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INTRODUCTION
“You are here in order to enable the world to live more amply, 

with greater vision, with a finer spirit of hope and achievement. 

You are here to enrich the world, and you impoverish yourself if you forget the errand."

 -- Woodrow Wilson, 28th president of the United States

There are over 9,000 schools in California.  Each school is led by an educational administrator or school principal.  The administrator’s role is one of critical importance to the community, state, and future. These school leaders have significant impact on the design, implementation and evaluation of student learning and effectiveness.  Their responsibility is to create and sustain a learning environment of excellence for California’s newest generation of young people.  But who are California’s students?  Almost 7 million students attend California schools.  The increasing diversity of California’s population is punctuated by challenges of immigration, non-English speaking students, wide ranging socio-economics, family structure, and cultural differences.  EdSource (2004) estimated about 25% of California’s public school students were English learners, while 47% were from low-income families.  The U.S. Census Bureau estimated in 2002 that 1 in 5 students had at least one foreign-born parent.  Preparing school administrators to lead increasingly diverse schools; and assuring high levels of learning for all students remains THE critical issue in public education.  Cultivating school administrators’ ability to lead diverse schools requires new frameworks for preparation.  Around the world, school leaders are challenged to improve education in a global environment.  

How many school administrators recognize the impact of globalization on education?  Or how many can demonstrate the adaptability required to succeed in an international environment?  Yet culturally, educationally, economically, environmentally, & medically, countries around the globe are linked closer than ever.  Administrators find themselves leading schools with students, parents and staffs from dozens of various ‘home languages and cultures’.  And recent patterns of immigration impact school leaders by impacting classroom assignments and teacher staffing.  One only need look at the recent wave of the ‘H1N1’ flu, when thousands of schools were closed, to be reminded of this ‘global-dependence’ as local school officials monitored international events & announcements to determine school openings.  And finally, the US is losing its competitive edge in education to other nations in the areas of mathematics, science, technology, and economics.  Yet, very little in traditional leadership preparation programs addresses the need for preparing school administrators for the global environment in which they will work.  

This paper highlights an international program for school leaders and their professional development/capacity building in the new global age.  The program places California administrators in a foreign country as part of a professional development and licensure program.  This paper includes a review of the program development process as well as the evaluation of the program by school leaders participating in this new innovation in international leadership development.  First offered in 2004, the program is now offered annually in both Thailand and Brazil.  The program serves as a successful collaborative international opportunity for California school leaders to ‘learn, lead, and demonstrate mastery’ to fulfill the requirements for the California Professional Administrative Services Credential (Tier II) while in the countries of Thailand and Brazil.
STATEMENT OF PURPOSE
The purpose of the paper is to address the impact of international professional development on school administrators by focusing on two guiding questions:  
· How should professional development for school leaders be designed for delivery as part of an on-the-ground international experience? 
· How does international professional development for school leaders in a foreign country enhance their leadership capacity and performance?

THEORICAL PERSPECTIVES
In order to investigate the two guiding question above, three theoretical perspectives were used.  These three theoretical perspectives were career capital, intercultural proficiency, and global leadership.  Each is discussed in more detail below.

Career Capital

The concept of career capital is critically important in leadership performance and development. (Suutari V. & Makela, K. 2007)  Career capital involves the acquisition of different skills, experiences, relationships and opportunities.  How does international experience influence the career capital of school leaders?  Within the literature, career capital is viewed from three key elements of ‘knowing how’, ‘knowing whom’, and ‘knowing why’.
‘Knowing how’ capital involves work related skills, knowledge and understanding.  It includes a broad and flexible skill base that is transportable across organizational boundaries.  In essence, it includes learning ‘the business’ from a broader perspective than a single organization or district.

‘Knowing whom capital’ is also referred to as ‘social capital’.  It includes career-related contacts and networks within and outside the organization.  It includes customer relationships, professional contacts, and personal/social connections.  Social capital promotes the concept that assets are embedded in, and available to, leaders through a network of relationships.  The literature supports the concept that international leadership experience provides more social capital.  It also provides greater ‘boundary-spanning’ ability, meaning the ability of leaders to cross organizations and cultures in the performance of their jobs.  Boundary spanning adds to a leader’s social capital by providing information benefits (more information in less time) and greater future career opportunities.

‘Knowing why’ capital consists of self-awareness, personal growth, motivation, personal meaning, and personal career choices.  It also includes confidence in pursuing a desired career path, being open to new possibilities and career experiences, and desiring interesting work.

Suutari & Makela (2007) found the nature of international work can directly impact the ‘knowing how’ and ‘knowing why’ career capital of leaders in five areas:

1. International work increases the depth and breadth of responsibilities and activities performed by leaders compared to those in traditional domestic settings.

2. International work is viewed to include more challenging tasks in more complex settings.
3. International work has been proven to be more challenging and risky.

4. Leaders in international settings must demonstrate a higher level of autonomy in their work and professional activities.

5. The cultural differences found during international experience cannot be ignored.  Leaders must rethink and reevaluate their own learning and ways of doing when confronted with the cultural differences international leadership experience provides.

Intercultural Proficiency

The second theoretical perspective used to guide the research was in the area of ‘intercultural proficiency’.  Intercultural proficiency is the knowledge, skills, attitudes, and beliefs which enable people to work well with, respond effectively to, and be supportive of people in cross cultural settings. (American Academy of Family Physicians, 2008)  This dynamic concept encompasses four concepts, global awareness, intercultural communications, openness to diversity, and intercultural sensitivity [development].  (Clarke, Flaherty, Wright, & McMillen, 2009)  

Global mindedness consists of the ability to recognize and develop a connection to those beyond one’s own group. A globally minded leader sees oneself as connected to the world community, invested with responsibility as a global member, and maintains a broader perspective on various issues.  Global mindedness includes the ability to see and understand ideas that vary from your own ethnic, national, or religious perspective.  Hett (1993) identified five components of global mindedness as responsibility, cultural pluralism, efficacy, global-centrism, and interconnectedness.  

Intercultural communication consists of those skills that enable the individual to communicate effectively with others.  These enabling skills include adaptability, empathy, cross-cultural awareness, intercultural relations, and cultural mediation. (Olson & Kroger, 2001).

Openness to diversity is the ability to live and work in a multicultural environment across various races, cultures and values.  The literature supports the concept that greater openness to diversity improves the ability to embrace people from every economic status, ethnicity, creed, religion, sexual orientation, national origin, gender, age, disability, or social background.

Intercultural development consists of the ability to live and work with others different from ourselves.  It involves one’s ability to navigate in different cultures, suspend judgment to understand unfamiliar ways, and move seamlessly between one culture and another.  It involves the ability of an individual to work between two or more world views.  Two categories of intercultural development include the concepts of ethnocentrism and ethnorelativism.  (Bennett, 1998)

Ethnocentrism is defined as judging all people using one’s own standards and customs.  It is the tendency to view the world primarily from the perspective of your own culture.  It is characterized by three progressive stages of development:

+Denial- belief that cultural differences don’t really exist or are minimal

+Defense- recognition of cultural differences, but they attach negative evaluations to it.  Belief that one’s own culture is superior to those of other cultures

+Minimization- recognition of some cultural differences, however minimize the differences

Ethnorelativism is the ability to see many values and behaviors as cultural instead of universal.  Comfortable and adaptable across cultures, it is characterized by three progressive stages of development:




+Acceptance- the recognition, respect & exploration of cultural differences

+Adaptation- adapting cultural differences into one’s own repertoire of skills, and moving easily & effectively across one or more cultures

+Integration- see themselves as ‘multiculturalists’ in addition to their own national and ethnic background.  They have internalized multiple cultural frames, and may not identify strongly with any single one.  They interpret and evaluate from multiple frames of reference.
Global Leadership

The final theoretical perspective was global leadership.  Several researchers provide a framework from which to focus on attributes, skills and abilities of ‘the international leader’.  Fifteen traits of global leadership were highlighted by Bennis, O’Neil, & Greenberg (2003).  Each has significant impact on the skills, abilities and performance of global leaders.  An analysis of international professional development for school leaders within a framework of 15 global leadership skills (and over 50 sub-elements) was adapted from their work.  These 15 traits include:

· Thinking globally

· Appreciating diversity

· Developing technological savvy

· Building partnerships

· Sharing leadership

· Creating a shared vision

· Developing people

· Empowering people

· Achieving personal mastery

· Encouraging constructive dialogue

· Demonstrating integrity

· Leading change

· Anticipating opportunities

· Ensuring customer satisfaction

· Maintaining competitive advantage

Additional research on global leadership includes a comparative study by Heames & Harvey (2006).   Their focus was on the 21st century leader compared to past historical perspectives of the ‘executive’.  In comparing leadership skills, traits, and expectations since the early 1900’s, they found seven traits of global leaders for the 21st century which included:

· Open-minded and flexible 

· Value-added technical and business skills

· Cultural interest and sensitivity

· Resilience, resourcefulness, optimistic, and energetic

· Able to deal with complexity

· Stable personal life

· Honesty, integrity, and authenticity

McCall and Hollenbeck (2002) reported a substantial burden for international development falls on the person who aspires to a global career.  Thus, leaders desiring to expand their international abilities may need to do so under their own initiative.  They also found that in order to learn to be global, a leader needs to do ‘global work’.
METHODOLOGY
The study followed a qualitative approach to explore the program design and personal/organizational experiences of k-12 school administrators during an international professional development program in Thailand and Brazil.  Data was collected from a variety of sources including initial applications, journals and written responses to prompts ‘in-country’, fieldnotes, reflection essays completed during and at the end of the program, open-ended interviews (both individual and collective) conducted with participants both ‘in-country’ and after their return to California, and finally, survey data focused on understanding the structure and essence of the experience for the individual and groups of individuals.  In addition, participants completed the Global Leadership Inventory, at the conclusion of the program.  The Global Leadership Inventory was adapted by this author from the book, Global Leadership: The Next Generation by Goldsmith, Bennis, O’Neil, & Greenberg (2003). It described global leadership within a framework of 15 global leadership skills (and over 50 sub-elements).  These 15 traits included thinking globally, appreciating diversity, developing technological savvy, building partnerships, sharing leadership, creating a shared vision, developing people, empowering people, achieving personal mastery, encouraging constructive dialogue, demonstrating integrity, leading change, anticipating opportunities, ensuring customer satisfaction, and maintaining competitive advantage.

Population
A total of 92 California school administrators participated in the program in Thailand or Brazil from 2004-09.  Over the 6-year period, 75 administrators participated in the Thailand program; while 17 participated in the Brazil program in its first year (2009).  The population included 68 females and 24 males.  Eighty-seven were practicing school administrators in California, while 3 were between administrative positions but still needed to complete the required California credential within the 5-year timeline, and 2 were in other leadership positions.  Of the 92 participants, 13 were directors, 16 were principals, 40 were assistant principals (or vice principals), 13 were coordinators, while the rest reported being facilitators, supervisors and managers.  Interestingly, 21 participants reported special education was either a direct job responsibility and/or held a degree/credential for it.  Candidates represented 49 different school districts in California; with 23 candidates all coming from Los Angeles Unified School District.  The program recruited school administrators from throughout California.  The program advertised via statewide professional associations, through local school districts, and through alumni of past programs.
The average age of candidates was 43 years old.  On average, candidates had 12.5 years of teaching experience, with 3.5 years experience in administration.  Candidates self-reported race/ethnicities as 56 Caucasian, 12 Asian, 11 Hispanic, 11 African American, and 2 mixed.  Five of the 92 participants reported being born outside of the United States.  Candidates reported holding a ‘passport’ for an average of 25 years
LICENSURE FOR SCHOOL ADMINISTRATORS IN CALIFORNIA

The traditional path to a school leadership position in the United States is through the completion of a leadership preparation program.  Teachers, aspiring to be school administrators, usually attend a university or college-based leadership preparation program.  In most states, this is sufficient for certification as a school administrator.  In California, this type of program is called the Preliminary Administrative Services Credential (Tier I).  However, California differs from other states by having a two-tiered system of leadership preparation and required certification.  Tier I is only the first step.  The second step is called Tier II- the Professional Administrative Services Credential.  Within the first five years ‘on-the-job’ in an administrative position, new leaders must participate in and complete the Professional Administrative Services Credential (Tier II) in California.  

In the early 1980’s, the California Commission on Teacher Credentialing (CCTC) authorized the ‘Tier II Credential’ as a mandatory professional license.  School administrators cannot continue to serve more than 5 years in California’s public schools without it.  The purpose of Tier II credential is “…to serve as an induction program for a newly hired administrator.” (CCTC, 2004, p. 22)  In addition, curriculum for the program builds upon the foundation of Tier I and “…applies conceptual knowledge to administrative practice in ways that engage candidates in important issues of theory and practice.” (CCTC, 2004, p. 81)  

In 2002, the California Commission on Teacher Credentialing (CCTC) approved a variety of options to provide administrators with a wider range of choices for completing this Tier II requirement during their first five years on the job.  In addition to college and university-based programs of one to two years; other education agencies may offer programs with CCTC approval such as county offices of education (COE), educational service agencies (ESA), and school districts.  A final option was put into place called the ‘Demonstration of Mastery’ option which allows candidates to demonstrate, “Mastery of fieldwork performance standards through a Commission accredited program.”  
PROGRAM AND POLITICS OF INTERNATIONALIZING A UNIVERSITY PROGRAM

Prior to 2003, the Tier II was a full one-year program (24 semester units) for practicing school administrators at California State University, Fullerton (CSUF).  In Fall 2003, with a new option for ‘demonstration mastery’ by CCTC, the program was additionally offered as a one semester (9 units), portfolio-based assessment program.  
The concept to offer the program internationally came as a result of this author’s participation in a month-long Fulbright-Hayes Scholarship to Thailand in January 2004.  Administered by the U.S. Department of Education, the Fulbright-Hayes scholarships serve a domestic agenda to “…support the internationalization of the nation’s educational infrastructure by strengthening area and foreign language expertise among current and prospective U.S. educators.” (USDOE, 2007, ¶3)  With a specific agenda to develop partnerships across nations, the Fulbright program served as a catalyst to pilot an international program for school leaders.  Thus, the new Tier II ‘demonstration of mastery’ program used on campus, was expanded to be offered in Thailand.

University administrators were enthusiastic and supportive of an international Tier II option for practicing school administrators.  Program planning was initiated in February 2004, with the first team of California students traveling to Chang Mai, Thailand in July of the same year.  A key directive of university administration was for the program to maintain the same expectations, requirements and assessment elements as the on-campus version of the program.  In addition to maintaining the essential curriculum, several assumptions served as the rationale for this international leadership endeavor:
1. The program would align to accreditation standards for school leaders.  In California, the Interstate School Leaders Licensure Consortium (ISLLC) standards have been modified slightly, and are called the California Professional Standards for School Leaders or CAPSEL’s.  This international program is aligned to the CAPSEL’s.   

2. By offering the program in Thailand, creative and innovative opportunities to internationalize the professional development of administrators would be available.  These opportunities would be investigated, and when feasible, applied while maintaining the essential core program.

3. Technology would be used to enhance program delivery, application, and communication before, during and after the Thailand/Brazil experience for leadership candidates.  

In 2006, the international program became a politicized issue within the educational leadership department at CSUF (after three years as a popular, successful and self-supporting summer option)  The program was discontinued at CSUF in early 2007, with the rationale characterized by the following colleague statement, “What are California administrators doing in Thailand, anyway?  The problems of California students are in California schools, not in Thailand.”  However, after four successful years of program operation, it had gained a strong reputation for international preparation of California school leaders among educational leadership faculty at other California universities/colleges.  Several other universities/colleges met to consider ‘adopting’ the program.  Within two months of the CSUF cancellation, the 2007 summer offering was re-instituted in collaboration with the University of California, Irvine (UCI).  To date, it remains a successful, popular and highly respected program in collaboration with University of California, Irvine; and recently expanded its international offering to Rio de Janeiro, Brazil in 2009.

‘Going global’ with an existing university program is filled with challenges.  During the 6 years of program operation, this program has been offered (associated with) two different universities; a testament to the turbulent politically-filled landscape of innovation and change.

WHAT DOES IT TAKE TO ‘GO GLOBAL’?
The process of taking an established leadership program ‘on the road’ involves planning and flexibility uncharacteristic of classes delivered in traditional university settings.  In a traditional classroom setting, professors prepare their syllabus, materials and teaching- while taking for granted that other student needs are being handled as part of university procedure, such as facilities, registration, transportation, and parking.  Yet there are four key areas of planning and preparation which must be addressed to deliver a leadership program internationally.  Planning, preparation, design and delivery must include:

1. Curriculum & course content of an existing program

2. Capitalizing on the international setting by providing professional/educational opportunities and resources infused within the course content 

3. Alternative services normally provided through traditional university channels  (i.e. facilities, technology,  parking)

4. All services related to travel, accommodations & ‘in-country’ needs  (i.e. flights, hotel, transportation)

Curriculum & course content of existing program-   The support of this international program was contingent upon content and assessment matching those used in the traditional on-campus program.  Preparing curriculum and course content for an existing program is a familiar process for faculty.  This remains the same for the international delivery of a program.  However a faculty member endeavoring to expand to an international environment should be aware of the three additional categories of planning and preparation involved in international program design.

Capitalizing on the international setting by providing professional/educational opportunities and resources infused within the course content-   The entire purpose of internationalizing an existing leadership program is to provide new and varied global experiences unobtainable in the traditional university setting.  To do this, a faculty member must be creative, innovative, and most importantly collaborative.  Each international setting provides a rich tapestry of professional opportunities and resources.  Tapping into those resources requires familiarity with existing organizations and programs, as well as contacts or connections to make the linkages.  

Alternative services normally provided through traditional university channels-   Faculty gain a sincere appreciation for the resources provided in the traditional university setting after delivering an international program.  To ‘go-global’, a faculty member must become a facilities planner, technology support provider, transportation and parking specialist, and office manager.  Once ‘in-country’, the faculty member has only himself/herself to depend upon in making daily decisions in program delivery.

All services related to travel, accommodations & ‘in-country’ needs-   Finally, the faculty member becomes the resource expert to assist students in related travel and accommodations needs.  These include international flights, accommodations, airport transportation, in-country transportation, visa requirements, currency conversion, safety, and in-country communications.

PROGRAM DESCRIPTION
Administrators fulfilled course/licensure requirements by ‘demonstrating competence’ through their leadership activities in Thailand or Brazil.  Candidates participated in course conference calls and completed specific site-based professional activities prior to their travels.  The program consisted of a portfolio-developed model to demonstrate ‘leadership mastery’.  Each component of the portfolio addressed Tier II requirements from the university program.  These requirements complied with CCTC standards.  Key elements of the portfolio included:

· Candidate Photo with Candidate Biography
· Video View of Worksite and Job

· Name, Biography, and Picture of Administrator in District Serving as Mentor
· Self Assessment- Kiersey Test

· Self Assessment- California Professional Standards for Educational Leaders (CAPSELs)
· Self Assessment- Leadership & Technology

· Self Assessment- Global Leadership Inventory

· Assessment- By Other Administrators

· Statement of Professional & Career Goals

· Leader Interview ‘in country’ (job shadowing & picture)

· Analysis of District ‘Principal’ position with state, national and licensure standards
· Candidate Professional Strengths & Areas of Needed Growth

· PowerPoint Presentation on Topic of Expertise

· Write/Submit Article for Publication on International Leadership Experience
· Summary of Mentoring

· Proposal/Plan for Professional Development

· Final Report- California Professional Standards for Educational Leaders (CAPSELs) 

· Evaluation by District Representative
· Reflection Essay – Leadership & International Experience

In addition to traditional Tier II requirements, the in-country program blended international leadership experience within the core program.  For example, students were expected to deliver a PowerPoint presentation in an area of expertise to an authentic audience.  In California, that audience may be a school, a district or other educational organization.  International students were expected to deliver a similar presentation, however to an authentic audience in Thailand or Brazil.  Interviews normally conducted as part of the portfolio process, were conducted with leaders in Thailand or Brazil.  Another component, observing teachers ‘in action’, was normally conducted via video at the university.  In-country, leaders visited schools and observed teachers’ lessons; and provide formal feedback to teachers in Thailand.  A rich portion of the international program includes visitations, tours and discussions at educational and other organizations such as universities, k-12 schools, US consulate, and others.  

The program is conducted over nine days, full time ‘in-country’, with several online classes conducted prior to international travel.  Upon arrival ‘in-country’ candidates continue their rigorous coursework.  The program is offered in the countries of Thailand and Brazil.  The Thailand program is conducted in Chiang Mai, Thailand, and partners with Chiang Mai University, Montfort College, two k-12 Thai schools and the U.S. Consul General.  In Brazil, the program is conducted in Rio de Janeiro and partners with three local schools, Brazil-based educators, and the U.S. Consul General.  Both deliver a unique international learning opportunity for California administrators.  Within this international professional learning environment, candidates transcend boundaries of culture, nationality, and language.  They participate in creating a community of critical thinkers to reflect on their profession and their professional competence, within a global context of international peers and international organizational settings.  Administrators are also encouraged to establish professional networks with Thai or Brazilian educators for future partnership activities to California schools
FINDINGS
An Overview

The international program for school leaders has been offered since 2004.  For six years, it has been offered to California school leaders as an option for completing the Tier II- Professional Administrative Services Credential.  The following types of comments are regularly received from most participants. 
· “… an amazing experience.”

· “… an incredible and memorable experience.”

· “The experience of a lifetime.”

· “… an amazing experience… will cherish the memories.”

· “… a wonderful unique experience.”

· “… time of my life.”

· “Thank you for the experience of a lifetime!”

· “… the program exceeded my expectations.”

· “I can honestly say this is been an eye-opening experience and one that I will never forget.”

· “I can confirm that it has been one of the most memorable professional developments, even if I had to fly cross the world for it.  It was well worth it.”

· “A life changing experience through international professional development.”

· “Overall, I had a tremendous opportunity to finish a professional responsibility in another continent, and that is a terrific thing.”

Although complimentary, these comments fail to provide specific details regarding the impact of international leadership experience on them professionally.  Yet one candidate to the Brazil program was eloquent when summing up the overall experience this way,
 “My description of the experience is ‘visita de um beija-flor’ which would translate to ‘visit of a hummingbird’.  The interpretation of this Brazilian expression is a hummingbird that, even though for just a brief moment stops at a flower, it takes much nectar for sustenance, growth and development.”

Knowing and measuring such sustenance is an important part of the scholarly pursuit of knowledge.  Another candidate further detailed possible categories in the review and research of such an international leadership experience on school administrators,
“This program for school leaders has been incredibly valuable for all the cultural experiences that we lived in Brazil, for the level of depth of our curriculum and projects, and for the opportunities that we have had to network and learn from our peers.”

 “How does international professional development for school leaders in a foreign country enhance their leadership capacity and performance?”  Results regarding this question are presented below based on the three theoretical perspectives discussed earlier.  These were ‘career capital’, ‘intercultural proficiency’ and ‘global leadership’.  
Career Capital

Career capital involves the acquisition of different skills, experiences, relationships and opportunities.  Candidates in the international program reported significant impact on their ‘career capital’ from their participation in the program.  Career capital is viewed from three key elements of ‘knowing how’, ‘knowing whom’, and ‘knowing why’.

‘Knowing how’ capital involves work related skills, knowledge and understanding.  It includes a broad and flexible skill base that is transportable across organizational boundaries.  In essence, it includes learning ‘the business’ from a broader perspective than a single organization or district.  Candidates comments supported the positive impact of international travel on the ‘knowing how’ capital:
· “The experience was invaluable because it required a more complex level of adult learning and it perfectly integrated the discrete functions of cultural competence, communication, problem solving, organizational skills and time management, application of technology, and understanding of effective ELD practice.”

·  “This experience has pushed me to think about my role as a school leader and how I can improve to be the best educational leader I can be.”
·  “I have gained more insight about our profession and the work that we are expected to do, as well as our impact on society and our ability to influence lives all around the world.”

· “Understanding how teachers and students live in another country will help me understand a lot of my students and even teachers better.”
· “This experience has opened my eyes to how people treat each either.  I plan on working on my people skills and building relationships with staff, the community, parents, and especially students.”
· “I have also become more versed on group dynamics.”
· “There was a wealth of information that I have been exposed to while on this trip due to the dynamic people and places that had been involved along the way.”

·  “An experience like this brings together people, who for the most part, would have no interaction on their own.  How else could a Southern California administrator learn the similarities and differences between his large district and a small northern California school district?  By traveling outside the United States, I was able to compare the education systems of California with those of Brazil.”

·  “I was exposed to new ideas that I could not have gained from studying on my own in the states.”

· “… this program provides a diverse look into the global educational world-- to enlarge one’s perspective both locally and abroad.”
·  “After this experience, I have a better understanding for the global view of education, and the needs and backgrounds of my foreign-born students.”

· “To be able to observe and interact with Thai students, some coming from relatively privileged backgrounds at one school and disadvantaged backgrounds in the other, allowed me some real insights into Thai schools.  I was able to see not only differences between the two schools in groups of students but also how similar students are at both schools, and to students in America as well.  Watching the same kind of high, middle, and low engagement of students in classrooms that exist in American students was very enlightening.”

· “Visiting schools and interacting with students was my favorite part of the program.”

· “Through this work, I learned that education in Thailand is facing many of the same issues I have to contend with as an assistant principal in LAUSD.  Issues of race and poverty, student discipline, and teacher content and pedagogical knowledge are daily challenges.”

· “Same, same and different.  I was somewhat surprised to find out just how similar the Thai education challenges are to those in California.  Certainly, I wish these struggles on no one, but if as educators, we are going to face these hurdles, I am glad to know I am not alone and glad to have a meaningful connection, in the struggle, to a group of individuals on the other side of the world.  I am excited to continue learning about the Thai educational system, and exploring others as well, in the prospect of discovering that indeed we are all, “same, same, but different.”

‘Knowing whom capital’ is also referred to as ‘social capital’.  It includes career-related contacts and networks within and outside the organization.  Candidates overwhelmingly reported a strong positive impact on their ‘social capital’ by participation in the international program.  This aligns with the literature which also supports the concept that international leadership experience provides more social capital.
· “Getting to meet and know other school administrators in such an intense way was incredibly rewarding, and the connections made I expect to maintain for a long time to come.  I am impressed by the level of knowledge and skills in each participant and will look to them in the future as resources.”

·  “I look forward to furthering the connections and relationships I have made here in Brazil.”

· “This experience has allowed me to create new networks with colleagues from across the state.  I strongly believe these ties that will be kept to build a professional network of support.  My true professional growth will come in time when I return home and to work.”
· “It was very meaningful because of the group of educators who decided to go on the trip…All of the educators came from such diverse backgrounds and I feel we were able to collaborate and add valuable insight to enhance our global view of the world.  The higher we proceed in education the more difficult it is to find 18 people with a similar passion and knowledge base such as yourself.  We were able to have some very enlightening conversations that helped change my global perspective.”

·  “When I look back on my experience in Rio, I first think about the incredible cohesiveness of the group.  Was it the fact that we all came for relatively the same reason?  Could it be that we all strive to better ourselves so that we can better the lives of children?  Was it because we all hailed from the great state of California?  I believe all of the above, together with a dash of wanderlust, contributed to the common vision and, camaraderie of the group.  I felt so privileged to be a part of this amazing group.”


‘Knowing why’ capital consists of self-awareness, personal growth, motivation, personal meaning, and personal career choices.  Candidates reported greater reflection, added confidence in pursuing desired career paths, openness to new possibilities, and an interest in international work/activities for themselves and their students:
· “Personally, I have reintroduced myself to a hidden me.”
· “as a 50-something woman, my time in Chang Mai has reignited my interest in travel… I see now that each year without travel has added to the extinguishing the light within me.”

· “This time around, I hear the calls of Brazil, and other international destinations, loud and clear.  They are no longer whispers that I can ignore.”

·  “My understanding of where I want to be professionally in the next few years has been developed.”

·  “We have been able to exchange thoughts and ideas, and inspire each other.”

·  “I want to work and thrive in a school district where professional development and leadership training for administrators is promoted and sustained.”
· “Very rarely do we have professional opportunities to reflect on our practice and ideas with lateral level employees from different districts; hearing my colleagues’ perspectives on educational issues/situations was invaluable.”
·  “My interactions with people have been so moving at times that I am still processing them now.  I know that I will continue to put on my experience here and take what I learned to another level when I go back.”

·  “I experienced a sense of self through the many self assessments and assessment from other administrators that I needed at this point in my career.  It has left me focused on what steps I need to take to achieve my goals for the rest of my career.”
· “Participating in an international credential program has mentally, emotionally, and physically expanded my professional mindset.
· “The Thailand experience has confirmed my desire to work in another culture sometime in the future.”

· “I want to do more to contribute to education globally.  I can see myself spending my summers abroad learning another language and/or teaching English.  I would like to begin volunteering and giving back to society.”
The career capital of administrators in the program was positively influenced by their international leadership experience.  International work can directly impact the ‘knowing why’, ‘knowing how’ and ‘knowing whom’ career capital of educational leaders.  International work increases the depth and breadth of understanding the profession, the responsibilities performed by leaders, compared to those in traditional domestic settings.  And, the cultural differences found during the international experience cannot be ignored.  Leaders must rethink and reevaluate their own learning and ways of doing when confronted with the cultural differences international leadership experience provides.

Intercultural Proficiency

The second theoretical perspective used to guide the research was in the area of ‘intercultural proficiency’.  Intercultural proficiency is the knowledge, skills, attitudes, and beliefs which enable people to work well with, respond effectively to, and be supportive of people in cross cultural settings.  This dynamic concept encompasses four areas including global awareness, intercultural communications, openness to diversity, and intercultural sensitivity [development].

Global mindedness consists of the ability to recognize and develop a connection to those beyond one’s own group. A globally minded leader sees oneself as connected to the world community, invested with responsibility as a global member, and maintains a broader perspective on various issues.  Data from candidates supported the positive impact of international experience on their global mindedness:

·  “As a result of this program, I will come home more aware of the global world around me and I will continue to seek opportunities to continue international learning.’

· “I also have a more informed perspective on global education which will lead me into more informed decisions in the future, and likely into some interesting life journeys.”

· “As an administrator, this trip provided me with a myriad of opportunities to expand my vision and experience of education on a global scale.”


· “We chose to exit our ‘safe zones’ and enter a foreign land in order to gain a global perspective on education.”

· “… we had significant opportunity to create change and to have an impact on a larger system.  We should begin to think of this opportunity to have a wider impact on education globally as well.”

·  “I learned that all education leaders from different nations and continents want to empower their teachers so that their students receive the best education possible.”

· “This experience has begun my process to look education globally, and not just in the realm of the United States.  The experiences aided me in the craft of being a better leader and educator.  This is just the beginning of the international education exploration.”

Intercultural communication consists of those skills that enable the individual to communicate effectively with others.  Candidates reported enhancement of intercultural communication: 

· “As for the cultural and in-country aspect of the program in Brazil, I highly recommend it.  After our school visits, I concluded that people in education all share a common thread, the desire to work with others, to empower people, and to help them gain competency to seize opportunities and be successful in life.”
· “When I travel, what I find to be the most gratifying is the people I meet.  Both Brazilian and those from the US, have impressed me with their love for their people and intrinsic thirst for human interaction…How wonderful it would be to capitalize on this infectious goodwill and energy by bottling it up and storing it for times when tensions flare, conflict arises, anger erupts and wars begin.”
·  “I was able to see how many students in our country must feel when they arrived in the United States, and are placed in an English only classroom without comprehending the language.  I will be more sympathetic to those students who must try to learn a difficult subject and a new language at the same time.”

· “… open my eyes and heart to those who travel to the United States.  We so often shy away from people not in our circle.  This experience is going to make me a better person.”

·  “Seeing and understanding the impact that US media has on the rest of the world is eye opening.”
Openness to diversity is the ability to live and work in a multicultural environment across various races, cultures and values.  Candidates commented on the positive influence the international experience had on them related to openness to diversity:

· “Opens your mind to others.”


· “Open vistas to others.”
· “The children of Brazil have taught me a very important lesson.  It is not enough when we tolerate differences, we need to embrace diversity.”
· “I appreciated the opportunity to expand my cultural experience.”
· “I want to help [k-12] students expand beyond their zip codes.”
· “My shift in consciousness opens windows into my own pre-judgments and generates a cautionary personal message.  While I believe that the ethnocentrism taught in [US] schools is based on national pride, I am concerned to that, unbridled, this same pride is the foundation for bigotry, edges, and intolerance.  As an educator, it is incumbent on me to help promote not only acceptance and tolerance, but the celebration of the diversity in which we are immersed.”

· “Getting to know different cultures also helps to expand our understanding of ourselves and others, and particularly to better understand some of the different cultures of the people we may work with and for.  The schools I visited certainly gave me a wider perspective on the socioeconomic divide in Brazil, which is not unlike the divide in the US, but seems more apparent to me as an outsider looking in.”

Intercultural development consists of the ability to live and work with others different from ourselves.  It involves one’s ability to navigate in different cultures, suspend judgment to understand unfamiliar ways, and move seamlessly between one culture and another.  It involves the ability of an individual to work between two or more world views.  Candidates reported international experience enhanced their intercultural development:

· “I believe that Brazil is very ‘Brazil-centered’ in the same way that the United States is ‘US-centered’ both countries need to reach out more to become part of the global village.  We live and a global society, with education being more worldwide each year.  We need to be educating our youth, not to compete for jobs in their neighborhood, but are those jobs throughout the world.  My travels around the world of open my eyes to the need for diversity and individualized instruction.  We do not live in silos.  What happens in South America, Africa, Asia and Europe affects what happens in North America.  As in order to do my part, I must keep up with developments in education throughout the world by traveling and obtaining knowledge wherever I can in order to become a better citizen of the world.”
·  “I cannot deny the fact that I have also developed a greater knowledge of the disparities between rich and poor, the light and darker skinned.  What happens in the Brazilian education system is quite similar to what happens in the US today.”

· “This experience has many implications to my future educational leadership endeavors.  I will share the warmth that was shown me to the adults and children with whom I work.  I will not tolerate low expectations of children regardless of background.  Finally I will continue to lead with a clear sense of equity.  All children deserve the educational experience of the wealthy, and I will scream this truth at the rooftops as often as I can, so everyone realizes this also.”

· “The visit to the three public Brazilian schools, and those which serve children of the favelas, and the American school showed me inqualities in children’s educational experience are worldwide.”

· “This trip has certainly given me the bug to further explore my international learning.  It has always been my dream to live in another country and this is still a dream, but now I realize that I can gain quite a bit just from learning about education in other countries.  I have a better realization of my role in the larger global world as a leader from the United States.” 

· “I am yearning to share my international experiences with my students back home.  For me, my experience with the Brazilian program has reawakened my desire to take action toward introducing the youth I work with to the endless opportunities and world can offer.”
· “As a practitioner of several Eastern arts, I feel more at home in Asia than I could have anticipated.”

· “How beautiful it is when those of different cultures come together in such a harmonious fashion.  It makes me fully believe in the benefits of intercultural exchange.  Creating a more formalized structure for bringing national and international exchange opportunities to low income schools is my ultimate dream.  After this trip, the dream doesn’t seem too far away.”

·  “… my short time in Thailand has crystallized the need to continue his [Martin Luther King] and all human rights activists’ work, however and whenever I can.”
Ethnocentrism and Ethnorelativism 

Related to intercultural development are the concepts of ethnocentrism and ethnorelativism.  Ethnocentrism is defined as judging all people using one’s own standards and customs.  It is the tendency to view the world primarily from the perspective of your own culture.  Ethnorelativism is the ability to see many values and behaviors as cultural instead of universal.  It includes being comfortable and adaptable across cultures.  Each is characterized by three progressive stages of development.  The six progressive stages are noted with descriptors below.  Candidates provided self-assessments in these important areas of ethnocentrism and ethnorelativism.  This information is presented in Table 1.  All candidates reported an ‘ethnorelativism’ placement- with 59.8% reporting an ‘acceptance’ perspective, 23.5% an ‘adaptation’ perspective, and 17.6% reporting at the highest level, that of ‘integration’.  None reported within the ethnocentrism scale.

Table 1
Ethnocentrism and Ethnorelativism
Schools Leaders Self-Assessment

	ETHNOCENTRISM
	ETHNORELATIVISM

	Denial
	Defense
	Minimization
	Acceptance
	Adaptation
	Integration

	Cultural differences don’t really exist or are minimal
	One’s own culture is superior to those of other cultures


	Some cultural differences, however minimize the differences
	Recognition, respect & exploration of cultural differences
	Adapting cultural differences into one’s own repertoire of skills
	‘Multiculturalists’ in addition to their own national and ethnic background

	0
	0
	0
	58.8%
	23.5%
	17.6%


Global Leadership

The third theoretical perspective investigated was that of global leadership.  A number of researchers identified key criteria in the analysis of global leadership development, including the needs for 21st century global leadership.  Table 2 highlights candidates’ responses to a number of developmental criteria and the impact of international leadership experience.

Table 2
The Influence of International Experience

on School Administrators’ Global Leadership Development
	Global Leadership Criteria

	% Reporting

	Increased self-awareness, personal growth, personal meaning 
	88

	Increased interest in traveling more internationally 
	88

	Learned ‘the business’ from a broader perspective than a single organization or district
	82

	Open to new possibilities and career experiences 
	82

	Increased career choices
	71

	Increased desire for interesting work
	76

	Greater ‘boundary-spanning’ ability, meaning the ability to cross organizations and cultures in the performance of your job
	76

	Increased interest in working internationally (part time, or full time)
	71

	Increased interest in working with students to encourage their participation in international study programs 
	65

	Interest in serving my local district on international programs and activities
	53


Global Leadership Inventory
Fifteen traits of global leadership were highlighted by Bennis, O’Neil, & Greenberg (2003).  Each has significant impact on the skills, abilities and performance of global leaders.  An analysis of international professional development for school leaders within a framework of 15 global leadership skills (and over 50 sub-elements) was adapted from their work.  These are reported in Table 3.  

Several areas in the Global Leadership Inventory standout as particularly powerful in the impact international professional development has on school administrators.  Those categories with over 80% of candidates responding include: strive to gain the variety of experiences needed to conduct global work; embrace the value of diversity in people; recognize the value of diverse views and opinions; actively expand his/her knowledge of other cultures; treat coworkers as partners, not competitors; create a network of relationships that help get things done; willingly share leadership with professional partners; defer to others when they have more expertise; strive to arrive at outcomes with others; effectively involve people in decision-making; consistently treat people with respect and dignity; ask people what they need to do their work better; provide development of feedback in a timely manner; provide effective recognition for others’ achievements; build people’s confidence; take risks in letting others make decisions; give people the freedom they need to do their job well; deeply understand own strengths and weaknesses; invest in ongoing personal development; demonstrate self-confidence at a leader; genuinely listen to others; accept constructive feedback in a positive manner; demonstrate honest, ethical behavior at all times; see change as an opportunity, not a problem; and hold people accountable for their results.  
Candidates believed international leadership experience had a lesser impact in several categories in the Global Leadership Inventory.  These included categories with 50% or less candidates responding.  These include strive to acquire the technological knowledge needed to succeed in tomorrow’s world; successfully recruit people with needed technological expertise; effectively manage the use of technology to increase productivity; effectively translate creative ideas into business results; view business processes from the ultimate customer perspective; understand the competitive options available to her/his customers and provide services/products that help the organization have a clear competitive advantage.

Table 3
The Impact of International Leadership Experience on
Global Leadership Inventory

	Global Leadership Inventory

Adapted by Dr. Orozco from Goldsmith, M., Bennis, W., O’Neil, J., & Greenberg, C. (2003). 
 Global Leadership: The Next Generation. Upper Saddle River, NJ: Pearson Education
	%

Responding

	1.  THINK GLOBALLY
	

	a. Recognize the impact of globalization on education
	73

	b. Demonstrate the adaptability required to succeed in a global environment 
	67

	c. Strive to gain the variety of experiences needed to conduct global work
	87

	d. Make decisions that incorporate global considerations
	67

	e. Help others understand the impact of globalization 
	60

	2.  APPRECIATE DIVERSITY
	

	a. Embrace the value of diversity in people (including culture, race, sex, age)
	87

	b. Effectively motivate people from different cultures or backgrounds 
	53

	c. Recognize the value of diverse views and opinions 
	80

	d. Help others appreciate the value of diversity 
	60

	e. Actively expand her/his knowledge of other cultures (through interactions, language study, travel, etc.)
	93

	3. DEVELOP TECHNOLOGICAL SAVVY
	

	a. Strive to acquire the technological knowledge needed to succeed in tomorrow’s world 
	47

	b. Successfully recruit people with needed technological expertise
	27

	c. Effectively manage the use of technology to increase productivity
	47

	4. BUILDING PARTNERSHIPS
	

	a. Treat co-workers as partners, not competitors
	87

	b. Unit organization into an effective team
	73

	c. Build effective partnerships across the organization
	73

	d. Discourage destructive comments about other people or groups
	67

	e. Build effective alliances with other organizations
	73

	f. Create a network of relationships that help get things done
	87

	5. SHARING LEADERSHIP
	

	a. Willingly share leadership with professional partners
	87

	b. Defer to others when they have more expertise
	80

	c. Strive to arrive at outcomes with others
	80

	d. Create an environment where people focus on the larger good
	87

	6. CREATING A SHARED VISION
	

	a. Create and communicates a clear vision for the organization 
	67

	b. Effectively involve people in decision-making
	80

	c. Inspire people to commit to achieving the vision
	53

	d. Develop an effective strategy to achieve the vision
	67

	e. Clearly identify priorities
	67

	7. DEVELOPING PEOPLE
	

	a. Consistently treat people with respect and dignity 
	93

	b. Ask people what they need to do their work better
	80

	c. Ensure people receive the training they need to succeed.
	73

	d. Provide effective coaching 
	67

	e. Provide developmental feedback in a timely manner 
	80

	f. Provide effective recognition for others achievements
	80

	8. EMPOWERING PEOPLE
	

	a. Build people’s confidence
	80

	b. Take risks in letting others make decisions 
	80

	c. Give people the freedom they need to do their job well 
	80

	d. Trust people enough to let go (avoids micro-management)
	73

	9. ACHIEVING PERSONAL MASTERY
	

	a. Deeply understand own strengths & weaknesses 
	87

	b. Invest in ongoing personal development 
	87

	c. Involve people who have strengths that he/she does not possess 
	67

	d. Demonstrate effective emotional responses in a variety of situations
	67

	e. Demonstrate self confidence as a leader 
	87

	10. ENCOURAGING CONSTRUCTIVE DIALOGUE
	

	a. Ask people what he/she can do to improve
	53

	b. Genuinely listen to others
	80

	c. Accept constructive feedback in a positive manner (avoids defensiveness)
	93

	d. Strive to understand the other person’s frame of reference 
	73

	e. Encourage people to challenge the status quo
	67

	11. DEMONSTRATES INTEGRITY
	

	a. Demonstrate honest, ethical behavior in all interactions
	87

	b. Ensure highest standards for ethical behavior are practiced throughout the organization
	73

	c. Avoid political or self serving behavior
	60

	d. Courageously ‘stands up’ for what she/he believes in
	73

	e. Is a role model for living our organization’s values (leads by example)
	73

	12. LEADING CHANGE
	

	a. See change as an opportunity, not a problem
	80

	b. Challenge they system when change is needed
	60

	c. Thrive in ambiguous situations (demonstrates flexibility when needed)
	60

	d. Encourage creativity and innovation in others
	67

	e. Effectively translate creative ideas into business results
	47

	13.  ANTICIPATING OPPORTUNITIES
	

	a. Invest in learning about future trends
	73

	b. Effectively anticipate future opportunities
	67

	c. Inspire people to focus on future opportunity (not just present objectives)
	67

	d. Develop ideas to meet the needs of the new environment
	73

	14. ENSURING CUSTOMER SATISFACTION
	

	a. Inspire people to achieve high levels of customer satisfaction
	53

	b. View business processes from the ultimate customer perspective (has an ‘end to end’ perspective)
	27

	c. Regularly solicit input from customers
	53

	d. Consistently deliver on commitments to customers
	53

	e. Understand the competitive options available to her/his customers
	40

	15. MAINTAINING A COMPETITIVE ADVANTAGE
	

	a. Communicate a positive ‘can do’ sense of urgency toward getting the job done
	73

	b. Hold people accountable for their results
	80

	c. Successfully eliminate waste and unneeded cost
	53

	d. Provide services/products that help the organization have a clear competitive advantage
	40

	e. Achieve results that lead to long-term organization (shareholder) value
	60


DISCUSSION

International leadership experience can significantly enhance the work and abilities of school administrators.  From career capital to cultural proficiency to global leadership, opportunities to study/work abroad holds promise for future global school administrators.  The overwhelming enthusiasm and excitement by alumni for this type of professional development is a key indicator for the future.  Around the world, school leaders are challenged to improve education in a global environment.  International professional experience may serve to address that opportunity.  This research demonstrated that career capital of school administrators is enhanced through their development of ‘knowing how’, ‘knowing whom’, and ‘knowing why’ with international leadership experience.  In addition, the intercultural proficiency advanced through leaders’ international experience was verified in the areas of global mindedness, intercultural communication, openness to diversity, and intercultural development.  This study demonstrated school leaders’ perspectives are anchored in ethnorelativism, as opposed to those with an ethnocentrism perspective.  Finally the Global Leadership Inventory is a comprehensive document to assist school leaders in their own discovery and advancement of key aspects of 21st-century leadership.   
FUTURE RESEARCH

Very little research has been done on the impact of international leadership experience on school administrators.  Certainly the opportunities have been rare for school administrators to participate in formal professional development outside the borders of the United States.  However this study demonstrates the positive influence and impact of international experience on school administrators.  Further investigations can extend these findings, and provide more specific information and data in each of the theoretical perspectives presented.  Other areas of investigation may include the differences between school administrators and their receptivity to international leadership opportunities; the impact of American school leaders international experience upon in-country professionals, students and organizations; and how districts can best nurture and capitalize on the international leadership experience of their administrators.
CONCLUSION
Innovative solutions are required for the challenges we face in education today.  International leadership development holds great promise in developing and nurturing school leaders.  Creating tomorrow’s leaders means creating global leaders.  Creating opportunities to study abroad for professionals in educational leadership is the beginning of creating those global leaders.
“… the resulting effect and reaction are new friends, new knowledge of life in this part of the world, and a reawakening of passion.  Passion to live, travel, learn, and experience life.  As Nora Zeal Hurston says in the closing of Their Eyes Were Watching God, ‘the world lay open to her now like an oyster’.”
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