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MARIAN UNIVERSITY 
NCATE/CAEP Institutional Report for a Continuing Visit  

(Continuous Improvement Pathway) 
 
OVERVIEW 

This section sets the context for the visit. It should clearly state the mission of the institution. It should also 
describe the characteristics of the unit and identify and describe any branch campuses, off-campus sites, 
alternate route programs, and distance learning programs for professional school personnel. 

Introduction: Overview and Conceptual Framework  

0.1 Summarize the institution's mission, historical context, and unique characteristics (e.g., land grant, 
HBCU or religious). 

Marian University's Mission: 

Guided by our mission and core values, we are committed to expanding education beyond the confines 
of the classroom and designed to impact your heart and mind in ways that are distinct and meaningful 
to you. Our faculty, staff and students - whether traditional or non-traditional, undergraduate, graduate 
or professional - come to Marian University to join a community of lifelong learners that are focused on 
supporting excellence in education and service to the community.  

Mission Statement: 

Marian University is a Catholic applied liberal arts community that welcomes diverse spiritual traditions. 
Sponsored by the Congregation of Sisters of St. Agnes, Marian University engages students in the 
education of the whole person. We embrace justice and compassion and transform lives for professional 
service and leadership in the global community.   

Core Values:  

The five core values of Marian University inspire everything we do at Marian University - in the 
classroom, in activities in service to others and in our relationships with each other. 

1. Community: Respecting our diversity as individuals, we encourage, challenge and nurture one 
another, joining together to accomplish our shared mission and vision. 

2. Learning: We engage in a collaborative lifelong process of seeking truth and appropriating 
knowledge and values to transform the individual, our communities and the world. 

3. Service: Through active service and ministry, we support one another and seek to meet the 
needs of the larger community. 

4. Social Justice: We work to create individual and societal change which supports the value, 
dignity and opportunity of every person. 

5. Spiritual Traditions: Valuing Marian's Catholic religious heritage, we respect each individual's 
freedom to explore a diversity of spiritual beliefs. 



Historical Context and Unique Characteristics 

Marian University opened in 1936, with eight faculty members and 42 students. Sponsored and staffed 
by the Congregation of Sisters of St. Agnes, the Sisters were inspired to found their own university when 
the Wisconsin Department of Public Instruction barred religious attire from public schools. 

The Marian legacy moved forward in 1941, when the school received accreditation to grant bachelor's 
degrees in elementary education. By 1950, the women's college had grown to 86 full-time and 145 part-
time students in day, evening and summer classes. Male students were officially admitted in 1970. This 
change came just three years after Marian absorbed students from the St. Agnes School of Nursing 
program after its closing. Due to increasing numbers of students and staff, in the mid-1960s the campus 
was moved to its current 78-acre location. 

Marian began its affiliation with Catholic University of America and was also recognized by the National 
Catholic Educational Association in 1949. In 1960, Marian earned accreditation for teacher education 
from the North Central Association of Colleges and Schools (NCA). In 1987, the NCA approved Marian's 
Master of Arts degree in Education. Graduates in the Master of Science in Quality, Values and 
Leadership followed in 1994, with Administration of Justice Leadership, Grief and Bereavement 
Leadership and Organization Leadership in 2008. The Master of Science in Nursing Program graduated 
its first class in 2004, and Marian's first doctorate program awarded its first degrees in 2008. 

Marian is accredited by the Higher Learning Commission of the North Central, National Association for 
the Education of Young Children, National Council for Accreditation of Teacher Education, Commission 
on Collegiate Nursing Education, Council on Social Work Education and International Assembly for 
Collegiate Business Education. Marian's curriculum has received approvals from the WI Department of 
Public Instruction and the Wisconsin State Board of Nursing, and certified by the WI Department of 
Justice Law Enforcement Standards Bureau. 

0.2 Summarize the professional education unit at your institution, its mission, and its relationship to 
other units at the institution that are involved in the preparation of professional educators. 

School of Education Mission 

The mission of the School of Education at Marian University is: Within the spirit and institutional 
framework of Marian University, we are committed to the development of caring, competent, reflective 
individuals for present and future professional roles by providing learning-centered, collaborative, 
accountable, and theoretically sound undergraduate and graduate programs that reflect values and 
ethics within an increasingly diverse and global society. 

The School of Education faculty uphold the current vision statement of the University: Transforming 
lives through academic excellence, innovation, and leadership. The mission and vision demonstrate the 
influence of the institution on the culture of the School of Education.  The mission and vision are closely 
aligned with the Unit's Learning-Centered conceptual framework. 

The School of Education is responsible for meeting the standards in all areas of teacher and 
administrator preparation programs both at the initial and advanced levels. The unit works with other 



academic units that are partners with us in the preparation of professional educators through our 
Professional Education Council (PEC). The membership of PEC includes key School of Education faculty in 
our initial teacher licensure programs and key faculty from the other Schools who oversee curriculum in 
the content areas, such as English, math, science and social studies. The Chair of the Teacher Education 
Department serves as the chair of PEC and facilitates the meetings. The curriculum and standard 
alignments are kept current to ensure the candidates are receiving instruction that meets all the state 
educator standards and content area guidelines. The Department, School and University Curriculum 
Committees approve any curricular changes. 

0.3 Summarize programs offered at initial and advanced preparation levels (including off-campus, 
distance learning, and alternate route programs), status of state approval, national recognition, and if 
applicable, findings of other national accreditation associations related to the preparation of 
education professionals. 

The School of Education offers programs that result in licensure at the initial level in Art Education (GR 
K-12), Early Childhood-Elementary Education (PK-6), Elementary-Middle Education (GR 1-8), and Middle-
Secondary Education (GR 5-12). A Middle-Secondary Education major can select to major in Biology, 
Broad Field Science, Broad Field Social Studies, Chemistry, English or Mathematics (see advising sheets 
below). 

At the advanced level, the Unit offers programs that result in licensure in Elementary-Middle Education 
(GR 1-8) Teacher Education, Alternative Education, Special Education, Principal, Director of Instruction, 
School Business Administrator and Director of Special Education and Pupil Services and the School 
District Administrator License. There is also an Educational Technology program that offers an Online 
Teaching Certificate and a Technology Coach Certificate. The Differentiated Instruction for All Learners 
(DIAL) Program, the Special Education Program and the Educational Technology Program are online 
programs (see advising sheets below).  

Marian University's main campus is located in Fond du Lac with two additional centers in Appleton and 
West Allis. An additional outreach site is located in Wausau at the Westwood Center. 

Marian University - Main Campus 
45 S. National Ave.  
Fond du Lac, WI 54935-469 

Marian University - Appleton Center 
720 W. Association Drive 
Appleton, WI 54911 

Marian University - Milwaukee Center 
1227 S. 116th St.  
West Allis, WI 53214 

Marian University – Wausau 
Westwood Center  
1800 Westwood Center Blvd 
Wausau, WI 54401

All educator preparation programs passed their 5 year Wisconsin Department of Public Instruction 
Continuous Review Process (CRP), conducted on April 25, 2013.  Programs are reviewed on an annual 
basis by the state with the next 5 year review in Spring 2018. All outreach sites were recertified by the 
Higher Learning Commission in Spring of 2011 and online programs in Spring of 2012. 



0.4 Summarize the basic tenets of the conceptual framework, institutional standards, and candidate 
proficiencies related to expected knowledge, skills, and professional dispositions. 

The conceptual framework for professional preparation programs in the Unit is oriented toward the 
development of learning-centered individuals and organized around five interconnected themes, 
displayed as the petals of a lily which is the focal point of the university seal (see attached).  The lily 
signifies the mission of Marian University to the "education of the whole person... transforming lives for 
professional service and leadership in the global community."  The theme of Values and Ethics, at the 
center of the lily, reflects the core values of the university community as a Catholic Institution.  On the 
remaining petals are the four other themes that also guide the unit's professional practice: Knowledge, 
Reflection, Collaboration, and Accountability.   

We believe that learning is a lifelong process. Therefore, our mission is to engage in continuous 
development within ourselves, our candidates, and members of the larger community. We view this 
framework as dynamic and responsive to the uniqueness of individuals, as well as to the constant 
change within the profession and the world.   

The themes of the current conceptual framework have been a guiding force for program design, 
implementation and evaluation. The original conceptual framework was developed in 1994 and revised 
in 2000 and 2006. It was originally described as the Professional Educator Model and contained several 
aspects of the current framework in a slightly different configuration.  In 2006, given increased 
expectations for highly qualified educators to be knowledgeable in their field and accountable for the 
learning of all students, faculty decided to revise the conceptual framework to recommit to the 
education of learning-centered individuals who are highly knowledgeable and use reflection as a tool to 
improve practice. This shifted the focus on the framework to better emphasize the faculty's renewed 
emphasis on the process of learning as well as the learner.  This revision better aligns the goals of the 
unit with the thrust of educational standards that have as their intent the accountability of all educators 
for the learning of those with whom they work, both children and adults. 

Institutional Standards 

The Institutions learning-centered focus and the unit's conceptual framework provides a system that 
encourages coherence for faculty, candidates, and programs.  The core values of the institution serve as 
a guiding force for coherence of faculty efforts and program outcomes.  The core values are the 
following: 

• Community: Respecting our diversity as individuals, we encourage, challenge and nurture one 
another, joining together to accomplish our shared mission and vision.  

• Learning: We engage in a collaborative life-long process of seeking truth and appropriating 
knowledge and values to transform the individual, our communities, and the world. 

• Service: Through active service and ministry, we support one another and seek to meet the 
needs of the larger community. 

• Social Justice: We work to create individual and societal change which supports the value, 
dignity, and opportunity of every person.  



• Spiritual Traditions: Valuing Marian's Catholic religious heritage, we respect each individual's 
freedom to explore a diversity of spiritual beliefs. 

It is the unit's commitment to these core values that shape the conceptual framework and help faculty 
to maintain coherence and direction.  

The faculty have a shared vision with the University that guides program design, implementation, and 
evaluation. As a Catholic institution, faculty are constantly mindful of the mission and core values of the 
university, the unit, and the profession. Being a learning-centered faculty has made it possible to 
provide programs that inspire candidates toward a mission as educators who develop their own capacity 
in order to help others with whom they work (students, parents, and colleagues) and their institutions 
(schools, day care centers, district offices) to also share that vision.  

Candidate Proficiencies 

The mission, vision, and knowledge base of the learning-centered framework exemplifies the beliefs and 
values of the unit regarding the knowledge, skills, and dispositions of candidates completing any 
education program.  The unit's assessment system has grown out of the framework and exemplifies 
faculty commitment to develop learning-centered individuals who have the knowledge, skills and 
dispositions to impact learning environments for all students.  The Wisconsin State Teacher and 
Administrator Standards as well as National Technology Standards have been adopted by the unit and 
aligned with the learning-centered conceptual framework. These standards identify professional 
commitments and dispositions that are essential for all highly qualified educators.  The unit's conceptual 
framework begins with the concept that faculty must be learning-centered individuals who model and 
nurture candidates so they become the learning-centered educators who are needed in today's diverse 
and challenging PK-12 learning environments.   

The unit's assessment system, developed as an outgrowth of the learning-centered framework, ensures 
that candidates are developing the knowledge, skills, and dispositions required of educators for today's 
diverse and challenging learning environments.  Each program is aligned to the conceptual framework 
and professional standards. Course objectives and performance assessments demonstrate that 
alignment.  The assessment system is organized around a system of gates through which candidates 
pass and are systematically monitored. Each program has three gates (typically admission, mid-point or 
prior to a major clinical experience, and program completion) at which data are collected and analyzed 
to determine the extent to which candidates demonstrate the knowledge, skills, and dispositions 
articulated in professional standards. 

0.5 Exhibits  
05A1 2012-23 Academic Bulletin or CLICK HERE 

05A2 leadership Studies Advising Sheet 

05A3 PhD Advising Sheet 

05A4 Teacher Education Graduate Program Advising Sheet 

05A5 Teacher Education Initial License Advising Sheets 

05A6 Liberal Arts Common Core2013 2014 

05A7 Education Section of Bulletin 

05B1 Syllabi Template with Links to Master Syllabi 

05C1 Conceptual Framework 

05C2 DPI 5 Year Approval Letters 

05D1 BOE Focus Visit 2010 

05D2 HLC Multiple Locations Approval Visit Apr2011 

05D3 HLC Online Approval Visit March 2012 

05D4 NAEYC Approval Letter 2013 

https://my.marianuniversity.edu/schools/soe/Documents/05A1_Academic_Bulletin.pdf
http://issuu.com/marianuniversity/docs/final_2012-13_bulletin?e=0/1397288
https://my.marianuniversity.edu/schools/soe/Documents/05A2_LSAdvisingSheets.pdf
https://my.marianuniversity.edu/schools/soe/Documents/05A3_PhDAdvisingSheets.pdf
https://my.marianuniversity.edu/schools/soe/Documents/05A4_TE_Adv_AdvisingSheets.pdf
https://my.marianuniversity.edu/schools/soe/Documents/05A5_TE_Initial_AdvisingSheets.pdf
https://my.marianuniversity.edu/schools/soe/Documents/05A6_LACC_20132014.pdf
https://my.marianuniversity.edu/schools/soe/Documents/05A7_EducationSection.pdf
https://my.marianuniversity.edu/schools/soe/Documents/05B1_SyllabiTemplatewithLinkstoSyllabi.pdf
https://my.marianuniversity.edu/schools/soe/Documents/05C1_Conceptual_Framework.pdf
https://my.marianuniversity.edu/schools/soe/Documents/05C2_DPI5YearApprovalLetters.pdf
https://my.marianuniversity.edu/schools/soe/Documents/05D1_BOE_FocusVisit2010.pdf
https://my.marianuniversity.edu/schools/soe/Documents/05D2_HLC_MultipleLocationsApproval_Apr2011.pdf
https://my.marianuniversity.edu/schools/soe/Documents/05D3_HLC_Online_20percent_Approval_Mar2012.pdf
https://my.marianuniversity.edu/schools/soe/Documents/05D4_NAEYC_Approval_2013.pdf


Standard 1: Candidate Knowledge, Skills, and Professional Dispositions  

Candidates preparing to work in schools as teachers or other school professionals know and demonstrate the 
content knowledge, pedagogical content knowledge and skills, pedagogical and professional knowledge and 
skills, and professional dispositions necessary to help all students learn. Assessments indicate that candidates 
meet professional, state, and institutional standards.  

1.1 Candidate Knowledge, Skills, and Professional Dispositions 

What do candidate assessment data tell the unit about candidates' meeting professional, state, and 
institutional standards and their impact on P-12 student learning? For programs not nationally/state 
reviewed, summarize data from key assessments and discuss these results.  

The candidate assessment data tells the unit that our candidates are meeting professional, state, and 
institutional standards and they are having a positive impact on P-12 student learning. The Unit strives 
to prepare initial and advanced candidates who are proficient in the state teaching, administrator 
and/or national technology standards. In order to collect data that gives us the appropriate evidence 
that our candidates are meeting these standards, we align our programs to these standards at the 
course level throughout their entire program. Department Chairs are responsible to do a curriculum 
map to ensure standards are appropriately covered, and we have candidates align the evidence placed 
in their portfolios with these standards as well. (Alignment Charts).  

We also align our programs to WI state content area guidelines where appropriate for initial licensure 
programs (Content Alignment Charts). As learning-centered individuals, candidates in both initial and 
advanced programs are expected to demonstrate the development of professional knowledge, skills, 
and dispositions under each of these standards. Candidates not only show the evidence but reflect on 
those standards throughout their program.  As described in Standard 2, the performance of candidates 
is systemically monitored at three key transition points in their programs, called program gates (Gates 
Chart).  This alignment allows us to constantly monitor candidates as they progress through the program 
and ensure they are meeting the standards. Data collected at these gates is not only used to assess 
students but is also used for program review.  

Gate requirements vary in different programs with the first gate requirements part of the formal 
admission process to the program. The second gate is met midway through the program and is marked 
with some key assessment(s); and the third gate is at the end of the program, prior to completion. The 
gate system is based on a continuous improvement plan that is guided by our Conceptual Framework, 
the Wisconsin State Teachers and Administrator Standards, state requirements, and other key 
assessments specifically aligned with not only the standards, but program learning outcomes. At each 
gate, teacher candidates are assessed to show that they know the subject matter that they plan to teach 
and can explain and demonstrate important principles and concepts delineated in the professional 
standards.  Assessment data is collected through the use of rubrics and support specialists enter this 
data into spreadsheets which currently serve as our data analysis system. Candidates at both the initial 
and advanced levels, build professional portfolios throughout the program. These portfolios contain key 
assessments, reflections, and student work samples. Faculty work with candidates as they are 
developing these artifacts while faculty advisers give candidates feedback when the portfolio is 
submitted for grading.  



The candidates' assessment data tells us that our candidates are meeting professional, state, and 
institutional standards. We do have a few candidates who have not reached the level of competency 
that we require; and our system allows us to catch them early, provide them with remediation as 
necessary or advise them out of the program if needed. Those students either change majors or 
graduate with a general education degree that does not qualify them for licensure. Looking at gate data 
has helped us to see whether a candidate is at the appropriate level and also whether we are 
introducing and reinforcing the appropriate knowledge, skills, and dispositions at each level. The 
strategic integration of standards (knowledge, skills, and dispositions), conceptual framework, and 
content area requirements with our courses, field experiences, and portfolios allows us to use the same 
assessment data for candidate assessment and for program review. 

As part of program reviews, we look at this data in hopes of seeing a continuous improvement of 
candidate performance. We have added another criterion of Exceeding to most rubrics so that we can 
continue to judge the quality of our programs. Where data shows there is a gap in what we expect and 
what the candidates are submitting, then adjustments are made to address the situation. Looking at the 
data over the past few years, we agree the gate system is working well for us and allowing us to 
intervene in a timely manner. We believe going forward that by using LiveText we will be able to be able 
to check this data more frequently; plus the chance for errors with handling the data will be lowered as 
it will not be entered several different times but will be entered right into the LiveText system via web-
based applications.  

Besides looking at data, all departments meet several times a month to talk about programs, curriculum, 
student issues, and ways to keep programs up-to-date and more effective. There is also a discussion of 
new state licensing standards and how they affect our programs. Faculty are expected to stay current by 
attending professional development opportunities, reading, belonging to professional organizations and 
conducting research and/or doing scholarly work.  Marian University's School of Education has adjusted 
programs to equip 21st century educators with the knowledge, skills and dispositions that they need to 
meet the needs of the 21st century learner who will enter into a world that looks different from the 
world we entered after graduation. The Unit is a leader on campus with the implementation of new 
technologies such as SmartBoards, iPads, Google Apps, and many Web 2.0 tools.  

All of our initial and advanced programs are reviewed annually by the State of Wisconsin Department of 
Public Instruction and a 5 year review was just successful completed in May of 2013. According to the 
explanation for this standard, a major summary of all our data from key assessments and a discussion of 
those results is not required here as all our programs are state (Wisconsin Department of Public 
Education- DPI) and nationally (North Central: Higher Learning Commission - HLC) reviewed; however, I 
have attached several summary reports that we do to demonstrate that we do keep current in this area. 
The approval letters from our 5 Year visit by DPI are attached, as well as approvals from the HLC for our 
online programs and outreach sites. 

1.2 Moving Toward Target or Continuous Improvement 

Please respond to 1.2.a if this is the standard on which the unit is moving to the target level. If it is not 
the standard on which you are moving to the target level, respond to 1.2.b. 

 



1.2.b Continuous Improvement  

 Summarize activities and changes based on data that have led to continuous improvement of 
candidate performance and program quality. 

 Discuss plans for sustaining and enhancing performance through continuous improvement as 
articulated in this standard. 

All Schools of Education in the State of Wisconsin have had to react to much new legislation in the state 
that has actually allowed us to strengthen our programs but also required a lot of work in a short period 
of time. Faculty attended several workshops offered by the state in preparation for new licensure 
requirements, such as edTPA, the new Foundations of Reading Test, and the Educator Effectiveness 
Project.  The Unit is very equipped to put these changes in place this fall so that they will be fully 
implemented by the time these new requirements will be put in place by the state. See the edTPA 
Implementation TimeLine for an example of this. Our reading specialist has attended several 
conferences and worked alongside other state educators to develop a plan to prepare our candidates 
for the new Reading Test and three of our faculty members have been involved for several years with 
the implementation plan for the Educator Effectiveness Project.  

Some other activities and changes based on an analysis of our data that have led to continuous 
improvement of candidate performance and program quality are as follows: 

After a more thorough analysis of all data we collect, it was concluded that we might actually be 
collecting too much data; and we have decided to fine tune our assessment data system to ensure we 
are not just collecting data for the sake of collecting data but that we are only collecting the data that 
allows us to make more informed decisions about the progress of our candidates and the effectiveness 
of our programs. It was decided that some additional data should be collected on some key embedded 
assessments throughout the program that we can tie into the gate system we already have in place. 
Faculty met and discussed some key assessment pieces within their programs that proved to be 
predictors of success in multiple areas. This change requires that instead of many artifacts uploaded at 
the end of the program, candidates would collect 6-8 key assessments developed throughout the 
program that demonstrate proficiency in all areas.  While assessment is always a process of reasoning 
from evidence, we want to make sure that we are having students collect the right evidence. Previously 
our results only estimated and did not always necessarily align with what they learned in our program. 
This new process provides a richer and more coherent set of assessment practices that build on our 
successful Gate System by adding common key assessments. We started this work in 2011 and using 
regular meetings throughout the year and May retreats; this set the stage for significant work on 
revising program missions, goals and student learning outcomes. Embedded assessments were 
identified, aligned with standards and program learning outcomes, and housed in LiveText so we can 
now run reports and use them to analyze the status of all academic programs, student status and better 
pin-point areas where improvements can be made. Other key gate data, such as field experiences, test 
scores, grade point averages and program entrance and exit exams will continue to be measured as in 
the past. This has been a two year project and the plan is being put in place in Fall 2013. 

When NCATE was here in 2008, we had an assessment team that crossed all departments. We spent a 
lot of time explaining to each other what we were measuring and why and then analyzing the data. Over 



the years it made more sense to have assessment teams within their own departments that then 
assessment findings were reported out to the Dean through their department chairs. The Department 
Chairs meet with the Dean on a bi-weekly basis in Administrative Team Meetings and a part of each 
meeting is a discussion of what our assessments are telling us about candidate learning. This has proved 
to be a successful change as assessment systems are so tied to curriculum that these discussion needed 
to begin at the department level first where cause and effect is more easily identified and then brought 
to the Unit level after the initial analysis is done. The Administrative Team still oversees the assessment 
process to ensure that it is working well across the entire unit. However, each department either has its 
own assessment committee as well. Individual assessment committees analyze and discuss areas of 
concern within their own department and then reporting out to the School via their Department chairs 
and at also at monthly School of Education meetings and assures that all Departments/Programs are 
following the Assessment Plan.   

Along with the extensive discussions on assessment, the assessment chart was updated and revisions 
were also made to our School of Education Policies and Procedures to align with those changes.  

The Unit's Conceptual Framework remained the same; however, an audit of course learning objectives 
occurred to make sure the objectives were still aligned with the Wisconsin Standards and the 
Conceptual Framework. Charts pulled from syllabi that demonstrate how learning outcomes are met 
and measured and aligned to both the conceptual framework and appropriate standards. This is done 
on an annual basis; however, during the process last year it was discussed how we might also align to 
National Technology Standards.  

Educational Technology Department already had their program and course objectives aligned to the 
NETS T - National Educational Technology Teacher standards but felt it would be even more beneficial to 
align their program and course objectives to the NETs C – National Educational Technology Coaching 
Standards. 

Another change made by looking at data brought to the Administrative team meeting was to realign all 
our rubrics of key assessment across programs to fit a standard scale. We decided on a scale that would 
allow for candidates to grow across time and also excel even beyond what is expected of them. 

Leadership Studies Department, after reevaluating their portfolio and courses aligned with the 
Wisconsin Administrative standards, is also seeing how their programs are aligned with the Interstate 
School Leaders Licensure Consortium (ISLLC) Standards. Such an alignment could help strengthen 
preparation programs in school leadership.  

The Teacher Education Department is doing a major revision of curriculum to ensure that edTPA 
requirements are interwoven throughout their program – starting at Gate 1 and culminating with the 
video tapping during their clinical experiences. An edTPA Implementation plan was put in place to 
assure that sophomores entering our program are familiar with this new system as it will go into effect 
when they graduate. The faculty has already begun the process of videotaping candidates so they 
become familiar with this type of teaching critique.  



The Teacher Education Department is also revising its curriculum to meet new reading test 
requirements. 

It was recommended that all areas – teacher education and leadership - look at the NETs Standards and 
focus on ways to better integrate technology into their courses. During the 2013-2014 academic year 
NETs standards will be added to all course syllabi to ensure that we do not have any gaps in this vital 
area as well. 

The 3 Gate System of Evaluation was discussed, and it was decided to keep it in place as it has been very 
successful but there would also be key embedded assessments in specific courses throughout the 
program added that would then be part of the candidate's portfolio.   

Another change that we made based on the analysis of data was that we have remediated several 
candidates at several different points in their progression through our program. We would hope that 
when a candidate undergoes remediation at one gate he/she would not to be remediated again at the 
next gate. This has caused us to determine early on as to how many chances we give a candidate to 
succeed. Due to this discussion and analysis of the data, we have decided that a candidate will only have 
one chance to retake a field experience. If they fail the second attempt, they are automatically 
withdrawn from the education program. In the past we allowed them to retake it until they passed. If 
they failed the second time we advised them out, but it was not an automatic withdrawal.  

We have also noted that one or two students not meeting standards may not necessarily mean the 
program is failing them but that they are failing to meet the expectations of the program. Because of 
this, we have tightened our entry requirements and stop giving waivers to 10% of students as allowed 
by the state.  The data has shown that those who receive waivers from entrance tests are more likely to 
have trouble getting through a gate later on in the program. 

It should be noted that if more than one or two isolated candidates are having trouble meeting a 
standard or skill set in a specific area that we may have to make an adjustment to the program. Most of 
the data that has indicated a problem area seemed to indicate no that a standard wasn't covered but 
perhaps that it just was not covered early enough in the program. An example of this was moving the 
multicultural class earlier in the program so the students have more background knowledge prior to 
their field experiences. Another example, most candidates were resubmitting portfolios due to lack of 
meeting the requirements in the area of lesson plans/unit plans. Further examination and discussion 
with students showed us they lacked an understanding of the difference between a lesson and a unit 
plan. This was taught, but is now addressed earlier in the program and reinforced throughout using a 
standard Marian University Lesson Plan template and faculty give examples of how that lesson fits into a 
Unit of Study.  

Many revisions in our programs in recent years are a result of evaluation of data, filling gaps revealed by 
curriculum maps as well as many new legislated changes, such as edTPA, Foundations of Reading Test 
and Teacher Effectiveness. 

1.3 Areas for Improvement Cited in the Action Report from the Previous Accreditation Review – N/A 



1.4 Exhibits for Standard 1 
 
14A1 DPI 5 Year Approval Letters 

14B1 IPEDS Data Report 2010 

14B2 IPEDS Data Report 2011 

14B3 IPEDS Data Report 2012 

14B4 Title II 2008-09.pdf 

14B5 Title II 2009-10 

14B6 Title II 2010-11 

14C1 KSD Alignment LS 

14C2 Content Alignment Dir. Special Ed Pupil Services 

14C3 Content Alignment Dir. Of Instruction 

14C4 Content Alignment Principal 

14C5 Content Alignment School Business Admin. 

14C6 Content Alignment Superintendent 

14C7 Content Alignment DIAL 

14C8 Content Alignment EC 
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Standard 2: Assessment System and Unit Evaluation  

The unit has an assessment system that collects and analyzes data on the applicant qualifications, the 
candidate and graduate performance, and unit operations to evaluate and improve the unit and its 
programs.   

2.1 Assessment System and Unit Evaluation 

How does the unit use its assessment system to improve candidate performance, program quality and 
unit operations?  

The Unit has developed an assessment system that reflects the conceptual framework and professional 
standards for each of its programs.  A systematic approach to assessment makes it possible to evaluate 
the alignment of curriculum, instruction, and assessment; the effectiveness of courses, field 
experiences, and programs; and candidates' attainment of knowledge, skills and dispositions that impact 
student learning and promote effective school leadership.  The foundation of the unit assessment 
system has been in place at Marian University for many years, as a result of faculty, staff, candidates, 
and the broader community's workgroup that helped to create quality preparation programs for 
educators, as well as quality educational experiences for PK-12 students. Throughout the years we have 
fine-tuned the system based on feedback from candidates, faculty, and community partners who 
provide the setting for our field and clinical experiences. 

The primary purpose of the assessment system is to evaluate and improve academic programs and 
services, candidate outcomes, and unit operations. In order to ensure that the programs, candidates, 
and graduates meet the highest standards, the unit has developed an assessment plan designed to 
collect data on the performance of applicants, candidates, graduates and the unit itself at 3 key gates 
and throughout the program. 

Initial Candidates 

Assessments are used to determine admission to, continuation in, and completion of programs as 
predictors of candidate success.  Decisions about candidate performance are based on multiple 
assessments made at each of these key transition points called Gates. The Department of Teacher 
Education houses all initial teacher preparation programs:  Early Childhood/Elementary, 
Elementary/Middle, Middle/Secondary, and PK-12. 

In the traditional program, successful completion of the first field experience, EDU 010, is an essential 
component for admission to a teacher education program. For admission to the School of Education 
traditional candidates present a portfolio that includes the EDU 010 field experience evaluation by a PK-
12 educator, as well as initial evidence of the candidate's ability to demonstrate knowledge, skills, and 
dispositions required by professional standards. Traditional undergraduate candidates must also pass 3 
subtests on Praxis I to enter the program. Candidates may enter on probation for 1 semester with 
passing scores for 2 out of 3 subtests on Praxis I, if all other requirements are met. 

Candidates in the Alternative Teacher Certification (TCH) program apply at the beginning of their 
program, and then are monitored at the completion of the first 12 credits. Alternative certification 



candidates (post-baccalaureate licensure) may enter on probation for 1 semester to complete a 
prerequisite course or demonstrate competence through course work if the GPA from the bachelor's 
degree was below 2.75, and have one semester to pass all required sections of Praxis I. Program faculty 
review all candidate materials and make recommendations for admission to the department chair 
during departmental discussions of academic standing.   

As all initial candidates advance through course work and field experiences between Gate 1 and Gate 2, 
the GPA, dispositions, and successful completion of field experiences and all courses in the major and 
minor continue to be monitored.  Faculty, field supervisors, and PK-12 faculty evaluate candidate 
progress in field experiences as evidenced by the completion of Observed Lesson Artifacts and the final 
evaluation of all field experiences.  

For admission to clinical practice, candidates present a portfolio that provides evidence that they have 
developed content knowledge, as well as pedagogical and professional knowledge, skills, and 
dispositions to enter 18 weeks of full-time teaching experiences. Portfolios are evaluated by faculty 
using a faculty-developed rubric aligned to professional standards and the conceptual framework. In 
addition to the portfolio, candidates must have attained a 3.0 GPA and passed the appropriate Praxis II 
content examination.  Data are reviewed each semester by faculty and the Director of Field Experiences.  
Observations of and concerns about candidate progress are discussed at Department meetings. 

During Clinical Practice each candidate completes 2 supervised placements, depending upon their 
area(s) of license.  Candidates must attain a B or better and an overall 3 (meets expectations) or higher 
on the final evaluation for each placement during Clinical Practice.  As a part of the requirements for 
clinical practice, candidates prepare a teacher work sample (a unit of instruction or 2 focused artifacts) 
to document their ability to apply knowledge, skills, and dispositions in the content of full-time teaching, 
as well as show evidence of their positive impact on student learning.   

The work sample forms the heart of the Clinical Practice Portfolio, the final documentation of 
candidates' development as a beginning teacher.  This will soon be replaced with the new edTPA, a pre-
service assessment process designed by educators to answer the essential question: "Is a new teacher 
ready for the job?" edTPA includes a review of a teacher candidate's authentic teaching materials as the 
culmination of a teaching and learning process that documents and demonstrates each candidate's 
ability to effectively teach his/her subject matter to all students. This new assessment will be required 
by the state for program completers after 8-31-2015 and will replace our current Clinical Practice 
portfolio.   

Advanced Candidates 

The unit offers master's degrees that lead to additional areas of license and a post graduate program 
that provides a Superintendent's license.  The Department of Leadership Studies offers master's 
degrees, as well as an add-on license for Principal, Director of Instruction, Director of Special 
Education/Pupil Services, and School Business Manager.  A superintendent's license may be pursued as 
licensure only with an option to complete the Ph.D. program.  The Teacher Education Department offers 
master's degrees that provide advanced study for experienced teachers and offers additional licensure 



in alternative education and special education.  The special education program is new and has not gone 
through a full assessment cycle yet. 

At the advanced level, assessments are used to determine admission to, continuation in, and completion 
of programs as predictors of continued candidate success.  Decisions about candidate performance are 
based on multiple assessments at multiple decision points. Advanced candidates are assessed formally 
at admission to the unit and the department in which they wish to study (Gate 1), at an appropriate 
transition point in their program of study (Gate 2), and at program completion (Gate 3).  In addition, 
advanced candidates in Leadership Studies programs have a practicum required for licensure that is 
monitored for successful completion, and candidates in the new Special Education program will be 
required to complete two field experiences and a clinical experience with an experienced special 
education teacher.   

Student Concerns Data Base 

The unit maintains a record of formal candidate concerns/complaints and documentation of their 
resolution. The Department Chairs and Dean have primary responsibility for maintaining the currency of 
the data base.  In addition, the unit maintains a data base of faculty concerns regarding professional 
dispositions of candidates.  

Course Evaluations 

Candidates are routinely provided the opportunity to evaluate faculty and courses (see Standard 5).  All 
courses taught by non-tenured and adjunct faculty are evaluated.  Tenured faculty select which courses 
will be evaluated each year; however, department chairs can request all courses be evaluated even for 
tenured faculty. Faculty use course evaluations to set goals to improve the effectiveness of their 
instruction. Competence in teaching receives primary emphasis in promotion and tenure procedures. 
Faculty course evaluations are reviewed by Department Chairs, the Unit's Peer Review Committee and 
the University Promotion and Tenure bodies as appropriate.  

Alumni Follow-up and Employer Surveys 

In years 1 and 3 following program completion, alumni received a mailed survey with stamped return 
envelope; however, we had a poor return rate. We moved to electronic surveys in hopes of getting a 
greater return rate. Neither delivery system has allowed us to get a large enough sample to be totally 
reliable; however, surveys returned indicate alumni are happy with the experiences and education they 
have received at Marian and likewise are their employers.  More informal feedback comes from 
administrators and the teachers themselves as we work with them on field and clinical placements or 
during professional development opportunities.  

Teacher Competency Test Results  

Candidates in initial programs are required to demonstrate basic skills and content knowledge with 
passing scores on Praxis I and II as required by the Wisconsin Department of Public Instruction.  The data 
are reviewed for individual candidates at Gate 1, Admission to Teacher Education and Gate 2, Admission 



to Clinical Practice.  Aggregated scores, reported annually by ETS are reviewed by Teacher Education 
faculty for trends in subtests. 

Annual Faculty Evaluations 

At the beginning of the year, faculty evaluate their goals for the previous academic year and set new 
goals that address the 3 areas of:  Teaching, Scholarship and Service.  Faculty discuss their goals with 
their Department Chair or Dean, who make recommendations for growth and serve as mentors. Faculty 
build portfolios demonstrating their proficiency in teaching, scholarship and service, which are reviewed 
by peers, chairs and the dean. 

2.2 Moving Toward Target or Continuous Improvement 

Please respond to 2.2.a if this is the standard on which the unit is moving to the target level. If it is not 
the standard on which you are moving to the target level, respond to 2.2.b. 

2.2.a Standard on which the unit is moving to the target level  

 Describe areas of the standard at which the unit is currently performing at the target level for 
each element of the standard.  

 Summarize activities and their impact on candidate performance and program quality that have 
led to target level performance.  

 Discuss plans and timelines for attaining and/or sustaining target level performance as 
articulated in this standard.  

The unit has an assessment system that collects and analyzes data on applicant qualifications, candidate 
and graduate performance, and unit operations to evaluate and improve the performance of 
candidates, the unit, and its programs. 

THE ASSESSMENT SYSTEM 

The School of Education has developed an assessment system that reflects the conceptual framework 
and professional standards and gathers data at three different gates.  A systematic approach to 
assessment makes it possible to evaluate the alignment of curriculum, instruction, and assessment; the 
effectiveness of courses, field experiences, and programs; and candidates' attainment of knowledge, 
skills and dispositions that impact student learning and effective school leadership.  The foundation of 
the unit assessment system has been in place for many years, as a result of the ways that faculty, staff, 
candidates, and the broader community interacted to create quality preparation programs for 
educators, as well as quality educational experiences for PK-12 students. The Unit has however chosen 
this standard as our choice for achieving compliance at the "target" level.  

In order to ensure that the unit's programs, candidates, and graduates meet the highest standards, the 
School of Education has developed an assessment plan designed to collect data on the performance of 
applicants, candidates, graduates and the unit itself. The assessment of candidates is guided by the 
mission, vision, and core values of Marian University, the unit's conceptual framework, as well as 
professional standards for teachers and administrators. Members of the unit are responsible for 
overseeing the assessment of candidates, ensuring that each candidate meets professional standards, 



and interpreting and using assessment data to improve unit operations and program quality.  Faculty 
also consult regularly with other University personnel who are involved in teacher preparation and also 
with a number of public and private school educators through several advisory councils and PK-12 
partnerships (Committee for Student Learning, Professional Education Advisory Council, Institute of 
Professional Development, Greater Milwaukee Catholic Education Consortium).  

Analysis of candidate performance leads to ongoing examination of program organization and content, 
candidate quality, and the quality of performance measures that are used by each program. Each 
program in the unit has clearly defined points for monitoring candidate quality and progress.  The 
criteria and data collected at each gate is constantly re-evaluated in light of the implementation of PI-34 
and the passage of new state legislature. Candidates in each program in the School of Education move 
through a series of gates, or monitoring points, in their program of study.  These gates are similar but 
have some differences in each program. Once candidates are determined to be eligible for admission to 
a program of study, they pass through Gate One. Faculty continue to routinely gather assessment data 
on candidate performance.  The unit is focused on developing learning-centered educators who practice 
professional values and ethics, have a strong fund of knowledge, use reflection to grow and change, 
collaborate with others to enrich learning, and are accountable for the growth and learning of all 
students.  Gate Two is halfway through the program and usually tied with a significant course or field 
experience at each level. Gate Three data is collected as the candidate completes the program just prior 
to graduation.  

The unit has taken effectives steps to eliminate bias by having multiple reviewers on key assessments. 
All departments and programs meet at least once every month and oftentimes two or three times a 
month to assure that they are following the established fair and accurate procedures of their program 
and the unit. The Unit meets as a whole on a monthly basis to ensure that unit operations are also being 
consistently followed and all stake-holders are aware of program initiatives and candidate progress. 
Department and Unit meetings have provided valuable feedback as to how we can strengthen this area 
as we have chosen this standard to move towards target in, knowing that we can make improvements in 
this area.  

DATA COLLECTION, ANALYSIS, AND EVALUATION 

The unit maintains its assessment system through the use of information technologies. Marian 
University utilizes Power Campus and the School of Education uses Microsoft Access and Excel as 
sources of data storage and retrieval.  Support Staff are trained in the use of these technologies.  While 
too much of this data is still hand entered into these systems, the unit has already become more 
efficient in the use of PowerCampus to run reports and is implementing LiveText as a Unit Assessment 
System that can be used by all programs to more systematically enter data from the field directly into 
our databases. 

Data is collected from applicants and candidates throughout their educational journey with significant 
data collected at three specific gates; prior to admission, midway through the program, and at 
completion of the program. Surveys are also sent to alumni and their employers. Faculty are evaluated 
after every course and also undergo an annual review by their Department Chair and Dean. Peer reviews 
are also done on an annual basis for faculty, with tenured faculty undergoing a peer review every third 



year. Our school is currently involved with multiple in-services, grants and professional development 
opportunities that allow us to get direct feedback from the professional community as well.  

Each Department and the Unit has support specialists that are trained in the technologies used to collect 
and compile data. Department Chairs analyze the data and with input from the faculty use that data to 
advise particular candidates and/or make programmatic changes. The Dean oversees the Unit and the 
Assessment Committee made up of the Department Chairs and the Dean. Department Chairs report on 
the status of their departments' assessment findings and propose changes to departments, programs, 
and the entire unit as needed. The official policies and procedures for the Unit are also updated as 
needed to reflect these changes.  

The unit disaggregates data on programs that are delivered online. All online or off campus courses are 
taught with the same syllabi, course objectives, student learning outcomes, and assessments aligned to 
standards and our conceptual framework. We have noticed no difference in the high quality of our 
programs whether they are online or in the traditional setting and have recently passed a positive 
evaluation of both our online programs and the courses taught at our outreach sites by the Higher 
Learning Commission.  

The Unit has a policy to handle candidate complaints. If the issue arises from a course, candidates are 
advised to talk directly with the faculty member first. If there is no resolution they are told to speak with 
the Program Director or Department Chair. If there still is no resolution the incident is reported to the 
Dean. The Dean keeps a record of all complaints that come to the Unit level and also documents the 
resolution. Department Chairs and Program Directors also keep track of formal candidate complaints 
that are resolved at their level; however they are not required to report them to the Dean unless there 
is a reason that they feel compelled to do so or if there is no resolution that the two parties can agree 
to. Bi-weekly administrative meetings are held with the Dean and Department Chairs where issues and 
concerns can be addressed in a collaborative setting or it may be more appropriate to handle them with 
a one on one meeting with the Dean. This process seems to work well as the Vice President of Academic 
Affairs recently reported to the Dean that he rarely hears any complaints or concerns from students 
about the School of Education.  

While we use PowerCampus more effectively than ever before, it has been determined that many of the 
Gate Assessments stored in various excel spreadsheets could be more easily managed if we moved to a 
system that all Departments could use for both candidate assessments, program review, and faculty 
advancement and tenure purposes. The Unit is currently setting up this system in LiveText and several 
programs are piloting it as I write this report. All Departments will be up using the system by Fall 2013. 
This is a step we have already taken, knowing we want to move to target in this standard. 

USE OF DATA FOR PROGRAM IMPROVEMENT 

Data is systematically collected and used to analyze candidate performance, graduation rates, and the 
efficacy of our courses, programs and clinical experiences. The system used to collect the data is 
cumbersome due to rubrics having to be manually entered into the system however the data collected 
has helped us guide and improve our programs. Department Chairs with the help of their support 
specialist are able to access and then analyze the data with the faculty members in each Department 



and the Assessment Committee. The Wisconsin Department of Public Instruction has also moved to an 
annual review of the data, starting with the last Five Year Continuous Review Process which we 
successfully completed in May of 2013.  

The initial candidate performance assessment is completed by university supervisors as well as the 
cooperating teachers.  The performance assessment evaluates candidates regarding how well they 
exhibit professional behavior, their ability to interact with students and demonstrate concern and 
interest in them as individuals, their ability to plan meaningful and relevant lessons, content of the 
lesson with regard to accuracy, relevancy, and appropriateness to the grade level, use of appropriate 
teaching strategies, assessing student learning, reflecting on their own performance, motivating and 
engaging students in the learning process, as aligned to the knowledge, skills, and dispositions of a 
professional educator.   

Course evaluations are analyzed and individual faculty members are coached if there are areas of need. 
New faculty have School of Education mentors to introduce them to our policies and procedures specific 
to our Unit and University Guides who help them become familiar with the functions of other Schools. 
We take teaching evaluations seriously and they are reviewed by program directors, department chairs, 
the dean, peer review committees and the University Promotion and Tenure Committee. If any faculty 
member is found to be performing below expectations, an improvement plan is implemented. Student 
evaluations and data analysis is also used to improve programs.  

Faculty members are actively involved in the assessing of our candidates and serve as portfolio readers, 
reviewers, advisors and mentors. They use rubrics to generate much of the data we collect. Once the 
data is compiled, the raw data is kept by the support specialist and each faculty member has access to 
that data. The Department Chair is responsible to put the data into meaningful tables for assessment by 
faculty. This data can them more readily be used to improve programs. When we transition to the new 
LiveText system, faculty as well as Department Chairs, Directors, and the Dean will have easy access to 
generate reports on a timelier basis through the new system.  

Faculty meet regularly with candidates both face to face, via email, and telephone conversations. Many 
of our key assessment areas require several meetings with between candidates and faculty, especially if 
they have to resubmit work or improve on one or more standards. Reflection is a key component to all 
our programs as candidates reflect on their own learning throughout their entire experience and faculty 
also reflect on their progress in the areas of teaching, scholarship and service. Department Chairs also 
share data with faculty and reflect on ways they can improve their programs and candidate 
performance.   

During 2011-2012, a survey of the state of the unit's assessment system was undertaken by the Dean 
and Department Chairs. It was during that time that it was determined that while departments in the 
school of education were collecting appropriate data at various gates, the systems in place did not allow 
for timely compiling and analysis of that data for program review. It was also determined that over time 
each Department had developed their own procedures for collecting data using various rubrics and then 
had their support specialists enter the data into excel spreadsheets and/or various database programs. 
Some of the data is also captured in the University database system (Power Campus) and various reports 
are run from that system, particularly GPA reports. It was determined that it was very time consuming 



for support specialists to transfer data into these systems from multiple rubrics and other paper based 
assessment systems. It was then decided that the School would move to a school-wide database system 
that would be compatible with all departments/programs needs and allow us to analyze and distribute 
data reports to faculty on a more regular basis.  

Major assessment initiatives for the 2012-2013 academic year included the following: 

 Analyze different assessment systems to compile, aggregate, and disaggregate program and unit 
data on key common assessments for initial and advanced professional education programs; 
Systems reviewed – Task Stream, Live Text, Moodle, Elumen, and TK20. Live Text was chosen. 

 Began plans to revise candidate portfolios for all programs and as an authentic assessment tool 
for both program and unit evaluation. An implementation plan was executed using Live Text for 
both data collection at all the Gates in each program and also as a an electronic portfolio system 
for both candidates and faculty;   

 Examined the possibility of buying the Field Experience Module for Live Text to help gather data 
related to field experience and ensuring that candidate field placements are of the highest 
possible quality; Field Experience Module was purchased. 

 Electronic portfolio templates were designed and by fall 2012 and spring 2013 several 
candidates and faculty were piloting their use. All remaining programs will start using the new 
system in Fall 2013 

It is expected that it will take until 2014-2015 for all current candidates to be out of the old system and 
all candidates in the new LiveText system, with many program expecting to complete the transition 
before Fall 2014. New assessments and rubrics will be used by all candidates starting Fall 2013 but we 
will have a dual collection system until all candidates are moved from their current systems into 
LiveText.  

2.3 Areas for Improvement Cited in the Action Report from the Previous Accreditation Review – N/A 

2.4 Exhibits for Standard 2 
 
24A1 Unit Assessment System 

24A2 Admission Criteria 

24B1 Admission Criteria Data 

24C2 Policy to Ensure Fairness 

24D1 Unit Assessment System 

24E1 Complaints Policy 

24F1 Status Summary Report 

 

  

https://my.marianuniversity.edu/schools/soe/Documents/24A1_UnitAssessmentSystem.pdf
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https://my.marianuniversity.edu/schools/soe/Documents/24B2_AdmissionCriteriaData.pdf
https://my.marianuniversity.edu/schools/soe/Documents/24C1_PolicytoEnsureFairness.pdf
https://my.marianuniversity.edu/schools/soe/Documents/24D1_UnitAssessmentSystem.pdf
https://my.marianuniversity.edu/schools/soe/Documents/24E1_ComplaintsPolicy.pdf
https://my.marianuniversity.edu/schools/soe/Documents/24G1_Status_Summary_Report.pdf


Standard 3: Field Experiences and Clinical Practice  

The unit and its school partners design, implement, and evaluate field experiences and clinical practice so 
that teacher candidates and other school professionals develop and demonstrate the knowledge, skills, and 
professional dispositions necessary to help all students learn.  

3.1 Field Experiences and Clinical Practice 

How does the unit work with the school partners to deliver field experiences and clinical practice to 
enable candidates to develop the knowledge, skills, and professional dispositions to help all students 
learn?  

The unit and its school partners jointly determine the specific placement of student teachers and interns 
for other professional roles to provide appropriate learning experiences.  The Director of Field 
Experiences works with either the Director of Human Resources or the Director of Instruction in most 
school districts to identify high quality placements for initial teacher candidates.  In smaller districts 
individual school principals are the point of contact.  The Director of Field Experiences works with 
personnel from the surrounding districts to discuss the various levels of field experiences, expectations 
of candidates at each level, and responsibilities of cooperating teachers.  Our Director of Field 
Experiences works closely with school personnel to develop a shared understanding of the Marian 
University content and organization of programs.  Cooperating teachers are required to take a 
professional development course offered by our Director of Field Experiences to ensure that they 
understand the requirements and responsibilities of mentoring our clinical students and all current and 
new state requirements. For candidates seeking a license as an administrator, the Director Field 
Experiences works with a full-time faculty member in the Leadership Studies Department who has held 
such administrative positions in the past. They in turn work with candidates and a cooperating 
administrator in the candidate's school district who has appropriate experiential background to guide 
the candidate's practicum experience.   

Faculty in the Teacher Education and Leadership Studies Departments work closely with field 
supervisors to evaluate the content of field experiences and collaborate with cooperating teachers and 
administrators.  Meetings are held annually to reaffirm understandings and consider revisions in content 
and procedures especially in the light of recent changes in educational policies and procedures for 
licensure, such as the edTPA. The Director of Field Experiences and university supervisors working with 
our candidates and the cooperating teachers and administrators are the vehicle for maintaining open 
lines of communication. Feedback from cooperating teachers and administrators is also communicated 
to faculty through the university supervisors and the evaluations of candidates.  Supervisors and faculty 
work closely to ensure that program expectations are consistent with professional standards.   

Design of Field Experiences and Clinical Practice 

Professional standards that guide field experiences and clinical practice are also aligned with the unit's 
conceptual framework. The learning-centered framework emphasizes educators who demonstrate the 
values and ethics of professionals, who continue to acquire knowledge for an ever-changing profession, 
who engage in self-evaluation and reflection to enhance their learning and education practice, who 
collaborate with others on behalf of students, and who are accountable for the learning of all students.  



Field experiences and clinical practice help candidates develop knowledge, skills, and dispositions in the 
standards and all domains of the conceptual framework.   

Number and Types of Experiences 

The field experience and clinical practice program for initial candidates provide the opportunity for 
candidates to apply content knowledge, as well as professional knowledge, skills, and dispositions, in a 
variety of public and parochial school settings.  Candidates in traditional programs complete four field 
experiences with a minimum 25 hours each. Candidates in the post-baccalaureate Alternative Teacher 
Certification (TCH) program complete two field experiences of 20 hours each.  In addition to time 
devoted to field experiences, candidates have opportunities during coursework to build contextually-
situated understandings of theory and practice, as well as to make practical applications of course 
content.  A chart that provides an overview of the total number of hours in PK-12 settings for initial 
candidates in each program is attached below. 

Candidates for other professional roles also complete a contextualized experience that enables them to 
apply knowledge and dispositions from coursework to the development of the skills of beginning 
administrators.  Each practicum experience provides opportunities for candidates to participate in and 
occasionally lead activities directly related to the license they seek. All candidates for an initial 
administrator's license complete a practicum experience of a minimum of 120 hours, while candidates 
for a superintendent's license complete a minimum of 180 hours.  The practicum experience is required 
for licensure as an administrator in the state of Wisconsin.  

Implementation of Field Experiences and Clinical Practice 

Field Experiences for initial candidates begin early in the teacher education program.  Candidates must 
pass a field experience in order to move to the next level of courses and the next field experience. If a 
candidate is unsuccessful in a field experience, the course may be repeated one time. Each field 
experience, as well as clinical practice, is supported by a seminar that focuses on developing a deeper 
understanding of 2-3 professional standards.  Candidates set personal goals for the standards on which 
they will focus during the field experience. Goal-setting is discussed first with the Marian University 
supervisor, then with the cooperating teacher who will provide support in the implementation of the 
standards-based goals. Candidates engage in self-evaluation of goals at midterm and at the end of the 
experience to evaluate their progress toward the development of the knowledge, skills, and dispositions 
delineated in the professional standards. The content of the field experience seminars also addresses 
other Wisconsin DPI requirements such as conflict resolution and school safety seminars. 

Clinical practice is also supported by seminars that provide interactive opportunities with peers and 
supervisors.  Content of the seminars address such topics as professional ethics, mandatory reporting, 
Professional Development Plans, teachers' unions, resumes, credentialing, and preparing for job 
interviews. During seminars, candidates have the opportunity to discuss issues with peers and 
supervisors and get feedback on their knowledge and dispositions. Alumni of our programs are also 
guest speakers. 



During field experiences and clinical practice, university supervisors make scheduled visits for formal 
observations, discuss candidates' progress with cooperating teachers, and review candidates' progress. 
Cooperating teachers provide evaluative feedback to candidates informally, as well as formally in 
midterm and final evaluations. Throughout each field experience, candidates keep a journal reflecting 
on their experiences and summarize all experiences into a final reflection paper.  As discussed in 
Standard 1, candidates also develop Observed Lesson Artifacts and teacher work samples that focuses 
candidates' attention on the impact of their teaching on student learning. Data presented in the final 
section of this standard (Impact on Student Learning) documents that candidates demonstrate growth 
over time in their ability to analyze the impact of their teaching on student learning.   

Seminars for administrative candidates provide a time for dialogue with peers and supervisors to reflect 
on progress toward goals.  Each candidate identifies a focus area for study during the practicum, in 
addition to the required time for key areas in performing the licensure role. Each candidate makes a 
contract for completing practicum activities. Two seminars during a semester provide opportunities for 
candidates and university supervisors to discuss areas of interest or concern and for candidates to get 
feedback on experiences and progress. During the practicum university supervisors make two visits to 
observe each candidate in their setting and review progress toward completing practicum expectations. 
The artifacts that are developed during the practicum become part of the online portfolio and are 
evaluated by program faculty.   

3.2 Moving Toward Target or Continuous Improvement 
Please respond to 3.2.a if this is the standard on which the unit is moving to the target level. If it is not 
the standard on which you are moving to the target level, respond to 3.2.b. 

3.2.b  Continuous Improvement  

 Summarize activities and changes based on data that have led to continuous improvement of 
candidate performance and program quality. 

 Discuss plans for sustaining and enhancing performance through continuous improvement as 
articulated in this standard. 

Evaluation of Field Experiences and Clinical Practice 

Final evaluations of initial candidates by clinical faculty document that field experiences and clinical 
practice are sufficiently extensive and intensive for candidates to develop and demonstrate proficiency 
in the professional roles for which they are preparing.  In initial candidates' first field experience, ratings 
of 1 (Beginning to Develop toward Expectations of a Beginning Teacher) are expected.  By their final field 
experience consistent ratings of 2 (Developing Toward Expectations of a Beginning Teacher) are 
expected. Evidence listed below shows data gathered that informs us that they are prepared for clinical 
practice. By the completion of clinical practice, candidates are expected to meet expectations of 
beginning teachers (rating of 3).  Evaluations by cooperating teachers indicate that candidates in each 
program meet or exceed the knowledge, skills, and dispositions articulated in professional standards. All 
candidates are in at least two placements during this clinical experience.   

Practicum for other school personnel occurs after the majority of program coursework has been 
successfully completed (24 credits).  The experience requires between 120 and 180 hours of experiences 



in the role and functions of a new area of license.  The practicum is sufficiently extensive and intensive 
for candidates to demonstrate proficiencies in the professional roles for which they are preparing.  
Practicum experiences are used to develop standards-based artifacts that are placed into the online 
portfolio and evaluated by faculty.  Evaluations of those artifacts show that candidates are at least 
developing (rating of 2) in each standard expected of administrators.  Evidence below provides 
aggregated scores for the components of each standard in the administrative portfolio. 

A major change made was to increase the number of face to face seminars that accompany field 
experiences and to increase the number of observations made during their final field experience just 
prior to their clinical experience. This decision was made based on a number of students who have not 
done well on their videotaped observed lesson, and we feel they may need more opportunities to be 
reviewed by their faculty advisor prior to the videotaped lesson. Also, with the new edTPA, we are going 
to have to start videotaping earlier so students will get accustomed to the process. Additional seminars 
were added to ensure that new topics are covered as state laws and federal policy continues to change. 

Throughout clinical practice placements, cooperating teachers and university supervisors provide 
regular and continuing support for initial candidates through observation, conferencing, group 
discussion, email, and the use of other technology.  Initial candidates maintain an interactive journal 
with their cooperating teachers which provides for ongoing dialogue and opportunities for reflection.  
University supervisors make 6 formal observations with post-conferences.  Initial candidates are also in 
contact with their faculty advisor who provides feedback during the process of developing the teacher 
work sample portion of the portfolio.  

Evidence has shown that we have a great core group of cooperating teachers and university supervisors 
working with our candidates; however, we are looking for ways to expand free professional 
development in the way of tuition remission for these cooperating teachers and university supervisors. 
Our University Faculty Development Committee has proposed an "Excellence in Teaching Facility" that 
will be available for full-time and adjunct faculty as well as those K-12 teachers and administrators who 
work with our candidates. This will be a place for faculty to meet and share research and best practices 
with each other.  This is in the planning stages; however, it has been developed to the point where grant 
money has been applied for to help finance it.  

During the Practicum 

Candidates for other professional school roles receive support from a cooperating administrator and a 
university supervisor. Cooperating administrators are typically employed in the same school or district 
as the candidate. University supervisors make two on-site visits during the practicum, check the 
practicum log and provide feedback on progress.  Supervisors maintain email contact with both 
candidates and cooperating teachers/administrators.  In addition to candidates being evaluated by 
experienced educators at the completion of each field experience or clinical practice setting, each 
candidate also evaluates the quality of mentoring and feedback provided by the cooperating teacher 
and university supervisor.  The Director of Field Experiences reviews these evaluations for confirmation 
that clinical faculty are providing high quality support to initial candidates. We are currently building 
these into our new assessment system so they can be entered and analyzed in a more timely fashion.  



Entry and Exit Criteria for Clinical Practice and Practicum 

There are clear entry and exit criteria for clinical practice for initial candidates and practicum for other 
school personnel.  Such experiences are considered key transitions point in each program and are 
closely monitored.  

Assessment of Candidate Competencies 

Initial Candidates – In clinical practice candidates are assessed according to their performances of 
standards-based knowledge, skills, and dispositions. Observations by university supervisors evaluate 
candidate competence related to the Wisconsin Standards for Teacher Licensure and Development.  The 
final evaluation rubric is also aligned with professional standards. Candidates who successfully complete 
clinical practice must consistently demonstrate that they are able meet or exceed the expectations of a 
beginning teacher.  During clinical practice the candidates develop a final portfolio that contains a 
comprehensive teacher work sample, documentation of professional standards that are evidenced in 
the work sample, and a Reflective Essay aligned with the domains of the conceptual framework. The 
Reflective Essay provides a final self-evaluation for each candidate of their overall development in 
clinical practice. 

Other School Personnel – During practicum, candidates complete a contract that includes a log of hours 
that satisfy each required area of experience related to the role and function of the new area of license. 
Candidates also use practicum experiences to develop artifacts for the Online Portfolio. University 
supervisors make two visits to the practicum site and monitor candidates' progress toward completion 
of the contract.   

The only change made in this area was to make some adjustments to the structure of the portfolio. 
Embedded assessments were chosen by the faculty in each area and rubrics were developed to be able 
to better assess if we are meeting all our program learning outcomes, as well as the candidates meeting 
all the standards necessary to demonstrate proficiency in the knowledge, skills and dispositions of a 
professional educator.  

Impact on Student Learning 

Candidates in all programs develop and demonstrate knowledge, skills, and dispositions for helping all 
students learn. Multiple assessment strategies are used to evaluate candidates' performance and effect 
on student learning.  Throughout field experiences, candidates develop Observed Lesson Artifacts that 
progressively improve their ability to identify student needs, design appropriate instruction, and analyze 
student learning. Analysis of the data shows that candidates consistently meet or exceed expectations.  

During clinical practice initial teacher candidates apply professional knowledge, skills, and dispositions to 
the context of a particular classroom to demonstrate competence in their ability to design instructional 
experiences that lead to student learning.  Each candidate has a faculty mentor who provides feedback 
throughout the teacher work sample process.   

Administrators impact student learning through their influence on school and district cultures and 
interactions with the professionals with whom they work. Standard 3 of the Wisconsin Administrator 



Standards states that "The administrator manages by advocating, nurturing and sustaining a school 
culture and instructional program conducive to pupil learning and staff professional growth."  During the 
practicum, candidates are expected to demonstrate the knowledge, skill, and dispositions of 
"developing" administrators (rating of 2). These candidates are not yet in the fulltime role of 
administrators. Artifacts in Standard 3 document that candidates do demonstrate the potential for 
developing school cultures that can positively impact student learning.  

Schools of Education in the State of Wisconsin are working closely with the DPI to develop a statewide 
database system that will allow us to better track our educators once they leave our schools. The first 
part of this system will be put into use spring 2014. Evidence below shows the overall diversity of the 
public schools that were used in fall 2012-2013. We are currently building this system into our LiveText 
database to better enable us to ensure all candidates have a variety of experiences with diverse student 
populations. This is currently tracked manually and LiveText will allow us to constantly track students at 
any point in time through their various field and clinical experiences and have a quick analysis of the 
student population at that placement. 

To ensure a variety of experiences for initial teacher candidates, the Director of Field Experiences 
maintains records that document each placement. A concerted effort is made to provide not only 
diversity in the demographics of placements, but also to provide candidates with urban, suburban, and 
rural experiences, as well as public and parochial whenever possible. 

3.3 Areas for Improvement Cited in the Action Report from the Previous Accreditation Review  
Not Applicable  

3.4 Exhibits for Standard 3 
 

Sample Templates  

Sample Contracts and MOUs 

EDU Coop Teacher Mid-Term Report  

EDU 010 Coop Teacher Final Evaluation 

EDU 020 Coop Teacher Final Evaluation 

EDU 030 Coop Teacher Final Evaluation 

EDU 040 Coop Teacher Final Evaluation 

EDU Observed Lesson Artifact Manual 

Clinical Practice Midterm Evaluation 

Clinical Practice Final Evaluation 

Teaching Skills Observation 

TCH 601 Coop Teacher Mid-Term 

TCH 601 Coop Teacher Final Rubric 

TCH 602 Coop Teacher Mid-Term 

TCH 602 Coop Teacher Final Rubric 

TCH 601-602 Observed Lesson Manual 

Practicum DI 

Sample Clinical Practice Cooperating Teacher Evaluation 

Sample SP13 EDU010 Field Experience and Course Instructor 

Sample SP13 EDU020 Field Experience and University Supervisor 

Sample SP13 EDU030 Field Experience and University Supervisor 

Sample SP13 TCH602 Field Experience and University Supervisor 

Sample SP13 TCH601 Field Experience Form Cooperating Teacher 

LS Handbook 

TCH Handbook 

UG Handbook 

Clinical Practice Portfolio Manual UG  

Clinical Practice Portfolio Manual TCH 

EDU 010 Coop Teacher Final Evaluation 

EDU 020 Coop Teacher Final Evaluation 

EDU 030 Coop Teacher Final Evaluation 

EDU 040 Coop Teacher Final Evaluation Rubric 

TCH 601 Coop Teacher Final Evaluation Rubric 

TCH 602 Coop Teacher Final Evaluation 

https://my.marianuniversity.edu/schools/soe/Documents/34A1_SampleTemplates.pdf
https://my.marianuniversity.edu/schools/soe/Documents/34A2_SampleContractsandMOUs.pdf
https://my.marianuniversity.edu/schools/soe/Documents/34A3_010020030040_CoopTeacherMidTermProgressReport.pdf
https://my.marianuniversity.edu/schools/soe/Documents/34A4_010_CoopTeacherFinalEval.pdf
https://my.marianuniversity.edu/schools/soe/Documents/34A5_020_CoopTeacherFinalEval.pdf
https://my.marianuniversity.edu/schools/soe/Documents/34A6_030_CoopTeacherFinalEval.pdf
https://my.marianuniversity.edu/schools/soe/Documents/34A7_040CoopTeacherFinalEval.pdf
https://my.marianuniversity.edu/schools/soe/Documents/34A8_020030040ObservedLessonArtifactManual.pdf
https://my.marianuniversity.edu/schools/soe/Documents/34A9_ClinicalPracticeMidtermEval.pdf
https://my.marianuniversity.edu/schools/soe/Documents/34A10_ClinicalPracticeFinalEval.pdf
https://my.marianuniversity.edu/schools/soe/Documents/34A11_TeachingSkillsObservation.pdf
https://my.marianuniversity.edu/schools/soe/Documents/34A12_TCH_601CoopTeacherMidTerm.pdf
https://my.marianuniversity.edu/schools/soe/Documents/34A13_TCH_601CoopTeacherFinalEvalRubric.pdf
https://my.marianuniversity.edu/schools/soe/Documents/34A14_TCH_602CoopTeacherMidTerm.pdf
https://my.marianuniversity.edu/schools/soe/Documents/34A15_TCH_602CoopTeacherFinalEvalRubric.pdf
https://my.marianuniversity.edu/schools/soe/Documents/34A16_TCH_601_602ObservedLessonArtifactManual.pdf
https://my.marianuniversity.edu/schools/soe/Documents/34A17_PracticumDI.pdf
https://my.marianuniversity.edu/schools/soe/Documents/34D1_SampleClinicalPracticeCooperatingTeacherEval.pdf
https://my.marianuniversity.edu/schools/soe/Documents/34D2_SampleSP13EDU010FieldExperienceandCourseInstructor.pdf
https://my.marianuniversity.edu/schools/soe/Documents/34D3_SampleSP13EDU020FieldExperienceandUniversitySupervisor.pdf
https://my.marianuniversity.edu/schools/soe/Documents/34D4_SampleSP13EDU030FieldExperienceandUniversitySupervisor.pdf
https://my.marianuniversity.edu/schools/soe/Documents/34D5_SampleSP13TCH602FieldExperienceandUniversitySupervisor.pdf
https://my.marianuniversity.edu/schools/soe/Documents/34D6_SampleSP13TCH601FieldExperienceFormCooperatingTeacher.pdf
https://my.marianuniversity.edu/schools/soe/Documents/34E1_LS_Handbook.pdf
https://my.marianuniversity.edu/schools/soe/Documents/34E2_TCH_Handbook.pdf
https://my.marianuniversity.edu/schools/soe/Documents/34E3_UG_Handbook.pdf
https://my.marianuniversity.edu/schools/soe/Documents/34E4_ClinicalPracticePortfolioManualUG.pdf
https://my.marianuniversity.edu/schools/soe/Documents/34E5_ClinicalPracticePortfolioManualTCH.pdf
https://my.marianuniversity.edu/schools/soe/Documents/34F1_010CoopTeacherFinalEval.pdf
https://my.marianuniversity.edu/schools/soe/Documents/34F2_020CoopTeacherFinalEval.pdf
https://my.marianuniversity.edu/schools/soe/Documents/34F3_030CoopTeacherFinalEval.pdf
https://my.marianuniversity.edu/schools/soe/Documents/34F4_040CoopTeacherFinalEvalRubric.pdf
https://my.marianuniversity.edu/schools/soe/Documents/34F5_601CoopTeacherFinalEvalRubric.pdf
https://my.marianuniversity.edu/schools/soe/Documents/34F6_TCH_602CoopTeacherFinalEval.pdf


Practicum DSEPS 

Practicum Principal 

Practicum SBA 

Clinical Placements TE 

Clinical Placements TCH 

Practicum Placements 

34C1_SupervisingTeacherForm 

34C2_CooperatingTeacher 

Clinical Practice Final Evaluation 

Clinical Practice Final Evaluation  

UG Gate Assessment Data Summary 

TCH Gate Assessment Data Summary 

LS Gate Assessment Data Summary 

Completion Rates for Licensure Candidates 

 

 

Standard 4: Diversity  

The unit designs, implements, and evaluates curriculum and provides experiences for candidates to acquire and 
demonstrate the knowledge, skills, and professional dispositions necessary to help all students learn. 
Assessments indicate that candidates can demonstrate and apply proficiencies related to diversity. Experiences 
provided for candidates include working with diverse populations, including higher education and P-12 school 
faculty; candidates; and students in P-12 schools.  

4.1 Diversity 

How does the unit prepare candidates to work effectively with all students, including individuals of 
different ethnicity, race, socioeconomic status, gender, exceptionalities, language, religion, sexual 
orientation, and/or geographical area?  

Design, Implementation, and Evaluation of Diversity Curriculum and Experiences 

Diversity proficiencies for initial and advanced teacher candidates, as well as other school personnel, are 
clearly articulated in the professional standards that guide the design, implementation, and evaluation 
of all programs. The mission and core values of the institution and unit are steeped in traditions of social 
justice. Standards for both teachers and administrators focus educators' attention on the need to be 
knowledgeable about the diversity of students and their families with whom they might work, and the 
need to use that knowledge to ensure that all students have equitable opportunities to develop and 
learn. These standards are tracked throughout the program and aligned with course objectives, 
assessments, and documented with artifacts in the candidate's professional portfolio.  

Curriculum Design and Implementation 

Curriculum and accompanying field experiences are designed to help candidates understand the 
importance of diversity in teaching and learning as articulated in the professional standards.  Faculty 
members in each program have analyzed course content for opportunities for the development of 
candidate diversity proficiencies. Course-based assessments have also been identified to document the 
development of diversity proficiencies in each program. 

https://my.marianuniversity.edu/schools/soe/Documents/34A18_PracticumDSEPS.pdf
https://my.marianuniversity.edu/schools/soe/Documents/34A19_PracticumPrincipal.pdf
https://my.marianuniversity.edu/schools/soe/Documents/34A20_PracticumSBA.pdf
https://my.marianuniversity.edu/schools/soe/Documents/34B1_ClinicalPlacementsTE.pdf
https://my.marianuniversity.edu/schools/soe/Documents/34B2_ClinicalPlacementsTCH.pdf
https://my.marianuniversity.edu/schools/soe/Documents/34B3_Practicum_Placements.pdf
https://my.marianuniversity.edu/schools/soe/Documents/34C1_SupervisingTeacherForm.pdf
https://my.marianuniversity.edu/schools/soe/Documents/34C2_CooperatingTeacher.pdf
https://my.marianuniversity.edu/schools/soe/Documents/34F7_ClinicalPracticeFinalEval.pdf
https://my.marianuniversity.edu/schools/soe/Documents/34F7_ClinicalPracticeFinalEval.pdf
https://my.marianuniversity.edu/schools/soe/Documents/34G1_UG_GateAssessmentDataSummary.pdf
https://my.marianuniversity.edu/schools/soe/Documents/34G2_TCH_GateAssessmentDataSummary.pdf
https://my.marianuniversity.edu/schools/soe/Documents/34G3_LS_GateAssessmentDataSummary.pdf
https://my.marianuniversity.edu/schools/soe/Documents/34G4_CompletionRatesforLiscensureCandidates.pdf


Initial candidates become aware of different teaching and learning styles shaped by cultural influences 
and are able to adapt instruction and services appropriately for all students, including students with 
exceptionalities. Initial candidates are first introduced to variation in development and learning styles in 
EDU 202, Psychology of Learning and EDU 213, Introduction to Exceptional Education and TCH 618, 
Advanced Psychology of Learning and TDE 616 Perspectives in American Education in the Alternative 
Teacher Certification program - TCH.  Methods courses that follow in the next two to three semesters 
build on this foundation as candidates develop pedagogical content knowledge and research-based 
instructional strategies in subjects they will teach. Candidates learn to develop and teach lessons that 
recognize diversity and develop a classroom and school climate that values diversity.   The lesson plan 
format used by all initial candidates includes plans for accommodating differences in learners.  EDU 301, 
Multicultural Education and TCH 632, Social Studies and Multicultural Curriculum and Methods in the 
Alternative Teacher Certification Program (TCH), serve as capstone experiences prior to clinical practice 
in each initial licensure program to strengthen candidates' dispositions toward students from diverse 
backgrounds. Throughout their coursework, initial candidates are also participating in Human Relations 
experiences (40-50 volunteer hours with diverse students in community and/or school settings).  Initial 
candidates keep a journal of their experiences and write a final reflection paper that analyzes the levels 
of awareness and respect raised by the experience and possible applications to practice that have 
resulted from these experiences.   

Advanced candidates focus on issues of diversity in a variety of ways. The Differentiated Instruction for 
All Learners (DIAL) focuses on students at-risk. Examples of how the curriculum continues the 
development of perspectives that support the learning of all students include: Prevention/Intervention 
ideal model at-risk program (TDE 636, Understanding At-Risk and Non-traditional Learners), Diversity 
Research Project (TDE 616, Perspectives in American Education), Program Review and Action Plan (TDE 
638, Effective Schools Research: What Works), Learning Analysis Project (TDE 658, Analyzing Student 
Achievement in Diverse Learning Contexts). In the Educational Technology program advanced 
candidates develop an understanding of the significance of the digital divide and ways to provide 
equitable and meaningful access to technology for all students. Though this is more evident in some 
courses like EDT 674 Learning with Technology: Effective Strategies for all Students, this is integrated 
throughout the whole program.  This is the central focus of the program which was designed around the 
strategy of developing learning-centered environments and the use of technology as a tool to reach ALL 
learners. The new Special Education program will focus on issues of diversity in each and every course 
and field experience. We are just launching this program so no data has been collected as of this point in 
time; however the program itself is born out of the response to requests by the K-12 community and 
Department of Public Instruction to develop programs in this high need area.   

Other school personnel focus on issues of diversity as they prepare for leadership roles within schools 
and school districts. Through their coursework candidates are involved in analyzing their potential 
impact on the development and learning of diverse students through deepening their knowledge about 
and dispositions toward areas such as the development of school cultures (multiple courses), curriculum 
planning (EDL 725 Curriculum and Assessment), supervision (EDL 755 Leadership in Supervision and 
Personnel Development), community relations, and working with families (EDL 745, Special School 
Programs, Support Services and Assessment of Diverse Student Populations).   



Field experiences provide opportunities for candidates to demonstrate that they are learning to apply 
diversity proficiencies.  Placements for field experiences reflect greater overall diversity than the region 
of the state in which the University is located. In each placement initial candidates collect data about the 
diversity of the classroom and school.  That information is used to develop a description of the teaching 
context in which the initial candidate is participating.  The data from the teaching context is used to plan 
and implement an Observed Lesson Artifact that is responsive to the needs of all students.  Candidates 
for other professional roles also have the opportunity to apply diversity proficiencies in their practicum 
experience. A minimum of 10 hours focused on diversity (Human Relations) must be documented in the 
practicum log. 

The final evaluations for all field experiences and clinical practice for initial candidates and most advance 
programs include evaluation of dispositions that value fairness and learning by all students.  Candidates 
receive ongoing feedback from cooperating teachers and conference with university supervisors 
following formal observations and at the culmination of the field experience.  Wisconsin Teacher 
Standards 3, 6, & 10 are the professional standards from which the unit's diversity proficiencies are 
drawn.  Ratings for these standards suggest that candidates are demonstrating appropriate 
proficiencies.  Evidence below serves as an example of candidate proficiencies that are demonstrated 
during clinical practice. 

In the Admission to Clinical Practice Portfolio, initial candidates reflect on diversity experiences (Human 
Relations) in which they have participated in addition to experiences provided through their program. 
Through their reflections candidates analyze the impact of diversity experiences on their awareness of, 
respect for, and ability to apply professional knowledge, skills, and dispositions in their practices with 
students.  Overall scores from the portfolio evaluation suggest that candidates are acquiring experiences 
on which as they develop broader understandings of the lives of others.  

Advanced teacher candidates develop diversity proficiencies throughout their coursework and 
demonstrate their competence through course-embedded performance assessments that become 
artifacts in their Professional Portfolio.  Candidates present artifacts for Wisconsin Teacher Standards 3, 
6, & 10, the professional standards from which the unit's diversity proficiencies are drawn. Ratings for 
these standards suggest that advanced candidates are demonstrating appropriate proficiencies.  

Candidates for other professional roles are required to complete a minimum of 10 hours in their 
practicum that are focused on diversity (Human Relations), as well as hours focused on tasks that will 
yield artifacts for the Online Portfolio. Candidates develop artifacts from the practicum to demonstrate 
competence in the portions of Wisconsin Administrator Standards 3, 5, 6, and 7 that focus on aspects of 
diversity that were identified.  

The candidates also are invited to participate in several multicultural events sponsored by our University 
and other area schools and/or community centers. Once such event, the Multicultural Community Event 
CELEBRATE commUNITY, was first held at Marian University, but outgrew our gymnasium and is now 
held at the Fond du Lac County fairgrounds.  It is an exciting day celebrating student's heritage and other 
cultures through music, dance, food, crafts, and activities. Candidates are encouraged to participate in 
events that are sponsored by other area organizations as well as our very active Social Justice 
Committee which brings a diverse group of speakers to our campus on a regular basis. Our Marian 



Teacher Initiative Program provides another area for our candidates to learn how to work with and 
engage effectively with students from diverse groups. This 3-day experience provides the opportunity to 
host middle school students from diverse backgrounds on our campus. It has proved to be a great 
learning experience for students, candidates, and our community as the middle school students interact 
not only with our campus but area schools as well while we encourage them to believe that it is possible 
for them to get a college education. 

4.2 Moving Toward Target or Continuous Improvement 

Please respond to 4.2.a if this is the standard on which the unit is moving to the target level. If it is not 
the standard on which you are moving to the target level, respond to 4.2.b. 

4.2.b Continuous Improvement  

 Summarize activities and changes based on data that have led to continuous improvement of 
candidate performance and program quality. 

 Discuss plans for sustaining and enhancing performance through continuous improvement as 
articulated in this standard. 

Dispositions toward the Learning of All Students 

Teacher candidates and advanced level candidates use discussions and self-reflections that identify their 
own attitudes towards diversity and next recognize and document the diversity within their classrooms 
where they are placed during experiences and a clinical experience.  Candidates are taught in all courses 
to promote a respectful learning environment and design activities that promote learning for all 
students. This gives students a sense of belonging, even where there are differences, and promotes 
learning. 

As presented in Standard 1, each department in the unit has identified professional dispositions that are 
developed and assessed throughout each program.  The domain of accountability in the unit's learning-
centered framework specifically identifies dispositions toward the learning of all.  Candidates are 
engaged in the self-evaluation of dispositions toward their accountability for the learning of all students 
a minimum of two times throughout each program in the unit. Faculty provide verbal and written 
feedback to candidates concerning professional dispositions.  In addition, candidates are encouraged to 
analyze their own growth in this area. Data collected shows that candidates are able to make 
accommodations to lesson plans and create these non-threatening environments. 

As presented in Wisconsin Teacher Standards 1 and 3 of this institutional report, assessments of 
candidate proficiencies provide data on the ability to help all students learn.  Initial candidates complete 
two or three student learning samples (observed lesson artifacts) in field experiences and a 
comprehensive sample teacher work sample in clinical practice to document their professional 
knowledge, skills, and dispositions in relation to student learning, including students with diverse 
backgrounds.   

Advanced teacher candidates and other school personnel prepare artifacts for their portfolios from 
course-based and practicum experiences that document knowledge, skills, and dispositions toward 



diversity and the learning of all students. Advanced teacher candidates in the DIAL and TCH Programs 
complete an Action Research Project (Gate 2) that requires candidates to study a problem in their 
practice that impacts student learning.  Advanced teacher candidates and other school personnel are 
evaluated on diversity through program completion portfolios.  

In all programs, candidates receive feedback from assessments for improving their knowledge, skills, 
and dispositions as professionals.  These assessments are course-based and field-based which provides a 
balanced reflection of candidates' actual abilities, as well as their potential for growth as professionals. 

Data collected from students has shown us that candidates do feel that they are better prepared when 
exiting our programs. Anecdotal feedback from their human relations hours also confirms that the 
various programs are helping to encourage our candidates to learn more about various cultures and 
how different strategies are needed to accommodate all learners.  

We have not changed anything in the programs; however, we are always looking for new opportunities 
to expose our candidates to as diverse a student population as we can. Marian University faculty have 
become more diverse as has the population of our surrounding community; however, Fond du Lac is still 
a predominantly white community. Field experiences are rotated so candidates go to various districts 
and grade levels, and candidates are encouraged to participate in various multicultural events and 
reflect on those events as part of a grade in several courses. 

Experiences Working With Diverse Faculty 

Candidates interact in classroom settings on campus and in schools with professional education faculty, 
faculty from other university units, and PK-12 faculty from ethnic, racial, and gender groups other than 
their own.  Regional demographics, which are also reflected in the institution, are predominately white; 
however, we too have become more diverse over the years.  Initial candidates have the opportunity to 
engage in learning with diverse faculty members as they develop the content knowledge needed for 
effective teaching. While faculty with whom candidates work in professional education classes and 
clinical practice are somewhat ethnically diverse, faculty have knowledge and experiences related to 
preparing candidates to work with students from diverse cultural backgrounds, including students from 
lower socioeconomic levels and students with disabilities.   

The mission and core values of Marian University embrace social justice.  The traditions of the 
Congregation of the Sisters of Saint Agnes consistently embrace diversity of many types.  Faculty in the 
School of Education also have strong backgrounds in diversity, by training and scholarly interests. The 
affirmation of the value of diversity is shown through good-faith efforts made to maintain or increase 
faculty diversity by our Human Relations Office. When the unit searches for new faculty, a concerted 
effort is made to advertise to institutions that include members of underrepresented groups.  It is 
challenging to attract and keep members of underrepresented groups in a town that is 94% white; 
however, we have been more successful lately, especially in the areas of science, math and technology 
professors. 

 

 



Experiences Working With Diverse Candidates 

Candidates interact and work with candidates from diverse ethnic, racial, gender, and socioeconomic 
groups in professional education courses on campus and in schools. The diversity of candidates reflects 
the diversity of the region, but is not as diverse as the student body of the university itself. Marian 
continues to attract a higher percentage of diverse student populations than the city of Fond du Lac 
where it is located. Part of this is a result of our calling to attract first generation college students.  

Being a small university, with many students who live off campus, the university and unit encourage 
interactions among students in a variety of ways.  Faculty use collaborative small group work and online 
interactions to encourage candidates to explore and learn from the experiences of others.  Candidates 
who move through classes at a similar pace form strong bonds and study together in the breezeway 
between the Administration Building and the Library and participate in campus activities such as the 
social justice series that brings diverse speaker and groups to the campus.  Candidates are encouraged 
to attend and reflect on these experiences. The Marian Student Education Association provides 
opportunities for candidates to interact with candidates from other more diverse campuses in semi-
annual state-wide meetings that develop leadership skills.  

Experiences Working With Diverse Students in PK-12 Schools 

Field experiences or clinical practice in settings with exceptional populations and students from different 
ethnic, racial, gender, and socioeconomic groups are designed for candidates to develop and practice 
their knowledge, skills, and dispositions for working with all students.  The overall diversity of the 
schools where we place candidates actually represents greater variation than the region in which we are 
located.  Demographics of schools represents a good faith effort by the unit to provide experiences that 
will broaden the experiences of all candidates and prepare them for the diverse and challenging 
classrooms they are likely to experience in fulltime practice.  

Each semester initial candidates gather data about the students in the classrooms in which they are 
working to make them more fully aware of potential student needs.  Candidates are expected to use the 
student data to monitor their interactions with students and support instruction provided by their 
cooperating teachers. When initial candidates are responsible for planning lessons, they are required to 
consider accommodations to the lesson that should be provided to better support the learning of all 
students.  During all field experiences, candidates collect and analyze data on student learning as they 
develop Observed Lesson Artifacts.  During clinical practice, initial candidates focus more deeply on 
student learning and how they are able to accommodate the learning of all students. The data shows 
that we have been successful in guiding our students to complete these tasks successfully. 

Seminars that support each field experience and clinical practice provide opportunities for peers and 
supervisors to provide feedback on candidates' thinking and actions related to interactions with diverse 
students.  Candidates keep a journal of their experiences which receives feedback from the university 
supervisor.  During clinical practice, candidates maintain a dialogue journal with their cooperating 
teachers for discussion of perceptions of students and meeting student needs.  In addition, candidates 
have ongoing conversations with their cooperating teachers, working together to solve problems and 
serving the needs of students and their families.  One of the final steps in clinical practice is a reflective 



essay that candidates develop to examine their professional development of the themes of the 
conceptual framework: Values and ethics, knowledge, reflection, collaboration, and accountability. 

Our data does reflect that candidates are successful working with diverse populations; however, we 
realize that we have to continue to be very active in providing more opportunities for our candidates. 
Our Institute of Professional Development and the Teacher Education Department are working out plans 
to bring science and math teachers from Thailand to Fond du Lac in 2015.  These teachers will team 
teach in our area schools and also work with Marian faculty and our candidates. This represents another 
opportunity for our candidates to work with diverse faculty. 

4.3 Areas for Improvement Cited in the Action Report from the Previous Accreditation Review  
Not Applicable 

4.4 Exhibits for Standard 4 
 

44A1 Diversity Standards Data Analysis  

44B1 Diversity Proficiencies TE  

44B2 Diversity Proficiencies LS  

44C1 Human Relations Program  

44C2 HR Verification Form  

44C3 Advisor Checklist HR Hours  

44C4 Clinical Practice Portfolio  

44C5 LS Online Portfolio Handbook  

44C6 Ed Tech Portfolio Handbook  

44D1 SOE1011  

44D2 SOE1112  

44D3 SOE1213  

44D4 4YR Marian at a Glance 2012-13  

44E1 SOE1011  

44E2 SOE1112  

44E3 SOE 1213 

44E4 SOE October Head Counts 

44F1 Student Demographics 

44G1 Hiring Commitment To Diversity 

44H1 Mission and Retention 

44H2 Recruitment Diversity Policies 

44I1 MTIP2011  

44I2 MTIP2012  

44I3 MTIP2013    

44I4 DPI MTIP Evaluation 2010  

44I5 DPI MTIP Evaluation 2011  

44I6 DPI MTIP Evaluation 2012  

44I7 DPI MTIP Evaluation 2013  
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Standard 5: Faculty Qualifications, Performance, and Development  

Faculty are qualified and model best professional practices in scholarship, service, and teaching, including 
the assessment of their own effectiveness as related to candidate performance; they also collaborate with 
colleagues in the disciplines and schools. The unit systematically evaluates faculty performance and 
facilitates professional development.   

5.1 Faculty Qualifications, Performance, and Development 

How does the unit ensure that its professional education faculty contributes to the preparation of 
effective educators through scholarship, service, teaching, collaboration and assessment of their 
performance?  

Faculty are qualified and model best professional practices in scholarship, service, and teaching; 
including the assessment of their own effectiveness as related to candidate performance. They also 
collaborate with colleagues in other disciplines and schools. The unit systematically evaluates faculty 
performance and facilitates professional development on a regular basis. 

Modeling Best Professional Practices in Scholarship 

The Marian University School of Education faculty members demonstrate that they are teacher scholars 
through their publications, presentations, and sharing of their expertise with area schools. They have 
published papers and a variety of other academic materials over the years as indicated by the most 
recent scholarship report. The faculty has presented papers, conducted workshops and served as 
speakers or facilitators at local, state, regional, national, and international conferences and meetings. 
Several of our faculty have been keynote speakers at national and even international events. Favorite 
areas of faculty interest range from multicultural issues to issues concerning children at-risk of school 
failure; education technology; online learning; the integrated curriculum; response to intervention, 
reading strategies, special education and leadership.  

Many faculty members have also written or edited books, contributed chapters in edited books, and 
published instructional materials. Our faculty members also collaborate in their scholarship with other 
colleagues both within the university, with colleagues at other institutions of higher education, with 
candidates in our doctoral program, and in many other education settings such as regional CESAs. Many 
faculty members have also developed wikis and blogs that are born out of needs that area teachers have 
brought to our attention or center around current topics of interest to the PK-16 community.  

Modeling Best Practices in Service 

Faculty members present at professional conferences without pay and conduct in-services and 
workshops for local educators and school districts. In addition, faculty serve on department, school and 
university committees and act as research advisors on research projects at the undergraduate and 
graduate levels. Faculty members also serve as committee chairs and/or members on dissertation 
committees for our doctoral program. Our faculty members employ a variety of teaching methods and 
techniques, and pursue professional training opportunities that allow them to contribute to new 
knowledge, study current trends and relevant issues in education, educational technology, online 



learning and all levels of leadership.  As they do this, faculty then offer workshops, training, or share 
their knowledge and/or skills gained to the rest of the faculty at Marian, within the unit, and/or within 
their department. In 2011, many of the education faculty provided free professional development for 
area schools in honor of our 75th Anniversary. The educational community was very appreciative, and 
we have formed several new partnerships with area schools as a result. 

Several of the faculty are also involved with service learning projects and participate in community 
service projects, such as the recent Habitat for Humanity-Marian Builds Project. Many faculty are also 
active with the Loaves and Fishes and other service and community projects that are coordinated by the 
Sisters of St. Agnes. As a faith-based institution, many faculty are also involved in outreach activities and 
governance boards in their home churches. Service is one of our core values at Marian and all faculty 
serve throughout our community, many without calling attention to the amount of service they do, as it 
is a way of life in our community.   

Modeling Best Practices in Teaching 

Marian University was founded as a teaching college by the Sisters of St. Agnes. Teaching and learning is 
taken very seriously and three Sisters of St. Agnes still teach within the School of Education. Teaching by 
the professional education faculty reflects the proficiencies outlined in professional, state, and 
institutional standards. Faculty  incorporate appropriate performance assessments; as they integrates 
diversity and technology throughout coursework, field experiences, and clinical practices. Professional 
education faculty value candidates' learning and adjust instruction appropriately to enhance candidate 
learning by differentiating instruction wherever necessary. Many of the professional education faculty 
have been recognized as outstanding teachers by candidates and peers across our campus and in area 
schools. All faculty have educational backgrounds and are required to have taught for at least 3 years in 
K-12 schools. Faculty teaching in educational administrative programs have experience as educational 
leaders, and all faculty who teach methods courses are licensed in and have a background teaching in 
that content area prior to joining our faculty.  

All Faculty members in the School of Education have a thorough knowledge of their content area, 
continue to gain professional development in their areas of expertise, and stay current with new 
standards and curriculum. This is reflected in course evaluations and is evidenced by faculty developed 
syllabi which are designed to connect our conceptual framework, core values, and Wisconsin teacher 
and administrator standards. Educational Technology faculty also align their courses with the National 
Educational Technology Standards. All professional education faculty have an in-depth understanding of 
their fields and are teacher scholars who continue to find ways to improve the way they teach.   Faculty 
integrate best practices for teaching and technology as both a teaching and learning tool to improve 
their own instructional practice. They exhibit intellectual vitality in their sensitivity to critical issues and 
current trends in education. 

Modeling Best Professional Practices in Assessment 

Faculty members understand assessment, use multiple forms of assessments in determining their 
effectiveness, and use the data to improve their practice. Likewise, they are also assessed for their 
performance in the classroom and impact on student learning.  Besides the course evaluations 



completed by candidates in their classes, the University requires that all faculty are evaluated annually 
by submitting a professional portfolios that demonstrates proficiency in teaching, scholarship and 
service. Portfolios are reviewed by a peer review committee, the Department Chair, the Dean and also 
by the University Promotion and Tenure Committee when appropriate. Faculty are provided with 
feedback at all levels, especially through peer review, to provide positive feedback on ways they can 
improve in any of these vital areas. Tenured faculty submit three-year portfolios that are reviewed by a 
peer committee, the Department Chair and the Dean. Full-time and part-time faculty who supervise 
candidates at the initial or advanced levels have contemporary professional experience and are licensed 
to teach or supervise in the state of Wisconsin.  

Although most faculty report the best method for evaluation of their teaching effectiveness is the end-
of-course evaluation, many faculty members also use informal methods such as anonymous surveys, 
and written feedback and/or reflective journals. Faculty use formative evaluation processes to judge 
their effectiveness and make necessary changes immediately based on feedback. Faculty members also 
discuss coursework with students outside of class. Some faculty reported that they continue to get 
feedback from candidates even after they graduate as many return for master degrees or ask their 
professors to serve as their higher education representatives on Professional Development Teams. 
Faculty are also observed in the classroom and online environment by peers, chairs, and/or program 
directors.   

Modeling Best Practices in Collaboration 

While faculty in the unit collaborate with other university faculty and the K-12 community on a regular 
basis, especially through our Professional Development Institute, our current major project is a 
collaborative partnership with Educational Technology faculty. They are working with faculty from all 
our programs to help them effectively use technology for both teaching and learning to better prepare 
our candidates to enter the 21st century classroom. We have installed SmartBoards and have given 
faculty and several of our candidate iPads to use. The Educational Technology faculty has collaborated 
with faculty to help them incorporate this and other current technologies and Web 2.0 tools to enhance 
both teaching and learning.  

At both initial and advanced levels, candidates engage in multiple field, practicum, and clinical 
experiences. In collaboration with the K-12 community, faculty members who plan and supervise these 
field experiences have had preparation for this role as a result of graduate level training courses and 
their own professional school experiences. Candidate evaluation forms demonstrate that most are 
viewed as excellent models of good professional practice.  

Collaboration with our K-12 community is very important to us, and we have recently enlarged and 
improved our Institute of Professional Development. This area of the School of Education works with 
faculty from all programs to provide quality in-service and professional development for the K-12 
schools based on their needs. The Institute also collaborates with districts in grant writing and other 
consultation services. 

 

 



5.2 Moving Toward Target or Continuous Improvement 

Please respond to 5.2.a if this is the standard on which the unit is moving to the target level. If it is not 
the standard on which you are moving to the target level, respond to 5.2.b. 

5.2.b Continuous Improvement 

 Summarize activities and changes based on data that have led to continuous improvement of 
candidate performance and program quality. 

 Discuss plans for sustaining and enhancing performance through continuous improvement as 
articulated in this standard. 

The School of Education continues to hire highly qualified faculty member and has nearly doubled the 
funding for professional development that is offered by the University through the faculty development 
committee by offering faculty an additional $1200 to insure that professional education faculty can take 
advantage of more opportunities to attend and present at conferences. Chair and dean approval of 
funded professional development at the School of Education level also requires faculty members to 
disseminate the knowledge gained from the experience when they return. The Marian University 
Professional Development Committee also provides professional development money that can be 
accessed by applying to the Committee, increasing the funding level from $1200 to $1500 per year. 
Faculty are also required to disseminate the knowledge gained attending such conferences or other 
educational experiences at university-wide gatherings sponsored by the Faculty Development 
Committee. School of Education faculty have taken advantage of these opportunities to attend several 
conferences per year where they participate in professional development and also present papers, 
presentations and/or workshops. Last year we had faculty presenting at local, state, regional, national 
and international levels.  

Qualified Faculty 

Whether classes are offered on the ground, online, or as hybrid courses, faculty use the conceptual 
framework to create engaging learning and pedagogy in conveying content. There are two different end-
of-the-course evaluations completed by the candidates at this time; however, the university is looking to 
move to one tool across all programs. Some advanced level faculty are using the IDEA evaluation tool, 
which is used primarily by our undergraduate programs, while others are using the Suma instrument 
that has been used with minor modifications, over the past 8 years for our graduate programs. All part-
time and full-time faculty courses are evaluated with the exception of tenured faculty, who are only 
required to have one course per semester evaluated. Many of these tenured faculty members, however, 
choose to have more courses evaluated, especially courses in which they have made significant 
modifications.   

Candidates also provide written comments about the strengths and weaknesses of courses they 
participate in. Faculty use this information to make changes in courses and identify strategies for 
improved teaching effectiveness during their annual goal setting and goal assessment sessions with their 
program directors, chairs, and the dean. Course evaluations are also included in yearly evaluation 
portfolios and the promotion and tenure portfolios. The majority of evaluations indicate positive 
assessment of courses.  



All faculty members are systematically evaluated by peers, candidates, and their administrative 
supervisors.  Faculty members are required to have yearly goals and meet with their administrative 
supervisors to go over those goals. At the end of the year, the faculty members reflect on those goals 
and write reflections on the status of those goals.  

Faculty in the unit have an average of  11 years teaching experience at elementary and/or secondary 
levels and an average of approximately 15 years in higher education among them. Of the four holding 
master's degrees, all have expertise gained through an average of 17 years' experience at elementary 
and/or secondary levels and an average of 19 years of higher education experience. This is an extremely 
strong, experienced and well-trained group of faculty that demonstrates a mix of youth and a wide 
range of experience to provide a balance in solid instruction and innovative leadership (See Faculty 
Vitae). 

University policy requires that any person hired, as part-time faculty must meet the minimum criteria 
required for a full-time person hired at the same rank. During the 2012-2013 academic year, there were 
a significant lower number of part-time faculty working in the unit. This is a result of declining student 
enrollment and filling some vacant faculty lines in 2009. All of our part-time faculty members are fully 
qualified for the position and the subject matter or methodology they teach. Part-time faculty members 
either are currently or have had successful K-12 school experience and in some cases are retired from 
the public/private school sector after successful careers; however, they still have the passion to help 
facilitate the development of new young professionals. These faculty have a great deal of experience 
and expertise to share with our candidates. Many of the part-time faculty members have taught in 
higher education for several years, all have taught high school, and/or elementary school, and several 
have served as principals and/or superintendents of area schools.  All part-time faculty members are 
highly qualified and bring a wealth of information to our university (See Adjunct Faculty Vitae). 

5.3 Areas for Improvement Cited in the Action Report from the Previous Accreditation Review  

Summarize activities, processes, and outcomes in addressing each of the AFIs cited for the initial and/or 
advanced program levels under this standard. 

Marian University successfully completed a focus visit in 2010 to address these areas for Improvement 
as cited in 2008: 

1. The unit does not evaluate adjunct School of Education professional education faculty systematically 
and regularly.  

The School of Education does now regularly evaluate all faculty, no matter if they are full-time or 
adjunct faculty. Since the 2008 visit, we have put into place a systematic and appropriate process for 
Department Chairs and/or Program Directors to evaluate our adjunct faculty. The end-of-semester 
feedback from candidates is provided to adjuncts after it is reviewed by the Department Chair and the 
Dean. The Department Chairs who stay in close contact with adjuncts use these evaluations as a starting 
place to discuss strengths and weaknesses and provide feedback. All courses have lead teachers who are 
full-time faculty members who also work with adjuncts who teach their courses should the need arise. 
Department chairs observe adjunct faculty in the field, using the same forms that are used for evaluating 
full-time faculty.  



Adjunct faculty are invited to participate in all professional development opportunities provided to full-
time faculty at Marian through our University Faculty Development Committee.  This has been greatly 
appreciated and taken advantage of by many faculty members; however, the number of adjunct faculty 
employed by Marian has been drastically reduced due to the downturn in enrollment in our graduate 
programs.  

2. The programs in the Department of Curriculum and Instruction have an insufficient number of faculty 
with terminal degrees.   

We no longer have a Department of Curriculum and Instruction. The Quality Curriculum and Instruction 
program and Urban Education program have been discontinued and the Differentiated Instruction for 
All Learners Program (DIAL) and Educational Technology program are both now a part of the Teacher 
Education Department.  All School of Education faculty members have terminal degrees or extraordinary 
expertise in their areas.  Two faculty in the Educational Technology program with Master degrees have 
completed coursework for their doctoral degrees and are ABD. One faculty in the Teacher Education 
program with a master degree has completed the coursework for her doctoral degree and is ABD. This 
leaves two faculty members who do not have a terminal degree and both have extraordinary expertise 
in their areas; educational technology and math/science education.  

3. The programs in the Department of Curriculum and Instruction rely too heavily on adjunct faculty. 

We no longer have a Department of Curriculum and Instruction. The Quality Curriculum and Instruction 
program and Urban Education program have been discontinued and the Differentiated Instruction for 
All Learners Program (DIAL) and Educational Technology program are both now a part of the Teacher 
Education Department.  We were allowed to fill vacant positions after this NCATE visit; and with 
declining graduate enrollments, we no longer rely on adjuncts to teach our courses. All programs have 
full-time faculty with only a few classes being taught by adjuncts when additional sections need to be 
added.  

4. The scholarship expectations for School of Education full-time professional education faculty are not 
commensurate with the level at which they teach. 

Current Marian University expectations require that faculty show evidence of scholarship whether 
teaching responsibilities are at the initial or advanced levels. There is acknowledgment that advanced-
level faculty are held to higher performance standards, accompanied by lower teaching loads. The 
university policy is that full-time faculty carry a 24-credit teaching load. The workload policy allows 
graduate faculty to use 3 credit hours teaching load to complete scholarship activity. As the need for 
faculty to do scholarly work at both initial and advanced levels increases, this same opportunity is being 
offered to Undergraduate faculty who are involved with scholarship activity. Faculty are required to 
provide an approved scholarship plan to obtain the 3 credits release time from teaching to pursue 
scholarly work. We know and appreciate the time it takes to fully prepare for courses in a time when 
education is going through a number of changes. We also want to value the time all our faculty are 
putting in to scholarly endeavors and the increased demand on professionals' time to do quality work in 
both areas. The Unit has been very pro-active in providing opportunities and time to allow for these 
scholarly endeavors since the 2008 visit and did pass the focus visit in 2010 regarding this and all other 



areas. Faculty members also work with dissertators in our doctoral program both as committee 
members and chairs. 

5.4 Exhibits for Standard 5 
 
54A1 SoE Full Time Faculty 

54A2 Field Experience Qualifications 

54A3 Adjunct Faculty 

54A4 Faculty Summary 

54B1 Advanced Clinical Faculty Credentials 

54C1 Clinical Practice Policies and Procedures 

54C2 Supervising Teacher Form 

54C3 Responsibilities of The Cooperating Teacher 

54D1 SoE Scholarship Report 2010 and Prior 

54D2 2011-12 Scholarship Report 

54D3 2012-13 Scholarship Report 

54D4 Annual Performance Requirements 

54D5 Faculty Dev Research Grant App 

54D6 Annual Review Guidelines 

54D7 Scholarship Release Application 

54D8 Sabbatical App 

54D9 PhD Committee Members 

54E1 Annual Performance Requirements 

54E2 2012-13 K12 In-service Topics 

54E3 Annual Review Guidelines 

54F1 Sample Faculty Committee Work 

54F2 Peer Evaluation 

54F3 Annual Review Guidelines 

54F4 Faculty Handbook 

54G1 2010-11 Prof Dev Summary 

54G2 2011-12 Prof Dev Summary 

54G3 2012-13 Prof Dev Summary 

54G4 SoE Professional Development Request 

54G5 University Professional Development Request 

54G6 Education Improvement Request 
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Standard 6: Unit Governance and Resources  
The unit has the leadership, authority, budget, personnel, facilities, and resources, including information 
technology resources, for the preparation of candidates to meet professional, state, and institutional 
standards.  

6.1 Unit Governance and Resources 

How do the unit's governance system and resources contribute to adequately preparing candidates to 
meet professional, state, and institutional standards? 

Leadership 

The Unit coordinates all programs leading to initial and advanced Wisconsin licensure and collaborates 
with administrators and faculty in other academic units that offer programs and courses supporting the 
preparation of candidates. The dean serves as the unit head and oversees all educator preparation 
programs at initial and advanced levels, facilitates implementation of policies, provides leadership in 
program development, and handles budget and personnel matters. The dean reports directly to the Vice 
President of Academic Affairs and represents the unit on the Academic Council, Graduate Council, and 
Curriculum and Educational Standards Committee. School of Education faculty also serve on these key 
committees as well as other university, school and department committees to insure that we are 
adequately preparing candidates to meet professional, state, and institutional standards. There are 
three departments in the unit, overseen by department chairs; Teacher Education, Leadership Studies, 
and the Institute of Professional Development. The chairs report to the dean and work closely with each 
other. Two staff-directed offices support the work of candidates, faculty and chairs:  Field and Clinical 
Experiences Office and Transcript Evaluation, Advising, Certification and Help (TEACH) Office. The 
administrative team meets regularly to ensure smooth operations.  

Authority 

The authority over the quality of our programs to ensure we are adequately preparing candidates to 
meet professional, state, and institutional standards falls on the faculty members within our school and 
is overseen by the Leadership Team. The Dean has the ultimate authority while department chairs 
coordinates activities within their departments and appoint sub-committees when necessary to oversee 
assessment, program review, and admissions. Admission policies for all programs are available in 
multiple formats and in the Academic Bulletin. Each program maintains a current handbook which 
includes admission criteria, grading policies, and timelines for program fulfillment. Prior to formal 
admission to programs in the unit, students are assigned a pre-advisor who develops a course sequence 
schedule with students. Once admitted to programs, all students are assigned a faculty advisor. Students 
are offered counseling, student health, and financial aid services through the main campus in Fond du 
Lac.  

Budget  

Any decrease in our budget over the years is due to declining student enrollment and the dean makes 
appropriate budget changes that insure resources are always available for the faculty, staff and 
candidates. Even during a time where other universities have cut professional development budgets, the 



unit has continually supported professional development and travel money for faculty to present at 
conferences. Cuts to the budget have not hampered the operations of the School of Education but were 
directed towards adjunct faculty lines that did not need to be filled when enrollment was down. It is 
assumed that the University will again fill these budget lines as enrollment goes up. 

The budget of the School of Education is divided by program areas whenever possible to better evaluate 
where the needs are. Careful management has enabled the Unit to make $1200 available to all full-time 
faculty for professional development opportunities. This is in addition to Professional Development 
Grants in amounts up to $1500 available to all Marian University full-time faculty members. Adjunct 
instructors and clinical supervisors are compensated at a per-credit rate plus travel expenses. They also 
are able to attend professional development offered through the University and SoE and additional 
funding has been provided for them to attend professional development opportunities whenever 
possible, usually in connection with funding from their K-12 Districts as well. Additionally, the SoE looks 
for grants and external funding sources that provide unique connections and partnership opportunities. 
External funds have provided more than $440,000 for education related programming. 

Personnel 

According to Marian University policy, full-time faculty carry a 24-credit teaching load. The workload 
policy allows graduate faculty to use 3 credit hours of their teaching load to complete scholarship 
activity. This same opportunity is being offered to undergraduate faculty who are involved with 
scholarship activity. Faculty who teach over 24 credits receive remuneration; those who are under-load 
are given the opportunity to make up the deficit in summer semester or by taking on additional 
curriculum development, program review and/or assessment activities. Credit reassignment may be 
granted to faculty for activities such as special projects, online course development, grants, and 
administrative duties. All faculty advise students and are expected to complete other faculty duties such 
as committee work, scholarship, professional development, and service. Department chairs receive 6 
credits of administrative reassignment per semester to allow them time to perform their leadership 
duties. Directors receive 3 credit hours per semester to allow them time to perform duties involved with 
their respective programs; updating manuals, reviewing of academic policies, and overseeing the 
functions specific to their programs.  

Adjunct faculty, appointed by department chairs and approved by the dean, strengthen unit programs 
by the special expertise they bring as practitioners. Although we have a lower number of adjunct faculty 
members, we are diligent in assuring that we have the highest quality adjuncts. Those who supervise 
field and clinical experiences must have current certification and experience in their areas of focus. To 
be considered as an adjunct, one must have a minimum of a master's degree, transcripts verifying 
credentials, and a current vita. Continuation as an adjunct is based on end-of-course performance 
review by the department chair, need, and attendance at in-service designed to provide updates on 
policy, technology, accreditation, and assessment. Department Chairs systematically observe adjuncts 
who teach in their programs. 

There are four staff members working with the 18 faculty plus the dean to support programs in 
candidate preparation. The staff consists of two departmental support specialists, a unit support 
specialist and a secretary to the dean. In addition, the unit has a liaison in the admissions office; a 



Director of Field and Clinical Experiences; and a Director of Transcript Evaluation, Advising, Certification 
and Help (TEACH). More than half of the staff have worked in the unit for the past 15 years and are 
knowledgeable about procedures in the unit and University as well as providing continuity during 
administrative transitions.  

Facilities 

The School of Education is located on the third floor of the Stayer Technology Center providing faculty 
with desirable office space. A large conference room with computer and LCD screen is used for 
dean/chair meetings, departmental meetings, classes, advisory boards, as well as other uses by Marian 
University. One room on the floor houses faculty mailboxes, copier, color printer, fax machine, and 
office supplies. The Professional Development Institute is housed on the floor and there is a Virtual 
Learning Center for faculty and student use. The Unit also maintains a faculty/staff lounge with partial 
kitchen area.  

The Early Childhood Center is located in Naber Hall and provides a close, safe, secure environment for 
observation, practicum experiences, and also employs early childhood education students as childcare 
teachers. There are informal gathering places for meetings and student groups such as the campus 
ministries house, Common Grounds Coffee Shop, the student common areas, and the new commuter 
lounge. 

Resources  

Marian University's technology foot print has changed significantly since our last visit. Here are 
examples of changes: 

• All classrooms in Fond du Lac, Appleton and West Allis are equipped with a computer and LCD 
projector and are connected to the internet and many have Smartboard accessibility.  

• iPads are made available for student use and a set of 20 iPads was purchased to use in methods 
courses. 

• There are 5 computer labs on campus; however, we have carts with laptops that are maintained 
by the IT department for classroom use. 

• Wireless hotspots throughout the campus. 
• The University has upgraded their online teaching platform to Moodle. 
• The university has a dedicated IT trainer who offers various training sessions throughout the 

semester and provides assistance to faculty. 
• Software is continually updated to stay current with today's technology. 
• An annual Technology Symposium provides professional development.  
• Educational Technology faculty are available to train faculty. 

The Marian library is committed to building the print and electronic collection. The School of Education 
has a representative on the Library Committee and all faculty members are encouraged to submit 
requests for books, audiovisuals and electronic resources. 

The library provides access to 60,000 print books, over 200,000 e-books, 1,600 audiovisuals, over 6.000 
streaming video titles, 81 print periodical titles, and 1,310 electronic periodical titles. In addition, over 



60 electronic databases provide access to the full text of articles in over 45,000 unique periodical and 
newspapers titles. All electronic resources are available 24/7 regardless of location. 

To ensure that all students are able to effectively use library resources, the library offers instructional 
sessions on the main campus and at outreach sites. For online students, library tutorials are available via 
Marian Online II. In fiscal year 2012/2013 the following items were budgeted for the library: Books/AV: 
$15,000, Periodicals: $92,400 and Online subscriptions: $190,000 for a total of $297,400. 

6.2 Moving Toward Target or Continuous Improvement 
Please respond to 6.2.a if this is the standard on which the unit is moving to the target level. If it is not 
the standard on which you are moving to the target level, respond to 6.2.b. 

6.2.b Continuous Improvement  

 Summarize activities and changes based on data that have led to continuous improvement of 
candidate performance and program quality. 

 Discuss plans for sustaining and enhancing performance through continuous improvement as 
articulated in this standard 

Some major restructuring occurred at Marian University the summer prior to the 2012-2013 academic 
year. The seven-school structure was replaced with a four-school-structure, including the School of Arts 
and Sciences, the School of Business and Public Safety, the School of Education, and the School of 
Nursing and Health Professionals. While programs were combined or added to other Schools, the School 
of Education remained a separate unit with three distinct departments containing various educational 
programs, each department is administrated by a chair. 

The School of Education Advisory Council meets once or twice a year and is co-chaired by the Chair of 
the Institute of Professional Development and the dean.  Membership is composed of educational 
leaders from the K-12 community. The committee advises on the direction of programs, reviews 
programs and provides feedback on the needs both in the area of professional development and what 
they expect to see in new graduates. Recently this Council has spent more time communicating via 
electronic media or in district visits due to superintendent and principles busy schedules and the 
increased activity of our Institute of Professional Development with the area districts. It was through our 
collaboration with these educational leaders that we realized the need to strengthen our partnerships, 
move away from a meeting format, and become more actively engaged in our area schools.  

The Unit added a newly designed Institute of Professional Development that focuses on meeting the 
needs of the K-12 communities, administration and teachers. This has been our largest growth area 
since our last visit. Due to the passage in 2011 of Wisconsin Act 10, to address a projected $3.6 billion 
budget deficit and limit collection bargaining, we have seen a consistent drop in the enrollment in 
graduate programs. This law affected how teachers would qualify for promotion and in many districts 
eliminated the step in the pay scale associated with obtaining a master of arts in education degree.  At 
the same time, the need for professional development customized to the unique needs of individual 
school districts increased.  



When working with the School of Education Advisory Board members, the dean saw the need to 
reinstate its Institute of Professional Development. With the approval of the president of the university, 
the new Institute of Professional Development was started; and with the help of faculty, the unit started 
reaching out to area districts. The goal was to help them strategically plan for professional development 
opportunities and workshops, especially in the area of the Integration of Technology. This work was first 
directed towards our area Catholic Schools and the area schools where our candidates are placed for 
field and clinical experiences. Over the past three years it has expanded throughout the state as more 
and more districts see the benefit of partnerships with Schools of Education. This has been an exciting 
area of growth that has greatly benefitted and enriched all of us in the School of Education, our 
candidates, and the school districts we serve.  This upcoming year we have many new initiatives coming 
from this area and have expanded to include some global outreach programs through a partnership with 
the Ministry of Education in Thailand.  

Professional Education Advisory Council (PEC) membership includes the Chair of the Department of 
Teacher Education, faculty from other academic divisions who serve in an advisory capacity, faculty who 
teach methods classes, and/or supervise students in clinical experiences. The committee meets formally 
one time per semester and informally on an as-needed basis to solve student issues related to educator 
preparation. The chair of the Department of Teacher Education facilitates the meetings and also works 
with these faculty across campus to ensure that all our candidates are receiving the knowledge, skills, 
and dispositions to excel as content area specialists in their fields of study.  

Marian Student Education Association (MSEA) holds monthly meetings to help ease the transition from 
education student to professional educator by hosting speakers and presenting information about the 
Education field. MSEA also encourages students to get involved in not only the Marian community but in 
the Fond du Lac community by providing learning opportunities.  

The opportunity for professional development has increase dramatically over the years as the university 
Faculty Development Committee has taken a more active role in bringing in speakers, providing 
increased funding for professional development grant. Other professional development opportunities 
provided for Marian University faculty and staff by various committees, such as our Social Justice 
Committee, cover topics such as social justice, online course development, creating certificate 
programs, technology integration and annual Academic Symposiums.  

The graduate admissions and marketing was recently moved to the university's Admissions Office. At the 
last visit, the School of Education marketed and provided the admissions services for graduate 
programs.  In an attempt to centralize these services, additional positions were created; and all 
operations were moved under the Vice President for Enrollment Management, who previously just 
oversaw the marketing and admissions for the traditional undergraduate students.  The unit works 
closely with the undergraduate and graduate marketing teams to assure that updated information is 
available for recruiting purposes. We are still in a transition process; however, we believe that this new 
system will eventually increase enrollment while making better use of our funding in this area. 

As mentioned in the previous section, full-time faculty carry a 24-credit teaching load. The workload 
policy allows graduate faculty to use 3 credit hours teaching load to complete scholarship activity. This 
same opportunity is being offered to undergraduate faculty who are involved with scholarship activity. 



This will be the first year all faculty will be required to provide an approved scholarship plan to obtain 
the 3 credits release time from teaching to pursue scholarly work. We know and appreciate the time it 
takes to fully prepare for courses in a time when education is going through a number of changes. And 
we also want to value the time our faculty are putting in to scholarly endeavors.  

Some realignment within the Unit has taken place.  There used to be three departments, Educational 
Technology, Teacher Education, and Leadership Studies with two programs that reported directly to the 
Dean – the Doctoral Program and the Institute of Professional Development.  With the declining 
numbers in the Educational Technology Graduate program, many of those faculty members are also 
teaching in other Teacher Education programs. This has provided with a great exchange of ideas as to 
how to integrate technology more fully in these other programs. The Educational Technology 
Department is now a program within the Teacher Education Department allowing much more time for 
this team approach and collaboration.  

The Doctoral Program is now within the Department of Leadership Studies which is a great alignment 
with its focus on Leadership and its Educational Administrator Strand. The Institute of Professional 
Development has become its own department, working with adjunct faculty and our own full-time 
faculty to meet the ever growing needs of our area schools. The Department of Professional 
Development provides professional development courses, helps administer grants, and oversees various 
in-service and workshop experiences requested by local school districts. Faculty from all departments 
teach professional development courses on an as needed basis, depending on the nature of the 
requests from School Districts. We are currently seeing the greatest number of requests coming in the 
area of technology integration and one-to-one laptop initiatives.  

Through the coordination of our Educational Technology faculty and Institute of Professional 
Development, we have also been able to offer more on campus experiences for our area teachers and 
our pre-service teachers. Events such as the John Reilly Technology Days, Apps Fests, EdCampus and the 
Middle School Teachers conference. 

Use of Technology 

Gleaned from exit interviews, program evaluations, and working with the Education Advisory Council, 
we determined there was a need to increase technology use in all programs, not just in the educational 
technology area. During courses, field experiences and clinical practice candidates now use technology 
in a variety of ways to support and enhance student learning. The use of projectors and Smartboards 
enables candidates to more effectively engage the whole class in meaningful learning experiences, 
including multimedia presentations by both candidates and their students. Through the use of 
classroom computers and iPads, candidates engage their students in activities such as individual and 
group research projects, evaluation of the quality of websites, and developing skills in the use of various 
programs that are oftentimes school specific or make use of the Web 2.0 that are readily available.  
Initial candidates also use software for teachers such as electronic grade books to maintain accurate 
records of attendance and assessment. Other professional school personnel candidates also use 
technology to document learning through the posting of journal entries and artifacts into their online 
portfolio and a new technology course has been added to the Superintendent program. Educational 
Technology faculty work as mentors to help faculty pick the best tools to use to enhance teaching and 



learning. Administrators are encouraged to use electronic media to serve as role models for their 
faculty, engage their students' parents and inform the community. 

6.3 Areas for Improvement Cited in the Action Report from the Previous Accreditation Review – N/A  
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