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Recommendations for Transforming School Leadership in West Virginia 
 

There are no good schools in our country without a great principal. It isn’t just a cliché. It just doesn’t exist. 
                  Arne Duncan, U.S. Secretary of Education 
 
  
The Current Status of the Principalship 

 The need to improve school leadership in West Virginia is a long-standing concern. The 
Education Efficiency Audit of January 3, 2012 noted that West Virginia ranks high among the 
states on a per-pupil expenditure basis based on the percentage of per capita income, reflecting 
the state’s concern over the necessity for providing quality education. As the report stated, “West 
Virginia, unlike most similarly poor states, cannot be said to stint on education spending.” 
Education Efficiency Audit of West Virginia’s Primary and Secondary Education System (2012) Public Works 
LLC. Sadly, however, the audit goes on to say, “Unfortunately, this considerable commitment of 
funds has not equated to a high level of achievement. West Virginia students score below the 
national average on 21 of the 24 indicators of student performance as reported by the National 
Assessment of Educational Progress.”  

 There is, then, a deep and longstanding concern about the failings of our state’s system of 
education. Indeed, this concern was the impetus for the state to launch the above-cited Education 
Efficiency Audit of West Virginia’s Education System. Based on this Audit and its 
recommendations, and based on its own studies and knowledge of our state’s education system 
the West Virginia Board of Education (WVBE) is undertaking a number of bold steps to improve 
teacher quality, primarily in the areas of teacher preparation and professional development of 
practicing teachers.  

Recommendations for Transforming School Leadership 

 At its July18, 2013 meeting in Charleston the Imagine West Virginia board authorized an 
inquiry into the topic of school leadership, with the recognition that the school principal has a 
unique opportunity to affect quality teaching. The Executive Director’s report to the board 
following that meeting called for a new role and new standards for the position, high-quality 
training, and investigation of policies that impede or support reform of school leadership. Imagine 
West Virginia Education Study: A Report on the need to Improve Leadership in West Virginia Schools, 
September 2013. The thought was that these reforms are entirely complementary of the efforts of 
the WVBE to improve teacher quality. 

 Following this report the board commissioned a study from ICF International to 
investigate the best practices in school leadership. Transforming the School Principalship: A Framework 
of Promising Practices and Bold Actions  (December 2013) ICF International. This report proposed new 
professional expanded standards, a professional standards board, advanced specializations, paid 
internships for new principals, customized continuing education, and shared leadership as an 
opportunity to cultivate new leaders. A central theme of the ICF report is a shift in the role of 
principal from building manager to instructional leader or coach, someone who has a deep 
understanding of how students learn and how to encourage teachers to improve their 
performance and, accordingly, improve the academic outcome of their students. 
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 These concepts are not exactly new to West Virginia but mirror the work of two earlier 
West Virginia studies: 

 • The Master Plan for Improving Leadership in West Virginia Schools, West Virginia 
Collaborative for Leadership Development and Support (2009). 

 • West Virginia Educator Advancement Task Force Report (2008). 
 Based on these various studies, a national review of effective practices elsewhere, and 
suggestions developed by numerous authors on the subject of education, Imagine West Virginia  
now proposes five key recommendations for transforming school leadership in West Virginia: 

RECOMMENDATION 1: Redesign the role of the principal from building manager to 
instructional leader.  
Learning and student achievement improve in schools where the principal is an 
instructional leader. 
 M. Christine DeVita, President of The Wallace Foundation, put it best at a national 
conference in 2009: “A good principal is the single most important determinant of whether a 
school can attract and retain high-quality teachers. The principal is also uniquely positioned to 
ensure that excellent teaching spreads beyond isolated classrooms in his or her building. The 
bottom line is that investments in good principals are a particularly cost-effective way to improve 
teaching and learning.” DeVita, M.C., “Four Big Lessons from a Decade of Work,” Education Leadership: 
An Agenda for School Improvement, The Wallace Foundation’s National Conference (October 14, 2009). 
 Other studies mirror this belief: 

    “While there are many sources of leadership in schools, principals remain the central 
source.” Louis, K.S., Wahlstron, K.L., Leithwood, K., and Anderson, S. Learning from  
Leadership: Investigating the Links to Improved Student Learning (2010) Center for Applied 
Research and Educational Improvement: University of Minnesota; Ontario Institute for Studies 
in Education: University of Toronto 54. 

“Leadership not only matters: it is second only to teaching among school-related factors 
in its impact on student learning....” Leithwood, K.A., Louis, K.S., Anderson, S., & 
Wahlstrom, K. (2004) How Leadership Influences Student Learning. Center for Applied Research 
and Educational Improvement: University of Minnesota; Ontario Institute for Studies in 
Education: University of Toronto 3. 

“The difference between a good principal and a mediocre one is nearly as big as that 
between great and poor teachers; and a principal’s effect is on hundreds of students, 
instead of a few dozen. Principals are profoundly important. They matter a lot.” 
Shyamalan, M. Night (2013) I got Schooled. New York, Simon & Schuster 116. 

“There is compelling evidence that the best predictor of improved learning is a highly 
qualified teacher in the classroom . . . However, as important as effective teachers are 
to their students, school improvement is dependent on school leadership. Principals 
can nurture or stifle good teaching.” Education Leadership Reform, a document drafted by 
Donna Peduto, Director of Operations for the West Virginia School Board and Sharon Harsh of 
the Appalachian Regional Comprehensive Center. 
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West Virginia must establish and implement clear requirements and expectations 
regarding the principal’s role as instructional leader. 
 Previous state superintendents promoted the concept of the principal as an instructional 
leader; however, in spite of professional development and task force efforts the role of the 
principal was not converted nor did the focus on instructional leadership become embedded into 
practice 
 Sadly, however, studies have revealed that principals spend as little as one-third of their 
time each day on instructional matters, bogged down by lunch menus, bus schedules and other 
“administrivia.” Turnbull, B.J., Haslam, M.B., Arcaira, E.R., Riley D.L., Sincleir, B., & Coleman, S., 
Evaluation of the School Administration Manager Project  (2009) The Wallace Foundation.  Another study 
suggests even less time spent on instructional leadership. “After a century of giving lip service to 
the idea that principals should be primarily responsible for instruction, it remains the activity that 
sucks up the fewest number of hours of every administrator. After all the testing and interviews 
and meetings, a typical urban principal spends less than 20 percent of the workday on 
instruction. On the other hand, the principals in the top systems around the world surveyed by 
McKinsey and Company spend 80 percent of the school day on improving instruction, most of it 
in the place instruction occurs: the classroom.” [Emphasis in original.] Shyamalan, M. Night 2013. I 
got Schooled. New York, Simon & Schuster 121, citing Elmore, R.F. 2000 Building a New Structure for School 
Leadership. Washington, D.C.: Albert Shanker Institute.  
 Based on the above, it is clear that the primary responsibility of a principal should 
be the quality of teaching in his or her school. Indeed, the Louis study was quite precise 
on this issue:   

“In order for principals to devote more time and attention to the improvement of 
instruction, their jobs will need to be substantially redesigned. In many schools 
this will require the creation of other support roles with responsibility for 
managing the important tasks only indirectly related to instruction. The gap 
between how principals spend their time and what they are being encouraged to 
do has persisted for at least a half century. By now it should be obvious that 
structural changes in the work of school leaders are a pre-condition for the 
emergence of this significant change: cajoling, demanding, advocating, 
explaining, and wishful thinking—typical strategies used to date—just will not do 
it. Differentiated administrative staffing—with different administrators assigned 
to managerial and academic roles—is one example of changes that merit 
exploration.” Louis, et al. (2010) 103.   

 While the principal may retain final responsibility for all operational aspects of the 
school, the principal should be able to delegate to an assistant principal or to some other 
designated individual or group of individuals all non-instructional tasks. The assistant principal 
or team should meet regularly with the principal to help him or her schedule more instructional 
leadership time, reflect on whether changes in time allocations are affecting instruction as 
intended, and designate other school employees to take on non-instructional tasks that the 
principal need not handle.  
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 James V. Denova, Vice President of the Benedum Foundation said in the Fall 2013 issue 
of Views & Visions, a publication of the Law Firm of Bowles Rice LLP: 

More than ever, principals must shift their attention from building management to 
instructional leadership. Instructional leaders should be prepared to spend more 
time with their teachers and students, become better “diagnosticians” when it 
comes to identifying what teachers need, and be able to vet the range of 
professional development offerings and match them to their teachers’ unique 
needs . . . The shift from building manager to instructional leader cannot be 
accomplished by merely adding responsibilities to the principal. Educational 
systems need to look at new, shared leadership structures that engage master 
teachers, teacher teams, and new administrators who can relieve the principal of 
operational responsibilities. 

 W. Va. Code § 18A-2-9, “Duties and responsibilities of school principals; assistant 
principals” states that “the county board of education shall employ and assign, through written 
contract, public school principals who shall supervise the management and the operation of 
the school or schools to which they are assigned.”  That section goes on to state: “Under the 
supervision of the superintendent and in accordance with the rules and regulations of the county 
board of education, the principal shall assume administrative and instructional supervisory 
responsibility for the planning, management, operation and evaluation of the total educational 
program of the school or schools to which he is assigned.” (Emphasis added.) (Interestingly, 
Code § 18-1-1(g) specifically includes the principal in the definition of “teacher.”) 

 Arguably, then, the authority for the principal to serve as instructional leader with the 
assistant principal managing the non-instructional aspects of the school operation is already in 
place in the West Virginia Code and no action by the legislature would be necessary to make this 
change.  

 (It is true that our Supreme Court said, in Holmes v. Bd. of Educ. of Berkeley County, 206 
W.Va. 534, 538; 526 S.E.2d 310, 314 (1999): “W.Va. Code § 18A-2-9 is intended to restrict 
principals to the performance of administrative tasks, prohibiting them from assuming teaching 
tasks, during the regular school day.” However, a careful reading of that case makes it clear that 
the court was referring to the full-time assignment of a principal to the classroom.”) 
 That said, as the ICF International study recommended, W.Va. Code Chapters 18 and 
18A and any policy statements based thereon should be “studied to determine inconsistencies in 
responsibilities and expectations placed on school principals.” 

 Principals demonstrate effective instructional leadership practices when they: 
• Lead with a clear, high-profile focus on learning and teaching grounded in high 

expectations and goals; 
• Model learning for teachers and students; 

• Communicate high expectations for student achievement to teachers and stakeholders; 
• Challenge teachers to deeply reflect on, define and deliver the knowledge, skills and 

concepts essential for ensuring every student graduates from high school globally 
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competitive, ready for college and career, and prepared for a productive life in the 21st 
Century; 

• Monitor effectiveness of instructional programs at the student, group and programmatic 
level; and 

• Monitor the efficient use of funds for student learning that produce effective results. 
 Therefore, whatever standards are adopted for West Virginia’s principals must serve as: 

• a framework for understanding the many complex elements of a principal’s work to 
help them focus on the most important aspect of their job – teacher coaching; 

• a road map for the ongoing professional growth and effectiveness of the state’s 
principals from career entry (required training for new principals) through career exit; 
and 

• a basis for which support for new principals can be individualized based on 
demonstrated performance in particular standards and indicators. 

RECOMMENDATION 2: Redesign principal preparation programs in West Virginia’s 
institutions of higher education to align with the role of instructional leader and 
incorporate a strong clinical foundation.  
Transforming the school leadership will require the WVBE to adopt more stringent 
program approval criteria based on the new role and program elements of a rigorous 
clinical preparation program.  
 The ICF study reported: “Mid-continent Research for Education and Learning conducted 
a meta-analysis of 69 studies and found a direct correlation between the principal’s leadership 
behavior and student achievement. The study revealed that an improvement of one standard 
deviation in the leadership skills of an average principal yields a 10 percentile point increase in 
student achievement in an average school. Additionally, the study identified 21 leadership 
behaviors that contribute significantly to student achievement. The knowledge and skills 
identified in these studies should be incorporated into the professional standards for school 
principals.” 
 Further, the ICF study’s review of principal licensure in all fifty states found that “(1) 
licenses do not reflect a learning focus; (2) licensing requirements are unbalanced across states 
and misaligned with expectations for school leaders; and (3) licenses should form a foundation 
for school leadership development.” As a result, the study suggests “the state needs to implement 
a new licensure program that develops the knowledge and skills principals need to guide 
teaching, learning, and improved performance.” Earlier, the 2009 report commissioned by the 
WVBE, Recommendations for Improving Leadership in West Virginia Schools, specifically 
recommended the replacement of the current licensure examination, the Praxis, and an 
examination of the professional development needs of non-practicing holders of Principal 
Certificates. 
 The ICF study cites a number of programs of principal education throughout the country 
which the WVBE could study to develop a program of principal education and licensure for 
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West Virginia which would enable the principal to become the true educational leader of the 
school  

 According to the 2009 report West Virginia has five institutions with programs in school 
leadership: Salem International University, Marshall University, Concord University, West 
Virginia University, and American Public University. Of these, only CU, MU and WVU undergo 
accreditation with the National Council for Accreditation of Teacher Education (NCATE). The 
remaining two receive program accreditation through the state Department of Education. All 
West Virginia institutions offering school leadership programs should be accredited with 
NCATE.  
 The WVBE’s 2009 report recommended that the state offer full-year structured 
internships for candidates in school administration that require interns to commit to work in the 
state for a certain period of time after receiving the training. The internship recommendation was 
endorsed by the ICF study as well. Indeed, several of the best practices cited in the ICF report 
require residencies and coaching. Neither the current coursework intensive Master of 
EducationAdministration degree program nor other courses of professional development for 
principals available in West Virginia is capable of providing the training adequate to enable 
principals to fulfill the role of instructional leader. These programs should be replaced by a new 
practice-oriented program.  

 With regard to the assistant principal, Code § 18A-2-9 states: “Upon recommendation of 
the county superintendent of schools, the county board of education shall, when needed, employ 
and assign, through written contract, assistant principals who shall work under the direction of 
the school principal. Such assistant principals shall hold valid administrative certificates 
appropriate for their assignments.” 
 Moreover, Code § 18A-3-1(a), “Teacher preparation programs; program approval and 
standards; authority to issue teaching certificates,” states: “The education of professional 
educators in the state is under the general direction and control of the State Board . . . .” Thus, it 
seems clear that the WVBE can require universities, in order to maintain state accreditation as 
institutions authorized to grant masters degrees in school administration, to demonstrate within a 
reasonable time, that they can produce principals who are capable of becoming fully effective 
instructional leaders.  

 The WVBE will have to consider whether to create an independent Standards Board for 
School Administration (SBSA) that is not merely advisory but has full authority to establish and 
enforce standards. This board should require universities, in order to maintain state accreditation 
as institutions authorized to grant degrees related to principal education, to demonstrate within a 
reasonable time that they can produce principals who are capable of becoming fully effective 
instructional leaders. This should require accreditation with NCATE as well as compliance with 
the standards established by the SBSA. 
 Inasmuch as the Educator’s Professional Standards Board was created by the legislature 
in WV Code §§ 8A-3B-1-3, the establishment of an independent SBSA would also likely require 
legislation. The WVBA might consider whether the Educator’s Professional Standards Board 
created by the legislature could also serve as the independent SBSA. Certainly, the language of 
§§ 18A-3B-2 & 3 is broad enough to encompass the concept of a standards board for school 
administration. That said, however, Imagine West Virginia believes the whole idea of the 
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initiative we are engaged in to substantially change the role of school leadership is important 
enough that a separate independent Standards Board for School Administration would be 
preferable and justifiable. 
 Moreover, as Sharon Harsh has pointed out, “the Educator’s Professional Standards 
Board appears to have more advisory than governing authority. To create and implement a robust 
instructional role under the current system, the state would spend an inordinate amount of time in 
grievance hearings defending its actions,” grievances filed by principals who are threatened by 
the new role or feel that it would be inordinately burdensome to them. Ms. Harsh suggests any 
standards board for principals should be “an independent board with the single authority over 
training, continuing education and licensure.”  Email from Sharon Harsh to Jack Bowman, 3/20/14. 

  Since Code § 18A-3-1(a) places the education of professional educators in the state 
“under the general direction and control of the State Board,” no legislation should be necessary 
for the WVBE to redesign principal training programs, although an Independent Standards Board 
for School Administration would likely require legislation 

RECOMMENDATION 3: Establish WVBE, or an independent authority established by 
the Board, with the authority to screen and approve applicants to principal preparation 
programs.   
Transforming school administration should include a well-designed process for selecting 
and approving applicants. Applicants should be screened by a committee of the WVBE 
based on selective criteria established by the Board. Successful completion of an approved 
program, assessment of competencies, and licensure would follow a similar Board approval 
process.  
 Selective enrollment requirements and a rigorous approval process for principal 
candidates have been adopted by several best practice school systems cited in the ICF report. 
Also a performance-based assessment, centered on student achievement and leadership skills, 
was recommended as a requirement for licensure in the WVBE’s 2009 report. 

 The ICF report noted that too many university-based principal training programs accept 
nearly everyone who applies. The report recommends that training programs require input from 
the local school district and carefully review a candidate’s leadership competence or ability to 
work well with teachers.  

 West Virginia needs a practice-intensive, imbedded principal training program like, for 
example, Chicago’s intensive one-year program. There, among other things, admission into the 
program is based to some degree on where openings are likely to occur. The WVBE should 
focus on using the National Board Certification process to develop a statewide program for 
screening applicants for a principal-training program. The program could perhaps reimburse 
tuition based on the most talented individuals and the availability of openings. Like the Chicago 
program, there should be no reimbursement for getting a degree for which there is no opening 
but the program should be left open to teachers willing to pay their own way where there is no 
opening but they want to qualify anyway.  
 While discussion thus far has focused on principals, superintendent training should be 
part of the whole concept. Without having undergone principal/instructional leader training 
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themselves, superintendents would not be adequately equipped to select applicants for 
principalships.  

 As with the redesign of principal training programs, since Code § 18A-3-1(a) places the 
education of professional educators in the state “under the general direction and control of the 
State Board,” no legislation should be necessary for the WVBE to establish a screening program 
for applicants for principal training programs.  

RECOMMENDATION 4: Redesign the salary schedule for school administrators.  
Salary adjustment for successful completion of an approved principal preparation 
program should be conferred when the program participant assumes the position, not 
when he or she receives the credential.  
 At this time approximately 2,500 educators have earned masters degrees in Education 
Administration, which entitles them to a $2,500 annual salary adjustment. However, there are 
fewer than seven hundred principal positions in West Virginia. Clearly (and understandably) 
many West Virginia teachers seek administrative credentials for the salary increase without any 
intention of holding a principal position. (There is, in fact, reason to believe that one of the 
reasons so many teachers pursue a Masters in Education Administration instead of pursuing 
advanced degrees in their area of expertise is that it is simply easier to acquire a Masters in 
Education Administration [some such degrees are granted on line] than it is to secure an 
advanced degree in most specific fields of study.) As a result West Virginia is investing 
considerable resources in training and compensation for positions that do not exist. 

 The WVBE should eliminate the current policy of providing a pay increase to any teacher 
who obtains a Masters in Education Administration, at least unless and until that individual is 
employed in an administrative capacity. And the new “Masters in Education Administration,” by 
whatever title it is known, will have been earned under the redesigned principal preparation 
program centered around a rigorous clinical preparation course of study, for which the students 
have been carefully screened and selected.  (Those who currently have this degree will, of 
course, be “grandfathered in.”) The savings incurred by no longer automatically granting a pay 
increase to a holder of a Masters in Education Administration who is not in an administrative 
position can be applied to enhanced professional development for in-service principals. 
 At the same time teachers who earn advanced degrees in their fields of expertise should 
continue to receive the requisite pay increase. With no automatic pay increase coming from 
simply earning a Masters in Education Administration (unless the holder of the certificate holds 
an administrative position), teachers will be encouraged to pursue additional study in their fields 
of expertise in order to secure a pay increase and become better teachers.   

RECOMMENDATION 5: Adopt a career ladder for teachers; one that clearly articulates 
advance instructional roles and credentials, accompanying clinically-based graduate level 
training for each advanced credential, and corresponding salary adjustments for various 
clinical positions.  
One attractive possibility is the creation of the position of “master teacher” or “teacher 
leader,” where good teachers are trained and assigned the additional role of assisting other 
teachers. These teacher leaders would be paid extra for performing this role.  
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 This concept has a number of attractive attributes: 
• Teacher Leaders would not have any administrative duties and would not become 

school leaders in any sense except in the area of teaching; 
• The concept would permit the identifying of good teachers and helping them become 

mentors of teachers who need help; 
• The concept would permit the use of the best form of professional development, which 

is school-level collaboration by the best teachers with struggling teachers; 
• Creation of the Teacher Leader position would allow us to avoid taking the best 

teachers out of the classroom to become principals but would allow them to “keep 
one leg in the classroom” while also helping other teachers; and  

• The Teacher Leader position would permit good teachers who do not want to leave the 
classroom and become principals to obtain a salary boost while also keeping them 
with students. 

• The concept could help avoid the problem created by teachers who move into 
principalships because they are not good teachers and are fleeing the classroom. 

 West Virginia already has a teacher leader credential but not many teachers have pursued 
it, most likely because it has no real value in our current system, i.e., there is currently no salary 
increase provided for the position. (David Mohr, Senior Policy Analyst for the Education 
Committee of the House of Delegates, calls it a “self-selected credential with no money attached 
to it.”) These advanced credentials are recommended to the WVBE by the WV Department of 
Education. Once the credentials are approved by the WVBE the State Department of Education 
is permitted to issue the Advanced Credential to eligible applicants. West Virginia’s credentials 
are found in CSR 126-134, Minimum Requirements for Licensure, etc., State Board Policy 5202.  

  Section 24, Advanced Credentials, includes these credentials:    
  • 24.4.3. Mentor Teacher 

• 24.4.4. Master Mentor Teacher  
• 24.4.11. Teacher Leadership for Building School and Community Culture 
• 24.4.12. Teacher Leadership for Student Learning, and 
• 24.4.13. Teacher Leadership for Professional Learning. 

 The rule states that the Mentor Teacher and the Master Mentor Teacher serve as 
“member[s] of the professional support team defined in W. Va. Code §18A-3-2b, designed to 
support teachers new to the profession.” Nothing similar is said about the Teacher Leadership 
positions.  
 Other state policies refer to school leadership: 

 • Policy 5500.03, Qualities, Proficiencies & Leadership Skills for Principals. 
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• Policy 5899, Beginning Principal Internships. This policy establishes a Beginning 

Principal Internship for every person hired for the first time as an assistant principal, 

principal, or vocational administrator after July 1, 1995.  

• Principal 5800, Standards of Professional Practice for WV Superintendents, Principals 

and Teacher Leaders. Section 5 deals with principals and section 6 deals with teacher 

leaders. 

 Institutions of higher education in West Virginia have not developed graduate programs 
for these positions. If we are serious about “fleshing out” these roles the WVBE may want to 
develop programs designed specifically to align with these particular positions. Since the 
positions already exist in state rules, the WVBE should have the authority to establish the 
standards for these programs without the need for legislative action. 
 The University of Southern Maine, in Portland, offers a professional educator degree, 
featuring courses in advanced teaching practice and including both online and face-to-face 
components. A review of U.S. education schools by Education Week identified more than 60 
such programs. In 2012 the primarily distance-education-oriented University of Phoenix had 
more than 1,000 students in its teacher-leadership master’s program, which was launched in 
2008. 
 On March 3 of this year the Governor of Iowa, along with the state’s Lt. Governor and 
Department of Education Director, announced that thirty-nine Iowa school districts have been 
selected to launch teacher leadership systems under a statewide education reform plan approved 
last year by the Iowa Legislature. The announcement said having teachers take on leadership 
roles to improve instruction and raise student achievement is “the centerpiece of Iowa’s 
landmark 2013 education reform package.” The new system, the announcement continued, “will 
allow teachers to work in greater collaboration with colleagues and learn from each other instead 
of operating largely in isolation in their classrooms.” Iowa’s 19-member Commission on Teacher 
Leadership and Compensation selected the first thirty-nine school districts for implementation of 
the new plan. 
 The Iowa state code sets out the following positions, along with requirements to hold the 
positions and the salary adjustments:  

• Initial Teacher - minimum salary of $33,500. Must complete a year “residency” that 
includes intensive supervision by mentor or lead teachers, 5 additional contract days, 
and frequent observation and evaluation.  

• Career Teacher - has completed the initial teacher phase. 
• Model Teacher - meets requirements of career teacher, 5 additional contract days, 

$2,000 additional salary supplement. 
• Mentor Teacher - 75% teaching load, 15 additional contract days, $5,000 additional 

salary supplement. 
• Lead Teacher - 50% teaching load, 10 additional contract days, $10,000 additional 

salary supplement. Lead teachers take on a leadership role to mentor and provide 
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professional development, peer reviews, co-teaching/planning, and observation of 
other teachers. 

 If we want to develop a system where teacher leaders (whether designated as such or as 
“mentor teachers” or “master teachers”) are recognized to fulfill certain tasks at the classroom 
level and are compensated differently for doing it, a system of this sort deserves investigation. 
 The WVBE could establish special training and salary adjustments for these advanced 
teaching positions as an alternative incentive career ladder for teachers who want to advance 
their careers but not leave the classroom. And this program could be coupled with an alternative 
professional development program for teachers who truly want to become principals.  
 
 Imagine West Virginia wishes to acknowledge the invaluable assistance provided in developing this 
report by Jim Denova, Vice President of the Benedum Foundation, Sharon Harsh of the Appalachian 
Regional Comprehensive Center and Donna Peduto, Director of Operations of the West Virginia Board of 
Education. 

 

      

 


