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The main goal of a staff development program is to improve the level of competency of
adult educators and thereby provide better instruction for the student. Hopefully, the ideas
presented in this monograph can be used in developing meaningful in-service training pro-
grams that will ensure the achievement of this goal.

A strong case is provided for individualized staff development based on the needs of staff
members. However, we recognize that no single plan will fit the learning mode of all people.
Therefore, the methods suggested for staff development range from individual conferences
with an expert to attending a meeting with hundreds of other staff members.

We feel that the broad guidelines presented herein can be readily adapted to the diverse
needs of the many adult education programs that are being conducted in school districts .
throughout the state. Our appreciation is extended to James Hardison, Dean of Instruction, -
Adult and Continuing Education, San Diego Community College District,who contributed
" his time and effort in preparing the original manuscript for this monograph.

" DAVIS 'W. CAMPBELL o C \ : " "XAVIER A. DEL BUONO * " *
Deputy Superintendent ' Associate Superintendent
of Programs; ' Jor Adult and Community Education Programs

DONALD McCUNE
) Director
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Introduction to Siof! Development

This monograph provides suggestions for a staff
devclopment program for administrators, teachers,
and counselors= The. goal of the program is to
improve the level of competency of these staff members
so that they can provide better instruction for the

goal in mind, they should be able to design programs
that give results that can be measured in terms of
student achievement.

being something exclusively for the teachers. How-
cver, this monograph takes the position that adminis-
trators and counselors shiould be offered the same
opportunity for professional growth as that offered to

he basic - functions of the tcaching -and learning
rocesses.

The role of counselors in compctency-based educa-

tion is likely to be enlarged to include continual moni-

The counselor works much more closely with class-
room teachers to adapt programs to the student’s
individual goals and capablhtles In this kind of rela-
tionship, both the teac'rer and the counselor peed to
know more about eac’s other’s responsibilities. The
staff development program should be designed to
encourage and facilitate such interaction.

- The admipistrator has a responsibility for supervis-
ing both teachers and counselors. Administrators are
also accountable for the overall success of the instruc-
tional program. Therefore, they must participate in
all staff development activities if they expect to meet
these responsibilities.

Staff Developnienl Candidates

Today the majority of adult education teachers are
part-time employees. Many of them teach evening
classes after teaching all day in the public school sys-
tem. They are usually paid by the hour. This situation
makes it difficult to conduct an effective staff devel-

site at the same time. In most cases the teachers sp.nd
their own tirae in traveling to and from and attending

~ staff meetings or workshops.
" These conditions complicate but do not rule out the"

possibility of establishing a staff development pro-

student. If the program planners keep this practical .

Staff development is iraditionally thought of as "

teachers. They should have some understanding of

ring-of students as they progress through a program.

opment program, because most teachers are not on*

" offer;, (3) the p

gram® Both the part-time and full-time. teacher is
responsible for his or her professional growth. The
difficulty with holding full staff mestings may be an
asset rather than a hindrance to in-service training,
because it precludes the use of the largc group meet-

' ing as an ineffectual activity performed in the name of

staff development.

Staff development, as espoused in this rionograph,
does not require the entire staff to attend the semi-
nars, workshops, and minicourses. These activities
have a place in an in-service program, but the founda-
tion of staff development is self-selected, smali-group
activities. The administrators are responsible for
assisting full- and part-time staff to achieve their per-
sonal goals and for coordinating these individual
efforts into a well-balanced, total staff development
program. :

Commitment to Self-Improvement

A staff developiment program should be based on
the assumption that all staff members are continually
trying to do a better job. No one is likely to declare: “I
am so good that there is no room for improvement.”
To put the program on a positive basis, it is best to
assume that everyone is committed to self-improvement
and that a staff development program _is needed
mainly to help each staff member.

Types of Programs

The typical staff development program consists of a
serics of workshops or seminars that are intended to
attract the majority of staff, en masse or by disci-
plines. These activities may or may not be preceded
by a needs assessment poll of staff members to deter-
mine the types of programs that interest them.

Large-Group Programs o '

The large-group presentation is successful only if
(1) it is preceded with considerable planning, includ-
ing a needs assessment to determine whether teache, s
are really interested in the subject matter; (2) teachers
arc advised ‘as@p what the workshop presenter will
enter adapts his or her presentation
to the level of audience sophistication; and (4) follow-
up procedures are provided to help teachers in imple-
menting the program.

6




Because of the great expense and generally low
yield of the large-group in-service program, a district
might benefit more from using the individualized
approach to stafl development. When this type of
program is well-established, the one-time outside
expert or local talent presentation may prove to be a
valuable supplement. However, this should not be
construed as a recommendation for use of the outside
expert for a basic in-service staff program.

Individual and Small-Group Programis

The individual and small-group approach to staff
‘:cvclopmcm is especially suited to adult schools that

ave a high proportion of part-time teachers an} that .

have schedules that do not permit ihe entire staff to
meet during the day or in the evening. In the individu-
alized approach, cach staff member identifies an area
of intercst to pursue and indicates whether he or she
prefers to work alone or with others who have similar
intercsts. S

A sample interest survey is included in the appen-
dix at the back of this monogranh. Such a survey can
be circulaied annually among teachers. The returns
from the survey can be used to compile a directory of
those who wish to work in designated areas with other
‘educators. Teachers are expected to form their own
small work groups and to prepare individual and
group goals and methods for achicving them. Theése
groups are not usually asfigned by an administrator;
they are more successful if they are formed voluntarily.

The results of individual and group work can be
reported in a monthly newsletter. Groups are encour-
aged but not required to offer workshops to other
interested teachers. Some of the more effective dis-
semination procedures consist of (1) enlarging the
work group to include new members; or (2) breaking
up the original group after its immediate goal has
been realized, with each member heading up a group
of teachers who wish to pursue the goal of the original
group.

In the large-group approach, many teachers do not
attend the in-service programs voluntarily; or thev
may attend perfunctorily if thsir attendance is man-
dated by the district, but they usually do not use the
information presented in the workshops. The individ-

ualized approach provides subtle encouragement to
involve all staff in ways that are likely to be more
productive for everyone. In addition, the expectation
for personal commitment to professional growth,
which is written into the district’s handbock for
teachers, provides an added incentive.

‘Program Presenters

The program presenters may be outside experts or
local staff with acknowledged expertise.

Outside consultants. Some types of training require
expertise that is not available at the local level. Out-
side consultants can be used in an individualized pro-
gram, but teachers who have been chosen for their
interest in and readiness for training should be offered
a series of worksheps. This is the format of several
California programs which offer four 2-day work-
shops in the initial year ‘and two I-day follow-up
workshops the following year. The participants are

trained to establish an in-service program that <an be

used in training other teachers in their district.
Outside experts are expensive to hire. They usually
do not have any knowledge of the local level of exper-
tise; therefore, they cannot slant their presentations
with any degree of accuracy. The expertisc of a staff
may vary widely, and the presentation may be too
advanced or rudimentary for some attendees.

Local 1alent. The informal use of local talent pre-
cludes arousing any jealousy or resentment that some-
times occurs when master teachers are put on stage at
large-group meetings. The small-group method also
ensures that every teacher has an opportunity to share
his or her knowledge. The close personal contact
among coworkers in a project allows instruction to be
tailored to specific teaching situations; it also pro-
vides for continual follow-up and feedback, resulting
in a much higher level of clussroom use than is usually
achicved by the one-time, large-group presentation.

Several problems are associated with using local
talent. One is that presenters are usually asked to
make their presentation without pay, even though it
requires a gicat deal of prenaration time. Second, if
no plans are made for follow-up to help teachers put
the presenter’s ideas into practice, the presenter may
feel that his or her efforts werefor nothing.
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Responsibility for Individualized

Staff Development

The adminisiration, teaching staff, and counsciors
are responsible for different aspects of the individual-
ized program. Their resppnsibilities are mtcrdepcn-
dent and should be planned and carried out in a
cooperative manner.

Administration's Responsibilities

. The administration includes members of the govern- .

ing board, central administration, and school site
administration. This group is responsible for facilitat-
ing.individual and smali-group progams, which include
but are not limited to the following:

‘l Instructional Resources Center (IRC)~-Teachers
‘'who desire to enrich and improve their pro-
grams should not be expected to prepare supple-
mentary material or to locate new and improved

programs. The district should maintain # center

which collects, evaluates, and disseminates infor-
mation about such material.

2. Monthly Newsletter—A monthly newsletter shoauld
contain a section which identifies available teach-
ing resources. However, teachers should be
urged by the publication to contribute their own
idcas, to invitc other teachers to visit their
classes, to ask for idcas about a problem, and to
report human interest stories concerning stu-
dents. Some of the adult education classes in
English, creative writing, journalism, photography,
and graphics might be involved in publishing a
better quality journal for wider distribution to
the staff and stwdent body.

3. Professional Journals--Each school site should
subscribe to professional journals of special
interest and make them available to their tcachery.

4. Interclass Visuation—Whén teachers work together
in field-testing a new program, they should visit
cach other's classes to determine the adaptability
and widespread utility of the program. They can
determine, to some degree, whether the success
of the class is due to its inherent excellence or to
the enthusiasm and special competenre of the
teachers. The district should provide funds for
substitute teachers to make such visitations pos-
sible when ficld testing inv >lves a well-developed

program that has pmcnnal for use throughout
the district.

o+

Staff Relationship

Administrators must remember that all staff efforts
should be directed to improving learning in the class-
room. Teachers and counselors thus have first claim
on the administrator’s time and interest. The adminis-
trator should weicome the opportunity to listen td
what teachers and counselors have to say about what
does ¢or does not transpire in their classrooms. .

The school's only reason for existence is to facili-
tate learning, but too often this is the last item
attended to by administrators. A staff deveiopment
program cannot flourish in an administrative atmos-
phere that regards classroom problems as the sole
responsibility of teachers and counselors.

Classroom Visitations

Second-hand information is no substitute for first-
hand observation. Administratofs should view their
work as mainly providing support services to students
through teachers and counselors and should place
classroom visitations high on their list 6f administra-
tive responsibilities. A visitat.on followed by a confer-
ence with the teacher should be a basic requirement of
a staff dcvelopmcm program.

An adult school administrator with a staff of pan-
time teachers whose classes meet during the day and
in the evenings understandably may regard class vis-
itations to be !otally unrealistic. The sensitive observer
can learn much in 15 minutes in a large adul* school
by visiting and observing what the students aie domg
and by asking them how they are getting along in
their classes. If the administrator allows 15 minutes
per visit, he or she should be able to visit 160 t(:achers
in &0 hours (20 hours allowed for travel time), which
amounts to 24 minutes a day or 5 percent of hil or her
time to maintain first-hand familiarity with the school.
This time, however, does not allow for any formal
post-visitation conferences, which are rccomTended.

"Funding and Proposals

Although staff development is cousideied a priority
budget item supported by the school’s usual revenue
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wources, the adminntration should seirch {or othes
siurces ‘of funds for the program. Funds for such
progects are avadable frdm & variety of aources
Mast praposals for staff development projects
should be written by the staff that is to be involved in

' *he project, not by the administration. Studies show

that those projects which have the support of the staff
involved, including administrators, have the hes;
chance of accomplishing their original goals. Thus,
the mst worthwhile projects must be planned by
those who are-to participate in them, hecause they
must revelop that essential sense of ownership. A
project that is designed by the administration or an
outsider and then handed 1o he teacher to implement
s trequently doomed to failure. Likewise, uny teacher-
dc»clopsp project that does not have the administra-

tors’ firm commitmeat can be blocked by the adminis- -

tration. Successful project wniting and implementation
must he @ genwnely cooperative joint effort

Staff Morale

T o build positive staff murale. administrators should
create o supporive working relationship with the
teachers. Adminiv-ators should devale more time
and altention to obtaiming 4 first-hand knowledge of

classroom problems. When the teachers feel that the

administrators are wijling 1o histen to criticisms and
suggestions, they will be 1nore viliing to accept
responsibiliticy for individual ‘professiona! growth.
For this reason. the discussion of responsibilities of
administration for stafl development prece dey the
discussion of responsbilities that should be assumed
by teachers and counselors. Administration, with its
control of the purse strings and policy, can faalitate
or frustrate any staff development that is initiated by
teachers and counselors.

School Board Participation

A district policy that gives top priority to classroom
visitatinns should alvo include participation by school
board members. The ultimate goal of all school
hoards i1s to improve learming, In keeping with this
gual. reperts from the classroom should appear on
school board agendas. At least 9 minutes of the usval
3-Lour (IR0 minutes) meeting, or 5 percent of board
mecting ime, could be devoted to a narrative account
of teaching;lcarning in the classroom. These reports
should deal with both the successes and failures in the
classroom and shoold be given by teachers and; or
students. Sometimes the reports would be presented
only, for anforma onal purposes; at other times
reports would be offered in the form of proposals for
action.

Teacher's. and Counselor's Responsibilities

‘feachers and counsclors are responsible for taking
advantage of the staff development opportunities and
facillies provided by the administration. Some spe-
cific examples are as follows:

New Developments

Individuals sn uny profession have a responsibility
10 invest some of their ime and maney in keeping
abreast of deve ts in their field. Ttos effort usu-
aily involves, it the minimum, subscribing to and
reading regularly at feast one professiongl journal. In
addibon, one may join a professional Organization
and attend local, regional, state. and national confer-
ences, if possible.

Profesgional Literature

Teachers cannot be expected to survey a broad
array of professional literature. But if a school sub-
scribes to a haif dozen or so publications and pur-
chases sclcctc{i books as they are published, teachers
can be expected to review at least one issue of a peri-
odical, read one book per year, and report any items
of interest in the district’s newsletter.

Members of the instructional staff arc responsible
for keeping cach other informed of developments in
their respective fields. What methods they use to
accomplish this objective is the responsibility of staff
and not that of the administration. (Administrators
are alse expected to subscribe 10 and to read profes-
sional journals, jbin organizations, and keep informed
of developments in their field ) '

New Materinls

Teachers are expected to read the IRE newsletter
and periodically examine new material that may be an
improvement over what they are using in the class.
room. The district can simplify the task by arranging
for the circulation of new materials to cach school
and for leaving them on display at cach site for
spproximately two to three weeks

Peer Aide Consultznt

Professionals have a responsibility to share their
exnertise with their colleagues. The newcomer should
feel frec to ask the old-timer ¢ directions; any
teacher or counselor should be able to call on anyone
in his or her field for advice. d

F'he district can facilitate the professional inter-
chupge of information by issuing a peer aid directory.
which should include a listing of name, subject and
:nterest areas, and ho.ne telephone numbe rs of teachers
and counsclors who agree to acc:pt cails. To check on




the usc of the peer ade network, the annual cvalua-
tion can be used G ask the staflf megmbers the number
ol times they cali the service or the number of umes
they ar called by other staff members The newsletter
should continually urge staff members to use this
most personal meuns of shanng problems and progress

feacher’s Ides Bank , ' .

Professionals in all ticlds are expected to make for-
mal reports of significant solutions they find to prob-
- lems that are likely to be encountered by other
practitioners. These selutions showld be reported to
the IRC for s leacher’s Idea Bank. The IRC staff
can help put ideas into a form for dustribution to
uther teachers and report any new input to the idea
bank in the newsletter Contributors should agree to
consult by telephone with weachers (1) who need sug-
gestions on how to use the idea in a class situation
‘that 1s somewhat different {rom that for which the
wdea was developed, and (2) who wish to confdr about
all aspects of the tdea

New Ideas

Every tracher can be cxpected 1o try at ldast one
new idea per year in at least one course. If teachers
have tulinled any one of the preceding expectations,
they will ccrtml‘lly have discovired at least one inno-
vauon that fits into their program.

Uhe field-1est trial should reguire the leachcr 7
take an objective look at the cogent, procedures, ang

tesults, and decide, on the basis of that critique,
whether (I the innovation 15 an improvement ovec
what it teplaces; and (2) it 1s hkely 10 be of such value
to teachers that it should be recommended to them in
the newsletter If so. the teacher 1s responsibie fog
making the report.

A standard field-test report form that is {airly sim-
ple to fill out should be prepared by the IRC or a

teacher’s special field-test task force. Thiy proccdurc ,
would make field-test reporting uniform as well as’

relatively simple. (Sec appendix for an example of a
field-1est forom )

Committee Wofls

~ Although this type of. mdmduahzcd staff develop-
ment program stresses personal commitment and

spontancous formation of small groups, a program of

this type will eventually need formal structuring that
can be best provided by a committee. This body
she .Id emerge as the result of neceds perceived by
teachers and counsclors and not as the result of the
manipulations of the adminiftration. Usually, when
such a need is identified, persons from the ranks of
the dentificrs are willing 10 serve on a cammitlee;
these persons are usually the best suited for thiskind
of task. The ad'ninistration should accept whatever
committee structure and personnel are suggested by
the teacher/couvnselor group. Serving on sugh com-

, mittees, of course, fulfills the professional wih

expectations,

I

’
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Staff Developm
School Pcmnnol

ont for AII

As stated at the outset of this monograph, stalf
should include cveryone in the school operation,
except the students who are the abject of staff activi-
ties. The expectation of persona, _ammitment to con-
tinual growth should become a genera! personnel
pohcy of the district. If the academic and administra-
bive staff sincerely attempts to implement & coopera-
tive program thul s focused on improving student
achievement, the nonacademic stoff members are
almost certam 1o share the uphft of mmale produced
by the elfont

Cadlective hargaining hax stimulated the formation
of formal groups among the difierent types of schoo!

. emplayees. These arganizations could ke asked to (1)

cxamine their members’ contributions to the learning
chimate of the school; an i (2) have their members
make some kind of personal commitment to individ-
ual growth 1n knowledge and skills in their respective

. fields. Such policy should onginate from within these -

organizations rather than being mundated by admin.
itration  As suggested previonsly, an enthusiastic
model program implemenied by the adminstrative
and academic staffs will hkely inspire the\desired
“response from ather schoal personnel. and ther
0 Iizations.

A distnct might aceclerate the development of the
. cuomprehensive stall desclopment program previously
menhoned by formally establishing an ombudsperson-
Iske anternal advinory councd (JAC) 1o take yugges-

-~

P G v s am o iseme

WAL e . o BT { % - e 1 g— s A aera Loy e

tions, complaihts, and pfoposnls from all sectors of

the school, inciuding students, and to attempt to eval-
vaic them in terms of alb other fattors. The IAC
should have ane or two cooperative persons each
frem. the school board, ceniral administrauon, site
administration, teachers, aides, counselors, secretari-
alclerical, and maintenance stafi. The council would
have advisory powers only and would cansider, every-
thing from the schoo!-at-large. |
spccml intercs: group but would 7y to get (1) special
interest.groups fo tailor their demands to fit the over-
all situations; and (2) decision makers 10 make their
decisions on the baus of what is the. most bmchcml to
all persons concerned.

. Although this is the principle that decision and
policy-making groups ajlegedly follow, thew decisions
arc usually made on a bilateral basis, dealing with one
interest group's demands versus another interess
group’s demands. An interested group's arguments
are always suspect ‘as special pleading and arc re-
sented by other groups whose interests may not be
seryed by the proposals presented for consideration
However, recommendations from an intermediary
group that has evalnated the proposal in xerms of s
averall fairness-to all concerned, as well as its impact
on tcachmgflcarmng(lhc central interest of the coun-
“ail. which may appear to be incidental 16 the special
pleaders), could concevably carry weight with both
the proposers und the decision-making group

l1
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- The pm;msc of this munugmph hax been to present

‘8 ratwonale for an indivdualized approach to staff

development, which in tme should grow to include all

. personnel 10 the school syastem Such an endeavor

requires the coageration of the admimstrahve and the
academic Maffs, with the main cmphasis on improv-
ing the learning opportumities for students. A staff
development program which depends on individual
commument 1o profesviongl growth cannot flounish

when the udmwmmuon does nat allocate the ume or

resources nesded o support rescarch mn‘ develop-
ment i thiy grea.

Adminntrators, angluding sthuul hoard members,
can show their good faith in u-gnrd to staff develop-
ment by teguiaily dovoung at leist § percent of the
fime to classroom visttetions and $ percent of hoard
meeting Lime Lo reports from jhe classrooms.

Cooperative discussion among the administrative,

teaching, and vounsehing stal s should be used to wen-

tfy cach group's responsibilities for the stafi develop-
rment program. Evers district has umigque necds and
resources and, thereivre, should develap its own pro-
gram 1o meet those necds and 10 use the appmpuatc
1es0uices |

The main crinoism of the typical in-service pro-
gram, which ususlly consists of one-wme workshops
or seminars conducted by outade consuliants or local
talent. 15 that st has e, of any. impact on whax
teachers do in thewr classsrooms if the stalf has not
heen prepated ahead of nmic and plans have not been
mady 1o follow.up the presentation. Such largesgroup

PR, ot

programs can be added 10 a ugomus mdmdualucd
program after teachers have exhausied lot al resources
or feel they are ready for outside exps-tise

When teachers wdentify a need for training that s
not available locally, the optside consultants should
conduct a series Df sessions with selected teachers who
are willing and able to conduct ip-service programs
for other staff &lter they have completed their train-
ing. The cost of such a program will. llkcly tequire
supplemental funding.

Staff development consists of improving morah or
creating a feeling that everyone in the district is
pulling together to improve the total program. Thc
adminsstrarors, including the school board, are rupon-
sible. for seutting the miood of cooperatian by giving
adeyuate atiention to problems and progress in class-
roums and by heing as suppomvc as pomble of plans
t0 advance learning.

Teachers and counselors are *csponmblc individu-
ally und as a group to take advantage of facilities and
support which the board and admunistration offer and
te measure their own proposal,sfby criteria for improv-
g students’ learning.

The approach advocated 1n this monograph is
hased on the assumptiun that individuals normally try
ta—mprove their professsional status. Thus, a staff
development program is not needed to create a desire
for growth but only to enhance that which already -
exists. Any implication of professional deficit will be
resented, but offers d{ help 10 facilitate dach individu-
al's pcmmal riforts will he appreciated.




Appendix
Individualized

e © — g .

Staff Dovoldpmmt Program

"

It nn gurvey bas been teken recentiv ‘of the stalf

members’ apintont of and saterest i a stalt development

program, s questinnnaire, such gs the one intreduced in
thix appendix, should he develuped and circulated. As
noted at the battom of the survey example, resulis of the
survey will be airgulated 1o eachers along with a fam that

they shoalkd Ol nut aad ¢t !up

L

wa
' Program planning
Helore the admimisirators, teachers, and coumselors con-

Sduct a sievey, they should develop o program and policy
that they fech thew respetive group members will accept
and thiat the sehanl bourd will officially endorse. Speerfic
e that shaold be considered poor te conducting o stalf
survey are Jiscussed o the fullowing paractaphs,

Level of Diafrict Support

The distiict should reavdve the tollowing guestions
regatd 1o ats ahiliy 1o maintam a certnn fevel of sapport
tor satf deselopment programs T

U oInstra o Does the distact have of st walling (o
provide an instructionad services center that iy ade-
yuately statfed to put out 4 monthly pewstetter, col-
fect teaching umits for a Teachers ldea Bank, maintain
4 lile of peer wde consultants, and manage the in-and-
out-flow of matenaiy from the center?

Finanves 1 the dintrict walling and able 1o provule
funds lor leadfery to attend conferences, to have
latge-group workshops or sepinars during the regu-
far shaol week and provide substitites so that
teachers can attend on schonl tme: and to provide
substituies «w that teachers an cooprerative figld-testy
and curaeium deselopment. projects can vist cach
other’s classes” Wil the district take institution mem.
beeships in professional organt: tnns and make then
publications avalable 1o stafl of memhers commat
themaelves 1o g plan o read, review, gmd keep theu
rembership intormed of developments m theg held?

- *

fo

Voluntary oy “ulml Participafion

Fhe distent shondd have o pebicy that s clear ahoot sl
particopation and that was made with the avastanee of
administeators, feachers, amd a‘tmmglnrs Withogat such
conpetatine planmng mandatory attesdance w Lhely in he
tesented. and soluntiry atteadsove will wittget vnby the
dediated lew

T AL et o et Rt mmenas the e

Level of Personal Commitment

Whether participation is made mandatory or voluntary.
agreement should be reached on the minimal level of pro-
[essional growth activiticx that can reasonably be expected
of cvery staff member. These profestional standards. if
cooperatively arrived at by representatives from all grou s,
should be supported by individual members, especially if a
wide variety of sell choice activ'ies is offered.

Commitment of District and Staff

Staff members should not be asked 10 participate in
activities that the district will not provide, nor should the

. dstrict be asked to provide opportunities that staff members
“will ignore Thus, thers must be cooperative planming of

and muual commitmetn $o the options that are offered in
the xuggested guestionnaire. Whatever type of program is
adopted. 1t should be geared to the entire s1afl's interests
and needs. which are determined from 3 survey of every
administrator, tescher. and counsclor ’ *

Survey Resuits

Survey results should be reported within twe or three
weeks of the deadline for returming questionnaires (or the
completion of the survey by whatever method is used), To
mraintam the interest and momentum generated by the sur-
vey, saff members shoutd complete.a form which lisis the
professional growth activities they have committed them-
selves 1o for the coming year or some designated period of
hme. | " .

The farm hsts the avtivitics and opportamitics that staff
members adentibied as their choice i the survey I morg
topies, activities, and projecis are isted than are manage-

eethle. which w hikely, respondents can he asked to priontive

the chaices A sample enrollment lorm s included 1n thas
appeadix

Program Opteation
Voluntcer committees should work commuously dufing

T sirvey period on plans 1o launch immediately whatever

tvpes of programs ate offered o the survey gquestionnarre
Commutiee members should he able 1o derermine what
types of programs teachers want from the feld testing and
should have ‘detailed plany ready 1o accommodate these -
groeups The committees should siso wlentify source mate-
tial for study groaps that wish o investigate educatinnal
sanes that do npv samedstely trancdste ioto classroem
practe butare sinposiant as toundaton (ank.ng {o: broad

13




curriculum development, such as theories of competency-
based educition, tndividualized learning, open-entry / Gpen-
exit programs, homebound teaching, prnciples of com-
muniy education, and imnovative theories of education.
If the district accepts weekday workshops and; or inter-
class visitations and agrees to provide substitutes so that
teachers can partcipate, a committee mighe sereen the sub-

stitute list and )dentify those who best fit ceriain 2lasses.
Plan: chould be made to get evecy staff member involved
in his or her program as quickly as por+ible. Any long
delays while the program is being organized or any ‘confu-
sion and misdirection from a precipitate plunge into an
urplanzed p.ogram will damage and possibly destroy the
possibility of establishing a successful ongoing program.




Staff Development. Questionnaire .

“ The district wishes to involve all teachers, counselors, and administrators in planning a staff development .
program that will be of help in their profcssnonal growtli. Two typus of programs that can be implemented agpe as
tellows:

I. Workshops, which include scmin'ar_s and minicourses that are planned :0 attract lerge groups and that are
nresented by experts from both within and outside the district.
. Individual and small-group programs to meet individual needs and interests. Each staff memb: r will plan
his or her own program and pursue it by himself or herself,or with colleagues who voluntarily form small -
groups to work on similar interests.

From the following list of profcssic;nal interest areas, pleasc indicate in the left-hand column your interest in
each by using a rating scale of 0to 3 (0= No interest; | = Mild; 2= Modcratc.and 3= High mtcrcst) Also, please
check in the right-hand columns which approach you prefer to use in each area.

L

o : . Workshop Work
f | presenier - preference
interest ~_Content area *| Local | Outside | Alone | Group
I. How to use new teaching matcerials and methods - o

tJ

l)lagnosm and prescriptive testing and other ways to evalu-

ate student achievement

. Teaching and learning the competency-based way i

4 How to improve students’ sclf-concept and other technigues
that strengthen interpersonal relations -

5. How to individualize instruction in the usual classroom
setting without aides

6. How to sct up and operatc a learning center in conjunction

with regular classroom instruction ‘ : .

Opcrating on an open-entry/ open-exit basis

Better integration of counscling with teaching v

Counselor's role in compeency-based programs

Other

¥

¢

I|IH I | Hl

S x~

If available, which of the followmg opportunities for professional growth would you select? Please mdlcatc In
the left-hand column your interest in the opportunities by using a rating scale of 0 to 3 (0 = Unhkcly, 1=
Possible; 2 = Probable; and 3 = Certain). ‘

Participation : Opportunity or activity
. o

.

——11. Fxaminc regularly new .materials in instructional service$ center (1SC).
12. Read monthly ISC newsletter that describes available materials in center, ar-a professional activities,
- tcaching suggestions, and so forth.
—— 13 Read regularly onc professional ;ournal.
-— - 14, Join one professional organization and rcad\ii.\i publications regularly.
15, Visit classes which are successfully implementng new programs.
16. Attend ‘some local, regional, state, and national conferences (when in the area) of profgssional
——_  organivations.
—17. Serve as an officer in a professional organization.
——— 18. Serve on district committee for curriculum and/or staff dcvclopmcnt proyects.
- 19. Ficld-test recommended new teaching matcerials and methods in classes.
— =20 Contribute some idecas to the Teachers’ Idea Bank at the ISC.
2. Participate as a peet aide consultant.

—2, Paruupdlc in giving a workshop in your arca of expertisc.
— 23 Enroll in formal courses for professional advancement. AN ’
s 24, Other '
Vot You will recene woreport of the rcuulﬁ of this survey A sign-up forer lor various types of in-service programs will he included with the survey
repit
10
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/ Personal Commitment to Professional Growth |

1
I

Use the lists of the various suggested in-service programs and professional growth activities given on the Staff
Development Questionnaire to complete this personal commitment to professional growth.

N ( “.' Large-Group Workshops or Seminar Presentations |

From among the topics that are appropriate for the large-group or seminar presentations, please list five that
. are of interest to you and then select two that you would attend on your-own time and at your own expense.
"Please list the topics in order of preference in the spaces provided below: '

| : )

,

If such large-group presentations cannot be given during regular school hours, 1 would prefer to attend on
Friday from 2—5 p.m. [0 or 6—9 p.m. [5 or on Saturday from 9—I12a.m. [J or 1—4pm. O .

Individual and Small-Group Activities

I am interested in the following activities in the order of preference indicated. (Activities of equal interést can be
given the same preference rating.) ' » _ , : v

Preference /

rating Activity

Visit the mstructnonal services center regularly to examine new materials.

' . \

Joir: a profcssnonal organnatlon and read its pubhcatnons rcgularly : R

13

Attend, at my own expense, local professional conferences.

Serve on district committees for curriculum and staff developm'e;t planning.
Field-test some new materials. or methods, and file report.

Contribute some successful s«ching ideas to Teachers' Idea Bank.
\I

Participate in the Peer Aide Consultant Service, and accept calls from others.
‘ {

Participate in a workshop, aln/d/rcscnt some successful techniques. N \/

Enroll in a professional course. Name course and institution below: /‘

Course: : Institution: i

/

Other: .




. Home phone:

Comments or explanation:

Schoo!:

Name,

Home address:

ZIP:

. 'School addr;ss:

School phone:

Z1P:

Teaching subjects:

Other areas of interest: :

Please fill out and return by

to:

Address:

Name:

79280300 8-79 2M LDA
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