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hŶƉƌĞĐĞĚĞŶƚĞĚ͘
��ǁŽƌĚ�/�ŚĂǀĞ�ƵƐĞĚ�ŵŽƌĞ�ĨƌĞƋƵĞŶƚůǇ�ŝŶ�ƚŚĞ�ƉĂƐƚ�Ɛŝǆ�ŵŽŶƚŚƐ�ƚŚĂŶ�/�ŚĂǀĞ�ŝŶ�ŵǇ�ĞŶƟƌĞ�ůŝĨĞ͘

EĞǀĞƌ�ďĞĨŽƌĞ�ŚĂƐ͘͘͘�ƚŚĞ�ĞŶƟƌĞ�hŶŝƚĞĚ�^ƚĂƚĞƐ�ƐĐŚŽŽů�ƐǇƐƚĞŵ�ďĞĞŶ�ƐŚƵƚ�ĚŽǁŶ�ďǇ�Ă�ŐůŽďĂů
ƉĂŶĚĞŵŝĐ͘
EĞǀĞƌ�ďĞĨŽƌĞ�ŚĂƐ͘͘͘�ŚŝŐŚ�ƐĐŚŽŽů�ŐƌĂĚƵĂƟŽŶ�ďĞĞŶ�ŚĞůĚ�ǀŝƌƚƵĂůůǇ�Žƌ�ŶŽƚ�Ăƚ�Ăůů͘
EĞǀĞƌ�ďĞĨŽƌĞ�ŚĂƐ͘͘͘�Ăůů�ŝŶƚĞƌǀŝĞǁŝŶŐ�ĂŶĚ�ŚŝƌŝŶŐ�ĨŽƌ�ƚŚĞ�ĐŽŵŝŶŐ�ƐĐŚŽŽů�ǇĞĂƌ�ďĞĞŶ�ĐŽŶĚƵĐƚĞĚ
ƌĞŵŽƚĞůǇ͘
EĞǀĞƌ�ďĞĨŽƌĞ�ŚĂƐ͘͘͘�ĐŽůůĞĐƟǀĞ�ďĂƌŐĂŝŶŝŶŐ�ďĞĞŶ�ŵĞĚŝĂƚĞĚ�ƌĞŵŽƚĞůǇ͘
EĞǀĞƌ�ďĞĨŽƌĞ�ŚĂƐ͘͘͘�ŽŶďŽĂƌĚŝŶŐ�ĂŶĚ�ŶĞǁ�ƚĞĂĐŚĞƌ�ŽƌŝĞŶƚĂƟŽŶ�ďĞĞŶ�ůĞĚ�ƌĞŵŽƚĞůǇ͘
EĞǀĞƌ�ďĞĨŽƌĞ�ŚĂƐ͘͘͘�ƚŚĞ�ŶĞǁ�ƐĐŚŽŽů�ǇĞĂƌ�ŽƉĞŶĞĚ�ƌĞŵŽƚĞůǇ͘
EĞǀĞƌ�ďĞĨŽƌĞ�ŚĂǀĞ͘͘͘�ŝŶƚĞƌƐĐŚŽůĂƐƟĐ�ƐƉŽƌƚƐ�ĂŶĚ�ĐůƵďƐ�ĞŝƚŚĞƌ�ďĞĞŶ�ĐĂŶĐĞůĞĚ�Žƌ�ŚĞůĚ�ƌĞŵŽƚĞůǇ͘
dŚŝƐ�ůŝƐƚ�ĐŽƵůĚ�ŐŽ�ŽŶ�ĂŶĚ�ŽŶ͘�EĞǀĞƌ�ďĞĨŽƌĞ�ŚĂƐ�ƚŚĞ�ŚƵŵĂŶ�ƌĞƐŽƵƌĐĞƐ�ƌŽůĞ�ďĞĞŶ�ŵŽƌĞ�ŝŵƉŽƌƚĂŶƚ
ŝŶ�Ă�ƐĐŚŽŽů�ĚŝƐƚƌŝĐƚ͘

tĞ�ĂƌĞ�ǁŽƌŬŝŶŐ�ǁŝƚŚ�ŽƵƌ�ĨĂĐƵůƚǇ�ĂŶĚ�ƐƚĂī�ƚŽ�ƉƌŽďůĞŵ�ƐŽůǀĞ�ŝƐƐƵĞƐ�ŽŶ�ƌĞƉŽƌƟŶŐ�ŝŶ�ƉĞƌƐŽŶ�Žƌ�ƌĞŵŽƚĞůǇ͘�tŚŝůĞ�ŵĂŶǇ�ĂƌĞ�
ǁŽƌŬŝŶŐ�ǁŚŝůĞ�ŚĂǀŝŶŐ�ƚŚĞŝƌ�ŽǁŶ�ĐŚŝůĚƌĞŶ�ŚŽŵĞ͕�ĐĂƌŝŶŐ�ĨŽƌ�ĞŵƉůŽǇĞĞƐ�ǁŚŽ�ŚĂǀĞ�ůŽƐƚ�ůŽǀĞĚ�ŽŶĞƐ�Žƌ�ĨƌŝĞŶĚƐ͕�ĐŽŵĨŽƌƟŶŐ�
ƚŚŽƐĞ�ǁŚŽ�ĂƌĞ�ĨƌŝŐŚƚĞŶĞĚ�ƚŽ�ƌĞƚƵƌŶ�ƚŽ�ǁŽƌŬ�ĚƵĞ�ƚŽ�ƚŚĞŝƌ�ŽǁŶ�ŚĞĂůƚŚ�ĐŽŶĚŝƟŽŶƐ�Žƌ�ůŝƐƚĞŶŝŶŐ�ƚŽ�ƚŚŽƐĞ�ǁŚŽ�ĂƌĞ�ũƵƐƚ�ƉůĂŝŶ�
ƚĞƌƌŝĮĞĚ�ƚŽ�ůĞĂǀĞ�ƚŚĞŝƌ�ŚŽŵĞ͕�ǁĞ�ŶĞĞĚ�ƚŽ�ƌĞƐƉŽŶĚ�ǁŝƚŚ�ĞŵƉĂƚŚǇ�ĂŶĚ�ĐůĂƌŝƚǇ͘

EŽǁ�ŵŽƌĞ�ƚŚĂŶ�ĞǀĞƌ͕ �ƚŚĞ�ŚƵŵĂŶ�ƌĞƐŽƵƌĐĞƐ�ĚĞƉĂƌƚŵĞŶƚƐ�ŵƵƐƚ�ƐƚĂǇ�ƵƉͲƚŽͲĚĂƚĞ�ǁŝƚŚ�ƚŚĞ�ůĂƚĞƐƚ�ůĂǁƐ͕�ƐƚƌĂƚĞŐŝĞƐ�ĂŶĚ�ďĞƐƚ�
ƉƌĂĐƟĐĞƐ�ŝŶ�ŽƵƌ�ĮĞůĚ͘�tĞ�ǁŝůů�ĐŽŶƟŶƵĞ�ƚŽ�ƐĐƌĂŵďůĞ�ƚŽ�ĮŶĚ�ĞŶŽƵŐŚ�ƚĞĂĐŚĞƌƐ͕�ƐƵƉƉŽƌƚ�ƐƚĂī͕�ĐƵƐƚŽĚŝĂŶƐ�ĂŶĚ�ƐƵďƐƟƚƵƚĞ�
ƚĞĂĐŚĞƌƐ�ƚŽ�ƐƵƉƉŽƌƚ�ƚŚĞ�ŶĞĞĚƐ�ŽĨ�ŽƵƌ�ƐƚƵĚĞŶƚƐ͘�tŝƚŚ�ĞǀĞƌ�ĐŚĂŶŐŝŶŐ�ƌƵůĞƐ�ĨƌŽŵ�ƚŚĞ�����ĂŶĚ�ƐƚĂƚĞ�ĚĞƉĂƌƚŵĞŶƚƐ�ŽĨ�ƉƵďůŝĐ�
ŚĞĂůƚŚ͕�ŶŽƚ�ŽŶůǇ�ĂƌĞ�ǁĞ�ƌĞǀŝƐŝŶŐ�ĂŶĚ�ƌĞǁŽƌŬŝŶŐ�ƉůĂŶƐ�ƐŽŵĞƟŵĞƐ�ŵƵůƟƉůĞ�ƟŵĞƐ�Ă�ĚĂǇ͕ �ǁĞ�ĂƌĞ�ŝŵƉůĞŵĞŶƟŶŐ
ŶĞǁ��Ks/�ϭϵ�ƌĞůĂƚĞĚ�ůĂǁƐ�ĂŶĚ�ůĞĂǀĞ͘�/Ĩ�ƚŚĂƚ�ǁĂƐŶ͛ƚ�ĞŶŽƵŐŚ�ǁĞ�ĂƌĞ�ŚĂǀŝŶŐ�ƚŽ�ƌĞƐƉŽŶĚ�ƚŽ�ĐŚĂŶŐĞƐ�ŝŶ�dŝƚůĞ�/y�ĂŶĚ�
ĞǀĂůƵĂƟŶŐ�ŽƵƌ�ƉƌĂĐƟĐĞƐ�ĂƌŽƵŶĚ�ĞƋƵŝƚǇ�ĂŶĚ�ĚŝǀĞƌƐŝƚǇ͘�

dŚŝƐ�ŝƐ�ǁŚǇ�ŵĞŵďĞƌƐŚŝƉ�ĂŶĚ�ƉĂƌƟĐŝƉĂƟŽŶ�ŝŶ���^W��ŝƐ�ƐŽ�ŝŵƉŽƌƚĂŶƚ͊
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The Stay Interview: 
Retaining Your Top Talent

!ree years ago, Principal Johnson took on the 
challenge of turning around a low-performing 
elementary school.  Each year, she strategically 
retained her strongest teachers and coached out the 
low-performing ones, creating vacancies that she "lled 
with fresh talent. Under her leadership, the faculty 
and student culture shi#ed to one that was more 
collaborative.  Last year, her school achieved high-
growth for the very "rst time.  Johnson’s faculty loved 
working together as a team—it felt like family! !en, 
one day, the phone rang.  !e superintendent informed 
Johnson that she was immediately being transferred to 
a low-performing middle school and that he needed her 
to duplicate the results she attained at the elementary 
school. Johnson resigned from the district that week.

Retaining top talent requires creating a highly 
engaged workforce that is motivated to remain 
working in your organization.  Employees who feel 
valued, have meaningful work and who understand 
the pathways to new opportunities are more likely 
to remain with their organization than they are to 
seek those assets elsewhere. So, how do you ensure 
that every team member is highly engaged?  Annual 
workforce satisfaction surveys can provide rich 
information, but the data is not useful 
on an individual level.  Exit 
interviews are enlightening, 
but they only occur because an 
employee has already le!.

!e Stay Interview
A strategic practice for 
engaging and retaining top 
talent is facilitating the Stay 
Interview.  But, most principals 
and managers have never even 

heard of the Stay Interview, let alone used one to 
increase the engagement and retention of their team 
members.  Talent leaders that regularly facilitate Stay 
Interviews use them as a tool for understanding:
• what team members love the most about their 

current role
• how to support team members in reaching their 

performance potential
• how to distribute leadership opportunities among 

team members
• team members’ future professional goals
• pain points that could lead to resignations 

If Principal Johnson’s superintendent understood that 
continuing to work with her current faculty was the 
aspect she loved the most about her job, he may have 
reconsidered a re-assignment.  If he had discussed 
with her the sacri"ces that she made, working 70 
hours a week for three years to turn around the 
low-performing school, he would have known that 
she had no interest in returning to a high-intensity 
workload at a new school.  Instead, he lost one of 
his highest performing principals to another school 
district.  #e Stay Interview could have helped him to 
engage and retain his top talent.

Stay Interviews di$er from exit interviews in that they 
are conducted during employment, 
when decisions to leave have not yet 
been made.  While the purpose of an 
exit interview is to understand why an 
employee le!, the purpose of a Stay 
Interview is to proactively prevent 
an employee from ever leaving.  #e 
interview can be a single, targeted 
conversation or a series of short and 

ongoing conversations that 

by Dr. Amy Holcombe, Interim Dean of the Stout School of Education; 
High Point University; High Point, NC

ϰ���W�Z^W��d/s�          

lead a supervisor to better understanding how to 
support, engage and retain key team members.  

How to Conduct Stay Interviews
#e "rst step in facilitating a Stay Interview is to invite 
your team member to have a conversation and thank 
them for taking the time to meet with you.  #e reason 
you are meeting with this employee is that they are 
top talent within your organization so make sure that 
they know it!  Identify a speci"c contribution that 
they are making or have made to the organization that 
you highly value.  Transition into the Stay Interview 
questions by explaining that you do not want to lose 
the value that they bring to your school/district/
organization and for that reason, you’d like to learn 
more about how to keep them as a member of your 
team.  Next, begin asking the Stay Interview questions:
Question 1:  What do you enjoy most about your 
current role?
Question 2:  Is there anything that I can do to better 
support you in your role?
Question 3:  What other opportunities would you like 
to have in this school/district/organization?
Question 4:  Is there anything that would ever make 
you consider leaving this organization?
Question 5:  Is there anything I haven’t asked about 
that you would like to share with me?
It is o!en the "!h question that is the most 
illuminating of them all.  Upon asking this question, 
I’ve learned about parents with cancer, impending 
divorces, struggles with depression, pregnancies, job 
searches of which I was not aware and even of the 
potential resignation of other team members.  In 
additional to gaining valuable insights, you have also 
demonstrated to your team member that they are a 
valued asset to the organization and that you are aware 
of their positive impact.  #is leaves the proverbial 
door open for continued open discussion about their 
engagement and retention.  

In closing the Stay Interview, you should
re-acknowledge the value the team member brings to 
the organization and assure them that everything you 
discussed will be kept in con"dence.  If action items 
were identi"ed, explain how you will follow-up and 
what to expect next.

Tips for Successful Stay Interviews
While facilitating Stay Interviews will have a 
signi"cantly positive impact on your organization’s 

culture, engagement and retention, there are a few tips 
that can make you an even more strategic talent leader.
• When planning to conduct Stay Interviews, start 

with your most valued team members "rst.  If you 
end up not having time to meet with everyone, you 
have at least met with those team members that are 
your top performers.

• One and done is not enough.  Continue to loop 
back to your top talent, asking for updates and 
conducting periodic check-ins.  Engaging your 
team members is an ongoing process and personal 
situations change frequently.  Always know your 
team members’ next steps.

• Be authentic.  Do not make promises that you 
cannot keep.  It is okay to say, “I appreciate that you 
would like a $20,000 raise, but I cannot make that 
happen.  Perhaps we could consider other, non-
monetary forms of compensation that would honor 
the value you bring to our school.”

• Manage up and schedule your own Stay Interview 
with your supervisor.  Just because they do not 
schedule a Stay Interview with you does not 
mean that you cannot share information that 
will aid them in supporting and promoting you 
professionally.

Stay Interviews are an investment of your time in the 
retention of your top talent.  While it might be di%cult 
at "rst to identify times in your schedule to facilitate 
these conversations, in the long run, you will save time 
by not having to conduct searches for new employees 
a!er losing your current talent. Most importantly, you 
will build a team of highly engaged employees that 
feel valued by you and will remain working on your 
team until you help to facilitate their promotion to a 
higher level role.  As they gain promotions within the 
organization, you will retain them as career-long fans 
of your talent leadership e$orts.

Amy Holcombe, Ph.D. is the 
Interim Dean of the Stout School of 
Education at High Point University 
and the author of the book, Strategic 
Talent Leadership for Educators- A 
Practical Toolkit. She has twenty-"ve 

of experience in public education, having served as 
a teacher, principal, Director of K-12 Curriculum 
and Executive Director of Talent Development.  Her 
research is focused on human capital management, 
alternative licensure and educator e$ectiveness.
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2004 USA Today newspaper article entitled, “!ousands of Black teachers lost jobs”, Greg Toppo highlighted the 
backlash aimed at Black teachers from white southerners who were not pleased about the Brown decision. “!e 
20 years following Brown v. Board of Education saw thousands of Black educators across the south lose their 
jobs, decimating the Black educator workforce and setting the stage for poor academic performance by Black 
students.”
 
Given the climate and treatment of Black Americans in the Jim Crow South in 1950s and 60s, it is not surprising 
that many highly quali"ed educators of color lost their jobs simply because of the color of their skin. !is is 
signi"cant because we have yet to recover from the mass exodus of Black educators. Consider that from 1975 to 
1985, the number of Black students majoring in education dropped by 66 percent. “!ose of us who would have 
been teachers stopped majoring in education” says Mildred Hudson, chief executive o#cer of Recruiting New 
Teachers. 

It is clear that it is not just students of color who bene"t, but all students bene"t from a culturally diverse 
educational experience that includes diverse educators. If we are serious about increasing the diversity in the 
educator workforce, we must be diligent in our e$orts to implement innovative strategies to recruit, support and 
retain educators of color. Boards of Education, central o#ce personnel and building administrators must commit 
to being intentional about strategic hiring and promoting.

As an industry, we must consider other alternatives to diversify the teaching workforce such as eliminating the 
need for certi"cation or at the very least examine the way we certify educators. Little evidence exists to support 
the correlation between the current certi"cation process and teacher e$ectiveness, i.e., student outcomes. 

At the same time, we see non-certi"ed sta$ members in buildings o%en most e$ectively engaging students and 

Anti-Racist Policies: The Key to 
Diversifying the Educator Workforce! 

According to the Connecticut State Department of Education, in 2019-2020, 90.4 percent of educators in 
Connecticut were identi"ed as white while the remaining eight percent included Black, Hispanic and Asian 
educators. !is number represents a one percent increase since the 2014-2015 school year. Furthermore, nearly 
one-quarter (44 of 201) of school districts in Connecticut employed no Black or Hispanic educators in the 
2015-2016 school year.  Despite the many e$orts put forth to address this issue, there remains a signi"cant ethnic 
and racial gap in the educator ranks in Connecticut. 

Research shows that it is important for students of color to have smart, intelligent and authoritative role models 
who look like them for various reasons. !e presence of an educator of color can positively impact the way a 
student of color views areas of education such as attendance, enrollment in higher-level courses, discipline, 
graduation and college enrollment. As referenced in Dr. Maxine Ursery’s dissertation, “American public schools 
need Black teachers because they advocate high expectations for Black students, have "rst-hand cultural 
knowledge and experiences similar to Black students, bring Afrocentric perspectives and pedagogical practices 
into the Eurocentric environment and serve as role models to Black students. !is is unequivocally true for 
Latino, Asian and other educators of color.”

Impact of Brown v. Board
We o%en lament the lack of educators of color, but rarely do we discuss the impetus for the conspicuous lack 
of diversity amongst our public-school educators. To understand how this calamity took place, one must look 
no further than the impacts of the 1954 ruling of Brown v. Board of Education in which the Supreme Court 
unanimously ruled that separating children in public schools on the basis of race was unconstitutional. 

As a result of Brown, a plan was put in place to integrate Black students, however, there was no plan to integrate 
the Black teachers. !is caused “the unintended consequence” of countless Black teachers losing their jobs. In a 

by Kevin Walton, Human Resource Specialist/MTR Recruiter; 
Area Cooperative Educational Services; North Haven, CT

ϲ���W�Z^W��d/s�                   ǁǁǁ͘ĂĂƐƉĂ͘ŽƌŐ  7



promoting student learning. !is prompts an analysis of our certi"cation process and a review of the connection 
between what correlates to student learning, how we assess for those traits and how we select future educators. 

Author Omri Ben-Shaharonly wrote, “the key to successful education is to attract good teachers.” Further, Mr. 
Ben-Shaharonly writes, “it is no surprise, then, that researchers "nd little di$erence between teachers with or 
without a certi"cate. Allowing genuine alternatives to certi"cation thus does not hurt the quality of learning. It 
also makes it easier to "nd more minority teachers, a goal many school districts still need to achieve.” 

Author Dr. Ibram Kendi writes in his book, “How to be an Antiracist”, “the only way to undo racism is to 
consistently identify and describe it and then dismantle it.” Now is the time to identify, review and change the 
racist policies, practices and barriers that have contributed to the ethnic and racial educator gap. By identifying 
racist policies and replacing them with anti-racist policies, we can conceivably come up with meaningful ways to 
ensure that the educators’ workforce is re&ective of the diverse student body in Connecticut.  Only then will all 
children receive the true culturally relevant educational experience that they deserve. 

Kevin E. Walton, Sr. is a Human Resources Specialist for Diversity, Equity & Inclusion and the 
Co-Chair of the Diversity Committee for the Area Cooperative Educational Services in North 
Haven, CT. Mr. Walton is also a member of the Connecticut State Department of Education MTR 
Policy Oversight Council and a Regional Representative for the American Association of School 
Personnel Administrators. You can contact Mr. Walton at kwalton@aces.org. 
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Completing How to be an Antiracist by Dr. Ibram X. Kendi during the COVID quarantine and the civil unrest 
taking place across America and other parts of the world gave me proper perspective during unstable and 
uncertain times. Dr. Kendi highlights how racist practices and policies lead to inequity and inequality for 
marginalized groups. 

Dr. Kendi powerfully and precisely highlights how racist policies of 
years past were designed to uphold the tenets of white supremacy 
which has led to continued white advantage as related to systems 
and institutions of today. In doing so, Dr. Kendi tasks the reader 
with looking introspectively to determine if our beliefs lean 
towards racist or anti-racist. Dr. Kendi also challenges us to re&ect 
on the notion that the only way to change racist policies is to 
develop and implement anti-racist policies. 

Practically speaking, How to be an Antiracist helped me to 
understand how the ethnic and racial divide in the educator 
workforce was a direct result of racist policies and practices. And 
while many districts across the country profess to want to diversify 
the educator workforce, the best chance of doing so will be to 
intentionally develop and practices that will help reverse that trend.

How to be an Antiracist completely changed the way I looked at 
how racism, as a construct and an ideology, has continued to 
impact systems and institutions. !is book challenged some of my 
personal beliefs and ideologies and forced me to re-evaluate how to 
strategically and e$ectively dismantle structural and institutional 
racism. If you are serious about providing a fair and equitable work 
environment, How to be an Antiracist is a must read.

How to be an Antiracist helped me to understand how the ethnic 
and racial divide in the educator workforce was a direct result of 
racist policies and practices

Book Review:
How to be an Anti-Racist
by Dr. Ibram Kendi
Reviewed by Kevin Walton
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Dr. Andrea Anthony began her 
secondary education career 26 years 
ago and is continuously recognized 
for her leadership and vision. She 
has served as a curriculum and 
instruction assistant principal, 
director of her district’s K-12 
summer schools, an executive 
principal for 12 years and her 

district’s coordinator of secondary education. She works 
in the fourth largest school district in TN with 46,000 
students and 5,300 employees. Dr. Anthony is involved 
with her local university’s EPP team, recruitment and 
job fair team, and the state’s retention team to recruit 
and retain e$ective CTE teachers. 

What exactly is HR’s role in the system’s return-to-
workplace debate? Is it to transition from bricks 
and mortar to clicks and supporter? Is it to advocate 
for health and safety while determining what the 
experience will be for our employees and students? 
!is is a human challenge and not just a challenge of 
operations. What is our new “normal” while ensuring 
that our employees feel safe? Finding these answers 
will require empathy, &exibility and a return to work 
playbook. Our role as Chief HR O#cers has now 
shi%ed to Crisis HR O#cers. It is a pivotal branding 
opportunity for systems to showcase values and actions 
to keep our essential employees. COVID-19 has 
changed the workplace ecosystem’s DNA forever.

HR leaders are on the front lines making life-changing 
choices on business continuity plans, layo$s, safety, 
engagement and compensation. !is juggling act is a 
challenge for all leaders and a major source of anxiety. 
Not knowing what is to come with the struggling 
economy and the upswing in COVID-19 cases causes 
a feeling of uncertainty. We, as HR leaders, must stay 
connected and supportive, authentic and sincere so 
we can remain visible through communication and 
engagement. Employees need coping strategies and 
increased support. Many of our district’s employees 
have taken advantage of the Employee Assistance 
Program that we have to receive 24/7 counseling 
and advice. We must strike a balance between being 
transparent and inciting fear. !rough our actions, we 
are building resilience.

We are learning from our stakeholders’ feedback. 
Whether it is a survey to help employees feel less fear 
about their underlying health conditions and ADA 

accommodations or a survey to help our parents feel 
more control in their students return to school, we 
must listen "rst. !erefore, systems must assimilate 
a taskforce to meet these challenges head-on. Being 
accessible and gaining input is paramount for a 
successful return to work playbook. HR leaders must 
model a growth mindset and help all stakeholders 
be open to learning new ways to work. As Crisis HR 
O#cers, we must move beyond crisis management 
to preparing the playbook for the next challenge. 
Succession planning for key talent in this pandemic 
is crucial. What happens if key leaders become ill or 
leave to work for another system?  HR must stay close 
to emerging leaders. For example, our district does so 
through our fall and spring Aspiring Administrators 
Academy: a seven-week program that trains our top 
talent on a variety of district aspects and prepares them 
for leadership opportunities. 

In our summer poll of parent(s)/guardian(s), we 
asked three basic questions. First, do you plan to send 
your children back to school in August, knowing the 
following minimum modi"cations recommendations 
by the CDC will be in place? 94% said yes or maybe 
depending on the status of COVID-19 in our country 
mid-August. Only 6% said no, my student will not 
return for in-person school sessions in August. 
Second, we asked: do you plan to allow your child to 
ride a bus to get to school or will you arrange your 
own transportation for your child? 9% said yes, I 
plan to allow my child to ride the bus. 54% said no, 
my child will not ride the bus. 17% said, my child 
will occasionally ride the bus. In our current school 
district with 47,000+ students and growing each year 
at approximately 1,100 students, 50% of our students 
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From Bricks and Mortar 
to Clicks and Supporter

by Dr. Andrea Anthony, Assistant Superintendent of HR & Student Services; 
Rutherford County Schools; Murfreesboro, TN

ride buses. If 54% of that group said they will not ride 
the bus, then only ¼ of our total population will be 
riding. Meeting the CDC guidelines with our current 
50% riders would have cost the district 12 million 
additional dollars to meet the 15 on a bus cap versus 
the current maximum of 90 students. !is cost would 
not be sustainable for any district during such a tight 
budget time and unknown time in our economy. 

Our "nal question invited parents to provide input 
on three options for opening school. !ey were asked 
to rank the following options as their preference 
regarding school opening. Option 1: return full-time 
in person-56% selected this as their number 1 choice. 
Option 2: return to school on a hybrid model (A/B 
days with Friday being virtual for all) was the second 
most popular choice at 26%. Option 3: fully virtual 
learning environment ranked last at 18%. Many 
parents are returning to their physical work location 
and "nding childcare coverage on alternating or full 
days will be a constant challenge. Balancing risks of 
contracting COVID-19 at school and economic risks 
of not returning to work do weigh heavily on our 
families. Right now, it is our goal to go back to the 
traditional bricks and mortar, but with plans to change 
if needed to clicks and virtual supporter. 

We are training our teachers on new platforms and 
content standards, as well as taking the necessary steps 
to double our bandwidth and provide wireless hotspots 
on our buildings. On a survey to our parents at the 
end of the 2019-2020 school year, 91% said that our 
students have access to a viable internet connection, 
and 83% of our students have a reliable computer 
device. Our district provided laptops to those students 
needing them and plan to redistribute these again in 
the fall as needed. Teachers are receiving additional 
summer professional development training on 
technology usage and distance teaching. We have also 
surveyed our teachers to make sure we are aware of any 
underlying health conditions that may be of concern 
when schools return. !is helps our administrators 
have any additional ADA accommodation plans ready 
and/or updated. 3% of our employees have underlying 
health conditions, most of which include asthma, 
rheumatoid arthritis, cancer treatments, and diabetes. 
Our teachers are con"dent that their precautions and 
accommodations will ensure their return in August.

So, how do we support our students when they return? 

Many students will have experienced trauma when 
they return in August. !is trauma can vary from 
losing a friend or family member to COVID-19 to 
su$ering in economic areas such as instability of 
housing or food supply. Examining childhood trauma 
remains on our radar and more students than not have 
experienced at least one adverse event in their lifetime. 
Students who have experienced traumatic evens 
are more likely to end up in con&ict with peers or 
teachers, exhibit di#culty with school work and tend 
to be absent from school. It is imperative that schools 
promote programs to help students with coping skills. 
Not only is this support essential for students, but it 
is also important to teachers who may have had to 
overcome trauma during this time as well. Keeping 
positive teacher and student relationships is paramount 
when providing trauma support; the relationship and 
bond are protective factors in supporting experienced 
trauma.

According to the American Academy of Pediatrics, 
district policies must be practical, feasible and 
appropriate to ensure the adolescents’ developmental 
stage is met. !ey strongly advocate that all students 
should physically return to school this fall.  Whether 
we return to the physical building or take an online 
approach, all stakeholders and district leaders need 
to feel heard and appreciated. We need to mitigate 
the risks and help our students and teachers manage 
possible COVID-19 trauma through support. We must 
continue our vision of empowering today’s students to 
grasp tomorrow’s opportunities. Together we can help 
our teachers and students return strong.



guides me and pushes me towards opportunities she thinks I would bene"t from…. When she’s here I feel like, 
we’re here together, we’re learning, we’re experiencing and we’re moving forward.” 
 
Recommendations
!ere needs to be an interdependency between principal evaluation, professional learning and self-e#cacy.  
Superintendents or their representatives should utilize the Principal Growth Model as a tool to connect these 
areas, facilitate discussion and develop explicit and aligned professional learning opportunities. In doing so, 
they can increase awareness and accountability for both principals and their evaluators, provide feedback to 
principals on their performance and a$ord professional development opportunities for principals speci"cally 
based upon their evaluation.
 
Superintendents or their representatives should also create annual professional development action plans for 
each principal that are systematic and di$erentiated based upon principal strengths and needs. In this way, 
they can provide personalized, di$erentiated learning opportunities for each principal. In part, these learning 
experiences should be collaborative allowing for an exchange of ideas. !is can be accomplished through 
establishing principal networks collectively for principals in a district or area and/or coaching and mentoring 
sessions with each principal individually. !ese networks should a$ord opportunities for principals to routinely 
observe each other, plan together, collaborate and explore topics of interest. !ese interpersonal interactions 
serve to provide ongoing support for principals to increase their self-e#cacy as the principal role evolves.

Conclusion
Principals have an intense job, and it is becoming increasingly more challenging daily. As lifelong learners, 
they want to keep up with the demands. It is di#cult to do this alone. Principals are seeking guidance and 
support based upon their strengths and needs to lead them on this journey. !ey want professional learning 
opportunities that are actually going to help them develop and grow into even better leaders. !ey long 
to maintain a strong sense of self-e#cacy. Ultimately, they are seeking the interdependency between their 
evaluation and professional learning and self-e#cacy through professional development, networking and 
coaching, to ensure that they are the most successful leaders they can be. 
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School principals have a profound, measurable impact on school success. !ey in&uence student learning, 
support teachers, manage daily operations and set the tone for the school climate, among countless other 
duties. !e constant stresses and loneliness of this position have led to the diminishing longevity of the school 
principal. !e annual principal turnover rates are between 12- 35%, causing districts to spend about $75,000 
in recruiting, hiring and training a new principal. One way to lessen this turnover is to utilize principal 
evaluations as a tool to guide future professional development opportunities. Objective principal evaluation 
systems should be utilized to evaluate and increase leadership capacity. Evaluations must become focal points 
through which districts provide feedback and professional growth opportunities to increase a principal’s 
capacity.  A growing body of research has investigated the relationship among principal professional 
development and principal self-e#cacy, as well as principal professional development and annual principal 
evaluations. Yet, there is a void in research examining principal perceptions of the relationship among those 
three factors.
 
Results
 A 2020 research study began to "ll that gap by exploring the perceptions of 15 elementary school principals 
about the current relationships between their evaluation, professional development and self-e#cacy and what 
the principals believe is the optimal relationship. !e results of the study demonstrated that principals viewed 
the principal evaluation system as an act of compliance. 13 out of 15 felt there was no relationship between 
their evaluation and their development and indicated that the process felt like a “check-the-box” activity 
rather than the tool for growth. All participants voiced the need for guidance through the self-re&ection 
process, cohesion, systematic planning and time constraints. Participants expressed a desire for systematic 
professional development that is proactive, collaborative, follows a plan and emphasizes interpersonal 
interaction. One principal explained how the process must, “Connect people together who can mold and 
shape one another. We all need mentors, formal or informal. Iron sharpens iron.” Another principal expressed 
the sentiment of many when she shared, “She (the coach) really helps me develop in my understanding. She 

Making the Grade: 
Connecting 
Principal 
Evaluation 
with Meaningful 
Professional 
Development

Ann Cancilla Gaudino, Ed.D. is an Associate Professor of Education and Educational 
Leadership at Millersville University of Pennsylvania.  She can be reached at ann.gaudino@
millersville.edu

Wendy L. Kubasko, Ed.D. is an Assistant Professor and Coordinator for the Educational 
Leadership Program at Shippensburg University of Pennsylvania. She can be reached at  
wlkubasko@ship.edu
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by Dr. Ann Gaudino; Professor of Education; 
Millerville University of Pennsylvania; Millerville, PA
Dr. Wendy Kubasko; Assistant Professor;
Shippensberg University of Pennsylvania; Mechanicsburg PA
Dr. Megan Ward; Principal;
Monroe Elementary School; Boiling Springs, PA

Megan L. Ward, Ed.D., is Principal of Monroe Elementary School.  She can be reached at 
mward@cvschools.org



Coming soon...

Human Capital Leadership Summit

Boot Camp
$$63$̵V�3HUVRQQHO�$GPLQLVWUDWRU�%RRW�&DPS�LV�WKH�SHUIHFW�WLPHbWR�SDXVH�DQG�IRFXV�
on your professional development, and there’s no better way to truly reflect on your 
leadership than with our lineup of inspiring and knowledgeable HR speakers.

AASPA’s Boot Camp is an unrivaled opportunity for PK-12 HR School System Leaders 
to collaborate across all levels and gather valuable resources you can use to help your 
teachers, employees and school district. Breakouts follow two strands of topics - one 
for the basic HR professional and another for the more advanced administrator.

Tentatively Scheduled for January 28 - 29, 2021

AASPA is following all developments and recommendations of the 
Centers for Disease Control (CDC) guidelines. The association’s most 
important priority and commitment is to protect the health, well-being 
and safety of our members. We are committed to providing excellent 
professional development while also keeping our members safe. 

7KHb+XPDQ�&DSLWDO�/HDGHUVKLS�6XPPLWbLV�GHVLJQHG�IRU�VFKRRO�OHDGHUV�ZKR�DUH�SDVW�
WKHLU�ͤUVW�WKUHH�\HDUV�RI�KXPDQ�FDSLWDO�PDQDJHPHQW�DQG�ZKR�DUH�ORRNLQJ�IRU�WKDW�QH[W�
level of professional development in HR leadership. Sessions are dedicated to helping 
participants grow professionally in their knowledge as well as personally in their 
leadership skills.

Tentatively Scheduled for December 3 - 4, 2020

Learn more about these and other events at 
www.aaspa.org/events/

Diversity, Equity & Inclusion Summit
The AASPA Diversity, Equity & Inclusion Summit is a two-day event developed 
IRU�WKRVH�LQGLYLGXDOVbZKR�DUH�VHHNLQJ�WR�LQFUHDVH�WKHLU�NQRZOHGJHbLQ�WKH�DUHDV�RI�
leadership, recruitment, selection and retention of diverse individuals in PK-12. 
3DUWLFLSDQWV�ZLOO�EH�DEOH�WR�VHOHFW�IURP�VHVVLRQV�VSHFLͤF�WR�UHFUXLWPHQW�DV�ZHOO�DV�
strategic leadership in human resource practices for diversity, equity and inclusion.

Tentatively Scheduled for April 22 - 23, 2021
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Diversity Training 
and Student 
Achievement 

Classrooms have become increasingly ethnic and diverse, causing researchers to question if having a same 
-race teacher a$ects student achievement. A study in North Carolina revealed that same-race teachers are 
associated with lower suspension rate, fewer o#ce referrals and increased achievement. As this nation 
becomes more ethnically diverse, leaders are seeking to develop methods to recruit a diverse teacher 
population. Research suggests student achievement increases when a teacher is the same race or ethnicity. 
Students of color excel in reading and math and are less like to be suspended if they are instructed by an 
African American teacher. !e demographics that separate students and teachers remains a concern. An 
increased e$ort to recruit minority teacher is paramount. Recent research revealed that students performed 
better academically with teachers of the same race, because teachers were viewed as a positive role model. 

!ere is a low number of students of color in gi%ed programs. Schools with a majority of African American 
teachers or administrator have a larger number of participations in gi%ed programs. !e classroom teacher 
is an integral person for disadvantaged, low-performing students. Teachers matched with students of the 
same race revealed a higher rate of expectations for students. More than half of the students that attend 
schools in America are children of color. Just as other children feel known and valued, children of color must 
feel valued to have the energy for learning. As a teacher of all children, there is an obligation to learn about 
di$erent cultures to assist in validating that curricula and instructional procedures provide the best learning 
environment. !is would be the initial step to cultural pro"ciency.

by Dr. Debra Graham-Gosha, Coordinator of Educator Recruitment and Placement; 
Alabama State Department of Education; Montgomery, AL

Racism is related to cultural blindness and cultural 
pro"ciency, but there is a di$erence. Cultural 
impro"ciency is the result of lack of interest, awareness 
and respect for other cultures. Racism is the result of 
ancient traditions of dominance and control. Racism 
is based on stereotypes. It is everywhere, even inside 
the best-intentioned educators. As teachers, the 
quest for racial awareness should focus on avoiding 
negative stereotypes, correct any negative self-biases 
and concentrate on student learning for all students. 
!e promotion of diversity is a goal that many share, 
however achieving the goal of diversity day-to-day in a 
classroom setting is a challenge. In today’s classrooms, 
teachers and students learn more about other cultures. 
Regardless of the numerous research projects, the 
gap of student achievement between low-income, 
disadvantaged students and middle-class students is 
still vague and unexplained. !e gap is possibly caused 
by trends that occur in the foundational years during 
early childhood preparation. Studies have revealed 
low-letter-grades on report cards and consistent low 
achievement a%er grade three.

Research reveals diversity training assists teacher 
attempts to improve student achievement for all 
students. !e "ve key characteristics of e$ective 
diversity training are; build understanding of assets 
of other cultures, challenge de"cit perspectives of 
color, demonstrate how the system itself works to 
maintain di$erences, recognize that teachers want 
what is best for their students, but need support and 
focus on learning how to learn in practice. When 
reviewing high stakes tests, it is revealed that these 
tests are racially biased. Standardized testing maintains 
the status of a dominant culture. Teachers must take 
important steps to identify strategies to improve math 
education for minority students. Diversity training 
assists teachers in becoming learners for their entire 
career. Teachers who learn from students, learn from 
families and learn from other cultures. Just as students 
learn in practice, teachers must learn to be learners in 
practice.

Research reveals that teacher diversity has an impact 
on the academic outcomes of students of color. 
Teachers of the same race are more likely to meet the 
challenges and know how to adjust in low-income 
communities where positions are hard to "ll. Students 
bene"t from teachers of color, both academically and 
socially, because the teacher is also viewed as a positive 

role model and has an overwhelming in&uence on the 
students. Teachers of color that seek certi"cation by 
alternative methods are usually placed at hard to sta$ 
schools. !ere are increasing numbers of teachers that 
enter schools year a%er year that are under-prepared. 
Blaming those teachers to an extent is unfair. !e 
problem of low student achievement begins with the 
policy of creating emergency certi"cation. !e data 
reveals an increased number of high poverty, low 
functioning schools with mostly minority students are 
becoming more isolated in the public schools.  Instead 
of using the term “best practices” when making 
reference to teaching strategies, the term “skillful 
practices” should be used. Skillful practice matches the 
student’s learning style.
 
Teachers that honor and understand other cultures 
focus their instruction to meeting the needs of diverse 
student learners. No culture should be devalued. 
Diversity training will assist and guide teachers to 
accept other cultures and correct those disconnected 
stereo-types. Diversity training aids teachers in 
removing barriers and allows teachers to do what is in 
the best interests of all students.  Teachers are armed 
with the proper resources and certi"cation and teach 
their students and prepare them to proceed at the next 
academic level.  
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Dr. Debra Graham- Gosha is 
a graduate of Troy University, 
where she has earned a Bachelor’s 
of Science, Master’s Degree, 
and Double A in Elementary 
Education. She holds an additional 

Masters Degree in Education Leadership from Auburn 
University in Montgomery, AL and a Doctorate 
in Educational Leadership from North Central 
University. She has served in the public-school sector 
as a Teacher, Assistant Principal and Administrator, 
spanning over 40 years.  !is article on Diversity 
and Student Achievement is an excerpt from her 
published dissertation, entitled “!e E$ect of Teacher 
Certi"cation Type on Eight-Grade Mathematics 
Achievement in Alabama’s Black Belt Region”
Dr. Gosha is currently the Coordinator of Educator 
Recruitment and Placement for the Alabama State 
Department of Education. 
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As people around the world and in our communities come together to protest and demand the end to racial injustices, we 
wanted to take a moment to share how AASPA is responding and standing with the Black community and our members. 

There are no words to express the heartache and sadness of the recent events of systemic racism that took the lives of 
George Floyd and many others. Racism, discrimination and prejudice have no place in our organization, our schools, our 
communities and our world.  

AASPA and our members are in a unique position to make real change in the area of human capital leadership in 
education. We have the ability to work individually as a district and collectively as an organization to ensure every 
employee and individual who comes in contact with us feels included and safe. 

We are proud of the work that has been accomplished by AASPA through our Diversity, Equity and Inclusion Committee, 
Leon Bradley Scholarship Committee and our Executive Board leadership for the advocating, appointment, hiring, 
promotion and recognition of people of color. We are proud of the changes we have made as an organization in the areas 
of diversity, equity and inclusion. In the future, AASPA will continue to:

Learn
We are continuing to learn from our members about issues facing people of color in the areas of school personnel 
administration. We will continue to listen to our colleagues and share their voices and resources through a vast network of 
individuals focusing their efforts on Diversity, Equity and Inclusion. 

Share
As a membership body we will continue to give our time and resources to the advancement of Diversity, Equity and 
Inclusion (DEI) in PK-12 human capital leadership. This work can be seen through our professional development program 
and the infusion of DEI in all of our sessions and offerings. In addition we have added new professional development 
opportunities, geared towards the recruitment, hiring and retention of diverse candidates along with the leadership of 
DEI in school districts. We will continue to encourage and financially support more persons of color to enter the field of 
education and school leadership through our Leon Bradley Scholarship program. 

Advocate
AASPA will use our national platform to highlight issues of systemic racism in PK-12 human capital leadership. We will 
provide resources and elevate the voices of our leaders and members who are effecting change in their communities. 

Now is the time to listen to those who have and are experiencing racism, step up to the plate, and use our influence and 
ability to make real change. We know there is so much work that needs to be done. It won’t be enough until we see true 
justice. We plan to work every day to improve, learn and grow as an association and a community of educators.

As PK-12 educational leaders, now is the time for us to look at our policies that support systemic racism and do the 
true work of developing and implementing anti-racist policies that will promote equity, equality and inclusion. This 
includes removing barriers that consistently keep educators of color from receiving the same opportunities as their white 
counterparts. 

Thank you for your membership and for your support. Please be sure to let us know how you would like to join us and get 
more involved.

Sincerely, 
AASPA Executive Board and Kelly Coash-Johnson, Executive Director

A Message To Our AASPA Membership

As an administrator, I am constantly searching and researching for the latest and greatest advice on becoming a 
better leader.  James Robbins belief that both low retention and poor performance is based in a lack of employee 
engagement is laid out in personal stories and anecdotes that are 
easy to understand and entertaining at the same time. Because 
leadership is the art of growing people, Robbins suggests that there 
are nine essential employee needs:  care, recognize, grow, mastery, 
purpose, autonomy, model, fun and connect. Robbins asserts that 
by using engagement drivers that focus on the needs of employees, 
they will be motivated, inspired and engaged. By using a simple 
nine-minute template each week, a leader is able to keep the focus 
on employee needs. !ere is even a chapter on engaging a remote 
workforce.

Nine Minutes on Monday is a great read for beginning 
administrators and front-line supervisors, but also provides a 
motivational refresher for veteran leaders. I have done book 
studies using Nine Minutes on Monday with new and returning 
principals, classi"ed sta$ supervisors and graduate students and 
they have all said the book provides practical tips that can be 
implemented immediately regarding leading and developing a 
team.

Out of all of the books I have read, Nine Minutes on Monday by 
James Robbins is the most simple and practical coaching manual 
on moving from management to leadership that I have found

Book Review:
Nine Minutes on Monday
by James Robbins
Reviewed by Dr. Amy Dillon

“
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Heather Younger
Changing “I Quit” to “I Fit” 
Five Powerful Strategies to Increase Employee Relations and 
Create an Energizing Workplace Culture

Wednesday, October 14
     Sponsored by

Friday, October 16

Thursday, October 15
                 Sponsored by

Keynote Spotlight
Karen McCullough
Change is Good - You Go First!

Today, change is more complex, more frequent, and more overwhelming than ever 
0;=ou;ķ�-m7��o��l-��0;�v�@;ubm]�-�7ov;�o=�1_-m];�=-ঞ]�;ĺ�+o��l-��mo|�0;�-0Ѵ;�|o�
control the changes going on around you, but the good news is, you can control how 
�o��u;vrom7ĺ���v|�-v��o���r7-|;�or;u-ঞm]�v�v|;lv�-m7�vl-u|r_om;vķ�mo��bv�|_;�ঞl;�
=ou�-�r;uvom-Ѵ�or;u-ঞm]�v�v|;l��r7-|;ķ�-m7��-u;m�1-m�_;ѴrĴ�"_;�bv�u;-7��|o�v_-u;�
tools and rituals that will help you not just survive but thrive in this ever changing 
�ouѴ7ĺ

Dr. Adolph Brown 
Don’t Judge a Book by its Cover! Uncovering Implicit Bias

	uĺ��7oѴr_��uo�m�_-v�v|�7b;7�blrѴb1b|�0b-v�=ou�o�;u�|_u;;�7;1-7;v�-m7�_-v�_;Ѵr;7�
|_o�v-m7v�o=�1ourou-|;�-m7�;7�1-ঞom�ruo=;vvbom-Ѵv��ouѴ7�b7;�0;1ol;�lou;�-�-u;�
o=�|_;��m1omv1bo�v�-�ub0�ঞom�o=�r-uঞ1�Ѵ-u�t�-Ѵbঞ;v�|o�-�l;l0;u�o=�-�1;u|-bm�vo1b-Ѵ�
]uo�rĺ��	uĺ��uo�m�7o;v�mo|�o@;u�-�|u-bmbm]�r;u�v;ķ�-v�l�1_�-v�_;�o@;uv�-�r_bѴovor_��
-m7�-m�-�-u;m;vv�|o�;l0u-1;��_;m�7;-Ѵbm]��b|_�o|_;uvĺ��	uĺ��uo�m�-1hmo�Ѵ;7];v�
�m7;u�1;u|-bm�1om7bঞomv�����o=��v�_-�;�-�|ol-ঞ1�-vvo1b-ঞomv�|_-|�1-m�bmY�;m1;�
o�u�0;_-�bou�Ŋ�l-hbm]�bm7b�b7�-Ѵv�u;vrom7�bm�0b-v;7��-�v�;�;m��_;m�|_;��-u;�mo|�
;�rѴb1b|Ѵ��ru;f�7b1;7ĺ��$_bv�bv�o[;m�u;=;uu;7�|o�-v�ľu-1bvl��b|_o�|�u-1bv|vĺĿ
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AASPA’s Virtual Conference

Espresso Yourself

Everyday we are called upon to lead using our HR knowledge 
and skills. Let us help prepare you for the challenges to 
HTRJ�\NYM�FSX\JWX�YT�FQQ�TK�^TZW�-7�SJJIX��>TZ�\NQQ�STYܪ�SI�
a conference of this caliber anywhere else. The American 
Association of School Personnel Administrator’s Virtual 
Conference is the largest and most important event for 
school human resource administrators to learn from 
experts and professionals who understand your 
OTG��>TZ�\NQQ�MF[Jܪ�WXY�MFSI�FHHJXX�YT�UWT[JS�-7�
strategies, best practices and the latest innovative 
ideas that you can replicate in your district to help 
you lead your department to success.

At the AASPA Virtual Conference you will . . .
• Ramp up your HR knowledge and skills.
• Learn from leading experts and practitioners in  

school HR.
• Virtually connect and network with your colleagues  

in the industry.
• Select from more than 75 educational sessions to get 

ready for tomorrow’s challenges.
• Learn strategies to apply in your district.
• Immerse yourself in learning though a  

UWJ�HTSKJWJSHJ�\TWPXMTU�TK�^TZW�HMTNHJ�
• Explore what is possible, new and cutting edge in our 

Virtual Exhibit Hall.

What’s Included in Your Registration:
• Over 75 Learning Opportunities 
• More than 90 hours of Professional 

Development
• 3 Amazing Keynote Speakers 
• 9JS���MTZW�5WJ�(TSKJWJSHJ�8JXXNTSX�
• Virtual Exhibit Hall to Explore and Chat 

about New Products & Services
• 3 Meals Provided by Grubhub
• Specialty Breaks including a Coffee Break 

Provided by Starbucks
• Networking Opportunities 
• Diversity, Equity & Inclusion Reception 
• Exhibit Hall Reception 
• Welcome Reception

October 13 - 16, 2020 

AASPA’s Virtual Conference

Who should attend? 

• HR Directors
• Superintendents
• Assistant Superintendents
• Personnel Staff
• Principals
• School Administrators
• Business Officials

Annual Conference 
has great content and 

educational sessions. It 
is always good to leave 
a conference with real 

strategies and information 
that can be implemented in 

our own organizations!
Explore all things Conference at: 
https://www.aaspaconference.com

All of this for only $500 for members 
and $750  for non-members!

Register Now!



Tuesday, Oct. 13
������FR��ў���������UR�����5WJ�(TSKJWJSHJ�<TWPXMTUX
������UR��ў����������UR�����5WJ�(TSKJWJSHJ�<TWPXMTUX
  4:30pm  –      5:30pm     Welcome Reception

Wednesday, October 14
  9:00am  –  10:30am     Opening Remarks with Keynote Speaker
     Sponsored by PowerSchool
10:30am  – 10:45 am    Coffee Break
     Sponsored by PowerSchool
10:45am  –  12:45pm     Exhibit Hall Opening
  1:00pm  –    1:30pm     Lunch, Awards, Recognition of Sponsors
     Sponsored by Aetna
  1:45pm  –    2:45pm     Breakout Sessions
  3:00pm  –    4:00pm     Breakout Sessions
  4:15pm  –    5:00pm     Diversity, Equity & Inclusion Reception

Thursday, October 15
  9:00am  –  10:30am     President’s Breakfast and Keynote Speaker
     Breakfast  Sponsored by EDUStaff
     Keynote Sponsored by Teachers of Tomorrow
10:45am  –  11:45am     Breakout Sessions
12:00pm  –  12:30pm     Comedy Break
     Sponsored by EDUStaff
�����UR��ў��������UR�����1ZSHM���1JFWS���/TNS�*88�5WT]NRNY^�1JFWSNSL
     Sponsored by ESS/Proximity Learning
  2:00pm  –    3:30pm     Breakout Session
  3:30pm  –    5:00pm     Exhibit Hall Open    
  5:00pm  –    6:00pm     Exhibit Hall Reception
     Sponsored by Frontline Education

Friday, October 16
  9:00am  –  10:00am     Breakout Sessions 
10:15am  –  11:15am     Breakout Sessions
11:30am  –  12:30pm     Exhibit Hall Open 
12:45pm  –    2:00pm     Closing Ceremony, Keynote

Get pHCLE, HRCI & 
SHRM Credit

This program has been 
DSSURYHG�IRU�UHFHUWLͤFDWLRQ�
credit through the Human 
Capital Leaders in Education 
(pHCLE), the Human 
5HFRXUFHV�&HUWLͤFDWLRQ�
Insitute (HRCI) and the 
Society for Human Resource 
Management (SHRM). 

The use of this seal is not an 
endorsement by HCLE, HRCI 
or SHRM of the quality of the 
program. It means that this 
program has met HCLE, HRCI 
and SHRM criteria to be pre-
DSSURYHG�IRU�UHFHUWLͤFDWLRQ��
&HUWLͤFDWHV�ZLOO�EH�PDLOHG�
IROORZLQJ�WKH�FRQIHUHQFH�
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Conference Schedule
AASPA’s Virtual Conference

ѵĺ�
���ķ��	��-m7�)ouh;uvĽ��olr;mv-ঞomĹ��
Untangling the Spider Web, Legal Update and Best 
�u-1ঞ1;v�bm��;-�;��7lbmbv|u-ঞom
"1o���-17om-Ѳ7Ķ��vtĸ

7. The Journey toward Mental Health Supports 
in School HR and Self-Care Guidance for the HR 
Professional
	uĸ��bѲѲ�!;7bm];u�ŝ�	uĸ��bm7-��-bv;u

Ѷĺ�"|u-|;]b;v�=ou��u;-ঞm]��lrѴo�;;���r;ub;m1;v�|_-|�
�-�;u
�lbѲ��	o�]Ѳ-vň�1�-0

Ɩĺ����olru;_;mvb�;�$u-bmbm]�om�|_;�ľ�(�	�����
Model”
�ub-m��o1h

10. Hot Topics in School HR
�_ubvࢼ-m�!ĸ�"_-=;u

Afternoon Sessions
1 pm – 4 pm

Morning Sessions
9 am – 12 pm

1. Bargaining Skills for the 21st Century
	uĸ��;|_��ou|;u�ŝ���;v|;u�ļ����Ľ��ou|;uĶ��uĸ

Ƒĺ�!;1u�bঞm]�-m7�!;|-bmbm]��b]_� �-Ѵb|��-m7�	b�;uv;�
)ouh=ou1;Ĺ�"�11;vv;v�-m7��;vvomv��;-um;7
"|;�;��u�00Ķ��_ubv��-uv;m�ŝ�"-u-��-h;u

ƒĺ�$b|Ѵ;��*�=ou�"1_ooѴ��;uvomm;Ѵ��7lbmbv|u-|ouv
�-1hb;��_-u-ro�u�);um��ŝ�"_;ѲѲb��m7;uvom

Ɠĺ�$_;�!;1u�b|l;m|�-m7�!;|;mঞom��_-ѴѴ;m];Ĺ�ľ)bѴѴ�|_;��
stay or will they go?”
!;m;;�!�vvĶ��o;�"|ub1hѲ-m7Ķ�	uĸ�"_;ѲѲ���ouubv�ŝ�
�-m7���-ur;m|;u

Ɣĺ�(bu|�-Ѵ��m0o-u7bm]Ĺ�"�rrouঞm]��;���bu;v�bm�-�
!;lo|;��m�buoml;m|
	uĸ��l��	bѲѲom�ŝ��ub-m�)_b|;

*For a complete description of the Pre-Conference 
:RUNVKRSV��JR�WR�ZZZ�DDVSDFRQIHUHQFH�FRP�SUHFRQ�

Immerse Yourself & Learn More - Tuesday, October 13
*R�LQ�GHSWK��OHDUQ�PRUH�DQG�H[SDQG�\RXU�VNLOOV�LQ�RXU�WDUJHWHG�SUH�FRQIHUHQFH�ZRUNVKRSV��
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Pre-Conference Workshops
AASPA’s Virtual Conference

Elite Sponsors

Coming to 
Conference?

Let us know on Twitter!
#AASPA20

The same 
high-quality 
content at a 

fraction of the 
price!

Register Today at
www.aaspaconference.com

All times listed are Central Time
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3 Ways to Network

You won’t want to miss the Exhibit Hall Reception! Learn favorite 
recipes from a mixologist and try your luck at trivia while chatting 
with our amazing business partners. 

Sponsored by

AASPA’s Virtual Conference

Get ready to dance at our Diversity, Equity & Inclusion Reception! 
We will provide the music and networking. All you need to bring 

are your dance moves! This is a can’t miss event!

The Welcome Reception will be a great opportunity to network 
with other conference attendees. Join us for an hour of fun and 
surprises!

Welcome Reception
Tuesday, October 13 | 4:30 – 5:30 pm

Diversity, Equity & 
Inclusion Reception

Wednesday, October 14 | 4:15 – 5:00 pm 

Exhibit Hall Reception
Thursday, October 15 | 5:00 – 6:00 pm

LIKE
COMMENT
SHARE

Follow
tweet
retweet

network
connect
grow

see the
big
picture

let’s get social

@_AASPA_ @AASPAk12 /company/american-
association-of-school-

personnel-administrators/

/american
associationofschool

personneladministrators/
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All times listed are Central Time


