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THEORY TO PRACTICE EXAM
School Culture Essay
	After reviewing parent surveys, I would distribute teacher and student surveys to analyze any overlap in results. Since graphical representations are a recommended method of conveying relevant data that may otherwise be difficult for the audience to grasp, I would organize the results in graph format for presentation to the school board (Kitsantas et al, 2023). Employing a graph format would facilitate a quick evaluation of survey findings and help identify areas with the lowest approval ratings. The graphical representation of survey results would also clearly illustrate resolutions that parents, students, and staff have strongly suggested for administrative consideration. 
	I would then advocate for a significant role for our district community outreach coordinator in engaging students’ families at my school. With the support of the Parent-Teacher Association, we could coordinate a series of community events, including seasonal festivals, school nights at local restaurants, and informational sessions addressing the concerns raised in the survey results. These events would not only foster a sense of community but also provide a platform for school board members to interact with the community, thereby strengthening the school's relationship with its stakeholders.
	I would gather and present research on local museums, parks, and upcoming or annual cultural events in the community that students could attend at low or no cost. I would ask board members to consider approving more educational field trips if funding allows enough money to pay for bus drivers. Participation in these activities and correlating them to educational standards would offer a refreshing change for both teachers and students, reinvigorating the school culture and climate.
Equitable Access Essay
	As I prepare my presentation for the budget committee, I focus on the long-term consequences for the district’s students if we do not invest in their technological needs today. While traditional teaching methods hold value, technology is the way of both the present and the future. If our students are not exposed to technology and educated on its proper usage, they will be at a disadvantage when entering college and the workforce. Higher-level careers requiring advanced education, such as surgeons and engineers, utilize technology daily, as do skilled trades in today’s workforce (Hartman et al., 2019). Our district teachers are also expected to incorporate technology into their instruction and stay current with new trends in educational technology. Why shouldn’t the district have similar expectations for our students to gain up-to-date technology skills and competence and be taught digital awareness when navigating the internet?
	If our district fails to establish equitable access to technology now, we would hinder our students’ future, especially those already facing disadvantages due to factors such as poverty, disability status, and underrepresentation in specific career fields. These students and their families confront battles for equality, lacking access to resources that more affluent areas can readily obtain. These are circumstances beyond the students’ control. If the school division can provide additional or updated technological resources along with even minimal training in their proper use, it could help alleviate some of the broader concerns regarding equity in access to advanced technology and its use in the future (Levinson et al., 2022).
Professional Norms Essay
Personal faith and counsel with God are central to ethical professional leadership. Educational professionals should pray for God’s wisdom and guidance before speaking or acting in making ethical professional decisions. “But seek first his kingdom and his righteousness, and all these things will be given to you as well” (New International Bible, 1978/2011, Matthew 6:33). When God’s guidance is integrated into one’s professional integrity, the principles outlined in the Model Code of Ethics for Educators (MCEE) should come naturally. The first MCEE principle states that professional educators understand “that trust in the profession depends upon a level of professional responsibility that may be higher than the minimal standard of policy and law” (National Association of State Directors of Teacher Education and Certification, 2023). God’s word and commandments are superior to standard policy and law; they represent eternal law. By modeling spiritual faith and trust in God, I would embody the MCEE professional norms and encourage staff to enhance their work values. Work values are a subset of human values, and research shows that they relate to staff development and employee workplace achievement, which in turn impacts student achievement. Thus, it can be hypothesized that increased work values would lead to higher student achievement (Ede et al., 2021).
The first principle of the MCEEs continues, “This responsibility entails holding oneself and other educators to the same ethical standards” (NASDTEC, 2023). I would cultivate these norms among other school personnel through my integrity and morals. I would further my content and leadership knowledge as I continue my professional learning. This would enable me to share current and relevant information with personnel and encourage them to embrace continual learning, just as we often urge our students to be lifelong learners. 
Effective leadership is achieved through example, not dictation (Baumann, 2017). Staff would cultivate ethical professional norms by observing administrators and colleagues treating students, staff, and community members with dignity and respect. Inclusion, cultural awareness, and digital responsibility would be essential and non-negotiable aspects of the school culture. When staff members exhibit weak ethical practices, I would address them directly and respectfully as a professional mentor, ensuring that I do not belittle the individual. I would explain the observed behaviors and offer suggestions for strengthening ethical professional performance (NASDTEC, 2023). 
Legal and Ethical Decision-Making Essay
	A personal experience I can share about a school leader failing to follow ethical decision-making guidelines involves an experienced building administrator contracted by my school district to work with a school improvement team. This administrator became frustrated with what they perceived as a lack of progress, verbally lashed out at the team members, and left the meeting. Meanwhile, the building principal had been called away to address a disciplinary issue when the verbal assault occurred. Upon returning, the building administrator found everyone speechless and shocked by what had just unfolded. The team included educators with varying years of experience, from newer teachers to those nearing retirement, and it was fair to say that none had ever been spoken to in such a manner by an administrator—let alone a contracted improvement specialist.
	When the team explained the incident to the building administrator upon their return to the meeting, the reaction was disbelief. Ironically and coincidentally, the next day, a teacher not on the improvement team but who had not heard about the incident was visiting a hospitalized family member in intensive care. Simultaneously, the improvement specialist was visiting at the same hospital and in the adjacent ICU cubicle. The teacher overheard the two discussing work-related matters, and it was clear that one of them was an educator. The improvement specialist mentioned the name of the school they were working with, and to the teacher’s astonishment, it was the same school where they were employed. The familiar names being mentioned were those of the teacher’s coworkers, and the improvement specialist was criticizing the staff's competency and expressing that the district was possibly the worst they had encountered since becoming a school improvement specialist.
	Appalled, the teacher reported what they had overheard to the building principal the following day. Upon hearing this, the building administrator was stunned but believed the teacher after the team explained what had transpired in the previous improvement meeting, which they had initially dismissed as exaggerated. The news weighed heavily on the building administrator, who then called the team together to apologize for their earlier departure. However, an apology may not have been necessary.
	The building administrator met with the improvement specialist one-on-one at the next opportunity. They discussed the reports made by the improvement team and the teacher. The administrator expressed dissatisfaction with how events had unfolded and informed the team that the improvement specialist was mortified about being overheard discussing the school negatively in the hospital. The specialist acknowledged their wrongdoing in both circumstances and apologized to the team at their next meeting.
	Ultimately, there were no significant consequences for the improvement specialist, aside from the embarrassment of being overheard by a staff member from the very school they criticized. The specialist did state they would be more mindful of their words moving forward and admitted to having a challenging week, feeling frustrated, but did not genuinely believe the staff and district were as bad as expressed in their moment of frustration. Regarding the building principal, I believe they managed the situation well after receiving the teacher's report. Although the incident was initially downplayed due to their professional respect for the improvement specialist, they addressed the specialist's comments after receiving a second negative report. If I were in the same position, I would have contacted the improvement specialist after the team shared what occurred. Such a conversation might have prevented the comments overheard by the teacher, potentially making the specialist more aware of their language earlier and sparing them the embarrassment of what they thought was a private conversation. Regardless, the building administrator’s decision to advocate for their staff prompted the improvement specialist to reflect on their personal and professional ethics, ultimately leading to a change.
[bookmark: _Hlk182055154]Culturally Responsive Instruction Case Study
After my assistant principal and I conducted classroom walkthroughs at our school, it became clear that our classroom leaders were not implementing culturally responsive instructional strategies to the extent necessary to meet the needs of our student population during student learning. While the content of most lessons aligned with curriculum standards and the concepts covered on assessments had been taught in class as outlined in lesson plans, the culturally aware, student-focused element was absent in several of our classroom walkthroughs. As an administrative team, the assistant principal and I shared our observations with the faculty, as we regularly do. We discussed the positives, areas for improvement, and successes since our last staff meeting and detailed the aspects needing attention that we had noticed. As building administrators, we were transparent in sharing that, prior to the staff meeting, we conducted research confirming that over the last five years, our student demographic has shifted significantly. Much of our student population consists of minorities, and this fact must be considered when developing meaningful lessons.
During discussions with the staff, some mentioned that they did not realize their lessons lacked cultural sensitivity. Other instructors stated that while they had heard the terms cultural awareness and cultural sensitivity, they did not feel adequately trained to create culturally responsive learning activities. We recognized that we had not held professional development sessions focused on culturally responsive instruction in about as many years as it had been since there was a significant shift in our community’s cultural makeup. Improvement was needed at all levels.
Although teachers currently lacked the knowledge necessary to address this concern, most were open to suggestions and eager to learn strategies that would benefit our students and our school. It was agreed that each department would meet to brainstorm ideas for modifying current lesson plans to incorporate culturally relevant elements and identify specific training needs related to cultural responsiveness. During this time, administrators would meet with our Parent-Teacher Association liaisons to explore ways to collaborate with staff to enhance cultural awareness in the school. We would all reconvene in two days for a brief brainstorming session to compile and streamline related department needs and identify the top three concerns or areas of interest for implementing a culturally responsive pedagogy in our teaching practices.  
We assured teachers that upcoming professional development sessions would include information on lesson development and contemporary practices for delivering culturally responsive lessons. The staff development would be designed to aid classroom leaders in enhancing the learning experience of our diverse student body using strategies to increase cultural responsiveness. We would also host a series of focus groups to boost family involvement and community outreach, starting by working more closely with the Parent-Teacher Association. Additionally, it was shared that the Standards Assessment Inventory would be completed after the professional development sessions to evaluate the effectiveness of the series (Hirsh & Learning Forward, 2007/2024).
Administrators encouraged teachers to explore online resources to find ideas for modifying lessons for the upcoming week. A few reliable websites were provided, along with literature from prodigygame.com (Guido, 2021), detailing ways to incorporate culturally responsive instructional techniques into lessons without reinventing the wheel. Teachers were reminded not to lower their expectations for student learning but to maintain high standards while fostering relationships built on trust, transparency, and an interest in cultural differences, being mindful not to cause offense when learning about students and their families. Informational materials were distributed to teachers, outlining culturally responsive instructional practices, such as increasing parent contacts for student accomplishments, which could help reduce disciplinary disruptions and improve school-family-community relations; recognizing students’ birthdays (verbally or with a birthday note or card, based on student preference and comfort level), which could strengthen professional teacher-student relationships; and encouraging students to write about their culture or respond to a Quizlet.com survey with questions exploring their values and interests, which could help build stronger teacher-student bonds, making students feel more at ease discussing their interests with teachers who want to learn more about them. 
Teachers were challenged to acknowledge and celebrate diversity by including significant contributions made to their subject area by both historical and current figures, deliberately selecting contributors who reflect their students’ cultural backgrounds and heritage. To engage students and increase their cultural awareness, teachers were challenged to use online random selector tools, such as randomlists.com or wheelofnames.com, to have the class select a new person or country each week to research and share an interesting content-related fact. This could be an individual or group activity. The office staff would support teacher efforts by incorporating cultural diversity facts into our weekly staff trivia questions. Staff would log two positive parent contacts each week in the existing electronic parent contact log and document culturally responsive practices in their lesson plans. The integration of daily practices would be specifically assessed during upcoming classroom walkthroughs.
The importance of professional growth in being culturally responsive was also highlighted for the staff. It was recognized that integrating cultural awareness and sensitivity into instructional practices is an additional expectation for teachers. Should support be needed during this instructional transition, we would be available to listen to any teacher concerns. However, in the grand scheme of things, this was a minor change that could significantly impact our students and staff. Research indicates that culturally diverse students face a higher risk of being mistakenly identified as needing special education services, facing disciplinary actions, dropping out of school, and achieving low scores on assessments. Conversely, they are less likely to be included in honors or advanced study classes and programs. All these factors affect the morale of our school and staff. With professional development opportunities and a focus on cultural awareness in the classroom, teachers would enhance their cultural understanding, which would, in turn, boost their self-efficacy. As self-efficacy improves, staff benefits would encompass stronger professional relationships between teachers and students, as well as teachers and parents, along with increased confidence in other professional areas, such as technology integration and cross-curricular content inclusion (Cruz et al., 2019).
Practicing and Cultivating Ethical Behavior Case Study
An ethical professional climate must be restored at Grafton Middle School following the mid-year dismissal of the building principal, who violated several professional ethical standards. This task is my responsibility, as I have been informed of my immediate transfer from Huntington Elementary School, where I served as principal for 15 years. I cherish the staff, students, and families I have come to know over the years as an elementary school principal, and I am saddened to inform them that I will no longer be working with them. I first drafted a professional yet heartfelt letter to the Huntington staff announcing my upcoming transfer to Grafton, personally signing each one. I also composed correspondence to inform families about the administrative changes soon to occur at Huntington. I anticipate there will be questions when this news is received. However, I indicate in both letters that I cannot comment on district staffing decisions and that any pressing concerns should be directed to the superintendent.  
My subsequent letters are intended for the staff and families of Grafton Middle School. The letter to staff members maintains a professional tone and includes a summary of values that I hold in high regard, such as the duty to promote the safety and well-being of all students and the commitment to the profession of education, where I hold myself and my staff accountable for personal integrity and adherence to the Model Code of Ethics for Educators and state standards (National Association of State Directors of Teacher Education and Certification, 2023). I believe it is important to communicate these expectations not only because the reasons for the dismissal of the former principal are widely known within the building and community, but also because these expectations have guided my leadership for the past 15 years and will continue to be upheld in my new position. I concluded by expressing my eagerness to get to know each staff member and to grow together as a work family at Grafton. I plan to share the date, time, and location of my first staff meeting, where I will have the opportunity to personally address the staff regarding the mid-year administrative changes. Additionally, I will provide a Google Forms link inviting staff to sign up to bring a dish for a Grafton potluck lunch at the end of the month, which an office administrative assistant mentioned is something the staff at Grafton enjoys. 
At the faculty meeting, I plan to gauge the staff’s opinion on establishing a school social committee to organize quarterly events that celebrate our Grafton work family as we approach the final semester of the school year. There will be no agenda for office or classroom business during these celebratory gatherings. Attendance would be optional, but these events would provide an opportunity for camaraderie among colleagues and relaxation off school grounds (such as an afterschool or weekend fun run/walk for fitness enthusiasts, a relaxing meal out, or a movie night, for example). This initiative fostered staff cohesion at Huntington, and I am hopeful it will have the same effect for the Grafton staff. Understandably, not everyone will be able to attend. However, if even two or three participate, God’s presence will be felt, the family will grow stronger, and the restoration of trust will begin with these joyful gatherings among staff. Matthew 18:19-20 reads, “Again, truly I tell you that if two of you on earth agree about anything they ask for, it will be done for them by my Father in heaven. For where two or three gather in my name, there am I with them” (New International Bible, 1978/2011).
The letter to the Grafton families is warm and informative, introducing myself, providing my professional background, and expressing my excitement to connect with each of them. I decided to host a hot chocolate social, inviting families to attend Grafton’s first home basketball game since the season will commence when I start working at the school. This event would allow parents to meet their new principal and support the team simultaneously, while also giving me a chance to get to know the student-athletes, coaches, and any staff or parents who attend. I reached out to the managers at two local big box stores, with whom I have collaborated on past events, and they agreed to donate hot chocolate and cups to ensure the social would not have any financial impact on the school. I approach the event with realistic expectations, understanding that simply having the opportunity to sip hot chocolate with their child’s new principal may not be enough to entice all parents to attend. However, it is a start toward building relationships with my new school family.
Throughout my first year, I plan to be visible to staff and students in the building and at school events, modeling ethical behavior and encouraging open communication about building concerns. I will exhibit transparency in decision-making and seek staff input when appropriate. I will encourage students to show integrity, be honest, and consider their words and actions before making choices, so they are more likely to make wise decisions. I will ask teachers to help develop a student council for the upcoming year by recommending student leaders who possess a positive attitude and display characteristics such as effective communication skills, initiative, motivation to achieve goals, self-discipline, accountability for their actions, integrity, and confidence in decision-making.
The goal of gathering these recommendations is twofold. I will meet with the student council once it is established to maintain open lines of communication with students and consider their suggestions. This process also aims to raise staff awareness of ethical character traits by having them recognize students who display these qualities. Hopefully, this will help adults in the building re-examine their own words, thoughts, and actions through self-reflection. Ultimately, bringing attention to these positive character traits will encourage staff to model these behaviors for the benefit of students and for self-improvement.
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