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HANDOUT 1 - o
‘ ‘ ‘P . “PURPOSES AND DESIGN OF THE RUPS WORKSHOP® -

3

The initials RUPS stand for Research Utilizing Problem Solving process.
There are two purposee to the RUPS w’orkshop. One is to try out the steps .
of the RUPS process as' a way of working toward improvements in the classroom,

K 'The second is to try out some ways of increasing teamwork skills.

You are asked to gtart out by pretending that you have~compllebed the

~workshop and have just arrived back at your own school dfstrict. Mrs. Jones
is a principal in your district, She heard that you have just returned from a’

workshop on school problem solving. She believes she has a problem with her

faculty this ycar! She is goirig to ask you to help her work ‘toward improvement

0

1. \in her school problem situation,

. < . L -
N -, — . . ¥ .
.
e

The desxg9 of the worksh?p gives you a chance to try out the Research
. - Utilizing Prohlem Solving (RU}BS) process by going through it step by step

. : as you "help Mrs; Jones'" with her problem. Some of the time during-the ,

8

workshop you will be working on skills needed to carry out the RUPS process.

At other tlmes, you will be working on your actual teamwork skills as you

.

relate to each other in the workshop. At still other times you will find

. ' the purposes are combined as you are asked to look at teamwork gkills while
working on problem solving steps. 3 ' )

-

A
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HANDOUT 2 S .

'RUPS WORKSHOR AGENDA

-

NS '

) 'I‘he RUPS Workshop is dwided into 16 different t1me"'blocks or subsets,’

The titles of the subsets are listed below. Blank’ spaces are provided for
you to write in the date and hours planned to complebe the subset in thlS

Date

. workshop, ‘

Hours
’

-

i -

Subset

~

1. _Orientation .

2. Identifying the Problem

, 1
3. Using Research About the Organization and
Community

4. Diagnosis Using the Force Field .Technique

v . 0

5. - Diagnosing Teamwork Relationships

-

6. f)ata Gatnering Skills
1. éelecting Tools for Data, Collection -
8. Spotting Major ReSsults in Deta'
9. '‘Group Member Ratings

10. The Feedback Goncept

.

11. Deriving Implicatlons dnd Action Alternatives

Y frém’ the Research Findin®s
12, ’ Plé.{!mng for Actic;n
13. Small Gronp’ D&namics
14, . Planning Your Beck Home RUPS Project

15, Follow Thfough Session 1

18, Follow Through Session 2

AY

H2.

~N
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HANDOUT 3
-2

* AGENDA FOR SUBSET I: ORIENTATION ° ‘ -

Objecti\}es:
A

L d

_ . \
. . v

3 R —

To assure that participants have a correct expectation
concerning the dual purpose of the workshop; the hature of
the simulation in which they are to "*help Mrs. Jones;" and

to form the basf® work units of trios and sextets. .
Given the opportunity to discuss and ask questions regarding }
Handouts H1 and H2 and Newsprint Sheet N1, each participant
will be able to correctly identify the dual purpose of the-workshop
and the idea of trying out the problem solving process in a
simulation ‘of "helping Mrs. Jones.' Permanent work units
of trios and sextets will be established. Dates and hours of
this particular workshop will be established.

Introduction to the two purposes of the workshop
Review of the time schedule for the workshop
Introduction to Subset I agenda ’ i
Meet ""Mrs. Jones" _ * - .
Divide into trios .

Trios f¢rm sextets o .
Hear Mrs. Jones again and some of the teachers in her
building - ' -
8. Assessment- -

:“9’.‘":"‘9"5"!’
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3%

. N -

" ASSESSMENT OF SUBSET I: ORIENTATION

.\ - .

This workshop has a dual purgose. It focuses on: {check two)

‘ Regeatch on utilizing problem solving by administrators in
. a variety of settings " - "

.
: N
- %‘ .

Trying out some ways of increasing teamwork skills )

Developing teams of adminigtrators that can function as effective

. units in their school settings,

Solving educationdl problems identified by r.lational research

Trying out a research utilizing problem solving process

Understanding skills needed by a building team "
] ’ /e ) _
N
N ‘\‘ A
’ v

4
b v .
, L] \ ) . -~
¢ ‘ . ‘ *
T
’ [ ( M r N
. 1o 7’ -
| 1.4
- / " <
. b . ,
22
-_— '
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pags 2 K . . , - . ) .
. Answers:
| . C . "o )
: , 1. This workshop has a dual purpo‘se. It t'o'cu\seé on: ! ) - ‘
S : . < ' ' .-
< (wron3) Research on utilizing problem solving by administrators+in a b
variety of gettings ‘ ¢ - 2"\
(This workshop does not focus on research concerning the .
ways that admi@rators generally solve problems. ) ' ©
’ - . ' - - ©
(rightz Trying out some ways “of increasing teamwork skills .
' (You ‘will experience several exercises Yhat>provide an .
. opportﬁmty to increase certain exphmt_teamwork behaviors., J ° Sy

4 n 1

gwrong) meloplnm teams of admlmstrators that can function as effective : -
units in their school setting ;

i (This is nat a primary focus of th1s workshop This workshop

. ~ might aid a team from a particular school building toward )
* . - such a purpgse if they went through the training together. N

N <3 '

But, the target of this workshop is to provide you with skllls

as an individual rather than to train teams as sach.)" -

(wrong)  Solving educational problems identified by national research _
(The parpose is to give the individual a process for /olving R

. . problems in his own setting rather than solving prgblems s .
. identified by research nationally. ) - ' ‘ ‘ I

* ~ .. ’ . .
" (right) Trying out a research utilizing problem solving process S "i

(You will try it out by "helping the prtncipal, Mrs, Jones, - ) '

. work ona problem she has in her school building. " . L i

2

-(wrong) --. Understanding skills needed by a bulldlng team . .
(As alrea noted the purpose is for you to have an ) :

|
e o - % *"opportuni increase your skills as an individual. C C . I|
- Y Understanding skills needed by a team in a school hdilding LT ‘
. : e is not.a primary purpose, aIthoug,h you might get some’ Y |
‘ ) 1ns1ghts about this. ). % _ . .
- L ¥ v ) /
DT “ Con .
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0 ‘', AGENDA FORSUBSETI: IDENTIFYING THE PRS EM .

- . . , ' \ {

. . "
» . . Y

A
N Purpose: =~ "To develoE skills of writing a problem statement and of .
o active lea ning. RS
<, ' Objectives: - Given four guidelines for writing a pn'oblem statement, each .
: ; participant will write a problem stzi[:emcnt responsive to the §
' . ) four guidelines. . . -
. . , . .
v ' - ' " Given a definition of parapb.ksing and an exercise in its use, T
) . o “participants will use paraphrasmg when appropriate as they
) . critique each'other's problem statements according to the four ‘
) ‘guidelines.% Trigs yv}lL also,ctitiyue communication, behaviors .

- 0 used by the group while critiquing the problem statements in ;

v accordance witlythe obiservation instructions provided. g K .

Steps: v 1. _Introduction to Subset IT agenda > '
. —-—B— o . - e;, g N

¢ - R . ¢ - ¥ . [l N ) < e
) . *n 3 b ° . ~
. . . \ . 2 _\§\tydy guidelines for writing a problem stal':ement X »

‘ BWrite,a proglefm statement for Mrs. Jones .
“ L b ) — ‘ ’ .
‘ -t~ . 4. Paraphrase exericse in trios _

2 A B R T ) >

.8 ‘Trio round robip exercise on clarifying problem statements .

“ 6, Assessment . : . . : |
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: i~ ~° HANDOUT 6 4

o :
FOUR GUIDELINES FOR WRITING A PROBLEM STATEMENT

, . . o Tt . ' -
. Suppose that I said to you, "We have a communication problem among our
.« . B faculty., What would you suggest we do about it?" ‘You would undoubtedly :
) wantto'ask mahy questions before hazarding an action ‘suggestion. ‘What ~ -
. . s it that is nQt being commumcal:ed'h»Who feels the need for such
: commun1cat10n‘> Why isn' this communication takmg place? Specifically, who
‘would need to be commumcatmg what to whom to improve the problem situation?
° , e . .
A godd problem %tatemenbmcludes answers to sich quesl:lons Itis a
_ brlef specific state ment about a problem situation. A problem situation
R exists when there is’a difference between the way things are and the way
. someone would like them to be. The word, problem tends to suggest a negative
. *  meaning ‘to most of us. The definition used here ¢an be applied to.situations
‘ ) which we feel neg&tive about. It e:lso applies to situations that are not thought
. o of as negative ones. The situation might be generally good now and ah
' ' accomplighment of a new objective could make it even better. You might have _
i * . a station wagon that satisfies your famlly s bas1c needs and feel that having a

Sports car\oo would make things even better: ,

. .« Using l:he de} nition of a problem situation as one where there is discrepancy
) ' between the . way things are now and the way someone would like them to be
implies that.there are almost always "'problems" that could be worked on.
There are almost always improvement goals in education that we would like
"to be working toward.

g
: . ‘One of ‘the greatest barrieys to working consl:rucl:lvely toward achlevmg
' N ‘ improvement goals is lack of Spec1f1cil:y in stating the problem Compare -
the two following eff\orl:s to state a problem,

=

C L "We have. a comn{umcatlon problem among our faculty."

"We use team teac\:nng in our building. V1rtually all of us .
. involved in teams are concerned that we-haven't given adequate
attention to creating\ways to share innovative ideas across
teams. We need way%s of sharing that don't take up the time of
7 " those to whom a part cular idea is not relevant, but which
. share enough detail so that those who are interested will know
> how to try it out in their own setting." . - .
. LN - \ - . .

-

)

2

The latter statement covers \four points that are suggested as-guidelines
L ) for writing a good problem st\atement. It answers each of these g'u1de11ne
questions “ . -

» rad 4
. . ’ * . l" . c! . . .
'/ r L] . '
} ‘ < \. 1. Who is affected? Members of the teaching teams are affected.
A "Virtually all of us involved in’teams ére. concerned...."
AV lf/.’ ) . C : . ) 33
L Q . :

~

-t .' . ’." IS | . ’ | | .’ .
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‘ Page 2
2. Who is causing it? The members of the teaching teams seem -

to see themselves as mainly responsible. '...we haven't
‘given adequate attention...."

3.  What kind of a problem is it? Note that the reason for the
problem is a lack of adequate means for doing something.
"We need ways of sharing....!

4., What is the goal for improvement? Specmcally how will -things .
- look when the goal has been achieved? In this éase, it has.been
made clear that the goal is not simply increased communications.
The goal is creation of ... wdys of sharing that don't take.up _
time of those to whom a particular idea is not relevant, but which
share enough detail so that those who are interested will know how
to try it out-in their own setting. " )

The most important guldehmfr writing’a good problem statement is inclusion
of a specific goal for improv nt. Two kinds of confusion cam arise when

-you are attempting to describd the goal for lmprovement in your statement.
One relates to the fact that there may be many possible major and minor
goals in the problem situation. It might require rhany, many pages of writing -
to desdribe the entiré problem situation. Describing the problem situation is ’
not the same as writing a problem statement. A .problem statement answers

. the four guideline questions in focusing on one, specific improvement goal
within the problem situatjon. ’ s v

The second kind of confusion arises fromﬂneeding to be specific in writing

the problem statement, while at the same time being ready to change the C
statement any time new understandings of the problem situation indicate that
you“shguld do so. In the early stages of working on a problem, I may have
quite errdneous ideas about what kind of problem it is or what the improvement
goal should be. By stating specifically what I think is the case, I'll know

what to explore. I will be clear about what to ¢hange in the statgment any time
new information shows my initial ideas were wrong. The problem statement
.should be as ‘specific as possible, but always open to change in the hght of new
understandlng. :

Following are some considerations that can help you to be specific as you
respond to the four guideline questions while writing a problem statement:

1. Who is affected? Consider these possibilities before deciding .
* .what you want to say about this. Is it you? Is it one other '
person?’ Is it a small group of people? Is it an entire
organization? Is it the community or society at large?
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Page 3
Who‘ is causing it? We frequently speak of problems as though
they weré caused by circumstances that didn't relate directly

, to people. ThlS is almost never the case. There is almost
always some person or persons who could influence things being
different. Consider the same possibilities as above, Is it
you?- Is it one other person? Is it @ small group of people?

Is it an entire organization? Is it the community or society —
.at large? ‘ « '

! M
What kind of a problem is it? There are many ways to cla581fy
kinds of problems. The followmg consuieratlons may prpve
helpful:, B g-
There is lack of clarity or dlsagreez‘nent about goald'
There i# lack of clarlty or d1sagreement about the means
of achieving goals.
There is a lack of skill needed to carry out a partnpular means.
There is a lack of material resources. °* J g
There is inaccurate communication, -~ >
“There is too little or toq much communication. ; .l
People have a different understanding of the sam -thing.
There is insufficient time'or schedules don't co! cid.e.
Roles are lacking or inappropriate. ';
Norms are restrictive, unclear own m1s1nterpl'«ei‘.ed
There are conflicts of ideology. .z A
There is a lack of clarity or a conflict about d§0181on making,
. e.g., power struggles. R
¢ - Expressmn of feelings is inappropriate or 1n”9.dequate.
- There is conflict related to individual dlfferénces.

f',

~ ¢

What is Moal for 1mprovement? Ideally, this should be stated
so clearly that anypne reading your statement. would know how to
determine when the goal had been reached, It would tell exactly

. who would be doing what, where, how and to what extent. Until

you know where you are going, it's very dlfﬁcult to make and

carry out plans to get there. The more clear _you are about your
intended t#rget at any given time, the more likely you will be to
recognize when it is ad.incorrect target, should thls prove to be the
case. ) e ‘e

Pl

N
v
§
A
¢

-
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HANDOUT 7 ‘. .

INS'I:RUdT’IONS FOR PARAPHRASING EXERCISE o .

~
\

Your trio is to have a 5-minute discussion about the four guidelines for writing
a problem statement. You sho?ld adhere to the following special instructions.
1. Each time you wish to speak, you must first paraphrase what was

said by the person who just spoke.

2. Once you have paraphrased the previous’speaker's statement, you
‘ must secure his confirmation thdt your paraphrase reflected a
y correct understanding of what he said.

3. If he says that your paraphrase was not correct, you must try again
until you get his okay. You may ask him to repeat his statement a
thepn tyy again to paraphrase him. )
1 v/
4,. Only when you are told by the previous speaker that you have é
‘ paraphrased him correctly can you make your statement.

5. The next person who wishes té speak must paraphrase you correctly,
) ‘and receive your okay before he can say what he wants, etc.

- .

Paraphrasing is stating in your own way what a speaker's remark conveys to -

you so that he can begin to determine whether his message is coming throhigh

as he- intended ewording what you heard is not enough. Instead, paraphrasing

should be an exte of the speaker's statement. This may be done by making

a general statement more specific, a specific one more general or giving an

example it suggests to you. Even if your paraphrase turns out to be quite

different from what was intended, you may gain important additional information °
- when the speaker clarifies his own understanding of his point.

- - -

This. exercise ofvéhecking every statement through paraphrasing dramatizes.how
we typically lose track of what the other person is saying as our own thoughts

* wmove ahead. It indicates the extent-of our failure to work at understanding
others. This exercise also shows that trying to paraphrase every statement-
is impractical. The most useful approach is to be continuously concerned
about how accurately you are understanding and to use paraphrasing when you

have reason for doubt.. S,
» " »
. \\ , =r

v
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INSTRUCTIONS FOR TRIO ROUND ROBIN EXERCISE

The Task: Help each other clarify and improve your pfoblem statements,

The Procedure: Round Robin of iree roundg. . *

i. 1In g_a_c_ll round

One person will ask for help to elarify and .
improve his statement. He is the HELPEE.

- One person will assist the helpee with hls task.
He is the HE LPER

/
i

3 ‘ ) One person 11 watch the interaction between the
helper and the helpee. He is the OBSERVER.

2. In each round, you will be interrupted twice. -

Time will be called after 6 to 7 minutes. You
will be told what the observer was lookmg for.
The observer will give his report and all three
_members will have a chance to discuss it.

. Time will be called again 7 to 8 minutes later.
At this time ‘the roles of helper, helpee and
’ obsdTver will be taken by different persons in
- , the trio and the above prpcedure W111 be repeated
. The procedure will be Tepeated a third time to’
. complete the round robin. Each of you will have
had a turn in each role of helper, helpee ‘and
observer. . . o




’
S
]
.
. .

v

H8

The program diagramed: , ' . Page 2
R - )
ROUND I: 15 Minutes ROUND II: 15 Minutes
¢
Ah_' - .
A*/ Helpee - ’ ( A; Observer

(7- to 8-minuté _
.report and
discussion)

(6t 7
minites)

Ly

S

C: Observer ) . B: Helper C: Helper-ee— (6 to 7 —»=B: Helpgg,
* (7- to 8-minute ' minutes)
~ Yeport and . ' '

discussion)

) \

f g
ROUND III: 15 Minutes
’
, Y
- " ‘A:. Helper
6to 7. -
minutes)
{ * 3
I-]
‘ ‘C: -Helpee B: Observer
. . ’ (7- to 8-minute
' report and
discussion)
- -
The trainer will call time after each step.;
o ’ ' 38 ,
20 :

/l.
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H12

<ASSESSMENT OF SUBSET II: IDENTIFYING THE PROBLEM

the following questions. <{(check four)
What is the problem siwuation? ~_-
‘Who is affected ? ‘ .
pxactiy what €s wrc;ng ?

How did it become a problem?

How did you discover it?

Who is causing hY; .
) .

Paraphrasing is: (check one) R

H

’ Quoting as nearly as.p'ossible the person who just _spoke

»

.
&

. -

The four guidelines for writing a prpblem statement are to .answer four of

What kix?d of a problem is it?
Who should solve it?

y -
How can it be solved?

How many goals are there?

i

) J * y
Interpreting the mee}ning of the person who just spoke
Repeatiné in your own words the person who just spoke o

Tt{e,reason for paraphrasiné is .to: (check one)“

What is the goal for,
improvement?
=

How will you measure cha;lge?
[

L4

C i Share your in;érbretation of what the other persqQn°meant
Be sure you understand 'what the other person meaht

:" Show that you are listening to the other person °
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? . o 7 , . ..
Answers; L. . N

4 v

1. The four guidelines for wi'iting a problem statement are to answe? four of the

follc;wing guestions. - ) ]
(wrong) What is the problem situation? ’ *

(A problem statement is‘written about one of a number.of
possible goals in a prolem situation.) °

~ (xlght) Who is affected ? .
— ,
(wrong) . Exactly what is wrong? ) ° . .
. (This will emerge from cotitinuous diagnogis. )
K \ ' N s . N : .
+  (wrong) How did it become a problem? ; ' < b
(This qgestion may or may not be relevant.) . R
(wrongz) How did you discover it? o .«
; * (This question may or may not be relevant.)
. .(right) - Who is causing' it? a . . )
(right) i What kind of a problem ia it?. o
. . . . . “4:\ / . .
(wrong) ‘Who should solve it? o ‘

(This issue must wait for diagnosticwork to be done.)

(Wrong) How can it be solved? . e~ .
- (Questions about solutions come much later. )
’ s
(wrong)  "How many goals are there?,”"" ~ i ot
’ (A%roblem statement zeros 'in on.one goal.)
) A
(right) - What is the goal for improvement?
! L d
wron How will you measure change? , * P

(This should emerge from diagnostic work.)
- )

y

®

2. Paraphrasing is:

wron; Quoting as nearly as possible the" peréon who just s'poge. .

(Quoting'.zord for word may _riot invite an exploration of
meaning. ) : '
Wro Interpreting the meaning of the person who just spoke.
) . . (Paraphrasing is an attempt to repeat rather, thaf interpret,)
(right) . .- Repeating in your own words the pérso°n ‘who jlist spoke.
46 . “ « T ,
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Answers : (continued)

3. The reason for paraphrasitig is to::

‘qung)

(rightz
(wrong)

) . H12
\ . Page 3

-

Share your interpretation of-what the other person meant.

(You should be seeking his meaning rather than your
interpretation of it when you are paraphrasing.)
\

Be sure you understand what the other person meant,
1 -

Show that you are listening to the other person.
(Showing that you are listening is not the same as
checking to be sure that you understand what you are,
hearing as the speaker intends it.)

"y .
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! AGENDA FOR SUBSET III: USING RESEARCH ABOUT ORGANIZATIONAL
' AND COMMUNITY CONDITIONS .
e ’ o NG
[ (N « : . .
1 Purpose: To enable the participants to undexstand the use of research -
' ' as a basis for problem definition* and‘clarifteation.
' M —.— ' g /
- Objectives: _Given a set of research findings on organizational and ’

community conditions and supportive trio relationships,
participants will rewrite problém statements incorpdratfng
. added insights gained from the research. Trios will .
’ . ' critique. validity of these insights. They will also critique -
. . use of helper and helpte behaviors in accordance with
observation guidelines provided for this purpose.

=7 Steps: i ' 1. Ir;,troduction to Subset III agenda_

2. Listen to tape of Mrs. Jones and teachers

v

¢ 3. Read research concérrdng' c‘lass-room conditions
Yo -2 IListen to tape of Mrs, Jones and teachers again
‘ 5.  Rewrite problem statemgnts
, 6. Instfuctions for fishbowl trio round robin exercise
.
’ ) . 7

7. Trio round robin exercise ! )
- * I8

8. Assessment

#e

o~ . \( . N

v H13

A
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, : ‘ . HANDOUT 14" .
' ORGANIZATIONAL AND COMMUNITY CONDITIONS WHICH
INFLUENCE THE LEARNING EXPERIENCES OF CHILDREN

———- v

.’

' ’ - Those Who Influence the Direct Workers ' <

]

Al

What actions of tile principal facilitate or inhibit innovativeness of

] 'té‘:;.ch.ers: ? Chesler and Barakat t‘eported: .
...  teachers who, seeThei} principal as exerting .substaatial
S upwards influence with the superintendent.and minimal
" downwards influence on the local staff are most likely to -
-tnnovate. Some guarantee of professional autonomy in .
the form of mediation of external pressures and freedom

‘ _ from jgternal pressures may. be at work here.

Principal-staff congruence on professional matters seems to
®  be relevant for staff innovation and sharing .... ’

" - ¥ ’
.oo the pri}lcipal may be more facilitative of professional ..
. ‘ - 3 . growth by his indirect efforts at encouraging a supportive
' peer network'than by direct efforts at stimulating teacher

% change. 1 .

How ddes the position of the teac}ner in the informal pattern of faculty

~
relationships influence innovativeness in her classroom? Chesler and Barakat

Yo" 6
~ - ?%:"

. also reported: . . . . o

* . ... teachers who [perceived] themselves in the center of
staff clusters appear to innovate and share more often
than,others, while tegchers who place themselvgs on the

. . periphery of such clusters are Teast likely to innovate and

. ~ + sghare practices.2 ,» - ’

-
- .

Those W(ho%njﬂgenbe the School System as an Organization

-, . . In surveying a number of ease studies of change in educ;ation, Mgckénzie3

. noted influence sometimes 'W)_;ﬂqs from superir{téndents, boards of education,
@ | | |

- . « .
e . 55
-
; .
.
. . ']
.

4
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' ' - ., ‘
citizens, state legislafures, state departments of education and state and )

B / ' . ’ ' Lo |

federal courts. L . Lo < ce e -

1y . s

- e . .
How much influence in the orfanizational structure should the teacher °
I3 - . . <.

. . _ . SR et ‘ ' " gib :
/ : “ have on the curriculum in.order to share innovations? Lippitt and colleagues “ %‘;‘3} ~

ol

reported: *o . .

. if teachers believe that they have influence, they are -
Sl ~ likely to feel it is worthwhile sharing-information*with L.
o their colleagues. However, if they do not belieVe. they ‘ \)
o . have influence, or. if they are alienated from the, social
o system of the school » then they are likely to feel there
* . ‘ is really no point in sharmg because no one will listen.  »
‘ ~ Thig observation is supported by data that reveal that -
4 @ teachers who are seen by their colleagues as influential, -—
) competent and enthusiastic about teaching innovate and*
share more than teachers who are not perceived in this
way.

1Y
-,

' ] . The objective structure of the school seems to have a .
different effect on adoption than on ingovatiog. In those \
schools where the communication structure was more A )
hierarchial (sic), teachers adopted more often than in *
schools with a diffuse structure.

On the other hand: .. ! .( )

1
. / In those schools where the communication structure was more
“ - ~ spread or diffuse, and where almost everyone was linked to ' N
e , someone, teachers innovated and shared more than in schools
wi{;h hierarchial (sic) or nondiffused structure. 4

«

Are pupils' perceptions of parental attitudes toward school important?
Fox, Lippitt and Schmuck found:

Indices for parental support of school, self-esteem, and

-

’ . ' attltudes toward school show that pupils who view their
" . . . ;iarents as supporting school have higher self-esteem and )
] . more posu:we attitudes toward school than pupils who,v1ew
NN % . less parental support of gchool. 5 .
- @ — :
. . 4 -
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Do all the various important reference persons in « child's 1jfe have

influence on hid school Behavior? Jung reported the perceived "messages"
from others about how to’behave at school combine to relate significantly to
. . e .

_ observations of the socioemotionally handicapped child's positiveness in + )

. . ’ 6 ) i
relating with teachers and peers in the classroom, '
A ;

kY

Are there different reference groups within a community which influence

-

the socialization of youth? In 1962, Logan conducted a study in a middle-sized

[y

city in which key influencers of youth programs were identified and interviewed.

)
-

He reported: ‘ ~ K
... agreements of -division of labor, perceptions of goal
s1m11ar1ty, and reports of commuhication patterns indicabe
a meanmgfub structuring of the youth development corgmumty

* idto four subparts. These include organizations and ind1v1duals
whose youth development tasks are:

1. Therapeutic Sexvices, Law Enforcement and Social Coritrol
" 2,  Tormal Education . <
3. Economic Integratlon
4, Religious Development Becreatlon, Leisure Time
) Actxv1ties7 . ' ',
M e(kJ - v(
Logan found: *“Beliefs about best ways of working with children and
.yo’uth differ afaeording to which youth development area'one belongs to." He .- ’
found further:- , S ' o -

T Some youth behaviors are positwely valued and viewed as
worthy of support; others are disliked and ones we would
like to change, There is a f4ir amount of agreement in the

. - 'youth development community that work achievement
behavior (ambitious, gobd workers, striving to do better)

and social relations behavior (being cooperative; getting

. -along well with others, : respecting others) are the most
\ - desired behaviors. Ther¢ is gtronger agreement that )
« = the most disliked behavior, or behavior that most needs ‘

changing is social relationships behavior (disrespect for.

i

]
TN
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. ‘ “

others, dxsrespyét for authority, misbehavmg legally, .

\  being poor citizens). The different subparts have .
different views about this. There is a genera1 agreement o, .
in the commufiity that the family is a primary source of .

" the development of positive youth behavior. There is \ .

' much stronger agreement that the family is the source , ‘ v
of negative youth development 8

How adequate is the training generall& available to tHose who, work with

. . b L
youth? Morse, Dunn and Bloom?9 found that teachers! resnouses concerning
their orientations foward working with youth ;ere not significantly i‘elal;ed X\
to reports of their pupils, "or reports of trained observers, as to how they N
34 %

-dctually were working with youth, JunglO found no significant r%lationship

’,

between teachers! awareness of 'good classroom group dynamics" principles.

" and the extent to which they prac’ticed.tfmese principies in their classrooms.

P Y

Knowinp;' and believing is.not the 'same as doing!

»
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i HANDOUT 15

v

“—r  FISHBOWL TRIO ROUND ROBIN INSTRUCTIONS

¥ »

One trio works in:'the center while the other trio forms an outer circle

. to obéerve them for the first 15 minutes. Each member of the center

©

trio has 5 minutes to g,et help from his other two trio members on improving

hlS problem statement Members of the outer trio observe Accordikk to the

an

instructions on Handoyt 16: TRIS OBSERVER GUIDES.

At the end ofﬁthe £irst 15 minutes, the workshop leader will call time.
The outer trio will report their observa:;ions of the center trio;lall six will
discuss the reports for 15 minutes. The workshop leader will call time again -
at the end of this se(‘:(.)gnd 15-minu,te period. ’ -

The trio that has been opserving and repori;ini; will move into the center

for the second round.” The original center trio will move to form:an outer

jrcle as they become. the observers. With the trios having reversed their
rocedure -of the first 30 minutes is now repeated.

Before beginn all six should take a minute to look at the behaviors
listed on Handqut'iG. Thes e the behaviors which .observers will be

-

watching for and reporting on. . v -

(
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. ) Y o !
There are three observation guides below. Use a different one every 5 minutes. Coordinate with the other trio ' members

.

N ) ‘

HANDOUT 16

-
TRIO OBSE?VER_ GUIDES

~-

so that each will use a*different guide each 5 minutes.

Observation Guide 1

Observation Guide 2

o
Observation Guide 3

Observe the Helper

Observe the Helpee

Observe Interaction

- .31 R

Note exhcetly what he does and
what he says. *

Is he paraphrasing to
check if he understands
the helpee's meaning ?

Is he asking for clarification -

and illustrations?

- Is he asking the helpee to be
\_ more specific? :

Is he directing and
redirecting analysis by the
helpee rather than doing the
job for him?)

Is he being suppertive not
just being "'nice'"?

.7

«

Note exactly what he does and
what he says. .

Is he indicating how he
wants to he helped ?
(e.g., argue with me,
ask me questions, tell
me what you have heard)

Is he being clear?
'Is he letting the helper

know what he wants in
the way of help?

.

Is he letting the helper
know when he has been
helped? When he has not
been helped? In what
ways he has been helped ?

NlN‘gl:e exactly what they do and what
they say.

Note when either the helpee
or helper does or says things
that cause the other to become
more active and involved.

Note things that cause either
person to'become less active
or withdrawn. .

Notice verbal and nonverbal
clues for helping or hindering. -

Are they following and building.
on each othér's comments or

are they jumping fromtone topic
to another? '

91H
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| . R
. ASSESSMENT OF SUBSET III: USING RESEARCH ABOUT ,
ORGANIZATIONAL AND COMMUNITY. CONDITIONS

5

. 1.’ A good helper behavior should: (check one)
‘ Take over when the helpee gets stuck
_____ Support the i'xelpeéi:8 By being "nice" at all times
- _____ Ask the helpee to be more specific
2. A good helpee behavior should: (che‘c?k one)
Have thé helper show you \what fo do
____« Avoid arguments with the helper s

. Let the helper know whel)) he has and has not been helpful T

8 . )

‘) -
5. ’
!
. ’ ) ) i
- . ' .
Fd N ’ 4
i - [4
3o “ ’
. ‘ L[]
. { v ,
r' ’
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o ' ‘ |
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HANDOUT 18

-

*‘ AGENDA FOR SUBSET IV: DIAGNOSIS USING THE FORCE FIELD TECH}‘HQUE
. - A .

¥
?

Purposes: . . ;‘;I‘o' proyide an opportunity to study and practice the principles
) and techniques of the force field method of diagnosis.

To make an initial presentation of the RUPS model.

.

Objectives: Given Han({mt 19, "The Force f‘i.eld Diagnostic Technique, "
the participants will produce a force field for Mrs. Jones'
, problem and compare Mrs. Jones' force field with theirs. s

Given a model of the Research Utilizing Problem Solving

(RUPS) process, and a case study in which it is utilized,

participants will review how they are applying the model in
~ ""helping Mrs, Jones." ~

Steps: " 1. Introduction to Subset IV agenda

. - 2. Learn the foree field diagnostic technique
' . ’ 3. Write a force field for'Mrs. Jones' problem
4. Discugs Mrs. Jones' force %ki
5. Study the Research Utilizing P.roblem Solving model_

"6. Read a case study of the problem solving process _

. ’ 7. Assessmeént
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’ HANDOU'T 19-

THE FQRCE FIELD DIAGNOSTIC TECUNIQUE - -

» 4

‘A problem situation exists when there is a difference between the way °

4 -

things are and the way someone wants them to be. ‘Kurt Lewin borrowed a .

- [y

technique frorp the physical sciences and offered it as a way to understand .

a

social sq:ience problem situations. It is called the ferce‘field diagnostic Leehnique.
’I:he iden is thqt‘&n;-social/psychological sitti;tion is the wey ‘it;is at any giVen
magment because sets of cbunterbalancing forces :are keeping it that way. .

For example, let's look at the amount of mo‘ne>y’l a‘r:l :f{)t {o earn next v;eek. .

N .
Let's say it is apt to be about $200. 09. - There are factors, or forces, in my

life that niight cause me to earn rhore than that, 1 have some debts that I'd

’ v

like to pay off. My wife wants a new dress. I have some skills for making’

: -~
extra money as an entertainer afd as a consultant on teacher education. On

the other lgmd there are forces agalnst my earning mong “than $200.00 next

week, 1'11‘ have little time or energy next week beyond the 50 hours demanded _
> .

. by n;y job and the time I promised to spend with my kids. There.is also a

possibility that forces might cause me to earn less than $200. 00 a week. Mv
extra work might cause me to. become seriously ill and have-to miss my ;

regular job, thus reducing my incq’gme. .

o '

" In the force field diagno%tic technique, you start by writing a f)roblem . f

statement at the top of a page and drawing a,line down the middle of the page.

v, “

The line down the middle represents the way things are now., Draw a dotted . '

b » \

line down the right hand side of the page which represents how you would like

~ \_,, \
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‘.’ things to bes For example, if I wanted to earn $250. 00 next week instead of *
) A ’ - ’ 4
my usual $200. 00, I would begin to write out my#dorcc field diagram as follows.

Problem Statement: I am causing myself a problem.becaise I want to"'change
miy earning gbal; for next week from $200. 00 to $250. 00.
Opposite . ‘ .

of - e . .-

Goal . . Now : Goal .

. ‘ : [

it . i °, -

| Forces For My.Goal ——s» | -«——Forces Against My Goal J_

K ' , o
. e . . |
= I ® + x . Ql
[+)) . )] [+))

Q| : o o
S . - B , 2
% | R ‘ Ed
[)] ] [)]
=] l © <} dl
(=] [ = = v (=] *
mn o ¢ n
Lol | N - N|
A & . > <4
| I
« & . .7 I
. . - R - .

| . L /

Next I would write down all bf the impgrtant forces 1 can think of that could
help push me toward achieving my goal. I write these on the left side of the
diagram with an arrow from each pomtlng in J:he dircction of my goal I wtite
down forces pushing against move'rpént toward imy goal op the right side of the
center line. ’ . CT - ‘\

Opposite ] ' ) - )

of, ' - ) :

Goal .o Now ; ‘Goal
v l Y " ', V!

Forces I‘or My Goal-a— -a—Forces Against My Goal f
8 | 1'd like to pay off some debts —>.§ —= 50 hours demanded by my job '§|,
g @ =zl E]
% ! My wife wants a new dress —m ‘g 2 'Iime promiged to my kids %1
2 | . ) o ) gl
3 | I have skills for making extra s § ’ %l
- - : N
. &, mone % »
T < 5,
K ' ’ : ' . 72
. 36 ;
. , i ) p .

AU
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‘ - Now you try an example. Suppose you accept a goal of. losing five pounds

during the next two weeks. W;'ite out a force field for this goal below. Write
out a problem statement, the forces for a:nd the forces against. Then go to

the next page of this handout. .

|\

Problem Statement:

Opposite
of
Goal N Now Goal ",
! |t X
[ Forces For — = | ««——— Forces Against [
| \ .
I S
' l
« N ] |
. ’ | ; |
. l : l
P |
. ' l M
g - ~
A
A .
| |
. | /4 l
g . I
2 P L
| : ) |
I I’
. | .I
| ) |
, | - ' |
g ’ L
- I |
| ) ‘ T
@ | o | ,
| | | 3 S

LW

-1

-3
_— = GO




Your force field on losing five pounds during the next m‘weeks should

look something like the following illustration. -

Problem Statement: You set a goal for-me to lose five 'poifnds during the-next

3

H19
Page 4 +-

c

E4
&

"

3

two weeks.
‘ Opposite . .
of o "
Goal Now Goal :
2 . T :
—‘! I Forces For"——-‘_l-» -s—— Forces Against ! ; ‘
o | . 0
g |- Ttend tp bea light ———» -k ['m presently about three ' g
o | -weater pounds underweight l's .
& I , | &
% 1 I want to save some ——m- %7 -= [ don't want to accept I % )
o mone s o this goal 1@ \
Q w . Q
2l weare visiting my ——s» 5| <=My mother-in-law will I 5
&.g | mother-in-law this § be unhappy if 1 don't eat - | -g
. g | weekend and I don't o " well while visiting her | 2
2| like her cooking - = | &
¢ : 3 P&
5! 2 B
? . = o !
2 - | B
—t I - | =
3 S-S
| . A | =
1 R i
- 7’ Of course, the forces you wrote down are apt to differ from the ones in this
) . , -
- {lfugtration.. The importdnt thing is that you understand the teghnique. Here are
some guidelines to help make the force field diagnostic technighe a powerful one.
. 1. Be as specific as possible in the way you write each force. -
Don't write things like, ""poor communication." Write, "Sally- .
- and Martha don't tell eath other their reasons fox‘qlsing different
’ ,instructiohal materials.' Forces are stated most helpfully when
. . they are written so that someone elge reading them would know
: . - »
' K 74
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v of what is involved, in each force. <

2. Try to state discrete forces rather than global ones. '.A' force often

.
-
°

P . > e ,
can be broken down into further subparts. TFor example, a force

such as "I find it hard to lose weight," might break down to three

’e . — - ‘

i

more discrete forces as follows:.

~

"I get a“headacli.e'whenl skip a meal”- -~

"My wife often serves rich desserts"

“#__ ___  "Television ads get me thinking about eating
in the evening '™ ) ' . ‘
. - . .
Sometimes, you can think of ways to break down a force into

—_— >

more discrete subparts by consi'de'ring the forces for and

agai-nst changing a force that you are considering!

o

3. Thinking about categories of forces can help you think of ones

you might ofherwise overlook. Consider catpgoriés of forces

in each of the following: -

Yourself: "I get a headache when I skip a meal"

s

Other Individuals: "My wife often.serves rich desserts"‘ -

Groups: "We often share materials )n our department'

Organizations: 'The district gives salary credit for this training"
Py s .

Society: "Television ads get me thinking about eating"

. i Page 5
“who to go to and what to ask in order to get a filler understanding

£

PR




< @ —_
g . . H21
’ : - HANDOUT 21 .
‘ ) . St "
. /’ RESEARCH UTILIZING PROBLEM SOLVING MODEL * )
“SCIENTIFIC <@ = ~=Mmay draw ofl= — = = — - TTHE PROCESS~ - — = may drgw ONe = — wKNOWLEDGE
' KNOWLEDGE ’ ™ OF THE
. o .EbucATIGNAL
ﬂ . . SETTING
(] ) )
. 0 N E
. . § Identificatjon of a Concern 3 \
. 8
. , ot
§. ﬁ % =z
=
e g 1 o Diagnosis of the Situation /. 5 E
R . Theory —» g ‘g / \ E - [P riority
% 2 . l 1 o) S | of Needs .
N Z Z .4 )
] 7] Q
Researéh ) B ‘ = Wy Resources
coa Z ™ « o = E -
Fmdmgs‘ & O [—*{ Formulating Action Alternatives|-e—— 3 8
) o - 2 £
_ Methodologym E -l & . B |- by j=Existing
@ = . 18 2 | mnovations
vl o € ) .
) (& ‘ - )
s Feasibility Testing of Selected
& Alternatives, Including Training | g
. Q . and Evaluation t

Vot

Adoption and Diffusion of Good
Alternatives

.- . / ,
* May Result in New .  May Resulyin New

Scientific Knowlédge ~Knowledge of the I
- ) ‘ - - Setting

*Jung, Charles and Ronald Lippitt. 'The Study of Change as a Concept--in Research
T Utilization.” Theory Into Practice, 5:25-29; February 1966,

O o - . C 77
- ERIC R ' i _ ’ i .
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A CASE STUDY OF THE RESEARCH UTILIZING PROBLEM SOLVIl‘IG PROCESS

° ’
B ,

Suppose that a teacher’ came to you and said, "The group of children that

I'm working with this year is very difficult. Thére is one child in particular

who seems to cause the trouble. Do you think[ should remo‘ve that child from

N\

- headache. Dp you thinkI should undergo brain surgery%" The docton

the group? -Do you believe this might sohve my problem?" You would need to ask

many questions of this teacher in order to be helpful. This situation can be

cofnpared toa patient 'who comes to a doctor ‘and says, ."I have a terrible

¢

.
-

naturally would conduct a careful diagnostic examinatio’n. before even considering .

what aétion to take. R ) o .

- In bath of these',p_robleu‘i situations, someone has jumped dire,\ctly.frot.
i

problem to considering a plan of action. The real problem in both cases is

» -

that several 1mportant steps in the problem solving process have been omitted.

- Thisg paper will review those stegs and give particular attention to the force '
L e
field technique of diagnosing a problem. — , "
[ 4 ” o " -

. - . ®

3

”

Action-Research Steps of Problem Solving
\.‘

. 0%

1. Idenﬁiwng the Problem: Wh.o is causing it and who is affected o s

by it? ‘What speciﬁc goals WOuld be needed to resolve it? What

0

- kind of a problem is it? For exatpple: &,
, - SELF: ’ Conflict of values and attitudes; my.lack of
. . ) skills; my inability to express feelings;
v ) © 7+ . adifferent perception " - '
- - - & w
- o * ‘f' - ' .
- v ! .
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‘OTHER: : Lack of understandingor skills;
. ——~ unwillingness to use his resources;
' ‘ conflict about values and attitudes

* .
ORGANIZATIONS: Lack of communication channels,
g .scheduled time and resources;
. lack of clarity, about membership
s ' ‘ - roles, and norms; power conflicts in
. ) decision making; iack of support for
innovation ,
. , \S?,CIETY: ) Conflict between community and
ot ) s “ . . school values; lack of ‘clarity : about
©o goals; other structures in conflict
with school structures _
C

- " What sources from research information would\be needed to define
. ' more clearly the type of problem and the vahdity ‘of goal solution?

2 Dxagnosingthe gi:oblem Situation Once the proble has been clearly

stated in terms o goals to be attained, one should identhy the forces

N b f R t
‘ pgratigg in the sltuation which tend to push toward or against a
© particula goal As the true forces are identified, it often becomes

clear t the goals which were ﬁrst thought to represent a solution

l

are incorrect or inadequate. New goals must be stated and new forces

e

identified repeatedly as one works toward resolving the problem.

%

»

ll)ibfg'nosis isa cbntimxous part of problem solving.

|
LY

3. Considering-Action Alternatives: As diagnostic work progresses, a

CI/ ‘range of action alternatives should emerge. Each should be

ACUE ( . ' ! considered in relation to. knowledge of the forces operating in the
. * - ’ ' & . . «"‘. ) ¢ ' .
.o * - problem situation. If one or some combination of the ailternatives is
:‘ ‘ ' tried, what will happen to the forces pushing toward or‘ away froma

-

particular goal? How will the forces operate to influence the success

LT or failure of a trial of a. particular action alternative? )

o, . ‘ i
{Jn Q . “ ) . : v ' 80
.

i
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-

Trying Out an Action Plan: At some poirt, one or a combination of the -

action alternatives will be atternpted. As‘the attempt is made,
g (3

information will be needed to assess whether the're is movement

.

toward the goe.ls. This includes discovery of the forces that are

changing to understand what ig accounting for moévement, or the lack
- o, s

-

. of it. Such asseesment provides both an evaluation of progress and

-

a new’diagf‘nostic picture. It clei_rifies the next action steps which

&

need to be taken,. It also may identify additiopal skills which may be -

needed in order to move ahead. This latter type of information should

. L]

be the basis of inservice training closely reélated to any action program.

b d -
4

Diffusion and Adaptation: Information gained'from action experience

-

in dealmg with a problemv should be shared with others who face

srmrlar problems. Informatron to be diffused should mclud;gclear,

- speeifi’c problem statement; the forces involved in the problem

. . s . ‘
situation; a description of action taken to change the forces; results

of action including failures as well as successes; special problems

“that were encountered; :'«mgi'sgecial skills that were needed to'carry out
" particular actions. These kinds of ifnformation make it.possible for
persons in another setting to adapt elements of what was tired tQ their '

.t ® .
own diagnosis of their particular problem situations.

Continuous attention to diagnosis is the cornerstone ef the action-research )
L3 4 - T :\ i ’ ’

steps of problem solving. ‘Without complete, accurate diagnosis, problems in -

youth work tend to rﬁultif:ly. Fads are accepbe'd which Eion't; really fit the local -

.

4
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¢

situations where they are applied. Potentially good solutions are abandoned

without realizing the slight changes that would make therh work. Decisions are

made, on the basis of peoples! ability to argue, or on the status of their
’ ’ .

_positions, rather than on the true facts of the gituation. Helpful innovations in

4 -

youth work are red1scovered and die repeatedly without being effectively shared

T

because people dor't know what to tell or what fo ask.

There are probably several reasons why good dnagnostig work is not

£ ~ [

carried out very activefy by’ people who work with youth. One is that it is

-

-~
7
4

‘comparatively dlfflcult to identify clear goals in helping youth to grow. An

engineer can make accugate estimates of the kinds and quantities of materials
> £ ,
) /
he needs to build a power dam to produce a given amount of electricity ina

“certain setting. It is vastly more complicated for a yout‘h worker to estimate

the kind of experience that will help a group of children develop a trait, such
as interdependence, appropriate to their innate abilities and the probable

opportunities of their life setting.

-
s

.

It is often difficult to g'et accurate information even when goals can be

stated clearly in work w"ith youth. The medical doctor listens with his'

»

stethoscope, views with his X-ray machme and analyzes with his chemical

and electronic equlpment; Youth workers are only beginning to be prov1ded
with” tools developed by social scientists to gather relevant diagnostic data.

TheSe include senmtivit‘}r to feelings, inner values and attitudes ways to’

learn 6f the pergept%ons 'people ‘have of each other; and the norms which operate

in éroups to influence the hehavlior of the individuals in them. :

|

- 8

-~
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C Fegde
An especxally 1mportant barrier to becoming involved in good diagnostic

-

work is simply the lack of awareness of the importance and satigfaction of such

e

an effort. ~ Spending time gathering infarmation, thinking about it and planning on

the basis of it is hot a traditional bart of the youth worker's role. There is little

L}
[

support or reward for time which is not sf)ent in carrying out action or for

time spent in working directly with youth or in carrying out administrative

detai}s: ) ot

< ]

s

Force Field Tecl;‘nique for Diagnosing a Problem-
=X -

To uge this techhique, one must first state a problem in terms of a clear

t - L4 ]

usged to illustrate the technique, Mr. Smithis a

youth worker who states his problem as follows:

As an adult working with a group of youth, I'm concerned about
developing interdependence between us. 1 don't want the youth
in our group to do things just\because I suggest them. On the
other hand, I don't wan them to reject ideas just- ‘because they !
come from the adult. I have a
open and active in crltﬁizi whab they see as helpful and
nonhelpful id my suggestions and of\seeking my reactions to
" theirs.

Lt

Mr. Smith now is ready to write out his\ﬁrst force field. He takes av

~

blank sheet of paper and writes the general natu re of the problem at the top.

!
He then drgws a horizontal line acrou_-j the top. On the left side of the line he

N e

,wrltes the words ''forces. for mterdependence." On the right side he writes

nforces against interdependeﬁce. " In the right margin of the paper he writes
the goal which he has specified for his problem, "'open and active criticism of

ideas between the group and me. " ﬁl the left margin of the paper he writes

the opposite of his goal, "no criticism of icie?:s between the group and mé.‘"

. - &x\f
83
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Now he draws a verticaffline down the middle of the page. This line

N N

Y

represents the way things are at the moment with regard to open and active
* criticism between him and the grotp. Things are the way they are at the

moment because there is a set of forces pusking from the left toward open
° -

and active criticism :nd an equal set of forces pushing from the right against
openness and activeness. ¥ the forces on the left become stronger while those

& - -
/on the right stay the same or get weaker, the line will move toward the \ -

-

right--toward ntere openness and activeness, Mr. Smith now must write out

what he believes to be the important forces operating in this situation.

Diagram I presents his first e¢ffort at writing out the force field.

@

- . DIAGRAMI. -

- . il ?

Force Field No, T - Interdepex;dence Between the Group and Me

1

forces FOR + - force;/hGAINST ®
‘ interdependence interdependence
Opposite ~ @ 1 : Goal

o

of Goal .
youth want-to try< Jouth afraid their ideas -
their ideas will look poor to others _
° .
@ .
“{ No Criti-| youth want good ideas outh used to letting adults | Open and
{cism of from adults ) tell them what to do Active
Ideas S . ‘ | Criticism|'
Between . v of Ideas
U adults: want’youth. to : Iyout:h afraid to criticize Befween
question and criticize adult openly . | Us
T | z
BRI 2adult frequently 7 judgmental
A in his criticisms ‘
? “ ) g ® .
< B -'
Lot A 84
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second greatest amount of movement if changéd, and so forth., Second, he

' ] H22
’ Page 7

[}

‘Mr. Smith wasn't very satisfied with his first effort to draw the force

field. He suspected there were additional forces other thgh the ones he had

thought of, During his next meeting with the youth, he rai

how people felt about discussing each other's ideas. He asked specifically for
their reactio?s to some of the ideas he had recently suggested, He especially
asked them to share their reactions. However, ey seemed reserved about

giving them. Later, one of them told him privately, ""We just don't talk

_ about that with adults. I would have said some things, but the other kids would

have thought I was being an apple polisher. " “

A ’
'

Mr. Smith believed he had learned ‘two things from the discussion. One was

L]
-

that an additional "force for' was to actively ask the youth for their reactions.

)

“Another was that there was some kind of norm among the youth about not

%

talking to adults in a way that would be seen as "apple pohshmg,,&" This norm
appeared to be an important "force agamst. " He thdught maybe the peer
leadership of the group was an 1mportant "force against" which was affecting '

‘

the way this ng{rm operabed in the group.

In / iagram II, on page 86 Mr. Smith has added these three foroes to the

- force field. . N

After adding these forces he began to do three more things with his force

field. First he ranked all of the forces in berms of how i’mportanthe thought

they Eere in trying tofeQange the 31tuation. He put a number 1 by that force

ﬁeld e believed would y1eld the most movement toward the goal if it
% 4
could be changed He put a 2 by the force that he thought would result in the
/ &

¥

v

. R . '
85 Ty
: . B ‘ .
. .
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adult actively asks

for youth reactions

S

dalt frequently judgmental

in his criticisms

youth have norm of not

talking with adults

’

peer leaders support norm

of not talking with adults

. s Page 8
DIAGRAM II’
‘ < f
Force Field No. 2 - Interdependence Between the Group and Me
forces FOR forces AGAINST *
7 interdependence - interdependence *
10pposite -
of r()?roal ) . Goal
- youth want to try | g?0uth afraid their ideas
their ideas will look poor to others
: .
youth want good ideas - auth used to lefting adults
from adults tell them what to do
I No Criti- 'r Open and
cism of »- - Active
Ideas adult wants youth to ° outh afraid to crit/icize Criticism
Between | question and criticize adult openly ' of Ideas |-
Us t ‘ ’ ‘ Between
Us

rated each force in terms, of how easx he thought it would be for him to

brmg about some change in it.

N

-

¢

He gave each force a ratmg of hard, medium

or easy. Third, he agambrated each force, thlS time in terms of how clear he

was about whether it really was a force. Was he Just 1mag1ning it to be a force,

I

or was it really operating? He labeled each force as clear, partly clear, unclear.

Y
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‘ adult actively asks
for youth reactions

-]

- . ! - Page 9
Diagram III presents Mr. Smith's force field as he ranked and ratéd’
p - .
7 . - “% -
the forces he discovered. / : ”
: DIAGRAM ITI
i 4 . . ‘
". Force Field No. 3 - Interdependence Between the Group and Me
“ ) s R
' foi’es FOR forces AGAINST e
interdependence “  interdependence , : .
Opposite i Goal
of Goal ] :
(clear) (3) (easy) (medium) (10) (unclear)
youth want to try - youth afraid their ideas QA’
their ideas ‘ will look poor to others .
1 (partly clear) (6) (medium) (easy) (9) (clear) -
' youth want good ideas . youth uged to letting adults +
* © from adults tell them what to do '
No Criti- ‘ , " [Openand
cism of 3 ) Active
Ideas (partly clear) (7) (easy) (medium) (8) (partly clear) .C}iti cis
adult wants youth to youth afraid to criti¢ize Sy
Between N 3 oritici it =~ of 1deas -
Us question and.cr 7c ze adult openly . Between*
’ ~ b - 1a US )
" . (partly clear) (4) (medium) |  (hard) (5) (partly clear) ‘

adult frequently judgmental

. in his criti¢ism

. (hard) (1) (partly clear)
"_youth have norm of not
” talking with adults

(medium) (2) (unclear),
peer leaders support norm

of not talking with adults

~

¢

U

e
87
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Now,. Mr. Smith had a picture of what he thought was _goipg on in his

ot

problem situation, The most important thing that stood out to him was that he

was not very clear about some ofsthe forces which he guessed to, be important.

»
¢

~ He went back to thé youth to get more information about forces that were not
clear. He got information both through discussions and hy"using questionnaires.
The.force which he had ranl;,ed as, most impo‘rtant seemed so complex to him

A T ——— R
that he wrote éut a force field diagram about it! - - * N

This helped him identify farther. forces and questions he needed to discuss .

) L . . i
with the youth. My, Smith also began to cﬂbnsider ways he could alter some

. ¢ . S . " ~ ’ (
.of the forces.' He put some of these alterpatives into action. His efforts to

h s

get mformatlon from the- youth to determinc the force ﬁelds turned out to be

i

é . an action plan in 1£se1f yhx&h proved helpful Mr. Smith found (he group changmg )

Jin tbe ﬂmé%(hon of hlS éozfl, ﬁ . ' ) : - .

k3

0; At the end ‘of several weeks?iMr. 58m1,th found it helpful to took back over

" his.efforts. . He'could jnote 'thle changes‘ which had occurred in his force'field ,
p _ A ‘

over t1me. He knew that his current force field dlagram was much more accurate
than his first attempts ha.d been. It was bé’ d on careful data ga?thermg He had

gathered some kinds of data several {imes so that he could see evalfltively how
some of the forces had changed in resp\on‘se to the action efforts that he and the

+ - . . ’ - §h . .
youth had worked out. Most exciting to Mr.-Smith was his discovéry that he _ ’

¢t L. '
could share the force field technique with the youth._ Now they were working
‘ . .

- -

together on diagnosing goal situations, planr{ing action for the group land

evaluating the reasons for success and failure,

4




. -

' ‘ Summary
. - A person applying the force fie!d techniqqe in dia‘gnosing a problem and/or
. ¥ deriving the most appropriate soluti'on will have completed the followin_g procesé
steps: ” Do _ _
+
- ‘ 1. Identified a problem/ iEgoal. ) )
‘ ' 2. Stated a problem applying ‘all criteria ’
3. List;ed ;forees for and againgt in proper form |
4, Ranked forces in numerical scalc;s as\ﬁ importance
5. Rated férces as to resista;lce_to change and c}arity of evidénce -~
6. Gathered data about prc;blem -
- : 7. Evaluated data and derived other forces, etc.
‘ : 8 Derived and stated apprc;priaté solution strategy
4

9, Evaluated solution effectiveness

Summary for Criteria of Ranking and Ratjng

o
~ 4 LI

Ranking: ,
. & |
A. Importance is defined as significance. How important or ‘significant is
a force in yielding the most movement toward the goals?
. ’ “ “
Rating: 3 . ~ o

A. Strength refers to resistance to change.  How ‘easy or hard would it be
to change that force? Is it hard, medium or easy?
' ) ) o

B. Clari[:y' refers to evidence. What evidence is there that it is a force?
. How clear is it to me that it is a force?

-

® - (9
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ASSESSMENT OF SUBSET IV: DIAGNOSIS USING THE FORCE FIELD TECHNIQUE
- b 4 *

®

1. When writing a force field, the line down the center of the page
fepresents: (check one)

The way things are now P

A way to keep your lists of forces separated
The gc;al that you wish to achieve >
‘2. Forces are stated most helpfully when: (check one)

They make sp_ecffic who to go to and wha‘t to ask if y0l; want
to gain a fuller understanding

They indicate the actions which need to be taken in order to -
‘change the situation

* .
They clearly evaluate all of the factors involved in the situation

\ ' ’

‘b

2 . - -

X2
[y

~ e e




B H23
T Page 2 v .

« - -

’ p—
Answers: .. . '

1. When writing a force field, the lme down the center of the page

represents (check one)
/ . * R d

(right) - The way.things are now .
gwrongzl A way to keep your lists of forces separated

(It's not just a divider for two lists of opposing forces.

! ¢ 1t represents an identifiable condition that you wish te
- / change such ag, "I weigh 243 pounds now.') i
(wrong) *The goal that you wish to achieve
: (Your goal is represented by the dotted line down the right
side of the page.) ¢ )

2. Forces are stated most helpfully when: (check one)

(right) They make specific who togo to and what to ask if
,you want to gain a fuller understanding
(wrong) They indicate the actions which need to be taken in
order to change the situation
(Consideration of actions-to take in order to change the
. - situation comes much later. It will depend on diagnostic
i ) work using the force field technique, but statement of the
forces.doesn't indicate how to change them!)
(wrong) =~  They clearly evaluate all of the factors involved ‘
. i in the situation
(Evaluation comes later. Stating a ‘force clearly can be
‘a step prior ‘to determining ways to measuxe the force.
Repeateq measurement of forces over time can become
+ the evaluation of a change project. )

- v

=
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“AGE NDA FOR SUBSET V: DIAGNOSING TEA MWORK RE LA TIONSHIPS ‘ .

PuEEoscs:

P

To apply the force field diagnostic tecfmique, listening ~ .
and saying skills, and helper-helpee behaviors to the ’ ' .
exploration of teamwork relations. ‘

To gather. data from selves relevant to improving these ) e
relations. ’

©

"Given prior definition of the force field techniques,

listening and saying hehaviors, and helper-helpee
behaviors, each participant will produce a force ficld
analysis, identifying forces forand.against effective .
teamwork relations. :

|

) o

1. Introduction to Subset V agenda ' : @
7. |

2. Diagnosing teamwork relations . ¢

~
3
4.

5.

Assessment ’ /

Instructions for trio work

Trio exercise on getting more data from self »

cn
hma
P'

|
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-

‘DIAGNOSING TEAMWORK RELA TIONSHIPS *

*t .
.

During the next 15 minutes work alone. " Write a. force field on your.

teamwerk relationships. Use data’ ffv1s‘<our teamwork in the workshop up.

to this time.

P

4 . -

-
- « As you see it now, what forces.are for and wt}at forces are agaix}st
. gettting the most from your trio teamwork relations.during the workshop'? .
\
My Goal: Enhance My ’i‘earpwork Relationships .
Forces For —m» | -——— Forces Against &
{
1
r - ‘
> hY
Y} A : ¢
’ 4 - o .
\ oo
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INSTRUCTIONS FOR TRIO WORK

L3 -

7 .

Preparation for Trio Work \

13
t‘_- '

. 1: People usually have more good data in themselves than they are

RN

: .
aware of. In this exercise, trio’ members will attempt to help
each member get more dat< from himself.

- .
In order to get ready for trio-sharing, select one or more forces

. from your force field that you )ﬁant toshare in your trio to let
the other two members help you "interview yourself " Take a few
minutes to do this task.

~

Trio Sharing
2.. 'You will each hav’e 20 minutes to share your forces and get the
other two persons to help you talk about them and get more data
from yourself. \ . ) 2
3. When it's your turtfto "interview yourself for mote data," the
" other two mémbers function as helpers--paraphrasing, asking for ,
clarification, asking questions, checking'to see if helpee understands,

asking helpee to paraphrase. , A
" “ ’ Y c' ‘ . £ : . ‘,
“The workshop leader will monitor time for you. -,
S . ‘
S P 4 M
‘ \ ¢ .
s ¥ ’_ *
: . .
. o )
q
. A , ~ .
% . . .

‘)" s . v\t‘ .
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. ASSESSMENT OF SIJBSET V: DIAGNOSING TEAMWORK RE LA TIONSHIPS

v

~ o

T ° Fl
1. -One major force that can aid or block®our trio's teamwork relationships .
is: (write your answer below) ' '

A

.
.
P

4 , ° P
R S
~— i .
- .
, . ’ ¢
. A
4 L4
o o ' \
N [ o
R . o
'
) h N ¢ 4 + 7
. ‘ A
' | I . -
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Pugposes:

”

Objectives:

Steps:

v MmN
~

FORCE FIELD ANALYSIS AND DATA GATHERING

¥
-

e - \ « . H28
HANDOUT 28

" AGENDA FOR SUBSET VI: ‘

N4
To give an opportunity to study and practice prmcmles and
techmques of force field analysis.

-

To give an opportunity to study and practlce principles and
techniques of data gathering,

Given Handout 29, '"The Force Field Analysis,' the participants
will produce a force field analysis for Mrs. Jones by ranking
and rating her forces.

Given Handout 31, "Ideas for Gathering Data,' and Handout 32,
""Creating a Data-Gathering Technique, " participants will L.
write data-gathering instruments, role play their use and
critique each other's efforts. ‘ '
1. Introduction to Subset VI agt’enda
. L .
2. ' Analyze a force field: - « '
Analyze Mrs. Jones' forcefield . K ¥

) o : '
4, Discuss Mrs. Jones' force field analysis
5. .deas for gathering data i : ot
6. Create a data-gathermg techmque
7. Practice data gathermg ) ‘ - 7.

8. Assessment
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~ ' . HANDOUT 29
. - ‘& .
A THE FORCE FIELD ANA LYSIS

In the early stages of problem solving, primary concern should be for
1
gaining a clear diagnostic understanding of the Situation which exists '"now. "
] ‘ The force field technique provides a diagrammatic picture of the forces that

are maintaining a situation at a given moment. When you write a force field

!
~

on a piece of paper, it probably indicates only a few of the actual complex

sets of forces operating in the situation you are concerned with. You might

.

. a " \
feel very sure that the forces you have listed are important ohéq, but have

little data to support your belief or give you a usable undérsta-nding of just'
. . )
’ Jhow these forces are operating. Your force field can be analyzed to consider

which forces might profitably be investigated in more objective detail. This

4 .
diagnostic analysis involves three steps. o

e
’

First, rank order all of the forces "for'' and "aga'}’nst" in order of their-

[

-

g i

importance. Importance js defined in terms of the degree to which changé of a

i

particular force would cause the situation to move most‘i;owa«rg.th'e goal. " You

°

wotld first rank that force which you believe, if chanéed, would result in most
" movement toward the desired goal. Force Number Two would be that force which

you believe, if changed, would yield the second most.movement toward the goal.

Continue in this manner until* you.have rank ordered all of the forces for and

against movement toward the goal. )
/

Secohd, rate each force in terms of clarity. Look at your statement of a

force. How clear are.you that it really is a force in terms of being able to

« show objective data about its importance, who is involved in it and exactly how

L 59
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is defined here as having objective data wilh which ywld stand up in‘court
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and vghy it is operating? Claritgi is not a matter of being positive in your own

° ;”4 *

belief. Sometimes, being "positive" is being wrong in a loud voice. Clarity
: S

—_— A

and prove your case beyond a shadow of a doubt. Rate each force as to whether
~ e Fq .

you are clear,, partly clear or unclear about it in these terms.

_ Third, look at the combination of ranking and rating which you have done.

5

Forces which you have g’iven 4 high ranking of impoftance, but are uneclear
about, are obvious eandidates for further exploration. Your ranking and rating

N Y 0y
analysis tells you where more data is ngeded for diagnoging the prgblem situation.

"You might wish I::o refer back to Handout 22 (A Case Study of the Research

k4 a

Utilizing Problem Solving Process) to see an illustration of this analysis process
+ ®, : .

appligd to diagnostic work. ,'f]ote,that the case study includeg rating forces as
. -

<

hard, medium or easy for resistance to change.. This step-comes in the \

problem solving stage ofanalyzing a,ctic.)n a.\lternatives, which has not yet bee(n
Ty r ‘ a4 . . 5 -

presented to you, . T ‘ ‘ . .
. ' v . [ .
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& +
& A ) « T ) -
o -
8 e
. - o v P e . - . .
. e -
o . Y *
. » , '
L
o & .

60 - 105




. e

- . . H31
N " HANDOUT 31
S
IDEAS FOR GATHERING-DATA

v - - .

* " There are many ways of gathering data. In one sense, we are gathering
data all the time by being aware of what is happening around us. "Most of the

things we are aware of are not really news to us. They are things we fully

expected. The force field diagnostic technique can help us pick out things we

L

Coe want to check on more carefully. Suppose we want fo know how people feel

about a particular activity or about being helpers to each other. There are
a var1ety of ways to 'rather such data. Some of these will be suggested below.
. W - SN

.o Before you select one of them for any particular occasion, there are a few

bd

important questions to consider.
- * v

“»

. These are the 'kinds of q:s‘ti/ons that social scientists are concerned about
, ¢ N " ¢ : N .
- when they gather data.  You be increasing your own.data-gathering skills

- N a

' \ “ ~ each time you work through these questions as part of a data-gathering effort.

1y What will be the respondents' react1on to being asked this
quest1on in this way?

. 2. How w111 I know this question has the sﬁme meamng to the
1 . respondent that it has to me?

- _ 3. Will the respondents feel free to give their own react1ons, or
will they be more apt to give answers that théy think somebody
wants to hear?

-

4, 1Is this quest1on clear enough S0 a respondent will answer it’

change in the situation? ¢ . .

o 61 -

111




Here are some ways to gather data:
E

A. Written Questionn*é‘i“i'e

1. Open-Ended Answers:

2. Multiple Choice:

“

(.
P

3. ' Preferred Choice:

4, Scaled Response:'
o b Y

»
>

« .

Anything from finishing a sentence
‘to writing an essay

Forced choice where youmust ..
pick only one, or free choice where
you select as many as are correct
for you v

[}

' A form of forced choice where you

gelect the things you like best or
least as compared with other
things (Would you rather be a
helper in reading or arithmetic ?)
<
“Qn a 5-point scale where 1 is "not
at all'" and 5 is "very much, ' check
how you liked the way we worked on
"social studies today. For youdger
children: Check the face that shows
how you feel about our new workbooks

- . -
L4

B. Interview: May be open and free-flowing, or highly strﬁctured with the
questions figured out in advance and closely adhered to.

1. Total Group:

.
.
-

Small Group:

Key Informant:

L4

Each Individual;

/

Discussion where questions are °

raised to see how they are
responded fo in the total group
¢ :

A certain combination of people who
are relevant are brought together
: for discussion

"Data. is gathered from one or more .
individuals whom you have reason to
believe can give accurate views on
what the others would say

" An interview where each individual
answers the questions by himself”

- ¢
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Observation: .May be open-ended, e.g., subjective observations

without use of instruments ox specific focus, or highly
structured, e.g., noting.interaction patterns through
some form of sociogram,

1, Individual: «- Ob;erv“es himself

2. Other: Q- Individual gives observation
) instructions to someone: else

When selecting tools for data collection, two factors should be kept in’
mind: ) ' i ‘ ‘

1.  The selection of one force to seek data about should be based
on its probable importance. This is determined by an
examination of the ranking and rating of all the forces. .,

.

_ 2. The method by which data is gathered should be determined_ .

by considering the kind of information needed against a
consideration of the possible effects of trying to get that
information in a particular way.

) f
The seltction of the inquiry tool should reflect the best possib‘l%c:
between these two factors. - . ‘

\

..
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HANDOUT 32.

CREATING A DATA-GATHERING 'TE CHNIQUE

03

INSTRUCTIO NS:
1. Review Mrs. Jones' i‘«‘orcé,Field Analysis (H30) and select a»
force about which more data would be helpful. -
Decide wixere and from whom you would get the ‘information.
v

Write the force and source of information below.

—_

Force aa;_ut which data i?needed:

’ .

Source of information:

v

5
’

Write below two ways to .secure the necessary information.
* (Refer to H31, A, B and'C.) .

10'
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N 5. Identlfy two SpGCIflc questions you believe, will be answered by the -
‘ ) information you receive through the two ways you have just chosen,
(These are ot the questions you might ask your source of
. information.) Write these juestions below. .You will be trying out
T the gathering of data with your trio.

> »
-
~ .

Question 1 .

-

Question 2
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H33
HANDOUT, 33 - .

INSTRUCTIONS FOR TRYOUT OF GATHERING DATA

Each member of the trio will have 15 minutes to try out his data-gathering

techniques and critique them with the other two trio members. '

’ﬁen it's your turn for a tryout:

<

1.

3.

-

4.'

i 4 '

’Tell the other two trio members the kind of group from whom you
are seeking data. (For example, Mrs. Jones, the teachers on
Mrs. Jones! staff, parents of the chxldren, the teacher they had
last year.) .

Tell them the two data-gathering techniques you are using. .

(For example, "I'm asking the teachers to write an open-ended
response to the question, 'Do you... " or '"I'm observing
Mrs. Jones for 30 minutes-as she and the teachers....")

" The other two members of your trio are then to tell you what the

information was that you collected. (For example, ‘¥ The range of
angwers you got to that question can be .summed up as follows: ~
About half of the girls in the class said...." or '"During that half

hour, you observed-that the response of the teachers to Mrs. Jones .

when she....") In other words, the other two members will invent
these answers for the purpose of this exercise. These answers are
“to apply only to this exercise and are not to be referred to again in

. later subsets of the workshop. . (_ B °

13

Once you have your "data," you and your two trio members are
- to critique its’ usefulness and to consider whether there might be
better ways to seek the information you wanted. ‘

‘t

1

. , When °you are helping one of the other trio hembers try out his data-gathering

techniques:

1.

2,

'
P

¥

-

n

s
<

Invent the "'data he received" as quickly as you can.

o
v

Question him eritically about the value of ""his data.' Does his data
really answerthe questions he wanted answered? Now that he had,

thatNata, what does he think he knows ? Why does he think the ddfa

meang what he is interpreting it to mean? Why is knowing that
helpful? What ean he do differently now that he knows that?




. ~ ' . , "H33 °
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. ' " 3. Also, tell hitn how you think the people from whom he got the data

feel about his having discovered it by the technique he used. Did they
feel good about it? Did it create any.nefative side effects? Did it

raise any expectations in them about what might happen nest or-how
. this data might be used? . , -

r

4.  Discuss ways that this data-gathering effort might be improved.

-

>

s The workshop leader will call time every 15 minutes.

A -

",
.
%
.,
.,

.
.,

o Wees
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HANDOUT 34

ASSESSMENT OF SUBSET VI: -
FORCE FIELD ANALYSIS AND DATA GATHERING S

-
P
14

When rank ordering forces in a force field for importance,
"importance" means: (check one)

‘How. difficult it would be to change the force

How much movement there would be toward the goal if the force
was changed '

The degree of concern you feel toward the force in terms of. .
‘bringing about change . . e

-]

When rating a force for ¢larity, ""clarity’ means:’ (check one) L2

- L3

"How positive you feel about the way this force is working

-3
b

How much ob]ective data you have about the way this force is «
working . e

How specific you have been in describing how you believe this
forée is working ’
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Answers:(
L. When rank
© ", means:
C (wrong)
(right)

-

- (wrong)

;\-brlngmg about change - -

L ]

{

N~
~y

-
N

o

. <

ordering. forces in a force field for importance, "importance"

s
. ° [ 4 , ®
]

. -

How dlfflcult it would be to change the force : o : ‘ e
(Thls is an additional kind of rating you do later when .
considering’ your action-taking strategy.)

LI s

How much movement there would be toward the goal if the
force were changed

\,\ .
BN N . .

The degree of concern you feel toward thc force in terms of "

(Concern you feel is a kind of importance for you, but rot X )
the importance of the force as it influences change in ) S
thc situation. Some forces may greatly concern you,
but not influence movement toward the goal. ) ‘. ;

s

. Ll . . o %,
Wheii rgting‘a'force for.c&arity, "clarity" means: ' 'Y
(wrong) How 5ositive you feel ahout the wny this force is working ) :
(You‘may feel posilive, yet be completely wrong!) - .

. (right)

¢

&
Ho% much objective data you have about the way this force -
is worklng

-

' v
How speclflc° you have been in describing how you believe this -

force is workifig ‘ .
+ {The force should be descrlbed specifically, But,
< clarity is defined here as hav1ng objective data
~ show1ng that the force you have deseribed spec1f1cally is
“~what. you described it to'be, ) Ve
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‘ ~ , AGENDA FOR SUBSETVII: | s
' SELECTING INSTRUMENTS FOR DATA COLLECTION

-

To introduce the booklet of data-gathering instruments

v : To practice the skill of selecting instruments relative to,
forces in a force field '
Y .
Objectives: Given the force Tleld analysis produced by Mrs. Jones and’
. K a total of nine data-gathering tools in Chapters 2-6 of
' the booklet, Diagnosing Professional Climates of Schools,
L participants will be able to select six instruments relevant -

to data-gathering require’nents to Mrs. Jones' force field

analysis,

1. Infroduction to Subset VII agenda

§ix instruments

-

2. Instructions for individual and trio work in sélecting \

3. Share in sextets the trio's selection of six instruments-

Mrs. Jones' selection of instruments for data gathering

I
(1]
P;

}eview problem solving model '

Y

Write a problem statement applicable to own school

"" . .7. Meeting of sextets to discuss how things are’going , -
. o 8./'\ Total workshop group discussion ) . S

. ‘ -
9. Assessment’ - A ’ ; ) -

. ’ . o h \

q‘
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p ’ HANDOUT 36 . '

.

-

INSTRUCTIONS FOR INDIVIDUAL AND TRIO
WORK IN SELECTING SIX INSTRUMENTS

-

1.  Receive booklet: Diagnosing Professional Climates of Schools. - -
L ¥4

2./ . Take 5 minutes to ,skim Chapter 1, The School as a Social System.

. s, Mrs. Jones selected six of the instruments in Chapters 2-6 to use”
vnth her faculty.’ Your trio isto decide which six instruments would
give the.best information for clarifying Mrs.' Jones' force field.
Refer back to H20 and"H30. .

' I ‘ T . 4
‘4, In your trio, assign Chapters 2 through 6 to be read. -

5.° Take 20 to 30 minutes to read your chapters and be ready to share
their ¢pntent in your trio so that six of the nine instruments can be
selected . ) Pl ) *

’ 7

6. . ,- As a trio, take 30 ao 40 minutes to: Y

a, -~ Review Handouts 20 and 30 concerning Mrs. Jopes'
i S problem and her force field analysis. These are
basic to the next step. .
b.  Share the content of the five chapters.
N N g . .
) c.  Given the force field analysis Mrs. Jones produced,
' select the six instruments you would use to gather . ’
¢ *  data,

.

..

" Staff will monitor time.
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, ~+  HANDOUT 38 . ,_f

- ASSESSMENT OF SUBSET VII: ~- R
SELECTING INSTRUMENTS FOR DATA COLLECTION T

1.  The main reason for seleéting six of the instruments for data collection
- LI

’ -

-‘_\' .

- is: (check one) .y . o

\

T * - To solve Mrs. Jones' proﬁm ' )

PR

To begin what should-become intensive study and use of
the booklet, Diagnosing Professional Climates of Schools. .
. 7~ + ’ ) ‘-
; Bec.ause, only six are correct. L ) - -

¢ ’
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-
Y

-~

1, The main reason for selecting six of the instruments for data collection
is: - (check one) -

(wrong)

o

(right)

To solve Mrs. Jones' problem h )
" (Work on Mrs. Jones' problem is only a means to the
end of experiencing and developing skills in the RUPS

process.) )

To begin what should become intensive study and use of the
..booklet, Diagnosing Professional Climates of Schools..

¢

Because only six are correct.
(A. caéegan.be made for using each of the instruments.
Selecting-six was required in the exercise as a way of
focusing attention on‘the instruments and the k%nds of
considerations one must make in selecting instruments. )

Ry
. -
~

L



Purpose:

. Objectives:

3

HANDOUT 39’

AGENDA FOR SUBSET VIII:

SPOTTING THE.MAJOR RESULTS IN DATA

Tolgain skills in analyzing data.

Given a summary of the teachers' responsés‘to six instruments
used by Mrs. Jones and provided the oppotrtunity to apply the
behaviors of helper and helpee in the trio, participants will

be able to derive and report the major results in the data,

Given the major results Mrs. Jones identified in the data,
participants will accept their application in revising her
force field.

-

1. Introduction to Subset VII agenda

2, Summary of teachers' responses to six tools
Trids work at identifying major results
. .
Sextets share major results spotted by trios

Major results of Mrs. Jones' data

Revision of force field in light of data

[}

Mrs. Jones' revision of her forcé field

~

Asdessment
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' ' - HANDOUT 40 '

SUMMARY OF TEACHERS' RESPONSES TO SIX INSTRUMENTS USED BY THE PRINCIPAL

~ 4 ;

INSTRUMENT 1: SELF-CONCEPTION OF OWN ROLE PERFORMANCE-

’

, Mrs. Jones took all of the responses to this instrument and attempted to put them into
categories. The ten kinds of thingé mentioned most often are listed below with designation
of the number of teachers who mentioned it. There is also indication of how positive or
negative each was rated. -

. -

1. Working fiirectly with the children (instruction) ++ 47 .
) : n
2. Preparing (lesson plans, materials, etc.) ' -~ + 47
. 3. Evaluating (children's work) . ) + . 44
4. Handling problems (children's behavior) < ) - 41 ~
: - &
5. Record keeping . e - - 41
6. Keeping up with new ideas (about subjects and teaching) + + 36
7. Attending faculty meetings - . 34 )
‘* , 8, Working with individual children (isstruction) - ++ ° 29
.
9. Working with faculty (administrative issues) + 26
- : ' ¢
10. Helping children (issues other than instruction) . ] + + 19
\ - v
INSTRUMENT 9: ' THE PRINCIPAL OF THIS SCHOOL - » '
\ - Never Almost Occasionally Frequently Almost Always I Do Not \'\l
- Never Always Know -
: " 1. Gives the teachers 0 4 16 er 6 0 0
' : © the fe_eliné that &
.. thély work is ar .
° “impoTtant g 't
.o . . activity" 7
-~ .~ 2. Gives feachers the .0 8 22 13, 4 o 0 '
M feeling that they can . . -
make significant - ° : . ~ - )
contributions to . o, .
improving the - .
. . classroom " . \ .
=N performance of . . ) '
Y their students ‘ )

- ‘ Ll . .
- -
. . . . . . g
s . v
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Never Almost Occasionally Fre&uently Almost Always I Do Not .

N Never'

Always

e

Know

‘Takes a strong 6 11 18 12
interest in my
professional
development

[}

Makes teachers' 17 19 9 2
meetings a -
valuable v
educational activity

Helps to elimipate 0 ‘7 18
weaknesses in his

school

20

Treats teachers as, 0 1 0 "3
professional workers

Helps teachers to 6
understand the - .

14

sources of important .

‘pyoblems they are .
facing

L]

Dlspla_';'s a_strong 0 2 10 12
interest in improving ,
the.quality of the

-educational program . . —

Brings to the
teachers' attention

12 14 9 7

that is of value to * < ’ . .
them in their jobs )

_Has constructive 0 T lé‘
suggestions to offer .

"teachers in dealing | I

_ with their major ‘ e

problems

Gets teaci‘xers, to 7 «

- upgrade their
performance
standards in their
.clagsrooms )

. . .

Maximizes the
different skills'
found in the
faculty.

. Makes 4 teacher's 34 6 4
~itfe difficult because M
of 'his administrative Coa
ineptitude .
\ AT L
‘ 76

3

I
P

12

14

™

¢ 12

(=X}

Y




14,

15.

16.

117.

18.

Never Almost Occasionally

°

Frequently Almost Alwa;'s 1Do Not
Always

H40 .
Page 3

Know

Never .

Runs conferences 37 7
and meetings in a

disorganized

fashion - LY

Has the relevant 1 2
facts before

making -

fmportant ’

decisions .

Displays A 16
inconsistency
in his decisions - -

Prpc rastinates 3 26
in his decis.ioﬁ
making

.

Requires teachers 7 1‘ 12

to engage in
unnecessary

. paper work »

19,

20.

Displays integrity 0 ) 0
in his behavjor

Puts you at ease 0 0
when you talk |,

* with him :

21.

et

" INSTRUMENT 15:

Makes those‘ wﬂ'o 31 14
work with him

feel inferior

to him

Develops a real 3s 1
{nterest in your

welfares

Develops a "we 6 7
feeling" in working :
with otbérs

Rubs people the = 19 21
wrong way

’, » : : -

DO'S AND DON'TS

16 14

-19 6

13 )

27. 3

e
[y

+

26 8

Y ¢

o .0

12 1

23 19°

18 20-

. Mrs. Jcmes figured out the’ averagé percentage fom each response, She noted the number

-

who indlcagd edch reéponse as their personal choice in' parentheses.

-
‘

a
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Percentage who Percentage who, Percentage who
would feel that  would feel that have no feeling
. you SHOULD you SHOULD NOT one way or the
other »
1. Ask others who geem upset to 23.4 ‘ + T 72,3 + 4,3 = 100%
express their feelings directly - (11) (34) 2)
" 2. -Tell colleagues what you really 38.3 + # 59,6 + 21 = 100%
think of their work : (18) (28) 1)
3. Look for ulterior motives ‘in . 0 _ + 100 + 0 = 100%
other people's behavior (0) (47) (0)
4. Always ask "Why ?" when you 38.3 + 48.9 s+ 12,8 = ioo%
don't know (18) (23) 6 . -
o
~ 5. Avoid disagreement and confljct 29. 8 + 65.9 %  + 4:3 * = 100%
- wheneRpolssible - (14) (31) 2
.- SN . ¢
6. Consult with people under you'in 87.2 + 8.5 -+ 4,3 = 100%
making decisions that (a1 @, ¥ B
affect them--even minor ones .
7. Question well-established ways 46,8 + .51.1 + 2.1 = 100%
of doing things (22) (24) (1)
8. Be concerned about other 44,17 +, 53.2 + 2.1 = 100%
people's problems ’ (21) (25) (1)
. b o
9% Only make a decision after 89, 4 + 10.6  + 0 .= 100%
everyone's ideas have been (42) (5) (0 .
fully heard :
10. Disagree with your superior. 61,7 + 34.0 + 4, 3$ = 100%
) _ if you happen to know more about . (29) (16) 2) 5
the issue than he does, \/\ . ‘
11, Withhold per‘sknal feelings and 65. 9 T + 6. 4 = 100%
stick to, the logical merits of the (31) ’ (13) )
cage in any discussion
12. Push for new ide;s, even if .0 + . 66.0 . + 0 ;G= 100%
they, are vague or,unusual (16) (31) (0)
13. " Ask others to tell you What 40.4 ., 57.4 N .1 = 100%
- they really think of your work »  (19) (27) \ 3 "
*  14. Keep yo.ur real thoughts and 51.1 + 46.8 + 2.1 '=‘::§\,00%
reactions to yourself, by - (24) (22) (1) e
- and large % - R 4
15. Trust others not to take advantage: 89.4 + 8.5 + 2.1 = 100%
of you (42) 4) . (8Y)
- w Ve ‘ 'a
‘— = [




16.

17.

.

18.

-

*

20.

21.
. 22,

23.

24,

. 25.

26.

re

27,7

Be skeptical about things,
as a rule

- ¢
Point out other pgople's
mistakes, to infprove
working effectiveness

‘Listen to others' ideas, but
reserve the decision to yourself

4

19. Try out new ways of doing things,

even if it's uncertain how they
will work out - \
Stay "'cool,".keep your distance
from others

Use formal voting as a way of
making decisions in small

groups N

N
L}

Set up committees which bypas
or cut across usual channels
or lines of authority -

Spend time in meetings on
emotional matters which are

. not strictly germane to the
task

Be sReptical about accep‘fing -
unusual or "way out" ideas

Tell other people what they
want to hear rather than what
you really think . v

k with familiar ways of
-things in one's work

t others’ tq be helpful
when you admit you have
problems

H4
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Percentage who Percentage who ° Percentage who

would feel that

would feel that  have no feeling

you SHOULD = you SHOULD NOT one way or the
: other
8.5 85.1 + _64.° =
@ 2 L@3)
38.3 59. 6 + 2.1 =
(18) (28) (1)
72.3 23.4 + 4.3 =
(34) < - (2)
" 65.9 25.5 + 8.5 =
(31) (12) (4) -
12.8 . _81.2 + 0 =
(6) (41) (0)
57. 4 40.4 + 2.1 -~ =
(27) (19) (1)
31.9 61.7 + 6.4 =
(15) (29) (3)
36. 2 " 61,7 + 2.1 =
(17) (29) (1), .
61.7 36, 2 + 2.1 =
» (29) 17) ’ (1)
. 14,9 80.9  + 4.3 =
(7 (38) . (2
A . L 4
(21) (25) ~ (1)
68. 1 21.3 +  10.6 =
-+ (32) (10) (5)

100%

100%

100%

100%

100%

100%
100%
100%
100%
100%

100%

100%

o
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INSTRUMENT 17: OUR TYPICAL BEHAVIOR
. 1. Suppose a teacher (let's call him Teacher X) disagrees with somethix‘:f
' Mr. B says at a staff meeting. If teachers you know in your school were

in Teacher X's place, what would most of them be likely to do?

Would most of the teachers you know seek out Mr. B to discuss the

disagreement?
(12)  Yes, I think most would do this.
. . (13) . Maybe about half would do this.
. : (18)  No, most would not, ) -
. . ( 4) Idon't know. ’ \J

Would they keep it to themselves and say nothing about it?

Yes, I think most \;lould do this. R

€11) ;
. -(11)  Maybe about half would do this.:
o . (21)  No, most would not.
- s ) I don't know.

s (4)

2. Suppose a teacher (let's call him Teacher X) feels hurt and put down by
sorhething another teacher has said to him. In Teacher X's place, would

?

most of the teachers you know in your building be likely to.." . .

...avoid the teacher? /s
M (37)  Yes, I think mos¢ would. ‘,
( 2) Maybe about half would.
\ (4) No most would not.
, ( 4) I‘&m’t know. 4
“— -

/‘. .. tell the other teacher that they felt hurt and put down?-

(4)

) Yes, I think most would.

. ( 4) -*Maybe about half would
. ¢ (35) No, most would not. .
( 4)° 1 don't know. * v

P

...tell their friends that the other teacher is hard to get along with?

| e (18)  Yes, I think miost would. LS . - .

- i .* . (11) , Maybe abouf half would. ' : .

(12) No, most would not. . .
» ! ( ) ——
! _ ( 6) Idon'tknow. : ' .
.~ . - . Q
® ’ “‘
80 i
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_members begin to describe their personal feelings abodt what gi s on in
the school. Teacher X quickly suggests that the comittee get back to

the topic and keep the discussion olfﬁc\trv/e\and imp gonal. How would
you feel toward Teacher X? ' / .

. v
(18) I would approve strongly.

(10) 1 would approvesmildly or some. .
(1) I wouldn't care one way or the other.
(12) 1 would disapprove mildly or some.

( 6) I would disapprove stroneg.

4, Suppose you are in a committee meeting with Teacher X and the other
members begin to describe their personal feelings about what gqes on
in the school. Teacher X listens to them and tells them his own feehngs.
How would you feel toward Teacher X?

(8 I would approve &rongly. . "
- .12 1 would approve mildly or some. . .. {4 -
( 4) 1 wouldn't care one way or the other. \
(11) I would disapprove mildly or some. - - : : T
(12) I would disapprove strongly. :
5.  Suppose Teacher, X wants to improve his classroom effectiveness. In
Te\acher X's place, would most of the teachers in‘your building... -

° ...ask another teacher to observe his teachmg and thep
have a conference afterward?

(.7)-- Yes, I think most would do this.

( 8  Maybe about half would do this. .’

(24)- No, most would not. -
v ( 8) I don't know. T

—
-~

- oo .ask other teachers to let him (Teacher X) observe how the other -
teachers teach, to get ideas howbo improve his own teachmg?
B | 4) Yes, I think m/ost would do this. A
(11) . Maybe about half would do this. |
(29) " No, most would not.
( 3) Idon't know.

-

RN
’

o . . ) ~ » , e . .

...have a free and open digcussion with hisstudentg about his teaching?

. 2 N 4' . ° l. - -

o ("7  Yes, I think most would do this. -
(7 Maybe about half would do thls.
(27)  No, most would net. .

( 6) Idon't know. .

-
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. ... ask the principal to observe hlS teaching and then have a AL
. . ‘ ) conference afterward? D {\
( 4) Yes, I think most would do this. P e
. ( 9)° Maybe about half would do this. i ¢ "Q X
(30)  No, most would not. ’ . )
( 4) 1don't know, o .
_ 6. Suppose Teacher X disagrees with a procegduye-that the principal has -’ d .
- outlined for all to follow. If, Teacher X were to go-and talk with the =~ ' .
- principal about his disagreement, how would’you feel about it? . - . ’
" - - ‘ '( 6) 1 would approve strongly. - ‘ .
- (21) I would approve mildly.or some. . o R .
(7 I.wouldn't care one way or the other,
. =< (10) - I would disapprove mildly or some. * )
o 3) I would disapprove strongly. .
e T~ 7. Suppose Teacher X.digsagrees with #procedure that the prm\clpal has
outlined for all to follow. If Teacher X were to say nothing but 1g'nox/ he
principal's directive, how wpuld,you feel about it? e
i ~ S ( 7) I would approve strongly. * .- . - T -
- (18) . I would dpprove thildly or some. - :
‘ _ . (11) I wouldn't care one way or the other,
. (7 1would disapprove mildly or some. .
= (*4) Iwould disapprove strongly. 2 5 -
P v ) - T N

8. Suppose Teacher X develops a particularly useful and effective method
for teaching something. If Teacher X were to describe the method briefly _ = - N
at a faculty meeting and offer to meet further with any who wanted to know _ °
more, 'how would you feel about it? ;

(14) I would approve strongly.
- ] (22) I would approve mildly or songe.:

( 6) Iwouldn't-care one way or the r. '
( 3) I would disapprove mildly or some, . .
y ( 2). 1 would disapprove strongly. s
¢ .

¢

N «

” INSTRUMENT 19: CLASSROOM INNOVATIONS

1., Please think of the various innovations which you have tried out in your
own classroom during the past year. (Please check one.)

Y

37 1 have tried some. -

’ (10) T have tried none. .
‘ (If so, please sklp to Questlon 8) v
. '. & . ”' . ) ‘ 145

.82
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We would-like you to consider the new classroom practlce which you regard
. as the most s1gniflcant or mterestmg Please describe. it briefly. W<hat speclflcally

dl'd you do‘ ) - g
N ‘ > ' .
(Answers concerned curriculum materialg--11; grouping--6; individualizing--5%
~ . group projects--4; student participation--4; pooling staff resources--4; othef--3)
2. ' . The classrbom practice you just described can be "original wi:;h you"
) (i.e., you invented it), or you "'got it from somewhere else. " Please
check below the posmon that)best describes your practice. .
s - \
N 3 Orig'inal with mer(to the best of my knowledge) s )
.. . L. s :
21 * Got it, somewherée else and made major changes .
I —————— Py H N .
s ' 7 - Got-it §pm’ewher?a €lse and made minor, changes ¢ \
6 " " Got it soméwhere else without makiné'cl_la,nges
[3 N ~ <, . -
3. If not totally'original, where did you get it? (Check as many as apply. )

%
L4 /_:J' “ i_.
. . Y
.N
‘e
(4
.
~
3
.
k4 » °
« 7 s - ‘
i
2} . ¢ . 4
, C :
( X
' L]
. .
4 ‘. -
- . .
,\-"-. T N . .&
o 2 i
ERIC. .
) T ==

~y - 1] . . . 2

oy . Teacher in this school . AR v -
- . . . . . - ‘ ' R . ‘ .
3 My principal - - . : ' .
| —— N : - v i
4 Magazine or, jourpal - i
2 < Workshdp, conference or institute
2 . Myfi(epartment head. " ‘, )
o - M . ¢ o~
2 Book - .
—_ h . . A
o
vl Student .
7 . Local, curriculum materials <
3 Teacher in anotl'ler school ’ g - /
\ L ©
. . - \ . ' ‘
Outsuie consultax't\ & . N
. 3 )-. . \ . ]U‘
2 "t Un1vers1ty class 2 . <
‘ ! / ’ ' ) * | ., ol , :
3 Supervisor, coordinator, curriculpm worker - "
—— N i . !
! - r A . e i / - . .
0 A parent . o

1 . . Guidante or'p&yc.holog'fcal service worker - v,

] . . . . . . - . ‘ M ‘ .

4 Other . . ' oo "
' . .(Please specify) . 146

. . . ’ i

. -
et L BRI 189
' . - ?

-

e

.
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4, How did you hear about it? (Check as many as apply.) - . Ce
4 Formal gxplanation
. '7 Informal conversation ‘
[}
3 " Obgerved it in-use . - ) 0 L
~ . . '_ ’
2 . Special demonstration . : +
/6 " Audiovisual (film, TV, slides, tape, etc.) Ve
- 5 -
12 Written account '
8 Other . . -
(Please specify)
5. As far as you know, to what extent is the practice you described being , )
used by other teachers?" (Please check one.) . . . ‘
* 1 To,a great extent
—_— » .
. 2 .Quitea bit .
S—— . -
16 To some extent ’ A .
11 A little e
m— . . Vel . . \
T .- Not af all ] ‘. ‘ .
6. . How often in the past year have you told other teachers about this . “,
partichlar clagsroom'practice? - :
. . « - + . L r'S
.o NS | . .Ne'Vger P C
5.4 -+ = Once or twice . /
Vo e s 1ti‘$"‘” T 1
S veral tim&¥ - ; | i |
A - b doe | \\ LN Y
o - \‘,\. - . " Te o *
JRER L | \ . I B
’ . . Ce ; - | =
‘ : : . Il ‘. ) r
} J" J ? ‘0 [- \“ - N g - /
e ! N [ ;
. ) N N 4 A
K R LN ~~ «S', . . - ’ f
L e [‘ .
’:‘L?L‘ ‘- . e T
I e .
’ ‘ , . 147~
J v (84 e ot
\ \1 .~ ,
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> _ 4 . : ,
‘ . A To what extent are you likely to use this practice again which you have N
just described? ' ' .
K . - K

12. . Toa great extent

‘ 9 Quite a bit ‘ ,

P

7 To ‘some 32&% o
~ R 5. Alittle ¢ “\ ,

. Notatall’ * ™

: B s «8.¢. To what ;extent do you feei you kn;)w wl;a: new practices’ other teachers ‘
are using to imprpve pupil',leairning in their classrooms? , N

) z;’: g _ 'Iio a é‘reat.éxteent'} ' U
6 . ouiteabit o : L
8 To some ex'tent S RN

14 . A little B Y .

. ‘ L _’_- . ) . S . . .‘,‘( . \
i " ’ ’ ’ L ' ! - . h 'z '. " .,.-' .
A ‘ " S " Notatall Lo ) - Y ’

Y. K — > v . » ))‘

. - < ’ \

.9.." Looking at yoursélf as a teach®r, how. much time and.energy do you put

"~ ‘ in.on-glassfoom innovations--ones you have<nvented or discovered?
: 3 A lot
.. ’ ——— ~ .
. } . “ \ P
.. . 11 Quite a bit", .
A ¢ h “ . .
22 - “Some  ~ N oot
0 Nt . . . » v 13 )
L : 8 _ Alile , . L.
. 3 .| YNone o - -

|

L *

. . LA ~ ‘ ,( . . . ‘,. . | l‘ \" . .
.. .10, . Durinmg th{s nagt year, about hpw'man'y_classr?Lm innovations would - .
s . you,say,ybu have tried out? . .. 4 . IR -

) ) . : - . ’;
- . 1'5' N -”‘ . oo_:‘l'timv R " ) .-\‘ _.‘ . { . .. ; i )
. . R ' * . :-}‘.:. ‘e R N - . ‘
N IS ,2-4 tishes . ° ol e o

te

, . , 4" 5-8 times , - A : e oLy

- i ce 0 9-12 times . .

- - ) Lo D148
Y~ 0 * .130rover ~

ERIC . | — . 85

A
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INST&UMENT 22: PERCEPTIONS OF THE CLASSROOM INNOVATIONS OF .OTHERS

. What sortg of_ new thmgs do you know that others in,this building are doing

in currlculum ?

)

(19 answered) - .

LN ' ¢
*

¢

-y
-

What sorts of new things do you know that others in_this bﬁlding are doing in ¢

group processes? )
(3 answeLj‘\ S
&
What sorts of new things do you know othe

' L4

(2 answered) .

Pl
-~ .

are doing,with audiovisual aids?

N

-~

o,

Would you like'to have discussions with ény of these perséns? If so, which

ones'.»} ’ y

.-

(17 said yes)

-

/4
R 3
. - ‘'
\
1]
/
»
- [ =
N L
(] .
~
(
~
-~ -
v
.
.
{ v
s - .
[ * ~
A &
i
)
)
L S
| '
‘ )
~
. ’
.
~—
- .
™ 4 s
R 4
149 .
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’ ¢

) .
- MAJOR BESULTS OF MRS. JONES' DATA Y

[N

Followmg are major resuLts which Mrs. Jones picked out of the collected

data summaries s

.-

15,

Most teachers df , ot Bee ;the other teachers as eeﬁ‘n‘g

| other or the pri cipal to improve their classrogm

Al

Most teachers don't see sharmg ideas and helging each other try out
innovations as a ma]or part of their ""own role performance." - (This

element was not one of.%: items mentioned -on Instrument'1.)

L8

. <’ , -
Keeping up witlf new ideas is\geen as important by most.
Faculty meetings are seen. as for administrative functions and are
valued negatively Vo

Most teachers are primarily concerned with their pupils.

’

. -~

~ The principal is'seen as only mildly concerned with teachers' professional . .
growth, classroom imprévement and helping teachers deal with problems.

The principal is not seen as very acfive in supporting new ideas,,
LY - . ~ - .

~

Fhe principal is seen'by teachers as baving integrity, respect for -

teachers and is easy tQ talk to, but perhaps overly concerned with
administrative concerns and paperwork.

« N

Most faculty mambers exﬁ@_ct others to hold back on expressing feelings, :

whlle quite a few would like more open expression. ]
It is believed Fhat most think conflict should ‘be avoided. Prwately,
most think conflict should not be aveided.. S

There 1s greater ‘interest in being helpful to each other and trying new
methods than is agsumed. - .

help from ‘each
ectiveness.

°

There is some es;sta.nce to Openly seeking ien rbvement ot" proc,edure B

There is a readiness for increasegl sharing “of aching ideas.’ -
{ 4

[

While there is co sider,able’ classroom innovatiyeness, little of it-comes ]
from sharing w thin the faculty.~ ' ( ( “

A great deal« mqre innovativeness is oscuring in cIas’;rooms than ISXOSt
teachers are aware of.

. . .. o~
’ . 3

-
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HANDOUT 42 . .

-

MRS. JONES' REVISION OF HER FORCE FIELD

\

Mrs. Jones looked at her force field (H20) again and decided to revise it in
_light of the major results*she had identified. x . ,

- -

‘- »

Improvement Goal: . To incredse communication and support for
i sharing teaching ideas in our faeulty. .-
Forces For —— = ~__ Forces Agaimst

Mrs. Jones ‘wants to,__.> - Teachers don't see sharing

. increase communication ideas as @ major part of
and sharing of ideas with . their role

.. faculty
Most teachers want new — | ‘< Teachers don't see Mrs. Jones
ideas ' as concerned about this

-

.

Faculty méetings could be — g | - Most see faculty meeting time

. used to support sharing | as only for administrative matters

Mrs.\J ones‘ seenas — g | - Most teachers expect otl_zt_ars " : ‘ &
_ positive and approachable , not to be ‘open CT .

by teachers ’

Most teachers desire moré—-» - It is assumed that interest is low
, openness A in being hélpful to each other

Many teachers have ideas — s | - A very few feel time sharing ideas
" they could shar? is léss productive than time spent T
. ' ' working independently - ., - . -

» There is high interest ina. | ' <<Few 2 'e'st'aen as see help

being more helpful to from qthers
" * each other. : J
e T -« Therelis some resis ce td, .-
openly|seeking improvement of = '
. procedures . .
1 ': Y + "‘.
! \ . v ) -
- ) 88 ! ’ ,
. ~. . 151
‘ ?. ‘
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. oo HANDOUT 43 -~ .
@ - S
. o . ASSESSMENT OF SUBSET VIII: <
o ~ . SPOTTING THE‘MAJ_all RESULTS IN DATA

~ J

1. When you find major results in data collected on the basis of a force _ &
4 field analysis,”you should: (ched dne)

’

4

\ .

—_—

Revise the force field according to the results
. ® .

4 Leave the force.field approach and turn

\'\ -
J . .
. \ )
* (
h
e . ¢ ¢
. ; -
’ A ] \
L s
» . R
. o
i ¢
f .
i R - N
‘ [}
}‘
x
'\
¢ j
” ) *
[}
89
" - : ¢
L 2

L4

. Make a new force field using only the resuli:s'\,
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Answers: ' o7 R LA
. - ) oo . .t ¢ LTS ca WM.
< . - . f"t‘- -~ .o .. L " .
. . 1. When you,find major results in data collected®n the basis of a force field
- .. . analysis, you should: (check one) ' -~
N o j'l."ig‘htz. Ré\;i.se Ehevfo'i"c'é field acbordiﬁg to the results
- ) L . )
wron Make a new force field using only the results .
(You should probabl'y'keib‘ many of the forces about
ich you did o8t feel the need to gather data as well
i ‘e . as make additions and modifications based on your
R ' - findings.) ’
. ) . L
- . (wro Leave the force field approach and turn to planning action
(First, incorporate findings in imprewving your force .
® field. When it is time to plan action, you will use your
v P validated force field to help you plan. )
v . ' ' | !
( L
. )
gﬁ
" { N
- » : ( N %
-~ i ’ . @a.
. ]
4

/

L S
) < [ -
-+ |
] ol 'S l
NN

U
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2
[N

v - -AGENDA FOR SUBSET IX:
‘GATHERING DATA ON TEAM-BUILDING RE LA TIORSHIPS

‘ . L ’ . { ’
Purposes: " To give participants an opportunity to practice helper-,
_~ helpee skills in team-building relationships
_To provide criteria for objective assessment of personal
béhavior in groups

& &

Objectives: -+ Givena set of instructionsa, the participants will pro:iuce a
. force field analysis of a problem éxperienced personally
*#.  quring the workshop.
7+ " Given Handout 46: Guide for Group Member Ratings,
LS Handout 47: -Group Membher Rating Scale, and a set of
mstructions, participants will rate self and others in their

. " trios and discuss their ratings to identify 1nd1v1duals ways
e of operationalizing these scales. -

-~ .
~

‘.;'J.ii: In’troductlon to Subset IX,agenda . )

. s
o € 3
-

|
. Writea problem statement on workshop team-bu11d1ng
-,;; ' processes
3" ‘Discuss problem.statéments ‘

. 4a. Write a force field analysis of problem statement
CA
5. .
5. Dlsc‘,,uss fbrce field ana'lys1s

LA

’ofs"o;necview' "Guide for.Groupsll?Iem‘ber Ratings" ¥ L
£ " N .

7. Rate Belf on Group Member Ratlng Scale"

\ Disouss group meinbeT ;rg«t;n s




2.

* 3.

4.

~~~~~

1. QHelp &ach other by suggesting possible addltlonal forces.”’ - -

" Discuss similarities and differences # the kinds of forces,you -

- on what the others in' the trio tell you about what they think is - . .
important and clear about your~ problem statement. You can thenl

- HANDOUT 45

I

GUIDELINES FOR DISCUSSING TEAM-BUILDING )
' FORCE FIELD ANALYSES . . .

.

-

A7 I your tr~ios"

H

p— J Y

)

Check the.way you perceive each other by ranking and ratmg
each other's force field. , R

3

tend to see working on yourselves. o - ) .
3 - . - . - %0
’ g

Keep in'mind that in this subset the emphasis is on practicing: . ¢
getting inforprgtion about yourself from yourself, as well-%.s

from others i your trio. ) ) ! - e ‘ Y

Resist being caught in the trap of defendiné whether or not the
information you share is right or wrorg, "~ Instead,. concentrate

put this information with your own view of yourself‘and come to .
your own conclusions. . .
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GUIDE FOR GROUP MEMBER RATINGS*

g

.

-

Here is a list of categories of behaviors which are important for goo roup
membe1=sh1p. As you read them, keep the following suggestions 1n mind?
N .‘,,_ .a« :ﬁ . * )
How mifch do L d'o in each of these categories in‘this workshop?
What do'1 do that, for me, ig a sign of. -my behavior in‘each
category? (For example, eyes closed may be a sign of "trust,
not boredom; asking probing questions may’be a sign of "problem
solving effectiveness,' not hostility.) Note that much of what
- people actually do is a matter of personal style, The focus of _
this exercise is to identify the specific behayiors that are your
style for each category. : L
Listening Skills: Works at understanding what others are saying. Asks_
others to repeat. Asks others to clarify. Tells others'what he has heard.
Seems to-have understood correctly what others have said. ~

f
.

Saying Skills: Says things clearly, using words others can understand.
Speaks in a way that is direct and to the point, Asks what others have
heard and offers to clarify. Others—aé'em to understand correctly what
he has said. . .

Openness Shares feelings and ideas spontanecusly. Willing to discuss
own strengths and weaknesses. Shows emotions clearly and appropr1ately
(joy, boredom, anger, s/rnow, etc. ). - -
Trust: Willing to listen to and try out others' ideas. Seeks, and accepts
help from others. Shows that he expects others to be sincere and honest
with him, ) ‘ '

Feedback: Asks for others' impressions of him. Shares his views of
others with them.- Seems aware of whether or not others are ready fo
receivellhis views; presents views in a way that is helpful. Lets others
- know ‘'when they have been helpful to hi‘m. : '

- |

*Adapted by permission from the Guide for Anchored Trainer Ra%’
developed by Matthew B, -Miles, '];eachers Colle‘ge Columbia Univ€rsity in
\ connection with the COOperative Project for Educationa'l Deve10pment, 1967,
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- 6. Awareness of Own Behavior: Shows he is aware of how others are
. " reacting to his behavior. Shows he is aware of how he is reacting to
. the behavior of others. Shows he is considering the. implications to 'himself.
Uses this awareness in consudermg whether or not his own behavmr 1s
N * what he wants, if to, be. ‘

&

@ 7. Experimenting With Own Behavior: Shows ﬂexibility ih taking different
roles in the group at different timés (leader, clarifier, etc.) Shows
increasing variety of ways to relate to specific members of the group.
Shpws he is thinkmg about the meaning to himself as he tries these-

different behaviors.
L]

8 . 8. Contribution to Group's.Awareness of Itself: Helps members to be aware
~ © = of what is happening as a group. Raises questions about what the group
. is doing, feeling, heading toward. Offers own views_on what the group ..
*  is doing, €eeling, etc.

o

9. Problem Solving Effectiveness: Helps the group to make realistic progress
in problem solving efforts. Is‘éffectively oriented tOWard work, Aids
. group productivity.. .

10. Helping Group Maintenance: Works well with own and others' feelings.

Helps develop and maintain good relationships in the group. N

‘ Bl. Group Diagnostic Ability: Able to understand why things happened as they -
did in group. Can explain group difficulties as a basis for corrective or '

\ supportive action. . L ,

~

»

12. Overall Effectiveness as a Group Member: All things considered, makes
‘ ‘effectlve contribution to own and others' learning and work
-~

-

Please keep this handout hear for reference as-you do the next step, "Group © 1,
Member Rating Scale." . -

[ f . 2

ES ‘ - ,
-
.
y
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. " = . i . . ¢ w
. ~ ' GROUP-MEMBER RA TING SCA :

Instructions: o E ~ / o
Rate yourself on the scale below, referring to Handout 46: Guide for
- - . Group Member Ratings, for definitions. The ratings are for how
much you have shown your style of behaviors for each category.while
working in your trio during this workshop. You will be asked to share
these ratings in your trios. o

v

G

Rating Scale ‘ .

1.. Ligtening Skills: "(little) , (much)
‘ - 123456789

. 2. saying Skills:
4 , 1234567809

3

3.  Openness:

' '. S ., 133456789
N 3 .
‘ ‘ ' 4, Trust: A - .
oo \ - 123456789 '
. : A\ i’ .
' 5. Feedback; , A : , .
. : \ . 123456789 o
! ? - \ .
I , 6. Awareness of Own ¢ )
+ Behavior: \ . .
“ ’ \\ 1234567809
, A
7. . Experimenting With - \ N - .
Own Behavior: \ L~ §
. s ' \ 1234561789 : 2

8. Contribution’to Group's °
Lo .. -I-Tswaren‘ess of Itsel_f: _ _ _ -
\ ' | ‘ 123456789

)

9. . Problem Solving , . ,
. Effectiveness: ‘

1234561789

‘ . _ 164'
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; 107\ Helping,Group o
— ‘ : * # Maintenance: ’ . . _
< 123456789 , |
L " . ' ®
- 11, Group Diagnostic .
o . Ability: >
L ) ’ ' ) : 123456789
, A , .
12, Overall Effectiveness - : -
as a Group Member: . . C -
. - . 123456789 X
. _ . - .
B s h Ry -, R - '

v . - bt
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'HANDOUT 48 S

GUIDELINES FOR DISCUSSION IN A FISHBOWL .
TRIO ROUND ROBIN : \\

’ . [y . i . . +

‘Procedures:

.
B

A. Sextets will use a "fishbowl" procedure for the discussion.’
Trio A will conduct a round robin discussion for about 30 minutes
while Trio B dbserves~ Trio B will take 15 minutes to report
observations: Trios will then switch positions and repeat the
proceduré. o ' ' o

: ¢

B. ' The round robin discussion widl proceed as follows:

1, Each trio member will first rate the other two on
item one,
2. Each person in the trio will then share his self-ratlng on

item one, followed by a report of ratings by the other two
members on item one. Note similarities and differences in
N the ratings. Discuss what specific behaviors you use that

’ cause %ou to rate yourself as you did on the scale as well as
behavidrs you saw that caused you to rate the others where
you did. »

3. When each person has sha'rjibis ratipgs and received
reactions from the others, proceed to the next item on the
list. Repeat this process through the whole list., NOTE:
.You may prefer to take clusters of items &n the list (e. g. ,
g a * numbers 1.anqd 2; nuipbers 3, 4 and 5; numbers’ 6,7 and 10;
. numbers 8, 9 and 11; ;\pumber 12). In any case, use the

same procedure.
R

C. Members of the observing trio-sheuld decide which person in the
othér trio to observe so that each has one observer. + Observe for
. behaviors that represent the categories on H46..

97 - . 166
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HANDOUT 49

ASSESSMEN'T OF SUBSET IX: GATHERING DATA -
ON TEAM-BUILDING RE LATIONSHIPS

-

¢

e’ ’ .
Rating yourself and others on nine-point scales for such categories
of behavior as "listening skills" or '‘openness' is most valuable

“*

- for: (check one) . . ]

." Determining who is best at each of these categories of behavior
Clarifying that there is a-specific set of behaviors that
all should use for each of these categories

' Identifying to each other the specific behaviors each

{' individual uses to represent each category in his personal *_’
style : . '

~
-« /
, . -\ 3
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Answers;:
1. Rating yourself and others on nine-point scales for such 'categories of
behavmr as "listening skills" and "Opeqness" jis most valuable for:
(check one)
w/ro Determining who is best at each of thes’e categories of behavior
' (The issue is not who is "best. ' The issue is for
each to become more clear ahout the behaviors he
uses so that, within his personal style, he can work
at 1mproving with the help of his trio partners )

(wrong) Clarifying that there is a specific set of behaviors that a11
should ygse for each.of these categories {
*  (The any specific behaviors that can represent

each category. There is not, however, a specific "set"
that all sliould use. . There will be individual differences
according-to style, What counts is to know that in oné
individual's "style, ' closed eyes usually means boredom
while for another it usually means he is concentrating
on hearing )

(right) Identifying to each other the specific behaviors each

, individual uses to represent each category in his personal b
style . ©
) . [+ * '
- ) .
< ) 4
t, *
- # .




HANDOUT 50

AGENDA FOR SUBSET X: THE CONCEPT.OF FEEDBACK

!

-

To learn the concept and gain skills of giving and receiving
‘feedback-in the context of a teamwork relationship.

To increase skills of identifying interpersonal data affecting
teamwork relations, asking for‘and sharing reactions ~
appropriately.
e . P P (
Given a.communication analysis matrix (Joe-Harry wind'ow),
a worksheet for each individual to identify reactions about
others in the trip and about self, and given observation guides
specifying guldehnes for giving and receiving feedback
participants will garry out a trio round robin feedback '

exercise and the functions of giver, receiver and observer.
1. Introduction to Subset X agenda

2. Study concept of feedback

3. Give and receive feedbagk in trios

4., Review RUPS model

°

5 Assessment
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HANDOUT 51 e

-

THE JOE-HARRY WINDOW AND THE CONCEPT OF FEEDBACK

~

As you develop a helping relationship with apother person--a relationship where
each of you helps the other to grow--there are some things you know about
yourself and some you don't know and there are™ame things that others know’
about you and some they don't know. For you and any othér specific person
this can be represented by the following diagram known as the Joe-Harry
Window. * '

7

Things about myself that I:

. Know e Don't Know
, Knows * Common My blind spots that
Things knowledge even my best friends
‘about myself haven't told me about
that the other: —
) Does My secrets and My hidden potential
Not things I haven't of things I never
’ Know had a chance to | dreamed I could do _
tell yet or be .

The "blind spots" and "sécret'" areas become smaller as more information about -
each other becomes common knowledge. It is not meant to be implied here that

a person should be completely or indiscriminately open. There are many things
that are not relevant to the helping relationship. As relevant things are shared
and found to be helpful, trust develops, which -allows exploration and discovery

of new abilities in the area of hidden potential.

Giving and receiving feedback is one of the most important processes in
developing effective teamwork relationships. Feedback, the sharing of your
reactions to another's behaviors with that other person, is not simply béing.
critical. Positive feedback is just as important as are reactions that seem
negative. The intention is what counts if the feedback is to help develop.a’ 1 .
growth relationship. Feedback can clarify perceptions. It can help an individual ,

- gee himself as others see him. It helps him know the particular ways that

different indivici.}als react to his behaviors. He can then better match. his
behaviors with hfs intentions. He can more accurately match his verbal and
nonverbal behaviorg. - PR .

. - ” L]
*Adapted from "The Johari Window'" as developed by J. Luft and H. Ingham '
in Group Processes, by Joseph Luft. Palo Alto, California: The National
Press, 1963, pp. 10-15. . 10 . . A

R 1 { . L
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‘ Our behav1‘or constantly sends messages to others.

(Messages)
— . Other

When the other shares his reaction to-our behavior that is called feedback

You {Message of Your Behavior;) Other
: - (Other Shares- Reaction to
- Your Behavior)

There are barriers in the other which allow him to share some of his reactlons,
but cause him to hold back ori others.

. , .-
‘ - e IR &
. i You ° - - o '\‘— Other
. - ) .., \\\ -

These barriers include such things as his-values and ideologies, his assuinptions
* about how you might react to his feedback, hlS openness, trust and willingness

to take nsks '

-

@

There are barners in each of us wh1ch allow us to receive some of this feedback,
L but which screen some of it out. .

These barriers include such things as your values and ideologies, the image
you hold of yourself and the strength of your need to maintain it, your
agsumptions about his in,_tentlons in sharing, your openness, trust and

‘ ) - willingness to take risks.

175
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. There may be barriers in the way your organizations operate thaf make it hard ..
. for some kinds of feedback to take place.

-

Organization

.You

_These barriers include such things as highly forg)al procedures, lack of time )
to build growth relationships, isolation of rales,*building layout, or norms
that don't support helpful kinds of sharing. .

There alse may be things in you, in the other and in the way your organization -
opera.tes that facilitate constructive exchanges of feedback. A major helping
factor can be awareness and use of the guldelmes fof giving and for recéiving
"feedback. Note that these axe only guidelines, not hard and fast rufes. There
are undoubtedly situations for each guideline that call for exceptions. The.idea
is to be aware of these guidelines and apply them unless you already believe
— an exception is called for: ~

A

. . ; -‘ ‘ . !
' ' Guidelines for GIVING Feedback . '
. 1. Allows for receiver Has the receiver indicated he is ready to
T readiness . listen and ‘accept the feedback as it is intended? )
I o There is little point to giving feedback that

o

won't be heard or will;be misunderstood.

.2, Is descripl;ikvlﬁ:*z . Feedback is a description of your perceptmns
not interpretive, : and reactions. Interpretmg meanings of
) i another's behavior is often a guessing,game
which the other resents. Let hiin shafe his
own meanings if he's so inclined. If you want
'to'Gheck your pérception of his meaning, be
! very clear that is what you are doings

3. Covers recent < Generally, the closer the feedbacl(s to the
o happenings time the behavior occurred, the more helpful %

o ' y it is, When feedback is given immediately,
»everyone knows exactly what it refers to, and
\;' ) feelings about the situation are most valid.

)

“ 103 S ate
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5.

6.

9.

10.

11,

of the

. Comes at

appropridte
times:*

Includes things °
that are new

s o_n‘
changeable
things

Does not
demand a

change

.Is not an

overload

Is given- )
to be
helpful '

Shares
something -,

L]

giver

L4

-

Is specific,
not general

A S Page 4

Don't, for example, share negative reactions
when there are others present who would not
understand theconstructive intent of your
remarks.
Consider whether the reactions you are sharing

* ard pew information to the other. If they are so
obvious that he is already aware of them, they
won't help much. .Telling another what you )
saw him doing is often not news. Often, what

€ s news is the sharing of how you reacted to
what you saw. ’
The value of feedback to the other is_ in being
able to modify his behavior'if he wantg;to.
Reacfions to things that can't be changed are '

. LN

‘not usuaily helpful -
Feedback is sﬁaring reactions. It's up to.the

. receiver if he wishes to make a change in his
behavior based on the feedback. If you want to
ask the person to change, say so, but don't
consider such a request as feedback.

If you give another too much feedback or too -
many things all at once it may be more than ho
can deal with. He may lose track of all you

are saying.

Co?lsider your own motivation in sharing the

reactions, Are you really trying to help the’
other person gain a useful view of himself?

If you are simply angry at the other and wish
to express it, say so, but don't present such
feelings as feedback.

Giving feedback can create a Sense of imbalance
in the relationship. It generally helps the
receiver to feel more comfortable and be more
active if the giver can share some of his own
feelings and concerns as he gives his‘reactions
to the other.

- Be specific by quoting and giving examples of
what you are referring to. '

’

s wm

H51 2 L -
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. Guidelines for RECEIVING Feedback \
: ) y . . -
, R Checks Use such behavior as paraphrasing to be

understanding \ . sure you understand the meaning of the other's
. ' *" reactions. Watch out for becoming argu-
. A mentative or taking a lot of time giving the
P rationale-for your behavior, rather than
\ . . working to ,understand the other's feedback
to you.

2. Asks for feedback You can help the giver provide useful reactions
about specific . by asking for feedback about specific things.
things [This indicates your areas of readiness to

receive feedback and helps him be specific
-« _ rather than general. ’
3. Shares Sharing your reactions to the feedback you
reactions to ' have received can help the giver improve his
feedback skills at giving useful feedback. It also lefs"
' o ‘ him know where he stands with you.-on a
. . . feeling basis so that the relationship can* |
continue to grow. If he goes off uncertain
) 4 i, . : about your reactions to his feedback, he may
. .. " feél less inclined to risk sharing them with
you in Ehe future.

I R \
You have been practicing feedback thﬁbugh reporting of observations..
(See Handout 9, Guide for ‘Observing Helper Communication Skills;
Handout 10, Guide for Observing Helpee Communication Skills; and
Handout 11, Guide for Observing the Interaction of Communication Skills.)
During your sharing of observations, you have been paraphrasing,
describing what you saw and heard and attempting to build mutual °
understanding. '
At this point you wi]l add to these skills the sharing of your reactions
to what you have seen and heard duting your trio work. This is the
' ,interaction called "Giving antd Receiving-Feédback."
-~ ' . o

- 105, 178
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HANDOUT 52

PREPARATION FOR GIVING AND RECEIVING FEEDBACK ° '

-

, A

.o o e ) . . ‘
Write things you "know," but have not shared about yourself. Next, write things .

—you "know," but have not shared about the others in your trio,

Recewmg Feedback Things about myself on whlch I would_ like to receive feedback

w

‘I feel good about

I have some concern about,
i.e., am in doubt, unclear
ot wonder about

Things I have done
(descriptidbn of
behaviors)

[

Reactions to myself
(to behaviors
described above) °

Giving Feedback: - Things I have seen and reactions I have had but have not slia,red“

.First trio member's name

4

I feel good about

I have some concern about,
i.e., am in doubt, unclear
or wonder about .

Things‘l have seen
(description of
behaviors)

Reactions 1 have had
(to behavmrs
dascribed above)

X ]

-

Second trio membe.r' 8 name

*

¢ .

. e
L3

I feel good about

I have some concern abotit,
i.e., am in doubt, unclear
or wonder about '

- Things I ha;le seen
‘(description of
behaviors)

\

. Reactions. I have had
(to behaviors

, described above)

108
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. HANDOUT 53,
.' * ‘ . )
. GUIDELINES FOR GIVING AND RECEIVING FEEPBACK IN A
. TRIO ROUND ROBIN '

In each of the three 20-minute segments: .

Within ydur trio, decide who sheuld be the receiver, giver and
observer for the first round.

. ) .
The receiver ‘and giver exchange information from Hsffor .- ,

15 minutes. \Fhe receiver begins the round by asking for.feedback.. \
During the 15-minute exchange, the -giver and receiver should trade . |
°*roles when appropriate, :

The observer uses H54 as a guideline for observing the 15-minute
interaction Between the giver and receiver. He will ‘then bave
5 minutes to share his reactions and discuss higssbservations with.
the others. '

The entire three rounds ~last 60 mimites. In each 20-minyte round a - '

different person should be the observer while the others exchange the b

informauon they have written on H52 \ , -
' ’\ \‘
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+ HANDOUT 54,

.

/

OBSERVATION GUIDE FOR GIVING AND RECEIVING FEEDBACK

e

-

-~ Write key words to remind you of what you hear and see while two trio -

members give and.receive feedback. Try to _gg_é and hear a@much as you can.
AR | & . PN ‘:‘ .

Your 30;3\3‘8 observer is to be as much as possible like a candid camera,

[y

~

v

In reporting youi' obsetvations, use descriptive language; recall and.
report whit you actually heard or saw. The form on the next ;;age is to help'

record your ob‘ser'vations: Put the names of the two people ybu are obgerving

at the top of the page where indicated. The column under each name gives

°

space to note the thingé each person says and does in relation to any of the

guidelines listed on the left'when he is giving and receiving feedback.
. ‘ / - / . -

v i * .
- R ¢
v

-

»

\




OBSERVATION RECORY. D

¢ - \

Guidehnes

. Name.

When giving and receiving

‘ Lo 7
. 10

3'

'.‘3 50

7.

Allows for
receiver
readigess

2

|

[Is descriptive
not
interpretive

Covers
recent

happenings

Comes at
appropriate
times

. £

Includes
things thwt

Aare new

o,
Ison T
‘changeable
things

)y
2

Does not i
demand a

~ change

e

Is not an
overload .

Is given to \

be helpfiil .

[ ]
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I o , HANDOUT 55 T
S " ASSESSMENT OF SUBSET X: THE CONGEPT.OF FEEDBACK

- . . »
. *
\ - . .

. « .- 1. Feedback in interpersonal communications is defined as occurring when
one person (check one) .

T Describes the behavior of another

mterp,rets the meaning -of the other's behavior to him

/

' Shares his reaction to the behavior of another
I l N
v c :

.22 Ten guidelines are suggested for giving feedback. “Three.of these .
gu1delines are- included among the following list. Check t}‘le three which
” are correct guidelines: ¥

- Allows' for the readiness of the "other to receive
° o ’_ ' ;_;,Describes giver's feelings about the other
' . ___-Seeks" change in the other ) ) P
. I al:)ont things that can be c.h‘anged
e ' _____ Sumnarizes past behavior .
. s __Is given at an appro;’)riate time ‘ 5
| Demands a response

Doesn't concern the giver T -

»

. 3. Three guidelines are suggested for receiving feedback. One ‘of these is
- included in the following list: (check one)

o | Check the understanding of the giver
Share your reaction to the feedback

: ' Teli the giver what-you intend to do about what he has told you

, H
N ¥

186
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Answers:

1. Feedback in interpersonal communications is defined as occurring when
one person: (check one) .

(wrongz‘ Descrﬂ;es the behavior of another
(wr'og_g.z Interprets @e-n&eaning ;)f the other'e behavior to him
Lxlgl_xt_:)_ ‘Shares his reaction to‘t.heebehe.vior of another
. . 2. Ten guidelines are suggesbed. for giving feedback. Three of these guidelines
' ] are included among the following list. Check the three which are correct
guidelines: )
_(__th)_ Allows for the readiness of the other to receive
g El Describes giver's fee]ings about the other
2 252 Seeks cha.nge in the other

grlghtz Is about things that cdn be changed

. ‘? g\wrggz .Summarizes past behavior .
s (right) -Is given at an appropriate time .

4

(wrong) Demands a response

(wrong) Doesn't concern the éiver ' T A

8. Three guidelines are suggested for receiving feedback. One of these is
mcluded in the following list: {check one)

gwrongz' Check the understanding of the giver
(right) Share your reaction to the feedback

" (wrong) Tell the giver whg¥'you intend to do about what he has told you

2
-, 4

If you missedany of the above, a review of Handout 51 should be informative.

-

112
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‘ N HANDOUT 56 '

~

AGENDA FOR SUBSET XI: DERIVING IMPLICA'I'IONS AND
. - ACTION ALTERNATIVES FROM RESEARCH FINDINGS

\ L]

Purpoae:_z To gain skills in denving implications from research findings,
- - brainstorming and a;;alyzing action alternatives.
. Objectives: , Given definitions for deriving implications from research
. : findings, brainstorming and analyzing action albernatives,
o \ C « ' participants will correctly derive a list of possible implications

- from the ﬁndi,ngs of Mrs. Jones' data and will brainstorm a°
list of related action alternatives. °

Steps: 1. Introduce Subset XI agénda

2. Review major results of Mrs. Jones' data

o _ .
’ 3. Derive implications and action alternatives
Ty ’ . 4. Fishbowl trio ogderiving implications
. ! B * 5. Sextet discussion of implicatidhs ‘

‘6. Brainstorming action alternatives

= ’ . 7. Review RUPS model

. ' ‘ 8. " Analyze action alternatives

9., Assessment

N . ‘ )

. _ ; ‘ J194
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DERIVING IMPLICA TIONS AND ACTION ALTERNATIVES * - *

- Research findings seldom have direct application to action. Two steps

are generally needed in order to develop action guide¢lines froni a research

‘

¢ finding. First, one must decide what he believes to be the implications of that
firiding for his particular action situations These implications have a "'what"

' quality. They are not "what ought to be done" but rather "what the objectives

¢ should be" given the things that have been learned from the research. Usually,
g - ¢
\ -“Nseveral different kinds of implications can be derived from any one research

finding. The appropriatengss of each implication usually is determined in

-

’ . relation to other facts about the situation and the kinds Y{f attitudes, values and

. ideqlogies which exist. The "what" relates to goals to be achieved.

t

13 v

The second step toward-coming up with action guidelines is to consider

action alternatives for achieving the objectives you select from among possible

implications. 'Ihis consideration of action alternatives has a "how" qu Q
~
Given a clear objective, how can it be’ achieved? Again, there usually are
/ ‘
several different ways that an objective might be achieved. In this second step, °
- b e R

one tries to think up as many different ''how we migh&achieve it" ideas as

U . . possible before selecting those that seem best for an at}tion trial, The "how"

- /\—“ .
implications relate to methods and processes to be employed.

-

3 PR 114 195"
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Below is an illustration ofa g‘eneralized finding from research. It is
followed by t:yo possible implications derived from this finding. Listed next °

are three possible action alternatives for each.

Finding:. ! '

Delinquent teenage boys tend to choose young adults who are negatively
oriented as role models as compared to matched, nondelinquent teenage
boys who choose their fathers or persons such as teachers or céaches,

e

"IMPLICATIONS:

WHAT THE OBJECTIVE SHOULD BE
\

Possjble Implication No. 1 - Possible Implication No. 2

Delinquent teenage boys should Neganvely oriented young adults should

be kept away from negatively - be involved as, helpers to delinquent .
oriented young adults so they feenage boys in thinking through the

won't be adversely influenced implications of theit behavior, goals

by them. - ' . and the means of their goals. -

"HOW TO ACHIEVE IT"' ALTERNATIVES

¥

Action Alternatives for Action Alternatives for

Implicgtion No. 1 Implication No. 2
' . LY . ¢
. 1. -Set up a series of lectires 1. Start a training program for young
for teenage delinquent boys adults who wish to be helpers to
Qabout the pitfalls of evil \ delinquent teenage boys and énlist
companions. a 50-50 ratio of negatively and
positively oriented young adults.

2. Pass a law against teenagers - . . '
with delinquent records . 2, Start a program of training older,
associating with youbg adults professional youth workers as part
with delinquent records. _ of a team with young adults in

operating programs which seek to

3. Conduct a campaign of excluding include delinquent teenage boys.
negatively oriented adults ' .

. from all organized teenage 3. Start a program of training delinqient

functions. ‘ teenage boys to be helpers in operating
. : activity clubs‘for_younger boys.

~115 o 196
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.' - HANDOUT 58
‘ n WORK SHEET FOR DERIVING IMPLICATIONS AND ‘ :
S ACTION ALTERNATIVES i '

]
+

An implication is derived after looking at the major results gleaned from the
data collected. From these results, ja "what' implication can be developed.
That is, -"what the objective(s) should be--what goal we desire to achieve."

PR The action alternatives are developed later. - B

A fine linme is always present between the implication and the action alternative.
It is necessary to he sure the two do not get confused. Make sure when looking:
_at the WHAT (implication) that discussion doks not shift to the HOW (action
alternative). : . Lt

3 -
»

]

“What" Implication - '"How'" Alternative

Major Result Dafa What the objective should be How we might achieve it
: What goal we wish ‘to achieve Action Alternatives
) Action Steps
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HANDOUT 59

GUIDELINES FOR A FISHBOWL TRIO EXERCISE

- - +

1. Trio A works and Trio B observes for 10 minutes. Trio B shares
observations for 5 minutes. a -
. .
. Trio A works in the center ring at deriving ""what"*
" implitations from H41. Trio A uses H58.as a work
. .sheet and applies criteria in H57 in deriving
implications. —

Trio B observes procedure of Trio A and uses H57 and
H58 as guidelines for observing Trio A application of
criteria for deriving im{)_licationsl. Trio B keeps notes
and prepares to report. :

& When time is called, Trio B shares observations with
Trio A. . -

4

2. Trio B works and Trio A observes for 1@minutes. Trio A shares

observations for 5 minutes.

N

_Repeat the same procedure as above.

)

&

o
o
L 4

-
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1. In sextet conduct a warm-up exercise for 3 minutes.

Y

.Y
? ! . “« »
.8 HANDOUT 61
. ‘GUIDEI‘.INES FOR CONDUCTING A BRAINSTORMING &
SESSION ON ACTION ALTERNATIVES
. . .
Ground rules for brainstorming: . ' B 1
g ?
1. Seta time limit (10 minutes) . = -
9
2. Produce ideas at a rapid-fire pace’ -
3. No discussion or evaluation is permifted - .
4, The emphasis is on quantity, not duality
5. Suspend judgment for 10 minutes - Lo
* . . - A
6. Encourage the practice of hitchhiking-on others? ideas
. 1. Have a scribe write all action altern%tives and ideas
Procedure: e e

Brainstorm: "How many things can you do with a brick?"

&
4,

2.° In the sextet, take 10 minutes to brainstorm as many action

alternatives as you can on one or all of the "what" implications
derived by Mrs. Jones. (See Handout 60.) Ask two persons in
each sextet to use newsprint ahd write the agtion alternatives.
Each person writes on a different sheet of newsprint, alternating
in order to capture all ideas produced at a rapid pace. ‘

-

3. Take 10 minutes to review sextets' results and to move around

K

room to look at results from other sextets, -

»

200
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t : . HANDOUT 62 N

THE A;TERNAHVES IN MRS. JONES' ACTION PLAN

Mrs. Jones did considerably more work than the handout materials show at
this stage in her RUPS project. She developed a long list of action alternatives,
from her list of implications. She gave special attention to possible actions
that could reinforce each other and/or serve s,pveral needs at gnce. She
ereated new force field diagrams for several of her major goals. She rated
forces for ease or difficulty of change. She also looked for forces that showed
up in more than one force field. ’

The analysis that Mrs. Jones did earlier in her RUPS project was diagnostic.
It was to help spot where she needed more data. This later analysis of forces

- in several force fields, with ratings of how easy or difficult it might be to

change forces, was to plan an action strategy. In a real RUPS improvement
project, you will know of many factors beyond those included in this practice
simulation of "helping Mrs. Jones." The thing to be aware of is that there
are two kinds of analysis you can do with a force field. One is/a diagnostic
analysis to consider what is known and what needs to be checked into further.
The second is a strategy analysis to plan which forces you will try to change
and the actions you will take to ghange them. '

A great deal more can be learned about planning action than is included in
these RUPS materials. Once you have perfected your skills ih using the
RUPS processes, it is recommended that you consider going on 'fo master the
gkills of System Technology as applied to managing learning environments.

A package of materials to support this training has been jointly developed
by the Northwest Regional Educational Laboratory and R.E, Corrigan Associates.
It is entitled, ""System Approach For Education (SAFE) for-Classroom
Managers., " ’

On the basis of her strategy analysis and her own feelings of comfort related to
each of the action possibilities, Mrs. Jones selected a few of them to try out.
Her action plan included the following:

1 4

-

1. Mrs. Jones started a practice of interviewing her teachers and
reporting one classroom innovatiop each week in a one-page |
bulletin, After carrying this effort herself for several weeks, she
found the faculty willing to take it over on,a committee basis.

‘2. Part of each faculty meeting was scheduled for sharing and
e ;exploratioh of classroom practices. Some sessions focused on
the skills of interviewing each other and of documenting one's
own innovations. ) g -

. ¢

! 119 , 20]}’
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HANDOUT 63 B
. N i
.ASSESSMENT OF SUBSET XI: DERIVING IMPLICA TIONS A&ND
— { ACTION ALTERNATIVES FROM RESEARCH FINDINGS
S S a

°
s

1.  Implications from research findings dre: (check one)

What ought to be done, given the data . ) 4

What the objectives should be, given the data
- - - * v 14

. Statements, of specific results from the data

’ ]

—————

2.  Action alternatives give you: (check ohe)

A ‘set' of ideas about what heeds to be-done

Many different ideas of how to achieve objectives

¢

« Ananalysis of the action strategy needed

/ : . 203
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\ ©  Answers: ) \ - . .
07 e 1. Implications from research findings are:
. ) g ong) What ought to be done, given the data
(Implications from findings are g6als about which you next )
' consider what ought to be done.) ,
<, e grightz What the, objectives should be given the db.ta . ‘ i
' (wrong) Statemqnts of speciﬂc results from the data’ / e
N (Statements of specific results from data are research’ A /
findings!" Implications are the goals or ob;ect:ives , ~ ‘
derived from thbse, ) i : T
' ' LN . : - } ) R ‘ “ : ' ’ « -
. .y 2+ Action alternatives give you: ; o . K '
’\\_ ) v \ : .
- . (wrong) A set of ideas aboub@what needs to be done - s -
! . (Action alternativés are statements of how to achieve objectives. )
v : o . . A
) (right) Many different ideds of how to achieve objectives « :
. gwrong) An analysis of the aation _strategy needed ’ ~, . ‘
T (A stfategy analysis to plan action considers action alternatives
as well as other factors.) - . ¢
. % > ) o
\4‘/' ’ ¢ a
' " ~
"o ] ’ &
- aQ - ¢
¥ . bl - é ) )
- ) ‘ .
. . ' ’ L. 4
- N o h . ’ :
d ’ k ) o 7‘\\
» A ’
S by * . - Y ‘
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Pum' ose:

- Obl' ectives:

A

HANDOUT 64

AGENDA FOR SUBSET XII: PLANNING FOR ACTION -

(3 . / '

To gain skills in considering planning resources when

.deciding on a strategy for’lmplementing action alternatiyes.,

After receiving papers on"'Five Resdurces in Planning and
Taking Action' and "Organizational and Community Conditions
Which Influence the Learning Experiences of Children, " work
sheets and directions for trio work, participants will identify
and write questions for getting information in two categoriés.
(supportive resources and management considerations). They
will then perform a force field analysis on the first action step
in Mrs. Jones' action plan.

1. Introduce Subset XII agenda o,

2. Five resources in planning and taking action
' ’ L}
3. Gonsideration of organizational and community conditions
- . ‘ &
4. Trio exercise in discovering‘supportive resources

5. Mrs, Jones' notes from interviews w1th principal and
several teachers -

~a ’

6. Trio survey of management considerations

-~

.« 1. . Force field apalysis of first action step P

L

8. Trio discussion of force field analysis

9, Assessment

'

“
.
‘ . » - .

122. Lt - . = a1
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* . HANDOUT 65 .’ .
L . ' *  FIVE RESOURCES IN PLANNING AND TAKING ACTION "
| , . ) .
| . » .
: . . . . . . ..
1. Force Field Analysis- P ‘

»

Two kfnds of analyses canbe done on a force field——the dfag'nostic

analysis and the strategy analysis. ﬁuring the diagnostic phase of '

‘problem solving, forces can be ranked for imﬁorte_mce and rated for

clarﬂ:y. The force field is then analyzed to consider the need for collecting
\ ‘ T

.

data to fu'rther'clarify the problérﬁ situation. Dufing the later phase of
‘ ' \planning for acti'on, the-forces can bé rated f'or changeability.- Th;.lt is, how
easy or c_ﬁffﬁﬁult would it be to change eacil force? Force ffglds may be
. written for each of"tlge fo_rces concé;'ning their changeability. These are

. N +
amalyzed to plan a strategy of action., One generally aims to change” - .

‘ ) . 'tlibse forces that appear both high in importance and most changeable,

AN
L

. ’ .. » ' \ ,
. e T \' The following factors are considered in using the force field to plan

" . { .
.- . a strategy of-action. There are four ways to cause the situation to change
. ~ . N ., k]

. . from what it is now. o ; ) S
. .o, ‘ ) c. . -

~

- ) N A&i g-force

- [

AEliminate a force

LY

: s C Strengthen a.force o= . . -

*

Weaken force

LR

Usually, we try to bring about change: by adding forces, The result is

that.we don't get closer to the goal,‘but_o‘p}’g, wind up with greate?@on
ke

e " both sides and mofe-tension in the gituatidn. If is often helpful t6 ta

. -~ L o ' - N N ! i .
o ' : an approach of seeking to reduce some of.the restraining forces, the
. W , A
. : !

: ' oo 123 . T : 212

’

- P PR A

O

>
s




SR D ' HE5
) Page 2
forces pushing against ni&ven}dnt toward the goal. Sometimes it even o
‘helps to start by reducing a force ptishing toward the goal to reduce
,,.tension in the situation, The force field diagram can help you select the

forces that might bést be used to bring about a constructive change.

2. Management Considerations ’ .o
M 2

It will be very important to work through the following management

considerations carefully as you carry out’your action plan for improvement.
* ) : s .
: It is not intended that these questions imply- a general right, or wrong way
. . Q‘ - N .
. of doing'things. Every situation is unique. It is suggested that, i any

’ -

given situation, the way you work out the answers to these questions of
management will strongly influence how your action effort turns out and
“ .

the kinds of side effects it may have! " The overall question that appHes to

each of the following is: What is the most consfructive way to do'it-this time?

Questions e : -

-
’
-~

A. Is there'an awareness among those who will be affected by the :

proposed change of a need for cha_uge? ] o

a

" B. ~Wha.t ate your own motives; why do you you desire to see this
change come about ?

Q What are the motives, present or potential, among those who
will be affected for desiring to see this change come about ?

D.. What is the .nature of your relationshig with those who will be
affected by this change? (For example, are you the "helper"
and they the '*helpees' ? Is it the other way around? Are you
geen as an autfiority figure and/or an expert? Did you mutually
establish the relationship or is it simply one set up by’your

. . roles as with & teacher-pupil, etc. ?) .
\ R }4 s
E. Are those who will be, affected by the change 'working with u on
. clarifying what the pature of the situation is ?

- | e

4
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» Page 3.
. F. Are those who will be affected by the change involved in considering
T . alternative ways for bringing it about? - »

G. If you and the others Jhave arrived at a point of having some clear o

intentions for change, what has to happen to move from the stage of
. _having good intentions to the stage of making actual change efforts?

- H. Are those whq will be affected by the change the ones carrying out
the plan to bring about the change? .

L How will you know if the change has really happened and if so, why
it happened or why it didn't happen?

~.l

@

J. If the change has happened, what support will be neceasary in
order for it to continue in the new way?

Y. K. Are those who were involved in this effort now more able to carry
out other change efforjs in the future?

®

e

3. Helping Relationships ‘ ’
= .

. s

- Research indicates most of us benefit from having éuppor_t from others
°.7Aavh'en we try to do somethlng new or‘ different. In fact, many action efforts
-11ev_er really get started because of lack of active support. In undertaking

© .an improvement effort, whom can you turn to for encouragementi, for fresh
. ideas and ways of looking at the situation, to argue .with you to help bring -
out the 'things you haven't tho_nght of, etc. ? - Whom can you seek ;Sut' to
build these kinds of helping relat:lonshlips‘for yourself?’ i

Te
. -

4. Scientific Knowledge

’Implications' for action can be dérived from research findings. First,

one must retrieve research-that fits a particular actioh question. Research '

“1s available not only on classroom conditions which influence children, but

}}eo on organizational and community conditions which affect the learning

1

_ experience of c‘hildren by influencing the teacher.and the ways things .
- happ,en‘in a school systém. v .
7 ! - 214
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Self-Initiztion Skills

>

The most-important resource may well be your own willingness to

4 v

take initiative, The wholk process of problem solving/actiog taking inv‘o_lves
many si@aps. There are many points along the_ way where you m}ght get bogged
down. It often can be helpful toask yourself, "Where am I'in tl}e process
right now and what are th{e n‘%xt steps I need to take?' Sometimes ;t ie*hard
to stir‘ up your initiative fo really take a next step. When you get bogged
down this \f'ay, it can hel;g) to take a few_ minutes to work out a force fifalfl on ~
yourself, What are the forc:as for and agaigst your getting active-in moving
on to the next step? Once you've si)otted these forces, you can work out a
plah to support your own :initiati’ve. . . | — .

If time permits, trios can think of and consit’ier the first step which
Mrs. Jozs\miéht take in:‘s;:arting her action_prog'ram. Refer to Handout 62,

‘

"Alernatives in Mrs. Jones' Action Plan," You are not to decide on one

action stépy-but only to think of possibilities and discuss them.:

~

215
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o ' HANDOUT 66
: ORGANIZATIONAL AND COMMUNITY CONDITIONS WHICH
INFLUENCE THE LEARNING EXPERIENGES OF CHILDREN

/7~ +  Those Who Influence the Direct Workers ' . 1 ‘

. Y
What actions of the Rrincigal facilitate or inhibit innovativeness of

teachers? Chesler and Barakat reported:

... teachers who see their principal as exerting substantial
upwards influence with the superintendent and minimal -
‘ ) downwards influence gn the local staff are most likely to
- : innovate. Some guarantee of professional autonomy in o
" . . the form of mediation of external pressures and freedom )
from internal pressures may be at work here.

Principal-staff congruence on professional matters seems to
be relevant for staff innovation and sharing ..:.

... the principal may be more facilitative of professional ‘

' C growth by his indirect efforts at encouraging a supportive
i peer network than by direct efforts at stimulating teacher N
change. 1
* How does the-position of the teacher in the informal pattern of faculty

relatioﬁships influence innovativeness in her classroom? Chesler and Baraka};
also reported:

- oo o

cr . staff clusters appear to innovate and share more often

than ofpers, while teachers who place themselves on the .
periphery of such clusters afe least likely to innovate and
share practices. 2

. _ .
o : teachers who|perceived|themselves in the center of

&

ﬁose Who Influence the School System as an Organization

¢
) In suryeyﬁxg a number of case studies of change in education, Mackenzie3

»

= " nobed influence sometimes comes from superintendents, boards of education,

‘\2' ' o 216
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How much influence in the organizational structure should the teacher

-

have on the curriculum iz'i order to share innovations? Lippitt and colleagues

reported:

. if teathers believe that they have influence, they are
likely to feel it is worthwhile sharing information with
their colleagues. However, if they do not believe they
have influence, or if they are alienated from the social
system of the school, then they are likely to feel there
is really no point in sharing because no one will listen.
This obsexrvation is supported by data that reveal that
teachers who are seen by their colleagues as influential,
competent 'and enthusiastic about teaching.innovate and
share .more than teachers who are not perceived in this

way b

The objective structure of the school seems to have a
different effect on adoption than on innovation, In those
schools where the communication structure was more
hierarchial (sic), teachers adopted more often than ip
schools with a diffuse structure.

On the other hand:

A
In those schools where the communication structure was more

spread or diffuse, and where almost everyone was linked to
someone; teachers innovated and shared more than in schgols
with hiérarchial (sic) or nond1ffused structure. 4

. Are pupils! perceptions of parental: att1tudes toward scho&mq_rtant?‘

Fox, Lipbitt and Schmuck found:

Indices for parental support of school, sehf-esteem, and
attitudes toward school shoW that pupils who view their
parents as supporting school have higher self-esteem and
more positive attitudes toward school than pup1ls who view
less parental support of school. 5

a
==




H66
. . Page 3

Do all the various important reference persons i\'}E a child's life have

snfluence on his school behavior?  Jung reported the perceived "messages"

from others about how to behave at school combine to relate significantly to’

"observations of the socioemotionally handicapped child's positiveness in
. ’ . ’
relating with teachers and peers‘in the olassroom.6 * -

-

Are there djfferent reference groups within a community which influence
the socialization of youth? In 1962, Logan conducted a study in a middle-sized

city in which key influencers of youth prograrrfs were identified and interviewed.

He reported: ) ,
... agreements of division of labor, perceptions of goal ‘ ‘
similarity, and reports of communication patterns indicate
a meaningful structuring of thé youth development community
.into four subparts. These include organizations and individuals
whose youth development tasks are:

1. Therapeutic Services, Law Enforcement and Social Control
¢ 2, Formal Education . ,
+ 3." Economic Integration .
" 4, Reljgious Development, Recreation, Leisure Time ‘
Activities?

f.ogan found: "Beliefe about best ways of working with children and t i
youth différ. according to which youth development area one.belongs to." He ' o
found further: ' ' ' - o 3 ’ e

Some youth behaviors are ‘positively valued and viewed as
worthy of support; others are disliked and ones we would
like to change.  There is a fair amount of agreement in the
youth development commuity that work achievement
behavior (amb1t1ous good workers, striving to do better)

{ . and social relafions behavior (being cooperative, getting
along well with others, respecting others) are the most
desired behaviors. There is stronger agreement that .
the most disliked behavior, or behavior that most needs
changing is social relationships behavior (disrespect for .

. 218 .
- ) .
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A

others, *disrespect for authority, misbehaving legally,
being poor citizens}). The different subparts have
different views about this. There is a general agreement °
in the community that the family is a primary source of
the development of positive youth behavior. *-There is
much stronger agreement that the family is the source

of negative youth development. 8

How adequate is the training generally available to those who work with

youth? Morse, Dunn and Bloom? found that teachers' responses concerning
L

their orientations toward working with yout’h were not signif‘icantly‘related

to reports of their pupils, or reports of trained observers, as to how they
actually were working with youth. Junglo\found no significant relationship
between teachers' awareness of ""good classroom group dynamics' principles

and the extent to which they practiced these principles in their classrooms.

Knowing and believing is not the same as doing!
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HANDOUT 67 -

TRIO EXERCISE ON DISCOVERING-SUPPORJTIVE RESOURCES

+ N .
» [N

As her first action step, Mrs. Jones decided to investigate the suppoxtive
- ‘ . .

resources she could count on at school in 5or&er to sup;;femént her force field

> % X . .-

analysis of her first action step.'

-

Constf'uct a ‘questionnaire to use in interviewing several teachers:

1. To ascertain the kind of support in the ééhool Mrs. Jones
can expect T, ° :

>
L

2. To identify ;;ersotis with whom helping relationships can be’ )
explored and built for:trying out new ideas r

< 2
’

Refer to Handouts 65 and 66 for ideas.
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- HANDOUT 69

. TRIO SURVEY OF MANAGEMENT CONSIDERATIONS

Taking into consideration all jnformation on Handouts 65, 66, 67 and 68,

and the alternatives in Mrs. Jones' action plan from Handout 62, work as a
trio to produce appropriate responses to each one of the management
consideration questions listed below from Handout 65. *

. Answer How Things  Answer How You Think
. Seem to Be Now Things Should Be

1. 1Is there awareness among
those who will be affected .
by the proposed change -
of a need for change? '

2. What are your (Mrs. Jones)
. own motives for desiring
the change ?

3. What are the motives
of those who will be
. affected?

4. What is the nature of

- your (Mrs. Jones)
relationship with those
who will ‘be affected?

4 .

5. Are those who will be
affected working on
clarifying the situation? y

6. Are those affected
involved in considering
how to bring about change ?

7. What has to happen to
move from intentions to
making actual change
efforts ?

ones carrying out the
plan? ' .

an




9.

10.

— " Answer How Things
Seem to Be Now

.

H69
Page 2

Answer How You Think
Things\Should Be

How will you (Mrs. Jones) ’
know if the change has ‘

_really happened?.

/ 1f change happens, - ’
__what support will be

necessary to continue

in the new way?

Are those involved in

the effort more able

to carry out other :

change efforts in the
—future ? '

A\

(R
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~ . - HANDOUT 170

‘ _ WORK SHEET FOR FORCE FIELD ANA LYSIS OF
FIRST ACTION STEP IN MRS. JONES| ACTION PLAN , -

1. Mrs. Jones started a practice of interviewing her teachers and réporting -
one classroom innovation each week in’i one-page builletin. After carrying

o this effort herself for several weeks, she found the faculty willing to take
' it over on a committee basis. '
< P R 4N ‘ V4 * \

. .
.

Step 1: Do a for B
Step 2: Rate .the ch;mgeabi ty of eafcfx force as '"hard,"

"medium" or "easy" to change

/ 12
v Goal: .Involve the faculty in establishing a committee
) - - for sharing classroom innovations .
N . . - ‘ - . N ol
Forces For ————a~ | <«———Forces Against -

-

. .
. .
.
’ Lt . . L
Ve
_ . \ -
.* 0

N A ' . - 133 225
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. HANDOUT 71
+ ASSESSMENT OF SUBSET XII: PLANNING FOR ACTION |

When doing a stratgy analysis on a force field to plan action,
you: (check one)

Rank order the importance of the forces -

—————

Rate each force for clarity . : }

Rate each force for changeability

-

) o
In any future RUPS improvement project you undertake, the correct
answers to the following management questions will be:

a. Are those who will be affected by the change working with you
on clarifying the nature of the situation?

JYes No . Maybe

b. Are those who will be affected by the change ‘involved. in considering
alternative ways for brinélng it about?

LY

Yes . - : No ) Maybe

o. Are those who will be affected by the change the ones carrymg
- out the plan to bring about the change?

P 4
Yes . No Maybe °.
v b R
- - - b}
~ i L 4
B »
. ” _
\
. SLJ 226
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Answers:

-

-

wr gg) Rank orde,r the importance of the forces

WXO

-

N

(This is part of diagnostic analysis)

Rate each force for clarity
(This is part of diagnostic analysU

~

1. Whendoing a strategy analysis on a force field fo plan action, you

~
[l

gri@ 2 Rate each force for changeability

) 2. Inany future RU PS 1mprovement project you undertake, the correct
answers to the following management questions will be
)
"ai-.Are those who will be affected by the change working with you
on clanfying the.nature of the situation?
Yes (wrong) ,

No (wrong) Maybe g’rightz

alternative vGays for bringing it about?

™ Yes g ong) No gwrongz " Maybe frightz

c. Are those who will be affected by the cliange the ones carrying -
out the plan to bring about the change? ‘ -

Yes (wr o_ng} No (wrong) ' Maybe (right) '
- , B R \

4

(Every situation will be unique. In an actual project, the answers to these . ’

estions sometimes may be yes and at othe¥ times, no. When answering
the ve questions about any future project, t{_‘correct answer has to be

=N

b, Are those who.will be affected by the change involved in ¢onsidering

on




" HANDOUT 72

\/\
AGENDA FOR SUBSET XIII: SMALL GRQUP DYNAMICS

3 ‘\
. To become familiaT 'witli additional daea-gathering tools.

To apply knowledge and skills‘acquired toa small group «~
planning task and objectively analyze the small group's

dynamics. ‘

To produce a.plan for use when explaining the RUPS )

process in gwfi school.

Objectives: Given a set of 'procedures, participants will scan.and
‘ share ideas found in the remaining chapters of

- e wad &

, 9 p o
Given an assignment, the sextets will produce a plan tcg> explain -
the research ufilizing problem solving pfocess to a specific
back home group.

Given a planning meeting and Handout 75, "Five Dimensions
of Group Growth,' participants will rate their small grotrp
’ dynamms and’ analyze and interpret their ratings.

1. Introducé Subset XIII agenda

2. Review RUPS model )

3. Read remaining chapters in Diagnosing Professional

Climates of Schools ' . ,
5 .

Plan a session to explain the RUPS, process

Read ""Five Dimensions of Group Growth"

”

Evaluate the planning session

-

Cémposite rating of group
%

Discussion of what happened tduring the'group planning .
sessgion

Assess_m'ent




_HANDOUT 73, _ N~

| . ' ‘. INSTRUCTIONS FOR READINGIII\'I'
* DIAGNOSING PROFESSIONAL (;LIN{ATES OF SCHOOLS -
s ' o . | B . <
Task: / - Rapid scanning of remaining chapter in sextets. ' ' _ ) ¢
Procedure: 1, Each person in the sextet scans the remaining chapter R
in the book. Read it iif a rapid, skimming manner. - .

Note any major tools for evaluation to share during :
the sextet discussion, ’ .

- R 2. Inthe sexl:et, share and discuss, major data-gathering s
‘ tools in the seven chapters. Focus on helping each other . N
" identify and clarify the major evaluating tools. Pay
particular attention to the fact that evaluation is viewed |
as an ongoing process, closely related to other planning |
and action taking processes.

.

235
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\ .. . A HANDOUT 74 ‘_TJ
‘ : . PLANNING ASSIGNMENT: ,
¢ R ] ° . o
- ¢ . . ;
: . Task: ' To_design a one-hour session that any of you could conduct
* for.a faculty of thirty to give them an understandmg of the
’ RUPS prodess.

QUR PLAN FOR A ONE-HOUR SESSION

DO S

¥
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y : HANDOUT 75 . . .

. . 'FIVE DIMENSIONS OF GROUP GROWTH

There are five dimensions along which groups typically develop and grow.
They have to do.with clarity about membership, influence, feelings, individual

differences and prqductivity.‘ People in new groups tend to concern themselves “

. { )

When ygu‘become part of a new group, thedfirst thing youq"re apt to care

with these dimensjons in the order just givegn.

Membersﬁip

about is what it will mean to be a member. How will others expect you to act?
When should jrou speak and how do you go about‘it? If you say spmethigg as a
joke, w111 othersyla;lgh or will they think you wer;a being serious? 1Is it all
‘ right to come late, ‘to leave early, to smoke, to dress informally ? will
members in this group hold your same values a;ad attitudes ? Will- membersh‘ip' -3
- . in t.his group facilitate or conflict with other réles you have in lifei?’ will

membership in this group be stimulating, boring, exciting, threatening,

‘ ' - . ¢ .. ..
' . rewarding, inconsequential ? . >
S ‘ - - “
- Influence . " ’

Y

P
-\

' g As the meaning of membership becomes clearer, ‘attenbion generally‘ turns

to questions of influence. Who is the leader of this group?. Is there a chairman?
. L - . .
Will the "real leader" pleasé stand up? How do decisions get made? In what

ways do people try to inﬂuencé each other? Are individuals open to letting

, others inffuence them? What opportunities are there for you to influence or

fulfill léadership functions? Are there individuals in the group who care more

F P . ' )
3 . . about the power of being leaders tha/ri" they do about the goals and issues of the group?
::.: = %‘ . . ’ i v » 5;};

. \ 237
.. ’ {)'.1"41

¢

- ’
ot




‘/‘

¥

. H76 |

. \\ " Page 2

Feelings y .
m A ) r
As norms of membership and influence become clear, the expression of

feelings becomes increasingly important. When others like an idea or action,

-

do they say so? When there is boredom, frustration or anger, is this sharéd

& @

openly so that it can be worked out con‘structively? Can you: express your

’
L4

feel?:gs freely, as they occur so you don't have to contam them and let them \

build up to a point where they burst through ingppropriately? Do people wait
untll they ""get out the door" to tell one or two colleagues how they ''really felt

about the meetmg" ? Is the eXpression of negative feelings seen as honest

L]

feedback that can help, rather than as a destructive attack? Again, is

exp_ression of positive feelingé9seén as honest feedback, rather than simply - .
po : :
trying to influence or "'gild the lily" ?

Individual Differences .- o “ o

- >»

& M . ) N N
Each member of a group represents certain unique experiences, knowledge

>

° . N . - R -
and skills. Few groups seem to reach a point where they take maximum
advantage of these individual differences. It's rather commion for members of
a group to reach a level of ehaﬁng feehngs where each sees the others as

s

*
likable because they arp pretty much the same as he is. / This is sometimes

<
-

referred to as the "honeymoon stage." If enough trust develops, the members

-

may begm to be able to both recogmze and value the individual differences that

each possesses. A new set of qu.estions then takes on meaning. Do the members

0;

take the time and effort to learn about the experiences,. attitudes, knowledge, .

-

.values, gkilfs and 1deolog1es of each other? Does each work at shanng h1s own

L T N
B LA A

ideas in order to get others' reactlona and different ways of looking at issues ?

F .
b ..

A 142 | -7 238,
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’

Do they let eaoh other know they appreciate these differences even \,vhen they
doh't necessarily agree with them? .
Productivity - .

Most groups exist for a purpose that involves some kind of product. It

0
o

might simply be {o have fun together. It might be to build better mouse traps

. or to imp'rove the’learning experiences of children. The product of nfany

-

groups ten’ds toward a "lowest common denominator" of that potentia} which
the individuals in the group are cepable. Depending upon how norm§ of
f . * o

membership, inﬂhence, feelings and individual differences get worked out, a

v
group can reach a level of creative productivity. Ideas of different individuals

can be combined into better new ideas which no one person alone would have

thought of. These questions become important. How much energy goes into
arguing about which ideas are "'better" or "'right'' as compared to energy spent

on develoPing new ideas from combining old ones? 1Is effort spent on

S

d1agnosmg situations to bring out underlying 1ssues? When problems are
raised, is there a vélue for workmg them through thoroughly»as opposed to
moving quickly toward action? Do members take the time to seek your -

. [ - [N .
reactions and ideas? Do the norms of the group's organization support time

and ways for you.to give your reactions and ideas?

Results

r »

There are two kinds of Desults from.the ways a new group works: out these

ﬁve dimensions .of its growth. One concerns fask accomplishment. Tasks

may be accomplished efficié'ntly or inefficiently, thoroughly or only partially, -

B

w:th high quality or in a shoddy manner. The other kind of result has to do

o 239
~ $
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. . v -
-

‘ ’ with maintenance of the group. There t'néy be high esprit de corps where

< .
individuals are pleased and excited to be members. Or, there may be

confusion and frustration where individuals readily leave the group.

-
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| ' - - HANDOUT 76 * .
{ ‘ ) RATING OF GROUP PLANNING MI«TETING :
. "+ Instructions: Circle the number on each scale which comes closest to being - .
5 . your assessment of the planning‘meetmg Just completed
t-‘f’l_‘xm :
. . !’ ) .
1. How clear were you about your membership role in the sextet ?
- \ R . 0
< T /1/2/38/4/5/ 6/ 14/ 8 /9 / 10/ 11 /12 / ‘
Completely , Clear on some things, Completely -
. : confused confused about others * clear . '
/ - .

- 2. How completely did you share your ideas in the meeting? . . ’

/1/2/38/4/5 /6 /7 /8 /8 /10 /n/12/, .

. I did not share " -+ .1shared about half . I completely shared
. any of my ideas . of my ideas & every ideathat—

_ ' occurred- to me _
) . ’ ’ ‘ ‘ ) h 1 ® > “

3. To what extent were your efforts to influence the meeting successful ?

Yy, $

v\ {
/1/2/3/4/5//6/7/8/9/10L11/12/
Al
i t Nothing I did had ~  About half of my -1 strongly inﬂuenced
. . / -any influence on *  attempts influenced the group eyery °

the group " the group - " time I tried T

3

kY

4. How clearly did you' communicate your pos1tge and negatlve feelmgs when - .

. you were aware of them? <~ - —
SRR . ]

“ /1/2/3/4/5/6/7/8/9/10/11/12/

o~

. . il Not at all -- I communicated to” Completely clear

) no one knows , . "them,clearly half to everyone
- ~_ - how1 was feeling of the time . ! . .
by
A s ¢
~ * ) 1 4 5 v ‘ 4;\9
e ok N . 241
. v 4 . ‘
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\
e

" ® , 5. How clear were you about how othérs were feeling in the 'sextet? o

- - /1/2/3/4/5/6/7/8/9/10/11/12/

~ ¢

I had no idea about I was cIear about . I knew exactly how
how anyone felt » - half of the group < everyone felt

-
- -

6. To what extent did the team benefit from the unique contnbution of each .
person in it? (By virtue of his role m the system, tra.ming, experience, etc. ) .

‘ '/1/2/3/4/5/6/-~7~/8/9/1o/ / 12/

‘ Not at all--no " ABout 50-50 ) ' Completely--benefited
real benefit C * from everyone in the
from anyone d s group as much as

T o ] b possible °

R

. 4 * , . '
® 7

. 7. To what extent did the team work at disc overing how your umque background
¢+ and role eould contnbute to what was gomg’on? -~ -

,xo -

";.é" ’/1/2/%3‘/47 6~/7/8/9/1o/11/12/

v & CSh L et
. ;Tlfey d1dn't Y 'Pheg got about half _ : :I‘hey found out -
\ . out anythmg about . of‘the g@ntri’gutlon R everything about me
- -, + * .. m&that would have’ »‘,‘ I could have made; - _ that,could be of any
) ,  ‘helped . e " help -
X .2 B v g ° } -
A . :

}' How productlve was the work of the, gextet?

-

t
’ /1/2/3/4/-5/6/7?/5/9/10/11/12/
4
ompletely ‘ About half as . Very productlve--as
oductive-- productive as ‘we ’ much as possibly'
“ nothihg worthwhile could have been “ could hdve been done
y . , . , ,3/; . Y .
/ 9. How creatwe was the plan ‘produced? (For example, actlvely testmg and
/ ; building on each other's ideas.) . a Lo
) /1~/2-/3/4/5‘/6/7/8/.9/10/11/Q12/" -
¥, : . ' ) . ’
Co Not creative at all-- About 50-50 - Extremely creative
' o7 the plan came out of the . : plan--is better than .
: -lowest common denominator S anyone could have: ~ . .
B n »  of ideas from the group D ’ . corme up with alone N
~ s, s ° .
. < v : ‘ © 242 s
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. ) 'HANDOUT 77

' ) COMPOSITE RATING OF GROUP PLANNING MEETING

® ¥ jnstructions: 1. Record the ratings on this chart as each individual
reports his ratings for each item. b

s . 2., Circle the point on each scale where the largest number

of ratings occur. For example, if two consecutive numbers

each have three rafings, circle-both numbers.

VA SV | B A
2

1 US,G T

“

3. Connect the circles with a line, producing a profile of
*your group work durix}g the planning session.

‘ O S A Y S S S S S A | / / /
1 2 3 4.5 6 7 8 9 10 11 12

‘ °©. [ _/ /4 4/ /4 4 L L L T / / /
1 2z 8- 4 5 6 T~8 9 10. 1 12

s/ [/ /| | [ ™ 4 ]

6 /1 /S S T S ) 4 S

A Y Y R A

8 / /4 S 4 L S S S T / / /

0. / _/ /1 4 4/ 4 S /]It ]

3

.
«
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- HANDOUT 78 . “

. ' - ASSESSMENT OF SUBSET XIll: SMALL GROUP DYNAMICS |

b 4 e ¢ b 4 . .

1.  The: five dimensions of grBup growth-are: (check five)

o . Consensus ‘ Feelings
Membershjp Structure

Task Accomplishment Individual Differences ;

Influence Productivity °
. Reward System Maintenance.
[ JA .
a »

P
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Answers:

" 1.  The five dimensions of group growth are: (cHeck five)

(wrong) Consensus - (right) _ Feelings
; (right) Membership ’ (wrong) Structure

(wrong) Task Accomplishment (right) Individual Differences
] .

(right) Productivity

gwrong) Maintenance

right), Influence
. _{wrong) Reward System

<

——— o mo—
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HANDOUT 179 ) C «

=

AGENDA FOR SUBSET XIV: PLANNING YOUR .
BACK HOME RUPS PROJECT

- Purpose(f To begin work on identifying a real problem and plan for a back

N

Objectives:

>

2

N
\

home RUPS 1mprovement pro]ect

To review and reinforce the RUPS model and' other major.
cognitive learnings of the workshop -

Given instructions and support materials, each partncipant will .
write problem statements and a force field analysis for a back
home RUPS pro;ect. With references to guidelines and criteria
givenin earlier subsets, these statements will be critiqued in
sextets. '

© 3

Given instructions, each participant will do a force field on
following through on a back home RUPS project to share in
sextets, Two follow through meetings will be specified. With
reference to the assessment handouts from all subsets, :
participants will review all major cognitive learnings to insuré
.mastery.

1. Introoluce Subset XIV agenda

2. Discuss possible back hdfne problems for a RUPS project”

3. Write a back home problem statement and force field .

analysis o, - . -

4. Critique sach other s problem statements and force field
: ‘analyses

-

5. Overview of back home RUPS project guidance materials

6. Write an indivitual force field on carrying out back hoine
.RUPS pro;ect

&

-

7. Share mdw1dual force fields in sextet

E

- 8. Arinounce plans for followup-sessions > o
9. Review assessment o @ e
. » - ®
('.- * ‘ ’ .’.- 2.52~ :-
149A ‘
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BACK HOME PROBLEM STATEMENT AND FORCE FIELD ANALYSIS

4

.

HANDOUT 80

~

*

a N

1. Statemént of a probleri I think I want to wark on: .
| N
| ! . -
4 . ) \
‘ - Al
“ ." R by
-
,7( s
2.  Fozce field a{na.lysis~of my improvement goal:
. . Goal: ’
) . » r
‘ r~ -Forces For — = '| <«——— Forces Against
< 'w\ ’ . . . 4
, ' < :
) . : ! ’
. .
Take the last five m.mutes of this period to copy your problem statement and
force field on newspnnt for others to critique. .
-\,‘. Instructions: ‘1: Wnte your problem statement and force field analysis on
. 2 "« alarge piece of newsprint
- 2. Post yoﬁr newsprint with gndther piece of newsprint next.

to it for written critiques from others

.
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8 Critique of problem statement: - 0T ' ’
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oo Critique of force field analysis: . . .
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' ( . " HANDOUT 81 ! . S

e 'PLANS FOR A RUPS PROJECT
, ‘ ._ - v . . P 2 - N N ‘ .
. This folder contains a number of blank formS to use as an aid in carrying out
e : ~a real RUPS project back home: "It is suggested you use these and keep them
s filéd in chronological order to refe§ to as a way of keeping track of your
progress. s ‘ Lol )
- * Form1l isfor keepmg track of when you are workmg on dlfferent . fs
, ' — parts of-the RUPS model . ‘e . ‘

¢ *-

Form2 is for wntmg statements of your problem

.
. . R

’ Form 3 ' is for yriting force fields ‘ . -
. Form 4 is for making data—-gatfhering plans
: ° Form 5 is for stating results from data, deriving 1mp11cat10ns =

and listing possible action alternatives

-

Form 6 is for stating action plans . ‘

. ”
&

. ' . J * . » -
. L Form 7 is for recording major changes and goals dchieved '

L2

There may not, be enough, blank forms for your project. If you need additional \
coples of any form, s;mply write them out for yourself on blank sheets of

} Cos paper. ' . -

*

A - L g 256
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r_PROGRESS RECORD OF A RUPS PROJECT

FORM 1

This RUPS project is concerned with:

”5

N

¢t a

Approximate dates that I worked
recorded bfelow.'

Date - Phase

At

£

on different phases of the RUPS project are

1, - ° - - The phases of the RUPS
2. *model are listed below as
3. -, a reminder. ‘You may
4. \ repeat some of these
5. . plans several times in
6. carrying .out a project.
(Y " )
8. f i . Identify concern
90 * ]
10. ‘ Diagnose situation
11, A
12. Consider action
13. ‘ alternatives ’
14, -
15. . . Test selected ﬂ
16. T _ alternatives '
17. . ' - .o .
18. . ' : Adopt and diffuse
19, v o ' :
20. y Retrieve knowledge
21, A of sétting
. - : A - N
R - Derive implication
' " from knowledge of -
’f " setting
Retrieve scientific - -
. knowledge )
/

Derive implications
from scientific
knowledge .

“
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FORM 2

S , . j .
) / 'PROBLEM STATEMENT NO.. ___ \

Y
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N ' 3
2y .. :
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s e v
x “ v ‘
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>
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5
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FORM 3

-
\

. . FORCE FIELD NO. ___ .

i
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‘ ) ' ‘ FORM 4 - )
. DATA-GATHERING PLAN NO.©
Forces about which data is to be gathered: ‘ ; . X
< . ,
- From whom (or where) data is to be gai:hered:
r. ‘ 1
N
l . Way inl which data is to be gathered (tools, observation plan, questions to
’ be asked, etc.): ’ .




4 L

. : N ¥ ’ - : Date: -
. . “ -

- FORM 5 S .

RESULTS, IMPLICATIONS AND ACTION ALTERNATIVES
= . Y . ‘ .

¢ A major result from the data is: ‘ )

. s 3/ ‘ 4 - ) o . o . 4 . Bo‘
' Some action alternatives that might deal with this implication are: '

“ ' R »>

¢
o . |
. v ' . Another implication that can be derived from this result is:

-

1

" ,Some action alternatives that might deal with this ‘implication are:

. ™

~

.

Another impiication that can be derived from this result is: . -+

»
"

N
- ~ s,
¢
] . ,
3

- Some action alternatives that might deal with this implication are: e

L4

B
B
PN
RN ..

c \ o 157 261
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FORM 6

. . S’I:ATING ACTION PLANS >
" The major parts of the action plan ?ncludga: ‘
w . 3 "' Al
[y , A ¢ >

LY ) * &
“' [ < . o

Resources I have considered in carrying out the action pliﬁ include (e.g.,

- , m\anagerhent considerations, helping relationéhipsg own initiative, etc.): .
- * . £ - i
. ¢, 3 : . ‘
- N > g
N ! d »
. . 4 -
3 - rl
- : 1 R a
- ~ 1 “ " “y
” ' * 't
. * a4 ‘e
*x*‘ - - v h\‘”—
S . “ (
LY [ § » °
. L] ‘._’ ' » . .
, N .
N o ,

, W v . 158
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¢ . . "Date:
' , FORM 7
« MAJOR CHANGES AND GOAL PREPARED
A major change in the forces of the problem that has taken place:
S T ’
¢ IR ’
“ Concrete evidence that this change has taken placé in the forces:
A major goéal that has been achieved:
" Concrete evidence that this goal has been achieved: h
4
) 4
159 263
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HANDOUT 82 )

FORCE FIELD ON MYSELF .

@
b)

A

H82

Instructions: Idéntify the forces for and against your moving ahead to carry

out a RUPS improvement project back home.

Lo

%

Al

. OF MY.DOING A RUPS PROJECT

¢ a

Forces For —— = | <«—— Forces Against
.

e

4

FORCEé WHICH. WILL AFFECT THE PROBABILITY

N

P

~




~

- gtatements, force fields, data-gathering plans

) _ . ‘H83

HANDOUT 83

L4
1

_ PLANS FOR FOLLOWUP SESSIONS I ANDTI '

e
b

Followup Segsion I will be held on ™~
. . (date) '
at e o' clock. We will meetat - ' .
(time) (place)

. © '

The?m'eeting will end at o'clock.

A - (time). ' '
Followup Sesgsion II will be held on '

- (date)
at ‘ ‘o'clogk. We will meet at .o .
(time) ’ (place)
LS ¢

The n;eeting will end at o'clock.
—— : - (time) ' -

Al

The purposge of the two followup sessions is to hélp each other anals;ze progress

and plans for your back home RUPS projects., You will meet and work in your
original workshop trios. You are to bring all of the materials from __tfxe work-
shop to these §ess_ions so that you will have them to refer to if needed. You
are to bring any materials you have developed as part of ypur actual back home
RUPS-project. You will help each other consider where you are and what
steps are neéded next in relation to the RUPS model. You will critique problem
and results, action plans and
» . .

outcomes.

s : -
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ASSESSMENT OF SUBSET XIV: PLANNING YOUR BACK HOME RUPS PROJECT
. \. 1. Fill in the missing labels in the empty boxes of the Reéearéh Utilizing Problem Solving Model below.
Lo ’ ' ] ’ N
@ . . . , : 4
SCIENTIFIC og— — =~ = — — — =— — — — JHE PROCESS — — - — —— = - = — — — »KNOWLEDGE
KNOWLEDGE ~ - OF YOUR
‘ . ) . - SETTING : '
>
v
/!
/
~ °
'\
B
( b . A L] %‘q
) ]
© . 8
- ' 1 ' »
)
‘ - - e -
N\ 1 e . .
62 * ’ 266




Answer:

1. Fillin t,he missing labels ikthe' en}pty boxes o( the Research Utilizing Problem Soli'ring Model below.

o

-t

THE PROCESS . . )

H84
Page 2

L4

SCIENTIFIC _ = - __ _ THEPROCESS __ . = _ - KNOWLEDGE
L KNOWLEDGE® - o OF YOUR
. ‘ . - SETTING . C.
Identify a Concern .
. HIEE ' . "
. t ] »
Theory 18 Diagnose the Sitiation § Needs
° . b g ' ' : - \ % - w ,
> 2 : o - ~
o = ‘. 1 ? g (2 “
JR h I ! o o - |Re
esearc g - % % - % soyrces .
: % ——————| Consider Action Alternatives|-e— & : ‘a
Methodol 2 . T = -+ 8 - ovations
' - l J . | JE\; ,
Test Selected Alternatives M

sV

AN

B

N

» Adopt.and Diffuse -

N
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< Pugpose:

. Objective:

HAN'DOU'I‘85 ‘ I

AGENDA FOR SUBSET XV: FOLLOWUP SESSION I

’ ﬂTo prov1de support for carrying out back home RUPS pro;ects

. and 'further practice in applying RUPS skills. .

Given reference to previous RUPS workshop handouts,

participants will.apply criteria.to analyzing eaeh other’s =~ %
- progress in implementing skills while carrying out a real -

.RUPS project. Each parficipant will further exphcabe plans

1for support.and the next qteps of his prOJect 1

' 1. Introduce Subset XV agenda 3 Lo )
2., Discuss rewards and fi’ustré.tions of RUPS projects '
3. Analyze progress of RUPS projects » - L
4. Consider support needed . -
5, Plan the next steps | i
6. Share plans ’,
7. , State time of next session S
{» M
. 6.
. H -t
) - _ te
‘ \y.g N
0
o Aio ' o - .
A ‘s N R . -
- Py .
- ) — © N . g
\ . ’ ¢ R i
- :ﬂ ! < 3
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- . . X HANDOUT 86 . ) . .
\ ' ' ZNALYZING PROGRESS OF A RUPS PROJECT
’ j t .
It‘. is sug‘gested that you use the-following ideas to help other trio members consider the progress being
i made on their RUPS projects.

Yy

-«

First: Help the person consider where he is on the RUPS dia t?am. Which phases of the RUPS process

- has he covered? Has he cycled back to repeat gome phages {ff light of new information gained? What
evidence can he show of the phases he hambeen through? What phase is he in right now? Is he clear
about this? Are his current efforts appmpriate or does it appear that he should be in a different phase
right now? Use the diagram of the RUPS model belowto, work- out the answers to these questions with him.,

~

N

T - - Y
” SCIENTIFIC o — ~.maydrawon._ . — . THE PROCESS_. _._may draw on_. % g KNOWLEDGE
o KNOWLEDGE ’ OF THE
P EDUCATIONAL
& . SETTING
T -
» s - = ) g '
e % Identification of a Concern E
' ; / A | \ 3
- ERRAaY - : - . g
= .
el [2] - = g &
- Diagnosis of the Situatioh
Theory —={ & |=1 & / ) ]k T || B |priony
. gl |a ' 2| | 5| bf Needs
£ h E é ’ K “ esource
Researc O lmel| B . - vy | §<R 8
Findings E 8 j—=| Formulating Action Alternatives|--e—— :;OU & o
: AN 2| |§
; Methdologym E S -7 g é - E; -afxisting:
. E 1 - . . & 8(- Innovations
<) £ t
g N\ Feasbility Testing of Selected / 3
o All:ernatives, Including Training 8
E and Evaluation t

Adoption and Diffusion of Good
‘Alternatives )
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.Second: Critique the quality of the work done so far. Were the four guldehne
questions clearly answered in wntmg the problem statement(s)? Are the
. forces in the force field stated specifically enough to know who to go to and

what to ask in order to clarify a force? Are force fields rank ordered for

« * importanee and rated for clar1ty? Was data collected in order to clarify forces
in the force field? Were results from data written out and implications derived
from them prior to considering action alternatives? Was action planned using
force fields to consider ways to strengthen and/or weaken specific forces? Is
there any objective data to show that any forces have been changed or that
measurable objectives have been reached? Some, or all, -of these questions
should be answerable depending on how far the RUPS project has proceeded.

1 .

¥

[y
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- ' ‘ " HANDOU T 87
DEVpLOPING BACK HOME SUPPORT TO CARRY OUT A - '
RUPS PROJECT * :

There are two important ways to think about developing back'home support to
carry out 2 RUPS project. One has to do with support for yourself as you
work on the project. The other has to do with the involvement and commlt‘,ment
of others who can contnbute to success of the pro;ect. -

’

Support for Yourself

# ' .

Most of us benefit a great deal from the kinds of relationships and activities
shared by the trios in the RUPS workshop training. Your fellow trio members -
may be from your home school setting. If so, consider whether there are
additional persons in your school setting with whom you could work at building
these kinds of helper-helpee relatlonshlps, If not, how can you start.from

scratch to build such relat1onsh1ps‘? Your ability to use the RUPS process and
gkills gives you one kind of support. The help you can get from colleagues who

are also skilled in RUPS often adds critical perspective to your efforts. Working
with the help of others in your stchool setting can have added advantages of

their gaining from knowledge of your work. It also can build norms among a

school staff of sharing innovations, helping each other's professional growth,

usmg an expe/ imental approach to deal openly with problems and forming

trust.

Support for the Preject‘ . T - I

The success of your RUPS project depends'on the kind of involvement and
commitment that you elicit from othe This in turn largely depends on how

_ you answer the management questionsy” Many successful RUPS projects have
" been especially creative in ways of involving pupllS. In some situations, pupils
have beén involved in using the force field techniques, data gathering and
. \] analysis. .As noted earlier, there is no advance prescription. You must
- diagnese what makes the most sénse in your situation. Here again are the -+
management questions for you to consider. '

4. -1Is there awareness among those who will be affected by the proposed

»  change that a change is needed? > -
o 2. What are your own mohves--why do you desire to see thlS change come RN
~~about? o

. /
3. What are the motlves present or potentl\l among those who will be
affected for desiring to see this change come about?
{ 4, . What is the nature of your relationshlp with' those who will be affected by
‘ - this change? - ) . _
. . - _ : 275
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. . . . s, Are those who will be affected by the change working with you on
clarifying what the nature of the situation is?
6. Ar-e those who will be affected by the change involved in considering
alternative ways for bringing it about? -

‘ 7."  °1f you and others have arrived at a point of having some clear intentions -
. for change, what has to happen in order to move from the stage of having _
. : good intentions to the stage of making actual change efforts?

8. Are those who will be affected by the change the ones who are carrying
out the. plan to bring about-the change? ) )

. -9, How will you know if the change has really h;appened, and if so, why it
- . happened or didn't happen? .
10. If the change has happened, what support will be necessary in order for -
. it to continue in the new way?

11, Are those who were involved in this effort now more able to carry out
other change efforts in the future?
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HANDOUT 88,

NEXT STEPS -OF MY RUPS PROJECT ¢

. *

Outline briefly below the next steps you plan to take in carrying out your RUPS

project. This will be for sharing and criticizing in your trio. Be clear about
how these steps fit into the RUPS model diagram.’ Be ready to discuss how

your present data and analyses lead logically to these next steps., Be ready to

back home support and to answering possible management questlons.

"discuss how the way you plan to earry out these steps speaks to your needs for

My next steps willbe . . . : v

) . . 277
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HANDOUT 89
. AGENDA FOR SUBSET XVI: FOLLOWUP SESSION II
]
Pﬁgpose: To provide support for carrying out.back home RUPS projecl';s

and further practice in applying RUPS skills.

Objective: Given reference to previous RUPS workshop ﬁandouts,
participants will apply criteria to analyzing each other's
AN progress in implementing skills while carrying out a real
RUPS project. Each participant will further explicate plans

to.support desired changes and share his RUPS project
@ experience. .
Steps: 1.. Introduce Subset XVI ageﬂda'

2. Discusé what should have been different
3.  Analyze progress of RUPS projects

4, Cons?der support for change

5.  Plan further sharing‘ -

‘ ' 6.  Consider other RUPS _pr’ojects ’

N N

A - v . ' 282
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HANDOUT 90

1
ANALYZING PROGRESS OF A RUPS PROJECT . %

A

: D

It is suggested that you use the following ideas to help other trio members consider the progress being -
made on their RUPS projects. ’ ‘

- .

First: Help the person consider where he is on the RUPS diagram. Which phases of the RUPS process

has he covered? Has he cycled back to repeat some phasés in light of new information gained? Whatt

evidence can he show of the phases he has been through? What phase is he imrright now? Is he clear c

_ about this? Are his current efforts appropriate or does it appear that he should be in a different phase
_ right now? Use the diagram of the RUPS model below to work-out the answers to these questions with him.

-
~

. . . b

SCIENTIFIC - - --may draw on__ _ _ _ — - -THE PROCESS- — —- -may draw on. - - -»-KNOWLEDGE
KNOWLEDGE : ‘ - OF THE .
’ ’ EDUCATIONAL
SETTING

s 3

.’-

Diagnosis of the Situation

Identifica(tion of a Cgncerp .

~Priority
of Needs

Theory —m

.

<Resources
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Innovations

Research

Findings Formulating Action Alternatives
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Feasibilitfr Testing of Selected °
Alternatives, Including Training
and Evaluation
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Adoption and Diffusion of Good
Alternatives
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Second: Critique the quality of the work done so far. Were the four gu1dehne
questions cléarly answered in writing the problem statement(s)? Are the forces
in force fields stated specifically enough to know who to go to and what to ask in
order to clarify a force? Are force fields rank ordered for importance and.
rated for clarity? Was data collected in order to clarify forces in the force
field? Were results from data written out and implications derived from them
prior to considering-action alternatives? Was action planned using force fields
to consider ways to strengthen and/or weaken specific forces? Is there any
objective data to show that any forces have changed or that measurable
objectives have been reached? Some, or all, of these questions should be
answerable depending on how far the _RIlPS pro;ec‘ has proceeded.

. 22
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DEVELOPING BACK HOME SUPPORT TO MAINTAIN
*.A DESIRED CHANGE - .

= e
°

. . . )
At the-beginning of the RUPS workshop, a problem was defined as existing

when' there is a difference between the way things are now and the way someone

. would like them to be. The .forca field technique describes things as being the

way they are at any given time because of the balance of forces that could pu‘sh

them toward and away from a-goal. The goal is a specific statement of how you ’

- . ¢ T
would like things to be, You “lglove toward the goal by changing the current

® .
balance of forces. But, in many change projects, things don't gtay changed.
| ]

-

A goal may be reached for a short period of time. Then old forces begin to
operate again. Things slide back toward their original pattern. Not enough

attention was given to ways to maintain the forces needed to carry on the .
. 3 -

°

desired change. )
. >

Up tq now, you may have used RUPS skills primarily to consider ways to

Iy

_bring about a desired change. * Important additional actions may occur to you bi/

©

]

using these techniques to'consider what will I);\ri\éeded to maintain a desired

@
@

change. What would a force field of forces for and against maintaihing the, goal,

&

once reached, look like? It might be s&me\;srh?.t different than the ones you've |

-

used in considering how to move toward the goal! How would you agiiger the
. ’ -~ . .

management Questions in terms of maintaining the change? You mi
. SR ¥

T )

LI

o~~~

-
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. ‘ - ' MY PLARS FOR FURTHER SHARING

£
Things you have learned from the successes and failures of your RUPS .
projects can help others. Understanding of the RUPS process and its skills’
can also be shared., There arermany forces for and against effective sharing

in the field of education, Your RUPS training probably makes you more
sophisticated than most educators in thinking about this problem. If you were
to accept the challenge of sharing knowledge 6f your RUPS project and the RUPS
process with others in your back home setting, how would you go about it?
Make some notes of the steps you would take. You will be asked to share these

ideas in your trio. . ,




" APPENDIX A

4

FACULTY MEETING TYPESCRIPT

We need more communication and support for sharing teaching ideas in our
faculty. I know several individuals who are doing exciting things that I believe
_most of the others are'not aware of. We seem to lack time and ways to share
effectively. We've made some major changes in curriculum and organization
ih the past few years which have created & great deal of pressufe. What can I
do to create more effective support and sharing without my efforts s1mply
adding up to more demands on the teachers? . -

[ Y
Teaching these days is much more demanding than itwthe past. There
are so many new approaches and the children themselves are different.-

1 found an exciting new way to involve my kids in ind'ividual project work, but
others don't really want to hear*about it. Everyone has to discover their own s
. way of doing things. :

1d hke to know more about how some of the others do things in their classrooms

but there really isn't time,

\ -

Mrg. Jones seems interested in some of my ideas when I talk to her alone;, but

in faculty rr}eetings we spend all of our time on administrative problems.
_Ahc__Conway and I try out our ideas on each other. We don't mind sharing when
"thmgs don't work out, I'd feel foolishdf I had to share my mistakes with most

-of our faculty. . . :
T ’

as

s - W1th some of the'changes we!' ve  been meking, there is a greater need than ever’’
. for sharing among the faculty, but it has got to be done=in-a way that gets down
. to the real isgues. . . /

Tl e

3
"

There's tpo much that I can get done afone to spend time in gripe sessions. /

The tnajor goal of any faculty meeting ought to be to gét it ovér as quickly aJ
possible. Most of what we do in faculty meetihgs could be handled by memos
‘any_.w_g_y. ° ’ 4 ’ Al te '\




HANDOUT 9

GUIDE FOR OBSERVING HELPER COMMUNICA TION SKILLS

— .

*
L]

Observe or;ly the helper. You will be asked to report what you see him doing
and saying concerning the following questions. Tdke notes so that you can be
as specific as possible in accordang,e with the guidelines suggested at the
bottom of this page.

\\, -

Is he listening? . .

-~

< ’ Wﬁat verbél, as well as nonverbal, clues do you observe ?

Is he asking the helpee to give illustrations?

A JRE—

Is he asking the helpee to clarify? e -

Is he paraphrasing to check if he understands the helpee's meaning?

.0

In what ways is he showing that he understands?

. €

. < N
€ = . .

&>

) Guidelines For 'You as an Observer -
Your job as an observer is'to be as much like a candid camei:a as possible.
Make notes of. gxactlx what is said and done that illustrates the things you

. areobserving for, Use quotes when you report your observation. Doa't
evaluate in giving your report with comments such as, "It was.good when,,.."
Don't interpret why things happened or what they might have meant with
comments such as, "You confused him when. ...," or, "The Teason you said
that was..:," .c;r, "You got-mad when.. .."- It is up to your observees .to

\ e\ralﬁape and interpret if they wish to. You are to répgrt only the facts such

?

.

stamped your foot." N .

40

- - -.

S

as, "When she said, 'That's a silly idea,' you turned your chair around and" ~

o

& -
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GUIDE FOR OBSERVING HELPEE COMMUNICATION SKILLS

Observe only the helpee. You will be asked to report what you see him doing
and saying concerning the following questions. 7Kake, notes so that you can be
as spedific as possible in accordance with the guidelines suggested at the '
bottom of this page. .

-

Does he appear to be working'at,being clear?

What verbal, as .well.as nonverbal, clues do you observe?
Is he giving illustrations? °
o>
Is he using words and terms thdt seem to be understood? -
!

Is he being direct and to the point? -=

Is he pa\t;phraéing'to be sure he gnderstan;i's the helper's meanings?

Is he asking the helper what he is hearing?

Guidelines For You as an Obgerver

Your job as an observer is to bg as much like a candid camera as possible.
. Make notes of exactly what is said and done that illustrates the things you
* are observing for. Use quoteg when you report your observations. Don't
" evaluate in giving your report with comments such as, "It was good when...."
/ﬁon't interpret why things“happened or what they might have meant with ’

' comrdents such as, "You confﬂ'sed him when...," or, "The reason you said
that was...," or, ""You got mad when. ..." It is up to your observees to
evaluate and interpret if they wish to. You are to report only the facts such

, "When ghe said, 'That's a silly idea, ' you turned your chair around-and
.stamped your foot, "
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GUIDE, FOR bBSERVING THE INTERACTION OF COMMUNICATION SKILLS e
Observe the interaction. between the helper and the helpee. You wil be asked
to report what you see them doing and saying about the follo¥ estions.

Take notes so that you can be as spedific as possible in accordance with the
guidelines suggested at the bottom of this’page.
' e

ol e Are they checking perlodically to be sure they aresgetting the
job done of clarifying the problem,/\statement as they were asked?
° ]
. Are they following each other rather tpan sw;tchmg the subject and

jumping around to ideas. in unconnected ways? ‘ ¢ \
* n - i
1 4 N L
- Are they paraphrasifig to be sure they understand each other's’ meanings? .
-8
, ™
\, : _ A
o ¥ * //)
- ‘ A}
A .
. v e |
~
« N N M [ .
. 4 i V4 -
‘e v .
< ° - ‘ v, o
° ', ’ &
o~ L) . . [
» K . ¢
‘ : r. : '
\ Pt . : - . .
. * ‘ - \ o ‘ . V4 - “ \
/ Guidelines For You.\as an Observer " , & ! ,‘
v \J k . Y '
L N . | ~ N . =" ';ﬁ . “

You1 job as an obsen*ver is to be as mych like a candid camera as posgible.
Make notes of exactly ‘what ig' said and |ddne that 111ustra£es the things you are
. observing fo,r Use quotes when you repart yotfr observations. Don't evaluate . \
| - in giving you’*repgrt with comments suc as, "It was good whed. ... " Don't ] "
’ interpret why things hapbened or what th mlght have meant with com rentsy o

7
EE Such as, "You confused him when...," 0 s "The redson you said that was...;" ’

\ (0T, '"You got mad when. ;.." It is up to ypbur observees to-evaluate and inter;;ret

- ifthey wish to. You are to report only,the facts such as; "When she said, 'That's ‘\’
* a gilly'idea, ' yon tu ed your chair AroLnd and stamped yeur foot. ' ] ' \
- . > o= ' .

) ) . ! vy ,
.\» * - . . .
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. observmg for. Use quotes when you report your observations. Don'
“ in giving your report with comiments suchas, "It was good when. ...

y
5 X , . ©
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HANDOUT 11 4 . Ce L

GUIDE FOR OBSERVING THEINTERACTION OF COMMUNICA TION SKILLS

y

~-

* [}
Observe the interaction between the helper and the helpee. You will be asked

_ to report what you see them doing and saying about the following questions. ‘

Take notés so that you can be ag specific as possible in accordance with the
guidelines suggested at the bottom of this page.
s

Are tgey checking perlodically to be sure they are getting the

job done of clarifying the problem statement as they were asked?

" Are they following each other rather than sw1tchmg the subject and
jumping around to ideas in unconnected ways?

~
.

Are they paraphrasing to be sure they understand each other's meanings?

v - - . & .

¥

. ~ o | Yy

. (, 2}

Xoxn ]Ob as an oﬁserver is to be as much like'a candid camera as po§sible.

Make note§ of exactlx what is said and done that illustrates the things|you are
evaluate

Don't
| interpret why things):appened or what they might have meant with co ments

such as, "You confused h1m‘ when. .., ' or, "The reason you gaid tha WaS...," " ’
or, "You got mad when. " .," It e ug,?:b your obgervees to evaluate
| if they wish to, You are to report only the fz!cte such ag, "When she §aid, 'That'
la gilly idea,* you turned your chair around aad.stamped your foot." -

\ ¢ i

Y

[

, 179 | ) o -
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- GUIDE FOR OBSERVING THE INTERACTION OF COMMUNICA TION SKILLS

= 3 .. \ .
L

Observe the interaction between the helper and the helpee. You will be asked

to report what you see thsm doing and saying about the following questlohs.

) Take notes so that you can be as speciﬁc as possible in accordance with the
' guidelines suggested at the bottom of this age.
7 .
Are they checking periodically to besure th are getting the. - f ' .
g,]ob ‘done of clarifying the problem statement as they were asked? '

5 / {

s Are they following each other rather than switching the subJect and !

jumping around to ideas in unconnected ways? } z ( E
. ’ . - ‘e ; . \ Y
¥ . -
,Are they paraphrasing to-be sure they understand each other's meanings?’
L 4 . k M
\f:\; - - ’ F ¢ .
° N =
‘o AL
, 1
t ) "~ ¢ . "
4 ' ! > ‘
- 3
{ . . * ‘.
{ \—:—-—A—'\4 - e » ? _
- ~ L 4 -~
o 3 /
) N A

°x

i -~

Guid'eline's For You ag an Observer "
) | )
“Your job as ano ‘server is to be as much like a candid camera as possible.
w Make notes of exactl wha't is salj and done that illustrates the things you are '
! observing for.. Use quotes when you t:eport‘your obsellvations. Don't evaluate .
‘ in giving your report with comnigents such ag, "It was good when. ... " Don't
8, happenedﬂr what they might have meant with comments
such ‘a8, "You confused him when...," or, }'t’Ijhe ’reason you sdid that was...,"

" if they wish to. You are to report only the facts such as, "When she ‘said, "I‘hat '8
~a silly idea,! you turned your chair arbund and stampetl your foot." T

or, You got ‘mad when....)' It is up tosyour observees tavevaluate andintefpret

t
4
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“ GUIDE FOR OBSERVING THE INTERACTION OF CO'MMUI;IICATION SKILLS

: ' ' ‘
Observe the interaction between the helper and the helpee. You will be agked
. to report what you seg them ‘doing andfsaying about the following questions. '
. Take notes so that. .you can be as specific as possible in accordance with the
- guldelines sugge sted at the bottom of this page.
periodically to be sure they are ‘getting the
job done of clarifying the problem statement as they were asked?

¢

.

o Are they followmg each othet rather’ than sw1tch1ng ‘the subject and
‘ jumping around to ideas in unconnected ways ? \
: | . Are they paraphrasing to be s?re they &ndersta.nq each other/\s eaning§?
L S | | "\
‘ L / 3

’, L4
m«' -~ - L4
£ ‘I. o
R
- { T
I \ ’ . \ "// \\
\ o]
R i T X ‘e kK )1 . \\__._/
. . \ Guidelines For You as an-Observer ) d - ¥ ‘
. jooA )
. You1 job ag an observea: is bg ag much like a  candid camera‘as poss1b1e.
| + «|. . Make poteg of exactlx what is sﬁnd and done that illugtrates the, things" yomare
b eh you report your observations. Don't evaluate

- . observmg or. Use quotes !
o - < 1l n giving your report with comments such as, "It was good when. ... " Don't
\ . | . interpret why things happened o% what they might have meant with comments .

B . . ~ such as, "You confused him|when:..," of, "The reason you said that was. iy % \\

or, '"You g t mad when...." It "i8 up to your obServees' to evaluate-and 'in Ipr
. if they &isﬂ to. You are to S:eport only the facts such as, "When she said, *
’ ’ a silly idea, you turned your cha.ir around and sfamped your, foot. ™

) .
N N 4
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THE GOAL STAT‘EMENT AND FORCE FIELD THAT MRS. JONES WROTE

Mrs. Jones, principal of a faculty group c')f.47, has asked for your help. She said:

We ‘need more communication and support for sharing teaching ideas in
our faculty. I know several individuals who are doing exciting things that
I believe most of the others are not aware of. We seem to lack time and
ways to share effectively. We've made some major changes in curriculum
and organization in the pagt few years ®hich have created a great deal of .
pressure. Whatcanl d%te more effective support and sharing*
. without my efforts simply addihg up to more demands on the teachers?

According to this statementythe principal has the problem. She is the one
rifeeling the pain" of inadequate support for sharing, It seems to have been
caused by those responsible for initiating changes ''in the past few years"
without allowing time to work on norms and mechanisms for sharing, The way
she states if, it sounds like there is a lack of means and/or conflict of priority- ’
for.a goal of increased sharing. Her goal is to increase such means in ways

that are valued by the teachers. ’ :

' LY

More information and greater specificity are needed, so you started by getting

Mrs. Jones to Write out a force field.- Here is the goal and force field she wrote:

1

faculty. -

Goal: To increase communication and support for sharing teaching ideas in our

~

¢
rd -

\
*

—~——

Forces For

—

Fdrces Against

Mrs. Jones wants to increase ———

communication and sharing of
ideas with faculty .

Some teachers have exciting — =

idegs they could share

s n
Some feachers want to know li__>

l |

_more about ot?ers' efforts
»

‘Some teachers feel ' hanges -
cause need for morQ sharing,

Increasfng d
‘more éffective

v '

Y
$

)

.
.

g to be'__.__>

|
. |
\ .

-s«— Some see faculty meeting time as
only for administrative matters |

22

¢ Fear of sharing miétakes
t

-d— Some feel individpal work is
most productive

-«— Concern that time %peh_t haring |
ideas will be wasted © ‘
| = .

—«— Fear of insufﬁcie$ time to meet
current demands AK ;

RS

, impose more detnands on

-4-—‘Mrs. Jones doesn't want (o
teachers ‘ .

-

<« . Cy




"- HANDOUT 30

’

4
MRS. JONES' FORCE FIELD ANALYSIS

i , Rate: Clarity
Rank Order | Goal: To Increase Communication and ——
of Support for Sharing Teaching "Partly |’
Importance Ideas in our Faculty Clear Clear |Unclear
6 ‘a. Mrs. Jones wants to increase X -
communication and sharing of , }
ideas with faculty - .
1 b. Some teachers have exciting X
ideas they could share .
3 c. Some i:ea’chers want to know X
more about others' efforts ,
-7 d. Some teachers feel changes 1 x
cause need for more sharing .
(
9 e. . Increasing.demands to be X
* more effective
10 \f{. Some see faculty meeting time X
) as only for administrative
¢ matters”
5 g. Fear-of sharing mistakes X
11 h. ‘Some feel individual work is X
most product‘five ' X ~ ,
2 isv Concepgh that time spent sharing. X
¥ | " ideas will be wasted
/ . 4 jo Fe‘ of insufficient time to meet X
current demands |
S ‘ |
8" [k.'M ‘[LJones doesp't want to X \;
impose more demands on ‘ |
teachers - . o ’ :
) P
' | ‘i\ \
3 \ ' ' \ , . v
. 153 v i19
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INSTRUMENTS SELECTED FOR DATA GA THERING . '

*
Instruments . Pa‘gg
i 8
4. Self-Conception 6f Own Role Performance ¢ 39
N [ ! -
9. The Principal of This School . 46
. © .
15. Do's and Don'ts ' 67 »
. *
17. Our Typical Béhavior ’ ) ' 70 .
19. Classroom Innovations - 87 Py f ’
. '\
. 22, Perceptions of the Classroom Innovations of Others 92
s, & ‘ : N
NEXT STEP _ \ :
' Mrs. Jodes tabulated the teachers' responses and proceeded to analyze the
resuits. She decided not to plan#ction steps until she felt clear about the”
tmeaning of this data. Ske first deoided to pick what seemed' to be the major - ,
results. . . .
.Y A . / Loy ~ ‘
In Subset VII your next step will be to“look over the data and select. the major
results. . ) ) “3 ..
® ' . l ' .
- r > \
* \ ) '
| ‘ ¢
| . »
| o .
\\ . ’ g o . < X * . \
~ N 4 . . .
- | ., . \r ' N
. ' T ‘b

*Robert S. Fox, Charles Jung, Miriam Ritvd, Richard Schmuck\and .
Elmer Van" gmond Diagnosing Professional Climates of Schools.

Washington,~D. C.: Leammghesou des, 1973, .
[}

. - ’ - ~
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& . ) . »NAJOR RESULTS OF MRS. JONES' DATA . ) .
“\ " Yy, : h .
Fo’llgwmg are major reSults Wwhich Mrs Jones picked out of the collected
data Summarles . .o
1. Most teachers don't see sharing i and helping each other try out
innovations as a major part ofstiteir "own role performance." (This
eLemgnt was pot one of top ten items mentioned on Instrument:1.)
) T 2. Keeping up with new ideas is seen as important by most. >
3. Faculty meetings are seen as for administrative functions and are
- valued negatively. . .
% » ’ >
4, Most teachers are primarily concerned with their pupils. -
v . ' ' ' .
5. The principal is seen as only mildly concerned with teachers’ professional
growth, classroom improvement and helping teachers deal with problems.
6. The principal is not seen as very active in supporting new ideas. - -

The principal is 'seen by teachers as having integrity, respect for , '
» teachers and is easy to talk to, but perhaps overly concerned with
adiministrative concerns and paperwork.
** Most faculfy menibers expect others to hold back on expressing feelings,
' while quite a few wduld like more open expression.
. ’ .
It is believed that most think conflict should be avoided. Privately,
" most think-conflict should not be avoided.
rs
' There is greater interest in bemg helpful to each other ‘and try ing new
methods than is assumed. . ) . E

- ¥
" . Most teachers do not see the other teachers as seeking help fro% each

{

other or the principal to improve their classroom effectiveness.
The\re is some resistance to openly. sl

\ ®
kix;g improvemen& oﬁ‘ procedures.

There is a readiness for incteased sharing of teaching ideaL
£3)

While there is considerable classroom
from" sharing within the faculty.

innovativeness, littlL of it comes

. A .o

A great deal more innovativeness us occuring in classrooms than most
teachers are aware of

- 150
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. MRS. JONES'

N:rs. Jones locﬁiedaat her force field (H20) again and decided to revise it m
light of the «major results she had identified.

N

Imi:roverr‘ient Goal:

.
-

*s s .
.
.

.9

o

g

4’

HANDOUT 42
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REVISION OF HER FORCE FIELDQ

o

i3

v’

To increase communication and support for
sharing teaching ideas in our faculty:

o

Forces Against

-

Forces For

[REE2N ©

Mrs. Jones-wants to — =
increase eommunicat.mn
and sharing of .ideas with
faculty

&

. «

4

Most teachevrs want new —_—
ideas .

. N
BRI
s, oY

/
Facylty meétings could be —
used to support sharmg

00‘%

‘o
. or

Mrs. Jones seen T P I
positive and appmachable
by teachers !

.

" L]

L&

Ty A - .: ‘ .o
Most teachers desire more ;1-—>
openness b K

* Many teachers Wibe ideas —
they could share ~ oo

-t
o

? .

R

~
oer?

. s
. e
;

_ There is high interest in —_—
! being more helpful to
each other

-,
-

I >

N
-

-« Teachers don't see sharing
ideas as a major part of
their role
i
e Teachers don't see Mrs. Jones

as concerned about this
<

-0

- Most see faculty meeting time
as only for administrative matters

‘- Most teachers expect others
¢ Dot to be open °*

L4

" - It is asgumed that interest’is low

" in being helpful to eéach other

EN ' : . S .

~e A very few feel time sharing ideas
is less productive than time spent
g(orldng)mdependently '

~ o

. =
<—Few.are seen as seek;ng help
frgm others

0_

LY

”

4..Th€re ig some resrstance to
openly seeking improvement of
procedures

L4

l).
m ot

i
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Aruitoxt provided by Eic:

LY

B

. problems and new ideas:” - - U -
4. The desire for more open expressmn of feelmgs needs to be Clal‘lfled ?
and supported. ¢ o1 .
o ; R ’ N
5. The desire for more open dealing with conflict needs to be clarified,
- and supported. ) 3
& ~” i ¢ * .
8- ,Norms ‘and mechanisms for teachers to share 1deas and provide help to -
’ each other need to be created: A . :
//j ‘ . "
. - ., = ,
~ -¥. Any new procedures need to be flexible to provide alternatives for those
i resxstant to working more collabora.twely I,
2 ,i“ » ° :o e . ° ¢ . S
8. Teachers, need to become aware of the high degree of innovativeness
_occurring in each other's classrooms. . ‘4 -, - .
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' .t IMPLICATIONS DERIVED FROM MRS. JO’NES‘ DATA RESULTS .
S T / . ) ‘

[

: N The impliea.’tlons that Mrs. Jones derived were, 'ag follows:

/
‘

1.- Effort“spent sharing ideas and trying 1nnovat10ns needs to be legitimized
as part of a teacher's ''role performance." ,

- .

2. Faculty meetings should include idea sharing and inservice experiences.

3. The principal néeds to show much greater co ?ern and support for | -+ .
- professmnal growth, classroom improvement; helping teachers with:
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. - .. THE ALTERNATIVES IN MRS. JONES' ACTION PLAN )

“ . i hd
o . - <

. " Mrs. Jones d1d Qonsuierably more work than the handout materials show at
v this stage in he RUPS project. .She developed a long list of action alterna _ywes
. from hé* st of° phcatmnsi She gave.special attention te- poss1b1eJ actions. -
that could remforce each other a'ﬂd/ or serve seveyal needs at‘ once, ‘She
created new: force field diagrams for severat of her major goals. She rated
" forces for ease or difficulty of change She also looked for forces that show%
up in more than one force field.

e

The analysis that Mrs. Jones did earlier in her RUPS project was diagnostic.
S . It was to help spot where she needed more data. This l%\t‘er analysis-of forces - _
in several force fields, with ratings of how easy or difficult it might be
R Y . change forces, was to plan an action strategy. In a real RUPS improveﬁent
. p%c?)l]ect, you will know of many factors beyond those included in this practice
ulation of ""helping Mrs. Jones." The thing to be aware of is that'there
7 are two kinds of analysis you can do with a force field. Oneisa diagnostic
analyS1s to consider what is known and what needs to'be checked into further.
The second is a strat:egy analysis to plan which forces you will try to change
-and- the actions you w111 take to change them.

‘ . oA greatdeal rore can be learned about pl‘a'tﬁvmg action than is 1ncluded m .
" these RUPS materials. Once you have.perfected your-skills in using the = | .
RUPS processes, it is recommended that you consider going on to master the .
el skills of System Technology as applied to managing learning environments. b

“ A package of materials to support this training has been jointly developed . «

by the Northwest Regional Edug,tlfmal Laboratory and R.E. CorTigan Associates.

It is entitled, "System Approach For Education (SAFE) for Clagsroom 2

Managers. " '

- ~ Ed
- L]

On ‘the basis of her strategy anafysis and her own feelings of comfort related to

g ‘ each of the action pogsibilities, Mrs. Jones selected a few of them to try out.
y 4

.- / S + 'Her action plan 1rzcluded the follov{mg. /}

: "o -7 1. Mrs. Johes started a i)ractlce of 1nterv1§émg her teachers and

' ' " reporting one classroom 'innovation each week in a one-page .
bulletin. After earrying this effort herself for several weeks, she
found the faculty wﬂlmg to take it over on a committee baS1s.

' /
2. Part of each faculty meeting was scheduled for sharing and | .

. exploration of clagsroom practices. Some sessions focused on

the skills of interviewing each other and of documenting cir;W/ ,
\

' <, -own innovations. * . < . :
B * ."‘",v ’ ° . o ) . \“ .t
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N ‘Page 2

Mrs. Jones.reported her data results at a specml meeting after first.
discussing them with most of.the teachers 'individuaily: :She invited

the faculty to consider developing a plan for furtier exploritlon of .

"the meanmg of these results. This led to the formation of"a joint
teacheraadmlmstrator council to repeatedly assess the, school climate.

2 -

The new committee on classroom innovations and‘the councﬂ on

- school climate worked out a rotation plan for several times a year.
During these times, each teacher had the opportunity to observe in
$ther classrooms.of her choice and to be observed by other teachers
of her ch01ce. The major strategy for freemg individual teachers

in this plan involved doublmg up class groups for such functions as
, viewing films.

w
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NOTES FROM INTERVIEWS MRS, JONES CONDUCTED
WITH SEVERAL TEACHERS ,

L4

.~ - .

Mrs. Kelso, Miss Alberts and Mr. Ream were enthusiastic about hefgéas.
They offered to help and to discuss them with other teachers. ,

-

. : 1
# Mrs. Warren suggested that the ideas be tried out one at a time to get a

clearer picture of what was working.
Mr.) Tucker warned that it would not be good if teachers felt she was imposing
extra effort upon them. -Atthe same time, teachers needed to be responsible
for carrying out the ideas if they thought they were good.

Mrs. Billings and Mrs. Jordan thpught there was no need of these ideas.,
They both felt the tgachers would reject them because they were already

overworked. ‘ }

Seven other teachers expressed positive interest in exploring the ideas

further. ,
P * : ’ > \
Three other&q.chgrs did not seem interested.
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