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- setting, and the regular staﬁf of that school-—teachers,‘aides, - f‘."

K
\/

7 INTRODUCTION \ U o .

Pt .
& -

Somewhat over a year ago Teacher Cor?S'initiated a pro-

l’
cedure to contract for the design of Inserv;ce Development

Processes whlch could be used by a total school faculty .in a
J

[}

‘single school site, The endhproducts ‘'of the contracts, it was

. L Y

env151oned,.would be useful for des1gn1ng the inservice com- o
y ' -

ponent of a Teacher Corps p;:gect. As well, the planning

process itself seemed a weak®link in overall strategies for

developing inservice. 'The materials, therefore, hight eventu-,

ally find a broad audience among educators beyon@ the Teacher

~

Corps family. In May, 1976, a Request for Proposals was is- ' ¢
. 7

sued. It described the background and issues to be covered
. . Ji v
as follows. H . ) ‘ '

As a result of receht legislative changes, Teacher Corps
\ o N :

has been .directed to yndertake the mission of "supporting dem-
. - . N NS
onstration projects for retraining experienced‘teachers‘and .
e .

ot . . . . )] -
teacher aides serving in local educational agenties." Teacher’ - :
3 R T . e’

,Corps views this new authority as a reasonable extensgon of ‘the L TP

.
-

R . . N R - -
Intern experience and requires that preservice and-ingervice be | tLe
. ’ ~ , .

e ’

- L

conceptualized asrindividual parts of a single:continuum of "

profess1onal development ~Because of limits on funding, and. \ S
<o -l.f"

because Cchange theory indicates & preference for the" strategy, - SPRN

Teacher Cofps interns and teams are placedv§n a singlte scho®l
< )

+ ", = < ’ ot

N ay ’
3 - . t € ~ 3
- . e - N b
-, P
4 i o .. . -
& - .




£

and others (including'community aides and interested parents)--

Gl . ) o ’
: , .

are considered to be the retraining population. A pro]ect must .

show how it Wlll effect this total school staff through the
. - v ‘ 4
supplemental services provided~by interns, direct retraining

programs, and.. community service efforts.

5 Al

‘ . " The, word retraining 1s 1ntended to denote activities -
o whigh are directed at improVing the person 's performance of s

‘assigned responsibilities through the provision of adAXtional .

cognitive, affective, -experiential, supervisory/advisory or
. . ? ' . =

other learning inputs. Retraining may mean inservice, or the
3 two may be considered as strategies with the context of pgo- .

fessional development and/or 'continuing professional education:

The terminology is less important than the concept which sug-
. .

gests (1) a continuing improvement of teacher -(and other pro-

fessional/paraprofeSSional)‘profic1ency throughout the lifetime

-of the practitioner, {2) preparation-for additional responsi-'
bilities ‘within the role than those developed during preservice
experiences, (3) remediation and continued improving (including - -

’ updatzggQ of:teaching sk}lls, and (4) consideration of roles and

.o :‘skills‘other than teaching (or classroom related) required for .

A thewsuccessful practice of‘the profession. : ‘ o

L=
N . ¢

o The purposes and motivation for retrainiﬂg may vary w1dely

R

L]

o - - S
within the Teacher Corps project. Some schools may be concerned

2 w1th challenging a particular problem or curriculum issue,'e g., ) .
-3?,‘ i b « \ .
N o _1mprovement of discipline, upgrading of reading skills, faculty - .

cooperatioﬁ?communication for policy making or curriculum plan-
;& .. - N O ¥
ningq etc. These needs may have been developed through faculty

. cooperative nlanning, directedcby central office fipt, or




generated’ by changes lnjcurriculum, social condbtions, or’ com-
m&nity desires. The impetus may..be either external or self-

.

initiated by .the pers0n or the group. 1In any\event Teacher

» ? ¢

Corps is concerned w1th ;he total school faculty as the unit of
6 Al

instructioh and change throughnthe retraining process. (Appro—
priate activities are,describeq~for each rol€ group.within the

cooperating school, and necessary linkades.are designed with -

' \ ,
- . . -

i & - .

& \
opre%ervice through the vehicle provided by the intern's program.
* 5

to the guality and performance of the overall faculty and staff,

»

r _ Within thiS'group context, however, considerable attention

< 1

is devoted'tQ meeting_the particular néeds of each individual

-

L

professional and /or paraprofeSsiBnal As Rubin suggests, "Trde

artlstry in teacher 1nserv1ce education is a matter of fashlon—

.
. N

ing expert.performance out of the raw materials inheant in the
- V4 .

‘

- . s 2

"teacher's nature. ‘The sine gua non of‘healthyrteacher inservice
' L

N ~ .
g, N . -

education is to enlarge rather than obliterate individual dif=’

.- ’ -
-~ .

ference. . The inservice process, therefore, while contributing

~

. Ac .
must be designed tofassist each individual member of the, school
-~

group to learn what is needed to attain 1nd1v1dual profess1onal

- ' \ -

goa&s. . b o . Le
e p
The fore901ng cons1denatlons suggest that the inservice

. e,

& . -

L -
»
:

§

i

B
and llmltatlons of preserv1ce the’ varlous levels of cert1f1—

.

catlon of faculty members (including the 1nterest of some’ 1n

- -

achlevlng certlfrcatlon), and:the relative years.of experlence
N

*
. of 1nd1v1dual faculty persons. ILf total staff 1nvolvement is

\ év ’ v

‘.

to be achleved, considerable attentlon must be directed towards

process must f1rst evolve from an’understandlng‘of the purposes




.
-~

bulldlng a mitual 1nterest among the total faculty while prov1d—

-8

. . 1

f&w
ing for the various 1nd1v1dual @otlvatlons. Inservice in the S 1

N, »

\past has, been d1rected to more limited klnds of problems and
‘\ P o .. LY : ¢

issues than.is suggested by ‘this stance. & N ‘

-
-,

> » f > . :
” From‘another'point of, view, inservice education 1s one meth~
el - b . LS

2y

od for organlzatlongl Hahge and development, but it is only one ¥

PR —

&

i .
- 1

'method and one part‘of an effectlve plan. Inserv1ce, or pro-

fess1onal upgradlngiggyst be related to some gense of desired

. - . o

s .- . T e o Y ,
institutional change, either in terms. of improved student learn- . '
. S ,

ing or variation in staff utilbzation'(perhaps~the*introduction

A —

of team teaching or ungrading, etc;) In order to develop\g . -

et
brmremmmry

T
effectlve 1nsef?1ce program the school must have estab11shed

. some ob]ectlves for change, examined the 1nst1tutlonal llmltS on... .

change 1n e1ther program or structure g;nvolved the communlty in -, °

,,.l.,/t

1ts proposals for change (and as sources of 1nformatlon and ex-
' pertlse), and cons1dered the types of support requlred to br1ng

chamge about. Inserv1ce then ,becomes- an important concomitant
"4 ‘ PO

_of the improvement of education for children within the school v

5 &
. . =

The inservice eﬁforﬁ,lnyolves a number of organlzatlons L.
e,g .
-

# beyond the school, even when the efforts at plann1ng are school-
- : v ’ Y

Pased. 'Perhaps the major interest group is thértéaapers associ-

. ation or union which establishes'professional‘conditions_for‘par:d%-
ticipation. -The school district must consider' the impIications e
- of the retra1n1ng both in terms of retra1n17g costs and addltlon—
. e .

! a1 salary requlrements.,,Further implications for the dlstrlct

1nclude the effects_on theﬂcommunity,of moving forward W1th one

s
L

*school, even experimentally, possible changed relationships and

cbmmunlcatlons with the communlty served by the schOol (espec1ally :

— s Y- .. mw\,,‘t—-v"’ . . .

»




ﬁ"**"*‘new demands), limits on sxructural and/or organiéational'changes

imposed management styles or’ district polrcies and’relationf
\pips wit other educational organizations.>' ' . ';\ .
~ The State Education Agency (SEA) role is particularly s1g—

’

nificant in the design and delivery oﬁ_iqservgcew— An SEA should;-A«

IER - -
4

have a plan governing appropriate 1éserv1ce polic1es and proced-

‘ures.’ Roy Edelfelt, in Rethinking Inserv1ce Education (Washin— e s

- -

oy ton,'D.C.:. National Education Association, 1975) suggests that e

s

the basis and structure for development of a continuing educar

v ~ A\ *

. “tilon program w1thin a state contains these essential elements: '
s N ) . ) . ~ L] . . \
legal framework for organization : ‘

1 A
c . 2. - A conceptual framework , , :
IR 3. A design framework ‘
4. A ‘

' support framework

Within this context he goes on to suggest that 'an examination of

o N .

new propOSals and plans for continuing education at the local dis-
D t ©

ftrict level might begin by address1ng the decision- making processes, .
et ‘

the, relatiOnship of the plan to prbgram xmprovement,.the intended

w\

hpartic1pants,dthe adequacy of resources, and the extent ‘of commit~'

A -

ment to teadher education.

p <« \»"l N ) N4 . - _ .
The univers1ty schoal of education/;as been the traditional

- <
”

- . . o . ) ° t /’ M
) “Supplier of inse;vicé:training, usuali; through course formats or
"“the design/delivery of workshops to}éeet district developed needdl.

- Teachers réquiring cértufication have usually found the idstitute

- N\

for higher educatlon (IHELmthe only source of state approved cre-

s dits"even when the courSes have not contributed directly to the

teacher s, perceived needs within the particular teaching context

~ — e

het

" .Toovoften university study has led to ‘other,professional levels or:




. / e ’
positioé;——training fqr up and»out&hf“the classroom--rather than

o o

. . v ‘s ' e e - s :
reinforcing .and expanding the teacher's skills for direct .involve*
* - \ ",'

ment with students. Wﬁl/e’the ‘IHE retains an 1mportant role in -
L

- P

‘e

e
the des1gn and delivery of 1nserv1ce, the focus of power for .

plann1ng and de51gn1ng.programs is sh1ft1ng to the local school

3 e
-

\dlstrlgt.and‘tq\ihe organlzed profe351on. ' . ) .

Indeed, the s1gn1f1cant element “in xhe planning &nd delivery

-«+of . inservice educatlon is teacher power, emerglng as "the organ1—
' t

zing element wh1ch may lead to a reconceptuallzatlon of the vari-
2

.ous ‘institutional®roles. ImpQrtant’ issues related to €eacher

power include‘motivation for inservice; remuneration or other re-
. K - . - ’ N
wards (including‘ﬁnservicé time scheduled during the regular- prao-

fess1onal day)., and 1mpllcatlons on staffzroles, promotlons, etc.vl

Perhaps the ‘least apprec1ated aspeét of inservice educatlon w1th1n
the emergrng field of concern is the lmportance of cons1der1ng the
\teac ef/power issue and/or of fac1lltat1ng teacher -controlled and

1

ﬂlrected inserv1ce efforts. ‘ ‘

‘.
- - »

Thls genefal backgrpund succ1nctly describes a number of
. .

issues wh1ch Teacher Corps seeks to’ challenge thrOUgh this pro-

-

[

curement. While the general focus rema1ns on the 1mprovement of
*'\qu . , v P
& total faculty through inservice, 1n conjunction wi-th the tra1n— ~

' . M .

ing of teacher-interns, thls process must be con51dered 1n light
e .

of the communitles and 1nst1tutlons which form the support and

J ‘ - i
control systems 1mp1ngrng on the 1nd1v1dual school, ricluding the dddy

.

. SEA and t IHE's. ’ ‘
S X

>

‘At this juncture, c0ns1derable effort has been devoted to -

the study of the inservice problem by un1vers1t1es and profess1onal

-




M

)

P——

s

’

3

¢

e

ey A

-

power based (i.e., désigned, motlvated, admlnlstered, and evalu—

\ * . ,

associations. A small body of theory and viable practioes‘has

emerged, and a ra¢her\considerable literature on the subject is
> IESY T .o L0 g . -
readily available. In addition to.theory, this study of inser?

vice has dealt with problems, issues, various organization and
power roles; recommended proCedures for planning policy and/or‘

programs, and the relatlonshlp of varlous 1nnovatlons(e g teach-

er, centers) tofthe development of inservice programs. The study

“ N ‘ »
’

_ has considered the roles of the SEA, IHE's, teacher agencies, |,

»

and, to a lesser extent, the communlty.. While some attention T
D) . . |

has’ been devoted to a1des, paraprofess1onals, ard communlty vol~ ) |

unteers,’ these persons .have been less well con51dered than teachers,

»

" In spite of this theoretlcal/research base, there are only
llmlted strategles and operating pr1nc1ples for plannlng and de-

llvetlng inservice educatlon, espec1ally programs wh1ch are teacher
L3

ated by teachers) and which are concerned with the total faculty
v ] N v

og a school. The relatlonshlp of the SEA, IHE, communlty, and

other organizatlons to this kind of approach remains unclear, and "y
. {
_the progleMS of teacher motivation have been explicat;d but not

dedlt w1th In this context, Teacher Corps project de51gn groups,
/

"%

)

aimed at the demonstratlon of new and viable programs and processes,

. £ind themsmiyes 11m1ted/;ﬁ resour&es ‘for project puannlng and de-

o .
ject, to-.use in the development of 1nserv1ce Programs w;thln the , . . »

‘ . ,
e ) * . » o h . -
' 4 5

cooperatlng schood . - .

-

velopment, and/a/orft:cal need emerges as guldellnes for the pro-

- It was ant1c1pated that each contractor would design "a pro-

cedure and set of 1mmed1ate1y usable materials which could be-

S}



o

N .

N

ﬂistributed to interested single-school faculty groups and would

@
¥

deal with some or all of the followirtg general duestions.related

*, [

4 N -
to- the planning of inservice: . : °

.

e

. < . . L . o . )
What are, the purposes of inservice educatioén?™ 7’

What models and designs (power fiodels, organiza—
tional,. designs, delivery models,, etc.) are useful -~
for ‘development within the totail school context“ .

How do differences in understandlng about the
functlons and purposes of inservice education by
various concerned groups (SEA ,IHE, school dis-

. trict, teachers’ association; communlty, students,

" els of teacher experi

etc.) affec the sglection, design,, implementa- .

tion, ‘or usd of various models, procedures, etc.

(Consideration should be given to the differences

in viewpoints of vested or non-vested 1nterest,

groups.) - T - ‘
[ X 4 D

How would anh inservice pl nningﬂhroup use pres-

ent theoretical bases,Qresearch, and extant ,

prototypes in arriving at a situation- spec1f1c

plan?

. : : .

‘What functions can 1nterns perform lor what roles

o

ecan they play) in relation to the inservice a5~ *
pects of. thexTeacher Corps project?

How can the LEA, or the school 81te,‘collaborate
with the SEA, IHE, and other ;nserv1ce resources,
espec1ally communlty‘resources°

What incentives are there within the local smtua— -
.tion for 1nserv1ce,~and how' can they .be exploited? -

How can the*1nSerV1ce be a true cont1nu1ng staff
development effort by gonslderlng the various lev-
ehce and cert1f1catlon (desplte

v

.

[
a

- N A

-

a local ‘education agency and an ingtitution of higher educatlon.

3

L]

s .a relat1vely flat capeer mode)? . SR
e .- How can the inservice cons1der not only teachlng -
and classroom related behav1ors but also the other
-~ - roles required of ‘teachers and other staff members,
. = including/professional group member, planner and
. policy ‘maker, learner, citizen, and communlty
ST member? . ' o .
. " ) ' /
. - 3 . i N . ‘ ./
" The Fodf‘Contracts S e T S A
As .a result of the procurement effort four'contracts were R
awarded. Each contract represented a cooperatlve effort between(;




. . L /' & ..
‘Other organlzatlons relevant to the inservice. ef fort of the

partlcular ontractor, were 1ncluded ‘as partners in “tha*pt e
G\ P

Usually,-the teachers organlzatlon was heav1ly 1nvolved in the

oA

v design effort, and sometimes parents or students were 1nc1uded..

bl

- All contractors were respons1hle for assurlng the réview of

their materlals and plannlng procedures by & total school faculty

(-3

in a‘single school site; nbt so much for valldatlon, as to 1nsure
. XN . e . oo ) D

that the materials spoke to faculty interests and needs in a rea-.

e
< ¢

s h N . >

sonable way. - . . \ T

’ Tra . .~ ‘
e . N - -
’ . N

, The contract period of perfqrmancé was initially to bhe six -

e .

. »
. months, Bbut the wogk’provedvtoo complex for such a short period
of time'and'was extended to ten months. During this time the

. contrac&hdlrectors met tw1ce as a grodp to share ideas and to

L 4
.

report progress. They were also able to attend a number of Teacher

.

.,

. ,Corps events related to 1nserv1cé plann1ng The experrence of the //

contracts became a rich one ‘both for the contractors and.fgnw gggh‘wuﬂd

_ -
B e S P S .

er. Corps plann1ng efforts. Coo .
.Each c0ntraqt proceded'to undertake‘the tasks in quite dis-
~ %
tlnctly dafferent directions, and this 1ndependent approach 1s'

_reflected in -these reports. . Each of the four had been selected

because the sites offered contrasting considerations of what ) '
" " " ‘ . .'-, 3 . . !
weré‘believed to'be some key factors. For! example, two contracts ‘

«

were awarded to Teacher Corps sites (Fordham and.Western)Washing-

- - ton):';Although Arlih@ton, Virginia, had- just’been funded, the = .

[} 3 ) .
dlstrlct had* no prev1ous experlence with the Corps, and Washlngton v -

West,(Vermont) "had never partlclpated in a ﬁr03ect. Two sites ; v
' —

-

were rural (Vermont ‘and* Western Washington); two were urban .
e S . \
%‘: [PUREIV -~ e , . PP .
- o . .

-
P - . LI I

: 2
] ] e et




B}

(Fordham and Arllngton) Two prime contractors.were school dis-

'trlcts\(Arllngton and Vermont) , and two were institutions of high-

.
.

er education (Fordham'and'Western Washlngton). Teacher brganlza—
¢ tions were heavily 1nvolved in two prOJects- the UFT w1th Fordham

and the NEA with Western Washlngton. Whlle there was contact, and )

occasionally assistance from the local and/or national organrza— :
o)

t;ons with the other two contracts, the relationship was less ent

dem1c to “the Success “of The ventures.
Summary of Each Report . - N .-

1

. A brief summary of each contract's outcomes follows.

A

Arlington, Vlrglnla Publlc Schools ~
426 No. Quincy St. Arlington, VA 22207
/ MODEL FOR SINGLE SCHOOL STAFF DEVELOPMENT PROJECTS OR PROGRAMS
° WITHIN A 'LARGE URBAN- -SUBURBAN CENTRAL SYSTEM ‘

The 1nserv1ce plannlng guidelines, project management proced-

ures, organlzatlonal structures for teacher and .community 1nvolve—
i l

ment, and the 1n1t1atlon/1mplementatlon/lncorporatlon processes

suggested by the Arlington report and .models for s;ngle school

Teacher[Corps use are based on the £

PlloWing community and system

\ . : 2

~

/

characteristics:

- large urban- suburban system with a w1de range.of.
central resources, ‘individual sc¢hool. organlzatlons,
%nd diverse student/teacher/school needs.

rapld changes in the nature of the. student popu—
lation in terms of languagey malnstreamlng,xskrlls
'development and career preparatlon needs. .

-
actrye community inteérest and involvement in
.échool policy and decision~-making thtough an estab-
lished standing and ad hoc commlttei’;tructure ang
netwQrk.

s 2

\n\df’actlve teacher part1c1patlon and involvement in
" " parallel "ad hoc and standing committees for decis-
ion-making and information sharing on, the single
school and system levels.

‘10. 13




- the use of annual school plans and school beard
goals a6 planning tools for impleflenting system
and, school based staff development,or curriculum
developnyent projects: °

<@
.

- a built-in staff development vehicle in each sys- .
tem-based and school-based program or area of -
. spec1allzatlon to deliver service to the s1ngle
" school site or classroom, .
- recognition of a need to dlstlngu1sh between .
+schogl-generated and manpdated goals and inservice . .
and to. face the realities of shrinking financiail
resources for supporting inservice activities. L ¢

%

’

In addltlon to eéamlnlng the compdnents/of traditional formal

.

or informal planned inservice ‘activities at a s1ngle school site,

b the report and models emphasize a concept of c¢ontinuing staﬁf,de—
velopment which can emerge or evolve from active teacher parﬁici—'

) . \ .
pation and involvement in curriculum developmenq, textbook selec-

tion, policy making; program planning, decision makinc’j'),é’\o__rj/cla’ss-;_;l
. . . . . , /O .

room materials development activities on the singlé s%hool.ana

5

» system levels. Groups who propose school based/lnservice/preser-

. vice Teacher Corps projects,based'on the Arlifgton teacher and

community 1nvolvement process models have the followlng resources .

- ~
to use as gu1des for theix 1nd1v1dual single school plannlng pur-

.

. s ds.o - T
poses: - v .

aélﬁﬁﬂ?lz CENTRAL SYSTEM ANALYSIS h
* ( ’ - -, b3 - '." - \

,
An analysis of a central system's organization and'resources
) . .

3 . . .

*.

in terms of ifs impact on single school staff development programs.
‘o . At

o Lo, .~ - . -gi‘f,.
and the +impact of s1ngle school programs on_ the system level, &

Toplcs discusses 1nclude annual school plans; school board goals;

‘influence of reorganization; The Teachers' Council on Irst ctIon'-

’

<{

Teachers' Innovatlve,Fund; surveys and resource flles; e role of
. . [ ‘ 1]
4

NN . , Cqs .
curriculum, media, resource, or program specialists and coordinators;

-----




ot

. . . - < - ¢, ) )
the 1nfluence of contact teachers, goordinating or adV}SOry com-

5
mittees; 1mpact Qf career, human relations, blllngual educatlon,

spec1aI educatlon, humanltles, volunteer.qnd state or federal

~spec¢ial prdgrams on s1ngle\school staff programs. . .o

)

. PART. I: COMRONENT PAPERS

The Role of the Principal is based on obserVations and pér-—.

ceptions of ten principals, each representing a different level

® “s

and form of school organization.

.

) \tl . N
Decision-Making discusses a variety of decision-making

.

. . .~ .
processes, examines factors affecting levels of teacher partici-
- .

4 >

pation, ' outlines a variety of roles and structures fo? decision-
R ’ . ? [}

making, and places emphasis on the differences between mandated

d self-generated gdals and how theyaaffect‘teacher;decision;

aking. - . FE .
* N . R . e
v .o T 4

- 2 ¥

cent&ve and 11sts over 80 spec1f1c 1nserv1ce 1nCent1ves c1ted by
P )

) ~

. e

Collaboration addresses mhtual needs, participants' roles,

. -

‘ning \and implementation and the organizational structure as ap. in-

. . T ! . . . . N P S -
authority and govermance, implementation, - and evaluation needs and

activities and describes actual experiences with state education
, =2 it _

b e

agencies, institutions of higher epduc¢ation, civic and government

v

agencies, community, business and volunteer groups in cooperative

school. based programs: v Co. . \

- R ""/\“ ’,'ﬂ

Probléms lists and discusse$s a variety of inservice problems

2

associatediﬁifh time, money, apathy, interest, confidence, admin--

o™ [

istrative support, staff.leadership.abilities and expertise, plan-

+

ning, organization, and management. 'Other sections deal with a

o i5 .. C o
. Co12. ¢ -
oo . S -

Incentives discpsses_teacher participation in inservice .plan~-

»

b \ —

—System personnel as contrlbutlng to the sﬁccess of school ptograms.>
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total §chool.inservice program which failed from lack of teacher

ne

and communlty 1nvolvement in th\ planning, and 2) a Teacher Corps

Project currently in operation w&thln the school system. o -

<y /_‘ - PART III: HYPOTHETICAL MODELS

Hypothetical process models for initiating preservice/inser- =\’

gvice Teacher Corps ?rojects at a single school site are designed

for elementary and secondary school staff use based on the Train-

ing é\%plex and the Interdisciplinary’ Approach frameworks. :Each

: model‘outlines processes for in-school proposal design and writing

‘ .

and éuides for Community Steering groups to use during the plann—

ing consensus, committment, decision-making and implementation
.stages of project design and staff acceptance procedures. Both )
models suggest wusing the library or' Media Center as“a base of oper-

. N . < P . . M
ations, a strong project newspaper, ways to involve interns in all

W

E

school and professional activities, ways to overcome "substitute
-3

'

syndrome," on site IHE coursewbrk including.e\management/haﬁds—on

., - . g,t.-
course for project staff and key school personnel ahd a method for |

» , i S

holding a series of."Bounce" sessions to gdin staff, administrative,

e - - - . -

. ) > and commungty support in advance of -project implementation.

The elementary model, PRESERVICE/INS%BVICE EDUCATION, is based

on en«open‘concept school organization char%%}erized by active

teacher involvement in a vertical and horizontal committeeystructure

L 4

' for s€aff and curriculﬁm devehopment purposes. The theme of the

hypothetical project revolves around a tptal'schdbl effort to‘imple—

ment a new writing skills goal and a schooI—co%mdnity'"Planning for

.
™

the Future program. However, the model can be adapted to aﬁy school®
~
organlzatlon or for 1mplement1ng other school-generated goaLs.<
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P

, " ' . . ,‘\ T <
The sécondary model, BASICS;

-

gests ways to teaéh the fou}'basic academic skills of reading,

N IS

writing, compu{atlon, and study across d1s01plype lines.

-’

‘LIFE AND SKILLS TEACHING,

>

sug-

Peatured

aspects of the project 1nclude buzz groups; "Four and One" ,and‘!E

"Buddy" group needs 4ssessment andpmaterial development activities;

community skills enrichment days; énd‘special intern study and |

skills development activities. T T o
Most suggested processes and guidelines for 1mp}ement1nd

Teacher Corps prqjects conﬁained in each model can be used at either

the secondary or elementar¥y levelsvand.many of @Ee proposed struc~

tures, workshop topics or inservice activities _could be conducted’

t

by’a school staff without outside assistance.

-

¢ -~

Fordham Universit )
Schoolnof Educatﬁpn at Llncolanehter ' . .
New York, New York 10023

THE URBAN INSERVICE EDUCATION EXPERIENCE

- The papers in this volume emerge from the experience of -
Fordham University and the Angelo Patri Intermediate School through
their mutual efforts to establish an open-space school in a highly

complex low-income neighbotrhood of inner city New York. .No planning

. ‘ .
model for inservice, as such, emerges from the volume but phe col-

< r)
lection of papers prepare the reader to understand the process in-

”
-,

volved in developing programs under conditions of organizatiohal

P

change and the implementation of new programs and concepts of educa-

. -
tion.

the contract, and papers reflect a clear\understanding of»working i

Close coordination with the union was maintained throughout

with the’ggachers"organization as a collaborative partner. The

' : , ,
approach is clearly aimed at big city, open’space, collaborative
v L _ -

/: Coe 17 _ »
. S 14, - .
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book

tial

. persons working under these kinds of conditions.

.  following topics'are—coveredﬂbygthe study:

 Washington Wes't.School District
RFD #1 Box 53-E
\ Moretown, Vermont .

“a

H

¢

one facult§ developed rapport and self-initiated efforts.

- ' N
.- f o T e

Acknowledgements

‘Introddction _ . T
Collaborating in Inservice Education: A teacher's. perspective®
Changing and Emerging Roles in Educatlon° The role of the

superintendent .-
Some " Second Thought§

role in inservice edtcation.
School-Community Interhction
Open Edueation as an Alternative
Designing In%ervmce Education

'Otherg,

inservice experiences and would be of particular ‘interest for;

however,

may find vgluable suggestions from the recording of experience§ 5;
? . ’ ' K *

The

Adapting Colleae Courses for On-Site, Teacher Education

Professional Staff Needs Assessment: A discrepancy analysis

School Design and the Educational Pr&cess -
Lake Como to Frost Valley: An inservice kLlfeShop"
Students' Role in Qualjgty Education

The School-based Trainer of Teachers v

Curriculum Development: Its-gogls and strateqles
Incentives:for Teachers in Insenvice Education

The Supervisor as School Instruckional Leader
Teacher Evaluation: A teacher ionist's view

The Urban M15510prf the Univergity

Contributors .
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A .RESOURCE GUIDE FOR INSERVICE TEACHER UCATION

Materlals consist of a manual organized in a loose ~-leaf note-

$

for use by teacher groups in plannlng ?nserv;ce. Short sub—
Il v . R

¥

-

’ -

functiong. of inservice education. The model presented is es-

»

v

stantive narratives are'followed by practical de-it-yourself exer-
01ses whlch help teachers plan and develop,1nserv13e educatlon" find

resources,-use out51de assistance, and understand‘the many poten-

;eentially a straight—fogward approach to planning beginning with

LY

A deap's reappraisal of the university's |

1%

W

L4
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needs assessment and continuing througﬁ/dellvery of inservice.

» * -

Use of 1nformal models 1s stresses. Emphasis is placed on the

.- spec1al condltlons of rural schools and rural teachers, although

L4

the materials are generally useful to others.’ No special inser-

- v1ce cobdbrdinator would be requlred to 1n1t1ate activities w1th1n

a small single school site: Topics coveredllnclude tHe following:
< . Introductlon

Types of Teacher Ingervice Educatlon -

‘Needs Assessment-Introduction
Tedcher ‘Needs Assessment ) ; Yo
Needs Assessment in a Curriculum Area \
Schoolwide Needs Assessment Strategy

Meeting and Workshop Format )

.Incentives - ’ <

Parent/Communlty Awareness of Inservice Teacher Education

Release Time Models

LEA/IHE Collaboration

@ Fundifng for Inservice Education -
: School Board Awareness . PP
Governance . o ‘
. ‘ . Administrative Support * } ’ ' 4
Negotiations and Inservice ) - -,
The Role of the State Department of Education in Inserv1ce - .
Rural Teacher Centers -

General Appendix

-

y Western Washington StateeCollege oo
Bellingham, WA:- 98225

’ - A GENERIC ‘MODEL FOR INSERVICE EDUCATION . o g

Included in the mater1als are a monograph, slide-tape intro-

ducing the planning model, and step by—step procedures permitting °

a faculty to des1gn its, own inservice program follow1ng the steps
& -
. in the model. Several scenarlos are prov1ded which are_ 1ntended

.to provide concrete examples of effectlve;~but different, inser-

" Vice programs that could be'developed under the rubric of the- N
‘. )
pisannlng process. ' ‘ : ‘ g .
,// I The plann1ng model is envisioned as taking place in a three- o

.

, o phase project. The model is presented'schematically‘in Figure 1.
P - e

' x 16. 9.
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"The initial phase is the gétermination of purpose for the

4

local 1nserv1ce program which rnvolves two conS1deratlons- the

®

deflnltlon of - purpose and the analyS1s of l{mlts. In the "Process

3
[

Gulde for the In1t1al Plannlng of an Inserv1ce Program," which is’
one of the materlais accompanylng th1 monograph, there is a set
of tasks to be used by a local gro P to accomplish the determlna—
tion of purpose.: This set of procedures w1ll be referred to as

.

Process A. '

s

"The second pha € of the planning process is the design of

the prograﬁ elements. This part of the planning process is dohe;g
2

by a representative commi ttee wblch utilizes the information ob-

tained in Process A. The committee proposes a plan for inservice

+

based on the general definition and purpose.:~This'phase is called

Process B. ° -
‘The third phase of the planning process is an evaluation

’scheme which is designed to. be used by an external evaluator who

.
v

reviews not only the agreed upon plan, but the planning process as
. .
well. This phase is referred to as Process C.

The generic model for inservice education and the planning

. N ;
process which utilizes the generic model attempt to provide a local
y : v ,

. - . . . ' .
team with a conceptual framework and a step-by-step procedure which

.

will lead to a local, site-specific inservice education program.

The variabllfty of the programs'from gite to site will depend to a _'
large degree on the local purposes which will deternlne'the charac-
teristiosAof the actual program. The valge offthe planning prooess
&111 be judoed in its abllity to assist the local team in preparing
a program which is internally consistent, that is,,a program which

T ‘ |

L : .
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+ . - achieve these purposes. -~

st ”Some“Geﬁe*ra”lj% ion ' - : . :
A number of general conclusions emerged from the reports and
¢ ~ ’ * - N .

-

L

may be of interest for future.inservice planning. First, teachers,

-

as central to the inservice process, will become involved. in planﬁ

[N v N

ning and developing inservice to meet their own needs, but they
. Lo . . T
wlll\reject "outside" pfograms‘"iaid on" by districts or institu-’
e tions'of higher educatlon.‘,Each report{ whlle'more or less -adapt-
able to other areas:as it stands, nevertheless clearly reflects a ‘

particular set of politicdl and organizational factors within the

‘environment from which it‘was created. In other words’, inservice

planning is rather strqngly dependent on the particular mllleu

of the planners. Although the contracts wére selected to reflect

L ‘. .;

factors considered to dlfferentlate among sites, the materials pro-

- -

duced by each cqntract have appllcablllty in s1tuat1ons not def1ned

! . 7

by these—factors. For example, the pract1cal exercises developed

ﬁby Vermont would be found useful in urban or suburbanusettlngs, as

L}

) [+ 3
well * The role of the 1nst1tutlon of hlgher eduCatlon eme ges as

one of poteétlal serv1ce to the sChool faculty through the vehicle

of collaborative planning, rather than the traditional one con-

. -
’ N « [
LY

- . trol of coursework and credits. | ' L.

The conclusions of most interest.concern'the definitions }

) approaches to inservice education and its'conditions. 'Each eon> *
tractor defined and structured inservice differently. For examp\e,

Arllngtpn developed a model-type program based on the use of enor%?

mous resources from the central office of a complex system, show1ng

Co - 21, | Y
. &18. S . . '\({




.+ how the individual school can plan for itself and make use of these
-~ . ’ ¢ X 0

resources. Westerh Washihgton developed careful linkages betweEn

~

the local education agency and the.gnstltutlon of hlgher educatlon,

Y

~thus reﬁlectlng a somewhat dependent relatlonshlp between these

[ 0

orgaanatﬁons ds co-equal, collaboratlve partners. ,Fordham stressed

v
¢

the part1c1patlon of the university and the profes51onal organlza- .

. Oj -

tlon in a school change plan, as the school was moving towards an’ L% ..

v

.apen educatlon envlronment but re ulred skill a ass;stance from .
4 i

-

i

[ the university. Vermont placed the local faculty squarely in "the.

center of inserv1ce‘plann1ng, seekrng to strengthen the ablllty.@f»“
. a2 - 4 .

the teacher'group to negotiate with both the local board and/or

universities (or others) prepared to deliver services. “The implif
cations for the future of dinservice in this respect are interésting.
Many models, of power brokerage appear able to lead to effectlve‘.~

-~ - & . »

inservice planning, The'key element, however, emerges as the indi—

v1dual faculty = ablllty to develop its own stance and to\collabor—

’

A ~

ate as<AnL1nformed and co~equal partner in the plann1ng process.

Na development contract ever answers all needs and solVes all
w/

problems, and so- 1t si w1th these contracts. SeVeral areas requ1re
L ,

additional attention. For example, the work on.needs assessmént N

v, 0

for inservice was limited in each report. This condition COuld . T

.

S L3 - - -*. .
have reflected a feeling that the.subject Has.be#n heavily stressed
R : ket

f ‘ ' Iy

elsewhere and it was important to concentrate onf%ther aspects; of, -

Cn ' s . T

~ planning. But in!erice,needs were not sufficieﬁtf& related to

the needs of children within the participating school or based on .
, ' o

a conceptualization of educational progress through the system."A‘_

" 2

" "child -study" approach to needs analysis, and inservice design’ re-
y : - L - ,

3

- ‘ 1 . : \\
%¥Eins an_ important next step. Users Qf these reports may want .to N
“ N ' .
. , N 29 L
19. “a ) T
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. . ' ‘ \39 \
explore this area. ) - ) . .

lt_had been hoped initially that models. of inservice planning

Y . Q ' .. .
would emerge from the gontracts. A model in this respect was under- .

stood as a finite set of procedures or elements deflnlng the area
N et

"of concern hccompanled by requisite materlals, Whlch would permit

\
. \

) a' more or less step—by-step definition of planning act1v1t1es,
" ] . . - ) _ .

-

] usable by a total,faculty within a single.school site, It was hoped"

‘that 1nserv1ce des1gn could be Qenerallzed into some number of . >

comprehenszve and replldable alternatlve formats. Indeed, such models

”, . - . s

of inservice planning did not emerge from the contracts, and it

. .

seems too early in.the state of the art to have held such expecta-

A

tlons. Each contract, however, did anal¥zewand:2;esent a process

/ ‘ " —

and materials which can be adapted to any s1ngle school site although
' ’

_ the nature of *the model- will be governed by the design of the adapt-

«
v . -

-
’

{ -
ai:.\idn.-._‘ e :‘,“_ - . . ' ” ’ . ‘ ‘ ’

-

LA

Regders of these reports, therefore, will find guidelines}

materials, suggestions for procedures, and various sets of steps

//?or‘planning inservice, but they will not find a model per se ofﬂ

the Jinsérvice process. The reports will provide support for local

site planning and initiative. Specrfic materials or exercises may
. 4 - . .

be selected to fit the context of a school initiated inservice plan
. e " .. N
based on faculty established needs and objeftives: From these per-

spectives, the reports should prove to be extremely useful. A cross

' reference/subjéét gulde follows th1s 1ntroductlon. ’
R
A féﬁlow—up actlvrty 1s planned for the Inserv1ce Development

[ i

; Process pro;ect Ano{her Request for Proposals-is being prepared

k and wlll ge d1str1buted to X, XI and XIT cycle Teacher Corps s1tes.

h The purpoz"‘of th1s second proourement w1ll be to encourage adapt—

.

Q catNons of the procedures and materials. in these reports,\to permit

ERIC~ N\ " ’ 20. 23
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analysis of the inservice planning process, and to develop prin-

~ . .
.ciples of ordan;zational development related to éhservice planning.

. \

Related Inserv1ce Plannlng Efforts \ .

There ™ a healthy prollferatlon of broad-=based aEt1v1teS'

S RN

taking place around the nation related to inservice education --

examinations of the state of the art, needs, planning prpcesses,
A 4 . '
criteria for programs, alternative delivery systems, networking,
. |
to name onhly a few. A fair summar%wog such activities would require
.8 ‘ ; - » >

time and space not appropriate toaithis publication. What follows

is a sampling for the reader of some of the major efforts that

-

‘are considering crucial problems and challenges facing us in inc-
service educatiqn. o .
. Current Teacher Corps projects are focusing major
L . energies on demonstrating programs for retraining
' experienced educatjonal personnel at the1r school
sites. 117 projects a¢foss the country are indivi-
dually, respondlng to the new Teacher Eorps retrain-
ing and demonstratlon mandates as we&ll. as integrat-
‘ing preservice preparation into 6llaborat1ve prog-
——¥rams that meet locally assessed needs. Each project
egperiencé as well as the coklective experiences
~ '+ of regional and national networks will confribute
a large number of tested approaches and data to the ..
state of the art as well as offer new directions
for the future. "

4

.. In additibn to ocal project and regular regional

. X number of - épec1al pro]ects in tHe area of inservice
X .educatj This publication is a presentation of

. ‘fina reports from one of those. projecti’ A request’
o » for‘proposals to implement and evaluate the' four

P dnservice development processes “presented herein

is currently in process as_a second phase to this’

"fort. B =

’

\

.+ The Far West Teacher Corps network is presently -
coordinating a series of: activities in the area of

3

network effo ts, Teacher Corps is supporting a . {\\
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retraining teachers. A conference in 1975 resulted_in a
majorxr ﬁhblication,'Rethinkigg}lnservice Education, that™

° has.been distributed nationally. The network has produc-
ed a pamphlet prgsenting 29 criteria for examining local

, © inservice programs.2 That and a forthcoming book entitled,
‘ Inservice Education: Examples of Criteria and Local Programs;

s integrate the results of a work confefence held for mem- ’
e ber projects and professional organization representatives
«in 1976. . o T . : N

~., . ‘. -

. A third effort sponsored by Teacher Corps is the Natiocfal ___|
Council of States on Inservice Edugation. The:Council was
greated to provide.a way for states to ekamipe, discuss
and disseminate information about inservice goals, train- _
ing materxials, and retraining strategies. There are presently

‘17 .states involved in the pY¥oject: Arizona, €alifornia,
Colorado, Florida, Kansas, Kentucky, .Michigan, Minnesota,.

“ " New_Jersey, New York, Ohio, Oregon, .Pennsylvania,. Texas,

] Utah, Vermont, and Washington. Liaison represéntatives
—— ' ~,. from AACTE, .AASA, AFT, ATE?QNEA, and Teacher Corps Networks
“\‘\\,\\\\Ere'also involved with_the discussions and committee meet-
1ng$*;2§g\;gpncil‘conduqts leadership training activities
N for its mé er\gggzss, publishes a monthly newsletter '

entitled INSERVICE, 1 publish monographs omn inservice’
. education issues\ that are interést to State education -
cT agencies, and has conducted a nati cgnference on

State Action for Inservice Education, tHe proceedings of
which will be available shortly.3 — s~ ¢

— S

—
——

\ . —_
‘ . Teacher Corps in ceoperation with the National Center for
Educationdl Stagtistics has_ spohsored a major study on In-
service Teachef Education (ISTE) ceordinated by Bruce Joyce
» and Lucy Peck. The primary purposes of the study have been
. to determine data needs in the area which could be used '’
- as a base fo! successive studies and to conceptualizeé ISTE
. in such a way that Teacher Corps and the bfoader educational
: ) + . community cah more effectively guide its activities. Data -
‘ has-been.gathered.-from existing literaturg, "experts,"
and participating role groups, in ISTE viag questionnaires,
interviews and literature searches. -Five monographs curr-
ently are_available on_I. Issues to Facesy, II. Interviews:
Perceptions of Professionals and Policy Makers, III. The
Literature on ISTE: An Analytic Review, IV. Creative Aur’
.thority and Collaboration, and V. Cultural Pluralism, and
Social Change.? As a second.phase to the study, teachers

¢ ) ) P

”

» . €

[ ' ' R ) ’ L ’ 4
}Rethinking Inservice Education -~ Roy A. Edelfelt, Margo Johnson,
National Education Kssociation, 1975 . -

. , &

2Inservice Education: Criteria for Local Prdgrams - Roy A. Edelfelt,
Far West Teacher Corps Network 1976 . )

3From ;hé Naiionaluniésemination Center at Syracuse University
oo 44pia - : - ,
Qo . C 22.25 - s ' *
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in Teacher Corps project schools will be asked'to respond

. to a questionnaire on their> needs.and interests in inser-
~° vice education. That is scheduled for #all 1977. J

. The five year experience of the USOE Urban/Rural School
*tDevelopment Program provides considerable data on the
effects of formal joint (parity) efforts between schools
and committees toward training educational personnel--: °
. serving children in‘low income communities. This program .
‘ was & bold and early step forward in inservice ‘education-
' .al personnel development. The first phase of the program
(23 sites) is repdrted by.James Terry and 'Robert'Hessg in
a January 1975 publicatioifentitled The Urban/Rural School .

Devklopment ' Progranm: An Examination of 'a Federal Model 4

.

. for-Achieving Parity Between Schools and Communtides.

N v ¢ : »
The National Institute of Edupation‘is supporting a number
of efforts that Mnclude inservice ‘education compoments in
- ' an overall program of utilization of' research and develop-
. ment. As one of those efforts the National Education Ass-'’
| ociation is workimg with 68 local, school districts in 12
states tg help- teachers make effective use of R&D based
inservice training materials. A national clearinghousegrof
information on materials (with an "800" telephone number)
"and corresponding system of state facilitators is in the,
initial stages of o&peratiom linking cladsroom teachers ,
) -+ ahd their self-determined needs to usable research based
training products. ~ B

»

The Group on Schopl Capacity for Problem Solving in NIE

‘supports a wide variety of projects many of .which are N

focused on insérvice training within their local c ntexts.

Examples of theserprojects are the Minneapolis Teather

’ . Center Extension Project which is working with a number
of Public schools and the Univeksity of:Minnesota in staff
development; An Exchange for and about Teachers' Centers
which has organized an informal support network-of tea-

’ chers' centers acropss/ the country, and Extendiﬁg Schbol
Capacity for Self Support of Oper Education which supports .
N.Y. Gity open education teachers' staff, development °
through art advisory approach and~a*workshop center. Each -
of these projects is exploring ajternative modés of in-+
' service education by developéngAlocal problem solving,

capacity. J . . “
' ' Y

[ " ,

Some additipnal rescurces of potential interest to the reader, =
T A . . - . i
each the product of a set of activities egploring aspects of inserv-

-
-

ice education, include the followiné: . C .- “

<, 3

~

5 3 . - N ' -
Available from the Schwol of Education, Stanford Universdity. L e
. . . ' '2 3 . - . H .
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National Symposium: Critical Issues in Teacher Inservice Education
Louis Rubin ’
: *  University of Irilnols . ;
1975 - , \ ‘ R B

. * " © ) ) s
e . X N ~

) : Teachers Designed Reform in Inservice Education -

b e \ﬁ‘ - [

Roy.A Edelfelt __— . .
Margo Johnson :

¥ ! . January 1977 (final report to grant “from .
: % National Center for Bducational Research
; and Development, USOE) .
Current Perspectives and Evolving Trends in Inservice Education
Al * . ) ‘l . ‘
: ( . in the United States’ °

t\‘ L 4

- R e —

U.S./OECD Forum' of Education ,

Organization Leaders, July 1976 prepared by .
Kenneth R. Howey , . .

&

.
.t .
5 . ~ a . <

Curriculum Development Through Inservice Education (forthcoming)

¢ b : . '

Assoéiatioﬁ of Teacher Educators -

b . o -

' Visions, Protdtypes and Models in Teachers' Professional Grthh,:fi
7 . |

q ~ ~ . " s S % “
L. N . B - - N |
oo (forthcoming) } - s R . o i oo
3 . ' . - . .
. National Council of States. on Inserv1ce 4
“ ’ Educatlon prepared hy- Louis Rubin ‘
- - . v. g -
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In Appreciation. - - o : <.

'
e

The success of this contract acfivity depended on the efforts
of a great many persons.tThe contractors and ‘their staffs expended

. . . . o ) . .
. enormous  effort in planning, studying, and reporting 'inservice act- .
. - ) i .

.iyities and developing materials to reflect their approathes to

someg, difficult problems in the field. The leadership and suppoxt
&,

prov1ded by Bill Smith and JIQ Steffensen faCilitated the design -
\

and monitoring of the project and, 1ndeed made working on it a
pleasure. Ellen Balk®, the contracts offier,'was espec1ally help-
ful with thebfisiness of management of-this complex activity.

Bambi Olmsted, my colleague in the Development Branch, has worked

-
Y

. olosely with me, especially during the later stages of the projeot
and on future plans,tand she will proﬁide continuity by assuming
‘responsibilfty for‘th; next phase, és I move'from the Office of K

Education to a farm in Missourf (the better to cpntemplate inservibe

B

issues while developing a homestead opération) And while a great

. . number of persons contributed ideas, suggestions, and comments
o (%S L

to the project, my céntinuing dialogue with Dave Marsh, Assistant

[

Professor at the UniVerSity of Southern California, has proVided

' Wisdom and necessary correction to my Judgements throughout this

J

.'act1v1ty R ‘ !

. ¢

j
s,
At the completion of‘the reports a panel of persons was ;f

. .

assembled to review the\\\htzacts as a whole and to recomﬁénd
_i\\\\\\

probable uses of the ehd—produ\\s and. p\ssibie—next steps. The
T—

T— .
efforts of -the follow1ng persons in Ehis"respegt_are<app£ec1ated.

e —————

Gwendolyn Broyls, Jerome Clark Kenneth\Eowey, Elaine Long, Dave -

s — R )

Marsh,:iﬁna Nuernberger, and Bambi Olmsted. e ' i

e L - *
. e e
» . -

- ‘ N £y )
) .o . .
o . YL mezg
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Walt Le Baron <
Progsam Specialist
Development Branch
Teacher Corps

May 1977 .
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A Cross Reference to Major Topics Covered by the Inservice Development Process Reports . ‘*

o

. Prepared by Dava Marsh
) o -
.’ , ARLINGTON FORDHAM WESTERN | WASHINGT(-)I\L WEST
. ~ PUBLIC ) WASHINGTON PUBLEC
TORICS. SCHOOL UNIVERSITY *|  STATE CQLLEGE SCHOOLS
I. ’Ger‘leral Analysis of Introduction [1-8, 71-75 GM 4-6%, 10~11,
: Inservice (definitions,, 13- 15
overviewing rationale, .
types, Historical con- * | - - »
text) .
RS ‘&‘:-; .
TI. Plannin} Modeis ) 133-231, (see GM 455 223-267-
especially the IB whole (note: empha-
. PIE Training EG whole sis on rural
Complex) teacher cen-
| . ters).
I1. Components of Plannmg
Moldels
' - . 2
. Governance/Collabofation 43-52, 59-60, 9-22, 33-46 GM 11=17 180-183,
(decision making) 64-75, 93-106, PG 14-15 A 200-212
® 142-162 , - '
Funding/Resources 107 _(_;_bj 17-18 118-147
’ PG 21-22
‘ < - s . ST,
inclu&ing, roles for: . s - .
- teachers’ 1220-238 _(_;_M__ 15-17
~ : N PG 19-20
- teacher organizations |- 53 11-14
- pringipals .. 42-65, 112-114,]205-219 . '
’ wy 219
- school district | 220 23-32 171-175, 184-
administration . 185, 189-199 .
. = school boards' 54 % i "170-179
~ state departments 17-18 © 136-137, 213-
»* ,. q
- : 222
, > ‘ \‘ -]
- IHE's 101 15-17, 33-46, . 96-117, 130
. 82-102, 239- -
. 249 X '
~ community, 103-105, 171 47-59 ‘ GM 23-24 72-81
‘\\\z:*‘ :.
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’ ‘- - ARLINGTON PORDHAN WESTERN WASHINGTON WES
.+ "TOPICS . PUBLIC IVERSITY WASHINGTON PUBLIC
* > SCHOOLS UNIVERSL STATE COLLEGE SCHOOLS
) »et 22-52
Establishing Purpose - Y
; - "
(including: o . eﬁ—Zl, '53-63,
- : | <L |eM9-20 186-188
-analyZing organizational | 1-40, 64-75, 60-70, 123-133| 2G 8-13, 16-18
and political situations| 133-174 ° |7149-160 ‘
. ‘r;lating ISTE to 5-7, 82-90
' conception of teaching,
] T
schpoling 64=71 .
Conducting Nee!s . 103-122 /
Assessment /Defining oM 21-25 91-95
Content
' Defining Instructional Part IV (under) 75-78, 82-106, o 25-26 -
Approaches ] separate cover 161-174, 175- | 222 -
: . , 1191 PG 25-26 148-169
. Staffing (including use . 51-52, 161-174 oM 26-27
of loczl talent) —_— R — -
I‘nzzentives, rewards 56-58, 76-92, 192-204
for training ' s 166-170 G 18-19
PG 23-24
Released Time 106-107 4
N / 7
Training Materials Part IV (under .
, . separate cover)
Evaluati ‘ 220~238
valuation and M 28-29, 44-59
Mqonitoring .l
\ .
Iv. Case Studies
Planning/Conductin" 114-131, 133-231} entire
* . ISTE g monograph GM 31-43
_ ’ AY
-3 .
GM - Generic Model /
. Monograph »
18|~ Informational ‘
Booklet
o . PG\~ PJanning An
i N Inservice \
f ! Pl:’ogr,am. A
Process Guide®
, ‘ | 1 .
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PREFACE . '
3 ' .

. > *
In the past few decades, American educational goals and
trends- have changZd_like hemlines from one extreme to

the other. Goals for the fifties sought conformity,:
structure, productivity,, speed, technology, and spec1al-
ization. The sixties demanded relevance, concepts, freedom,
creat1v1ty, and humanism. Now, in the’ seventies evaluation
has set.in. New words, new goals, new dema s include
accountability, commdnrcatlon, synergy, dis pllne, Skllls,

" liberation, comp&tence and control. Perhaps thé major

difference between the fifties and the seventies is that
thése new, often diametrically opposed tiends 4nd goals
are being defined, not from a Delphian *"above" but from ~ ,
throughout each of the various segments of American

As is often the case, extremes set the style. The Coleman
Report has surfaced to say the home, ﬁot the school is
the critical factor in most student success. SAT's have

fallen. Newman ‘says language has deteriorated. University ..

.students are demanding money- -back gaurantees for course
work. Taxpayers are closing down schools rather than fund
what they perceive as incompetence. The recent NIE report
on innovative federal funded education shows little or

no evidence of institutionalized incorporation after
federally funded creativity is withdrawn. At the same: .
time teachers are forming one nationwide voite to seek
professional standards, power, status and compensation,
the consumers defland more and more individual service

and accountability from their local, state, and federal
employees. In the same actlons, most insist on local,
control, ethnld,.cultural, communlty and individual iden-
tity, eff1c1ent budgeting, effective management, equal:
rights, and special attention. * N

Just as broad national goals tend to fall into%simplistic
categories, so does.blame. It seems, current blame has
shifted from individuals, countrlesi or ,events. to pro-
tesses, styles, phenomenon’/grgénlzatlons or even cities.
Few organlzatlons do not-have the phrases "the system
"dehumanization", "communication -gap" "bureaucracy
"information overload" "ovérlapping goals "Future
Shock", or "poor management" in their grab bags of :
explanatlons for not reaching stated goals. Whereas -
two decades ago, change and new information were viewed

. as progress, today change in the seventies is often

seen as pain and the intended benef1c1ar1es as v1ct1ms;

& . ‘ Al .'.."'

- : i.
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Ironicallv, the catchall solution most offered for the - * |
national problems of education is education of studentS\ﬁ
_teachers, organizations, or members of the community. '

In 1960, when Kennedy took office "the quality of the’
teacher" was seen as'"the key o good education."- Pro- . -
*™postd solutions revolved around: ’ T
o . - ~ ‘ 2
- ‘the need to recruit’ more and better teachers to \ -
. the tune of 200,000 new teachers every yean foi|
. the next tén years ¢ * . ’

- . ’ N

- 1increased professional monetary benefits: and status

- additional:broad based expendituresi particularily
in the fields of higher education. ~° ;
1 =
Federal action to meet national goals of training and )
recruiting teachers and “to upgrade the teaching profession -
took place in 1965 in form of the Higher Education Act,
Title V of this act was known as Educational Professional,
Development (EPD) and was addressed to teacher training
and recruitment. This same, act establi?ﬁﬁd the Teacher: ¢
Corps which had broad responsibilities to

‘ e .
- rstrengthen educational opportunities for children
of low-income families .

-~ encourage colleges and universities to broaden«
. their programs of teacher preparation 4 ‘
-, encouragé institutions of hHigher education and
local educatiohal agencies to improve programs
for training and retraining-teachers and teacher
aides. , )
\ ) r .
Much” has happened between '1960 and 1977 to, affect how |
educational and professional goals are determined. ' Several
of the-major changes and overriding influences on the
overall philosophy of planned institutionmal change are
noted on the following pages to provide a foundation for
.understanding recent changes in teacher training. federal -
legislation and the concept of "staff development” ‘as ’
presented in the Arlington Public Schools Teacher Corps
report on single school staff inservice activities.

i - 5w — ] 4
. .
-, . - -

.

John W. Gardner. "National Goals in Education." Goals
for Americans.‘' The Report of the President's Commission
on National Goals. The American Assembly. Columbia-

» University, 1960., pp.- 81-100. - :

@
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\\\\\\\\\fFACTORS AFFECTIN CONCEPTS OF PLANNED INSTITUTIONAL CHANGE :
CT } /\,\\ . A
: | SN ‘ » -
‘x\ The change rpOm a natlonal leadership centered in an
1te adm;nistratlve or management core to, the 1dea
an raftlce of partic¢ipatory democracy And consumerism
" _ throughout every aspect of American life, government, 3
and ec nomy :
- The 1mpact of television and other mass media on our’ -~ -
' Tives. Ideas-and opinions or the emoptional impact of R
- worldwide-events or trends become ag, instant as a - '
. “ \ paok of soup and as available to everyone as they
once were ,to a small educated and informed leadership,
often creating what is known as impatient "open reality"
in educatlon and throughout all institutions. . .

- The pleas, popularized through the wrltlngs of such -
Thinkers as Alvin Toffler _, Buckminister Fuller and e
o " members of the Cluk of Rome to develop "systematlc : “
ways of thlnklng and planning which will involve all
participants in planned educational change which : o
. affects individuals, the small system or the entire.
system. _ -2

- .The demands for leadership development reflected not'

. ’ only in news weeklles and TV specials but through
writers like Toffler or Loye or leaders like Gardner .
or Nader who advocaté establishing small group desr Ve R,
cision making networks within larie organ: izations ~ )

-~ 1in an attempt to change from bureauacracy T%o. ad-hocracy.

--+ At the heart of each néeds assessment for/leadership -

EEE is the freguent cry to develop humanistig¢ ways to
anticipate problems along with ways to deal w1th oo 4
crlslsgln the midstof Future Shack.

; . - Thée emergence of vocal and influential spec1al interest . ©d

sroups concerned with education. These groups reflect

the often conflicting perspectives of teachens, students, )

parents, business, 1ndustry, government, or unlver81ty 'n\“

’ \ personnel In addition to these traditionally per- .

ceived "nomponents , other groups have emerged to
cross traditianal role or stereotyped lines to €Xpress
particular cultural, ethnic, ‘géneration, neighborheood,
philosgphical, polltlcal economics® professional or

. b occupational interests and concerns.

-~ 77 ——— s
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¢ ' levels. o
o KS The Educational Amendments of 1976 .

.of thége trends’, pressures and needs for change in the way

. teachers have been deleted—="In their place, theramendments

& Tﬂ%‘fﬂgndxﬁewapéa—éeiiningﬁnealistic and(self—deiermiﬁed : B

goals at all organizational levels as & way . .

change rather than.to stat¢ broad, abstkact goals, hope *

for the begtoiand leave implementation o achievement

by participanks largely up to their own initiative or

intuition. . ’
. £ _,\\ \

N .
- Emphasis on the proéésses as well as the producgts
of change or actign, especially 1in the Proad-arkas ‘

known as human relations:or human resources develop- / |
ment. - )

<’

L2

- Recognition® of the zero budgeting, accountability ﬁ@od,

a process which starts with thespresent and goes to )
. the beginning to justify continulng a program, practice,
or project with public funds’

- A trend towards_bedieving that concé;hv communication, _
cooperation, consensus, and commitment |re among the
i

keys to good education, , ‘gf\\g; " : :
, ‘\\ &!‘ - l
- The trend towards recognizing the need to™deyelop ways -

to anticipate needs and to plan for the futwra in all’ .
Tnstitutions and organizations. ' For many sOCi scientég;s,

the first priority is to reassess concepts of on the-J6.

training and the relatiomship-aof work to learningéez
a

A

fulfillment. As is often the case,¥calls for le
agd responsibility for planned change ~are directed
eflucational institutions on local, state and federal .

.7

kY

Current federal teacher training legislation reflects many

educational agencies'and institutidns operate and perceive .
their, fundtions and roles. At this writing, many of the

goals of 189 have not only been met but over met. Out :
of approximately 191,000 college graduates ‘certified - .7
to -teach each year, approximately 101,000 gain.employment
in education. TRe rémaining 90,000 are left to join what
is often described “as Ihen"oVereducayed—overspecialized"' .
work force and must

ek -alternative employment or ful- . /Aﬁ;gyg
fillment in other occupations or professions. Thus, the ___=""s
Educational Amendments o

1976 extending the Highgp,Edﬁﬁﬁfion'

Act of 1965 and the Teacher Corps are jmpqr' ‘t"Tot only, v
for what has been added but for what has=been struck out. . .
Headings and subpartd referrin 5_féttracting:and'qualifyihg=

3

make the fo%lowin%éEPGV1sions or stated

requirements:




\
Provide job oppertunities for local qualified pro-
essionals 1n acher Corps projects.

lve parents axd community repr@entatives in . -

te educational agencies and local. educa-
s when plaapinq collaborative-actiyities _—

- "tional agenc
: or Srograms.

-+ Fund released tima _and other incentives for inservice ‘.\\\\
activities and local’'pre-project planning expenses. \JL .S

\\ 3

- Conduct teacher tralni or retraining programs as

ani 1ntegrai part of Teadker Corps preservice programs. .\\\
- Enga@e in research and deve hopment activities to - g
es, procedures, operating ”

] policies and: techniques mater
‘& single school site to!produce
guidelines. for use by the 0ffice O

' designing additional Te&ehen,Corps

demdhstate management P 1DCl
\? 1s and methods at
information and
Education in
ojects.

) - Suppdrt demonstration projects for the
. ] experienced teachers and teachers' aides
serving in local educational agencies.

-

i

o~

In the summer of 19765 the Arlington, Virgirnia Publl
Schools along with groups tf Bellingham, Washington;
Burlington, Vermont; and New York, New.York were awarde
0ffice of Education, Teacher Corps contracts to study
- the concept and components of preservice and inservice .
teacher training at the single schdolMSIte”and”TB’de;elop .
.guidelines and management procedures for implementing
. - .~ school based 1/novafive staff development projects with
A .« Oor w1tbouf’veacher Corps assistance. Each participating
PR, &gT6uD in the overall progect represented a different °
T‘/'_ perspective of rural, inner city, university initiated,
- ‘and urban-suburban sihgle school staff development
" programs &nd activities. Arlington represénted the .
urban—suﬁurbap perspective. . -

\ - o 37 ) - \ ',( o N - .
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The definition of terms and the parameters-for data
collection are among the first steps in any social’ ‘
scientific research project. The first challenge for '

» . each part1c1pat1ng pro3ect staff was t6 define wyhat
) . "staff development" is. After angly51o of current¥ -
inservice literature and discussions with other Te

\\\‘ inseryice planners thPOugnout”thE‘naTIon“Tt—wa
N obvious .the term holds many meanlngs for, a variety
of educators and teachers.,6 Some view staff development
‘\\\ or *teacher inservice education as a series of formal
administratien plannéd activities or events with
carefully prescribed techniques, stratefies, and

objectives. .Others ‘see ‘inservice as including informal
. activities and subtle processes used by inservice
‘‘planners to change teachers' attitudes and performances '

Still others choose to take teaghers out of the ‘passive
_ voice in the definition and consider teacher partiri- _
» pation in organlbatlonal curriculum or program de-=
velopment activities as basic aspects of' -any school
Statf development program. This latten broaa view
is fpost in keeplng with the way Arllngton teachers,
administrators, and community members use the phrase
"staff.development" in referring 'to theéir inservice,
. actions or activities. Thus , the Teacher Corps ’ e
. ' Project Staff in Virginia used the following definition
»of staff development for the purpose of collecting .
. data, analyzing process components s gnd making recommen-
e dations for meetipg Teacher Corps and Educatiomal *
' Amendments ‘Act of 1976 1eglslated needs and concerns

[3

r

Staff development or teacher inservice educatlon
_ is any fermal or informal activity a school
! ‘staff ’/nd1v1dually or collectlvely, may- - : -
>xpeFience that may result in enhancing teacher
: == or staff abilities tp give 1mproved professional
w “ .or personal ser‘v:Lceé“ to students in the school.
-l . . 5 R Y
- Within this bread definition, any of the following processes,’
structures, concepts ox activities can be considered
as "staff development" or "inservice" educatlon.\ <Z\
- any planned teacher educatlon act1v1ty such as
workshop, seminar, conference, forum, symposium,

»
) lecture, dinner-speaker meetlng emonstratlon,
panel discussion , cultural, 1n§6?métlon or
media event. .
. - 1nforméllgzl§ponianeousl-/tbgfings or information -
— T T N sharlng conversatlon X .

-
- . . ¢
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- participation in school opr system policy maklng
or advisory committee work

¢
1 4

- part1c1patlon ip school or system program and S

onrnﬂﬁu}em deve;upment activities

»

-
'

.- part1c1pat1gp in spec1a1 training sessions to
help teachers reach or meet mandated local, . ’
state or federal gqals and program objectives . ~

« -

1"

- uniyersity or college counsework on campus oOr Ao
at thé school site or other system-location. :
- O‘

e

part1c1patlon in reorganlzatlon textbook .
selectlon or school community ad hoc. grqups

.- participation in cuyriculum plannlng, preparation, /-
and writing activities on_ the school and system
levels | - | \ N _

- " teéachers' individual pursuits to gain additional
information, knowledge or professional expertise
*which can be applied to their teaching activities.

* .
- 2

] - —_—
a i -

.o i )
The basic idea or hypothesis which served as the foundation -~

for the project staff activities centered around.a
bPelief that ways should be found te“involve teachers
and gther affected total staff members in the planning
and 1mp1ementatlon of school originated inservice
.actkvities at a single schobl location in order to
‘increase total sthool, staff part1c1patlon and to
increase innovative change effectivenes¥. Built into
¥ +this hypothesis was the need to examine. and analee,

« the basic’'componenRts of 1nserv1ce.p1ann1ng which
include needs assessment, decision making processes, -
incentives, major roles of participants, orgahization
and governance, céllaboration, c¢haracteristics of
the activity itself, and.prob s for each activity
studied or proposed. : K

~ -

‘Data was écted "for the reseaﬁeh and development
activities of the Arllngton ‘Teacher Corps PPO]eCt on
Staff Development in the following ways. :

-
- &

- Advisory Commifttee “meetings and individual recommen-
2 dations reflecting university, professional organi-
zation, velunteer, community, administration,
. §pecialists, and teachers penspectives.’

- 1Infobmal conferences and interviews w1th inservice
planners and participants in single ‘school and
system sponsored staff. development act1v1t1es ‘

-
. -
.
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oo - . Participation eof project staff representatives
. “in a series“of Teacher Corps sponsored natiocnal
N conferences held in Las Vegas, New Orleans, "
. o '?f/AA, Washington, D.C\Q\New York City and Vermont.
/ - Inéut; froxﬁ} approxirﬁ‘\ately, sixty system personnel
. T who have:had experience with single school®
staff dgygelopment programs and planning.---Data
from these contributors was presented -in -
.« . written module form and desc;ibe% each experience
- according to component guidelinesggggigned by )
e project staff members. 2y

¢, - Input. from the ten system per sofimdbirepkbs
‘teachers, specialists, administidtérdp,and
community perspectives on both the eleflentary e
and secondary levels to design and plan "Kypotretical- *
models based on training complex and inter: _
disciplinary Teacher Corps framework criteria.

3 N

3
g%

-¥ -. A core of project staff members participatéd in
. each of thé above activitie$ and studied the ) “e
various informal and formal data to present, an..—"
) - overview of the variety of perspectives and
) information bases revealed through each® individual.
“or group project activity-or process. —

—-———a T /

) . - . , /

y As is often the case, the data collected determined ‘and X )
o - shaped the final report form. AS stated, the Initial ' g
‘ goal ‘was to examine single school staff development ! s

programs and structures and to predict or design way$ | ]
to encourage“teacher°participation in "implementing ~ A
‘additional inservice activities at any school building

% ® < level. However, in almost every case, @e saw_a need

> to qualify the hypothesis and tooexp%gin;how and why

. single sghool inservice activities wefe taking place

~ , inwrelation to county, state, fedgral,méndates and c.

/ governance or in terms of current community influenhces

v and practices or in relation to central services and .

: ’ resources. An additional need seemed to be to justify . 7
' "staff development" over and aver ag;@n as an established
intricate negwork of scgool and ‘county- committee programs, P

activities and structures that exist throughout the
. entire school system..  As a result, the fipal report -:
" thag taken a five part form and an understanding of each
part depends upon an understanding of-the following
. factors; influencing any one single school staff development .
progra :

" l, {' “ -




~ . -

- bas1c analytlcal components of any staff development
‘ actrvxty . - .
- the total system organization as related to del;verlng k
staff development services to the s1ngle school staff
- - the 31ngle school'act1v1ty and organlzatlon as related
to the central school system and organization ’

- communlty and other influences affecting a single-
school actlylty and staff part1c1patloq, . S

- the pa;tlcular sources of information used to formulate
broad generalizations and principles applicable to ,any
-,
s1ngle school staff development act1v1ty ¢ PO
- need to take care in formlng gurdelines based on
current trendy bias of any one group 'within the | -
total school-or community environment E&
. ~ Lo 7

. A - ¥
The five parts of this report on single sghool staff B
and site staff development and inservice ;gacher training
are: . .
PART I: An analysis of the central school system S
. ¢ characterdistics, organlzatron, sources’ and
resources as they affect single school
‘staff development and influence professional 7 .
— participatign of teachers ih-all aspects of
o single snd system school adtivities.
' & R &
. e L 7 ~

~
4

"PART II: A serles of‘component/papers on various
aspects of slpqle'school staff development
- abt1v1t1es.A/Top1cs "examined include; v
. role of ther principal, fncentives, collaboration,
) dec1slonémak1ng and'p lems facing inservice
. planﬁérs on the single school level. .

., R
& . _“?iﬁ : - ¢
. o . . i
" PART : ’
°- | A. PRESERVICE/INSERVICE EDUCATION -

| A hypothetlcal Leacher Corps elementary
\ ' model for- total staff participation

\ based on She training complex frameywork.

\ » and crite va. .

‘ ‘ * B. BASIQS LIFE AND SKILLS TEACHING

A hypothetlcaf%Teacher Corps secondary
model for total staff part1c1patlon and
pr&€service training based on the
interdisciplinary approach framework

/ - and cr1ter1a. e

S S § A
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° : * ‘LJ ' - "‘
¢ ; ' ) ’
* R v ‘ o ' .
" PART IV : Fifty five individually prepared and P
' self-contained module contributions .
, . x : CR e
on single school programs written Ly
teachers, principals, school .and systen .
specialists and support personnel .
wolunteers, and professional rapfesenta-
tives. : e
. .
PART V. - Appendix materials to supplement informa.ion
’ . contained in eaéM\part-of the;igpoﬁi.
» - pe T
h :‘ . T e / ‘ ,
‘Although each part of this ?eﬁsgr/Can be read and under-
stood separately, each part cam be used to supplement
*or augment the ofher../quuie and appendix references
are cited throughout the report for use of readers N
wanting to gain a brpdder perspective of particular =TT
singlg school staﬁfidevelopment programs or experiences.
/\It‘is_thé‘proi;pf staff's feelfng .that personnel in
. other school systems using thesinformation contained
in this. repoyt will most likely need to follow*a
similar progdess of analyzing cufrent school and system

_.srtrictures for staff developmert before applying e
recommended or suggésted prodédures. and activities

t¢ the dihseryice planning cesses at any one single
_§chool' site..  Organizatignal charts explaining

the relationship of €dunty /and single school organiza-
tid%{t9~staff deyelopmeﬁt}é& the single school site "
- accompaniy-ghis-preface to/ heip readers get an immediate ¥
big'picyure of how s?aff,develbp?ent "works" in Arl;ngton.
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. COMMUNITY AND SCHOOL SYSTEM CHARACTERISTICS

b
Arlington County 1is located in Virginia, immediately
across the Potomac River from Washington, D.C. It is
$ densely populated urban area which reached a peak
population of 184,000 and a peak student enrollment
of 26,000 in the mld sixties.” At that tlme, the com-

.munity could be characterized as a°typical suburb.
Sthools. were'segregated and about ¥1_percent of the
students were_blacR:. Relatively speaking, "student
needs were homogeneous and the general educational o
orientation was college preparatory.

e . \
— Ir 1976, Arldngton County is changing. When com-
pared.with ten yéars ago, the community is more urban ‘

and lgss densely populated. The student population is T
diveﬁgé in terms of race, 5thn1c, economic and-family :

background. In 1974 - Artington was reclassified an

urban area.by the Washington Center for Metropolitan.

3 Studiesj anl the population had declined to 165,000.

‘Schopl énwol;ments had decl;ned to 19,000. Further . >
—declines are progected fop the 1mmed1ate future. . .
4

The comp081tlon of the ‘student population has
changed also. The black population has remained re- —y
latively. stable, increasing to about#13 percent,
Since 1971, the sc¢hools have been fully. desegregated
The proportion of handicapped students has increased -
.greatly because of state amd .federal laws that have

. assigned responsibility to the schools for all handi-
capped students,~dges 221 . Greater pressure from' '

parent groups, availability of state and federal money ’
and greater realization of student needs have also in-

) fluenced the system,s spacial education programs. At
" “.'present there are’ 388 fulltime spec1al education students
' in various system schools. ¢

" The greatest.change in the student population has.

. beer the dramatic growth in the number of students
whose native language is not Engdish. In 1977, approx-
.imately 2,800 ESOL students comprise 14 percent of .

theostudent population. The main languages repre- *

sented are Spanish (800), Korean (400), and Vietna-

.mese (400). Altogether over 50 native languages are

represented. To respond to this need, the systemthgs

an extensive ESOL program, a Teacher Corps Project in .

b171ngqal/mult1cultural edﬁcatlon, and a Title VII

bilingual edtication grant.

<

o & - ' o




‘the last decade have pu
Déciining enrollmen
that réduction-in-force is a way of life.

Trends over
sure on the,system.

t great pres-
ts have meant
A large-

stantial.

group- of teachers is uncertain if ]ObS will exist from
year-to-year and few new teachers are hlred in the

system.., DecLlnlng enrollment also means fewer citizens
have chikdren 1n schools and public support for edlca-

tion has dec¢lined. As a result, there is_a growing
taxpayer reluctancer to faiund the school system at the
level the School Board wishes. Linked with this 1is
the decline in revenue from state and federal.sources.
mhese two trends combine to create a severe budgeT
problem. Few new programs are-added and existing
ones are examined carefully each year. Funds for
such areas as staff development human relations,
materials have been pared in recent years. While
the human ‘and material resources avaklable to-the
system are declining, the 1ncreasing diversity of
school population and the increasing redquirements
of the state and federal governments have demanded
new and different instructional p?ograms and teaching
strategies.

and

the

) In 1877, then, zﬁe state of education seems .
shaky and the future is dncertain in the eyes of many
of the staff and citizenry. There 4is growing pres-
sure to return to "basics' and cut the "frills." One
or more schocls may be closed if enrollment continues
to decline. Eight percent of system positions were

‘cut last year and additional cuts may be made next

year. Lf only one word could be used to descrlbe the
current mood, that ward mlght «be "anmxious. :

StilT; the basic educational system is sound.
county spends the most per pupil per, year in the
state of Virginia. This expenditure of about $2,200

The

,per pupil compares favorably with othér metropolitan

Wash 1ngton school districts. The salary scale for

- teachers is one cf the highest in 'the state.and is

on par with other metropolitan districts. A teacher's
salary ranges from $10;5u7 to $23,143. "The high per
pupil cost results from the large proportion of teachers
with accumulated experience and hlg’/P\degrees About
40 pertent of the.teachers are at the ‘top step on -the,
pay scale. ‘The pupil-teacher ratio is about 26-to-1

and the system has a greater number of guidance counse-
lors ,- curriculun spec1allsts, librarians, reading
specialists, art, music, and physical educatlon teachers
than are requlred by state regulation. Althougn cut

in recent budgetsfﬁstaff development funds remain sub-
Scholar&hip funds and sabbatical leave are.

."available and staff develophment funds for general pur-

poses and spe01f1c programs, suciras- human relatio¥s

are inc¢luded in the current. budget
. N
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, At prese“%, the system consists of 26-elementary
. schools, 6 junlor high schools and 3 hlgh schools. -Ad-

’ ditional units include an alterﬁatlve junior high school,
an alternative high school, two adult_ day- schogls,, one

—my pre-school programs. All elementary schodls include
C grades K-6 and fouy schools have a pre-K through 6 pro-
o gram. .This 81tuatlon 1s not stable as the School Board
6 . is con51der1ng serlously a proposal to move tw® ninth
By grade into the high school aﬁd to close two more ele-
- mentary gchodls. v -
. The most recent overt change to ‘affect teachers.
and ho%iﬁhe school system operates occureed just ‘this
month
bargalnlng by publlc employees® to be 1llegal and the
system and professional organizations are in the process
of asse881ng what effect this change will have on staff
development as well as other system and *schoal programs
and policies. ) .

We recogniie Arlington is mot- alone in the types
of problems indiwvidual teachers, schools and the system
face, And we assume each school- &nd school system
under the federal umbrella has, its own-.methods and
structureg for accomodatlng sudden demographic, econo-
mic, social, profe581onal or pHilosophital, .change. ~
Accordlngly, we suspect that no one single, s&udy can
hope to offer i}llSt of pat solutions for developing” -

I'4

an ideal pre-sepvice and continuing.teacher training
program to meet school and community needs. Theréfore,
each part of this report on staff development in a

‘. large urban-suburban sghool system prépared for the

. ‘Teacher €orps is concerhed far more with st;uctures

o * 'and processes for responding to the .needs. of Change

! - "than. with the need for or the prodict of inservice
Eianas ) tralnlng»- The systent's current structure and process

for 'individual teacher professional growth and- for
overall school and-system growth through-innovation
° ‘has, evqlved over the past twenty- -five years as the-
. ) <communwfy has chdnged from rural to suburban to urban.

: . xBUllt into thi% process has been'a community tradition
* . of 1nv01v1ng teachers, parents, and the community in
policy, prégram, organization, or other edycational -
.change. Structures., practices, and proceSses will con-
tinue to be examined and refined to develop addition-

ﬁﬁw.ﬂ~ - al’ ways of meeting individual. teacher, school, and
nelgnborﬁood needs within a large metropolltan environ-
T . menL. .
o a © .
. . }\ | . . \ .
N ’?-;” N :m o
¥ < . ~{ -
T g i - .
o Ly,

~ special education center,_a Career Center, and four ,

he State Supreme Court has declared’ collectlvew,

3.7
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ASSUMPTIONS ABOUT STAFF DEVELOPMENT IN ARLINGTON SCHOOLS -

s

1%

The A”ll gton Teacher Corps.PrOJect made certain

; assumptions about skaff' development before collect-
C TN ing data to study. ahd analyze before making recomen-
. dations in parts two and three of this report. Many

of these assumptions may not be shared with other

school systems especially those involving 1) system

. or #ingle school ad hoc or speé!al committee structures,
and 2) curriculum or program development activities.

-.development. needed. for+

Y . . Y

(4 . . . c‘c

‘ Others are quite obvious factors existing in-<most
, teaching-learning processes, no matter who is the .
s student. i ’

¢ f
v

4

There is a continued and growing awareness
among teachers and administrators and the
communlty for Thﬁ need of inservice train-
ing for all teadﬁers and supportlng staff

~
-

v'\“‘\)

Unless in a CPlSl$ 51tuatlon such” as implg-
menting malnstream&ng or meeting the challenge
of an influx of non%Engllsh eaking children,
the identification oﬁ’the kinds of staff

one school oxr .
school system is most offeén a question of
individual teacher or school needs.

A more diverse staff development progréﬁ§\~., ‘ <3,
is'needed when the teaching experience and
background of teachers vary. )

Teacher partlclpatlon in curriculum develop- -
ment work and the school's organlzatlonal
governance 1is a dynamic inservice process -
and cannot be divorced from 1nstructlonally
oriented staff 5evelopment*activmt1es

Mlxed feelings and attltudes ex1st about the -
value of pre-service training teachers have
experlenceﬂ‘in their ‘undergraduate work.
Hostile sentiments are often associated w1th
formal inservice programs, espec;ally courses
designed by’ universities to fylfill gertifi-
cation and salary increment requirements. | Y

'd
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y T ' ito be: taught by locally employed teachers uqf

\ - The evaluation of informal or formal insermgce - T |
- § wofractivities requires a long- range ‘plan to be |
,;jé credible. The effectiveness of the shorter -
. . & or one-shot activity séems to be more difficult
’ to evaluate than a long term program: Programe .
1nvolv1ng a 1arger number of participants are
naturally easier .to measure than individual
_+ staff pursuits for 1ncrea§bd Professional com-
petence. .

>

e Act1v1t1es that involve teachers in the productlon .
"of original teaching ma‘erlals .and the éexchangé
of ideas immediately adaptable to a classroom,
., : Situation are usually popular.with teachers.

. . -t El

. Financial support to .fund direct teacher pay-
ments, substitute retlease time, or other direct
and indirect beneflts is /crucial to ma taln
a diverse and long range staff development pro-

. . gram. It is also one of- the most effective /
o incentives for 1nvolv1ng t@achers in, act1v1t1es. P

] ’ ) - g . et

'-. Some of the most succe®¢ful inservice is spon-
taneous, Subtle and informal and is often not °»

. . percelved as staff devedopment by the teacher. . -

— e These forms merit firther study and_understand= ..

. - ing although they are difffcult to isolgte >
IR .., for association with concrete applicéble.

< strategies and procedures. A well designed :
human relations program may.fa0111tate .these o 4,

“ ‘ forms of inservice. _ o . N

i ’ .

- Duflng-perlods of fl@gnc1al crisis and mandated - .
cutBatks., some sta@f members do ngt react
p081t1vely to a formallzed staff development ) c‘~
program v1eW1ng }t asan unnecessary fringe 'j ~. T T T

_Ju//7 activity. i . . - N

»
. “}4"4 . . . Y

w5 . . 4
- + - Teachers tggﬁhing teachers is one of the niore . .
L effective formg of stafg deOelopmént. This - | .

- e ' strategyfbould be considered in planning, .
Lo organizing , and coordinating college courses ' . E

‘a

[y

3 ’ ) admlnlstrato S. . o * .
. . \ - - F - é?,‘: 2 ,
) ’ \ / ‘iy’ . .
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“ ‘ - The principal as the "gatekeeper"’ggbchange .
) often plays a key role in-any school's staff
B - development program. This' rolé includes
" .o . being « liaison , coordinator, provider, - .
e RN motivator, innovator, and active participant.

x ; ;"
e
'

»
-

. - .Well designed follow-up or reipnfortement activities :.~
- are a necessary process in-any successful staff
.o : ) develppment program. . * . e

- v .
' » -t

N a . S - L

» ‘/’ P, " ‘ N X . ) ) - R /—\ . . .
. ' - Centralized or system=iwide staff development R V.
o - pregrams and Personnél are u%ili;eqidiffenen%ly c T

) . .by each school and its staff. Some schools -« s
J , plug into thése resourcess=.only as a means > T

\ ! : of sypporting their own. program#. Others 3 -
. -ise them exclusively ih lieu. of ha¥ing.no'

‘ -+ real program., Seme schoals may avoid oy ’ ‘ .
' limit their participation, in system activitigs .
“ “and chdose to caqnduct their own programs. . . e

.- . . | .o . .
. M . o - A -
) 'y ‘. . . " . e N,

L hd ’s-

4 DN . 2 . N * , ‘- Yo ; s s

. . ) L Community, Qltljpn, yolunteer, or alde}partl- L
~. . “ cipation™in staff developpment activities . o,

o . varies considerably from sehool to schoel.” ’ S

Factors affecting,community participation

e 3-AwAineiuég~demdgraphic_chanacieriinCSbmﬁQEi@lMu_fu
, ) . . econamic, or educational packgrounds-of the- e
. .* parents, ethnic groups, schgoi and* gisizen po- . )
C e ¢+ . leadership, ,the’openness bf the school to }‘v .o

Ty titizen involwement,,past and current practices - :
and the schoo{’s-organizatibné}”structure.:' . ’

N .

’ Al -.' - ¢ f‘n' N / 2 c'- . - N
B . Elementary gnd secondary ;school staff.devel- . -
LN opment needs diffép and-planned programs ) ) .
R = . should be administered differently. ~Although-
) . .. K-12 inservice programs are occasionally B -
’ useful, mo&t often'opgahizational,.éize, e o
o \\» - program, and student differences require 2o, R
. ’ . .separate inservice activities. - Proportion- K
%~. . T ately, a higher percentage of elementary . .
= T oo and junior high - teachers. attend formal staff
S ooty e - dgvelopment activities in ‘comparisqQn to ! 5
. . 'igh school tedchers. . ; B

P -~ ~ R ..
. 3
N i,ywo . - % -

EN

v x .t N "

- . £ .~ N . . N
- - . . .

- . - Lack of tea¢her éithusiasm for secondary inservice
. A . might be related to departmentalization, the -~
\ .. . "+ school schedule, the building size, subject | . -
b . . = .mattér specialization, teéacher awtonomy," L
R . . and other. factors inherent’ in current secon- "
s _ '+ dary~school, organization. poo i RIS
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Planners must consider the school calendar’
when scheduling an inservice program. Time
factors such as the opening and closing

of trhe schcol ycar, conference periods, :
holiiaysqa special programs, and weather
conditions may, influence the outcome of
actlv1t§es i .

>
. - -

Many colleges and universities are ready
, and willing to collaborate in a varlety of
ways_To° meet the needs of a cooperative
facuTty These accomodations include
‘on-site involvement,:one hour credit courses,
dnd .cooperative planning of courses re-
tated directly to classroom needs. Part?®.
of thc willingness is a result of a de-
cline in the pre-service tralnlng of 'new
‘teachers and the competltlon among numer-
ous colleges and universities easily’
. accessible to Ap71ngton teachers. .
¢ ’ /\ .
Collabqration with local Institutions of
" Higher Tning is enhanced by generous
§cboyg;§§§; funding-en the part of the . .
county and other progkams. -

.
- . b
g Y

‘. ki
- rederal and state funded projects<of%en pro-
vide considerable impetus to staff devel-
) opment efforts although malntalnlng thea’;/[vf
momentum aftet. the soft money 1s g/xe may
be a problem. . R /

@ -

Ny

o

-

> 7

-

At present, the, professional organizations/-

: seldom become qnvolved in a single :%hool
site“or system—wlde staff deve&opment effort.
The A.E.A. has expressed concern for con-

- A

4’.

for. 1nvolvement in our county .sponsored pro-
* grams are open. The recently invalid ted
teachers contract whlch the system

specaxlc
\ a0u1v1t1es and for attendance at’rg
'aF er hours schable sponsored events

» , ]

S | =

4

ayments for curriculum wrj 1ng
uired

A ﬁokgntar/ no- pay approach for attendance
. . at staff devélopment activities has been
effective with many ‘6f our teachers.

/

g
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SCHOOL BOARD GOALS

Five key school board gcals gerve as the basis for
education in all Arlington gghools and are the, fogus
foy county personnel in delivering services td the
schools, All parts of the school system including
each school, the Division of Instruction and special
programs must ,prepare an ahnual plan.geared to ful-
filling objectives related to thes€ goads. The’

goals arg: - - ~—

- Improving students' reading skills.

- Improving students' math skills .

- Improving human relations skills of students
and staff : . ‘ “

- Increasing students' undersyanding of them-
selves and their world through humanities

- Improving students’ thinking skills

"

- ¥
A sixth goal related to writing skills 1is bging <
examined and others could be considered in the future.
The selection: of these goals at-the present time is
meredly to define the School Board's '‘conception of
basic schooling for all students." “The focus.on

subject related curyieulum or individual school pro-

.these five goals is not to exclude support for other .

. grams and @ach~school staff has co?agﬁerable autonom¥ - -
in how-it_fulfills these and_-other school needs as ”

— e ————— .

ctated in its annual plan.’ In a recent open letfery "~ .

to parenty and the community, the Superintendent 7 »

expressed {he system philosophy sutrounding these-goals?

. ‘While'we have .a set of basic goals, we do not

. have a bdsic way of getting "there.” We do not

seleot a list of basic courses; we do not de-
termine that there are certain strategies ; we .

Y do nmot~define a basig type of student:....(this)

is not to say that arnything goes. fnstructional =
strategies should.be evaluated o0ften to see if, v
they are effective... the strategy’. should be

. \évaluafed as to whether it is effective -in help-.
. 1ng a particular student or a group-of students
achieve the basic goals established by the
Sc¢hoql Board. -

Prio%it& for staff development activities both’
on the school and county levels is quite often de-
termined by how proposed activities will assist
teachers in ‘fulfilling théir goal-related assignments.
In additdion, the school board goals also serve as
+he foundation for county services delivered at
individual schgol sites’.

A
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. 'ANNUAL SCHOOL PLANS. *

1

Lach school staff 1is qunired to prepare an an annual
school ‘plan (ASP). The five School Board goals are
) often ubsed as headings for these plans. Parents and
. school staff work together each year to chart the
' _ school's accomplishments and to set goals for the
. next year's programs. Listed individual school needss
' often include plans for bilingual, special education, -
career education, extended “day, physical educati®n, -
, .. or other county wide programs as well as unique sgchool
- projects or programs. Staff development préjectians ]
A to megt specific county or school. goals are included : i} ;
AR in each school's plan. : o T

L4 4

__gne process of preparing annual plaps varies from
sch®y] *to school although @ basic format is encouraged.
In_sqme schools, the principal performs the task with
assigfgnce from community or staff members. In other

schools, such as the one used as § basis for the
,1£$ elementary model proposed in part three of this
- . .report, the annual -plan is & full staff and community
L effort that involves input from a web of ‘permanent
horizontal and vertical committees under the coordina-
' L tion of a central school-staff development group. -
Membership in -this committee network is distributed .
to insure some line of communication-to and from each
— " — -, egtaff member- and~pa—pg;n—t——-eommi-tieesgnega,nq;ggﬂ_e_a_ci\; S
school board and school sgoal. : T T

-

, Personnel in all central administrative positions,
.Toad departments, divisions, and programs alSO\submit ahnual
- plans. Jn 13875-1976, the Superintendent's anpual
. nlan supported the idea and need for: continuing teachers'
‘ ) professional growth and the system's responsibilities '
! for improving staff development-programs. Part of the
pian was a goal to evaluate school bvard goal-related
staff development programs and activities. In response
, : to this administrative goal, the Superintendent's office-
’ circulated a questionnadire to a sample of—602 instruc-
" tional personnel. "Results showed the following levels .
of participation in school board goal related staff

' . F .
. development activities: . .
‘,. — . ~- " ’
- . o - . " ~Q *

-.improving’ reading NI L &
2 improving computation SKIllS . vuveweonenes32%
- improwvwing human relations «e..voveveee.ss.73%
- improving humanities instruction.........>49%

- improving knowledge of diverse children...65%

, ‘ '\\ R » .

Y. Sizty five percent of the~ respondents*indicated

( that they had. been effectivelQ\{nvolved in the decision

making fprocesses related to curriculum and staff de—/

. velépmenmt. See Appendix #1 for more survey ‘details.
r" . N ; s
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* Significance for Inservice Planning
a L .

o

The school ‘board goals and the annual plan approach
influence inservice teacher, educatlon in the follOW1ng
manners.

-~ There is a common and often system coordi-
nated inservice effort that helps: to meet
indivigual goals and to facilitate total
staff deyelopment efforts.

yoe

-=" This effort results in.a sense of system
unlty and results in both shared and com-
petive programs on both the system and
individual school levels. :

. ]

Individuals, as.teachers or as members of
the community, are involved in ‘the needs
assessment and decision making procedures '
related to establishing goals and preparlng
annual plans

»

. e ¢ w? [P & . v
«

A2

. ' %

See Appendix #2 for a sample annual school plan.
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IMPACT «<OF COUNTY PROGRAMS AND POLICIES ON A SINGLE SCHOOL

. \ — S

The impact of central administration services -and~ I
programs at the single school site must be consid-
ered in exdmining the characterlstlcs or in pre-
dicting the poss1b111t1es of any one existing or.
nypothetical innovative single school staff devel-
opment program. Divergemt county, state, or fed-
- eral progr and services often underpin the pro-
grams found in. individual schools: 1In some cases,
. mutual cooperation takes place voluntarily; in
,Others, the-agSbeiation is by mandate from School
’BOard state or federal law.

l&ﬂkﬁf} ton, a school's or teacher's invol-
wyeméfit with county programs may include

PR

. _.="" - 9pariicipation in contlnulng county pro- .
- grams such as Gifted and Talented, Read- ﬁﬁf’”“‘/ﬂwﬂw

- vr . ing Improvemepns, ESOL, or Special Education

~ - actiuvitiés resulting-from consultation with
any of fourteen curriculum specialisds
- . system sponsff;o workshops or courses
organlged by

o S S " R L .
S ’ two staff deﬁgaopﬁent helping teachers’.

-

a consolidated Teachers' Council on

Instruction
o ~

curriculum-specialists

{

special program personnel .- .

.

‘Some schools may use a combination of these system
programs or cooperatively devise other strategies
~For-usipg..cpunty resources ‘in individual staff
dévelodment=activities. Each school plots its course
of action and-stgff members Qart1c1pate in system .
activities accordlngkto how they perceive school or o
1nd4v1dualsneeds N

[ . .

.
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IMPACT OF SCHOOL BR\TEAéHER ON THE S¥STEM LEVEL E

\

The structure for deliverine central administraticf .

insetvice serves as a two way street.. Teachers
and individual schools use the-rsame county-to-school
path to exert influence on the direction of county

- 3nd school activities, policies, goals, and programs.

Individual teacher .or school repfesentatives parti-
cipate on.the system level by serv1ng on a wide
range’ .of permanent and ad hoc commlttees and groups
1nc1ud1ng COR
e o T T L

- The Teachers' Council on Instruction

- The Human Relations Project
i - Inter-school committees

- Advisory groups

- Subject area coordinating committees

- Community program and project groups

Actlive teacher involvement in these actiwities

is high. Since July of 1376, approximately 600

study groups that have or will have an—effect
n .county school policies and ' Qrograms In turh,
‘teacher participation on the system level has

a reciprocal effect on single school staff devel-~
opment"programs

»

A 1nformal time schedule and structure for
conducting meetings of these ‘established or speciadl
groups within the system exlists to avoid system
or schdol-conflict in competlng for staff time |
and commitment. Most groyps’ and schools-abide
by this suggested scheduling proceduire which
includes meeting times and places for the Teachers
Council on Instruction, coordinating committees,
elementary and secondary principal and assistant

'principal groups. Most ‘meetings are scheduled

for Wednesday afternoons and the schedule works
as follows: .

First Wednesday - in- school department meetlngs
Second Wednesday - county. meetlngs

Third Wednesday - 1n<§ehool faculty meetings

X’

|

-~

Fourth Wednesday - optiénal

Early release schedules in °‘the eiementary schools
take precedence over thls schedule. ™ See*Appendlx #3

5 ~ -
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A reglonal organlzatlon was in effect td deliver county
services to. 1nd1v1dua1 schools from the 1%72 to 1976

+school years.

" In the summer of 1976,

county services

were recentralized.

Although these regions no longer

exist. on paper, much of the regional. concept has beenc N .

assimilated into the central system

-

¢

"

the‘schools were divided -

Under the regional system,
into three areas, .each having a regional office staffed
with a Task Force Leader, several currlculum spec1a11sts
and a staif development helplng teacher and coordinator.

Tach Regional Office workéd with a .Regional Teachers.,
,Counc1l on Instruction made ‘up of teacher representatives
" from each regional .school. These councils were empowered ”

to select the types of:staff development they felt was
ieeded in their reglon and the Regional Office staff was
entrusted 'to plan, organize, conduet and evaluate , these

LN activities.

In general, each region consisted of'a high

~ school,.

its Junior high and ‘elementary feeder schools.

|

Although eonsiderable coGperation took place between  » -
the regional .and”county scheol programg, it was possible CL T
that each région would sponsor and -conduct overlapping . >
prégmams. At 't“he““S”aTné“t‘i’m‘e‘;‘”it was possible for a gingle 7 ’
school to remain_ 1ndependent or become involved.in both '
regional or system actxyltles as the staff saw fit. . _ o
The4reglonal structure allowed for a diverse approach
: to meet varied needs ofnlnd1v1dual schools, but it some-
. times stifled county wide staff, devélopment goals. Regional
X approaches varied enough tocreaté some confusion and a
f8eling of belng left out if your region or your Teachers'
Council on ‘Instruction. did not ele&t to conduct certain ,
forms of inservice and another reglon—dld Teachers had “
few opportpnltles to attend another region's activities.
The competitive element built into this three: reglonagg R
structure was both beneficial and harmful. It fostered
orlglnallty and dynamlc approaches to some learning. act1v1t1es,
but at the same~time it stretched limited resources and -
a limited numben® of participants too thin. The three
.staff developmeik centers working within a limited budget .
i "“could not afford to.offer inservice activities if a -
T “ minimum number of part1c1pants was not enrolled. Many '

.- felt the same activities, offered county wide and opérat- _}
~. k 1ng on a unified staff development budget wouldabe more
"Iikely to attract a required number of teachers to make
certain activities possible for staff members with spec1al

- needs or- 1nterest

3 L]
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.are a reflection.of

.
T

~

Unéér a‘éubdiViééd system there may have- been\more-

" sensitivity to.individual school'or ‘teacher needs. \But
_often a regional office's ability to.fulfill these -

quirementg~was hampered by its’ shortage of resources, the
lack of communication between curriculum specialists
housed .in other offices and the subordinate position the-
regions had to central administration. -Treating -each
regioi®™in an ‘equal mannér was a complex ahd 'sensitive
procedure for persons rendering county services.

When the region offices were glosed, the curriculum .
specialists and helping teachers were consolidated and relecated®

'in the central administration building. These administrative
.personnel now work directly with "the Deputy’ Superintendent wr
©of Instruction and are able to work more .closely with each

othér. Two staff development helping téachers, function
within this gtoup to assist in the planning, staffing,
organizing, and conducting of teacher edutation activities
and curriculum or program development. The staff development
teachers also work with a newly organized consolidated
Teachers Counc{l on Instruction to select and conduct
inservice activities{which members feel are necessary and

i eachers' needs and interests throughout
the ®entral system. . ' ‘

» -

. - Significance for Inservice Planning

.
/ s 4
.8 2

.The organizatibﬁal structure of a central system for de~

livering inservice programs in a large suburban~urban

<

school district is important. * .
St When a system 1is exﬁgzz;;cing rapid community change,

. - - isubdivisiods may be counterproductive and may limit
the number of services and resources the central
system can offer to sugport-a singlé school's

programs and needs. .

- Individual schools experience considerably more
autonomy in a ceéntrally administered structure
since they have accountabdlity to one less level.

- When the school system is subdivided into regions,
- individual effort.and responsibility to serve
unigue needs of each subpart is eﬁhaqcéd. Originality
often embedded in competition may emerge,

v ”
>

- ]




CONSOLTDATED TEACHERS' COUNCIL ON INSEBPCT]ON "
x".’ . . « &

As an outcome of reorganization, a cofisolidated Teachers. 4
i Council on Instruction was in operation by the fall of 1976. :
Appendix #u:contains School Board and administrative memo- v
randa outlining the implementation and organizational pro- ) .
cess. This group consisting of one elementary, two junior - )A
high, and three senior high representatives from each school s
has as its first responsibility the "planning and conducting
of staff development programs." Two staff development
helping teachers are responsible‘for-working directly with
the. Council in "coordinating the plannlng, conductlng,
and the assessing of staff development activitieés.

- ®
~ During ite first year of operation the group has
. ° .concentrated on the following processes:

* - implementing a Teachey Innovative Funding program
- conducting a county wide survey of individual
school and teacher staff development needs or
interests , .
-. compiling a central "human resource file for -
staff development purposes o
"‘“‘%%ndﬁtfing‘qver‘thirty“county‘inservice‘activiﬁies—~-
. based on ‘a previous Region II survey .

Teacher Innova#ive Fund .
: Teacher Innovative Fundlng is a yearly program which
. awards limited fimana+al ‘assistance to individual teachers
° or schools for implementing instructional or curriculum
experimental projects. A subcommittee of the Teac?ers Council
s on Instruction reviews funding requests and gives recommenda-
tlons on the potential and merit of proposals. Several
" of the school based staff development programs described *
" in the module packet were funded through this program. For
. further reference see Appendix # 5.

{ w R . ’
. v

. N I3
.

Surveys

. The Staff Development. Center conducted a county wide *
survey of. teacher inservice needs this year. A similar ) \\
survey of Region II teachers' conducted last year hds a
nearly 59 percent response and was used to plan this year's
N . system w1de inservice program. This year's survey will
serve as an additional guide in selectlngmfuture inserv ce.
programs. If survey rgsults show a lapge number of" teachers

| e 1
ERIC - Q » N 5
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in an indivicdual school share a mutual interest or need,” Dt '
is p0551b1e the central staff development center will plan
a program exglusively for that school. Sample copleq of
surveys are 4n Appendix # ..

8

4

Pool-It Resource File '

£
-

On the recent staff development survey, teachers could
check off those activities they would.be willing to help . 1lan
or conduct. Names of teachers who indicate their areas of
expertise or willingness to act as inservice or worksg/p
a551stant§ are put on on 3 x 5 ward and placed under &ppro-
priate headlng in a Pool-It file. 'Th&se volunteers are
often asked to conduct workshopg for system teachers or
at an individual school site. (Volunteer community and

"college persannel who are wiIling and capable c¢f ducting’

additional forms of inservice are also cataloguedfin this

card-File and frequently “are galled upon for assi tance.
ndividual schools may also use the file for their own :

staff development planning. s &

4

System inservice aetivities and workshops -

5 - N \ a
g

In 1975- 1075 after severe mid-year budget reduct;gns in
staff development funds, Region II's staff development-survey

was-used to select: nearly thlrgy inservice activities teachers'

¢ : D N k4

said they would support or assist with conductlngy. With™ -
several exceptions, these programs were offered on a° voluntary—
no-pay basis. The volunteer no-pay approach for conducting
workshop activities based-on expressed teacher needs has
“ontinued through 1976 1977 with sugcess. ' s
The Staff Development Center under the dlrectlon sof

the Teachers'Council on Instruction often conducts inservice. "
that is needed in a specific school®” In‘many -cases, a . N
school ‘with a partlcular need is &6ften the location fop .
a county planned program and an.xnvitat is .extended to !
other school- staffs to attend. Vlsltlngiénoxher school, 8
especidlly newly built facilities, is often an incentive-« .

factor for teachers to part1c1pate in 1nserv1ce act1v1t1es.~ -

. v o ' s
- . <
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Cignificance for Ins®rvice Planning
%, * ’ ° ~ 7
‘ School systems attemptlng to eqxabllsh simiYar staff C .
= development proc&Sses and structures should create a

climate Where the following factors can exist: :

° - 4

) " - & willingness to have, teachers, parents and N
members of the—communlty to part1c1pate in a .
self assessed, participatory staff development
program geared to meet both single school and
system based needs. ”~ ‘ R

»

= support for full time Qr .part tim2 personnel to
operate and concentrate on a staff development
‘program. Upper admlnlstratlve support is espec1a11y
important.

R

L) ) b . . . e .
- a low key, but extensive long range campaign
at all levels ‘to emphasize the contlnulng need:
for all forms of teacher and ad inistrative
. ) . .inservice as a means of meeting ‘the néeds of
- - . a dynam{f/echool system and the communlty 1t serves.

a -

o,

- a qommltment on the part of the local school - g
. governing board and ségments ,of. the communlty N C-
( . . to support a stagf development pr‘ogram ® o

- A N e - . e, ]

.o

3

. - a wildlingness on the art of the ~teachers and .

) ﬂ.p r profe531onal organizations to cooperate N

N o in prganizing such a program and to then be—‘ RN .
‘ com& active sSuUppOTTeYSs . - ) : Lo

o i \ . -~

} - , -

»

' . - both short and: long range goals for a reallstlc

) . program based on the, unlque needs of the system

. e . and 1ts parts. P . ‘

4 ] b . ) . £
,." ) - structural organlzatlonal arfangements or changes - .
. NN * to build in the staff development deliyery systems . T

.. R 4 at each leve¥ and* w1th1n each program of the

YE schoo¢ system ‘ .

o - .

®
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SYSTEg STRUCTURES AND RROCESSES FOR_DEﬁIVERING .
STAFF DEVELOPMENT SERVICES TO'INDIVIDUAE’§CHOOL% !
] &~ 0 -~ -
R - . e :

i X ‘e . s .
A staff :development delivery.system‘is built into each

N\

[

' - _county,program, serviggﬂﬁor resource center which exists

-

™ to help 1

-

ndividual schools and teachérs meet their own

— - . . ¢ . L T .
as well as system wide goals. .The programs and services

__most-often used by sifgle schools or.teachers include the
following: curricylgm specialisjs, teaching ar i
resources,". a syst wldeareading program,’
language arts program, a county h manities program, s
education, .career education and-human relations progr,

"as well as ESOL, Gifted and Talentec ard bilingual ed
projects. An all encompagsing county and student volunteer
program also 'involves staff development opportunities
through each of, the Diyisioﬂ>of/Instryction,,stafe or
-federal programs.  The following section describes each
of these programs, as they relate to stdff development

. at a single school site. . T . o

. \ o,

- S~ CURRICULUM SPECIALISTS
e . -

-

.
'

:Curriculum specialists operate qQut of the central Education ~
Center and are responsible for all instructional matters

On the county level related to’ their field o specialization.
The fourteen afembers of this group are part of a*c?uncil

of curriculum spécidlists which alsd includes severa

11 —
helping teachers and the county staff developmént hf}piﬁé

. teachers. ~

y ) T [ ) ,' L E ‘
Curriculum’ specialists provigderservieesg o give assist- ",
ance to .the "individual school upon request from the princis
T T T LAY L ¥ .
pal,-department or individual teachex. They. also. may be
" involved 1ih inﬁerdisciplinary efforts and other.programs
related to their parthulapE;rea ofy subject mattér expertise.,

1

For ,example, ESOL program personpel hav cooperated with

the social studies™cérriculpm speciaiisi,té-deﬁelo teach- |

‘4ng materials for non-English speaking students and the & |
reading program personnel have assisted teachers®in all \ -
subject areas in cooperation with curriculum specialists. . -
Specific respontibilities of “curriculum specialilts include
coordinating efforts of their subject area related '
coordinating committee, contact teachers' grdup or parents!
.advisory group.. ’ ’ - :

. ¥
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\mﬁleadershlp of a teacher, these groups are authorized to

v .

T

»

-

.~ and, to help organize summer .curriculum projects.
‘ 3y g proj

-
34

®

o K-12 Coordinating Committees !¢

A. correspondlng K-12 coord1nat1ng committee exists for
_.each subject area coordinated by a currlculum’spec1a11°t. .
Each subject area coordlnatlng committee consists of !
. eYected teacher representatives from each school level
.and secondary students and parents app01nted from various
f,ccunty advisory groups. The committees meet up to eight
times a year during school time depending on the budget,
and although the composition of each of these sub]ect
areas curriculum ¢ommittee€s may vary, each hds similiar -
tasks and functions. Most often under the, committee

)

plan ‘and conduct staff development activities for system
J or single school staffs, assist and advise the specialist
in” textbook , supplemental materials or film selections,
and to help-formulate long range ubject matter related
‘plans, set goals for the elementa and secondary prograsms

Reppeserl- ‘
‘tatives serve as a comiiunication line to and, from thd:f .
schools to the Division of Instruction: : '
(

? <

\

M

"

Contact Teachers

.

®

.

‘A teacher representatlve for each ma]or diseipline at
‘as contact teacher in each elementary s‘chool and the person
in charge of each department acts as a county contact in
the secondary schools, Contact teachers meet severa}

’tlmes each year with “the curriculum specialist o discuss’
i common needs and to act as an adv1sory group for sub]ect

.
“area concerns. The contact teacher serves

s

A\

Y t

pranc1pal i
ehers concerns about sUb]ect area matte s to the

teachers also assist’ by d1str1but1ng infbrmation and matenlals ,
" from the Lducation Center and by making arrangements fér 1

¢ounty personnelito visit the schools for specific reasons e

- Contact teachers may also accept additignal special ass1gnments
‘ suchdas 'to act as a Blcentenplal 11a1son or as a School Board
,wgoal ordinator when a goal relates toc a specific subject
.area The process for selectlng contact teachers depends

on the\organlzatlonal structure of each sc¢hool. In $some cases;

county. subject areﬁ*representatlves may have similar.

subject area respon31b111t1es or interest in a related o

committee structure 1n the’ school S organization. s co

-
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o o "Parent 'Advisory Committees

0
-

Parent advisory.groups meet several times a year with .

P
S

other subject area related matters. These advisory -~ .. .
.+ groups nay also- organize’ ad hoc-committees to_examine -
a specific’area of concern raised by the co fiiftee memben&.
« The ad hoc committee then passes oOn their recommendations
- +o the 'subject area coordinating committee or to the

contact teathers group.

P A F)

o
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Additional Responsibilities
1 , . :
Implementation of federal, state, ,and local regulations’
related to subject area curriculum is a-subject area
specialist's responsibility. 'In addition, each is ex-
‘pected to have an overall awareness of subject matter
content and teaching methodologies.and to. participate

. in local, state or natjonal professjional organ;zations o

:

* upon request of a principal or the Director of Pergonnelws

initial bond between new teachers and the clrriculum

specialist that may have resulted in more teacher coopera-

tion with county staff development programs aimed at. -

S

This year curriculum specia%ists act as sub tituﬂg .
. teachers in the schools for a period of thirteeh days: ' In
addition to,this field experience, they may be asked

They.also often work with media specialists on specmai,i<w:
projects or in cooperatiorf with total system efforts such’

to observe Glassrooms by a teacher or by a principal. . o

. reflecting subject area interests: , I

At one time, thils process was automatic and created an .

as ' the Reading Improvement Program. - .
. A' . 4 X . . )

o~

. . . v -
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teaching materials and methogds ,~ spéclial programs’, and - - - T

The ‘hiring of new teachers for the system may Involve--— . . .
an interview of.the applicant with a curriculum Specialists .

teacher education in the content areas. L e B

"

4+ each curriculum specdalist to d$sg3§§ curriculum matters;: 5:§

'
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TEACHING AND PROFESSIONQL MATERIAL RESOURCES

- . -

. ' 4 : .
¢ Teaching Materials Cente? ‘
' ) T o P e )
" Loeated in the Education ‘Center, the Teaching Materials .

Center is staffed by personnel who assist teachers or
other personnel in learning how. to operate audio-visual
equlphent and in the construction’ of classroom materials
such as learning centers, filmstrips, or picture mountings.
The Teaching Materials Center personnel will also conduct
inservice for individual teachers or at a school site when
sevéral teachers request this sérvice. The center has "an
open opportunltv for teachers to train themsélves in the
operation of the video tape machines located in each of
the schools. ‘ .

- . N

Telecommunication Cemter -

s v
- . , ~ - 6‘:)

¢’

' -

;
1 i ¢ :

The Telecommunication Center located in the Career Center

offers teachers an opportunity to learn how to use video '
tape machines as well as to develop the skills necessary

for television film making. Center personnel have

helped to make several staff development films and also .
cgnduct an extensive'-high school student training program t A
in t€lecommunications at the center. '

»

0
“
. 3 -~
L 4

.

- L]

. ' ' Film Librawy 7

The film library locatgd in the Educatidn Center -contains
an inventory of ‘films which can be used teacher training.” .
Teachers or those respon51b1e for staff development activities

can request films for preview pur&oses and in some cases "

the libr&ry will be able to borro®% additional films from a

B

13

’

!

Professional’ Library

"
H

-other sources. } , . i . . N
N .

» A .- )

'

The Professional Library in .the Educatioh Center has a fine . T

collection of profe551ona1 books and periodicals which many | cat
feachers use as references in their coursework or classroom T
preparations. Resource personnebvwork cooperatively with the
curriculum specialists and assist in dlstrlbutlng subject
matter teaching aids and materials to individual "schools.
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The professional library staff members will also 'set up
’ special displays on specific staff development, themes. '
This service is particularily useful when® teachers use
the library or the adjoining rooms for inservice activities.
S e The display is often worked into the programs and teachers
’ are able to seléct. teaching materials for their classroom
needs. Profé&Ssional library staff members tan also prepare
special displays for single school staff developmem needs.

- . >
X

Sihgle School Resources

- -

Individual schools have some parallel services to those
found on the county materials and resource level. In most
cases, each school has some books and periodicals which
can add to a teacher's professional growth. .Librarians,

.. and media specialists in each school are able to train !
teachers, aides, or interns in how to use most audio visual
equipment and will assist teachers by ordering instructional
materials, fi}ms, or books from the central = library upon
request. .

o

READING PROCRAMS

-

) The centrally administered reading program includes a
: Reading Improvement Program (RIP), Minigal Objectives for .
2 . Reading Essentials (MORE), Reading is Fundamental (RIF).

-/ and various workshep, reading textbook selection and
/ S collaborative activities with university and ESOL or
Title I language arts personnel. .

‘ The entire reading program is geared to give direct
, services to a single school site or classroom teacher. ~ The «
N . . Reading Curriculum -Spgciglist and two helping teachers on
: the elémentary levels{ spend much of their- time_ in each of -
. the thirty-eight schools working closely with classroom
. . teachers, .support personnel, administrators or with forty-one i
qs;hool.staff,rgading teachers to achieve common goals. These
- .. " 'mpapy facets of a total, reading program are held together -
1wwdugh individual staff efforts and by a well thought out
~ofimunication network between the county levgl .personnel
. T & @ding‘teachefs, classrdpom teachers, principals and staff
. - | members of  related programs. .This network\l udes frequent
. ! contacts between school and‘edunty-personnel AN _'sitatigns,-
\S er printed

] i+ workshops, and committee work; a newsletter and o
. , correspondence , bétween the various persons in olved in ‘
Se the reading program, and an ingen§gye follow UP process. -

. [
s . ¢
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‘'The reading program is represented on the central
_English- Language Arts' Coordinating Commjittee and the
readlng teacher in each school acts as a contact teacher.
to maintain close relations with the principals, especially
those involved in the Reading Improvement Program. In S
September, these principals participated in a full day
leaaershlp tralnlng workshop, '"Matter of Commitment" to
prepare for their involvement and responsibilitiés in the
1976~ 1977 program. Many attribute the success of this

. workshop to the organization and communication processes

)

’ Q
' 1nventory ex1st1ng programs of readlng "instruction
(. assess strengths and identify with the staff areas “

[y

LS4 the overall program and its personnel.: The program
has exerted an influence ‘on-other system processes and
a newly developed math improvement program is being imple-
mented according to similar guidelines and policies. )

&

_ .The Reading Improvement Program
2 : . . .

The Readlng Improvement Program (RIP) was implemented.in
six elementary schcols during 1874-1975 to focus on careful
identification of school needs for reading program devel-
opment and to establish a direction’ for.meetlng those needs
.in,individual schools. Six visitingd teams consisting of
the Reading Curriculum Specialist, the Reading Helping .
Teacher, and a selectéd elementary reading teacher spent
an intensive week durlng the fall in each of the six schools
to:

k)

* ¥

needlng tmprovement o C
- assist in the design of a program of read;ng
. improvement
- tecommend appropriate reading instructional materlals,

- monitor and evaluate ‘with the staff the effect

2
¢

- of the program.

¥

-

Rl

In addition, each visiting team retunned to the school fon,
a period of follow-up work from one to ree days to

~ monitor the onwg01ng program of improvement
- 'set plans for revision and continuation of the" L
‘ program into its second year

- provide general feedback , 1nformatlon, and help
JIn the second year, the Reading ImproVement Program was
extended to six additional elementary schools and follow-up
activities continued at the.six original RIP schools.. Each'
school staff participated in a Reading Improvement Program -
Week centering on school concerns and RIP objectives. StaIf
development aet1v1t1es are listed on the follOW1ng page

“
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Reading Improvement Program Week Activities -

) - demonstggtlon of techniques and methodologles
. ~ individu tedcher or group conferences o~(

- diagnas*s of student needs

~ grouping - .
. . - schedulding o "
s ‘ . - use of paterials - '
..~ utilizing ‘tutors, aides, and volunteers N -
- . o= fac111tat1ng communications among staff members _
-. designing a coordlnated bulldlng wide readlng .
e _iprogram i . B

. workshops focusing on broad ‘program concepts
or stategies to develop)spec1f1c skillg
\.—\/

T co;:ﬁéﬁant help for identified needs //~ P
' - - assistance in the selection of materiais““-~~_£_ﬁm

. . . ’

. L ':help with effective use of MORE

AR

evaluation summary of RIP objectives and staff
reactions to activities at the- end of the week

o

- RIP Team recommends»activities td};hefsfaff‘fbf
’ " future implementation o - :

v - P s —
. ’ , é . P l o
L . -
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‘ Criteria for Selection of Six Additional RIP Schools
- a statement of heed ' ' ' ‘ ' -
-~ - agreement by the staff to ‘hear present tion of ‘
e T " .__RIP leaders, . . - /.,
—  involvegent or—the—staff—in—the declision to apply.
for readlng improvement grant . T
- the pr1nc1pal s commitment to part1c1pate in
" training , to be avajlable during the day;m%%u“ :
. . L .. when ‘the team works &n the school, and to S
. . serve as the coordlnator for visits by . *
,k - members ,of the visiting team ° '
. - decision by the prlnclpal and staff to set first ’
N T . "priority on treading instruction 1mprovement for ) .
9 .- . , the school year .
-~ - agreement ¥o evaluate and report the results
of the program . C o
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‘ ‘Selection Cémmittee Criteria,ua,

- p—

2. school's statement of ne o ,
L= pexcentage 0. children readlng two years below
e gradq_level -grades 4 and 6

i

percentage of children reading two years

* “grade leyel,

- S e
, p .

“%' student papulatl

number of teachers

grades 4 and 6 .
- humber of *ESOL cxldren/

*

Y . S5 ' ’
An evaiuatlonwby 143 teachers in twelve RIP schqQqls showed

82% had 1ncreased their 1ns;ght into the total school '~ - .
program as™a Tesiit of RIP; 76% felt their teaching

was more effective; and 73% thought th

program had

a positive effect on Student performance.

The overall

evaluation of the program showed that 83% of the

-

e how the program is<«implemented at & single "school .site.

teachers rat#d the program.as excellent, very good, or
good. A complete description of the reading 1mprovement
program is in Appendix #8 and Module # 25 demonstrates\ |

!

s

: Mlnlmai Objectlves for Readlng Essentlals (MORE)

gy . (Y

- ~ P T
S TN S ¥ Q: [ ( g

The MORE.PROGRAM beqan as a diagnostic program for grades R
one- throughi'six and was administered -throagh a Perary L '
Grade aﬁd»a Intermediate Grade'd1v1s1on Each division

~Had 1ts own objectives, 1nventor1es, composfte test, .

profllé«aﬁd ‘guide., B . . . - .

[

Durlng the summer of I975 a reading curriculun
.committee made up of four teachers and a.curriculum specialist
developed a MORE program for the seventh 3rade English
and sdcial studies content areas. Five s condary teachers
~ -assisted tn* these plans. Cooperating teachers attended

. workshops,and received personal ass1stance,£rom ptogram
personne; during the implementation process. The
' .program has-continued to g¥ow in-197631977 and now in- ¥
* - ¢ludes scienge areas -and one  secondary schood has conducted
lnServuce in cooperatlon with program personnel and a
Tocal university. The reaction of secondary teachers has
been positive -and if funding permits, the program will
t be extended to'other secondary schools upon request: B
Additional information ‘on the Minimal Objectives for, -
Readlng Essentials program is in Appendix #8. ST

£
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: . . Reading Textbook Selection - ,
- ' ’3' V .

: ’ The process of adopting new, reading textbooks as requiréd
by the state every six years involves teacher inservice, ~
publisher and parental collaboration and extensive reading
. program pianning. The reading curriculum specialist began
<he current process last year with an initial contact with -
publis®ing companies to request preview materials. This
___was followed by submitting a plan for approval to the

’////,/~’ English/Language Arts -Céordinating Committee*and The
Division'of Instruction. The plan also included the - .
5 . »wg'formation of a related currIculum projéct group to
%, % Consist of selected reading and classroom teachers who

( would work on textbook selection during released time
;. or in the summer. cee

. This year, the' teacher and reading curriculum group

" . selected seven new sen@és of books to be field tested on

- a volunteer bagis in individual schoéols. This field ,
testing incorporates more teacher in the selection process
and parent advisqQry groups in the testing schools are .
organized. During this period the complete sets of series
are on display at the Education Centen,in the Cux iculum
Lap where meetings may take place between parentéﬁ;teachers, .

. and the curriculum specialist.” Accompanying this step,

\ textbqok’publishers conduct workshops on each of the new
NG reading series for concerned parents and county staff. In
Lo 'February,1977, a selectiongcommittee which has been in-

) volved in the total procef® will make, recommendations
N for local adoption and each school not invelved in the
field tésting will have an opportunity to participate in
inservice activities sponsored by textbookpubﬁgshers and .
field testing school personnel to help make sC ol selections. E
Onée. a. school selects its series, the curriculum specialist
. : and he;ping taachers will arrange a series of inservice '
' "activities to meet the needs of individual school staffs. :

‘< \ .

University CollaBormation
. . . »,
\\ " OwWer twenty system teachers are participating in varying .
Y degrees "in.a Master's program or on a M.S. plus thirty
. basis in a~series of courses related to teaching eleméntary
. “peading skills in aooperation with Virginia Polytechnical’
Institute Extension personnel located in Reston, Virginia.
. Four courses were-.-given ‘last year and another four are in
- ) process this year. The content of these.courses 1is some-
: times worked out'with a school staff's needs. One such -~
. case described in Module-# 29 is a four way collaborative
effort between the county reading program, two ¢lassroom
teachers in the VPI program,-a- textbook program and_the -~ - - |
university extension. . ’ ) " . L
’ |
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Reading is Fundamental ‘
, & ’ )
’ A

SO AT

. A one to-one Reading is Fundamental program is @% sevcral
- elementary schools.  Volunteers and aides partltlpafe in
» -this tutoring school-based programlunder the d1¥ect&on of

PAY

*Whe reading teacher or "‘the media SDec1al;

. THE ppogré

tw
bigtic ided .is .to have students’ select their OWn‘readlng .
material from paperback books they purchase themsélues . ﬂ%e
or to have students select boeoks from a rotating llgrary _ "
2ollection assembled for this purpose.. The program has .
- Pecelved funds from’the school budget in the pas%, but
reductions this year have left its surv1val up -in the
air. TFunds are available from t Nort ern Vlrglnla
Reading is Fundamental Program and a syrvey 1is underway
. , in the schocls to sege 11 the system n qualify for out-
side funding. t

Workshop Activities -

- v

The reading. program's workshops are popular with both
reading and classroom teachers. One owerriding theme
dominates these workshopsy contruction, and use of teach- _ !
ing materials. Materiaig are distributed to teachers

-with the: stlpulatlon that they must participate in ‘some

form of inservice training to learn how to use the.’ ‘ -
materials. This approach is based on a belief that
. .the effective use of materials will help imprqve teachers' B
. skills and classrodm cobpeteqpe. County teachers conduct ° -
] most of, the workshops and some of the workshop sessions | : .

‘have been a result of the Teacher Innovatlve Fund awards.

~
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. \ \ " Incentives in the Reading Program .

N

. . ’ ) ‘ {
- Reading is the system's first Bchool board goal

’7,;'“' LA DL CALES v "Hﬁd” 'rﬁé‘s'f"'t e aC‘]’i’é’I’S’ "Vi'ew"‘ré‘adi@'g‘qas‘" "t\b$ mos t

. . : % (s} ARSI NS s £ JEQ ; \
basic g€kill needed for success in any cunridulum-icac..... ..,

N,

20 SRLSS ed ter s
Lo ' ) area. e T

- The direction of an energétic and task-or
curriculum specialist and two helping teachers

, who are capable of understanding and adapting | L
PR * to a single school situation. ‘

¢ ) ’ . ! ’ . ' '9 N o' ‘e . y » *

5 +- Teacher involvement in the.decision making processes

{ T ard the implementation of ihservice related to ' ?
: their <classroom needs. : n% - ‘
~- The presénce of a full time reading teacher in '
each school.who act as contact teachers and.may
' be involved with each teacher's daily program.
Their relationship with principals, Title I ° .
teachers’, media specialists and teaching staff
members make them a vital resourcer ‘
- - L
- < The collaboration with a university in an organized
o . . degree program in an area considered important by
- most teachers. Critigcal incentives seem to be
. \ adequate scholarship/money and immediate applica-
, tion of course cgatgnt to the classroom.
Y ~

4

e W

7

- The ability of read®™®g personnel to shape their
programs. to meet both\school and individual
' teachef needs. , . . T )
- Reading workshops and other inservice activities
‘are almost always accompanied by téaching materigls
and methods™ of applying them to- individual teaching
\ © .- situations\ - .o : - :
: L. N . -
. - The uSe of teachers to teach ,te€achers and the .
. o sharing of ideas is facilitated by open osmmunication .
. ~ and by LINK, a monthly newsletter, which gives
., recognition to teachers and-seryes-as a medium
for exhanging ideag,among reading teachers. A
sample copy of LIN@EKs in Appendix # 8 . °

»
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TITLE I - THL ELEMENTARY /LANGUAGE ARTS PROGRAM

. ¢

A iederally funded Tltle I Elementary Reading/Language
. arts’ program has been part of the instructional prograh
®. . for over ten years. Title I teachers, the reading curricu- ‘ s
RPN, N1 specialist.,,.and, Tltle I helping teachers and coordinators ]
7 have developed the program WATER “i&“in 17, of the 26 élemens" """ """ "
. Lary schools :and involves 21 teachers and one aide. A group
Sanel -of Title I teachers developed a Bank of Objectives fcr
Title I cthdren at the e;emeniary level and related these
objectives to various materla;s which ;teachers could use
- in the 1nstructlona1aprocess The program.gives identi-
fied” students individualized instructjon to ameliorate
deficiences” in vocabulary, comprehension,’ word analysis,
bxpression, grammar, and spelling. An associated ESOL
» program is aimed at teaching students to communicate P
, épafag in lngllsh This on-site program deals with small )
\ : rOups Or provides individualized 1nstructlon in a ,} N
: closed instructional space. Staff members have a close
werking. relatlonshlp with the reading program but Title
I personnel are viewed as an independent group by most -
. /  teachers. Title I teachers are involved in-a series of
A inservice aotivities designed to meet their special teaching
s needs and also parflclpate in 1nd1v1dual school orssystem

N conducted inservice activities.

R

&

\' INGLISH TO SPEAKERS OF QTHER LANGUAGES - ESOL

The English To Speakers of Other Languages program and
programs such as the Title VII Bilingual Program and a :
Multi- 11ngua1/Mu1t1 cultural single &chool Teacher Corps
] Project often have overlapping spheres of ‘interest. The
. ESOL program is county based and is under the direction
- of three helping teachers. For 'all practical purposes,
: one staff member has a role similar to a curriculum I
. specialist and ¢oordinates many of the county activities ,/J :
including the expenditure of federal funds. This Program
has a 26 member, coordinating commlttee that includes
" parents and prlnc1pa1s \

) . . Currently 1,000 students are in\ﬁhe-elementary and .
524 students are in the secondapy ESQL programs. A total
of 30 teachers are divided equally between each of- these
levels. All schools-have sdme form of ESOL instruction
] and~the program ig funded entirely by the school budget, =~ ,
— T ‘unlike last year when the system.received about $150,000 .
from emergency ;undlng for Southeast As*an students.
Continued funding 1s pending Congres81o al approprlatlon

action. .




Lo el e ‘
. The ESOL' program operated in a c;isisilike/%tﬁosphgre .
) last year. as teachers found themselves with considekhably . ot
T more foreign born students than the system had anticipated -
after many Southeast Asian families had mowsed. imto the ,
. community. On top of this., there,was..a copntinuing in- - L -
oo ot eomenencas QTEESE "IN the number of ‘Spanish, Korean, and othepr non-
English speaking students in the schools. In-thig situation,
—————many teachers were .anxious to participate in"activities =
‘ that offéred assistance in understanding and teaching the ’
X foreign born. Two part workshops in language and:culture
“become a favorite format for these initial activities, e
bu%\fventuélly other .approaches were developed. R :
.t '

: .o ~ The contdnuing ESOL inservice and curriculum devel- -
opment program has been a cooperativé ESOL, county servicgs,
and university effort, ESOL programs and teacher sharing
actiivities, produced some materials. Curriculum specialists
conducted subject matter workshops to.produce other materials

J and summer county curriculum projects produced even more.

"Teacher participation in University of Virginia Extension

courses with a 'hands on'. format produced additonal materials

_to help teachers meet specific classroom needs. The .County -~

Scholarship Fund provided the teachers! tuition fees for . .

these courses and in some cases the,system subgldized underst ° . ™
enrolled courses. ' " : o .
. - The local school-based ESOL program has begun’ to expand.

ESOL staff members have cooperated with adjoiping counties
to search for new ideas and materials appli le to system
. ngeds.and a titizen's advisory council has’ been established.
Several county personnel have served as consultants to

ESOL progwams in Florida and North Carolina. Y

N

-

. ' "ESOL Tutorial Centers.are based in three of the secondary
schools and the secondary ESOL Center is located in the Career
Center. Seven instructors help’students bused to the center
from their schools. This and other ESQL programs attempts
+o deal with all programs involving non-English speaking
s students. ESOL personnel help other, personnel with-testidg,
. . citizenship procedures, transcript interpre%ations, guidance,
. distribution of instructional resources and.other individual .
needs ; Sample ESOL materials are in appendix # 9.and Module

# 50 suggests a single school prdgram. * - a
Y
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. 30 f
‘o ) ‘ . ™~ , 3 i " &
- . ° . “ \
> . .
W C . - - -\ -
"r‘ - o ot ?




........

1y . - t' . ) x @
BILINGUAL EDUCATION PROJECT - A
¢ 1 K 4

The school system has ]ust received a federal grant under

the Bilingual Edueation Act (Title VII). The purpose of . ™

awards- aunder Titde VII is to establish equal aducational®
opportunltle; .for. all children. The Blllngual Project's
goal is4to encourdge the establishment and operation of
educational, programs ysing bilingual educational practlces,
enhnxques,'axd me hods tc¥demonstrate ef'ectlve ways of
s¥eviding for children of limited Lngllsh speaking ability.

‘The instruction will be designed to enable these students

to use their native of dominent language while learning

tc achieve compe ence in the- Engllsh language <
The staf” ng for, the progect this year ‘consists ¢f a °

proiect director, Korean blllngual teacher/comminity

- ceordinator,®and a Spanish blllngual teacher/community
_ coordinator. The work’ this year is -to concentrate on -

= and Spanish curriculjum materials
s - Selectlon and placefment of studentg  mmgszareers

-;ea81b111ty studies and planning for broader implementation

in the next progect‘year as well as _to offer limited-
inservice opnortunrtles. Serv;ces ire classified in

the following ways: 1nstruct;ona1 tralnlng and Communlgy.
The instructional activities avye llmlted to six progect
schools.The community and training programs will® place
priority op these schools but will also Pprovide serv1ces

to all Arlington schools &1th1n,the llm%xs of time and
_resourges available. ’

<
2 - &

2 B - R
- Selection” and training of bilingual aides .
. - Superv.sion of instrjuction in native languaig
&) \- Supervision of bilinpgual aides in classrooms
(\ Development, se€lectipn, and evaluat®¥on of Korean

LN L

- mepd TITRS

"~ .; Selection and placement of staff for progect schools

s

V R : : C Unlt:f - . . .
¢ .
/’ - Serve as 4 l:::;dh between .Spanish and Korean s

. communities within the school system

g+

s+ .~ .Perfaorm translatibn and interpretation services
- Actas a brigdge ‘between Spanish and Korean homes
. . and the school - "
; " , ¥
) v - 31
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- . ' ¥ ] Training / P . :

N < . 4, oo // . . . - N )
S e o - Inservice and preservice s A
< N - Teéhhiggé‘and‘methods for Jiuwlti-lingual/ > - - 7 e
' : multi-cultural edpcation ) ) '
- Cultural and language background of ‘students .
* - Courses and workshops geared to meet the’ - .
ndeds expressed by schools and communities o T Sm. toE
S L7 - R

' YN T - . ] S .
: - Nearly forty teachers: signéd up on a free tuition basis -
—_ for an introductory bilingual course-offered in coopera- '
Co  tibn with Trinity College. The Bilingual Director who

i : " tedenes the’.college credit coursé may have to be selective - .

inthis class enrcllment which was planned and funded Eor -

>

. " 15 to 20 students. 57 ) .

SPECIAL EDUCATION PROGRAMS AND SERVICES Y™ - . o L
¥ - - PN
t . \ . P . . . . . ' E PO
» Exceptidnal qhildren‘s education is an integral part of '
e the total eddcation program, Students who deviate from
~{_’/ -  the normal expectation in physical, mentaly emotion&l, i ‘
vl or social’ characteristics td&' such ‘an extent that they - ‘
requirespecial services or-placement in a special educa- :
tion class if they are to develop to their maximum '
. o cap ities receive what is known as speqiql educatioh.
Special education programs and services are provided, for
¥apils who: . @ ‘

have spe®ific learning disabilities )
are mildly mentally retarded |,
- are moderate€ly mentally retarded

€

:.x‘ . ° .. . o . . ° i
) o /o ] manifest problems in social or emotional adjustment g
st i ‘

-
.

[y

.S ,»“ - have physical, orthopedie, or chronic health problems
EUANIN + are partially sighted or blind . ]
& - «are hospitalized at the National Orthopedic Hospital
/ i - are pregnant and temporarily excluded from ‘the
oo : §econdary scheols where they are enrolled

P 3

- . During the. 1976-177 school jyear, ninetyyone teachers and
: helping teachers are delivering services.in eleven elementary

L e schools and in a}l junior and senior high schools. Some of . 7
| T these programs operate in conjunction with George Mason Center; ‘ﬁﬁﬁ
N * ", 'the National, Orthopedic Hospital, and g .county family center.: =~ ]
i . . ., ‘Certain schoolg serve as cepters for soie programs, thereby £ 4
4 .+ 7 influencing the opetiatidn of “the "schidool and needs of fthe "~ 3 _
A R teachers. Mainstreaming, a‘gyrnenrxconxﬁove ial and L, s
Je . . challenging policy has served to inyolve many regular class- 7
P _room teachers.in the'special ‘education’ programs. ° ‘ S
*E . h . o , ‘ 3
;[HKU: » . ' ‘. ) SR B ) X
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“a need for teacher inservice to implement the process on a

1d8as

!

g
e

.“Thé School Board has taken a solid stand in favor of
meetlng individual students' needs.if at-all pos51ble This
board, position has resulted in decisive action in the pain-
streaming process in individual schools and has created

classroom level. The system is currently conductlng several
1n;roductory workshops series for teacheprs in mainstreaming:
and is worklng in cooperation with state personnel to offer

a workshop series on the individualized instructiqn program.
TH1s=aDprerh is described in more detail in the collaboration
section OL Part II of this report. ' & .

=, -
-

¢ The Drocess of evaluatlng students: for these ‘'special

, education programs is conducted in qpcordance with local,
state, or fedéral regulations. The'complexity-of the
process and, the steps involved in evaluation are often .
far removed from the regular classroom teacher s eXperience
or training. Consequently, various forms of joint and -
separate staff development or tralning activities ,are -
vital for both special education and classroom teachers.

'

_Sensitizing the regu%ir clgssrodm teacher to the needs \
. of a special éducatie

program requires unique gchool
Modules #23 and #41 suggest some
—about adapting a special education staff development
program iq both an elementary.and secondary school situationt

AN

forms of inserwice.
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CAREER CENTER . . - R

rngth problems created by a centralized vdcational facility . ' ==

'prégrams andx1nserv1ce act1v1t1és is'in Appehdlx # 0.

s T -

The Career Center, a oeeondary vocational education center - = =7
provldes a comprehensive vocational program . in cooperation .
with all s€condary schools. This newly-constructed centralized
fac111ty has up-to- date equlpment, diversified curicula, and

a specialized staff. Staff members .ppovide vocational pro- =
grams, coordinate guidance services with part1c1pat1ng schools s,
and assume responsibility for placement service. Dedpite -o-

l

and. pusing procedures, the Career Center provides more and -
better technical educational opportunities than any one .

. -

school could previously offer. The curricula can be pla ned
accordlng to current and projected employment needs, individual

interests, and the needs of the handicapped or disadvantaged.
Members)of the Career Center teaching staff have diverse
educational and professional backgrounds. Some are part

time instructors and may also<have employment in business

or industyy. ‘They are invited to all. county staff develop—
ment activities' and also conduct their own in-house inservice
program. . o : -

"o
Y

. The collaboraglve dEforts of the Career Cenjer, are
exten31ve and invoilve representatives ‘of business, industry,

\communlty services, Board of Education, community' colleges, -

central administration , and the various schoQls served

by the Center Adult programs are offered duri®g, the day
and evening and the Center serves as the lécation for

parts of the secondary ESOL program Other services jPnclude -
a public library-branch technical reference collectibn,

a human resource center which provides medical and other

‘county services, and an elementary school program and .

school on the s ame 51te.

’

Much staff development and school wide inservice gduca- . -
tiem~is needed to help teachers and students alike to
nderstand caregr center programs,'the value of Yocational .
éahcatlon, and to recognize the spec1al needs of ‘vocational _ T,
education students who travel to and from sevebal buildings .
in the coursesgr a,aormal school day. Module # 45 | {ﬁj }
describes ‘a tal schoo¥ staff development program which .
members of the gugdance department have conducted in coopera-
tion with Career’Center staff ﬂembers to help students | Do
and teachePs learn more abgut vdeational eduration oPpo£ unities,,
and Career Center needs . Jlist of current Career Cenf% f .
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THE HUMANITIES PROJECT L -

The,Humanitii§/?roject is a county funded arts-in-education
program whicKX is in its .fourth year, to offer programs in dance,
mime, drama, puppetry, music and opera on-site 1in individual

schools. Performing artists are from the Arlington Dance
Company, the Adventure Theatrels In-School Players, Arlington
Theatre Associates,. Puppetell, Riverside Mimes, The.

Arlington Symphony, The Opera TheatPp of Northern Vlrginia,
The Vagabond Puppet people #nd other) craft and mu81chroups

> The oroject has administrative support from the Performing
rts Section of the county reéreation department and recelvegi
7lunteer support from the Service League of Northern Vlrgenla
arge sTteering committee made up of county and school person-
3 artists, staff deve’opment teachers, and Humanities
ject personnel assists.in planning, coordlnatlng and im-
menting project act1v1t1es. , \ .

.

ct
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Fach schobl elects to-Participate in project activities

according to its own needs and objectives, Involvement in
Humanities 1s gne of the School board goals and an individual
school's anwual plan w;ll often forecast a school's intent

to become .involved in various Humanltles Project activities.
Jrga1121ng and scheduljpg p”ograms w1th1n a project thdt .
gerves twenty-six elementary schools 1s a complex process.
The Project Coordlnator\works closely with the schodls to
design or choose artistic progtams mgénlngful to yearly

goals in the humanltles : \ .
J Last year over ¢O 000 sfudents and teachers” participa-
‘ted in.Humanities DPOJect activities.including 99 performances
100 workshops and 15 teacher tralnlng workshops. Teacher
and parent representatlveSwfrom each elementary schodl
Dart1c1paLed in county workshops entitled "Arts in Education"
to gain a project program preview and to exchange ideas .
with the artists. Contﬁct teachers from each school’ attended
a second workshop held in the Spring in cooperation with T,
the counLy personnel of the state Glfted and Talented Program.

1

1)

-

7

C oy . ihe HumanlLles PPOJect Ls an example of ah - enché;atlc
,and wel recelved program designeéd- to géve volunteer &nd
commurlty ser, a 81ngle school s Teacher involwue-

%menf in the. ’ecessary,anserv1ce requlred to 1mplement the
progfam has{proved to be successful. B Humanities Project-
{soonsored Un;VersEty Sf erglnia three} credit COurse, "Arts'
51n Education" 1is in process for county, teacherg as is . )
-a Humanltles dourse. taught R the syst m's art. curri/culum
spec1allsg for the fourteenth year. Detailed descrlptlons
,of the hymanities program, a typlcal yearly calendar, staff
deveIOpment %yograms and an Qrganlzatlonaivchart are in ™
q ﬁppendlx]# llw-* ’ o
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HUMAN RERLATIONS PROGRAM . ‘) o ‘

)

. /\ T e
Ihe Human Relations area seems ¢ be a vital factor in’ T
establlshlng a Tedcher Corps Progect at a single school’
site. An initial dintensive or1entatlon program, and
a healthy ongoing, well planned series of human relations
! ' program is often seen as the key to innovative projeqgt
success by Dart1c1pants as well as planners. This factor
has been reiterated and restated in the literature we
have consulted, in thée reports and group meetings of
- . local contributers, gd in informal conversations'during ..
., . visits to a Ney York ity Teacher Corps Project slte and .
W1th county based Teacher Corps project, personnel N s

<

At present fourteen schools fully participate in ¢
i . a svstém sponsored Human Relations Progfam although plans
are underway to extend the lewvel of stotal school participations
in keeping with the priority assigned to human ‘relations
by the school board goals. In ‘thé past, many of the =
y activities organlzed by the Human Relations Program werwer
' concerned directl with the multi-racial and multi-eultural
make--up of the schools and sought to deal p01nt~Dlank ‘with | .
. suUch issues as ethnic culture, awareness, or identity. Today :
. . ‘these same concerns are addressed in cooperation with
other programs "such as humanities, ESOL, or other system -
and school programs. T b :

> ) o Today broad- concerné of the program 1nclude s ool
community relations; staff relations; stud&mt, teachRr
parent relations; admlnlstratlon, teacher , student L
relations; publicity and communications; School Board

and Central administration, and its relationship with staff:
¢évelopment of humanely relating strategies ; mainstreaming

- ' _and congepts of g elf—worth and dignity.

The coordinator of the Human‘Relatlons program, like - .
the public information officer and the negotiator in the” -~ | )
X central administragion organlzatlon, is directly respon- - . ;
T sible to the Superlntendent and is consadered to be the 7 )

. - overseer of the human rélations School Board goal. A - ‘ Y
- }‘, Superlntendent s Human Relations Council, ‘ compoged -of - ‘
’ + sixty five people from throughout the school’ communlﬁy ’ '
/ . serves as an -advisory committee for the Super!ntendent :
A Nand the Coordwnator Members of this council -intlude
.¥5" students; &9 teachers, 5 administrators ; 6 ‘citizens
-and 4 support personnel. The Council.is, Subdrv1déd into . .
?ask Force Grdups who meet bimonthly to examlqe sp?C1a¢ ‘g: ) “h
concerns and-a Steerlng Committee meets~monthly
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act1v1t1es 1ncl det X
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participating schopl.

>
A similar committee structure is encouraged for each

v
/\:
f

1

Ea¢h school’ human relations comm1ttee

acts to direct programs in its building,k and to serve as
a grassroots level of communication to the Superlntendent s
A contact person called human catalyst at the
logal school level serves as a llaisvn between the school
and thé Human Relatlons Department located in the central
Education Center. School committees set up plans of action
for each year and try to s&cure the 1nterest and participa-
tion of as many individuals as possible. The scope of each
school's program depends upon the emphasis stated in the
Apnual Plarn,_ the principal, and the interest of other
/dgmbers of the school's community. School staffs often
see the possibility of belng awarded a grant from the’
Courty Human Relatzons Department. as*an incentive for

ceveloping aQViable-plan,for a full school program. : °

IS

?

-

%

".Staff Development.in Human Relations .

./ .
. Twenty-four teachers took part in: two week long training-
DrOgrams in human relatlons“strategxes and techhiques this
past July. ° T e contact teachers or human catalysts are
repres?'gatmves and often conduct inservice programs
in th&ir schools based onh Ideas and information regeived
thrOUgh perlodlc meetings of the .teacher contact group
where representatives ,share ideas and plans for school -~

based programs.

Suggested top1cs for human relatlons

school-based 1n§erV1ce include:”

r
[

Group Dynamics ° ,
Coping with Stress-

Organizing school programs

Peer Counseling

-

S

L

Team Bulldlng
Conflict Resolution . N
. Blasser Circle

Leadership Development

Dlsc1pllne Strategles

a!

. Self

Awareness

Value Strategies

Gestalt Theory ~

L .o

o
R .. ~' ST ~ - - - <

‘ Many of LH / Human Relations system or school based
programs focus dn teache? or communzty education. Sample
- . T

. + ~

- workshops a? each school on 1dent1fy1ng and Qevelop—
o © ing human relations needs. asSessment 1nstruments
" 1. Home-School liaison programs’ <: ..
« o~ Parent- Staff-Learner groups . . "
School-Community programs - . - )
Community forums.in advance of spec1al pr03ects

‘materlals on cultugel liversity. = °

§ ;o . R , -
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such as a Multi-Cultur#l proigct to develop classroom

]
i
g,

&
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ﬁgpecial funds to obt%ain consultants ,and purchase
materials for over X00 educators to attend
a series of workshops- on multi-ethnic teaching
units and materials. ’ '

Workshops.on sex-role-stereotyping

Workshops and:implementation procedures for
Title IX . . ! - -
‘ Lo~
Workshops for-_students, bus drivers and parent
to learn more about school cultural diversity
‘ . . .
- Special programs to contact Romes of students
- where little or no home to school contact-has

J/ﬁexisted. =D

.
[

" "Module # 51 examines total client involvement'in planring
a single elementary school, human relations program and
Appendix # 12 contddns additional organizational and
‘srogram information oncerning 'the overall program, both

» on school and-gystem levels. ' : "

/<. TEACHING IN THE AFFECTIVE DOMAIN,
) ’ “ &

.

+ Teaching in the,Affective.Domgin,‘@FTitle III ipservice ,
trainihg project to develop classrdom teaching strategies
, in- tHe broad area of values clarification was implemented
in the fall of 1972. The project known as "TAD" attempted ®
to help teachers crg¢ate classroom experiencéj\éﬂ whid§
kl

)

_students could develop positive-self images efipathy, and
. " tolerance for expressions of points of view different from

their own. Teachers also received Epaining in’ methods

for teachipg positive attitudes and”value.deciddon méff%g

systems conducive tq responsible citizenship.

. The TAD project was introduced in one school in 1872,
and .grew to incltde cooperative programs in nine elementary -
‘schools and various forms of inservice training .for seeondary
school staffs. - SelecFed parents from the cooperating schools
.» were invited to participate.on a related Parent Advisory
Committee and two schools had parent groups which recéived '
additional insérvice training. ~ ; v ’

v N
- N

’

B

7 Yy

- 1 r 5 * B
‘At the start of the program, participating teachers -/
iattended:a,wggg;iongb.paid,;gummerlteapger training session
tn stratéfies zﬁé:ﬁggeriai'$éagei?’Much of this training i
revolved around, the yvalue clarification processes.' The *
teacher-participamté were -then assisted with follow-up,
.monitoring -and.inservice during the yean to infuse the
TAD techhiques and strategies with their individual classroom

ﬁea@hf%é.étyleé'and.in consideration¥of their cupriculum neéds.

4
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~ Qver 3,500 students were 1n the—eclassrooms of 146 A /////
. . . teachers dlrectly involvel in’ the training program and .
138  other teachers participated in related inservice
a{t1v1t1es sponedred by the project. Evaluations ot
the project are 'ih Appendix #13 and Module #24 offers
some ideas on how this program worked in a one school ' )
* site. ; ) S -

. ' GIFTED AND, TALENTED PROGRAM - L
— .

]

o - m%e Glfted and Talented Program is a %tate funded 'indivi-
- T duatized instruction prografh based on a general goal of N
. : develvping each child to his or her fullest potential.
| The program is cdesigned to assist specially identified
students_in developing their skills and talents to the
maximum”and to help them gain an understanding of their
unique nespons#bllltles to themselves and soc1ety The
program also emphasizes identification of the "culturally
different"” and the child whose potential abilities or
talents may not haye been previously recognlzed v

ot -, o
a . - A

Facn elementary school is responsible (for establlsnlng
its own school based gifted and talented pyogram. The

! )c‘aSaroom teacher is the person primari

responsible for .

plannirg and -mplementlng individual
grams although additional resource

ed enrichment pro-
eople may help to

;dentlfy resources and conduct spe¢ial activities. These- .
o HelDers can.include volunteers, he ing teachers in the
e program aréa of gifted and talented currficulum specialists.

- ) .
‘ .

Staff development training has been an ortant part
of he\brogram s ‘implementation:process. g sLance in
identification of these children~and assés ing their needs

_has been one focus of staff- development planned by gifted
and talemted program Deréonnel -Teaéheérs also part1c1pated ,
. 1n pre-school activities te~p1/n programs and actjvities as .. g

pec1a1

teams and individual teachers have aléo receIVed

_~—planning time allocations.

\ A

., ' The success of the pro;ect}£s cont 1ngent .upon *gn-
staff development and active tehcher involvement in-assebsing

- ‘and evaluating the program, its obgeptlves and goals and -
;its activities. The program personnel have worked eollabora—

tively with personnel in the:humanities pr03ects, l@nguage f‘&) L
aF

' - arts programs and with curriculum spec1alls¢a in conductl g . 3
: ‘E' speela1 staff developmept programs. Yok ,{%. [w\‘ ‘
. i, « L ! L‘ ' o ’ i i

o 1* ) Append;x # l% 007&a1n3§sample Glfted and Talenfed ;aterials;j
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B \COUNTY_VOLUNTEER PROGRAM ’ v e .

-

The School Board encourages*the use of citizen v&lunteers
_ in the schobls. A'full Time Volunteer Coordinator and a .
- , secretary conduct a program centered in the administration
. building ang assist projects in each schoel. Most school
programs are part, of a PTA organization and consist of ~
a wide assortmént of approaches to enlist or use volyntec-rs.

< . . .

<
2N

. .

The county coordinator is a pant of the School and ‘ ‘
. .Community Division of the school org®nization and gives
. - services to both the community and the school System. This
" .role'gives a wider perspective to the position.and allows
the coordinator an opportunity to fundtion béyond school
doors. Last year over 1,000 volunteers participated in
) the county's programs , averaging over two hours’' .per ,
week, and volunteers work in each school. S $
The school coordinator is a member of the Arlington
. - County Volunteer Roundtable which publishes a volunteér - L

.\f

riewsletter and feets to share ideas, give support to~® - ~ -
_ each other's programs, ahd to avoid competing for perscnnel.
The roundtable also cooperates with the Northern virginia
Service League, an organization of ‘women under 40 years-
of age who predge to voluntder in selectéd projects for = ¥
Raai

600 hours per year. - . . . " A

A citizens* advisory group assists the voTunteer coordi- ,
- nater who is required like othersprogram directors to hav >

o * .7 an Annual Plan for implementing schgol board goals. A 61" - -

v ‘volunteer, normally not a teacher, acts as a-coordinator in

! PN each school. Oftén the volunteer effart in a single | J

- sphdol operates from the-media center‘yhich makes frequent P

w4 0 gse.of volugteers. The school cqordinator or contact person, -

is often a_member on the PTA volunteer commitgge. K ]

~

e e T
: . T b
o ' - The'success of any school's volunteer program depends ,
: +* highly on the 'actions and philosophy Qﬁ;ihef/}incipal. Lack ,
of support from ,the principalfwi;l/iﬁﬁaﬁiablg cripple any .
program. Training 1is also.necéssary and should be geared  °
to meeting,indiv@ggql/sﬁﬁqol, volun'teer, . or classroom needs.
Although some volunteer. training in human relations and ~
: unde¥standing ‘classroom behavior of ,children.is gonducted o
. ot . ‘on the system level, the ¢hrren%§cdoﬁdihafor flsgthat;{ [
. - . .. "learning by déing" is the best approach to vqluhteer\;réinin%.f' '
S { ! Fhere is avﬁiskjin ove tréinipgia’Vol@nteer arld{ to¢ extensive! : I
' a training peridd may{stifle enthusiasm or obliterate the [
» .~ impact of-a new-dimension which an cutsider can bring to -
the clas$room or a small group.lesson. L :

. .. 4 "

s
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- MSs% volunteers assist.classroom teachers ‘in the Language
L Arts area or ESOL situations and generally feel insecure with
. math tutorlng Their limited time in schools restricts tlre
range ‘of assignments volunteers can complete and sometimes ‘
“ ereates ' an drganizational problem for the cooperatlng teacher..
E;; At the same time, volunteer help often makes some teachero
’ " more conscientious in planning, egspecially for giving in-

. motiwvations,

dividialized instruction.
working with a teacher relate to the trust level between the
two and the adaptation of each others' skills to meet
students' learning needs. .
“The present volunteer coordinator feels “the presence
of alues, volunteers-and teachers in the same- learning ® .-
sitiation most often does not create many problems for o
the aides ur‘VOlunteers - The teacher , however, needs '
Tc learn how to view these roles differently and:.take in
account the differences in working schedules, tralnrng,(
incentives, time and moral cofimitments and
interests. . ) R -

.

Most volunteens in'the schools are parents with.children,
in the school where they are working. , One community member
of the' Staff Development Teacher Corps project has sy gested
that the dommunlty has a 'potential referve for wvolunt
in the senior citizen population and would like to, see

Many of the problems of a volunteer

overt efforts to involwe -more groups from within the

=

S

~

. o . community in the volunteéxr program. L -

. . i d . , i '\\' o . o
: " STUDENT VOLUNTEER. PROG,RAM:\ : ’ .
: . High school students aré. 1nvolv\ﬁ\in several school based -
volunteer programs elther durlng schobl or\after hours
in a variety of school, c1v1c, offlce, comm¥n1ty or N
buslness volunteer programs’. Some of .these opportunities .
have included involvement in polltlcal\work dyring an ) {
election, work with_children in elementary- or pre- school

groups,; and sérvice as playground managers\\lth thé s '
o g "recreation department . . - o

. . , leachers workl g with volunteer students ften need’
) to conduct spec1a1 trgining sessions for students or to

- i recelve spegial help or guidance ‘in how to make effective
.' -use of volunteers in the classroom. 7 The problems of commit- e
‘ men ey trust, and management found in adult prairams aré also
2 ,f & challenge ,in student: volunteer programs. e county Y
olunteér coordlnator stresses the 1mportance of learning '
S oW t ufllxze the tlme'and skills of- volunteers throughv
. prlngz dommunications and workshop sessions. Some.af P

: these materials are' in Appendix 15,and MQdule:22‘presents e L
- a parént s view of-staff deveélopment at single school site. N

- - o . " ) R P 3
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THE ROLE OF ”hE IRLNClPAL IN SINGLE SCHOOL STAFF DLVELOPMENT

¢
~

.The prlnc1pal of a sohool is in the best position™te pn1do=

or steer the direction of inservice .,teacher education activities

“at a single.schoeol site and often holds the key to planned o

educational change.. Although each of ten pr1n01pals partici-
pating in this study of the principal's role in single
school staff deveTOpment pragrams expresses a different
philosophi dal view of school“ased 1nserv1ce4 on, ana¢v51s
several common threads seem to em N

- - Total staff _inservice is most effectlve when

o school orlglnated school based, ‘and school dlrected S

- Inservice, to have*meaning and impact, should

_ .'have .content, purpose, ization and be ~ - -
) applicable to immediateoz§§§§ragm teacher;needs o
| 2 , R o .
.= Inserv1ce needs assessment, plans,\end_1mplementat19n~~“;q
s procedures should be determlned through G\operatlon
with teachers, county personnel admlnlstrators,
and with potentlal collaboratlng par;ners b
- Total school inservice programs are most~effec¢iveégi
when all affected by the activities participate
in the ccnsensus and commltment probesses

_— - . — _ e 1 '

LAl

“

- Inservice is mosf‘effectlve when it he}gs a school
or teacher improve classroom teaching, professional
sk11lls .or student performanges. ’

v

[

. |
= |
\
i

- ‘ N :
A summary of how six elementary pr1nc1pals and‘four secondary
‘school pr1nc1pals view their roles in slngle school staff
develoPment activities in terms of . decision making, sthool

organfzation and governance, incentives, collaboratlon .
act1v1t1es, and faciligating or encumberlng factors 1is

P \presented in this section on the principal's role in, o

l ’ )

staff development. 'Part IV of the report contains - “the °
original modules used as-.data for analyzing and summarlzlng "

~their individual perceptions _and .actual practices. Anyone .

planning single schdol programs 1s encouraged to examlne ;
each factor+of staff development as it %elates to a spécific .
81tuatlon wit@in a total school- structure! and in* terns of Wf:% )
individual school or admlrlstratlve styles and phllosophles,‘ i
as exhlblteﬁ\by current practlce k

\ - 4 . ( 4 C el
P . .
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P
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THD-PRINCIPAL: AND INSERVICE DECISION MAKING PROCESSES

,

-
-

- Although the’principal is.often seen as the‘ 'gatekeeper" of

) change, the key factor most often cited in evaluating.

‘e

L S SR e Wt

L

: “eSpong&Q&L&
wsmmomongam et ¥idlals’ within the organlzatlon..

'”developmenL study clearly

]

. within a schdol must be Viewed withi

inservice success or failure is the .decision making process.
Theoretlcally, the oranlzatlonal structure of all schools
should allow' for.teachers, parents,‘students, support staff
or community’members to be involved in any decision affect-
ing the total school. In real 1ty, how decisions are made °

*depends on the staff or community's willingness to dccept
initiative or responsibilities and the personallty or
leV¥el 3f commitment and support a principal- glves to
the concept of shared and. diffused decision making when '
Dlannlng or 1mplement1ng total school programs or change =

., In some schools the 1nserv1ce decision maklng process .
is delwberately delegated, shared and diffused through’ ‘

- organization. and teacher part1c1patlon in horizontal or '~
vertical committees whidéh -often parallel- similar committed
decfs&on making networks on'a system level. At the other.
extreme is the tradltlonal admlnlstrailon dlrected onr
delegated decisign-making-process where prlme leadershlp

rests with the principal or.is assumed by’ « -z

Inservice efforts - '

succeed or flop under both types of organizations. gﬂw

modules used to provide.the foundation for this staff

EEuppor‘t this generallzatlon .

What ‘does affect inservice lare variables such as level .

of staff part1c1pation, student needs or supportzfor s ,

act1v1;1es, cofmmunity participation and'support,,tHE -

~principal's leadership and support for certain activities,

the Preveiling philosophy-or attitude toward continuing
teacher educaL »e and how the principal or other leaders
culde the ¢ 7E1sion maklng and 1mplementatlon processes =

‘Any o1n,e

inservice program or decision maklng process
the context of how, ~
.it relates to needs assessment, gove nance, organizqtion,
incentiwves, collaboration _and the time or people 'it serves.
However,\certafn principdes obr practices for organizational o
effectlveness can be applied to almost any .group dec1s1on
making processes.. The ten principals part1c1pat1ng i X
this study-of the ‘wole of the pr1nc1pa1 in staff development
eath made suggestlons for wayskto 1mprove or increase . .
teacher,partlolpation in the inservice decisdon maklng .
process. A list of -the éégeStlons compiled fom I
individual rmodules’ -and conv ations is on the follow1ng
pages. In most cases,.suggestlons can beﬁapp ied or o
modified for-use by anyone overseeing.any degision aklng :
process needed to plan ow 1mplement an actLV1ty which’ // k N
will have an effect - or a-total organlzatlon. o

< K




GUIDES FORJDFCIQION MAKING

N . - oo .
- LR, s . N .. R
- K B .,
= - The process of arriving at dec1S1ons 1s as 1mportant o
as the decision. : \ )

«
’ . - . '
z IN

- The multlvgec1s1on making process essential to a shared

L plower "'sitution must be understood by all participating -, *
o , staff’members. - Make certain that you educate and keep ° .-
' ot members alert to thé needs of 'the decision making - process * .
. $
>y » Y ‘ -\ s *

* ' . ~ . 1 E
P yo— .. . I3
s - .

-GEh@rc1se ;;to\gower and solo dec1sron makhng only Wh?E

o T absolutely necessary. In such cases, -make an effort
) o _ to ‘share your reason$ far necessary actlon with the .o
1. . entlre stafb. -+ . , o .
N * . s '£ , ‘.. ‘J
‘ : ) T - Alert the staff to obstacles or 1mposs1b111t1es of an . -
e~ . unwgrkable decision. o > \ K .
. Y -

- Recognlze that. sCme Thservice dscisions are departmentally —
. centered, espécially at the high school level, and.
s o are untendable for full school 1mplementatlon.

) e = %If the dec1slon making 1nvolves a "chdn of command”

O <~ ' ¢ procedure , make certaln this procedure is followed‘
- Prov1de teacher time to 1nvest1gate issues requxrlng .. .
. decisibn making. To create investigation opportunltlesr .
- pr1nc1pals may -need to make’ materlal space or suﬁport .

M -+ UV

! . serv1ces arrangements ) , LT Qe‘ e : -
b i . . L .

* ' ’

o - Allow otheri/(o preside‘o*er ntr6verS1al meetlng“\wheQ

4 your, stance known or when u have a vested interest TN

4 in the declsion making: e - A S R
. .

. ~
e

} \ ) ' , /
N sl
e - - V1s1t classrooms or. other 'school S1tuations where deC151om,9
o making widl have the u timate result" . AT g

<
<, . A

‘
v LN . -
r .

e

, Y * - Reach oqutside the school and school system for -1deas, 250

B s materlals, -and consultants when deal&ng wmth problems
requ1r1ng total staff dec181ons o * . -

.
. - . b
. T . - ; ,

g ' ; - Play the dev1l's advocate wheﬁ necessary to present : ‘
ideag of groups or 1nd1v1duals naG prese?t in ‘a decigion, *

avmaklmg sltuatlon. N . JNR S Py

! [N 1 o N . . 5 + .
Ly P ¥ 1. . 4 g s j . ‘
t i . = Try not to ‘make a retreat from a respons1b11e pos1tlon. R
_~/' T, Lt I8 2 b o .
¢, -~ Attend committee meetings deallng thhwmnserv1ce 1ssﬁes,4’, o

0

' ’ ' plansd or propdsals. C The. staff should.not’ feel intimida-

[y

i
. c e <,

RLY

o . ted 1f an’ atmosphere .of trust and respect existg. ..
g ;" ' » ‘« N . . — N
. ‘ ) s a0 ‘.v \~' P — ,..,.»-——:;" < LIS '
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. « k . ~
.Cellect all information on an issue to be decided by .
full staff partlclpatlon and disseminate-information
fo all those involved lug;he decision making process’.
Allow -for considerable lead cime be%ore a decision,is'
made and give an explanatlon if such tlme is not

-available. v v v . .

.
v R ’

- When an issye begins to get ‘heated, delay the decisicn
and ask everyone to do more homework.

. - - t [
. \

Stick to a decision once it is properly made within

N
"\ - +

ways of “everslng itself. - e
Wr.en hOsSJDWe, provide some way for members.with a
rirority viewpoint to feel that they have tempered
part.of a final decision. Try to win their coopera-
tign in the effort of the majonity.

- “TIf a decision is forced from outside the school which

’

for thiS'dec1s1on at a staff meeting or via writfen

requires full staff, part1c1pat10n, explaln the/rizlonale
'‘comihunication.

L
-

-Provii;'some,means of appeal fgor the staf# when a de-
cisior :is. made by. a higher authority in the school
system. : . e -
In pareﬁﬁipressured decisons, alert the staff or in-
' dividua o the reasons for the pressure. Establis]
a system of commuglcatlon:w1th parents about 1nser®1 N
and becqome sensitive to their reactibns and suggestlonSw
Invelve parents in program%\such as malnstreamlng or: -

'

bilingual éducatlon. o, ; TN K

u . / L e

.

Deal w1th the approprlate cqﬁmlttee related to ah
inservice challenge or need"“%hen beginning to open *
up an issue to the entire faculty. Let the commlttee
decide the dlrectloh to take! «Form ad hoc committees
"with volunteers frOm a fullsstaff meetlng when a
spec1al s1tuatloq requlang study presents 1tself

= A

‘vae from the front to the background once an actrv1ty

. is %mderwa,y o " . o

Y ‘s .

- . "
t

Know the strengths of your 1nd1v1dual faculty nmembers
and involve- them in activ1t1es where they can make
. the strOngest contrlbutlons . -

v . . L

- . v

" : B » e
’ . I”f"(‘)’? ; [l * .

.

o /

.. a consensus framework unless the process aiiows: for .




“ _ o L w

Try to have teachers personalize the need for a program
before it comes to decision making. - This is especially .
true in mandated forms of inservice. ’

Do not exert pressure for teachers to attend voluntary
meetlncs "dealing w1th inservice planning. .

! . »
Teachers should feel free to ask questlons s make g
counter proposals -and state reservations to tﬁe princi-"

pal or anyone 1n the system with whom they, _wish_ to
consult: . \ - uiuh"\\\na

"

Establish a procedure and organizational mechanism
which allows for.teachers to call for meetihgs of
committees and full staff if necessary to clarify
goals, methods or respon81b111t1es, especially in
projects affecting.an entire school's staff. -t

-a 4

4

‘If a teacher has Strong ‘objections to a project,

that teacher’ should have a right to transfer to anothen
school. | . ‘ .o -

Teachers should not-be required to repeat inservice
they have already completed. - Such a case might. be

" inserwvice conducted to explaln yearly required

state testlng procedures:- | _ ) o

Try to- reach an agreeable consensus short of:formal,
faculty vote casting through informal contacts with
Sstaff members or by conducting straw.votes at the
committee.level or within grade or cluster groups.

a -

‘The school autonomy and staff participatory goal may-

be superseded by directives and mandates ‘from outside
or above. WheR this happens., the staff may need to ,
be told, "This d4s what we have to do." Then the °
process begins with, "How_ do you want to do it" ?

3 t ¢
Don*' t prolong decisions once the time seems” pipe. You
dont neéd a full agenda to conduct a staff meetlng
Teach a class or tutor students to learn about a ﬁ%%blem
or curyiculum area requiring new 1nserv1¢e activities.
Learn how to use new materidls or preV1ew proposed texts.

Include able students when ﬁosslble when asse831ng needs
and dumlng the decision making process. This 1s)more
fea81ble on the ‘secondary level

b

SN
—
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o



S

- Encourage cross observations, both intra and inter-school
1o learn more about areas of change requiring full staff
consensus, commitment, participation and decdision making.
Because of the substitute factor, teacher exchanges may,
be easier to arrarige than vwsltatlons or .observation
periods. : A

, . . 4

- - .

- Work closely w1th the grofe851onal education and service
union groups when proposed changes will have an effe
ori members of these groups. Be rational about the
.. grievance procedures and how theytaffect the decision
v making process. Avoid labeling grieving teachers as
: troub'le makers. <o ‘

o >
- Make the pringipdl!s office a meeting place when feasiile.
Keep arn oper door policy both flguratlvely and physically.

v

- QQSDOTu~‘n scme way to requests for meetings with you

e to dlaCUSS decision making issues. For you and the
, ' teacher, this may -mean arriving at school earlyor
sometimes staylng late. | . .

-
- Avoid ré erences to senior teachers as "residues of |,
. + * experilenges" or new teachers as "innovators" This
- J may be dilvisive. Use st¥engths and not senloriiy .

- - Don't overload cooperative or favorite teachers with|
- dec1slon making roles. ‘ 5
Q. . BN
. ,.; Achieve—ahbalance of speC1a¢.1nterests from the grod%s
. ’ * making t decisions. This may be a grade level,
. departmental and teacher- student parent admlﬁlstratlon ©y

- sortoof balance.

v .

D = Keep and show 1ntefest .in. 1mportant decision making !
situations by informal contacts in the halls, teachers' |
room,-lunch room and other areas outside the offlce, el
.classroom Or other formal meetlng format. ; . .
.t N . * ;;;A i\
. . ! - xfi«
' . / y fxANhhNhNhhhen e
! I . . L e B s ‘ R 4 . ‘C;:-"
Notéﬁ”.?urther genera71zed and summarlzed 1nformatlon o ﬁfj
. _-single SChOQl staff, imnservice de0181on*mak;ng o b
. . .process'es ‘and p@pcedures is in Part II of this, répe#t
* N+ Each of the 54 modules in ‘Part IV contains a secﬁlon
N ... on the decision making process-within the contexit:
. . ., of a opec1f1c school based 1nsePV1ce program or
T . . -, activity. . » ' \
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| _'SCHOOL/ ORGANIZATION AND STAFF DEVELOPMENT

School :based/inservicé neéds assessm

’ -

F i SR

ent, decision making

and implemenkatﬁon'£
staff partiqipation
no matter what the s

rocesses Or programs involving full ~
can take place at a.Singlq;school site .
cHool'g’organizational'patte n or ‘

Structure.

Opganization as "organizatdon' does ndbt -seem

to be' fActor.

Successful full staff programs ex®st at SR

both thés traditional and innovative

extrémes. - Hoyever,
inservice planners

. what do€gs seem to be important is thgﬁ

who propose additional -schogl
"have a thorough knowledge of
- is organized and functions be

additional er overt ‘changes.

based &¢tivities should
how a single school staff
fore attempting to make amy
Single school , full.staff

staff development programs repor

ted by our contributing

principals h
organization.

oppdrtunity to

e occurred-in- the

following types of school
In each organiration,.teachers have the & .

‘participate.in’ the staﬁf'deve%ggment decision

- making and implementatiop processes. .
) - " ot S~ -
. O , * “ELEMENTARY . "
. - traditional straightférade plaﬁ with teachers in : . «
. self contained classrooms . ' .
AN - Teams A-G with mixed grades in both open space and -

R contained instructional areas.. Teams exist for
~special programs and resources or for special
. education. A multi-cultural/multi-liegual Teacher
‘ - Corps Prioject serves the entire school.: - o
: -*Twg tlusters .divided- into pods. School Has an active - .
..., voMunteer and preservice educafion program. A Speciale:
. programs and the media center provide services to,
each pod. This school is the project "model" school .
; and has served as the organizational base for.the. . .
+hypothetical elemqptaryimeaéﬁgb Corps project préoposal.
. . _.;"\ " v et

Three teamg of: four teichers and 100 studemts eagh.” .., =.
Each team hds a leader who -serves on a special committeg , & .
, with the principal sand Spécial program or respurce. .~ - NENES
‘ staff members. . This school is the systemﬁ%%"modélq

’ elementarly schoeol and serves-childpgn“throughquf the:
community. : ; b ’ . f"'ﬁ T

]

.

L)

Teams 1 - V with mixed grade grouping$ and a non-- j*f\*‘{f.:j

numbered resource team. Téam W is for special educatibh"{,\ i
I -~ . . RO N ° M

’ 2.

~ © - Upits I-IY with ‘mixed® grading. Unit IV is made,hp;‘(j o
A\ :

~

of -special\ programs and resourcegteachersy o
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departmental'brganiZation with. subject matter geared
to'gréde level in'§é%f-cont§ined cldssrooms. '
é\

Three units, each. deallng with different grade levels
©7X8-9 , are headed by an assistant principal. The
school alsg has departments and open and closed class-

room situations which are organized accordlng to a
three ¢61dr-coded scheme. A full day communlty center
w1th recveatlonal facilities, a theater, a senior
citizen program and other act1v1t1es is ‘also part of
thtis newly built fa0111ty . ) .

£ v 4
departmental organlzatlon with a central school admlnls—
xvatlon -0

-

5

- !
¢

Four unit plan with each ‘unit headed by an assistant
principal who“ acts as Unit Director# Each unit has a
guiddnce counsélor, unit secretary, and specific,
departmental members. Each unit has, respon31bllréles
for admlnlstratlve)functléns and dlsc1p11ne .problems.

- . 1] . - P
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STRUGTURES - AND* 8RACTICES

AFFECTING sCHooi BASED- CHANGE
* : 4’

- » ' w

'School structures, practlces'and programs whlch most'
often affect or support. full stahf particlpatlon inservice
efforts at the single school level axne staff meetlngs,
faqulty commlttees, factlty evaluations, curriculum
soeblallst ‘or coordinating committee sactivities, special
‘program involvement, self studles,’school Board or B
coun+ty regulatloﬁ mandates, and the teachers profe331ona1
organization. Oplnion varies among principals* about’ the
use?ulwess of these various act1v1t1es common toO most
schools #nhd how these practlces Qr structurés can influence

. an efﬁectlve schoel baséd 1n5erv1ce program. Before

;‘ setting up any additiomal programs for staff development

‘such as a Teacher Corp} prbject or & hew tounty program

at a srngle school'site, inseryvice paannevs should e%kamine

ex1st1ng structures andfprdbtlces and attitudes toward (

:" staff development aotlvltlesswlthln tiie .total- scho¢1 organl—

;zh{mon The: f@&low1ng summaries“of how pr1n01pals view ——
tnesa varlous‘ﬂamponent3°1n terms of ‘'staff aevelopment'
ectaVeness reVéals how w1de1y oplnions and&appr aches -

a2t .
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. . " FAGULTY EVALUATIONS .. ~.' — . ' ’
, . e~ .

Faculff-evaluation&is a’ sensitive~area requi%ing.a,great' ' |
deal of fact on the part of the principal and can often . . f
result in bereficial experierices for, individhal teachers. ]
In some team teaching ‘schools, principals see'this man- o Y’
dated evaluation-process as a-positive.inservice force-

. -+, which oftgn'results in a great deal «of peer cooperation. .

» i

. “ N - 4 . ) " . . .
A fﬁ”géveral,efemen¢ary s$chools, pr1nq1pals.h§ve Qe— _
vised a jone-to-one process, invol¥ving’ the identification - ]
.o of indigidual staff members! needs, the working out<of- .
N\ a system of strengthening teachers' skills\ and a follow .
up process for individual growth evaluation. This procesg
includes observations and conferences between the princi-=
pal and a rutual final evaluation procgss. Teachers . ”
e can challenge any evaluation and the Mmanner of its presentd- ’
N zion. On the other hand, one elementary principal.sees:- ) T
© . little value in faculty evaluation for the, purpose
of .promoting individual staff developmentgaﬁ Ysees the ' .,
process "as a superficial technique based Tfwipadequate - :
X knowledge which is unrelated, to the on-gaifig.ngmics - . . - =&
}f ‘ . 5 te R J . T4l 2 W el ]
, of a t€acherts professional performance lk‘,chyﬁﬂren._
In general, most elementary and second# . principals
seem to feel the evaluation-process can” ntvibute tQ ’ e
individual professional growth of teachers. ’

- e

. CURRICULUM SPECIALISTS AND COORDINATING.COMMITTEES s

. . - . . hd L
. Most principals seem teo view curriculum specialists as .,

“ , . useful in staff development activities &t the single
kuschool site although occasionally a principal will see.
“little or no value in curriculum specialists' activities
. ) at- the schoal site.. Most see the specialist as ¢ookdi-
nators, resource persons, helpérs for individual or ,

group activities’ and as aggsistants.in workshop organization.
. ~ One principal feels a‘generalist would be more helpful to 7
~ elementary teachens ,although subject specialists can+
“ ofteh provide excellent resources for special subject
. v area needs. The reading curpyiculum specialist and. the
.- * ReadingsImprovement Program are aften cited gs being*
extremely useful and many cite the program's ®ffective
4+, organizdtion to meet single school ‘needs as a reason- | )
! for ‘this appreciation. Coordinating committees. in sub<" "7 -
oo * ject areds and the individual contact teacher system C ' §~
. are also believed to beTuseful mechan¥ms for maintain- ' .
ing open .lines of cdmmunication” and as resources ‘for ) )
-~ subject area needs.., The coordinating committees are '
g .7 .seen'by one principal’as a two way street that permits
RO %nput into sabject area concerns by many different o : .
‘ \ groups. .One . elementary principal, with an active comm%t-_ ,
. - .+ . tee system sees lixtle-neéd,foﬁ single school specialilst, "
.. . activities. . a ’ )
: Q , . ’ : .
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-be th*rﬁ Wednesday of each month' is irformally. set. a91de
for conductlng 1in- school ‘staff meetings. usually 1n~the
time after School' whensteachers are required & rémain : /
in ,the schoo bulld;ng . Some of these méetlng& in vthe el- ' A 1
ementary sfhdols are'held on dlfferent days._ and prior to: :
" the beglnnlnﬁ of classes., The’ faoulty meetlng is eften. '
used as a time)for promotlng sta¥ff aevelopment opportun;tles
and"in geme cases for conducting mini 1nserv;ce ses51ons. ' .
on subth topics of general interest as thinking skills St -
or ﬂearnlng digabilities. Most prlnc1pals pian these > ' “
- meetln%F in- advance with.a fixed agenda and a predetermlned
timé 1imit for discussions. In 'one elémentary school
the'Staff Development  Committee plans. the staff meetlngs . .
which are oftén conducted Dy members-of the. teaching staff. U
- General information dlssemlnatlon ard admlnlstratlve
needs ar€ addréssed at the cluster levei and the totdl
. staff meetlng is used for- 1nserv1pe,purposes Another
. pr*nc1pa1 accompllsheé a goal, of efficient use of total
: staff meeting time by dealing with admlnlstratlve matters
*sin,a Monday morning newsletter whlch is extremel& popular
w1th the school staff membersi . . o T

e\ v . . -

e

-

‘ . One prlnClpal observes that after school meetlngs ofiten

X do hot catch teachers .at.their mos't responsive time and' o
that ,meetings’ can often be dominated by .the same 1nd1v1dua1s
" Ancther pranc1pa1 views a staff meeting as prlmarlly a
one-way information exchange perlod which can occasionally

' be productive if teachers have prior ﬁ&mlllarlty with a - "
matter which requlres a forum to arrlve at & consensus ' _
- decision. . . . LY.

N .
~
L]

All. secbndary prlnc1pa1s seem to feel that the faculty

" meeting-is. 1mportant.for maintaining lines of communlcatlon,
identifying needs .and in .developing ‘a consensus opinion for - -
1mp1ement1ng school pOllCl\S and programs Many facultwy .

+ groups organlze smaller groups to ;nvestlgate specific, 'issues -
or proposals on behalf of the total staff. .Qne high school” - .
principal has-pians to use the'faculty meethg format for :

.. a gyest speaker- program and to provide a Sforum for departmental
program presentations., All prlnc1pa1s agree that staff ,
'meetihgs should be.planned wisely .,and within a set. time :

N framework, -and most see the staff meeting as a potential or s
“ actual’ form of total school staff develOpment" e s
A'six sess1on faculty.meetlng approach to total ,' “17 . :‘pf
school staff development in 1ntroduc1ng the newest school __
boang goal of developlng thlnklng skllls 1s descrlbed :

1n Module #?u? . o
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INVOLVEMENT IN SPECIAL PROGRAMS

4 ' N .
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Involvement in special programs provides an ideal climate
for staff developnent and positive change according to many
principals. Several .indicate that being Selected or volun-
taril¥ participating in spetial prcgrams such as the: Gifted
and Talented, 'Teaghing 'in the Affective Dolaih or county
Readin ;mprqvement Programs creates valuwable  inservice ) -
opportunities with built-in incentive fagtors. Pringipals N
and staff mémbers alike are often excited about the idea

of being different, of being able .to experiment or becoming

a léader with ‘a new idea or apprcdch. One principal dndicates
that involyement in experimental ©r .new programs is the

fastest méans of implementing chadnge in staff members’,
attitudes or practices. Innovatior provides.staff members

with new and refreshing ideas about education and often provide
extra_hands and materials. These special-programs are most
effective if-they are' school bdsed and do not involve time
inveéstment outside the building. Yet another principal sees ;
a special project.as a'means of focusing ‘on a speciél\need
requiring inservice, but stresses that pxojects must be

well planned and organized to be éffective. Several principals

. expressed some congcern-about th& degree b8 commitment to ,("
: special projects and the diminishing effegqt of preoject or goal
overload. Too many programs with short-range, ipfluence often .
can be harmful in’the long run. In keeping with a traditiohal
_“open" attitude towards innovation on the elementary level, )
more elemerntary.prihcipals than secondary principals expressed
,positive views toward participation in innovative or special
'grograms as+d means of p&;itive~school staff change.

T

B t 3
' L) .Y
The' Writing of a school stdTBiisdu
cul mbAECifig-infthe visit of ajfted

SRGfessional. évaluators
A,

from outside the school systems Thé@Eg ihistudy, when used

by the ‘staff as other than 'a writing o gagn provide a o
dynamic opportunity to take a loag” stdpkat each component-
of the-scheol organization and curricudigt. The outline of

short and long-range goals for 'school .impprovement also

provides the staff with a scope and sequence of needs which

can be applied directly to the schools' . individual annual

plan and can serve )as a focus for schodl pased staff devel-
opment effert.. On the other hand, one principal sjghs, "There .
must be an .easier way." Yet angther administrator sées the. .
whole process as a ponderous tggk which tends to také rather
than give life blood to the staff. ..."The form requires too |
"much, too fast as an inservice tool." ' Appendix #16 contains a
sample self-accrediation study. .
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*. = ' THE TEACHERS' PROFESSIONAL ORGANIZATION

-

-

One pr<;c1pal writes the follow1ng concernlng the role

ssional organization 1n'encourag1ng school
based inservice act1v1t1es . .

. .
- . -*

. the role of the tedcherys''association in supporting

~at the school siTe. OQne pr1nc1pal writes, "The teaehers

.incentives or leadership. Most principals and members ~ ﬁaﬂﬁ”,,t,

“The concept of teacher contmacts is good, but I
feel that in ourfcounty the assoclatlon has heen

. - able to literally take over the running_of the *° .

schools. AdminiStrators are unable to to matage . .
sthools without ‘continual interference from this

local union. It is good and necessary ta have ./
staff devélopiment, but it _is wrong to allow, the

"staff to determine what tﬁe total stﬁucture of a

school prbgram w1ll be." .

]
" R X o
. d
Many principals express 51mllar frustration concerning

continuing teacher education and;professional development /

contract prov1des a negatlve note to most activities
pjanned for sta®f, unity and development. - There is. é#. |
a constant Qemmnder of time and flnanc1al llmltatlons o
on act1v1t1esjbeyond the contract teachér's work day." »
Another seeés the organization as being too big and -
unw1eldly and as having too many othér 1mportant goals

to be able to serve as a sensitive fac1lltatQ§ of- -

staff development. However, several principals suggest .8
the assbciation could be a-tremendous and positive .- ~
forde in the area of staff deyvelopment with the proper,

6f "the proféssional organizations who wrote on this

subject cited time, expense, contr‘gt problems; stress,
reductions in staff; elimination offprograms, and )
negotlatlons of contracts as-Tfactors whlch are harmful . ~
influencés in any effert to achieve cooperative pro-

fessiopal and system sponsored staff development - progfams t_

- \ ¢
Representatrves of theiteachers! and,admlnlstrato}s' pros~-.

- fessional organization also seem to recogn;ze the potential
"for téacher educatidn and professional .development through

cooperative sehool based and profe°s1onal organ%zatlon
sponsored activites at a 81ngle school site. Modules #53 -

.and #5u contaln.hypothetlcal school -based staff velopmﬂnt

programs which were written.by association officials . to

suggest structures, or proqesses which could help to i &
achlevé\a/goal of, mutual cboperative to achieve 1nd1v1dual )
school or member’ goals. C ) oy

.. ‘\ .

-
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CHCOL BOARD AND COUNTY REGULATIQNS .

g : S e

Princip&ls have 4 variety of_views concerning school board

. and county regulations in relationship to how they affect
o school based inseryice activities. One elementary princi-

* ", pal feels that county and school board‘re%&lat&o‘s do

. litfle to foster gvod, inservice at the schvol and often /7 .

. are deterrents. Yet another pringipal with a self-conta.-ed

o staff observes- that some of thHe school boafﬁ goals are notl ,

. being realized and hints that budget constrgint§ may be

. responsible for less-than full staff participation. ,On
. -the other hand, several principals find ﬁhe requgred

. <annual'p1an'and school board goal approach to be"helpful

" - in organizing their school's staff deyvelopment programs

' but many also cite_budget cuts as beind detrimental to

school inservice programs' potential for effectiveness.

’ One’ principal sees the county and school hoarq~regg%ations
as“prowding a "minimum”’or survival base for dnservice ]
‘and motices.a tendancy f&r these regulations to allow .

" for individual tedcher growth without "assuring the apgll—
cation of inservice grdwth to theé individual classroom.”

I~

——

i v Andther principal interpretsvthe’schgol board goals as
' minimal objectives apd states that "’a school must reach :
\/ . bevond these county-wide objectives in order’1o be u?lqge. N
' . , . _ORIENTATION L . .
e : ' - \ S .
. . The'principal often plays' a critical part in orientatior T

of 'new personnel to sghool programs and policies. “The
initiation process often begins with the principal who _
- . spends' some time 'with new teachérs to expltain school operar
tions- and "county level”policieés involying sigk leave,
) medic¢al plans, procedures, schedules, ahd use of materials.
. ¢ The teacher 1s then often matched with 'a veteran '"buddy' .
' , teacher who gives the newcomer additional school refated ) -

ﬁ ’.iQ§ervice training and gssistance in the fqllowing weeks.
. Pringlpakrs or assistant .principals also arrange meetings ¥
‘with special area staff members in. reading, ESOL, ,
. . media center, music, art, physical educdtien or other )
' \) special programs. Many includé a tour of the school * .
. ., and a printed information booklet &xplaining schopl regu-

lations and procedures as part of the settling in . period... .- ...
Most also introduce new staf’f members to sedretaries, = R
. "custodians, caféteria personnel, bus drivers, health '
- personnel, and other special pragram aides and personnel.

¥ One principal assigns each new teacher to 'some special
pregram or committee at the beginning of the yedr and o .
makes-the'newcoméb aware of many other possible means of
involvement ., And most feel that having as many veteran ) w
|

’

. % . teachers asepossible involved in the first few weekssof ol
’ the origntation process is a way of assuring the new
teachers of an opportunity to mee%/g;her staff members. .

- v - . . . // g ‘ v— - Lo ) '.1/1
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in mpst cases, ane Dvrhcaﬁals ingi cate that they - ° 7
.maintain.an informal open door polwcy for staff membérs

needing individual forms -of inservice assistance and .
that they reach out to help new teachers by taking ad- .
vantage of *informal visits in the hall, teachers' rooms,
or-during before and after school encounters. Many de-
11berate15 cross paths with new teachers to create
onportunlLles to offer or seek asslstance in a nen+ '
threaterring environment. In the event a new ‘staff member

emcounters pr00¢ems in curriculum ‘development or classroom
managerent matters, principals offer immediate Aupport in .
'a varlety cf ways. One principal encourages teaching -
feams to work cut problems as a furictioning team rather .
an as individuals. ‘Cthers may call upon a curriculum .
pecidlist, gther staff members or a helplng teagher . :
" prd“16e~°%ecwgl assistance for, the *new teacher through
aterial S, demcnstirdtion lessons, Or Gross v151tat1qn cr
aticr. experiences. . 3 ,

[ . , ‘ .
several school
ith the_hiring \process, which involves maly members

ltéf s£f. In a modell elementary school nsed.
¥ ﬁﬁ“\nypdthefical Teacher Corps model in |
i gb@up\of veteran teichers assist in °
g P&d,‘clus?er , tgam or department’
{plyed in the inter 1eW1ng and’ - )

*the principal in’ conjunction
loff1c1als completes the employmenT
process and is respongibile for additional orientation of
the new staff member..” This same procedure applies to
. .transfers fwom within the system and may often involve mem- *
bers of the profe551onal arganization. -

———— \A . »
v

' Many staf development and special pnO]eCt
see tHe orientation process as a criticad:.- factor
ing a climate for innovative success. Jo help a new.
_Teaehér Sorps project staff -become adjusted. to a new :
work envdronment, principals qr other school staff members °
can apply many of the orientation procedurés" used to . .
help néw teachers to’ helping special program or. pnOJect
personnel feel welcome and comforgable and confident in~

.

v
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experts
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"Wha't are incentatives for inservice téacher edugation?" is
a question often présented for debate among staff developwmen't
specialists or educaters. This small study of the principal's
role in staff develbpment reveals that each of the ten principals

‘e . - ‘ . * . v J M

respond®ag to ,this type of question percexves "incentives" |
in a different way. At this point, the main ¢onclusion we

_can draw is that each school and staff must be examined or -

studied separately to determine what incentives will be ﬁpfﬁ

effective to help achteve overall projéct, activity or program

inservice goals. The following summaries of various individual,
viewpoints illustrates how-some incentives -are more important
in certain situatiohs than in ‘others.

_ ELEMENTARY SCHOOLS - ) .o

- -Additional salary, appeél to profeésional pride,
pleas for commitment, and graduate‘coursehcredit_
bre all effective incentives ‘for full staff parti-
cipation.. Staff ‘members have %enjoyed evening ’

‘ inservice sessions conducted in staff members' . ' .

homes with refreshment$ of food and drink., The R

\ most important incentive factor is for teachers
. to feel what they  are doing is important.and ,
worthwhiles Activities must have a clear purpose, °
be evaluated easily, and when possible, result in
tangible teaching aides or products. These
activities should be ehjoyable allowing staff
‘members thre opportunity to know one :another
bette? in an atmosphere free of school day .
: ' interruptions.

o

- The desire to become a_ front runrner in collaborative
projects with agencies. outside the system'is an )
‘importdnt incentive at the school. Accompanying -
the broadening aspects of travel and don?érence
attending inherent in collaboration activites is
the reward of being an -author - seeing one's mame in
print as a result of efforts toc-establish a new,
trend or improvement in education....Summer work both
paid and volunteer provides mid=summer. reunion
possibilities...Involvement'in the first national
IGE movement and the interchange with people else-
. where have been additional incentives for inservice.
‘}& thpeﬂdmentation is such projects as the One Room 3
' !§cbool House (ORSH) helped-in school reorganization -
. .and provided the excitement of "living @angerously"
\ “and the' satisfaction of "proving -a_peinmtiy"

'\&

.
. ~ 7

-
Y
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The very best incentive for 1nserv1ce tra1 is\to
instill within teachers a desire %o impnave ‘their
teaching skills. The Teachers' Innovative Fund, addi-
tional new materials accompanied by demonstratlon
_séssions, aides to man special labs, volunteers, and
additional plannlng time are gll incentives for teachers
to participate in inservice activities. Higher:salary,
.certlflcatlon.requlrements, ‘and course content applicable
1o classyoom demands are incentives “for, taking caollege

”enursest Becoming a2 master teacher in a, team situation
1s _also an ﬁnéent;ve for-sdme teachers ’

Incentlves ased on the dynamlds of the gréup ﬁrOeeggo,
and -the 1ntjractlon of people focusing on afcommon goa}
$ are the eri ical path to successful staff development !
Money and® 411 that 1t,proV1des in the’line of incentives
.such .as - scholarshlps, time, materials, and salary is
also an important incentive factor... Professmonallsm i
in the.form of-}eadershlp roles, role specialization,
part1c1patlon in curriculum development and.other ¢
school programs are equally as important. Opportunities
.t6 as$ist students' in their education are the ov rrldlng
1ncent1ves Most 1ncent1ves are intrinsic. ?
-1 MR N
- A bullt -in awareness of thé meed and 1mportance of staff P
-development for operatlng an effectiye school is the °* ' ‘
most important incentive. The successful school .Qpera- CoR
. *tion needs enthusiastic leadership and money for time,
\~maxer1ads, and development of programs... Sérving on-
" county committees and the accreditation process_ are*
also 1mportant recognltlon 1ncent1ves for teacher pant-
101patlon A ¢ -

— - . . )
.

' . AJ N ~
The, greatest 1ncent1ve for attendance at workshops or’
inservice. act1v1t1es seem to be a genulne feeling for
"thé need fo@ the aé%mv1ty and the.availability .of “free -
and useful ‘materials< _Teachers_ glve a greatvdeal of,
‘time,after school and in the evenlngs -for in-house’
1nserv1c3 activities ....0ften: oounty level or-j¢int
school inservice seens to interfere with the practice:
of in-school cooperatlon Scholarship money should
be extended to 1nclude paymefnts to teachers for courses
that- involve the%r exploratlon of personal ‘intérests
and goals. - Y
e ae

-
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SECONDARY ) ' .

i

\ ©

- The challenge of being the best at what we attempt is
.probably our greatest motivating force. 'Esprit.de corps’
arid a positive staff attitude dre the most vital in- .
centive factors in conducting inservice. Thé negotiated
teachers' contract articles requiring additional pay and
restricted hours for staff development.is, somewhat res:rict-
ive. . However, sthese requirements are sometimes super- ¢

- fluous as teachers will often respond positively to .
,voluntary opbortunities to develop materials ahd progrdams
‘needed; by their students. : - .

.
-

. 3
P

- "The same incentives thrat teachers use to motivate studqﬂts
 appRy=to “teachers. "Although extrinsic incentives are.
wvaluable, the intrinsic factors such as enfjoyment,
the sense of achievement, 'the satisfaction of mutual
~planning and observing improved performance of students. .
as a result of inservicz activities.are more effective.”
. Additional services, plahning.time and salary increments .
can be important for creating an affigsphere in which ’
_intrinsic incentives’ can develop. . ' )

o . PP . *\‘

IO
- ?"Stafﬁ development to be meaningful should be sghool
. centered, school conceived, and school supporte with

v

additional salary foi the developers." By paying
the developers you encourage others to be mo&g involved
and encourage them to develop on their own.., o ¢

@ N \

X 3

.- In.keeping with Lewin!ssForce Eield Fheory, each Change.,
involves ‘pushing.forces and restraining forges.] The
pughing forces for staff develgpment change may be
schqol, county ., state or even federally motivated’ change

' goals. The restraining forces might include time factors,
attitudes, or materials. Some incentives to help teachers
become involved in inservice.programs to createia change
include lightey teaching loads, eliminafion of howmgeroom
or other special duties, extra money, summer emplo r
laramr decision making roles and extra materials. N

. . .

a M -
- . *

! .
s L’{ V N I T Y] K L. !
. - ' . - . . i N ‘. ‘ >
_NOTE:. Each of thé 5i. modules_in Part IV contains a
.7 , section on ingentives as related to.a gpecific
’ ’ _«sihgle bchool staff development program or ’
7 activity. ° v

" ' . v ! ~ . _%w&-, ;o

Part II of this report contains a section On.

‘ the topic of "incentives" for-.single a?hool staff -
. .~ development programs based on all modu‘gL T

‘e 4 . ' l( . 3 . . 8.
. . % 1 .’.O ' . Ao >
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'tlon,persoanel, unlvcrsltlec oy other hlgher and specaallzed .

developmeﬁt rspo”t the follow1ng school based collaborative »

activities. ) |
4 ‘ - 5 '4 ¢ .
SO . = - . |
- parent wvoiunteer coopgration in establyshing and - - -
v operating a school mdth lab

Nt

- LIS ‘”:i.' N / )
- a joint School Humah Relations Commiftee/PTA. . .
. effort to deal with the problems of/stress
. thFough‘transacti nal analysis N ‘ .
Q: interschool cooperation to train | éaéher& in
.. nhew open education. and Ind1v1dua ly Guided 5 S -

- . Pduca‘twoh me thodologies. .

¥ .

<'>\" - a field-study'to evaluate. Titl
/ . government_pfficials - B

v »

- preser rvice traimding act1v1t'es as related to

2

.I with federal

- . >

. oo university metHods and contént cour k.in~ 4 e
: cooperatlon w1th a local uﬁlverslty L ‘ [ .
> 2 s ’ 7 -
LY N . L
) - programs on learnlwg dlsabll' ies and- mainstreaming .

’ . o with the Qplvep81ty of Vlrgln'a ‘for the full staff _
including recreation and offlc‘ personne}, aldeigwm‘ww R

PAraiiton providod by exic [T .

~ and parents ~ T . .
3 : >J
- .- Huwan Rélatlons programs with parents, business oo
, . 1nteﬂests, ‘churchesy the Martin Luther King Center, .
AT Police department personnel and adult educatlon -
.o - ,personne& . , .
- -___:;”, . ! - "< ‘: ' ‘f . i : )
4, . = artlculatlon pnograms between intra-school committees, '
L r - -county, level personnel pgrents aq"a\gunlor high -
- : school-staff o A b C
. . . . . — N . . . *. - ’
4 os ‘a.staff parent p”oJect to develop an improved system
- "2.;H$y/'.'oL reportlng to perents and students ’ :
" v ?i’co lege assi tance-£.o help a staff use and interpret
" the scho 1's testing program A K (
> L g eE, —ae P A o s T TR o e e s 4
.'2 r R . ;5', ~ - B . ~
; sl Y. AT v~ T - - e - . 59- ,
e . - D e e SRR Lo : . 1 .
e . et S e e PR AR ) e S S -~ 7 ! A
EMC . / v /- B 111_., R \ N .~ ) ‘. {'.. '




.

.sec%ion in each module' in Part IV. =

'

- a coOperative-school—upiversit?'Poets-In—The-School
program . .

~ .

. . A : .
- cooperation.with-a feded8l agengy to develop materials

~  for school based aerospace education... materials
developed-at the single school site werg distributed
* to other system schools k ’ ) ’
) : ) 7 . .
-  numerous accreditation sélf-study activities involving
/ school staff members, members of the commumity and
- visiting educators’ - e ‘
) : o ‘ T A ) .\
- the.participation of parents, business representatives,
* members of military agencies -and other volunteer commun-
ity members in an elementary chitdrens' choice progham

—-. college credilt school centerea courses dealing with
indivicualized instruction ’

14

. . . ?
’

- buzz sessions spéhsbred by the local teachers” »pro-
fessional organization'on\curriculqm.matters,for ' e
. teachers and administrators ' - o '

v
4

. XN .
- "Swap", a project to learnsabout the stope -and breadth
of another person's role in.the overall county ‘education
. system which involyes aides, teachers, volunteers, and
. Gt

administrators ' Lo \

.

zatiQQ,repreéentdtives to- discuss the application of "
the teachers' contraat,

.

- student, parent, te&cher, and administrpative cooﬁeration
in exploring the possibility of changing from a six"

to seven or eight periovdrday im a -high|sthoolk: . Sy
) g % . . ’

- __idea-sharing on an adviser  program DOW‘opgratihg’in}’,_;k
a high school with a schodl in an adjoilning county [+

N -

.

- extensive collaboration with members o
business, and residential community in
weekly "Planning for the Future' progra
elementary school<with\full‘Stafgﬁfnd s

tﬁe education,
onducting a - .

udent participation

- one school would like to have a scheme hereby a
business might-"adopt" a school for. the |purpose of
providing instructional services. For examplé.a ’ s
computer organizationwbould'assist teachiers in learning:

’
H

how to use computers located .,in the_jdn'or\?pd senior = ™.
o high schools~ : : PR o . e
y PRSI T T2 TR A - -
1o e Y ", ! L .
: . X . > . o . .
" For fuyther information on collaboration at a single .

school site see "collaboration", Part TI and -the colléboratiqn

. . P E *60.-
) \ dﬁlz ‘ .; - L o

7 \. 2 . ' ¢
- meetipgs with the principal ard the p;Lfessional organi-
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\" . 3 .~
~Each princi al listed inm numer;cal order the factors
which seem best fac111tate inservice at their 4 .
individual school sites. ' Agaih, it is- perhaps best to .
assess thege factdrs as ‘they relate to a total and X
specific school situation. A summary of each principal's f
view of, facilitating factors is listed beilow ’for com- i
: pariscn purposes. : Yoo . a ot i
»~ t » . y @
. . ; .
Co. ‘ / . . . :
1 , i , , . L . !
‘ — © . TLEMENTARY. PRINCIPALS -
R C , I . i
Vv . S
<%, ~ Yreadersnit ’ ( . 4
.<* 'an able staff ' . :
L - a young experienced gstaff 4
L .- . - careful planning between. stalf and principal . -
* - - ‘ /-
, - 'self-confident- staff and principal - x\.\$
- . . *
.ﬂ.% ’ . . ' . f i . . ° wa - a.‘ - ‘ i
 ,~. motivation “ N S " . '
= - staff willingnheass to explore : : . S
T - - sadequate tim& - . : '
.- ability tc refleet cn what the $chool is d01ng profe881ona11§
~ 3 i ~ . ﬁ
” - .

empathy for chﬂidren-s needs .
- av01danee of pressures ’
i . ‘minimum {ime pressures .- .
- .7 =% relief frdm trivia such "as lunch duty, bus detail
d - - a mix of prClai interests and needs on part of

“and reports
<

< — ;éf . teachere},parents- and st?qents S
57" N % v, money and.material incéntives . ' 1
< s i \ @
H———— -~ -_staff and parental cooperation fﬁ o
17 27 es'tablishméht of priorities Tt CEETEn T
; 7+ clear and understandable administration organlzation S
1 ,enough money *or‘personnel‘help or extra -naterials .-
d N « " 4
. ‘ # A adequate twme provisions ’ ]
- - SLafl collaberation with school related outbsidé groups -
= - - lead tize far decision making ‘ ' ———
- staff a s:mptlon of .leadership roles makes needs more apparent
) -. informality w=and  fun ., . & . ‘ D 4 R
- Opep cOmm ication® . : o &
L. -~ variety in esources or consultant: help: .
. " - . gtaff .members ‘who are active in curriculum coordinating .
. v committees,: the teachers’ council ¢n - instruction
S © ', or other county committeé work ’ . .
T - student and parent involvement . " . ; '
ot - pride "ins the scho

: E A
{ L ‘ L7 S
"ERIC ! L

Aruitoxt provided by Eic:




SECONAXRY PRINCIPALS

>

the principal >§

release time (full days)

clear sense of purpose:’” ,

school communication (vertical and horizohtal)
o

1) M ‘ m%

B R @',"—

the teachers )
. release time in the day to work on projects

school organization and strugture
commén percepticdn of mneed

o’
i

the students .
wtrong teaching staff
“fhe 'desire 'to develop solutions
program deveioped for school level

.

LY

colleges and qnmyers1§}es ° ¢ )e <

willingness ,af a.staff gto assess themsjelves and

establish needs A : N R

commd tmernit ,to school goals . . ,
payment for participation ih self-planned programs

enthusiasm - : d |} . )
pelease time within, the. school - ’
strong administ®ative degire to change the ‘'school
qllllngness of fhe central. administration, to :
dssist school based and orlglnated activities
dooperatlon and w1111ngness to assume Pespons1b11Lty

v

~

- .
\/:'::’:a’::':‘.’::""' S lffdididded i . :

One elementary principal listed fac111tat1ng and encumbering -
factors ‘for school based inservice act1v1t1es in a statement
whlch follows .t . : . .

, . ;

I su§ ect lthat there are’'few if anygtrue "encumberers.'
There| are plans, goals, - gbjective wishes, « desfires,
percgeliived appropriate/desirgble directions, ,bsets ,
.afibrdiens,] values, ' person needs .......but perhaps
the’ alltt is that there ar 1nnumberab1e variables
operating in change or causing change “whi ch presents‘,
uncountablg - opportunities for the growth of staff and
students and all thosé associated with schools. (as to
‘these; enc brances ). .perhaps the erronzous hypotheses,
wrong’gues es, poor judgements, inadequate knowledge,
unrefined $kills, distractions, schedule changes, resource
limits can\be utlllzed for the productive, positive

pieces or parts that'are in.them. " ' /




%

_  lack of interest . .

- general attitude of some staff members . 4

-" lack of time

‘- time , . .

- lack. of incentive S HC .

- contractural binds of teachers' contract ' )

- petty evaluation systems that focus on i 1
quanitative data :

- restrictions of teacher negotiated cofitrdct . {

" - lack of leadership ; ' . §
- power struggle among staff for leadershlp roles |
- lack of leadership at the central office | |
— v ! I

, N ] |
- lack of money - ’
- ovetload of inservice activities n
- B ' / :
~ lack. of time - , v
.- lack of autonomy for-local schools "
/\ . 1
x . . . |
' , SECQNDARY ' T
- T E . T
- time g 2, ,:;f* } ' - ' . - ‘ |
- lack of plannlng “fands’ \
©— programs thax*take qhe teachers out: of the N \ B
school* during. &H@ ; R : \
- <c¢entral admlnlstra % ‘ . : ~ -
' 7 N k > ‘. A [\
R lack of plannlng*wtkr’né fr'&ﬁ . ,

- curriculum spec1allst L S St )
- money . DS e T =
- outside ,resource personnel who do not- really aSSlst

‘teachers . NS
:L;reluctance to éonsany‘ehé%ﬁe or .inservice self assessment
“'Z" programs that teadhgrssfave no imput’ in developlng
- unwillingness of. st é%staff mQ@bers fo partlclpate
' or recognize the % partlclpate o . -
- | the teachers' ppofeé31onal Qrganlzatlonw 3
| i .. S
- 3game playlng or role playlng programs . -
-~ the teachers' contract
s . {
-— the professional organlzatlon {
- ” Y R . . ' , 2
. .;,
L 3 - . .
. ‘ b 63

. {/ ' ELEME&EARY :

j EVCUVBERlnG FACTORS FOR SChOOL BASED lNSER!éCE

1 , S ! s




DECISION ‘MAKING PROCESSES FOR
STNGLE - SCHOOL STAFF DEVELOPMENT .

.
- ¥ . . « -

Significance for Inservice Planning _
. i bl . i A
- 'e .~ -
“The’ decision making processes descrlbed in this. component
paper mlght assist inh&ervice planners in the following ways:

s .-

) »
¢ ¢ . . -

v

- Serve as .an example of ‘an institutionalized
method of. staff development décision, making
at a s1ngle school sjite.

~ N -

- -Serve as an example of how a‘staff developmernt
program which is part of. the established ]
organizational structure of a school system
can meet a wide range of 1nserv1ce need

-

Demonstrate that decjision making in staff de-

- velopment at the single school level should
be a flexible process, 1nvolv1ng the direct
input of the teacher -client.™

~

Suggest that ' there is a great difference in
the decision making processes involving’
mandated inservice as opposed to school self-
génerated inservice programs. o *

-~ ~

Suggest that teacher involvepent via the
organizational structure is an incentive or
reward factor fostering part1c1patlon in gstaff
development programs on the" _school level

« - w\g ;

7’“":/5) '7;' 4r ‘

- TIllustrate a strategy of: hav1ng teachers
dlrectly and meahlngfully involved in the
inservice decision making on both the
system and single school level y@v

5' . N ’ ‘..‘v})a-&"

2. — ‘,/4
Suggest that the decision maklng proce - %é%
is gntinuous process in any total school .
s velopment program ‘and some activi res
requirg multiple pgocesses with each bull

on; but not’ negatl g the other.

a”
Ry,
.
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° . .- ‘ 2{ ‘fo‘ ' . «\' .\ ; . . .
( DECISIONSMAKING PROGESSES FOR ' = - , i
- SINGLE - ] . X g - '
¥ m:,&: . s f g ~ P ) -

”é% bugh mo™ fW#d more inservice activities are voming - . -

‘about as a fé&‘fﬁ of mdndated and crisis needs, the. s 2
existing orga t¥onal-'structure of most schools is. - |

more in tune to méeting self:assessed and self-perceived -

‘

. ihdividual school level often excludes the assessment*and g

.
w

.a crisis situation or imposed on a_ school by various Yocal, . ‘

¢

. iy

1’\‘/\

1

*

ey

., Single schogl stgff ‘choices for participation . e
! ) in. county indervice days and other system sponsored | )
. © .inservice St . < .o . ’ -
. - "Mandated vs. self generated goals and decision ‘making
s - Guidelines for decision making T .

) 65 - , .

needs ofi~an imdividual.3cheol staff ar classroom teacher. ..

Schbol staffs have traditionally decided.what staff de- e .
v.elopment activities.they.needed and how they would ° e
utilize.centrally ‘administered resources and perso el - ' -

+o0 assist in these activities.- -The ‘budget was.genZ§Bhs‘ T .
enough to allow schools to singluarly reach oufside the e

cystem for assistance if it wds felt necessary. There
were state and local controls and influences to be con- . Lo
sidered and educational trends and fads to, borrow from, . :
but there was nothing like the crisis and mandated needs
we ‘are now confréntéd with on.the-school and c¢lassroom o
level, The desegregation mandgte, the mainstreaming’ S
mandate, the basigc educatien mandatey and the non-English
speaking- student, crisis are some of 4ke pressures thag. - )
indivipgal schools and-teachers have had to deal with - ) A
in“the past-.few years. Today it is.no.longer what each . .
school wants to do, but-what it must, do- to meet guidelines,
schedules, and evaluation .criterig formulated outside ______ e
tthe school.; Thus ,. the *decision’ making-process on the ‘

evaluation steps for imservice p anming. » It is now often
a matter of how to fulfill needs. nd goals created by

< &

»

state,or federal laws. .Accompanying thesey pressures, ate o
declining-sehool populations, rapid urbanization, reduckson
in téaching*forggé}[rﬁgﬁier budgets, reorganization,, )
fewer school -controlled special programs, -student behavo ial
problems ,“and_@n,increasing public demarnd for school \

accountability, Tt is a time of dynami¢ change whichTs \

often seen as a *+*hreat to local school and teacher

autonomy. Now more than ever,- teaching professicnals .are \
addtessing questiens of how, to involve teachers in the \
single school-and-system Jlevel decision making Processeg.,K

L
- ~ 0

' { :‘!’ . N 2

L e

\
¥
'

'y N

This paper en single school decision making processes for. '
staff development activities includes Ehe following parts: .
- TFactors involved in” decision mqking S B L
- Staff roles .and school structures .,for single-

schoel decision ‘making .- to
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* e
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3 s _ o ;'w. \;

S ] o fchool organization and bowgstaff“mﬁmbers

- . - function under direction ‘of the«priﬂCipal %

L— ) * Il ! b %"‘y - -

| ) Available resources from central administration, < g

; school staff, the community, institutions of . -
higher learning, local*profe551onal organiza-;“ L

’ tion, and others ¢ . sor e

“ e . ‘_ -~ . . .. Q\ - 3 ) < . - .

. Amount of time and space staff can commit’ s j '
' -y to inservice activities ‘ . o oo ¥ g

! * 9 <
.

B

~
>
~ -
«
\
v

>

-
|

- Yo The needs assessment process based on either ‘ ) .

N N ) . 'self- generated or mandated goals. L. o -

. g

[tay
14

EXistimg attitudes of staff members and prinCipal ‘
' towards¥®tcontinuing Inservice training and curri- o8
culum or program development activities®

¢ i -

4

< Willingness of staff members to share~respon51-
- blll’t‘,leS for inservice plannir)g N implementatioﬁ
¥ £>follow—up, and evaluation processes and Progcs duresl

I

v

- \ ~-

- - Evaluation “and monitoring requiremnets or pOSSlbllltléS._‘)
’ . R M A - “ . ].. . . . .
"y L
. ”1 ROLES AND- STRUCTURES FOR SINGLE SCHOOL o *
, l DECISION MAKING ) B

' & . 3
- M (3

* ' - . ‘ -
.

»

‘ " Pr1n01pal alone. Lot e .

. Prihc1pal and “established- teacher committéesx. R ‘
T \g ad hoc committees or special steering commithees. '

”~

. » Multi- committee structure . .vertical and horizontal

{ G . - -

. - Deﬁartment or-~other school teacheg;units,

T ' . ! . ) :
- - Teacher/community/student{committees. ©o. “ .-

- Teacher and central adanistration personnel N o~

' ) - Parallel single‘schoolVCOUpty committees. R
. N - - ‘ , v v

+ )

i .
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‘ % . M ' e
ERIC % | ' e
[Arormen roiod enc S 1 i - N ) ¢ 3

AN

: b . . l D e
s oY) - - A L F ‘ s>y




“;*’”7?ect°d commun*ttes, the three staff,
; _urified effort which.began with the design of thg;new’/’/”' N

-

répresent a teacher décisiorr making staff deVeTOpment

SN

' STRUCTURE° rOQ SINGLL SLJOOL DECISION MAKING'

A, ! T s
. - - ~ i g .
Each Drincipa7's mocule in Part IV is an example of - ‘ \ .
the varied . structures in the schools that can facilitate '
shared power’' bv. way of déecision making for school based
inservice.activities. Although a democpatlc decision

ma(vng process exists 'in most schools, the Teacher Corps

oroject staff ciose Long Branch Flementary School fo A ’ .

o .

[l

model because of its visible and chartable decision 2
making ohgsnkfatlonal'structures‘_mhls shared power .t
' szructyre was established prior to the physical merger

of threg-elementary schools into a rnew-building. This *}
merger *nto a new open' space school invoIved the coopera-
Tive ing- central administration, the three . -
and others for a

u71d1ng This was in ‘many wayps a transitional situatien
similar %o the current ‘Teacher Corps Yroject at Dunbar

High.Scho@l in Washington, D.C., which involves 1mmgd4&$e*”“““"”
ard\contlnu”ng inservicerto train teachers to change from :
+the closed classroom to the open classroom enviropment. ’
At Long Branch the #ransitidnal experience hat resulted. in D
a soptﬂnuatlon of the unified administration- parent teacher-
suppor staff sharlng of the organlzatlonal, ingtructidnal, e
and uunrlcular respensibilities. A positive atmosphere’has”" ’
beén maintained Iargely‘through 3 fugctlonal vertical and . N
horiZontai committee. a professlonaW staff 2

~willing %o exert the ti and effprt necessary to-agsure

. sound learni i?Guments “for their students. For . .
adu' i ~information on Long‘Branch staff development ‘

““programs, organlzatlonal structure ani,hlstory see Part IV, \ !

Modules #13°- # 21. -
_ e

%A's1m17ar trans;tlona%'progpam “involvihg the merger ) i,
of thfee schools into a new consolidated school and anm e
accompanying total school ‘individualized compute%wprcgram ”
met with less sucecess This total staff development project
was 1in collaboratlon with Westinghouse Learning Corporatlon
and is described in the” problems component paper in Part II.

f.this report. The Planned Learning_According to\Needs

experience clearly demonstrated what can happen if [teachers
are not. 1nvolved 1q\the initiationeand subsequent dec1slon ‘
making DPOuesses

o e TR
_ g

¥

i, ?
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‘ SYSEEM SERVICES AND 'SINGLT SCHOOL @ FCISTON MAKING

, . . L 4

. . At present ecach system staff member is kept informed of
inservice opportunities and ls freet —%o— rcipate
or not to participate in staff developmeht activities®
conducted by central administration representatives. Many
county progr are designed to support_insefvice programs
in eacwrschool and are most often based on helping
ach,school meet the school board goals. The Teachers'
Cocuncil on Instruction and a system wide survey also

< ) help to determine what inservice .will be offered on &+

- county level.  But too often, system wide imseTVice

- is geared\tb the mope basic.or geners needs and when

' a school is Eggigg_gnﬂi 'v;dually’concentrated effort

- __in_anb.give rea, thi sehool’staff may have to woyg

—— - %At its own advanced forms of /ihService. ,

Fy .

& - : . - N
Whenh a school staff dgic@mmittedfto\a self-generated
full time school site-in€érvice program like the Teachers
~Corps Project, there is little time to become involved in
- system wide programs except -in a sporadic fdshion. . Some
. Sf the Fervices of the curriculum specialistg or of.
_dﬂﬁg_f~*f~~special program. personnel often. goncentrate on offeriﬁg .
single school programs sometimes on a model or pilot
school basis. County programs that Mave emphasized, this
type of single schopl.thrust include the., Reading Improvement
Program, Teaching in the Affected Dqmain, Gifted and B
.- Talented, Human Rélations, Bilingual Education, and ’
Humanities programs: StaffLQevelopment assistance from °
central administration often occurs during reoganization
periods such as occurred ‘during. the chgnge from regional.
strﬁctures,or when schools need to consolidate. In ®ach ‘
, staff development at the single school site is
AR ui¥t into the reoganization and structures are designed:
% to 1nyolve teachers, into,the decision making processes.
WEREs Single school and county cogperation.is anticipated when
: _ #lans *begin next year to move the nfnth'gggdefintﬁ'fﬁé,’é
o bggﬁggchpqls_gnd_muqhugguniymaﬁ@asch661“étaff development
coopeFdtion will be needed to plan for single s¢hool; in-
service needs, , -~ - , /\ '
The parallel. school and county committee structure
v has proved ﬁq_be,a safety valvqrggchaﬁigm through which
teachers and/adminisjrators caﬂ%&?ﬂt their feelingk. and
problems invglved with mandat, iriservices Currently,
the Tedchers” Council on Insti#§@lon, with representa+ -
tives from each school, hast“bee# dealing with the mains
streaming issue. Teachers are proposing & 3-1 student
;ratio in their class courrs for each mainstreamedlstudent
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ompromlse position ip acceptlng an unpapxlar practlce.

i

'-paper on collaboratlon Yn Part IIv Y -

T At.‘the same tlme, staff develophment center personnel in N

- cooperation with. local and state Spe01a1 education department .

personnel has presented a series of-inservice workshops to
help teachers write individuaiized 1nstructlonal plans. - .
Orig ; plans were to. haye schools which partlclpated .
¢Ceive funds to purchase spec1a1 mainstreaming materials,
but the final arrangement. involved funds for‘a central
resourcé center in malnstreamlng. The spec1a1 educat&on
teachers assigned to .individual Schoolg assist in these
and ‘other mainstreaming efforts, but in the éndg¢ as in many
crisis situations , there is often minimal schodl based .
dec151'ﬂ~mak1ng to develop inseYvice activities. .For further’
informgation on the mainstreaming: worRshéps , see the component

A}

- .

How Varlous schools used the October 26, 1976,'system
inservice Yeleased day illustrates a number of flexible ~ - .
single school relationships with county sponsor@d Jprograms.
The Division of Instruction presented a series of scheduled

- workshops on the new school board goal in thinking skills

and all county personnel were ipnvited to attend on a first
come, firstigerved, sigh up bas1s.%§%n some cases thereg’ .
was almost complete schoel part1c1p ion and in-others, a 2
total absence of some schpols' personnel. In either case, ¥
there hqgsbe€h~a full faculty decision on what action to fy
take as'a’ staff. When a full staff did not participate, .’
a schopl generated program ‘substituted for the county activity.-
On the Bther hand, some schools with full staff participation
in the deventeen part session pre- planned to th&”point of"
assuring school representation ih each of the different parts'
of the county program. Teachers who had" represented the -
school at each wdrkshop gave follow up esentations at

¢

_ the school to various groups and committees developing

thinking skills classroop materials, and  activities -for
individual classrooms. e junior~high sechool*staff had
jointly decided at a faculty inservice meetlng to make s,

- -the Octobér. 2& act1v1§y a-part 6f a six session thanklng

sk111s school based inservice program. A descrlptlon of
this scheme is in Module #42. The elementary school with
a-new Teathens -Corps project decided to use the county.
staff. develepment day to honor their commitment toathe
project and to handle thée thinking skllls goal in #¥heir .
own' way. . . -

-
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- \ MANDATED VS SCHOOL GENERATED lVSLRVTCE
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The selectlon .and 1mplementat13n process in a single school
dealing with mandated educational goals established by localy
.state, or federal governments a® opposed to school generated
inservice based on consensual needs car be very different.
o Just how successful .these mandates will be 'in improving. a
N L school“s program depends on the staff's perception of ,
theit needs and how eabily goals can be implemented withi .
’ tﬁe established sschool structure. In some cases, permanent
T : ‘or ad Hoc extensions to the committee structure might be
oo " - heeded. Yo matter wRat actions are taken, all concernéd, 4
" should. reddgnize that the vewny nature of goals and directives -
.mandatéd by an putside force will often invite staff. re~
sistance and 1mplementatlon pnoblems . ;} ) T T

A
LY .~ . 2o &
¥,

o A review of the anhual school- plans reflects a w1de . -4
qt‘ - range of individuyal’school staff development approaches )
S .~ “in*efforts-to fuiflll the five school board goals. In- R LS
. o a Sense, fhese local opt%pn goals and the accompanying .ﬁ%%
oo . inservice ‘requireg 1hxeach school do not appear as man- - o
AN dat’ed as-.do state or federél mandated godls, School ' A

o board goals appear 'less manda{edhbecause of-the pre- o
et plannlnghstage on the par’t of the cougty school board ’ s .

. the superintendent, anggother personnel:an the central )

o admlnlsggatlon This age involves task force and - ST
v « cdmittee work which most often includes teachers, public
hearirgs, and suggestlons from the entire profess1onal )
parent,- and student populations., L A

4

e
-

The central support system which glves services to
-the single §chools 1s well prepared to give school board-
goal ‘related services. Some schools take full advanﬁage

. of these, services for fulfilling_ their. related school
baged goals, thus allowing thelréplannlng energies, to

, facus more on self generated needs or goals In good .-

.- times, wfen financial assistance accompanies 1mplementat ons
of a schook.board goal in a singlé school, an entirely -
dif ferent- approach might be used. 'So mdch of this Jtype .
ro. . of 1nvolvement depends on .the accémpanying 1ncent1ves
' and the time factors.. Some schools, who sense a threat , - ,
) -~ to their'autonomy or who are overloaded with ,self- generated , °

v . commitments will seek to fulflllgonlyw$he minimal re- e g

qulrements of mandated, goals. ] . v e
-/ ' &
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It is possible that outside control of the staff develop-
ment actiyiﬁies,used to implement an.unpopular mandate-
sqrves to isolate that issue, .and within a negative halo,
the- forced inservice can come to'adversely ihfluence attitudes
towards other forms of inservice. ‘Teachers may come to
view the participatory process and organizational structure
that they are encouraged to become ‘involved with as a
phony power sharing device used as a ploy to rybber stamp

and implement external diTectives.
for most teachers
there is an awareness that ultimately it i's the teachers'
task to change their ways in an attempt to reach both
self-agsessed and mandated objectives.
. . .
Thepre may be more individual staff accountability’
when working. on a school based and §chool generated in-
service project as opposed to the less accountable -
and generally less involving system condusted activities.
These school generateéd inservice activities require
£4l11 responsibility and visable activity on\the part of
someone or some group -within the school in ordebr to

—However; ;o matter————- -
‘what form the decision making takés,

assure maximum sdccess.
inservice might include

The incentives for school site
lteachier involvement in the decision

¢ making process,

opportunities

for professional development

. #41 describe two of thezﬁ

" continuing thematic program exists in a school, such as

and recognition , and the opportunity to work with thosg
closest to a staff member's teaching situation.

Examples of school originated needs assessmemt and
decision making are in Modulés:# 27 and #28, In- th&se
schools, an outdoer science 1ab and ;a math lab were .
established through the "¢o taboration of. a scheol staff,
PTA, The Qpunty Recrgation Department and both .adult
and high school .volunteers. These. twa separate proXects,
both conducted at the same school required.considerable
staff planning, work, and training. Teachers , trained’
teachers who in furn-trained ‘the. volunteers needed for

assistants in the two lab situatiens. 3

-

o

On thé junior high level, one school staff_annua11§

assesses its inservice needs ‘and selects a specific area

for concentration during thg year. This. concentration™ -

may o¥ may, not be on a mandated goal.  Modules #40 and
efforts in theg areas of ~

) and learniyg disabilities’

D ot
¢

human relations; (mandat
( self-generated ).

» - ¢

) . . o , ,
In some cases, where a self generated annual or

the elemepntary "Planning for the Future"

k3

ghildnen'7 choice

_71.
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fle 39, the mdndated goals' are assimilated
f as part of the existing self-genrated
if goal overlapping may often result in a
. piecemedapphoach to fulfilling mandated objectives
and may require considerable inservice planning , both
in writing annual-school plans ®*and in plotting & full
year of scattered activities-partially involving mandated
goals. This agﬁyoach may rely heavily on system sponsore }
inservicé activities or support service personnel -to
conduct required inseryice activities dnd to’ some the*
motive may appear td be to "get it over with so that
. We can concentrate gpn other things." We suggest that
often this concentrmatéd effort towards mandated inservice
is an attempt to gét,or keep -the ball rolling-dn a
.new or school centgred inservice area.
L .
An area for possible -examination by national or
regional Teacher. Cérps personnel could be to compare
the success of .Teacher Corps innovatdve projecté de-
signed’ to_increase teacher participation and power in
schodl\}£€vel programs in light of mandated v school
generated initial needs asseements processes a goalg.

In the“schools studied for this neport, the
procedures for detzz:i:éng yearly school staff development

programs and emphasds v@®ry. The staff group entrusted .
with developing the ool inservice program may suggest
a ‘one-thurst annual effort and asgume most of the res- |
ponsibility for conducting this program with a consensual

- staff commitment.. On the oth y hand,. they might establish
a 1ist of ingervice priorities and apply their ehergies
and resources accordingly, assigning the school committees -
the responsibilities for developing the programs. The . ..)
principal might assume some of the responsibility and ' 1
leave low priority. insérvice activities up to the :
individua® tedchers' initiative. , " . s e

iy ’ - ‘ i s

N The organization of the decision making process )
needs to be cagefully worked out so that in a multi-deecision,
making sitlhation -for a single.activity, a latter part of -

. the process does:not diminish or invaliddte.an earlier
step. Theresshould be some commitment on the papi of
the principal, to participate, cooperate, and abide by
the decigions made by responsible groups. When this
is not possible, the principal should reasonably communi- -
cate regsons for lack.of personal..or, administrative support. .
A similkr commitment, te abide by collective .decisions and
the resuT®ing responsibilities must be 'made by, the staff.

) . '
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ractivity. , . R D

‘s When a@decision from within or outside the school .
is superimposed on an individual or staffy~aclear explana; -
tion or rationale for this action is due. Often an . - .
1ndqv1dua1 teachér may be pressured into or unw1111ng]y: Y.
invelved .in- aci;le;es»they have not supported. When -
p0351b1e, provisions should be made that allow for non*-
invdlvement or a compromise postion.on the part of some
teachers., This flexibildty should be part of the decision-
maklng process used_feor éagh,act1v1ty But in mandated
situations this flexibility may-:not be fea31ble if there
is a, gengral resistance 1o a progvam ) - - .

- ¢

In conclusion, the total school staff must be.aware )\\\
‘'of the differience in the decision making ‘procktsses_charac-
teristic of mandated vs. schoaol-generated stafﬁvdeﬁelopment
In mandated cases, the initial and perhaps crueaal ~-decision
‘has been made and often with little teacher input. -Thus,
to be effective this type of inservice must be<p1anned
and implemented with strict and sensitive atteritiom to
the prwnc1ples inherent in the .concept of teacher power
arid schoo¢‘autonomy Although the chosen approaches to
1nserv1ce$ may differ, careful corisideration, must be
given to each of the gemaining variables whlch can mean
success or failure. Incentives, collaboratlon, hones
participatory decision’'makings; ‘role deflnltlon and sharing
of responsibilities, a human relatlons, all become
critical factors on the way to positive change. The
, following chart illustrates the areas for autonomous

decision making in the case of a mandateﬂ goal inservice ®

- . L I

L
A . -

MANDATED ‘ IMPLEMENTATION " N

' OR NEED

";‘ﬂ <z - ' . : “oa

GRALr - Are’ for Autonomy. & Dec1sy@n Maklng | OR

Incentives 5 , * + | 'EVALUATION
~rollaboratic P

Stgategles LFHa <
Decision Mé& ﬁg 5 £
A. Who - ‘ .
B. How ~ . :
e -+ ¢. When
! . ®0. What . - .

‘ . . E. How much -

ACCOUNTABILITY

N
[
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.SOME GULDELINES_FORWEQHOOL STAFF DEVELOPMENT

- DECISION MAKING -
A‘A«\}.'_L{r Cee N * - —
- \
- <Use the éYi#*rng'organlzatlona] or manayeman;@s\ ucture

/ to make~and 1mplement decision ‘when- pOSSl #;

AN - - :

: - When creatlug a new commlttee structure or addition
- et the existing organlzatlonal structure. that will

have decision making power s use a.democratlc,proceSs

~for estab}lshln theynew unit.

.. M ] .-

- Time is an 1mportant factor .in making decisions. |
Provide adequate time for studying an issue before’
makfng or involving others in’ the decision making
proceSs " The.time decision about when to conduct
an "inserv e act1v1ty is a major and crltlcal décision

! in ~any 1nserv1ce act1v1ty ' RN

{ -~ Make sure your decision ‘makers and those affected by

the decision are well infopmed or havé a source of
information ;t6 use for investigating an issue. - In- -
formatiop sOurces or materials might 1nc1udé‘exper1enced
1nd1vldﬁa1s, copies ¢f the immediate issue being

|- jﬁmoxded -upon, a list of alternatives, supplemental

' ©r related materials, and information ®n réstrictions

, or ant1c1pated problems. Avoid slngularly biased

e materLals and preseént both s¥des of the 1ssue

e ~ .

@

R . PR

L

»

- ﬁhen making decisions “about major changes 4hat hHave
been instituted elsewhere, prov1de the-ppportuynity
for some v1s1tatlons or observation by’key 1nd1v1dua1s
- $y s
- Use }n house talent and experlence whenppractlcal.
- Treat each decision maklng experience as ﬁnlque because-
of the dlfferent tlmlngs, persons, and ;ssues involved.

- Involve those who are 11ke1y to be ag&1nst the effort
in the initial planning process

e N
e , 2 . ’«
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L e NCENTIVES IN STAFF DEVELOPMENT \ .
' ! - ’ \ - %
. ] N . | .
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‘s
" The. term 1ncent;ves" as applied!to staff development can
be used to, mean goals, purpose compensatlon, incitement .
L to actlon, motlvatlon, satisfaction or profe551ona100r ¢
- personal reward. In a broad-sense incentives can be ‘viewed
T as crowd pleasers or factors that facilitate or make
involvement in any actlvlty a more- pleasureable, useful,l
and rewarding experiepce. In a more narrow sense, incen- ¥
t1ves can be wiewed as, a bag of spe01flc gimmicks or
tnlcks that inservice planners can seledt and offer .
. to encourage teachers to partlclpate in plaﬁned tralnlng ’
, act1v1t1es No matter ‘how a group of irniservice planneys S
Dercelves 1ncent1ves , the process.of selecting the . ’
\ Drope range of incentives for the right activity  for
the ﬁight audience requires a real understanding. Of
tne target group and the potential of the incentiv
the sposal of the planners . As each teacher will . K |
m st 11 ely have several prlmary and secondary motives yx
or pa tlclpatlng in any one activity, - inservice planners .
Should include a varlety of incentives into each proposed
act1v1ty or program in hopes of reaching the maximum .o
“humber of part1c1pants In any event, an understandlng .
of the VaPlOUS motives for eventual participation is '
most- apt to occur if members of the target group or.
p staf -dre included in_the planning and decision making .
ges of inservice Plannlng and if a 1list of‘:the more
sangible incentive resources are available for théir’. .
con51deratlon :
Most staff development specialists agree that certain
obviou$ 1nce§t1ve factors often contribute to successful

-

-
Iy

staff development aCthltleS for a 51ngle school staff:

have thé activity schooh"based or at a convémient
location / , .
have the target group 1nvolved.1n the planhl g and

décision making process \ L , .
jyaui\fhe activity at a conven1ent time for the participants .

have\the activity relevant to the classrioom situations

<
4 - dlstrlbute or create fuseful materials that teachers *
5 ' can learn to use in the’ classroom
. B . - have visible pr1n01pal or administrgtivxe support o
T .and participation - . ;e
) —prOVlde extra pay,'released time, college credit
B or- otheputqaglble dlrect compensatlon
- P e
: Some of these ?ncentlves require money, but as many, ‘/

scheol systems are .discovering under budget crunches; .different
approaches often need. to be planned. At presen most staff
SR development programs on®* both the county arnd school levels .

75.
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. ~in Arllngton have minimur budgets and personnel with
inservite plannlng responslblIWPles need to be flexible
and innovative .in their incentive approaches. |At present
most inservice 1is condﬁcted on a volunteér no-pay. basis
during non school -hours ‘or on spec1a] county wide released .
time days. Many teachers have served as conshltants and
have volunteered to conduct many inservice wgrkshops
along with principals and.curriculum’ spec1aljsts who , ‘
have also volunteered to assist or have init ated spec1f ) v
activities . Budget cuts have also limited he” amount IR

N of new materials and many teachers are developing ‘their
own classroom materials.or are in the prooesssof finding -
ways to use older materials on hand in both the schools
and the central resource centers . B

v . -
Y
.

’
- . ) Lo «
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‘ ( Our analy51s of;how incentives affect school based
: " or individual staffmember participation in staff de-
: velopment activities takes three forms. The first part

' is a discussion of the involvement im the organizatiopal
structure of the school and system as an incentive factor.

-~ The second part ‘consists of & list of incentives: which -
teacher and &dministrators feel are spec1f1c,1ﬁbent1ves
for teacher part1c1patlon in staff development. programs
or spe01f1c inservice activities. And the third part
is a case study of. how system staff members ireacted to
partlc;patlng in this study of staff. develdpment at . -
‘the singie school site. . ;

<At
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> TNVOLVENENT N THE ORGANIZATIONAL STRUCTURE AS AN INCENTIVE .
' , ’ POR TEACHER PARTICIPATION IN INSERVICE :

¥y » ¢ - e

In" keeping with other pos1tlons throughoux thls report

‘ on. sgaff development,-we would like to suggest that the
roles  that administrators; teachers, and parents play
within a parallel system-school organlza¢1onal structure

' are in themselves incentives. for becoming “4nvolved in

‘ conducting inservice activities. This .role in the gover-
nance: of the schools, directly or indirectly, provides

" many opportunltles for all within® the process to become o
involved in somé phase of the planning ®nd implementation
of both county and 61ngle school staff. levelopment pro-
-grams.. The strategies and technlques for collaborative .
1nvolvement with community, civic, d /higher educational 7
institutions also emerge frgm this ggrsonal involvement :
in the organizational and management structure of the schools.

LN
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v + ' 1 " ,Sustained téagecher and pagent input over ‘the years
o " both .in qua;ity d quantity and‘gqntinued.admin@strative
Cl En?puragemqpt ipgicate that all involved view this.as
an,effecqive shhred-power and responsibility situation
founded in feelings of tual trust .and professional.
.respect. Depending on ndividual need ,.abillity, and
¢ dinterest, there are amp portunities for any person
to bedome. involved in staff development programs for
: : either persopal-or collective purpos€s. The range of op-
( " - portunities extends from the individual teacher's in-.
i ¢ ¢ tlative to the multiple needs of -school or classroom to
B participatiig in national progirams and organizatians.

L4 ’

Built into: fthis elastic organization, are some incentive
spinoffs tha escape specific identification but which
can support thange‘hhd needed inservice programs. =

. v o s - R
. .

’

7

se of unity and purpgse seems to Prevail in the
Is”and community whe® dealing with educational
Wims and this unity is continually reinforced by
v f5ce opportunities inherent in the committee
cwgtructural organization. Teachers, parents,
- and, students.-have 'open avenues to
wneeds’, concerns, and suggestions. Teachers
N have opportunities to meet with their colleagues and
" at the same time $tg get new andidifferent perspectives °
. from parents, s'tud
or.on Yhe county or %tate, levels. There appears to
be a considerable awdpeness among teacherszof where
’ 4_chertteachers in the%wstem work,fﬁheir progPams ,
L. £ b rtise, and viewpoints on specific, issues. s/ ¢
o - eglgneytise, ang viewpoy peciifcissues-

NN £ AN
. (W :
o \(AA \)“,

e

~

il on Instruction an®teacher members of the™

}ﬁculum Coordindting Comﬁﬁgéﬁy , there %&mﬁ
W:» | Fwareness of the talénts of in- gﬁﬁﬁﬂgzrsoﬁﬂé whd may’
\ ijqﬁbe enlisted to cakduct inservice. ‘;§§§§gnition‘én
- +IV Use of individual skills, both on the countiid singlé
. » school levels, is an incentive for continued ihﬁf@%dygl
. AN : proficiency and participation. The pool-it file in the
: Staff Development Center is used for storing this in-

- formation and is a.quick source of resource personnel’%

n
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ts, and personnel.in other schools L

o for either system or single school staff developrent ' .
activities or needs. | ° , . . ] & 5
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Material ahd Idea Sharing
o AR PO -

¢

The established schedule of meetings involved in the
"organizational structure ,is ane means’of assuring:
opportunities for teachers, administrators, and support
personnel to get together, Régardless of the purpose
of these meetings, it seems inevitable that ideas will |
be exchanged and arrangements-fo¥ exchanging and sharing
.matepials will result. These formal or-informal staff
development sharing situafions are valuableé opportunities , .
for idea exchanges, especiglly since the autonomous
nature of each school results in diverse ways of. using
both basic and innevativé material resources. , "
: - . ; ~ . ,
Idea excRanges also occur during informal peer con- 3 ,
tacts in school and county organizational meetings. In | 2;
J

>

addition, a variety of curriculum , special program;
and inhouse newsletters, memos and reminders support
the sharing concept. The Reading Program's newsletter,
Link; the Staff Development Center's newsletﬁer, Synergist ,
the AEA Report, ;295901 Board. Report, Newscheck, o
Community 'Activities News, Bicentennial Broadsides ‘and
others are samples of the communications circulated in .
the system to facilitate forms of teacher sharing. '

f: See Appendix #22 for sample publications.
L ) ) . W - N o

Y
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, Administrative-Teacher Cogperation

. S
s

; Teq;ﬁers and administrators often see each’other-as ad- a

__u versaries rathern than as partners. Within many school ,

£7) Systems: there is an echelon or lihe.of ‘command accompéanied”
P be titles that set pup lines of authority and responsibility.
. 'Too oftert teachers view themselves at the bottom of the

-+ + pecking order with too few.opportunities to influence the

y

cpnditigns that affect sthem. The present organizationdl |
. structure in the Arlingfon system does much to ease these
. pressures and bridge ‘theé distance between the classroon

feachers and the various levels ‘of administration. | !

The Superintendent has set -an example! for opening’ ,
lines of communicationwith teachers and parents and .,
gakes frequent 'visits to schools; knows a considerable
Humber of tedchers by their first names;,publishes,a"
weekly open letter to the community in a local paper;
_conducts weekly open door meetings in various schools
to ‘talk with parents', teachers, 'or students; -has monthly
brown bag luncifes with ,administrators and support personnel,

~and generally’uses an open door approach in dealing with"
all school personnel. ’

°
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This approach fits well into tie organizational patterns’
. of county® and indivjdual school ‘organizatien. Administrators
and teachers are seen ®s co-proféssionals and co-eguals ’
~ when Serving ‘on th various committees and groups within
¢ the system.and haye an opportunity %o share a mutual in-,
; formation base g graup decision making. ‘Teachers. are
direct}y involved.in they decision and policy making that
xdeterminés’much of their werking conditions. The teachers'
education association in its representation of a majority
of teachers provides” input ¢n another level. Modus ‘operandi,
_such as these enhance the openness between -teachers and )
administrators, and thereby serve as incentives for teachers
" +o become involved in various school activities including

.

staff.development. ' . .
: ' . /
€ et M@e;lﬁgg%@“;eachérs with advanced degrees, constderable
years of experience and broad areas of responsibility- seem
to have khe ¢onfidence needed-to play many roles within
. the system. ~Teachers work side by -side with principals as
well as curriculum specialists to perform many shared tasks.
In.turn, central personnel or school administrators assist-.
teachers in the classroom. This year, the curriculum e
specialists are teaching for at least thirteen days in the. )
schools. Many of them are taking advantage of these opportunities
to become familiar with different. school programs and ‘
needs of various grade levels and to see things from the
. teacher's perspective. Many principals have 'also assumed ~
‘the clagsroom teacher's role in situations where the , °
teacher hasrpeeded inservice releage time or whdn /7.
teachers reguest a demonstrationwlession. All these- /
. .factors help to create a ecboperative spirit and atmosphere
in which teachers can Yiew.themselves as partneng with their
administrators. As many principals view themselVes as .
. master teachers, many' teachers view themselves within whis
type of organizational structure as,quasi—adminagtratoré.
= - o . - :
THe county human relations program administrdtor, upon
request, has assisted in school /Based attempts to create
toa mére cooperative-.atmosphere. Staff.deveelopment acgtivities
! are normally devised to meet the single school's needs. .
Modules 37 and 51 are models for such programs and Modu'le 40
describes what was done. in one junior high school to establish.
.better lines of communication between departments and Between

. the prikcipals and staff. The ease with which a sc¢hool can

implement a human relations prégram is facilitated by the:
existing system organizational structure., Having ready made"
ideas to-select from and administrative personnel and _ '
programs. to support’ a school's effort is'an inherent
opganizationq1~incentive for tpying new programs. In more
autocratic,a@ministrations,‘this type of incentive factor may

not exist. This 1s not 'to say that principal dominated inservice
will not §ucceed, but.that administration-teacher partnerships

may not serve to entice and involve ,teachers in staff development.
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Copmittee~Membership and)InsePViC@ Participation

-
| . . . N 2

B R

Teacher iAvolvement in a school's committee,structure or ’
governance and in activities to develosp inaividual currigu- - .

_lum an¥® instructional materials or programs constitutes

form of staff development. When participating in*any of . N

* these areas, teachers carnot ore or neglect to promote '
! lggjjl R o) v, 4

what they themselves are respo sible for originating.

For example, a member of the language arts vertical.commi:tee

LY

could hardly ignore a self-originated reading or writing - .
inservice activity desighed\for the school staff and could ¢ L
possibly feel some additional pro essional.pressure 1o

attend similar programs on the county -level to; enhance
his or her experience. Past committee-membership and
.loyalty to past associations.may also .serve’'as subtle
incentives to attend inserVice pregrkams. Conversely,.

. . o

to seek even more-ideas and concep?;.for use in their
3 - 9
teaching. ¢ ‘ L

i ¢ <z

| ."Our" Staff Development Program

1 .
4 '

Teachers may become very protective or boastful about t

.

*

o

school's inservice efforts. It'is not uncommon to hear a- §*
teacher refer to "our staff development program'"' with a >
sense of pride and oneupsmanship. A subtle competitiom . =, ~

sometimes  emerges and serves as an incentive to do some

better or with more flair than another school staff..’ Last

year, there was .some inservice competition between the.
three regions that made up the school disggfct and some
this feeling filtered to the individual teacher level.

. A

i This "our" situation is founded in the awtonomy each L,

school has to conduct it$ own staff deve lopment .and the
'direct participation, of tegchers—in ;déveldping separate
,school .programs . Some schools. try to become the best

'in some specialized area, normally one related to.a spe

/need of that school. The pilot or .model school approath . .

' used by some state special programs -such as TAD, or

. ‘n .the future.on a committee .
or with a program may influence . some teachers to rattend ’ )
some inservice activities with enthusiasm. Likewise, teachers
who have developed thein own tgéchingﬁmaterials.in workshops: ,
ape often enthusigstic when impleménting new ideas or materials
directly into the classrodm. A% is often the case, success'’

_ “breeds success and teaghers- may have additional incentives ™
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the Gifted d Talented Programs_ have been the Beneficiary .

, of this subtle incentive factor Sf "Let's be the best by,
. being the first" or "Let's be a leadefr.". : .

’
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” o . ?
With. the  focus on common school goals .and the annual .
school plans to serve as a monitor, it is not likely that
. any school is going to stray too far of f course in attempts
- to create an "our" school staff spiritf.  Tnstead, this
element of school pride may .foster an. atmosphere of healthy
. * competition in which teachers can exchange ideas and informar
\ - - tion to bring about even more innovation. or improvements.
A The incentive factors of being part of.\Omét%%ng different, ©
- part of sométking successful or part of Some ing worth °
exchanging-often-inf)luence the level of teacher partici- "
o pation in many sing)e schgol.inservice‘effoifs. ' e

- sy

. - Reléase time and the "Substitute Syndrome"
‘ R , N ' - A »

- [ ° -
b * 'Mos¥ teaéﬁers dislike leaving»thei% students in the charge of - '
a substitute teacher in order to attend a staff development
. program during school houxs. This hesitancy=®m,tempered -
in team teaching or group planning situations whemn dne T :
teacher or more;can effectively and comfortably fill in . :
for the-absent teacher. As stated in#the ISTE report, -
"Issues to Face,’. ' ‘

. ' .
Teachers need, to be not only physically released SR -
] ) . from their normal duties but also mexmtally re- . o
: leased from the worry that their classrooms wili
not‘procged productively without them. ! '

) Some schbols have extremely capable aides, volunteers,
; administrators, and student teachers who can assist in-
overcoming this valid objection. tegchers have to re-
leased time for inservice. One elementary school met
x this problem with a full year, full Y{ime student
" program with VPI and trained participants df?ea;,, 3
. as Zubstitutes. The hypothetical elehmepdawy™and secondary
Teacher Corps models in Pgrww“~~~"’é"nde proposals for w
total schoo;”;;,aﬂwf“;"aétivitieé to jprepare quidelines . v
Sfop-tegCliers to use in planning for substitutes and.- \
guidelines for substitutes Tepuse to improve how they

. ~

carry o0t their duties.® Sukh a progriam might help - e

) alleviate teacher concerns resulting from the."substitute =
syndrome' and serve as an incentive for teacher-participar .
tion in staff development ‘conducted 'during” the school day. . 8
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There is no onc magic incentive factor applicable Lo all

_keep~in mind when chdosing incentives might be "eptions." -
In view of’the multiple Tieeds of-@iverse teacherf fgced
. with multipIe olassroom situations-agnd perceptions of L]

\

“Tesponsibilities is often a_prime dincentive for teachers .

~gdministrators: the ‘paralleé

program.

./»/“"
! i
/ :.
3 k4
-~
- ]
S

staff developrent planning, but ‘one of ‘key words to

their roles and responsibilities, a program that offers

a varidty of.inservice ipcentives is most ‘often needed.

Providing options often can be prohibitively expensiyve

if terms of time and money. However, success need not. .

always require massive expenditures. The parallel n PP

county school organizational” committee structure which Allows

teachers to become imvolved in ‘more thkan just instructional

;to become involved in the needs assessment, planming, )

implemeéntation, participation, and evaluation pracesses®

of inservice activities. In additions;-the autonomy, of -
ch school plus the assistance of many county support -

giairams provide many optiohs necessary to meet diverse

staff development éggyteégher’ﬁéeds1; Built into .this

organizationavvggrﬁcture are elements that foster both

a county gp4®8 schoal sense of professional unity: ' the

breakde®n of tradition bharriers between teachers and

elationships between the—7 ' ,
inistrators; ar e . A

£

varied roles.of teachers and a

feeking of being part of one or -"our®

' //rﬁlueznTiVE/Z;;E

L

— g

-— ~ ——W& have compiled a ¥ist of incentive factors tha
' tealhers and administrators feel motivate teachers to ]
participate in various forms of inservice based On e— 77 L.
writter! teacher and administrative ecent¥ibutIons contained N
in Part IV of this report+—All ese listed fagtors . - T
_were pereeived ds being incentives in past or current -
" inservice efforts taking'pjace at single-wchool sites. T
* Tncentives are.subgrduped under the lelowieg heallings: e
- TIME/MONEY/CONVENIENCE .. --" . '
: - _PARTICIPATIQNAPLANNINC/ORGANIZATION
‘ - TASSISTANCE . -
’ - NEED/PURPOSE/APPLICATION i
: . - - CHARACTERISTICS, OF ACTIVITY .
. . : - RECOGNITION / PROFESSEONAL o
o e , . - m-' = "'"‘3{:«?} _ “ — 7-_'_7___,:,—-——,-—‘—‘"’"‘
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IFTME/MBNEY/CONVENIENCE INCENTIVES ' T——— s

e - B . . B .
Coos - a convenlent‘frme and on site location - ’
S Cal

. - paid attendance“‘

- o - . .
n;_w" o -~ wvariatione 1n school .schedule and programs to meet o
isolated or spec&al needs . : .o

O

..ERIC - ,

LA 1701 rovided by ERIC

\ »#"Drore551®nal leave oL

.~ paid time in the summer to plan programs and? wrriculum

-

- use of early release days for Spetlal total schpol ' ]
programs -see. Module 30 a and Module #30 b
——— .A\/
- seuenbﬁ perlod_gpe01al schedules 1nst1tuted sevérai -
tlmes each year “in a secondary school program to
‘conduct special act1v1t1es .see, Module #33 , .

= -~ - ¥

e, release from homeroom,«reductlon of class load, or.
__teacher cler;cal responsibilitie - .

,‘ _ - . )
-

-~ o

- pald,substltu;es - : ,

T . ra

T

- special budgets to anxlnleldual or scthl to buy
additional materlals . Sa *
: g

- hourly rates-paid for after school inservice ana**\

salary rates for currlculﬁm writing during tve summer

o % .

s

- *Innovative Fund awards ‘granted tgﬂfgachers or schobls
_to carry out speolal progects . v

- programs which" do,not involve 1ncr;\Led papér work ,
" Gonsumption of timé or added non-teaching responsibilities o

- babysittifng or supervised recreational act1v1t;es for "
. children of teachers who attend early ‘evening or
weekend inservice sessions . ) -

3

- transportation arrangements coord1nated»
or specific staff members
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. PARTICIPATION/PLANNING/ORGANIZATIONAL INCENTIVES

- a V01ce 1n the dec;sion making process. .. ’
1‘2
’ > - part1c1pat1on of the school administrat®r in all phases
fa . 'Y///i of a total school staff development program breeds
’ * mutual ‘trust #d respect and offers reassurance of
: the needs and merlt of the éffort. N
-~ use of an admlnlstratlve ‘memo or a faculty newsletter
L for trivia to free scheduled faculty meetings times for
t A mini-inservice sess1o$s. \ ) o

.

— " - teacher conducted mini- 1nserv1ce act1v1t1es at faculty

- _ megﬁﬁngs.

s knowleage of the specific amount of time teaehers'aré
" expected to commit to an activity or program. . -

.
\

- clear-objectives. . = )
- - 3 »
- the 1dent1f1catlon and recognltion of school staff
talents for use in having teachers train other staff @ .-
personnel can treate a staff feellng of "unltx in :

diversity." . -

s - \

¥

\ »
A - use of on-site support personnel to facilitate ‘staff
development programs controlled by_county, statg O¥ :

. other surroundlng governing aggmncies, See Module 45 -

- for description of career edu8dtFon program. ©
\ ' 5
- organlzatlon of the school schedule to facllltate\mutual
- plahning and working situations for teachers w1thln '
"the school day. - - , \

< . 2
, - .

4

% -  work space for special or long term group staff de elopment

é%e ? programs tQ provide a fixed meeting place, special equip- -
i : ment and telephone if needed, an area to keep materfals,

B 1dent1f1catlon and a feellng of team effort.- '

B - - early morning informal planping sessions with breakfast
: provided. See Module 52.: . \
. by & \n
' - ., - staff development sessidbns which ‘are also a .staff foru
: to. show support of lack of support for 1ssues§teachers\
ifeel are important to- themselves, the school or" some \x ’

other person or group. » - {ﬂﬂg_

- - schedu ed monthly meetlngs of vertlcal or. other committee
R . responsible, for inservice in order to, regenerate°1nterest,
resolve prohlems, and devlop new udeas. . SR AN
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. - planned incentivegﬂygiéh involve special training
of ‘a selected- teachar to-demonstrate peed and .,
effectiveness of "an innovative project....if others ‘

. become interested,. the selgcfed teacher can then .
conduct on-site training for other teachers and

can give demonstration lessons’ or share materials.
LS .

-

I .

a bandwagon mechanism buili into innovative programs ‘
e . tggmnabie other teachers to “join a project or partici-

. pate in inservice activities at any péint...For example;

" as a result of a middle school innovation plan, a .
_teacher serves as a part time coordinator and has T
a lighter teaching load in oprder to head up a visible
"super" group which maintains an open invitation to

any staff member” to join’ in the project. See .Module #52.

. " teachers .in an open concept school state they want
the concépt to succeed because they participated in
_ the planning, fyrther supporting the idea that™
s . teachers’ participation in the planning process is
- _a critical ingredient for smooth and effective. change.

L]

R

“« gelf &tudies and accreditation experiences that prog .
: < vide opportunities for-self discovery and schools N
analysis of inservice needs. ‘

”

.- Mmeeting formats which enable teachers to bring up
disturbing matters, exchange ideas, and to become
< more informed %gygensitiVe to others'.ideas, needs,
" .. and problems..-teagliers become morge.considerate of
r the stréss and problems of others'dnd in the process
. » olearn to cope with their own individual, situations.
\ | ' ‘o ] . k . A . L ‘E. L - . T
T : ' © -~ ASSISTANCE INCENTIVES P
3 . : » . / - - . - .
programs ‘which .offer the help of non-classroom teachers
in the classroom to.create more opportunities for
. e ' individualiZeg-aqﬁ small group'.instruction. .

. . , . S
, values and benefits of volunteer pﬁégraqs which provide
. : incentives for teachers td train volunteers and to gain
. ", ‘additional classroom help for.studénts and time for .-
- special planning and preparations...volunteers often
| help students with special problems by, giving individual
SR attention.and often help more children reach individual
y Vgrade'achievemqnt.}evels. ' -
) . ’ ! » -
{ N clerical support to help implement programs which re- 