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A preferred vision for administering elementary schools : a reflective essay

Abstract

Educational administration is an extremely complex profession, which offers many opportunities and
challenges. | am intrigued at the complexity of issues that administrators are faced with on a daily basis.
The most complete field of study could not possibly prepare a person for every situation that will arise.
School leaders of today have an awesome responsibility. Leadership is a key component of being an
effective administrator. Leadership is a difficult concept to define and there are many definitions.
Leadership is the ability to take someone where they could not and would not go alone.
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must clearly and effectively communicate with the public on matters such as
student expectations and achievement through parent meetings and board
presentations. This information should be communicated by preparing reports,
keeping them simple, explaining them clearly, relating results to the school
improvement plan, and sharing the responsibilities with others. (Bartusek, p.11)

I will make it my priority to keep people involved, make them aware of
things as they arise, and continually communicate my vision with them. I will
seek and dispense information throughout the school in order to keep all members
of the learning community abreast of our progress and changes. I believe in
shared decision making and will strive to make decisions that are in the best
interest of the entire learning community. “Delegating decision making power to
those closest to the point of implementation will result in better decisions, more
support for school initiatives, and increased student performance” (Brost, 2000, p.
58). I plan to involve subgroups and committees in gathering information and
making decisions, however, I also understand that as the leader there are certain
decisions that I will have to make independently. Implementing this type of
decision making structure will ensure that students, staff, and parents have a voice
in our school. Proactively confronting problems as they arise, gathering
information from a variety of sources, and seeking “win win” situations will
demonstrate to others that I value their input and have their best interest, as well

as, the best interest of the entire school in mind while making decisions. The more
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ownership that students, staff, and parents feel in their school, the more pride they
will take in making their school great.
Instructional Leadership

Instructional leadership is yet another role that the building principal must
successfully fulfill. The principal must promote a clear vision for the school. In
addition, the instructional leader must establish a climate for, and create an
atmosphere that encourages excellent teaching and successful learning. I take
great pride in being the instructional leader for students and staff, because a
principal who fails in this area, essentially fails the function of the school. In
addition to promoting the vision, the role of instructional leader involves: hiring
quality teachers, serving as a mentor to staff, implementing and maintaining
effective teacher observation and professional development procedures, and
maintaining the knowledge of effective teaching. It is obvious that the role of
instructional leader is a huge time commitment and must be a priority in my daily
schedule.

It is imperative that I create and communicate my vision of effective
teaching. Through this effort, teachers will see that their efforts towards quality
instruction are valued and that I care about the educational progress of all
students. I will meet regularly with teachers individually and in small groups
focusing on the impact teacher performance has on student achievement. Through

frequent classroom visits I will gain a better understanding for each teacher and
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their teaching style. It is my hope that by focusing on quality instruction and
working closely with staff members, I will establish myself as an instructional
leader.

The building principal must hire quality teachers, in order to continue to
develop a climate that supports quality instruction. I must surround children with
creative, highly motivated professionals who are willing to go above and beyond
the call of duty in order to benefit their students. I will implement a quality hiring
process by involving members of the current staff, however, I do understand that
it is ultimately my responsibility to ensure that quality teachers are hired. I realize
that as a new principal, I will not be able to hire all new staff members. One of the
biggest challenges I will face is how I communicate my vision of educational
leadership to the existing staff members. I look forward to working with and
learning from this diverse group of experienced staff members and building a
professional relationship with them. I hope to create a positive culture based on
quality teaching and student learning.

Success for all students must be the primary focus of any school. The most
logical path to student success would include success for all teachers. “Teachers
and students benefit when principals function as learning leaders rather than
instructional leaders” (DuFour, 2002, p. 14). The commitment to the success of all
teachers begins with a strong emphasis on the success of new teachers. I will

implement new teacher training and mentoring programs that partner beginning



12

teachers with veteran staff members. This type of relationship will be a rewarding
experience, which provides professional growth for both the mentor and the
mentee. I believe that a strong mentor program sets the foundation for teamwork,
encouraging collegial relationships among staff members. This type of
collaborative environment will be extended to all teachers as part of study groups,
building committees, and other professional growth opportunities. Continued
efforts towards ensuring quality instruction and building a collaborative working
environment will have a direct impact on the success of all students.

Professional development of staff members is something I believe very
strongly in. This professional growth must be a collaborative effort on behalf of
both teacher and administrator and if well implemented can be a rewarding
experience for both parties. Professional development requires an on-going, long-
term commitment from both principal and teacher. The first phase of this process
will involve a pre-observation or goal setting conference, followed by classroom
observations. As stated earlier, I believe it is extremely important to be visible as
the building leader. I will conduct both formal and informal observations
throughout the process. I will give the teacher proper notice when conducting a
formal observation. In addition, when conducting formal observations I will seek
a copy of the teacher’s lesson plans prior to the lesson. I also feel it is necessary to
conduct informal observations as well. I am not out to get the teacher, I just want

to be able to drop in and visit classrooms. When teachers know the principal is
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doing an observation, they will try to be at their best and that is understandable.
However, I want to have the ability to stop in unannounced and see what happens
on a normal day in the classroom. Through multiple observations I will gain a
better understanding of each teacher’s individual strengths and weaknesses.
Teachers will then receive specific feedback regarding their classroom
performance. This feedback must be timely, honest, and based upon specific
observations. Finally, we will work collaboratively to develop a plan to improve
instruction and impact student progress. In order for a truly cohesive and
collaborative environment to exist, teachers must view this process as an
opportunity for growth. “Schools need principal leadership as much as ever. But
only those who understand that the essence of their job is promoting student and
teacher learning will be able to provide that leadership” (DuFour, 2002, p. 15).
Visionary Leadership

Visionary leadership is perhaps the most difficult phase of leadership.
While the other phases are fairly concrete, being a visionary leader is quite
subjective. A visionary leader must have the ability to think outside the box and
challenge the day to day thinking of an organization. We have all heard the
expression: that if it ain’t broke, don’t fix it. Well a visionary leader must be a
change agent and think if it ain’t broke, break it. This type of leadership requires
an awareness of the past, an understanding of the present, and a clear picture of

the future. “Vision is the essence of what the school communicates in a holistic
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way through words, actions, and written material about what the school stands for
and hopes for in the future” (Speck, 1999, p. 37).
It is a process of engaging constituents in conversations about their lives, about
their hopes and dreams. Remember that leadership is a dialogue, not a
monologue. Leadership isn’t about imposing the leader’s solo dream; it’s about
developing a shared sense of destiny. It’s about enrolling others so that they
can see how their own interests and aspirations are aligned with the vision and
can thereby become mobilized to commit their individual energies to its
realization. A vision is inclusive of the constituents’ aspirations; it’s an ideal
and unique image of the future for the common good. (Speck, 1999, p. 37).
Before I can develop a vision for where we are going, I must first gain an
understanding of where we are now. “Principals play a pivotal role in schoolwide
programs by promoting vision and directing activities” McChesney, 2000, p. 15).
“To accomplish lasting reform, we need leaders who can create a fundamental
transformation in the learning cultures of schools and of the teaching profession
itself” (Fullan, 2002, p. 18). In order to develop a group vision, I will seek input
from students, staff, and parents within the learning community. I believe that
involving the community early in the process is very important. If I am going to
build a truly collaborative environment then I must involve students, staff, and
parents in developing the vision for our school. This will allow them to feel

ownership and take pride in the journey towards achieving our vision.
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Vision should guide action therefore the vision of an effective school
should guide everything we do. This would include our hiring practices,
evaluation procedures, curriculum, instruction, and assessment. The achievement
of this vision is a continuous process and one that requires a long-term
commitment of everyone involved. It is imperative that all members commit to
and continually review the expectations projected in the vision. This vision must
be clearly articulated, published, and visible to everyone that enters the school. It
is a constant reminder of where we are going as a school and what we hope to
accomplish. The vision must be monitored, evaluated, and continually refined to
meet the ever-changing needs of the learning community.

The building principal faces yet another challenge in shaping the
culture/climate of the school. The culture of a school includes the deeply
embedded beliefs and practices, which are a direct result of the shared vision.
School climate is the attitude shared by students, staff, and the entire population
of the school. The climate is more the ‘personality of the school’, which includes
the individual feelings about the school. The culture has a larger, longer lasting
influence than the climate does. “Transforming culture — changing what people in
the organization value and how they work together to accomplish it — leads to
deep, lasting change” (Fullan, 2002, p. 19).

I have stressed the importance of being a visible member of the learning

community. [ believe that I can have the biggest influence on the building climate
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by being “out there” and involved with students and staff. I will make it a priority
to be in the hallways and classrooms throughout the building. W«Lile out of the
office, I must be productive. I will develop a plan to ensure that I get to all parts
of the school on a regular basis. This visibility will allow me to demonstrate m}-
commitment to teaching and learning, as well as, further develop relationships
with students and staff. I can help to improve the climate of a building by being a
positive and active participant. In developing the building climate, it is my
ultimate goal to provide a safe and positive learning environment for all students.
Professional Growth

In order to be a productive and effective leader, I must continue to grow
both personally and professionally. That starts with striking a balance between
my personal and professional lives. To be a productive school leader, I must first
prioritize my personal life. That starts with putting first things first’, I will make
it my number one priority to spend quality time with my family. If I become an
effective time manager, I believe that I will be able to spend more quality time
with my wife and children. In order to have their full support I must make them
my main focus. In addition, I will schedule time for myself because I believe it is
important to stay fit both mentally and physically. I believe that the amount of
time I invest in scheduling time for myself and my family will in turn make me a

happier, more productive leader.
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I also believe that as the school leader I must demonstrate a commitment
to life-long learning. As a life-long learner I must continue to be actively involved
in the learning process. If I am going to expect staff members to commit to their
professional development, I must first model that commitment. I will try to
broaden my knowledge base through current literature and membership in
professional organizations. “The person who doesn’t read is no better of than the
person who can’t read” (Seven Habits, 1989, p.296). Another component of my
professional development will include taking time to reflect on my progress as a
school leader. Reflection is very important in growing as a leader. I hope to utilize

a trusted member of the staff or fellow administrator to help with this process.
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