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Module Overview

The pofessionalearningmodule onusingturnaround leader competencieasdeveloped
collaborativelyby the Center on Great Teamis and Leaders (GTL Centet)e Center on

School Turnaround at WestEd, Public Impact, and the University of Virginia Darden/Curry
Partnership for Leadem Educaton. This module contains the materidissigned tamplement

a work session thdiuilds the knowledge and capacity leaders and staff members from
regionalcomprehensiveentes (RCCs)state education agems (SEAS), and withistate

regional centersrounderstanding turnaround leader competencies. The purpose and goal of the
module is to develop stakeholder awareness and understanding of competencies for turnaround
leaders.

Staff members from these agencies may wish to modify and turnkey the wodndessed on

this module for use witHistrict leadership teams, principals, teacher leaders, or otherTbkes
duration, scope, and sequence of the work session may be customized to accommodate local
needs and conditions. Tleatirework session is desigd to take placduring atwo-hour period

but can easily be broken into smaller portions and accomplished during multiple sessions to
accommodate participant time and availability.

Professional Learning Module

This is Part 2f theProfessional Learning Modul&ecruit, Select, and Suppofturnaround
Leader Competencies

Part 1: Understanding Turnaround Leader Competencies
Part 2: Recruiting and Selecting Turnaround Leaders
Part 3: Developing and Supporting Turnaround Leaders
Materials

The following materials are part of this module:

A Recruiting and Selecting Turnaround Leadéra ci | i t at or 6s Gui de
A Recruiting and Selecting Turnaround Leadera ¢ i | handoutso r 6 s
A Recruiting and Selectingurnaround Leaders a c i | Hitlegtesetmtidrs
Al |l mat eri al s ar e a WeiedsianhllLearniogrModuwelsit€at L Cent er

http://www.gtlcenter.org/technicalssistance/professiord@arningmodules These materials

may be used and adapted to fit the needs of the state context. To cite the content, please use the
following statementThese materials have been adapted in whole or in part with permission

from the Center on Great Teachers dr@hdes, the Center on School Turnaround at WestEd,

Center on Great Teachers and Leaders

Center on School Turnaround at WestEd

Public Impact Recruiting and Selecting Turnaround Leaders

University of Virginia Partnership for LeadersHiducation Facilitadtlor 6s Gui


http://www.gtlcenter.org/technical-assistance/professional-learning-modules

Public Impact, and the University of Virginia Darden/Curry Partnership for Leaders in
Education.

Work SessionGoals

This work sessionbased on th&ecruiting and Selecting Turnaround Leadpast of the
professional learningnodule has the following goalfor participants:

A Understand the importance of competencies in recruiting and selecting turnaround
leaders

A Explore waydo recruit leaders with competencies to turn around persistently low
performingschools.

A Experiencea competencpased interview and selection process for turnaround leaders.

Intended Audiences

Participants: Stakeholders who would benefit from participating in a work session using this
module may includésaders and staff members fré®€Cs, SEAs, and local eddioa agencies.

All stakeholders supporting school turnarolgebers andistrict and school teams (e.qg.,
superintendents, central office staff, district school board members, principals, teacher leaders,
teacher association neggentatives, and other decision makers) will likely benefit and develop
strategic action plans as a result of participation in a work session based on this module.

Facilitators: Facilitators for a work session based on this module may include GTL Cexiter s
New TeacheCenterstaff, RCC staff, SEA staff, regional service agency staff, or other technical
assistance providers.

Using This Facilitatorods Gui de

This facilitatordéds guide provides suggestions
implementthesuggested activitiegndtalking points to be used with the slide presentatiion

also includs additional indepth content information for fditators to use within their

presentations or to offer to participants interested in deeper learning.

Materials

The following materials are recommended for the work session and associated activities:
Computerfor theRecruiting and Selecting Turnaround ldesslide presentation
Projector and screen

Name table tents (optional)

> > > >

Poster paper (preferably the kind with adhesive backinbe#e ar@ot available, bring
masking tape to post the papers on the wall)

Center on Great Teachers and Leaders

Center on School Turnaround at WestEd

Public Impact Recruiting and Selecting Turnaround Leaders

University of Virginia Partnership for LeadersHiducation Facilitadt2rdés Gui



>\

Colored markers

>\

Sticky notes

>\

Adequateeservedpace, time, and materials

>\

Tables arranged to support smajtoup discussions

>\

Necessary materiafginted

Preparation for Work Session Activities

Prior to the start of the woldessionprepare the following materials:
Print copiesof the following handots for participants

>\

Presentatiorslides
PLM Overview
Principal Hiring Scorecard

> > >

Turnaround Leader Competencies

>\

Talent Management Framework

>\

Turnaround Principal Job Description

>\

Turnaround Principal Job Description Analysis Template

>\

Turnaround Principal SettionChecklist

>\

Behavior Event Interview Script

>\

Achievement and Impact & Influence Rubrics

Al s o, become familiar with the facilitatoroés

Center on Great Teachers and Leaders

Center on School Turnaround at WestEd

Public Impact Recruiting and Selecting Turnaround Leaders

University of Virginia Partnership for LeadersHiducation Facilitadt3rds Gui



Agenda Outline

Table 1 provides a detailed outline of the agenda for the work session. It includes timing, slide
numbers, activities, and materials. This outline provides facilitators with-pidiigre view of
this workshop and the corresponding activities.

Table 1.Detailed Outline of the Agenda

Agenda Item Time Slides | Activities Materials Needed
Sectionl. Welcome 5minutes | 1i 3 A Whip-around A Chart paper
and Introductions introductions A Markers
Section2. Overview, | 10minutes | 4110 | A Professionalearning A PLM Overview
Outcomesand module overview A Agenda
Agenda A Part 1 Review A Presentation
A Part 2 Outcomes
A Part 2 Agenda
A Activity: Warm Up
Section3. Talent 45minutes | 1118 | A Research otalent A Talent Management
ManagemenBystem managemen&ndhiring Framework
practicesfor turnaround | A Turnaround Leader
~ leaders Competencies
A Activity: Principal Hiring | A Principal Hiring
Scorecard Scorecard
A Reflection:Think-Pair
Share
Sectiond. Recruiting | 20minutes | 19125 | A Recruitment strategies | A Turnaround Principal
Turnaround Leaders for turnaround leaders Jadb Descriptiorand
A Activity: Analyze Analysis Template
competencybased job
description
Section5. Selecting | 30minutes | 26i35 | A Recruitment and A Selection Action
Turnaround Leaders selectionprocess Checklist
Selection Action A BEI Script
~ Checklist A Achievement and
A ACtiVity: Interview Role Impact & Influence
Play Rubrics
Section 6Closing and | 10minutes | 36i40 | A Wrap-Up: Closing
Next Steps Thoughtsand
Commitments
Script

Thissection is a sliddy-slide script that provides guidance to facilitators as they present the
content and learning activiti@scluded inthe work session based on this module. Reviewing the
entire guide prior to facilitating the work session is highgoramended.

Center on Great Teachers and Leaders

Center on School Turnaround at WestEd

Public Impact Recruiting and Selecting Turnaround Leaders
University of Virginia Partnership for LeadersHiducation Facilitadtdor 0s



Recruiting and SelectingTurnaround Leaders
Work Session

Section ® Welcome and Introductions (5 minutes)
On the following pagesheleft column provides information for the facilitator for each slide
during the presentation:

A The words in italics that followiFacilitation Noteod provide details for guiding the
discussion.

A The words in quotation marks that folldExplaino are to be spoken aloud by the
facilitator during the work session.

Facilitation Note: Officially welcomete participants.
Introduce yourself and fellow facilitators. Discuss your
relevant background experiences to build participant
confidence in your skills as facilitators.

Recruit, Select, and Support:
Turnaround Leader

Competencies

Part 2: Recruiting and Selecting
Turnaround Leaders

S PusLic Impact

=
Slide 1

Centes o
GREAT TEACHERS & LEADERS  {jyisearr

Facilitation Note: Let participants know that the first
section will beintroductions and a review of the agenda
and outcomes for the work session. After we learn mor,
about each other and where we are headed with this w
we will then begin discussing recruiting and selecting
turnaround leaders.

Welcome and Introductions

Slide 2

Center on Great Teachers and Leaders

Center on School Turnaround at WestEd

Public Impact Recruiting and Selecting Turnaround Leaders

University of Virginia Partnership for LeadersHiducation Facilitadtbor 6s Gui



Explain: fi L e ind aut who is in the room. We will whij
around and have each of you introduce yourselves witl
your hame, your role, and your thougtitsa single word
or phraseabout what it takes e a school turnaround
leadero

Facilitation Note: Summarize the thesa that you hear
about what it takes to be a school turnaround
leader*Note: If you have a large group of participants,
have them make introductions at tables instead of to th
whole group.

Your name
Your role

What does it take to be a school
turnaround leader?

Slide 3

Section D Overview, Outcomes, and Agenda (10 minutes)

Explain-iNow we wi |l | r etveBesswn f{
for today. o

Overview, Outcomes, and Agenda

Slide 4

Explain: fiThis session is Part 2 intlareepart
professional learning moduén using turnaround leader
competenciedt was developed in response to
practiti oncenceninghg folosirtgi on s
A What competencies are important for teachers and
principals working in turnaround schools?

A How do competenchased approaches inform
turnaround prinipal selection and development?
Today, we will focus omisingcompetencies farecruiing

andselecthgturnaround leaders.

Professional Learning Module

Recruit, Select, and Support. Turnaround Leader
Competencies

Part 1: Understanding Turnaround Leader Competencies
Part 2: Recruiting and Selecting Turnaround Leaders
Part 3: Developing and Supporting Turnaround Leaders

Slide 5

Center on Great Teachers and Leaders

Center on School Turnaround at WestEd

Public Impact

University of Virginia Partnership for LeadersHiducation

Recruiting and Selecting Turnaround Leaders
Facilitadt6or 6s
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Explain: i The mat e rworledessionfwere t |
developed collaboratively tihe Center on Great Tdaars
and Leaderat theAmerican Institutes foResearchthe
Center on School Turnarouatl WestEd Public Impact,
and the University of Virginia Darden/Curry Raership
for Leaders in Education. Albur organizations are
dedicated to promoting positive outnes for
underperforming schools and collectivélgve deep
expertise in school turnarousicgreat teaching, and scho
leadership.

The GTL Center is a federally funded technical assista
center created to support stid initiatives to grow,
respect, and retain great teachand leaders for all
learners. This professional learning modar& others can
be found on the GTL Center and Center on School

Turnaround websites. 0

THE CRNTERON
Center on y: :

GREAT TEACHERS & LEADERS

SCHOOL
TURNAROUND

) Partnership for
PUBL[C IMPACT Un 5,-‘., il Leaders |r|1pEducanon

— RN

Slide6

Explain: fiTo recagkey messages from Part 1,
Understanding Turnaround Leader Competengcies
addressed the following

A Acknowledged the unique challengedeasdding school
turnaround

A Identifiedleader competencies and actions associatj
with turnaround success

A Exploredthe importance of competencies in turnarol

leader selection and development

Analyzed school leader behaviors to identify eviden

of competencies.

If you have not yet takePart 1,you might find it helpful

to spend time orienting to turnaround leader competen

and action®

>~

Part 1: Understanding Turnaround Leader Competencies

Acknowledged the unique challenges of leading schoal
furnaround.

|dentified leader competencies and actions associated with
turnaround success.

Explored the importance of competencies in turnaround
leader selection and development.

Analyzed school leader behaviors fo identify evidence of
competencies.

]
Slide 7

Explain: fiThe objectivesfot 0 d a y 6 sReaudtings i
and Selecting 0rnaround Leadersare as dllows -

Participants will:

A Understand the importance of competencies in
recruiing andselectngturnaround leaders

A Explore waydo recruit leaders with competencies to

turn aroundoersistently lowperforming schools

Experiencea competencpased interview and

selection process for turnaround leaders.

>\

Part 2- Recruiting and Selecting Turnaround Leaders

Understand the importance of competencies in recruiting
and selecting turnaround leaders.

Explore ways to recruit leaders with competencies to turn
around persistently low-performing schools

Experience a competency-based interview and selection
process for turnaround leaders.

Slide 8

Center on Great Teachers and Leaders

Center on School Turnaround at WestEd

Public Impact

University of Virginia Partnership for LeadersHiducation

Recruiting and Selecting Turnaround Leaders

Facilitadt7or 6s
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Facilitation Note: Review agenda

Part 2: Recruiting and Selecting Turnaround Leaders
Overview, outcomes, and agenda
Turnaround leader talent management
Competency-based recruitment of turnaround leaders
Competency-based selection of turnaround leaders
Closing and next steps

Slide 9

ExplainnA To get wus started t
your tables to complete thisetaplorical thinking activity.
Assign aecorcertorecordy our gr oupo©6s
statemenbn chart paper. #sign a reprter to share your
statement with thevhole group. Extra points will be
awarded for creativity!o
Facilitation Note: Provide paricipants withthree to five
minutes to complete the activipdthen use the
remaining time for shareuts. Post statements on the wg
and thank therfor their participation.Note: If you have a
large group, you may ask for a few groups to share
instead of every group sharing.

Varm Up: Metaphorical Thinking

Turnaround leaders are like
because

Slide 10

Section 3 Talent Management System (45 minutes)

Facilitation Note: Transition to the first topicthetalent
managemensystem.

Explaini:fiLet 6 s get st ar tommktereyn
basedalent management systems

Competency-Based
Talent Management

Slide 11

Center on Great Teachers and Leaders

Center on School Turnaround at WestEd

Public Impact

University of Virginia Partnership for LeadersHiducation

Recruiting and Selecting Turnaround Leaders

Facilitadt8r oés Gui



Facilitation Note: Refer participants to the Talent
Development Framework handout.

Explain: fiThis handout shows an overview of B&L
Cented Falent Development Framework suggests that
states have a role to play in(1) attracting people to the
field of education(2) preparing educators based on higl
standards for preparation and licensaired (3)
developing, supporting, and retaining higiality
educatorsThe focus of this module is thethird area of
the frameworkhow to develop, support, and it
effective turnaround school leadérs.

Slide 12
Facilitation Note: Readthe quotealoud and see if it
resonates with the audience.
Explain: fidTypical school district practices are not
designed to recruit and select talent for challenging “Typical school district practices are
schoolsjncluding the bold leaders needed for turnarour not designed to recruit and select
schoolshHow many of you would agree with this talent for challenging schools,

including the bold leaders needed for

statement®
turnaround schools.”

Facilitation Note: Allow a few of those who have raised
their hands to explain why.

Slide 13

Explain: fiStudies on turnarounds indicate: 1) ttregre
are specific competencies that are necessary to be
successful in leading turnaround efforts, 2) that these | . —— ——
competencies can be used to attract and select leader{ = oo s=amoe hsace”

- Monitering &

turnaround schools, and 3) that these competencies cg " orsivens/

Holding Peopl
lolding People Influencing

developed and refined oveme.  Aocauriatle ol IR

Initiative & Persistence
= Planning Ahead

- Team Leadership /
Engaging the Team

= Developing Cthers

- Self-Confidence /

The enclosed Turnaround Leader Competencies hand
includes a list of competencies that are identified by bg Stent Loaming
+ Belief in Learning

Public Impact and UVA Darden/Curry Partnership for Potena
Leaders in Education.

Research is underway, by UVA, Public Impastd
others, to vatlate and refine the turnaround leader
competencies and actions associated with successful
school turnaround efforts.

Problem

= Analytical Thinking

~ Conceptual
Thinking

Slide 14

Original sources can be found in the references at the
of this modul e. o

Facilitation Note: Refer participants to the Turnaround
LeaderCompetencies handout.

Center on Great Teachers and Leaders

Center on School Turnaround at WestEd

Public Impact Recruiting and Selecting Turnaround Leaders

University of Virginia Partnership for LeadersHiducation Facilitadt9%rods Gui



Explan-iHow can state and di
systems for recruiting and selecting turnaround leaders
Talent management efforts should look to move away

from relying primarily on years of experience and degr Years of e{ﬁgg{ﬁgg;ﬂpde;gggg;ﬂcigdegrees are not
and Shlft the fOCUS to Competer-lbysed prOCESeS. Years Competencies—habits of behavior and underlying

of experience and degrees are not accurate predictors motivations—can be used to distinguish among
. performance outcomes.
performance. Competencies, on the other hand, can b

Using competencies to select turnaround leaders could
us e d t o d i st in g u i S h b et w, increase the likelihood that turnaround efforts succeed.

Stinar & Hamdl 2011)

]
Slide 15

Explain: iCompetencieare the underlying pattern of
thoughts and aains thainfluence observable behaviprs
knowledge and skills Competencies lead actions that
lead to outcomedhis is why we recommend that distric
usecompetencybased recruitment and selection proces -«/"{t;;‘;";i“““‘
to identify leaders for turnaround schodls.

Knowledge and sills
Practices

Recurring pactcrns of thought and actica
Example: Achicvement Drive

.....

Slide 16

Explain: fiThe first step in developing a stroagstem for
recruiting and retaining turnaround leadisrto identify
the strengths and areas
principal hiring process. What elements of the process
does your district currently do well? What aspects can
your district improve on? To find out, take tRgncipal Principal Hiring Scorecard
Hiring Scaecardsurvey.Note that this tool was modified e 2t
for the purpose of this module, to include references to
turnaround principal competencies.

Facilitation Note: Ensure that all participants have a
copy of the scorecard to complete. Allot approximately
five minutes for participants to answer the 13 question:
and then score themselves. Then ask participants to
discuss what they founad taking the survey.

Center on Great Teachers and Leaders

Center on School Turnaround at WestEd

Public Impact Recruiting and Selecting Turnaround Leaders

University of Virginia Partnership for LeadersHiducation Facilitadl®r 6s Gui



Explain: fiTake a minute to thinkndthen share with a
partner your responses to the following questions
1. Where do competencies fit in your current leader

selection process? gl il

Where do competencies fit in your current leader selection

2. How could your current leader selection process b process?
L H How could your current leader selection process be
mOdIerd to InCIUde turnarouhleader modified to include turnaround leader competencies?

competenciesy?
Facilitation Note: Provide participants with five minutes
to thinkpair-share. Then ask one or two volunteers to
sharetheir responses witthe group.

Slide 18

Section 6 Recruiting Turnaround Leaders (20 minutes)

Explain: fiNow thatwe havehad a chance to review the
current selection processes in place and understand hi
competencybased processes could be an improvement
| et 6 s striateg@kforecruiting turnaround leadeos

Recruiting Turnaround
Leaders

Slide 19

Explain: iWe havealked abouthe importance of

competencies in recruitment and selection,, Weiny

local education agencieasil struggle to find talent. Why

is that?Studies have found several obstacles in the Ashortage of igh-quality principal candidates
recruitment and selection ofgi-quality turnaround RS —

Ie_adersPIease take a minu_te to review this; likentalk N'Otsz‘ec;;g“me“bgsmai” s o the lmited s00l
with a partnelabout some thlng%/OU haveseen done or Limitedinvestments in recruiting and selecting candidates
ideas that you have overcome thesabstacle® e ocesees
Facilitation Note: Allow the participants a few minutes Admnistative neficencies feaing i a oss of applcants
discuss and threasksomevolunteers tshare a few ideas Lack of clearvisionand supportforlsadsrs

Jot down some notes on the ideas shared to tie them i st T 2 zn s

h lide, wh licable. i
the next slide, where applicable Slide 20

Center on Great Teachers and Leaders

Center on School Turnaround at WestEd

Public Impact Recruiting and Selecting Turnaround Leaders
University of Virginia Partnership for LeadersHiducation Facilitadtldr 6s Gui



Explain: fiThank you for sharing some of your ideas

overcoming obstacles Let 6s now | ook

ideas on how to improvile recruitment and selection

process for turnaround leaders. Make the job more appealing—and manageable.

. . . Pay great leaders what they are worth.

A Make the job more appealing and manageable. Take an active approach to recruitment,
Give principals the power to lead, inCluding authorit Evaluate candidates against the competencies and skills
f k t ff d . . t- d that research shows successful principals demonstrate

B or ey Sta Ing ecisions, Opera 10NS, and resource Design the p\ac_ement process tq match particular schools’

A Pay great Ieaders What they are Worth. needs with particular candidates’ strengths.

Continually evaluate hiring efforts.

Compensation must be commensurate with the
demands, responsibilities, and risks of the job.

Principals should earn considerably more than othe S
school staff with less responsibility and be duly Slide 21

compensated for producing success.

A Take an active approach taecruitment. Develop
criteriafor identifying promising principal candidateg
both inside and outside the distriahd actively seek
out those individuals. Woo them when necessary. 4
the same time, identify and prepare internal candid
systematicall$ and earld and eliminate barriers thg
might discourage highotential candidates.

A Evaluate candidates against the competencies and
skills that research shows successful principals
demonstrate.Then create rubrics for judging
candidates against thosempetencies and train rater
to use the rubrics effectively.

A Design the placement process to match particular
school s6 needs with par
strengthssAssess school sé pr
needs and develop criteria by which to assess a
candi dateds fitness to

A Continually evaluate hiring efforts. Collect and
analyze all relevant data; then develop metrics by
which to assess each stage of the process, particul
in relationship to the school results tfatow.o

Explain: fiNow thatwe havereviewed some strategies tq
improvetherecruitment and selection of higluality

turnaround school | e steppsinr
the process Itselﬂ'he flrst Step IsecrUItmenIThls |S an:;rdl\l\i:;?:m- The district engages in intensive efforts to attract a large
K . . X pool of prospective principal candidates from both internal
whenadistrict engages in intensive effortsatiract a and extemal sources.
|arge and d|Versp00| Of prospectlve pr|nc|pa| Cand|da’[e Initial Eligibility Screen. The district makes a preliminary assessment
as to each candidate's basic eligibility.
from both internal sources (e.grincipals,assistant aimes selectore aganst o sbiesive s of chiais (niemews mnd
H H filAg H . performance tasks)
prlnCIpaIs and teaCher Ieadmth”] thedIStrICt) and School Fit Panel Interviews. From interviews, a diverse group of
1 i I 1 school representatives makes a recommendation as to the candidate’s
external sources (e.g., prinelp of schools in neighboring schoo epesentives mok fion 25 lot .
dIStI’ICtS md gl’aduates cﬁChOOI Ieadershlp program) Hiring. The district superintendent or an appropriate designee formally

approves the hire

NTE. 2005

=]
Slide 2

Center on Great Teachers and Leaders

Center on School Turnaround at WestEd

Public Impact Recruiting and Selecting Turnaround Leaders
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Explain: fiBuilding a strong pool of turnaround principal
candidatsrequires: defining what you are looking for in
leader, developing and executing a réarg strategy, and

building a pipelineofhigip ot ent i al fut | Define a Profile of a HighQuality Candidate
- . . . Develop and Execute a Recruiting Strategy
Facilitation Note: Review slide. Projectneed

Prepare recruiters

Establish an identity

Aftract andidentify candidates

Determine those with the highest patential

Cultivate and convert high-potential candidates into applicants

3. Build a Pipeline of New Rising Talent

Slide 3
Explain: fiHow can youake your recruihg strategy up
another notch®ake it competencipasedWhat does that
look like?
A Articulate themission, vision, and goals fuliculate the mission, vision, and goals
L, . A Identify autonomy, support, and other appealing conditions
A Identlfy autonomysuppor,tand other appeallng Compensate for additional demands and responsibilities
Conditions Develop criteria for identifying candidates with turnaround
, . o leader competencies
A Compensate for additional demands and responSIbllﬂ Solicit recommendations and target outreach to external
< . . . - . . candidates
A Develop criteria fOf Identlfymg Candldates Wlth Identify and cultivate high-potential internal candidates
turnaround leader CompetenCieS Eliminate barriers that might discourage potential talent
A Solicit recommendations and targetreach to external ot
candidates ]
A Identify and cultivate higipotential internal candidates Slide 24

A Eliminate barriers that might discourage potential tale

Facilitation Note: Ensure that all participants have a
copy of the job description as welk a handout to
complete the job description analystdso, refer
participants to the Turnaround Leader Competencies Analyze job announcement and description

Why would a turnaround leader want this job?
handOUt asa reference' What are turnaround leader competencies articulated in

ExplainiiThe objective of thi 1his job descfipfion?
competencies are delineated in a turnaround ledaler jo '
description and how a job description may be used to reg
candidates with the competencies needed to succeed in
turnaround settings. Oftenjab description also serves as i
job amouncementt sometimes has to stand itgiown as a
marketing and @ uiting deviceln light of what you have
just learned about the importance of using competencies
the recruitment process, please take a few minutes to ree
job description and then complete a brief analysis, answe
two questiongrom the handouprovided:

1. Why would a turnaround leader want this job?
2. What are turnaround leader competenaigulated
in this job descriptio?d
Facilitation Note: Pleaseprovide participants with
approximately 10 minutes to complete this work. Then
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somevolunteers to provide responses to the two questiw‘

Section ® Selecting Turnaround Leaders 80 minutes)

Explain: fiThank you for your thoughtful responses and
ideas.We will now move orto talking aboutselecting
turnaround leaders

Selecting Turnaround Leaders

Slide 26

Facilitation Note: Refer participants to the Selection
Action Checklist handout as a reference.

Explain:Ai The sel ect seceral steps.ccach |
step should be standardized to ensure equitability acro
candidates and enable candidatmparisons. Each step
alsoshould haveompetencybasedscoring criteria to
ensirethat selection is equitable and transpar&he
interview committee should be briefed on both the
selection process and criteria amtkally, have had a
norming opportunityto ensure that their ratings are
consistentThe recommended steps in the selection
process aras follows

A After recruitment, the next step is typically timtial
eligibility screen whereinthe district makes a
preliminary assessmentastoeachndi dat e
eligibility for the principal positionAn online or
written application is most often used during this ste
most organizations now use an online system that
allows for quick screening for minimum qualification;

A An additional step mayebadded to the specific
turnaround leader position, such as a writing sample
anessayguestion, whictwill allow the candidate pool
to be quickly narrowed down.

A For positions that have a large number of applicantg
who successfully medihe minimum qualfications and
complete the writing sample or essay question, a sh
phone screen can besedto further reduce the size of
the talent poobecausén-person interviews are time
consuming and labor intensive and should be
conducted foonly strong and higly qualified
candidates.

Recruitment. The district engages in intensive efforts to attract a large
and diverse pool of prospective principal candidates from both internal
and external sources.

Initial Eligibility Screen. The district makes a preliminary assessment
as to each candidate’s basic eligibility.

District Competency Screening. The candidate is evaluated by
trained selectors against an objective set of criteria (interviews and
performance tasks).

School Fit Panel Interviews. From interviews, a diverse group of
school representatives makes a recommendation as to the candidate’s
potential fit with their school.

Hiring. The district superintendent or an appropriate designee formally
approves the hire.

NTE, 200

|
Slide 27

Center on Great Teachers and Leaders

Center on School Turnaround at WestEd

Public Impact

University of Virginia Partnership for LeadersHiducation

Recruiting and Selecting Turnaround Leaders
t adtldr 6 s

Facilii




The inperson intervieveomponentsften include a
behavior event intervieand performance tasks

It is strongly recommended that turnaround school
leader candidates be selected through a behavior e
interview that identifiegurnaround leader
competencies édent in past behaviors

Performance tasks are frequently used to observe
candidateSproblemsolving and communication skills

Performance tasks can include activities such as
completing an analysis of data, reviewaesson or
lesson planand providing feedback and coaching.
These performance tasks or assessments of
instructional leadership skills complement competer
screening and provide for richer selection than behg
event interviews alone.

Matching candidi@s with schools is sometimes a ste
in the selection process that may be done by a pane
schooland districtrepresentatives or through a
community forum.

Thelaststep in the selection process incluthes
district superintendent or an appropridesgnee
formally selecting and hiring a candidate

Ideally, a final step irthe process would ke
systematically evaluate and improve the process for
future selectior®

Explain: filn this activity, youwill role-play two very
brief interviewexperiencesa traditional interview and a
behavior event interview. Find two people you know thj
least and form a triad. @merson will be the turnaround
principal candidate, one will be the interviewand one
will be the observer/note taketo will record the

c a nd i respdnge doslater analysis. You will have

threemi

nutes to respond to

Facilitation Note: At the end of three minutesskthe
participantsto remain in their triads and move ¢m
describe the BEI

Form friads:

Candidate

Interviewer

Note taker
Interview question: What is
the most important thing a
school leader can do to
increase student achievement?

v
A%
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Facilitation Note: Review slide on why a BEI is better
than a traditional interview.

Why is a behawvioral event interview (BEI) better than a
traditional interview?
Competencies are key predictors of how someone will
perform at work.
Two leaders with the same training and number of years of
experience may have very different performance outcomes.
BEls ask candidates to describe detailed actions and
thinking in past work events.

Knowing actions that candidates have taken inthe pastisa
strong predictor of actions they will take in the future.

Slide 29

Facilitation Note: Refer participants to the BEI Script
handout.Review the overview of the BEI process. Poini
out that we will not be completing a fulkerviewand that
this is not a complete training on how to conduct a.BEI
Encourage participants tootus orthe headling examine
two to threehighlights andsystematicallyvalk through
what theydid, said, and thought at the time and how
others respoded.

BEI Process:
Ask the candidate to recall a recent past event when he or
she felt successful or dealt with specific situations.
Ask for a brief summary of what led up to each situation
and the critical milestones or headlines in the story.

Ask the candidate to systematically walk through the story,
recounting exactly what he or she did, said, thought, and
felt and how others responded.

Interrupt to prabe for detail and stay focused on the
candidate’s actions, not on the actions of a team.

il Imemz, 209
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Explain: fiNext, youwill role-play an abbreviated
behavioral event intervieexperience. In your same triag
with the same roles, respond to the new interview
guestion. Intervieweremember to interrupt if the
candi dat e s asyaway fromal@scribiniis on|
herown actions, thoughts, and feelings from the event.
Notetakeyr ecor d t he candi dat €
analysis. You will havéhreeminutes to respond to one
interview question. o
Facilitation Note: At the end of threminutes ask people
to remain in their triads and describe the competencies
that you will ask them to use to evaluate these two

responses

BEI triad

* Candidate
Interviewer
Note taker

Interview question: Think

about a time when you felt
very successful or proud of
something you accomplished at work and tell me the story.
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Explain: fiFor the purpose of this activity, we have chog
two critical competeniesfor turnaround leads:

A Achievement

A Impact and influence

Use theachievemenand impact and influenaeibrics
from the School Turnaround Leaders: Selection Toudki
scorethe two responses in your triad. Observe where y
do not have enough data to come up with a sgore.
Facilitation Note: Give teamshree to fiveminutes to
score responses and then debrief with the whole groug
what theyhave noticedbout the two interview formats.

Two critical competencies for turnaround leaders:

Achievement / Focus on Results

Impact and Influence

Debrief: What do you notice about the two interview
formats?

Sez amsouteh Szl ST

]
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Facilitation Note: Review slide contenRefer back to
Selection ActiorChecklist handout.

Placement should add tao the overall hiring process by

providing all schools with the best possible match given their

unique needs and the strengths of individual candidates.
Assess School Needs. Work with each school community
to determine its challenges and strengths to identify the type
of leader most likely to succeed at the school.
Develop Criteria to Assess a Candidate’s Fit With the
School. Create a rubric or similar tool to objectively
compare how well different candidates fit with a particular
school based on the school’s needs assessment and
choose the best match.

Doy & Locke, T4

"
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Section @ Closing and Next Steps (10 minutes)

Facilitation Note: Wrap up this session with closing ang
next steps.

Closing and Next Steps
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Facilitation Note: Gatherclosingthought® ask the
wholegroup or tablegroupsfor one word orphrase to
summarize the dayt may reflect content or emotion
Explain: fiwhat action will you commit to taking as a
result of your learning todag?

Summarize the learning.

Commit to action.

Slide 35

Explain: filf you are interested in learning more about
using turnaround leader competenciedereloping and
supporting turnaround leaders, consider participating ir
Part 3 of this professional learning modale.

Professional Learning Module

Recruit, Select, and Support. Turnaround Leader
Competencies

Part 1: Understanding Turnaround Leader Competencies
Part 2: Recruiting and Selecting Turnaround Leaders
Part 3: Developing and Supporting Turnaround Leaders
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Explain: fiReferences used in the development of this
module are included hete.

Center on Great Teachers and Leaders. (2014). Talen! development framework for 21st
century educators: Moving toward state policy ali and coherence. W\ , D
Author. Retrieved from hitp. enter.orgitalent

Cheney, G., Davis, J., Garrett, K., & Holleran, J. (2010). A new approach to principal
preparation: innovative programs share their practices and lessons leamed. Rainwater
Leadership Aliance. Retrieved from

hitp: oach org/docs/a new approach pdf

Clifford, M. (2012). Hiring quality school leaders: Challenges and emerging practices.
‘Washington, DC: American Institutes for Research. Retrieved from

htp:/ivwwwair org/resourcedhiring-guality-schooklead nd-emerging-
practices

Doyle, D., & Locke, G. (2014). Lacking leaders: The chaliengesof principal recruiment,
selection, and placement. Washington, DC: Fordham Institute. Retrieved from
http:lipublicimpact comlacking-leaders/

Kowal, J., & Hassel, E. A (2011). importing leaders for school turnarounds: Lessons and
opportunities. Charlottesville: University of Virginia's Darden/Curry Partnership for Leaders
in Education. Retrieved from

http/ivewwdarden virginia. eduw/uploadedFiles/Darden Veb/Content/Faculty Research/iRes
earch Centers and Initiatives/Darden Curry PLE/School Turnaroundfimporting-leaders-
for-schoolturnarounds PDF
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Facilitation Note: Referencesontinued
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Explan:-iFor more i nformatio
organizations that developed the content of this modul
and for related turnaround resources, please visit their
websites. o

For more information on the Partner Organizations:

Center on Great Teachers and Leaders
http:/iwww.gtlcenter.org/

Center on School Turnaround
http-/icenteronschoolturnaround.org/

Public Impact
http:fipublicimpact com/

Darden/Curry Partnership for Leaders in Education
http-/iwww darden virginia edu/darden-curry-ple/
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Explain: fiThank you for your attention and participatior
in this professional learning module osing turnaround
leader competencids recruiting andselectingurnaround
leaders. Our contact information is included in your
presentation handout. Please feel feeedntact us if you
have any additional questions.

Centes o
GREAT TEACHERS & LEADERS |
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