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achievement? Ohe conten;ion.is that the first group we should explore are.

PREFACE : .

~
.

Whose learning and. behavioral style makes :the most difference in school

¢ *

;he educators the@sélves. ‘While many educational researchers continue to ex-

. amine the learning and cognitive style of students, more .attention should be

given to teachers and administratoxs.

Kuchinskas (1979) noted that to date, pupil cognitive style knowledge

v
.

has ‘had little or no influence-on classrobm instructional changes; and it has

little or no meéning for teachers. She feels that-it is. totally:ignored in . _,{é
' 8 ' : - o

the p;eparation"and use ofrinstructional materials -except for superificial -
attention to auditory‘d; visual modalities. Kuchingkas pointed qut that USOE
studies inéisateq that .the teacher, rather than materials and me;hods, made the -
diffetence‘in first gtadg reading achigvéﬁent; a Creat Britain study found

that teachef éognitive style signifiﬁantly affeéted all attaiqment areas; and

the Bureau of Educational ?;rsonnel Development concluded that of a;i the

factors that constitute a scéhool, the single most influential element related

to pupil performance was the impact ¢” .iae reader.

)

Some psychologists féel that the way people teach,:coﬁhsel; and adminis-
trate depends on their conceptual systems. Effectivéness'dépends'on congruence },
between the educator's conceptual system and the conceptual system of the
students. Thus,lthe right match between educator style and student style
helps students léarn more.

0.  J. Harvey, a social psychologist, has used a typological model to ex-

amine educator and learner behavior. He suggests conceptual system types that

= 1
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' havd been derived from human development stages of the Plaget, Bruner, and o
. ' ) - "',T.?M\' . ’ - . )

Kohlhers tradition. Harvey described four major beiief systems. . | | .

el ° 3

System One-Persons do not work well under conflict.: They trust ' _ © G
the use of tests and testers. They have a high level of tradi-
tional consistency aud orthodoxy. They generally believe in

high achievement for themselves. Rrincipals and superintendents
tend to be.System Cne types. N . ' -

System Two-Persons are skeptics and denounce traditional in- . ~ : g
stitutions. They have the answer to all the world's problems. o
Teachers of this type tend to be leaders in union activities. ,

System Three-Persons are loving and ave frequently found in | e
“special education or remedial teaching situations. They prefer o
situations where they can be dominant and overindulge the child.

. System Four-Individuals are energized by conflict. Persons of L
this type are infprmation-seeking, creative. They are more :

«independent in judgment. They. believe in the value and -applica-
tion of new ideas. T L '

Harvey §opnd that for teacﬁers who have been teaching fqr five years,
- about 57% are System One; a few are System Two; 15% fall into System Three, o
and about 5% are Systes Four. Seventy-five per cent of all principals a£§ ;
System One types, ﬁo System Two types were found, and no figures were given
for Systems Three and Four. A;ong superintendents the figures are 907% for
System One, zero for Svstem Two and 4% f:i System Foug. No figures were given
for System Three. Counselors were significantly more nurturant and less domi-
naut than administrators and supervisors. ' . .
The teacher's belief system affects the students' characters. 'Students
_taught by System One teachers are more concrete, more fact-oriented. They
scek external gdidaLce and are more aggressive and {gss cooperative than are
-students.of other types of teachers. Students of System One teachers were

significantly lower .in self-esteem than were students of System Four teachers.

3
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Again, the question is "Whose cognitive and behavioral style makes a

difference?” Let us start with the, educators and help them understand them- ®

r ®

selves. This Menyal ié directed toward that purpose. . . -
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INFRODUCT LON :
. / . . . ' N B
The analysis of profes&ionél educatérs' styles and patterns of behavior “of

may’ be incotporatcd into existing ptograms of training and stdff’ dovelopmnnt.

This manual suggests various ways for doing this. Pirqt, a workshop apptoach
is suggested ﬁor individual educator,growth and devclopéﬁn;. Finally “a team

or group building approach will be axaminad '

ok DRRERE R Ve

R v) N

At first glance nh}s focus on pérsonal styles for staff development may-
. . . N

scem to be extremely threatening. Howevef, the educators are not being asked 1;

LS

to change their style. The emphasis is on identifyinp the strengths and possible SRRV

limitations of the person's style. " The éffectiveness o% a personal style is

determined by .the needs of the environment'aud the person*s abiliity to adapt " -%
strategies to méetfthose needs. Theﬂ? is no evidgncé of a "bedt" pattérn for :é
all educational f&lés, activities or situations. Educators are not éucqéssful, . %
because they possess a certain behavioral pattern; rather, they are'effective 'f
if. they know.theiy style, with its strengths and limieations. They are éuacess~' {
ful i; they can.egaluate the_peeds 6( others agd assist 1n meeting thém. It
is a bqgic éssumption of this presentation that mpsc,egucators will willihg;y .
'qczept bhg interpre;ation of their_szle or pattern and wilz.dembnstrate.an
eégerhess‘tﬁ'develop skilis which will make that stylermore effective in feia- . ?-
v}ionship with others, . | _ : N |
" The Personal Styles Analysis helps educaturs identify thelr behavio:al .
. style ang pinpofhts what the) might do to become more effective and success- ;_

ful people. The prqcedure identifies areas of interpersonal conflict 80 they
. .

&

may become alert to each opportunity to @inimize problemg, or avoid them
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Jontively, Stuee educators are also enpaped dnoa varicty of activities, it is
_ _ .oy
helpful tu recedve an accurate view of the way we percelve the behavieral
_ ; _ ! » _

demands of any phven activity, ans«quently; an Actiéity add Program Apalysis

System is also suggested to note similarities and differences in educator's

perceptions of activities and ‘programs. Both the Personal Styles Analysis
and the Activity Program Analysis add a.éianifiqant dimenston in undetrstanding
. ‘ . [ . ‘e .
“ourselves and the actiﬁitfes”progrnms in which we bacome engaged, The two

s . . L]
Y

systems can be effectively used together or independentiy.

_ In order to create the motivational environment needed by the different
styles of behavior in peoplé,-we will need to know their strengths, needs, and

possible weéknesses. Our success personally and prorcsulonaily'iﬁ not depen-

¢
. B

dent on our own perﬁoqﬁl profile, but, rather our ability to adapt to other
- ' hd [

« N - % . )
“styles. That is why it i{s necessaTy to not only get to knjw our-own streagths,

- .

but- the strengths q{\others as well. ' - : . .

. ' . *

"(1 4 - .
ANALYSIS OF XOUR’?ERSONAL STYLE
The aua&ysis of onc's personal style is carried out throuéh a typological

model derived from those used with normal, healthy.}actualizing peopie. This,

A S

model builds on the work of others (see References page), but has been speci-

1

fically adapted for proiessional educators. ,

Four dimensions of hehavioral responses are identified. While the con-
structs are simple, basic and seem relevant to most people, the subtleties
surrounding this model provide an opﬁortunity for extensive application and

utflization.

E“: BT
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AUTONOMY (A)
~ Action ig important

»

A

IDEALS (i)
Influencing is important

COMPETENCE (C) .
-Analyzing is important

RELATIONSHIP (R)
Pleasing is important
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PERSONAL: STYLES MODEL . :
- .
' o .
AUTONOMY (A) IDEALS (1) . . =
. &'ﬁ . )
Action is important. Influencing is {mportant. -
] ‘ L] - ‘..\
e e S U — g
.
COMPETENCE (C) REL&TIONS&?P (R . i
- | . v .
Analyzing 1s important. Pleasing f{s 1mportant. R
By overlaying an additional figure over tne above matrix, further
pfopérties emerpe, < . ; ) ' Lé
CHANGE
e =
. 22
AUTONOMY (A) IDEALS (1) ki
directing persuasion - . §

PROCESH

decidiung ’ . . desipning b
. i . , )
PRODUCT -
\]
COMPLTENCE: () RELST -HIP (R
[
t con o ient fous .

»
cystemit ic

.o trealistic

STABILITY

/ ®urturing
I 4
pl',;' t f‘l}

under Lranding



Causing action _
Queshoning the ’'slatus quo”

. -
- i ' :
- PERSONAL STYLE
AUTONOMY (A) IDEALS (1)
i

Solving probiems Generating enthusiasm

- Making decisions ‘Verbalizing with articulateness

Getting results i Creating an environment of motivation

Seeking recognition of ability
Seeking freedom from controi and detail

COMPETENCY

Following procedures conscientiousiy
Concentrating on getail and accuracy
Complying with standards

Focusing on performance

Bemng concerned about ¢ adibility

RELATIONSHIP (R}

Making a favorable impression
Performira s ( dependable manner
Showing ¢ ctant acceptance
Being a goc -~ stener
Understanding others -

AR
g 4
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PROCESS ORIENTED ~ Creating ldeas and Interpersonal Activities

PRODUCT ORIENTED - Achieving Results and Setting Standards

These titles stand for clusters ot behaviors which proup around the

dimensions of beRavior. Fach individual yillfemonstrate some of the bghavior

.

tor zach dimension. But cich person will project a greater Intensity,

.
! -

froguency and more of the behaviors along one or two of the dimensions than

the others.

)

. - . » K 9
the bebavioral dimensions are divided {nto two cateporivs-—~-Process or
]

4

Produ : Opientation. Persons with predominantly Idealic:ip or Relationshiy’

tendencies are Prgeess Oriented. They focus their attention on people and

-

the svambolic processes surrouvhding them. - Those pecple with the Autonomy

. 7 . t
and ‘g tencoc tendencies are Produst Oriented. Théy focus their attention

on tangibles and order, dnd the power to deal with them.

An example of what this means when applied to exeryday behavior can

be noted in the following situation. People with thegdwtimomy tendencies

w7

have the resalts they want well in mind as they embark on daily tasks.
thefr o Lisitios are directed toward using resources to achicve goals.
They are atteatt o to s ommunication which will s‘-pvud‘nb the action to

A hfcve the results they Jesire.

People with the "L 7orie tendencles also want to shape and mold events

H
and fuive an active voice. They ave often Inventive and {maginative. Thelr

messaees are destened to stimulate and prod others to action bv workingswith

-

and tiirouph people.

Perwoas with the v (00 T mea’ tendencids are fnterested in the how and the

Shiv. Mav o are arterested in people and Yike to make peapte teol pood about

s 14 | *
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themselves. They are particﬁ?%rly attentive to the pcfﬁghul needs of others

and search for ways in which to meet these nceds. oo

)

Thoge individuals with the Cbnéwtenaa tendencies reflect their prodﬁct
. &

. ¢
orientation when they send megsages which ask the reasons for tne change. ''Why"

o

{s a favorite question. They have concern for dolng things "right". They are

receptive to messages which reassure them they are doing things correctly.

3 . o
- { L 3

CHANGE FOCQﬁ - Seeking Out A Stimulating Environment\

.

STABLLITY FOCUS - Seeking Out A Comfortable Environment ' x
‘ .

The Change Focus vs. Stability. Focus is another dimension that helps dis-

tinguish behavioral tendencies. The kind of an environment a person seeks out

to implemencﬁtheir life goals can be deﬁcribed as Stimulating or Comfortable.
Persons with Autonom: orv fdval£n£fn tendéncies prefer a stimulating environment
that will éllow them to chaﬁge gheir'world. Thej seek out settings that are
dynamic and energétic. Persons with Hrlut%onshﬁ& and Competency tefidencies

’ .

prefer a comfortable environment that will allow them to bring stability to thelr

world conditions. They seck out settings that have structure and provide support.

Examples of this dimension applied.-to the four éCyles amplify this per-
spective. Persons with Autonomy tendencies want "the how" and "'the why! of
their envitenment. Those with. Idealist?s tendencies question the “"right" way

to do thingii Both of these styles fecl they can change the course of action.
People with Rela!fonshi; tendencies reflect an Interest in maintaining

stability within themselves and the situation--the old and the new. Thiose with

a ‘o rewen focus wish to know what {s desirable and how to do things before

thcy‘ﬁsi';nﬂqfactfqn. Both of these styles respect the current cultural neofls
and respond to them. - )
\
L
» 1 1
s 10
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- : - oo HIGH 'AUTONOMY (A)

.
4

1. Dectaton Muker - This 1s.theagreptost strenpth of a High A, If
. you were t: ask a High A - "What do you think we ought ta'do about - v
. this problem?" _ . ‘

High A respons¢’ - "Here's what I suggest we do!"

High I response - "lLet's sit down and discuss the possibilities.”

High R response "What do you feel we ought to do?" o

High C response "There are three alternatives, “and here they

‘a.e--—l. “',)d 3." o ' i

v 2. Self-Confident - The High A has a lot of inner strength and drive.
They know who they are, where' they are going, and how'they are going
to get there.” Fer example, an aninistrator comes to a High A and ' /o
says . . . "You did a nice job." : -

High A responds - "I know it!"
High I responds - "Thank you--let me tell you how I did it." ~
High R responds - "Do you really think so?"

. : High C responds - Will not say anyfhing immediately, but would be /
- thinking, "I wonder what you want from me?"

T 3. Effictient - You receive a bundle of mail on your desk. A

"y l ' High A - Will pitch most of it, and do something with the other

O immediately. Throw away anything marked '"occupant or
e : resident." : .
) - Will push it over to the side of the desk with the rest

s | High I
" of the mess.

High R
High C

‘Will sort out the mail in priority order.

Will open each piece of mall, and based on the importance
of the item, decide what to do with it immediately. \\\

4. Change Oriented ~ You are in a staff ﬁ?oting discussing a school
policy change: \\

High A - "It's about time we did this!"
High I - "Let's explore the possibilities some more!"

High R - "Why do you feel we should change - we're still recovering
. from the last policy change!"

High C - "Why are we chéﬁE;;g to poltcy again? What are the advan-
tages of doing it so soon?"
T To e More Effective: ”

The High "A's" need to get others' opinions before moving ahead on
a decision.

o 11 ] .
ERIC 16 | .
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e . HIGH IDEALS (I)

1. Persuasive - This ds the greatest streﬁgth of a High I. The
High 1's love to sell you on their! ideas =~ and they often have .
great ideas!!

b ]

In ai selling situatioﬁ:

High A - "You need this, buy it!" _ ' ;

High I - Just talks and talks until it sounds so fantasiic - the
client will buy. : .

E)

High R - "Is this something you feel you could use?"

High C

"Let s look at the pros and cons of this, and I'm certain .
you'll want'to purchase ic."

)
»

2. Zend Ib Be thtmtst1c - If the.four different people are all given'a

room full of manure:

~
High A - Organizing a group of people’ to clean up the room.

High I -~ "There's got to be a pony in here gomewhere!"
High R
High C - Will take the manure home to put in the garden.

Wants to name the pony.

3. Gocd Verbal Communication Skills < You are stopped in traffic on the
expressway: . .

o

High A - Honking the horn--the High A's have a goal to reach and
don't like to have something keep them from reaching

their goal.

High T - On «the CB radio communicating with everyone else who has
a CB. Commenting cn ways to improve traffic control.

High R - Patiently reading a book until the traffic begins to move
again. Wondering i1f something has happened.

High C - Getting the map out of the glove compartment to look for

alternative routes to take so they won't be caught in
this situation again.

To Be More Effective:

High I's heed to listen more. They are often so busy talking, tley
don't have time to listen. :

17
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L « | 'HIGH RELATIONSHIP (R)

o E

1. TbambP%rson - This 1s the greatgst strength of a High R. - _ e

High A = "I want this done by 4:30."
High I - "If you can get this done by 4:30, I'd really appreciate
' it, and I know that you can do it!"
High R - "I know it's really askinga lot of you to get this done by
' % 30, but if you can, it would really help out. Can you do
it now? And if not, caa I help you?"
- "I need to have this done by 4:30 and you will be able

' High C
. ' to accomplish it 1f you have no interruptions, so I've
called the receptionist and asked your phone calls to be
o - held and I've also reserved the conference room for ' =~
: you so you'll have privacy. When you finish ‘it, be sure
to bring it to me so I can be cettain it's right‘

2. Good Listener

“ High A - Say what they have to say and then move on.. R

- High I = Looking for.someone to tell their story to and then
maybe they will listen to yours.

High R - They are the best listeners. If you have éomething
- :  you want to talk about, go to a High R. They will
listen to you all day long! . '

' High C - They are usually weighing what you are saying, deciding
' - whether or not “hey agree with you.

3. Loyal - If you ask the four styles 1f they've ever thought about
changing jobs:

High A - "I've worked here for two years, maybe I'm ready for a new
challenge!}"

High I - "Only if I can do my own thing and enjoy the people I work
with."

High R - "Yes, I did once 10 years ago.'

High C - "Give me the details of the new position and 1'11 weigh
1 the alternatives.'

To Be More Ejjbctive: . : . P

High R's need to take more risks, to reach out and do something
without feeling they need to check for someone else s approval.

13 .lé3 ‘ . .- : -




HIGH COM' ENCE (C)

SR 1. Accurate - Greatest strength of a High C.

If you want Fekearch or data, have these people do it. 'They will
. not only do it thoroughly. ‘but correct}y. : J .
.High A's want to get it done. - ' C - A3 -

High I's want to discuss {t. _ . d
High R's want to make sure everybodly is in agreement. -

. High C's want. to-make certain v.e job is done right. - ‘

2. Objective Thinkers — High C's have a head on their shoulders designed
for thinking. They can usually tell you the pros and cons of each
situation.  ‘For example: ' A co-worker comes to you with a problem and
says, "How do you think we should handle this?"

N

High A - "You go ahead and cake care of it and let me know what
happens.” .
High I - "Let's have a meeting and talk»abpp;_it."
‘ High R - "What do you think we should do?" | ‘ .
_High C'- "Let's analyze the problem." ' : . A

3. Attentiom to Details

Y

PRIRT

e

High A's are trying to find someone to whom they can delegate the
.details. ' " v

-:.;",:‘ i,

High I's are mores concerned about the "big picture."

High R's will notice the need for'detailé_but qften does not take : B
the time to deal with them "right now." . K

High C's are the only style that pays close attention to detail.’

To Be Morc Effective:

High C's need to be more flexible and realize that not everyone
needs the same amount of information they do.

14
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Style Relationships and Patterns ¢

¢

Cqmmop Themes. There are two pair of style: relationships .that cémmonly
[

group tbgether; Autonomy (A) and Ideals 'I) have commén themes and Relationship
[ 4 ‘ : :
(

) & , . )
(R) and Competence (C) have common themes. First of all, the C's and the R's

are inquisitive. The A's and the I's are directive. The C's will ask "What

[} ' . . ' . .
aré you doing?" The K's will ask "How do you feel?" The A's will tell you
what they are doing, and the I's will tell you what they are.feeling or think-

ing. The C's and the R's are outer-directed. They tend to care about the -

other person's feelings or tasks, whereas the A's and I's are inner-directed.

? a #t

They will say "I did a good job" (A), "I feel terrific!" (I). The C's and
. e . . .
the R"s tend to prefer low-risk or non-threatening situations. The A's and

I's are high-risk takers.

* .

The A"s and the I's are’eiptessive and the R's and C's will ‘not shoﬁf

Ley . .-

theif emotions, but‘the A's will verbally expréss how they-ggel. _The
C's would rather write it doﬁu.objectively. c*s-and RS ar;‘cooperators.
They do not like to make waves. The A's and fhe i's like to make a lot of
waves for the purpose of bringing about change. They are competitors.

If I ask you, "How do you feel?," what style would I be? (Answer High
R.) If I ask you, "What are you doing?,” what style would I be? (Answer
HighC.) 1If I tell yoﬁ what I'm hoing, what style would I be? (Answer
High A.) If I tell‘yOu how 1 fée}, what style would I be? (Answer High I.)

Pactor Relationships. There are two pairs of style relationships that

relate to common "factors'; Ideals (I) and.Relationship (R) group around the
"people factor" and Autonomy (&) and Competence (C) group around the "power
factor." Power often relates to control. Therefore, C's and A's have control

-

of feelings. Conversely, the R's and I's are very expressive about feelings.

N\




neal ly planned. The R's und.I's are more tiéxible about time. T's and A's

When asking questions, the C's and A's want fgsfs and figures. The R's

and T's want feelings ang emotions. (Does it sound gcod? Will it help the ¢

. X \

. »

team?) C's and A'g are also precise about time. Their schedule is usually.

are task-oricutedy the R's and 1's are people-oriented. C's and A's are

objuective. They have the ability to take themselves out of a situatfon and

R k]
look-at it from a third person's viewpoint. R's amd 1's are subjective,

3 . . ' ?
conversely, because of their empathy, This is an important element in deter-

- mining whether or not a person is task-oriented or people~orientedg' Is their

‘primary factor C/A or R/T? - '

In summary, some basic generalizations may be made about style.relation-

EI T 3

&

ships and patteras:
l. Autonomy (A)'and Ideals (I)’havé common themes.
2. Relationship: (R) and Competence (C) have cémmon themes.
3. 1deals (I) and Relationship (R) relate to a '"people" factor.
4, Autonomy (A) and Competence (C) relaté'toba "pnwer“ factor.
5. Autonomy (A) and Relationship (R) arc less likely to relate.
f. Ide;ls (I) and Competence }C) are less likely to relate,
Using the quadrant system you can identify a person's maijor characteristics and
even gain additional sensitivity when you are able to dvtoﬁhiné their secondary

characteristics.

Positive or Negative Style., Which styles are positive? For example, would

High I}s he positive or negative? Positively it can be noted that the I's are
idealistic, people-oricvnted, expressive about feelings and emotions, flexible
about time, subjective, inner-directed, and high risk-takers. They can aisb-ﬁe
expressive about negative feelings and emotions. Anyv stvle can be positive or
ncgnriv;. lhe High A's might be considered aggressive; however, they may a}So

he ¢ msidered "assertive, which 1s a positive quality. VWhat about the R's and the

('s?

16 .. 21
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- PERSONAL STYLES: l‘?)_UCATIONAL SETTING
r . . - - 2 , :

s _ Aut(n?)my

Classroom Environment:

» . - - :;-.‘
ey

. Atmoephere reflects the impoptance of on~-task behavior
., Activities obviously programmed by instructor ‘

« Consistency--student knows what is expected

* ; » Sense of sefurity from common purpose

« Students look to instructor for.directinﬁe

« Scientific method stressed in problem solving

.
[

SRR S + Assured work pace
+ Teacher vzlues achievement and tries to instill this value in
* + studets - © . . , .
* Vigorous activities--like field trips ) '
‘IMedie includes globes, maps, movies, VIR that deal with reality : A

+ Bulletin boards would provide information dealing with current
events . , ;

- _ . .« Promotes competition l _ ' ' 7

- i Directs students to apply new concepts in a practical manner

. * Teacher judges students by personal standards; do “they" put out
a good effort? ' R

.Student Interaction: . . ) ' . | i

« Gets along best with students who use self-control but work actively

* Prefers being known as effective and efficient

 Believes they are contributing most when they can direct students
" to apply a new concept in a practical manner

* When discipline problems arise, feels like telling students what they
should do without showing emotion

* When correcting a student, most likely to plan it out in advance and
tell them what they need to do..

* Would like students to think of them as a person who understands the
implications of interpersonal relationships well enough to get

people to work properly

* Tries to gain interpersonal commitment from students by using a
reward and award system ;

* Students would likely describe behavior as conf ident and assertive

- * Other teachers describe interpersonal attitude as friendly but
competitive

17 22




PERSONAL STYLES: EDUCATIONAL SEITING

Relat longhip
-
L] ©

t

Classroom Environment :

*

Atmosphere busy, low structure N

Considerable Leagher~student interaction i !
*  Small group work ‘ |

Ledruing centers and individualized instruction

Teacher accommodations for students T
Teacher vulues friendship standards, then competency

. i )

Maintains routine pace ¢

Bulletin boards reflect student planning and creativity

Media includes’tape recowders, language master, materials for
individuallized instruction . '

" Adaptable to those in authority (administration) .
Providps.studenQS with concepts that help people

Oral and written evaluation

Student politeness and Qappiness fmportant

Uses blographies as-a content organizer

v

Student Interaction:

* Asks students to attend to instructions
* "Likes students to discover answers while diécuﬁsing situations

* Bothered by students who rebuff them

Gets along best with students who qhare their teelings and relate
warmly to others

. Frefers being knows as friendly and sincere

When deLipline problems arise, feels like rulating to the "trouble
makers' so they can try and end the conflict

When correcting a student, most likely to let everyone cool off and
then take time to teach the offender the best way of correcting
the uistake

Would like students to think of them as a person who cares enough
about students (people) to teach them the best way to achleve

Tries to gain interpersonal commitment from students by using self—
expressed cooperation

Students would likely describe behavior as thoughtful and considerate
Other teachers describe interpersonal attitude as warm and cautious

Prefers keeping the level of activity congroiled so they (an express
themselves freely

23
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PERSONAL STYLES: EDUCATIONAL SETTING

* i .
' ' . . Competence ' : d;/

- . . . . - , I . N . . 40-:
Classroom Environment: / : P>

-

,Af/Nsphere pleaﬂlnk, protected and tranquil
. Structgred well organized activity. activfties have substance :

\]
L]

hd 3

« Follows a daily routine "o i _ . o
« Subject mattgr oriented | - j‘ : .
+ Strives to meet administrations' expectations ) h
. 6 : » Bulletin boards look ptofessional ’
. + ‘Media used would be encyclopadiaa and other rcfvreuges--computers
e Ptized students follow the ruleq and do, what they re aupposed : o

to do- : ) . R
.« Tends to judge students by tbeir cognitive ability

+ Likes students to observe, 33k. and seek information and then

: t
make logical connections ) ’ .

« Objective testing - .. . ‘ '

« Rules well known and probably peosted somewhere in room ',

- Mastery is important--repetition may be necessary

o b

Student Interaction: .

« Tends to be covert and students may not knuw whac they are
thinking

. + Presents directions in a step-by-step fashion

. ¢

« Agks if-then, premise-conclusion questions

« Gets along best with students who use self-control and relies
on facts tou make decislons _ . .o
+ Prefers being known as precise and a person with standards

3

+ When disciﬁline problems arise, will evoke rules and/or send
to supervisor

* When correcting a student, most likely to ask questions until
the situatfon is clear because the faxts qpeak for themselves .

* Would like students to think of them as a person who has 1if¢
under control and pedple working efficiently toward goals

* Tries to gain interpersonal commitment from Htuﬂeﬂt&\gy using
self-controlled cooperation

* Students would 1ikely describe behavior as deliberate and well-planned

- ' « Other teachers would describe Interpersonal attitude as pleasant
‘ but reserved

+ Prefers keeping the level of activity low to maintain control and
organization

ERIC n 24
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Class nom Eavironmen?:

PERSONAL STYLES: EDUCATIONAL SETTING

Ideais

-

Atmosphere 1s stimulating with both verbal and nonverbal behavior

Classroom crpanized to meet the needs of the day; center of
interest will change from day to day

Teacher values student-initiated projects; high expectations
Teacher recognizes ideas and performance '
Informal lesson plans subject to change to_ﬁeet needs of the day
Learniﬁg from exploration

Bulletin boards are creative and reflect conﬁempordry themes

Media consists of posters, pictures, e.g..-reflecting current
projects

Students make most of thelr own decisions
Personal/teacher fnteraction--with students and parents:

Teacher serves on several school committecs

Student Interaction:

Gets along best with students who are fun to be with and act
decisively

Prefers being known as concerned and stimulating

Believe they are contributing most when they can inspire studencs
to plan new concepts that impress others

When discipline problems arise, feels like telling students to
"get lost" in no uncertain terms

When correcting a student, most likely to set.e the'first oppor-
tinity that feels right and tell them what they feel about
the problem

Would like students to think of them as a person who is interested
enough in people to get things done while enjoying life

Tries to gain interpersonal commitment from students by usir elf-
expresised competition

Students would likely describe behavior as quick'paced and unpredic-
table

20
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PERSONAL STYLES: EDUCATIONAL SETTING

Increasing Effectiveness

Autonony
[N R e—

Ideals ' ’

.

Slow down enough fot students to appreciate you.

Take time to'relate more to those who need {t.

'Tell. students ieas and ask them wore.

Suggest rather than.being directive. ’
Ask for students' opinions. - .

.

Slow dowu enough for students to kepp up with your ideas.
Tell students less and -ask them more.

&voi& having -too many activities going at one time,
?ollow through on your ptojects.

‘"isten more effectively.

Relationship

Competence

Set work pace to keep up with §cudénté._

Focus more on student performance rather t“an their feelings.

Ask students less nand become more task-oriented.

It ié.lllogical to expect every student to respond to you
enthusiastically. .

Confront, recognize your personal rights.

Change pace to influence fast moving students.

Be more spontaneous in intérpersonal activities-~be a little
crazy.

irect students less and become more responsive to uniquenes.
Spend more time relating warmly to students who need {t.

1ry altermatives and go with your intuition.

Y o L. L e




e
Qe
3
2
N
\\ -
2 U'\.’
Nt
A
TN
p—A»-.
=

ane or more of these
fvenens:

Tecimiques to Im, rove

Your Personal Style Effectiveness

depending on how closely your job description matches your Profile
four techniques can be used to improve your effect-

Capitalizing. Finding proper oppotTtunities to use your

strengthe since they closely match your job description,

Augmenting.  Surrouwndiang yourself with people who can

complinent your strengths and make up for your weak-

nesaes .,

Hodifying., Deliberately changing your bebavior for short
reriods of time {(6-8 hours) to meet the demands of the active

tev.  This behavior may he quite different than yout profile.

plending. Mininizing conflicts bhetween your stele and the
stvies with whom vou work or live. This is particulariy traw
tf prople of one or two styles all work tngether, e.g. all
high "Ideals.” This can only be accomplished with wutual

reaspect for each others abilities and responsibilities.
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BEST COPY AVAILAE. :

————

§

STRATEGIES FOR BLENDING AND CAPITALIZING

AUTONOMY .

.- . o wa

liigh A May Wan:

S ) -

Rememboer

Authority, challeanges, prestige,
freedom, varfed activities, difficult
asslgnments, logical spproach, oppor-
tunity for advancement, chance tosee
resulty

I B ARt N AR ST A T prt B Al A LA LI > B gt gy e Yo e LA e

' from contrel ad dotail, favorable working

! m::.{x.s -

e R U ¢ W IR W NG e b an s

g
¢ v |

Pecognition, to be unigque, people to
talk to, freedom of speech, freedom

copditions, recoegn'tion of ablilities,
chance to motivate people. E

Provide direct ansyers, be brief

and to the point.

~

Ask "what" questioes, not how.

Stick to huusiness.

Outiine poas.ibllities for person
to get resultsg problems,
be o charge

salve

Stress logle o idear or approdgches,
A g 1]

When -in
fracts an.dd

aprecemeitt . agree with
ideas, nnl person,

it timelines or sanctions evest,
pet them into open but relate

—as - .

Provide favorable friendly ehvironmerrt_

s

Provide chance forthemto verbal ize
about ideas, propleandtheir intuition.

You provide ideas for transferring
talk to action.

Provide testimonials of experts m ideas.

- m——— e b

activit l('\m,

Prov:dg details in writing but don't

dwell on fheom, » .

Provide democratic re}atiunship

—————— e+

Remember o High R Mav Want :

Special approval, reassurance,
time to adjust, appreciation, iden-
taficatsom with proup, work pat -
terng te dielp others, popularit.,

At

| Present
. omanner--glve

i (l('iz

Provide
ApTeeat

“tmere, personal
ciivironment,

fyoavasle gy adimeere faterest oin thon
t -1 i“‘f R

Voh Thond™ g tien s to oget theas
[REER RN RN AN

Ko patrent o drawsag out their

RN} s,

10 g nem-threatenirng
chance to adjust.

tdeas

ralens ov poalss and

the plan,

e lrl\ def i

pl e tn

“rovide porsonal oassuranc e of spport

ke xh\k: S how theerr Aactions will

'N\!r"iu fe by e

¥ Qi 16 .
them to ond results or goal. Provide inceatives for taking m tasks.
RELATIONSHIP " COMPETENCE
B e T e T T T T NERE V) - w- . - - . ».—1 e B e e CNAS . 4 & s e iMee e T - “r

Remembor ¢ High € May Want @

Redspact , no sudden changes, personal
attention, authority source, exact
descritpicas, work standards, to be

part of o plas, time to examine,

——— v e e - a e

Take time (o prepare your cadse ian
advance.,

Provide traipht prosiamd eonsof fdéas’,

with gvonrate data.

Support b

Provide that no

I;r.i..":l'.‘: will occur,

roe.raarang e sur-

Provide exact pbdescriptionwith pre-
cige explanation of tow {t fits higpicture.

Provide step by step approtich to a
goal. )

f oapres iy he cpecitico.

dh

HE diaproeiom oodisagro with taste
nol persan,

he proepared o revide »anv explana-

thoms inaopatrcnt | hoersiat 0 “nnmner

¢
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TSR A S T g e S T AT i T .G e e L RPN v R

X. relating

. ¥
v Name _ MF Location - Date
R ‘ ;
S PERSONMT. CHARACTERISTICS INVENTORY
_ ) Form A
. Instructions:
There are ten (10) sets of four words listed below. Rank order the
words in each set by aﬂsigning a 4 to the word which is most characteristic
of your personal qtyle. ajto the word which is the next most character-
' istic of your personal style, a 2 to the next most vharactetistlc word,
and a .1 to the word which is least characteristic of- you.
You may find it hard to choose the words that bhest characterize your
personal style. Nevertheless, keep in mind that there are no right or
wrong answers--all. the choices are equally acceptable The aim of the
inventory is to. describe your personal style, not to evaluate you., 1
Be sure to assi;,n a different rank number to <ach of the foug‘ words
in. each set; do not make ties or lcave blanks.
Column- A Column B Colunn € © Columa D
. I. ___ adventurous enthusiastic sympathetic conscientious
- 11. inspirational empathetic ___ observant ___. energetic
. [11. persuasive _reflective . active —_.  Supportive
. . Y |
IV. __ convincing ~ practical decisive trusting
V. ©  caring exploring _ fluemt ____ perseverlng
A 3
* VIi. assured considerate systematic —. Pplayful
: Vil _ disciplined idealistic . tolerant —_. forceful
VIIl. _  verbal sclf-ro llant .. attentive _____ consistent
IX. _ organized __ thoughi ful ... venturesome _  Dberceptive
d;:lug specifying

Influencing

3
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- atives with respect to how much utility each of them has for your handling of

SCORING INSTRUCTIONS

'Pvrsonal Characteristics Inventory ¢ o
Questionnaire - . »
By placing the letter designations for alternative ways of handling

the cliange situations described in the Personal Characteristics Inventory

Questionnaire on a four-point scale, you have weighted each of thése altern-

the situation. Therefore, it is possible to obtain aan overall bxofilg state-
ment of your,educatidqal'breferences by simply considering tﬁe weights given

by you to similar alternatives. In. the present inventory, four styles are
sampled; egch of the four alternatives suggésted'for a situation corresponds to

oné of these four styles. Thus, by arranging all similar alternatives to-

gether it becomes possible to add the weights given tu these and, in the

process, to obtain an index of your style strength on four different edu-. B
cational styles. This.is the rationale underlying .the scoring of this\. . }%
inventory.’ ' o o . - ; I

The Scoring Form (next page) provides for an arrangement of similér-

styles alternatives in tﬁe same column. That is, the four alternatived

reflecting a given educator's style have been listed in a column down the page. §
Since there are four styles represented in this inventory, there are four Ef
columns of alternative designations presented in the Scoring Form. To score | é

the inventory, you simply go back through the inventory~-taking one priority

' question and its four alternative solutions at a time-~and find the scale value

which characterizes the space in which you have placed the letter designation
of each alternative. This scale value becomes your score for each iten.

Notice the example below:

More | l.ess
Characteristic b d iﬁ a J C Chargcteristic
4 .3 2 1 1

Profile Summary: d 3 . b 4 c 1 a 2

2730
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'¥wh1€h~corresponds 'to the. space in which yéu placed each of the letter * -

Name ° . . * Date
‘.:~ - \ ] "_ . V .. | ‘ .—.
e PROFILE SUMMARY .
, - PERSONAL CHARACTERISTfCS INVENTORY
Scoring Form '~ - oL

Steﬁ 1._ In the spaces provfded beLow. write the scale value ﬁumber,& e .

designates for each'of -the. personal .characteristics qpestions described

in the. Personal Characteristiés Questionnaire. . Letter’ designations are

not arranged in alphabetical order’ in the form below; théerefore, you will
have to look for the letter of concern and place the scale value.you have
used in characterizing the item's utility for you to the right. Complete
this data fiil~-in bq{gse going to -the next step, which will %“e totaling
of- scores in each column, - You . should end up with four total style 'SCOres. .

Step 2: The style totals may then be plotted on the graph provided

&

Form A
Io ‘ a. bo Ce. . do
II. do R . a. l - bo Ce
i 7 R
111I. «c. a. d‘, . b.
T IV, e a. d. b. :
- ’ ’ ' . R : b & ‘:\'a ,:
V. bo - ‘COV t a. X d. ". _,\':‘f
-~ _ . N L k
VI. a. T d. - b, .. el W
N . A - \‘ ’ ." it . P . ‘v:)
VII . d . “ b . Ce - “ 8, :
- .:: A ) “'_, E ,_.‘ \ . " . v o n . g ‘%
) ' Lo v, SRR ¢ S - N -
VIIIO bo. .:\_?-;-- .80 . - -_.- i - h."'.' l. ‘ . .do ‘_,
Ix. Coe . " d’o " ’ bb a. ~'
of ) .. L4 . ~'
x. bo ’ do a. ' Ce \“
STYLE : —— ' 5
TOTALS - [ [ ;
Autonomy Ideals Relationship Competence :

29
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Name MF Location__- . Date_ B

- EN ~ a . . . o ~ .“:’...- . . .
¢ ' cere LR e
- .,Pansom. cmmcrsh?ncs INVENTDRY
* ‘ . ) - . by
R o Form B x
.. . - . . ~."i.~el-..' o ‘. i L e
-' o . . v o g . S ,
_."\',' A, L s Cert ‘?’ - ‘ L ;. _,.‘__* . - R
b w. & Instructiongs . : R ;
’.-':'*"‘1‘" . ] - .

P R
.

iy . . Thgre are ten (10) sets. ofuﬁoun woras listed.belqus ‘Rank: order . the words .
e “in each set by assigning.s 4 n:;éggamqr& which 1g ‘most, characteristic of

o j.“} your: personal “style, .a 3 to th rd ﬁhich 18- thé next:-hist characteriStic .
Srae \,of your personal style. a 2-to .the next most éharacceristic word. and a 1 .
- to the wotd whicﬁ~1s least chaRacteristic af you’ -f - R S ct T

k\

You mdy find it hard to choose the words that best characterize your .
o personal style. Nevertheless, _keep in mind that there are no right or

s o Wrongtsusyers--all the choices are equally acceptable. The aim of the

- - ipvedtoiy. is ‘to describe your personal style, not to evaluate _you.

Be sure to assign a different rank number to each of the four words °
- in each set; do not make ties or leave blanks.

Golumn A S ColumnB_ - Column C , - Column D

I. __- responsible sensitive intensive intuitive
= II. direct planful patient dnventive " 5
I1I. precise : visionary vigorous ’ nurtering ;E
Iv. . receptive ' theoretical . ploneering _ exacting 5
“eenS Vo T underatanding _~/i&&Ea;ive organized _ quitk ) i
VI, . :imagin§t1Vg~ : :thimis;ic S .atcurate - ___ gracious =
. VII. -~ gentle objective conceptual productive E
VIII. enterprising — . even-tempered dedicated ) humorous lﬁ
IX. logical feeling ‘ variety- authoritative - f

. . ' . seeking . .
X. expressive determined questioning ‘realistic

33 B
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. Name / | _ ' MF Location Date
’/ - - é_ROFILE SUMMARY
_ o | ) . | PERSONAL CHARACTERISTICS INVENTORY
- ?Scorﬁfg F.or'm : _~' o ' |
R St'ep 1 ﬁ-z.'In ..thé spaces provided below, write the scale value number

- which corresponds to.the space in which you placed each of the letter
o .. designates for eachief the persolal.characteristics questions described
o ¢ in' the_ Personal’Characteristics Inventory Questionnaire. Letter designa- o
" tions are not arranged in alphabetical order in the form below; therefore,
you will #Have .to look for thelétter of concern and place the scale value you :

;._ - have used in characterizing the item's utility for you to the right. Com~-
o . plete this data fill-in before going to the next step, which will be totaling
. - of scores in each column.  You should end up with four total style scores.
. . Form B '
Step 2: The style totals may then be plotted on the graph provided.
Loe 4 __ " b s
1. a. ___ d. co b,
\ e R a.
g / Iv. .c. - b. __:__ a. ___ d. ___
- v. d. - bo __ a. d.
VI. .b. . a.  ____ | d. c. ___
vil. d. Y T
VIIL. -a. __ de . -~ b ____ e
IXe do ._ c. b. __: a. ___ ‘
Xe. b. _ a. ____ | ‘c_. ______ d. \
STYLE - |
TOTALS : '
- Autonomy Ideals Relationship Competence
. -
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GROUP ACTLIVITY ' -
Orientation to Personal Style Analysis

Objectives:

Will be looking at your 1hdividual personal st&le. or how you tend
to do thingg and how the people (adults and'cﬁildren) you interact with
every day‘fend to doﬁthings. Each persoh haé‘the capability to be more
effective. One way to be more effective is to know who you are, to‘ &

undérstand your unique étyle and to iecognize and understand the séyle of

people with whom you.interact. ' . R
Pair 6ff with another person and interview each other for a total of

5 minutes. After you have completed your int;rview. you will intrﬁduce
your partner to the group. Limit your introduction to one minute. Possible Q%
areas to cover would be: |
1. How do you hopelto benefit from this workshop?
- 2. 1If you could choose an 1deél work setting, what would it be like? .

3. What do you like best about your daily activity that you are
currently involved in?

. [
4. What physical and human environments do you find most
comfortable? :

41




B . Behavior Tendencieé_ .

\

Fill in this worksheet using the information that you will be gathering.

I.

II.

ITI.

Iv.

GROUP ACTIVITY

- . -

. v -
!

HIGH "A" WORK BEHAVIORAL TENDENCIES: - . o
1 v S ‘ o |

2. o : S - .
3. | ‘
b | | , o
5. » _ - . .

HIGH "I" WORK BEHAVIORAL TENDENCIES:
L | . \

2. . . v |
3. o ' . | -
4. -

5. . T

HIGH “R" WORK BEHAVIORAL TENDENCIES:
1. -

2.
3.
5. |

HICH "C'" WORK BEHAVIORAL TENDENCIES:
1.
2.
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_tional'effectivenesg. ‘T -re are many ideas you want to use in your school,.

GROUP ACTIVITY

GETTING PEOPLE TO DO THINGS

You have just returme< v~ your job after attending a seminar on organiza-

so you have decided to present this seminar to your administrator as a
program to be offered to fellow professionals. -

You have been trained co lead and facilitate the seminar “in-house",
so the only cost to your school will be the materials fee which is
nominal., _ | f

Your administrator has the ability and authority to make the decision and
use the training budget for this program. You are convinced that this
program would be a good investment for your school .All vou have to do is

-. convince your administrator.

Take fifteen minutes to plan and organize your presentation knowing that
your administrator has one of the following group of characteristics:

Discuss and decide the following:

A. Good with details B. People oriented

Creative ' Fatient
Decision maker Good listener :
Problem solver Loyal :
Self-directed Flexible :

- C. Questions the "status quo" D. Team person
Accurate Gregarious
Weight pros and cons Outgoing .
Organized Communicative
Analytical Optimistic

1. You've probably noticed that the characteristics for each
administrator are not all one tendency, but that they
are mixed. What is your administrator's tendency (High

A, I, R, or C)?

(28]

How would a "High A" present the proposal differently

than a "High R"? Compare other tendencies.

3. Using the strengths of all four tendencies, what would be the
best possible way to influence a boss with these character-

istics?

Personal Notes:
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GROUP ACTIVITY

Pegsoaal Style Summary

From the information, my overall summary is:
* possible strengths
g
. e
} .
= * possible weaknesses ’ )
- * 1 L .

Written contract or. what I will make an attempt to work on over the
next six months:

personal contract

——— e — ——— ~ e e - - VR ar % mmem e W e -
o ——— ———— e T
v e - enE e d - = e v
<
£ e s oy o mon mbten @t phn s e Am e
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Personal Style Analysis in Team Buflding °

The interaction of a team musy be such as to ensure a maximum probe-

abiiity that in all relationships ithin.the team, each member, in the
Light of his or her hackground, val ¢s, desires, and expectations, will
view thefr experience as_suppcfﬁive nd one which builds and maintains
a sense of personal worth and importabice. '

?eém buildiog is the critical step becauwe it develops a better
undezstanding of and éppreciap&dn for cach person's Individual style of
dealing with p&epﬂ& aiid dealing with personal needs. This understand-
ing enahles team members to view the other maﬁbefs not only through their
own values and needs; but through the values and needs of others, It
stfipﬂ away the false judgemgmtsi assumptions, and prejudices that people
tend to make about each other bec&usq they do noet take the time or have

the skills to appreciate where the other person is really coming from.

Team Building. At an iaitial meeting with the team members, the
icader expialas that the team will participate in the team building pro-
vens, A brief description of the process and the benefits to both the
tedm members and the teas as a whole arve as outliined in the preceeding
page. A description, as well as @ written schedule for implementation,
should be presented to the team.

The leader next communicates the followiang: ‘""ihe primary objective
af team buflding is to estapliﬁh a8 mutuaslly matisfving and productive
eovivonment where we will all communicate with each other and function
together effectivelv, in‘arder te do thia, it ts important that we truly
undevatand and appreciate each other. To help us tdentify our individual
hehavioral tendenclew and personai needs, we are going to émplay a number
of Persona) Style Analysis procedures,

The leader expliains Perszonal Style Analvsis fn general terms to the
team, describing the meaning of each of the profile charts and providing

' peneral description of the A, I, R, and C characteristics by using
[

appropriate hand out miterials. The explanatory material should be dup-

it ated and given to tean members for their informat ion,
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Spiid o Cormenta,  White presentiog a general interpretation to.the
Cteam, the leader should stress. the following points: :
»There is no good or bad profile! : | )
*You are what &ou.are. and that's good. There isfno need for whole-.
sale changes! * o
‘We all have particular individual strengths and weaknesses!

-

¥now themselves - they understend specifically why and how
they tend to effect other people the way they do and why
and how other people tend to effect them the way they do.

know their atrengths and weakiesses ~ thev maximize their
strengths and minimize their weaknesses and develop positive
attitudes about themselves which are - communicated to others
and make others trusting of and confident. in them. -

Develoy positive eomtrol - they have the ability to: 1) study
the situations in which they find themselves and the people
with whom they come in contact so that they may then identify
the appropriate behavioral style and needs of the situation and
the people; and 2) adjust their behavior accordingly. This
is called betavioral flexibility aprroack. _

Flexible.pvuplc develop the skill to read the appropriate behavior
for each situation they are in and each 1ndividuaf“they interact with so
that they may adapt their own behavior accordingly to put themselves in
rocttive cortre!. In this instance, control means that the individuals
activel. tacilitate effective communication between themselves and others
bv adjusting their natural style fo a style m.re comfortable to those
people with whom theyjinteract. For example, when déaling with very
conecrvative and logical people, individuals who tend to be aggressive
and torceful must adjust their behavioral approach to be more logical and
tational and Jess {hreatening, theveby tacilitating positive communicatian.

All otvles are cither more ef fective or less etfective according to
the si1tuation, .and thus individuals should assess which style is the most
eftective in cach specifie situation and adjust their style to one more
apprepriate to the specific situation. This challenges individuals to

understand and appreciate cach other better tor increased ef foctiveness.

w 42
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Personal Style Model _

All of us have a little or a lot of all four behavioral tendencies.
We all have strengths, which when used, can be the key to our succéss,
and the success of the school, Every school nceds people in all four
style ateAS-to be well~bal§nced and effective. If you were asked to put
togethier the perfect 4~person project team, it would be one Autonomy, one
" Ideals, one.Relationship, and one Competency. The Autonomy will generate
ideas and delegate responsibility, the Ideals will promote and expand the
ideas,-the Relationship will organize and make sure that everyone has had
a voice in the decision. The Competency will make sure the job get's done
and done correctly. People are‘unique and different. Wé need these dif-~
ferences. We compliment each other. And as we work with différent people
within our school setting, it's impornaut to not only understand tnese
people, their strengths and possible limitations, but to work with them
effectively on a daily basis, ' |

What can happen wheﬁ people overextend their strengths? They can
become weaknesses. For example a strength for a Autonomy tendency is
making decisions. What pappens i1f this bécomes overused o;vover-extgndgd?
- They are viewed as autocratic. One of the stspngths listed for Ideals is
generating enthusiasm What happens if this is overtaxed? They seem to
be too busy haviﬁg fun and are not getting work done. A strength for the
Relationship tendency is the ability to make a favorable impréssion. They
can become over-extended because t'.ey are ﬁishy-washy and cannot make de-
cisions. They are too busy trying to make everyone happy.- Those with
a High Competency tendency are concentrating on detail. They can stress
too much detail and become a perfectionist. . _

Behavior ds situational. You may be a high Ideals at work if yout
job requiresAalot of developmental work, but when you get home you may

find that you are a high Relationship.

Pergonalisze The Styles. When the Personal Style has been identified
for each individual, the team members should read through their descrip-

tions and persondlize them by:

Deleting any des~.iptions that they do not believe are accurate.
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Substituting the "appropfiate descriptions" for all those
that they deleted.

Underlining Those descriptions that are absolutely "right-on" S
and should definitely be called to the attention .

of others
At the team building session, the leéder_facilitatos the following procesq:
*  Team members (beginning with the leader) inividually discuss their

_ "Personal Style with the team, not necessarily by reading it, but
' focusing on specific information."

+ After this discussion, the team members then share their Personal Style
. with each other team member with whom they have a significant relation-
"ship., For example, the leader ‘might say, "I appreciate working with

you because you always fpllow through on commitments you make and com-
plete them correctly and on time', or, "1 appreciate your willingness
to ask the other team members if they need help when you have any spare
time."

- After celling the other team members what they apﬁreéiate'about them,
they also respond apecifically. to the other statement for each indi-
vidual.

« What can you do for me to help me become more effective and satisfied
in my role?

o .+ What can I do for you?

*+ If you didn't do the following for me, it wouﬁi make my role more ;
difficult, K

‘<

* Your #1 priority in interacting with me should be....

.These suggestions are then agreed to by the team and put into writing
in the form of personal contracts, accountabilities, objectives, etc.
These apreements are then reviewed and approved bv the team at future Py
team building sessions.

Team building is valuable in that it forces people to communicaty
with each other in s positive way about their individual behavioral tenden-
cies and personal needs and to claify their specific relationships to ecach
other. Thus, together they can develob a mutually satisfying and produc- |
tive team env}ronmedt. Thié precess leads to individuals having more
Fostrive Control of their environment. It should he emphasized that, to

be most effective, team building cannot be just a "one-shot endeavor,"
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but shoulld be implemented at,least once a year or more to assure that

team members are interacting: effectively.

Theve is wo question that the process nuillnod does take an cxpen-
diture of time and effort on the part'of the team, but the question to
be"answered in considering this proeess shauld not be "Can.I Afford To,
Do It?" but "“Can I Afford Not To Do“It?" " Unless people are encburaged

-in a very positive sense, to come together and communicate about themselves

and their specific relationshipo, they will not do it. They are so caught
up in their dgy-to-day activities that they never allow themseives:td
focus on this. aspect. A number of problems, may arise that could have
been easily dealt with or avoided thiotigh the 1mp1ementation of the team

_ building process. : - R : - C ,f

o

Effectlve teams rarely just occur; they must be developed through
continuous positive effort on the part of the team members. The only way
for the team to find out if this process will wirk is to. try it. There
is really very little to lose and a lot to gain, both for individuels and
for the team; |

X
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GROUP ACTIVITY .

: . ' TEAM BUILDING - PAIRS . )
to . .
' 1. ' I appreciate'interacting with you because: ,
2. What can you do for me to help me become more effective and satisfied
in my role? : : R ' )
R o, . .
3. What can I do for you?
4. 1If you didn't do the following for me, it would make my role more
e difficult. . ' '\ o
5. Your #1 priority in interact.ing with me should be:
. /
A}
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/' - © GROUP ACTIVITY

We Need Each Other

©
-

You have been asked to put together a team of 3 people to develop, pro-
mote, and complete the local annual Charity Drive. You will not be a"
member of the team but are responsible for the selection of the members,

The kick-off for the Charity Drive is fast approaching and 4 people have

asked to be on the team. Listed below are the descriptions of those 4
people. Disgcuss which 3 of the 4 will be on team.

~ Susan: She is good at details. She makes sure everything is accurate
~and in ordér, She follows directives and is -also excellent at
being diplomatic with people.

Hal: He is,a good, hard worker. He is extremely loyal and patient with
" others. He gets things organized and will stick with a job until
it is done. . _ a

Randy: He is a promoter. He verbalizes well and generates enthusiasm
~ and excitement. - He also enjoys contacting people and helping
others.

Linda: She is the person who gets results. She takes authoritv and is
- a good leadér. She i§ also good at making decisions.

~ Discuss the following questions:

1. Was it difficult to make a choice? th? Did ycu feel that each
person could make & contribution to the Charity Drive?

2. Why 1is it advantageous to have team members with different strengths?
What if they were all alike--all "Randy's or all "Linda's"?
‘ ’ ‘
3. It has been said, ''We need each other because of our differences."
How do you feel about this statement? How would ‘this apply in your
own life?

-

PERSONAL NOTES:
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Name

1.

3.

GROUP ACTIVITY

Team Building -

List the Personal Characteristics of the People That You Interact
Most Effectively With: - (name at least 7 characteristics)

Q

List the Persopal Characteristics of the People That You Interact
Least Effectively With: (name at least 7 characteristics)

&

List the Pensonal Needs that You must have Satisfied in order to be
Motivated and Committed in your Environment. (name at least 7 needs)

63
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APPENDIX A
-

School Program Priorities Questionnaire

Advisor Style Questionnaire

' The workshop for Personal Analysis for Educators can be

prganized in a number of ways. The basic decision to be made

is how much éorkaﬁop activity should be committed to specific

educational aspeéts, Two inventories are provided for more
education specific exploration: 1) School Priorities Ques-
tionnaire and 2) Advisor Style Anaslysis Questionnaire. Other

education or school-relatéd activ;ties could be used. The
above questionnaires can be used to show how an individual

‘adapts to specific situations and role expecfations.
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SCHOOL PROCRAM PRIORITIES QUESTIONNAIRE

- A Word About The School Program Priorities Questdonnaire’

Educators approach the educational process with certain perf6nal

heliefs that may influence the style they use in an educational setting.

This questionnaire is designed to aid educators in the understanding of
their belief systeﬁ.' This approach will hélp explain one's philosophy
. . -

of education as they interact with other educators who may or may not

share the same belief system. _ RN .

Format of- the Que#tionnaire. :

Ten (10).typiéa1'educational and school policy issues have been'
included in this questionnaire. For each of these, four (4) alternative

ways of responding have been 1isted. Each alternative response 1s
. slightly different from the other four. Since you will be asked to
‘ g" choose those mist and least .characteristic of what you think or do, read

all four alternatives before answering,

- Step 1: Select the alternative which 1s most characteristic of what

;
py
s
CE
S
%

you believe or think you would do with respect to the situation described

PRI 2

‘and place that item designate (a, b, c, d) somewhere on the "More Char-

acteristic” and on the four-point scale provided (see the examples below).

Step 2: Next select the alternative which is least characteristlc
of what you believe or think you would do and place its designate toward

the "Less Characteristic" end of the scale.

Jtepr 30 Complete your response by.placing the remaining two desig-~
nateg within this most-least range in terms of how well each reflects
vour intended practices.

There are no right or wrong answers as such. Rather, the "best"
response is simply that one which would most accurately reflect your
intended practices as an educator. Attempts to give the "correct" or
"school" answer will simply distort your scores and make it more difficult
for you to obtain really helpful information about your educational style.

A typical response to one of the questionnaire {tems might look as

- | 2
follows:
More - Less
Characteristic| b r d | a 1 | Characteristic

[ad Ba]

- 4 3 2
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School PrdgramoPriorities Quest ionnaire ~

The most important benefit an individual receives from their formalized

education is: . ~ ' '

a. One's intellectual deveiopment, including problem-solving abilities
and an understanding of the conteat areas,-e.g. sclence, social

studies. o : '

b. The development of self-awareness, including the understaniing of
one's unique capabllities and the realization of one's purpose
in 1life. _ .

c. A sense of worth s0 one can confidently complete tasks.as well as
promote trust and codperation with others.

d. The acquisition qf a positive lifelong learning attitﬁde so that
dne can deal with change and make decisions in their'

More ' _ Less

Characterlétlc ! I ]. l lChapacteriétic_ .

4 - 3 - 2 1
An education will be most lasting when:
a. It is personalized toward individpal needs. |, . ‘
b. It is ofganized to assure mastery.
c. It is reléted to real life problem solving.
d. Tt encourageb-resp&ngibility.thking and sharing.
“More | Less

Characteristic | | l | Characteristic
4 3 2 1 :

Education's contribution to soclety is increased when:
a. 1 juarantees basic skills attainment for all.

b. It allows individuals to satis!y their needs and be responsive to
others.

‘¢. It promotes self-actualization so contributions to society will be

worthwhile.

d. It prepares everyone for active citizenship and life skills.

~

More - , Less

Characteristic_L | I l I Charactefistic.
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IV.

VI.

Students:

a. Learn best from specific examples in which.they can become involved
and do something unique.

b. Learn best in organized, objective learning situations that
emphasize analysls of ideas and interrelationships.

¢. Learn best from engaging in exploratory projects, homewerk, or
smill group discussions.

d. Learn best from careful, yystematic observations where they can

make sound judgments. o \
More ' ' Less -
Characteristicl ' ! 1, : j o icharacteristic-
& 3 2 1 '
Teachers:

a, Should provide a receptive, experience-based approach that encuurage
discussion with fellow learners.

b. Should provide opportunities to examine content and think reflectively
on its quality and effectiveneas. :

¢. Should foster an active "doing" orientation that relies heavily on
experimentation and problem solving. ’

d. Should foster the understandi: of differing perspectives through -
stimulating presentations and feedback sessions,

More | ' ‘ _ | Léss :
Characteristic]Aﬁ J J J A{Charactetistic'

A teacher needs to: ]

a. Be impartial and competent.

b. Be awdare and creat ive.

¢. Be active and able to motivate.

d. Be empa;hetic and respon.ible, .

More . Less

Characteristicl ' J L ! ~miﬁhuracceristic
4 3 2 l




Vitl,

An administrator will be successful {f he or ghe:
. L 1

a. Consults with their staff regularly.

b. Makes sure things get done as planned.

¢. Plans carefully before impleminting a policy.

d. Explores alternativesn and delegates responsibility.

Hore o less
Characteristic i §‘“mwwm 1 N _ {Characteristic
4 3 ' 2 I

Schooi discipline:

-

a. Shouid include the use of carparal punishoeal as needed.

b. Should pever fnclude the use of corperal punishment.

e
73

houlgd $nclude the use of corporal punishment {n special situations.

¢. Snouid include the use of corporal punishment if it can be handled

fairiy. o
¥ore , , ‘ iegs
Chavacteriatic | | ] f Characferistic
* : r 2 » P - .
R ] 2 .~

Parents sitoyld relate Lo Lthe school:
. Erimarily through rhe administrator(s).

n. Primarily throurn parent/teacher/student organizations,

. Ax needged throuph classtoom teascher contacts,

4  Aq needed chrough parent initiated coutacts with teachers.

Hge . ) ) v . Leas
CrFarecteriatic o N b S ‘ _wm_LCharaFteriﬂiif

e bal osvhend staffy oo, roungelors, schonl psyvehologlists, leavaing
diwabillty specialises

A “hogld relate their worg o positive seif-worth.
Shonld telate thelr work to th: hasic shtills,

Shavsid relate their work o lesrning styie agnalvsis.

3 Shogld telare thelr wngh to the ftvacrhiny proceass.
Yoore ’ Lk. AN
Tt ter ity ! . S Characteristy.
RS A ime s e . s - L L . T e & - - - e
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L SCORING INSTRUCTIONS

- School Program Priorities Questionnairve

By placing the letter designations for altérnagive ways of handling

the change situations described in the School Program Priorities Question- -

naire on a four-point scalé.'you have weighted each of these alternatives 1;5
with resgpect to how much utility each of them has for your handling :
of the situation. Therefore, it is possible to obtain an overall ;E
profile statement of your educatiopnal preferences by simply considering

the weights given by you to similar alternatives. In the present
inventory, four styles are sampled; each-of the four alternatives suggested
for a situation corresponds”to one of fﬂése four styles. Thus, by
arrénging all similar alternatives together it becomes ﬁossible to add

the weights given to these and, in the érocess. to obtain an index of 'f
your sryle strength on four diffetrent educational styles. This is the
rationale undervlying the scoring of this inventory.

The Scoring Form (next pége) provides for an arrangement of similar-

styles alternatives in the sar~ column. That is, thé four alternatives

refleccing a piven educator's siyle have been listed in a column down

[

the page. Since there are four styles fepresented in this inventory,
there are four columns of alternative designations presented in the
Scoring Form. To score the inventory, you simply go back through the
inventory=--taking one priority question and its four alternative solutions
at a time-~and find the scale value which characterizes the space in

wihich vou have placed the lettgr designation of each alternative. This

seale value becomes your score for cach item. Notice the example below:

YMare 3 ) Less
1 v i
haracteristie b 4 d v _Characteristic
A 3 ) i
Protile Summary: 4 3 b s « _ .}_ a ?
-9
Lt
L)
€ .-
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~ ' Name MF Location Date

PROFILE SUMMARY

i’ . SCHOOL PROGRAM PRIORITIES QUESTIONNAIRE

Scoring Form 4

Step 1: In the spaces provided below, write the scale value number p
which corresponds to the space in which you placed each of the letter -~
designates for each of the priority questions described in the School :
Program Priorities Questionnaire. Letter designations are not arranged é
in alphabetical order in the form below; therefore, you will have to oy
look for the letter of concern and place the scale value you have used
in characterizing the item's utility for you to the right. Complete
this- data fill-in before going to the next step, which will be totaling
of scores in each column. You should end up with four total style scores.

Step 2: ‘The style totals may then be plotted on the graph provided.

I. d. b. e ___ | a. ___._

I e d. ___ a. _ b.

I11. d. c. b, a. _

V. . _____ T b. a. ____ d. ___

L " Vo ¢ ' a. ____ b.
- VI. e, b. ____ d. ___ L —
Vili. b. d. a. ___ €

VIII. ¢. ___;_ b. __ d. ___ e

IX. a. b. c. _ d. ___

X. d. co a. b.

g ¥ ’ —

ToTALS ] ____, ] ]
Autonomy Ideals Relationship Competence

27
. 17
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ADVISOR STYLE QUESTIONNAIRE

A Word About the Advisor Style Questionnaire. Advisors, because of the

work they do, are concerned with effectively altering or {nfluencing the
,behaviqr of students. This questionnaireyis'designed to aid advisors .as T -
they approach the advisement proqpss. The advising. strategies they employ.
may be critical in determiging the success of their advisement activities.

By the same token, one's basic~¥hilosophy of édvising and their characteristic
means of evaluating the effectiveness of advisem;nt are essential ingredients
of the prbcess. It is with thesg issues in mind that the Advisor Style
Questionnaire was designed as a tool for asseésing one's approach to the

advisement process.

Format of the Questionnaire. Ten (10) typical change situations or

" issues have been included in this questionnaire. For each of these, four

(4)-alternative ways of responding have been listed. Each alternative

respohse i1s slightly different from the other four. Since you will be
asked to choose those most and least characteristic of what you_think or do,
read all four alternatives before answering. |

Step 1: Select the alternative which is most characteristic of what
you believe or think you would do with respect to the situation degcribed
and place that item designate (a, b, ¢, d) somewhere on the "Completely
Characteristic" end of the four-pdint scale provided (see the example below).

Step 2: Next select the alternative which is legst characteristic of
what you believe or think you would do and place its designate toward the
""Completely Uncharacteristic" end of the scale.

Stepr 3: Complete your response by placing the remaining two designates
within this most-least rangerin terms of how well each reflects your intended
practices. ' ’

There are no right or wrong answers as such. Rather, the "best" response
is simply that one which would most accurately reflect your intended practices
as an advisor. Attempts to give the "correct" or "schooln-answer will simply
distort your scofes and make it more difficult for you to obtain really help-
ful information aboMt your advisory style.

A typical resbonse to one of the questionnaire items might look as follows:

Completely . Completely
Characteristic | b |  d | | c LUncharacterigtic
: 4 3

a
2 1
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Decision making on the Part of an advisee 1s more likely to be 8uccessful when:

a. One of several alternative plans has the personal apprcval of a person _

whom the advisec respects or with whom they are able to identify.

-~

b. The advisee initially has a. choice between several alternatives, the
feasibility of which they are able to test personally.
L4

c. Both the need for and direction of a plan are made clear through a
systematic analysisz but the decision resides with the advisee.

d. The advisee has freedom from the influence of others in choosing a
course of action, but receives attention and support during the
. choice process. - : " - -

Completely : : : Completely

Characteristic;L ' ,J,Uncharacteristic

: 4 - 3 2 1 .

. When a need for decision making arises, advisees are more likely to view .

‘the plan of action favorably when:
a. They participate in creating the plan of action.
b. An individual whom they highly respect proposes the plan af action;l=

c¢. The respoﬁsibility'for decision making is primarily an "advisee-initiated
' undertaking." : ' '

d. The proposed ﬁlan and-thé'consequences of failure have been clearly
spelled out.
X )
Completely
_ ) j _ .__| Uncharacteristic
4 3 - 2 1 '

Completely o
Characteristic_ l

I feel that the best way to tnitiat? constructive decision wmaking by an
' advisee 1is to: ) . '

a. Stress the deviation of current- advisee behavior from desired behavior
and then relying on the advisce's ability to understand the implication
of these differences. )

b. Help them to accept themselves as persons so that they will have confi-
dence in their ability to choose a course of action.

c. Encourage a search for relevant facts or information available so that
the advisee can evaluate the need for a plan of action and make a choice
on the basis of his/her own goals in 1ife.

d. First gain their respect as a persoa and then urge them to behave in such
a way as to gailn respect from others.

Completely : Completely
Characteristic_| ] i j Uncharacteristic
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IV. To briﬁg about successful déaision,nﬁking in the behavior of an advisde,

a.
go by.. L -
b. Express as_exélicitly as I can the tonéequences of not complying with
a presctibed plan of action. . e :
c. Openly discuss the goais of the plan and the variOus.alternatives with .
the advisee and suggest that they "experiment." .- .
d. Help the advisee "talk out" their frustrations and aspirations without
iadicating my own judgment as to what should be done. ‘ :
Completely‘ . o Completely
Characteristipl ! ' _J LUncharacteristic

V. When a person whom I am trying to advise reagcts negqtively toward a proposal

d.

Characteristic

React more to the way they see the issue than the fact that they are

I am likely to:

Try to seg'a good example so that the advisee will have a "model" to

4 3 2 1 '

I have suggested, I am inclined to:

challenging me and, feeling that we.differ primarily in the perspectives ¥
we're employing, I try to re-evaluate the proposal in terms of ‘the 7
goals we have set, .

Be concerned about the implications of the disagreement for my relationship

with the advisee and question them as to whether they have lost respect
for me and my judgment. * '

Rather than risk advisee failure,.I will continue to push my proposal,
even if it ultimately means reminding the advisee that their welfare
is more important than our relationship. -

Feel concerned but try to avoid pushing the advisee by remaining quiet
and letting them discuss their feelings until they work them through.

Completely J _ Conpletely

| Uncharacteristic

4 E) 2 1

. 'VI. In my discussions with a student whom I am trying to advise, I would generally: |

a. Talk as little as possible and let them ask for my opinion or for informa-
tion as they feel the need_to do so. .

b. Let them do most of the talking, while I listen in a non-judgmental "and
suppertive manner. '

c. Talk about as much as the advisece, trying to arrive at conclusions which
represent our joint points of view. R

d. Talk a little more than the advisee as the discussion progresses so as to
win them over slowly to me as a person they can respect.

Completely . Completely

CharacteristicJ J l | Uncharacteristic

4 3 -2 l
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When you experience strong negative fbelings toward an advisee which inter-
e fere with your ability to work effectively, how would you normally
relate to this person during your contacts with them?

a. I would chegk'With others to see if my feelings dre justified and 1if
so tell the adviseé how I feel and what I expect them to do about it.

e o
,ffﬁéyﬁﬂmg fgelings-and ask the advisee if they can appreclate

4

ghag we:can do about it. . _ .
\‘f{'-.‘- - o . .

.

o

. et : 4 A - T . .
c. I would openly express feelings and encourage them to do the same so
.that!;i personal g’ri_evaucesr can be cleared up. '

d. I would try.to overcome feelings-of hostility without letting the
advisee know that I am upset and strive to better understand their

behavior in a friendly manmner. : .
Completely ' Completely
Charactetiscicl, | l l - l,Uncharacteristic

4 3 2 1 ' -

1

How would you tend to evaluate the performance of an advisee?

a. I would treat evaluation as g shared responsibility and meet with the
advisee to review openly our relationship in working together to
achieve both collective gnd personal goals.

b. T would meet with the advisee informally and as a friend to inform
them of my reactions to their performance and encourage them to
ask clarifying questions in order to lay the groundwork for improvement.

¢+ On the basis of the performance I have observed and my knowledge -of the

requirements, I would provide feedback to the advisee and together
we would examine steps needed for improvement.

d. I would try to stimulate commitment, develop morele and providé for
' individual growth by encouraging the advisee to make their own
evaluation of their progress and plans for improvement.

Completely ' Completely
Characteristic_l 41 i J Uncharacteristic
4 3 2 1

In evaluating the performance of an advtece, what criteria would you
normally employ?

a. I would focus primarily on the extent to which their behavior reflects
soclety's commonly accepted criteria. ' :

b. I would focus primarily on their progress toward self-acceptance and
personal growth. : '

c. I would focus primarily on the goals the advisee and I have Jointly set.

d. T would focus primarily on their movement toward and confidence in
achieving their goals.

Completely Comgletely
Characteristic | l ]Unc aracteristic
4 3 2 1 .
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X. In evaluating the performanaq of -an .advigdement program what criteria would

you suggest? .

¢’

-

a. Focus on student and p@tent contacts with the advisor.

R ¥

J“b. . Focus on studhnt qéﬁ.‘wemenﬁ ﬂnd schéol attendanca.

T c. Foeus on student activiti 's and(career contacts/expegiences.

d. Focus on a student fzedback questionnaire\results.

K }"
Completely . _ ' " Completely .
Characteristic | ! _ | Uncharacteristic
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SCORING INSTRUCTIONS

ADVISOR STYLE QUESTIONNAIRE

By placing the letter designations for alternative ways of handling

the change situations described in the Advisor Style Questionnaire on a

four-point scale, you have weighted each of these altefnatiyés with respect,

to how much utility each of them has for your handling of the situation.
Therefore, ii is possible to obtain an overall proiile statement of your
advisement preferences by simply considering the weights given"by you

_ to similar alternatives. In the present inventory, four styles are

sampled; each of the four alternatives suggested for a situation correspohds
to one of these four styles. Thus by arranging all similar alternatives
together it becomes possible to add the weights given to these and, in

the process, to oﬁfain an index of your style strength on four different
advisory styles. This is the rationale underlying the scoring of this

‘Inventory.

The Scoring Form (next page) pfovides for an arrangement of similar- _ %

-styles alternatives in the same column. That is, the ten alternatives

reflecting a given change agent style have been listed in a column

down the page. Since there are four styles represented in this inventory, °
there are four columns of alternative designations presented in the Scoring

Form. To score the inventory, you simply go back through the inventory--

taking one situation or issue and its four alternative solutions at a

time~-and find the scale value which characterizes the space in which

you have placed the letter designation of each alternative. This scale

value becomes your score for each item. Notice the example below:

Completely

Completely

CharacteristicJ b L d [ a j ¢ Uncharacteristic
4 3 2 1

Profile Summary: d 3 .~bé4 ¢ 1 a2
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PROFILE SUMMARY ‘ ' _ .

ADVISOR STYLE QUESTIONNAIRE

Y

\
L]

Scoring Fonn

Step l: lu the spaces provided below, write the scale value number

which corresponds to the space in which you placed each of the letter
designates for each of the chéhge situations described in the Advisor

Style Questionnaire. Letter des gnations are not arrénged in alphabetical

order in ;he form below; therefore, you will have to look for the letter
of cancern and place the scale vaiue you have used in characterizing the
item's utility for you to the tight. Complete this data fill-*n before

going to the next step, which will be totaling of scores in each column.

You should end up with four total style scores.

Step 2:  The style totals may now be plotted on the praph provided.

3
I. a. ___ be d. S O
I1. b,  a. . Co . d. —_—
IT1. d. __ a. b. Co
v, a. coe .do___m_ b. ___
V. b, a. d. ___ Ce .
vi. d. c. b, d.. —
Vii. b. S d. a.
Vi, a. d. b __ Co .
IXe ¢ o d. b a
X oo d. a. b, -
STYLE I— [ T “'
TOTALS “ [—0_] [—-_J {ii_J
Autonomy ‘deals: Relationship Competence
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learning Preferences

Transiating the Gregore and Ward (1977) Individuatl Learning Preferences
modes inte the Personal Styles framework would yield the following:

Autonomy

P Lostppet e com D ey (i =~The abstract random learner
is distinguishable by thedr attention to human behavior and an
esxtraordinarvy ability to seuse and interpret "vibrations." o 3
They are attune! to nuances of -atmosphere and mood. This type .
- of learner asso-iates che medium with the message. They tie a ' ‘
spearer’s manner, delivery, and personality to rhe message being R
conveyed.  In duing so, they evaluvate a learning experience as ' "
a whole.

The abstract random learner prefers to receive information in an

unstructured manner and {s, therefore, comfo;table in group !
discussions, activitles which invelve multi-sensory use, and busy

cnviromments. They scem to pather information and delay reaction.

They then orpanize material through reflection te get what they

wang .

This type of learner has strong preferences for short reading
- assipnments followed by class activities, group discussions,
' lecrures followed by discussion, group or team work, filmstrips
with records, movies, television, and assignments *aat permit
retflection or "oaking' time.

T e W aewe T D e £ ==The abstract sequential .
learning preference ts characterized bv excellent decoding abilitices .
1 the areas of written, verbal, aand image symbols. Such a iearner {. J;
s o wealth of conceptual “pictures”™ in their minds against which ! ¢
thes mateh what they read, hear, or see in graphic and pictorial
torm.  Thev have and Tlke to use readinge skills, listenine skills, -
s el visual granslation abtlities. A symbol or plcture is worth a
thaasand words 1o this person,

This tupe bt dearnet prefers o presentation that has substance, is
rattoesal, and i segquential {n nature.  Thev are able to extract
“tiin adeas from such an approach.  Such a4 icarner is not deterred
Bvoa adnt b Tecturer if the material presented s well-orvanized and
meantaptual. This preference alse includes deterence to authority
g Jearniny situatson and a low tolerance for envivonmental
Yierracttons which could canse them to divert enerey froo the task

o e,

El{TC 103
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Teaching approaches which utilize extensive reading, lectures, audio-
" > tapes, instructional phonograph records, and quiet well-controlled
environments appeal directly to people who exhibit a strong abstract
sequential learning preference.

Relationship

9

2

The Conerete Random learmer (CR)--The concrete random learning
preference is characterized by an experimental attitude and accompany-
ing behavior. . Such learners get the gist of ideas quickly and demon-
strate the uncanny ability to make intuitive leaps in exploring
unstructured problem~solving experiences. Occasionally, however, they
also have insights and make leaps in strucutured situations. They are
then chided for not showing their steps or for jumping to conclusions.

Concrete random leaimners utilize the trial-and-error apjroach when
acquiring information. They do not 1like cut-and-dried procedures
which deny them upportunities to find answers in their own ways.

They also do not respond well to teacher intervention in their inde-
pendent efforts. Like their abstract random companions these indivi-
duals function well in a stimulus-rich environment.

Teaching approaches that speak to the concrete random learner include
games, simulations, independent study projects, optional reading
assignments, problem-solving activities aind brief mini-lectures that
set the stage for exploration.

Competence ' s

Ao 9 &4
?

The Corcrete Sejuential Learmer (CS)--The concrete sequential learning
prefereice is characterized by a finely tuned ability to der ve infor-
mat ion through direct, hands-on experience. This learner exh.. its
extraordinary development of his five senses.

Order and logical sequence of the i{f-then, premise-conclusion variety
are appreciated, as are touchable concrete materials. If a blology
class 1s to be introduced to the parts of a flower, a plaster model
handled by the teacher is insufficient for this learner. They want
to have a flower to take apart by themselves.

This learner prefers step-by-step directions when confronted with a
learning situation. They are the one learner who not only looks for
directions but follows them. They also like clearly ordered presen-
tations. The concrete sequential preference learner will defer to
authority and guidance in'the learning environment and, like the
abstract sequential learner, will not tolerate distraction.
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Materials that appeal to a person with a strong concrete sequential
preference include: workbooks and.lab manuals, lectures accompanied
by overlicad transparencies, drawings or models, hands-on materials

and equipment, programmed or computer-assisted instruction, and well-
structured field trips.
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Learning Style Model ' - T

Translatintz‘the,,.%searning Style Model of Kolb and Fry (1977) into the Per-
. sonal Styles framework would yield the following: - K

Autonggz

Aetive Experimentation indicates an active, "doing" orientation
“to learning that relies heavily on expetrimentation. High AE indivi-
duals learn best when they can engate 4in such things as projects, R
homework, or swall group discussions. They dislike passive learning '
situations such as lectures. These individuals tend to be extroverts.

Ideals

Abstract Conceptualization indicates an analytical, conceptual
approach to learning that relies heavily on logical thipking and
rational evaluation. High AC individuals tend to be oriented more ‘ d
towards things and symbols and less towards other people. They - - ’
learn best in authority-directed .mpersonal learning situations that
emphasize theory and systematic analysis. They ‘are frustrated by N
and benefit little from unstructured "discovery" learning approaches :
1like exercises and simulationms. . T

" Relationship

Concrete Experience represents a receptive, experience-based approach R
7to-1earning that reltes heavily-on feeling-based judgments. High CE
individuals,tend~to”p§“empathetic'and'“people-oriented." They gener- o
ally find theoretical approaches to be unhelpful and prefer to treat PRI
;)each situation as‘a unique cade. They léarn best from specific exam- S
. ples in which they can become involved. 1Individuals who emphasize
Concrete. rperience tend to be oriented more towards peers and less
towards authority in their: approach to learning, and benefit most from
feedback anded}scugsion with fellow CFE learners.

L4

Comgetence

Heflective Obscruvation indicates a tentative, impartial and reflec-
tive approach to learning. High ‘RO individuals rely heavily on
careful observation in making judgments, and prefer learning situa-
tions such as lectures that allow them to take the role of impartial
objective observers. These individuals tend to be intréverts.
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Cognitive Style Mapping

Translating the Cognitive Style Mapping Model of Hill (1966) into a “'i

Personal Styles framework would yield the following:

Autonomv

Ideals

[
[ 2

Modalities of Inference- Magnitude (M) and Relationship (R)

Culiural Determinants - Individual (I) and Family (F)

Modalities of Inference - Difference (D) and Relationship (R) = -

Cultural Determinants®- Individual (I) and Assoclates (A)
Ao * .

Relationships -

Modalities of Inference - Appraisal (L) and Magnitude M)

L

Cultural Determinants - Assoclates (A) and Family (F)

Competence

Modalities of [nference - Deductive (K) and Magnitude (M)

Cultural Determinants ~ Family (F) and Iundividual (I)

Modalities of Tnferomce. Modalities of inference show patterns of thinking
or how one makes iInferences. There are five different elements in this set.

M

. Maghitud_ ~ The degree to which an individual relies on and , -.fers

a clear set of rules, classifications or definitions for accepting =
or rejecting an idea (categorical -reasoning). Persons who need to . -~ i~
define things or know thc '"policy", in order to understand, reflect -

this modality. :

Difference - The person who reasons in this pattern always looks for
differences hetween and among concepts. There is a strong preference

for contrasting one idea against another when learning new information.
If two theories about the same topic were encountered, this student
would want to know hwo they are different. Often artists possess this
modality as do creative writies and musicians: however, thie does not ‘
imply this is a requirement to being a good writer, artist, or musician,
People with a major here often say, '"What 1f..."

]

\4’ -
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actions?

Relationship - This modality requires that things be seen in terms
of how they are alike. One looks at a number of specific cases and
attempts to explain them all with one general rule.

- Appraisal - The modality of inference'employed by an fadividual who

uses all three of the modalities noted above (M, D, and R) giving
equal weight to « ch. A student stf%ng in this element prefers to

cover new material slowly and in detail, with a lot of opportunities'” -

to ask questions. As a result, these individuals may take a long
time to make decisions.

Deductive - Preference for solving problems in a stepwise fashion,,.
reasoning from the. general principle logically down to the specific

case. Mathematical proofs and logical arguments are good examples
of this type of information.

<

Cultural Determinants. Cultural deteminants show which elements are chief
influences. Who helps to determine or influence valye judgments, decisions and

A

v

‘Associates - The degree of influence by friends or persons other

than family.

Family ‘~ The influence that might include immediate family, business, .

church, or authority figures.

Individual - The degree of independence 1in evaluating information; a
preference for dealing with new information on an individual basis.

L
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Federal law pmhw:icrirninaﬁon on the basis of race, color or national origin (Title VI of the Civil Rights Act of 1964); sex (Title IX of the
Educational Amendments of 1972 and Title Il of the Vocational Education Amendments of 1976); or handicap (Section 504 of the
Rehabilitation Act of 1973) in educational programs or activities receiving federal financial assistance.

Employees, studen.s and the general public are hereby notified that the Georgia Depariment of Education does not discriminate in any
educational programs or activities or in employment policies.

The following individuals have been designated as the employees responsible for coordinating the department’s effort to jmplement this
nondiscriminatory policy.

Titie Il — Ann Lary, Vocational Equity Coordinatnr

Title VI — Peyton Williams Jr., Associate Superintendent of State Schools and Special Services
Title IX — Myra Tolbert, Coordinator

Section 504 — sﬂf Lee, Coordinator of Special Education

Inquinies concerning the application of Title It Title VI, Title IX or Section 504 to the pcicies and practices of the departmant n.- be
addressed to the persons listed above at the Georgia Department of Education, Twin Towers East, Atlanta 30334; to the Regional Offize for
Civil Rights, Atlanta 30323; or to the Director, Office for Civil Rights, Education Department, Washington, D.C. 20201.
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Pupil Personnel Services
Division of Educational Development
Office of Planning and Development
Georgia Department of Education '

” Atlanta, Georgia 30334 : -
Charles McDaniel -
State Superintendent of Schools
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