member in computer science. Her 1999-
2000 salary was around $55K for 9 months. She received an offer from a university in Rhode
Island for $80K for nine months.

Department Chairs
Last year, we had a professor (who was also the department chairperson) who had been at the
university for over 20 years. His total salary lvas a combination of his base salary and additional
compensation for performing department chairperson duties during the academic year and during
the summer. He was hired as department chairperson by another regional comprehensive
university in another southeastern state. His total salary was increased by $15,000.

Communication Studies
Over the past three years, the Department of Communication Studies lost two young faculty
members to Rutgers University. One faculty member was hired away at the conclusion of her first
year, and the other was hired away mid-year during her third year. In both cases, Rutgers was able
to offer the faculty members salaries substantially higher than those at our campus. In fact, the
salaries the faculty commanded more closely approximated those of our tenured faculty at the
Associate Professor level. In addition, in at least one of those cases the faculty member was
able to get significant "fringe" perks (equipment, travel) monies which we simply could not
match. It was apparent to all in our department that we operated at a salary level which was out of
sync nationally. When our other faculty learned that their entry-level colleagues--both of whom
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hacl promise, but still had much to demonstrate--could command salaries similar to our faculty
with far greater experience and tangible academic accomplishments, we had some morale problems
particularly among those faculty whom I had to ask to take on extra responsibilities to cover the

resignations.

Pharmacy
Our survey of graduating pharmacy students this year identified the mean starting salary entry-level
positions to be $70,000 (range $67 K - $77 K). Our entry-level assistant professor positions are at

$62.5, and we have no assistant professors above $67 K. V/hat this means is that every position we
offer to an assistant professor requires them to accept an offer $7.5 K below what their students will
earn in their first job. Obviously, this makes recruiting extremely difficult, not to mention
postgraduate education and careers in academia. \{e have an urgent problem today, but we are

facing a crisis in the future.

V/e have had a vacant position in our clinical pharmacy group for a year, and we have lost two
additional people in this group over the past year (one to academic, one to industry), leaving three

vacant lines that are below the market rate. We have offered the first vacant position to three

different candidates in the past year, in every case to excellent people with great potential. Their
response to our offer was frank astonishment, followed by a mixture of amusement and sympathy.
They really weren't angry or upset, more surprised to find our great reputation and programs not
supported by competitive salaries. In each case the person had offers in hand at $70 K or greater,

and it was clearly not a negotiating ploy because we lost the candidates to institutions that
subsequently confirmed their entry-level offers. And of course even if we could offer a

competitive starting salary, we would immediately create equity problems with our in-place
assistant and associate professors. It is truly a nightmare in terms of recruitment and we will
experience continual hemorrhage of our faculty, without the ability to recruit replacements, unless

faculty salaries are substantially improved. This probably isn't the dramatic type of vignette that
has shock value, it is just a gradual and unrelenting erosion that is reducing our faculty ranks and
preventing us from providing replacements. But eventually erosion creates a Grand Canyon, and
then it is dramatic (but too late).

Librarians
'We 

are losing a senior administrative librarian to another university, out of state, due in part to
salary. She accepted an offer of a salary 60Vo higher than she was making here. True, she is also
taking a higher level administrative post. But she came to work for us several years ago, taking a

cut in salary in order to work for us. Even with the additional funds we put towards a counter offer,
we were unable to match this offer. I feel sure we could have kept her for a few more years

otherwise. I have other staff members who have taken salary cuts in order to work here, for various
reasons. This creates an overall bad situation. They may like the work opportunities, climate, etc.,

but they know they are not being paid what they are worth. Ultimately this either drives them away

or makes them dissatisfied employees.

Earth Science
Last spring we successfully recruited our first choice for a position in climatology, an absolutely
stellar young scientist with impeccable credentials in both teaching and research. A week after he

had accepted our position, our Human Resources office sent him a packet of information regarding
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his benefits. When he saw how poor the benefits were, he called my department chair to tell her
that he had decided to remain in California to continue his post-doctoral fellowship instead of
joining our faculty. The poor benefits package, coupled with our inability to award any funds to
offset moving expenses, continues to be the largest obstacle we face in each year's new faculty
recruitment process. The salaries we can offer simply do not compensate for the expenses new
people incur in joining our faculty.

Elementary Education
'We have been looking for a coordinator of elementary education program for two years. The
search process has generated excellent candidates each time, but we have been unable to recruit
them because of our salary and benefit package. In addition, we lost a junior faculty member this
month to another state institution because of better salary and benefits. He was key faculty member
in the development and planned implementation of our M.Ed, in Elementary Education.

Middle Grades Education
This year a fînalist for our faculty position in the middle grades education declined to come for an

interview when she learned the position was budgeted at $40,000. She was earning $48,000 at
Augusta College (GA) two years out of graduate school.

Educational Administration
We just lost our first choice for a faculty member in Educational Administration. We offered
$48,000, and our candidate is currently earning $100,000 as a high school principal.

Business
The School of Business and Economics has recruited for a Management Information Systems
faculty member for four of the last five years. The school has been unable to hire in each of those
years except one. The person that was hired in 1997 has a current salary that is significantly below
the market for PhD MIS assistant professors. Aside from salary, the issue of summer support and
help with moving expenses for faculty is a problem. This is especially true for those fields where
there are shortages of highly qualified faculty.

Nursing
Healthcare faculty are paid way below the salaries in the field. For example, starting salaries for
RN's ( new graduates) can be $37,000 to lower $40,000. We pay some doctorate nursing faculty in
the lower $40,000.

Political Science
Political Science lost its top young scholar this summer due to salary. He was making about
$44,000 in his third year, and received an offer of $52,000 at Cal State Bakersfield. Another
consideration was the far superior benefits package, which included free family health insurance,
life insurance, and dental and vision packages with very small co-pays by faculty and family. The
UNC system is terribly non-competitive in benefits for faculty. In addition to losing good existing
faculty, this makes recruitment very difficult.





Mathematics
We hired a very talented Assistant Professor two years ago who was recommended as the top
untenured person in the world in his research specialty in mathematics. This person is currently on

leave to a Big Ten university which was able to offer him a $20,000 salary increase and a rank of
Associate Professor. He is now on leave of absence, and while we of course hope to retain him, our
chances appear to be low.

English
The Department of English this past July lost a tenure-track faculty member to a Canadian

institution. Although several factors were involved in the faculty member's decision to leave,

money was a prominent factor. Much of the higher salary that the faculty member received at his
new university can be accounted for by the rate of exchange that exists between Canadian currency
and US dollars; that is, if his salary were converted to Canadian dollars, he would be getting a total
salary figure over $10,000 greater than his US salary. But as the faculty member explained to me,

housing costs in Canada mirror those in NC (e.g. a $65,000 house in NC would also cost 65,000 in
Canadian dollars.) Hence, while he could afford a house in Canada with his new, "higher" salary,

he couldn't afford to buy one here.

Economics
Our Department of Economics is small, with only twelve full-time faculty. In the past year we lost
a tenure-track assistant professor in his fourth year who accepted a comparable job at Ohio State

University with a substantial bump in salary, a much lower teaching load, and guaranteed sufitmer
research support.

Minority Recruitme4t
This past spring, we had just about convinced a highly-talented African American professor to join
our program. She has been at Indiana University for some years, and she has established an

outstanding record of teaching and scholarship. We had to stretch a bit on our salary offer, but, in
the end, were able to come up with a figure that she felt to be acceptable. Based on this discussion,
we obtained a tentative verbal agreement from her to come, and we looked forward to having her
join our staff this fall. About a week later, the agreement came unraveled. She had had time to
study the benefits package she would receive here in North Carolina. To be blunt, it was hopelessly
inferior to what she has in Indiana. In addition, in Indiana, her three children will be able to attend
IU on a tuition-free basis when they are old enough to do so. We had no comparable benefit to put

on the table. In the end, we lost this outstanding professor. We had stretched our salary resources

to the limit and could go no higher; we had a very poor benefits package to put on the table; and,

we were unable to offer tuition remission to her children. The State of North Carolina lost the
services of someone who would have made a wonderful addition to our faculty.

We actively recruited a young African-American woman for a faculty position in our Elementary
and Middle Grades Education Program. The beginning salary we have been able to offer in that
area is around $41,000 for 9 months. If I had gone much higher than the $41,000, it would have

thrown everyone else (about 18 faculty) in that area relatively below her. For example, I had started
another new faculty member there in 1998 at $38,000. He is now at $42,000. Bottom line--the
female faculty member was offered two other positions at $45,000 + as an Assistant Professor and

a much better benefit program. In addition, the university she finally selected had an on-campus
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child care facility where she has put her young son. She was able to select this service as part of a
"menu" of benefits.

Benefits
As a parent of two children (ages 2 and 5), I find that the benefits within the UNC system pale in
comparison to other universities which have contacted me. The base salary offered by Kent State

University was greater than my current salary by $11,000, the benefits were significantly more.

For example, they offered full dependent tuition reimbursement for all family dependents. KSU's
health care package for my family would be without cost, and it included optical. Dental coverage

would cost $45 per month vis-à-vis UNC's program which costs $90 per month. Yet, despite

KSU's lower dental costs the coverage was significantly greater. Thus, KSU offered more health
care benefits for no out of pocket costs than UNC's health care which will run approximately $500
per month. In other words I will pay $500 per month out of my salary to receive fewer health care

benefits and less coverage than if I paid nothing at KSU! Even more confusing related to benefits,
my children would be able to attend college at no cost and KSU would contribute l4%o of my base

salary for retirement vis-à-vis UNC's 6Vo or l%o. Even schools like the University of Alabama at

Birmingham and 'Western Michigan University pay 50Vo of dependent tuition costs, whereas, UNC
pays nothing. I won't dwell on the benefits related to health care, dependent tuition reimbursement,
or salaries within other Ohio, Michigan, or Pennsylvania public universities or smaller private
schools like The University of Dayton, Stetson University, St. Louis University, or Duquesne. The
inequity in benefits is disheartening. As I speak with colleagues with children across campus, it
seems they too have these same concerns related to health care and tuition reimbursement for
dependents. Frankly, based upon what I have witnessed related to shrinking health care options for
me provided by the UNC System, it seems that those within the administration either don't
understand the severity of the situation or do not care. I have a hard time believing the latter.
Removing $500 per month for health care benefits for my family would be difficult. I am an

associate professor with corresponding pay. However, I cannot imagine how less senior faculty
afford to address this issue. Add to this the additional cost of contributing money for future college
tuition which is provided at no charge at public and private institutions elsewhere and one has little
incentive to remain despite intense loyalty to the UNC System. I respectfully request that you
convey your faculty's concerns to those who have the power to address these issues. We are

committed to our students and the people of this great state. Please help them realize how the lack
of family benefits such as tuition reimbursement for dependents, and associated health care and
retirement benefits affect even the most dedicated supporters of the UNC System.

More on Benefits
With regard to problems facing faculty, I would say that benefits is the biggest problem. One
faculty member I have cannot afford medical insurance for her husband because it is not possible
to insure just a spouse. Other places I have been one can pick maternity vs non-maternity and then
children, children plus spouse, and then just a spouse and the rates are all different

The state university system in Kentucky matches retirement contributions 2-to-1, up to a maximum
of L07o. That is, if the professor contributes 57o, the state contributes l)Vo. Our ORP contribution
is only about 6Vo in regard to salary (with an additional 234Vo for disability, etc.). We lost a valued,
long-term faculty member and department chair because we couldn't compete.
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I called to offer a position to a new faculty member. He is currently teaching at Manhattan College

and has to pay $50 per month for health and dental insurance for himself, his wife, and children. In
comparison, here he will have to pay over $450 per month for the same kind of coverage.

The New Market
One of my former graduate assistants is starting a new position at the University of Richmond. His
nine-month salary is $110,000 plus $10,000 for summer. I find it sad and somewhat embarrassing

to know that a student I once taught, who is now doing the same work I am doing, who has less

experience, and a similar publication record, is so far above me in pay (approximately 25Vo). And
on average, my annual raise has exceeded the average for faculty on my campus.
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Joint Legislative Education Oversight Committee
lrlorth Carolina Association of School Adminisfrators
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fssue: 'Where Are We Going With Accountability?

North Carolina has made tremendous stndes, probably over and above any
other state, with our ABCs of Public Education and the related Sfudent
Accountability Standards. These programs are a result and reflection of
your dedication and leadership for our public schools along with that of
other policymakers and the education family. NCASA strongly supports
the ABCs Plan. We also support the continued examination and refinement
of the ABCs accountabiiity model. It is truly a Work in Progress and will
always be. 'We wouid like to establish from the beginning that
administrators as a whole ask you to Stay the Course with the ABCs and
Student Accountabilify Standards. Please do not interpret any suggestions
that we make as an indictment of the program or any of its facets. This is
not the case. However, we would ask that any changes that are made to the
program be done very carefully with input from administrators. This is not a
simpie subject. We would like to point out here that, in our opinion, marìy
factors affect the success or failure of the Student Accountability Program
but I will confine my comments to a few broad areas.

r Serious teacher and administrator shortage
This is a problem that escalates every year for avanety of reasons. It

impacts the whole accountabilify program. Studies show that investing in
quality teachers and teaching is the most powerful intervention in improving
academic achievement for all students. Without good teachers and
administrators, we cannot expect our sfudents to progress, pass the tests and
reach the goals we set for them and they set for themselves. As Secretary
Richard Riley said when he spoke in Durham recently, " Schools cannot
succeed wrthout enlightened administrators, dedicated teachers and a
committed community." You have taken some important and expensive
steps to address this issue. For this v/e are grateful. But should we continue
to work around the edges of this problem? Or should we dig deeply,
determine the root cause's, develop the data to tell us just where v/e are on
the issues related to the qualifications and availabilify of our educators, and
then work together to fix it from the bottom up?
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We all talk about the "teacher shortage" and administrators struggie to
deal with it every year. But the shortage of principals and other
administrators is fast becoming as critical as the shortage of teachers. The
number of candidates for principal and superintendent has decreased
markedly in every school system. This is a natural progression of an
education system that has fewer teachers and thus fewer administrators
moving up the ladder. Furthermore, many experienced principals see no
advantage to moving into central office leadership positions when they
frequently have to take apay cut to do so. And, the shortage of candidates
for superintendent is a nationwide epidemic.

You made a wise decision last session when you removed the roadblock
for retired teachers so that they can continue teaching without penalty of
losing their retirement. Now, we ask you to do the same for administrators
as well as shortening the 12-month waiting period. Too many are lost to
other fieids during that 12 months period. This is one tangible step to
address this issue.

¡ Budget Issues
Let us publicly thank you once again for puiling some rabbits out of ahat
last year to fund many important programs for education, including the first
steps toward a more equitable allotment for central office administrators.
At this time the State Board of Education is in the process of determining
their budget and policy requests for the next session. They have made
efforts to maintain flexibility on such issues as teacher-pupil ratios. This is
very important and you have acknowledged the benefits of budget flexibility
and have built much more flexibility into the schooi budget over the last
decades. That is good and surely appreciated. But the flexibility goes only
so far when the complexity of programs and students has escalated
enormously. Almost every funding line item speaks to the student
accountabiiify program. V/ithout sufficient funds for at-risk students and
early intervention, closing the gap is not even on the horizon. Without
sufficient funds for the escalating number of special education students,
these programs suffer while schools do their best to serve every one that is
identified in their system. The issue of teaching students with Limited
English Proficiency has serious roadblocks without the funds to hire the
scarcely available teachers who can assist in these areas. The establishment
of new or expanded programs without the new and expanded dollars creates

unfunded mandates and erodes already existing programs.
The Low-Wealth Funds and Small School Funds help a lot and

systems depend on these funds to plug a wide variety of holes specific to
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